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ABSTRACT

With the approach of managing performance, employee responsibility has risen as a current
authoritative idea as of late. The general objective was to establish the influence of Psychological
Climate on organization performance at Kakamega County Government. The study was anchored in
the Resource-Based View (RBV). The study hypothesized that there is a relationship between
Psychological Climate and organization performance. The descriptive research design was applied.
The target population was 332 employees of all degrees of the board and supervisory unit.
Purposive examining was utilized to concentrate on specific qualities of a populace that are of
enthusiasm under examination. A pilot test was directed on 10 employees to gauge the unwavering
quality of the instruments. Data was examined utilizing Statistical Package for Social Sciences
(SPSS) programming. To test unwavering quality and legitimacy, a pilot study was directed and
Cronbach's coefficient alpha was utilized to set up consistency. A relapse model was utilized to
show the connection between factors. The after-effects of the exploration were introduced utilizing
recurrence, figures and diagrams. The findings of the study, there is a positive relationship between
Psychological Climate and organization performance. In Conclusion, that high-quality
Psychological Climate will enhance teamwork and better employee engagement to improve on
overall organization performance. Study recommendation is that Kakamega County can enhance its
organization performance by creating a better psychological climate. This can be done by creating
an environment where there is teamwork cooperation, flexibility in schedules.

Keywords: Psychological climate, engagement, employee commitment

INTRODUCTION

The psychological climate has a big influence for organization performance, as strong support was found for
psychological climate associated with the quality of employee performance (Schneider 2011), While a supportive
climate fosters knowledge creation and sharing (Durcikova 2011). This, tied with the positive results within the
organizational behaviour literature (James 2008 and Schneider 2011) offers compelling evidence of the importance
of psychological climate for organization performance. They define this as “a knowledge worker’s cognitive
representations of the knowledge-sharing environment within the work unit” using three items: Information about
my job performance is easily accessible, management shares performance information as it relates to my job, and to
exploit information about my job performance to higher manage my work.

According to the American Psychological Association (2012), creativity together with cognitive ability, leadership,
integrity, attendance and cooperation, are the factors which predict job performance. In truth, it appears naturally
persuasive that individuals are more likely to interact in exceeding activities that transcend the decision of their
formal duties in a favourable climate. According to Wood, Linley, Maltby, Kashdan and Hurling (2011) argue that a
strengths-based psychological climate is an important situational factor that enhances employee experiences of
positive affect during working hours. They conducted a three-wave longitudinal study and found that the use of
strengths is significantly related to gains in positive affect after three and six months. Similarly, participation in an
intervention aimed toward identifying strengths and using them during a novel way was found to guide to increased
happiness as assessed over six months.

In the present corporate world, labourers' desires go past least remuneration and have changed the consideration of
managers to perceiving the genuine idea of employee duty rehearses. Employee investment and employee-
authoritative commitments are vital hierarchical needs as organizations face rivalry, rivals and imaginative people,
and others, particularly arising out of a worldwide downturn to accomplish. (Baley et al., 2016; Aniha, 2014).
Engagement and work fulfilment are known to be synonymous ideas; be that as it may, it can't for a fulfilled
employee to fundamentally be a decent employee. (Musgrove et al., 2014). Numerous researchers in their
investigations insist on the connection between hierarchical achievement and employee commitment; for instance,
Albdour and Altarawneh (2014). It is significant for arrangement creators and expository and useful specialists to
concentrate on the proof base to make important enhancements in employee Commitment practice, work fulfilment
and hierarchical productivity.
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PROBLEM STATEMENT

With the increase in demand for quality and timely services, increase in population and scarce resources counties
have been forced to recruit the best and meet their obligations to the people they serve, which led to the Emergence
of devolved Governments in Kenya which has experienced dramatic changes with major functions being
decentralized. Employee responsibility is one of the present issues in human asset the executives that numerous
associations are confronting. Thus, employees realize that chiefs are liable for assessing their performance and see
administrator support as a sign of authoritative help (Rhoades and Eisenberger, 2002). Employees see their bosses as
specialists chipping away at the sake of the organization. (Baran et al., 2012).

Despite counties being the second largest employer in the country, the counties have to justify the numbers through
better service delivery and customer satisfaction. According to performance management framework for county
governments (2017), The counties have also been rocked with a series of employment of unqualified supervisory
staff, promotion based on cronyism, in addition, they are yet to determine the influence of worker engagement in the
context of supervisory support in their organizations. Research gap is seen from the research of Seniati (2010) which
revealed that from research related to commitment research, still less examined the influence of psychological
climate on employee performance. The psychological climate provides an indirect influence through job satisfaction.
That is, job satisfaction acts as a mediator role between the psychological climate and organizational commitment.
Another study conducted by Gim, Desa, and Ramayah (2015) suggests that a competitive psychological climate is
negatively related to an active commitment but positively related to turnover intention. The investigation
subsequently planned for crossing over the current information holes in Psychological climate on optimizing
organization Performance at Kakamega county government.

The objective of the Study

This study sought to analyse the influence of Psychological Climate on organization performance at Kakamega
County Government.

Value of the Research

The current study intended to provide insights into knowledge about firm Psychological Climate on organization
performance. The study will contribute towards filling the gap in the body of knowledge in the practices and
operations of county governments in Kenya. The study intends to establish a link between Psychological Climate on
organization performance, namely, work flexibility and teamwork. This should not only ensure that the public who
put their hope on county Governments for service delivery continue to reap the benefits.

Literature Review

Theoretical Foundation of the research

The RBV school of thought explains the importance of unique resources owned by an organization in achieving
competitive advantage (Baumol, Litan & Schramm, 2012). These resources take different forms including total
assets expressed in monetary terms, the experience of key human resources and the overall personnel adequacy.
Other measures include networks among other variables (Bhide, 2013).

Empirical Literature Review

Different components of positive working environment atmospheres that are sincerely satisfying and steady,
consideration of strong group, job clearness, space for self-articulation, give suitable degrees of occupation
challenge and capacity to add to authoritative achievement.

(Wollard and Shuck, 2011). Collect and Hunter (2012) found that the mental atmosphere is related emphatically to
employees' work perspectives and their consequent conduct in associations. Biswas and Varma (2007) likewise saw
that employees' atmosphere discernments have a noteworthy effect upon employees' citizenship practices and
occupation fulfilment and in this manner emphatically sway their activity performances. Shockingly, singular
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mentalities and other brief sweeping statements of employee feelings, (for example, hierarchical duty and
occupation fulfilment) have as of late been censured for not giving a comprehensive perspective on a person's self
which incorporates asynchronous initiation of individual energies grinding away (Alfes et al.,2012). Devotion
elucidates the enthusiastic system of Committed, where employees experience their work as important, critical and
testing. Ingestion is the subjective part of Commitment whereby employees will, in general, be joyfully included and
experience their work as engaging and something to which they can give their full focus (Bakker et al., 2011).

Conceptual Frame Work

The conceptual model figure 1 presents a schematic picture of the researchers presumed perception of the existing
relationship between the variables. The model suggests a relationship between Psychological Climate as the
independent variable and organization performance as the dependent variable that may be influenced by
Psychological Climate.

Fig 1. A Conceptual Model showing Psychological Climate and Organization Performance

Independent Dependent

/ Organization Performance \

e  Customer Satisfaction
e Employee Target
achievement.

Psychological Climate
o Work flexibility

e  Team work

. /

Source: Researchers (2020).

The relationship indicated in figure 1 was envisaged to exist in organizations, but the application of different
Psychological Climate tends to influence organizational performance. Psychological Climate includes work
flexibility and teamwork is perceived to influence organizational performance.

METHODOLOGY

Research Design

The researcher used descriptive research design. It ensures nothing is manipulated and it describes the correlation
within Variables. It provides information about real occurring situations and not experiments. As indicated by
Zikmund, (2010), and expressive research configuration incorporates a procedure of gathering data which includes
watching and portraying the conduct of a subject without impacting it in any capacity to address questions
concerning the ebb and flow status of the subjects under examination and that it utilizes a pre-arranged structure for
investigation.

The population of the Study

An examination populace is commonly an enormous assortment of people or articles that is the fundamental focal
point of a logical question. Employees from Kakamega County formed the target group, management and
supervisory cadre from different sub-counties 332 employees.
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Sample Population

As indicated by Mugenda and Mugenda (2003), examining implies the assortment of a given number of things from
a specific populace as illustrative of that populace. Populace examining is the way toward taking a subset of subjects
that is illustrative of the whole populace. Mugenda depicts 30% as a reasonable portrayal.

Data Collection

The researcher used Questionnaires which were distributed door to door with the aid of the research assistants and
the respondents given a length of one week thereafter collected, compiled and analyzed the statistics. The
researchers sought authority from the National Council for Science, Technology and Innovation (NACOSTI) to
collect data.

Test of Validity and Reliability

Content validation was also done by dividing the instrument into several sections. Each section was checked
carefully checked to ensure that it conveys the necessary message and attracts the relevant feedback, as per the
tested specific themes of the research objectives and research question.

To ensure the reliability of the research instrument used in this study, a pilot study was conducted on 10 respondents
who were not included in the main survey. To establish reliability results, the study tested for internal consistency
using Cronbach Alpha. A threshold of 0.7 was adopted. The results indicate that Psychological Climate and
organization performance had Cronbach Alpha value above 0.7 which indicates that the data was reliable. This is
consistent with Cronbach (1951).

Table 1: Reliability Test Results

Scale Cronbach's Alpha Number of Items Comment
Psychological Climate 0.728 6 Reliable
Organizational Performance 0.782 5 Reliable

Source: Field Data (2020)
Data Analysis and Interpretation

Simple linear regression analysis was used to establish the nature and magnitude of the relationship between
variables, and to test the hypothesized relationship. The coefficient r indicates the strength and direction of the linear
relationship between the variables of the study. The relationship is strong where r=0.5 and above, moderately strong
when r is between 0.3 and 0.49, weak when r is below 0.29, and a correlation of 0 indicates no relationship.

Response Rate

A total of 202 questionnaires were administered to the Chief Officers, Directors, Administrators and head of
departments at sub-county and ward levels in Kakamega County. Out of the number, 115 questionnaires were
properly filled giving a response rate of 57% which was satisfactory based on the argument by Kombo and Tromp
(2010) which indicated that for a survey study, a response rate above 55% is satisfactory.

Demographic Characteristics
The respondent’s demographic characteristics including the respondent’s age, the highest level of academic
qualification, working experience in the county and their category were established and presented in Table 2.

Table 2: Demographic Characteristics

Demographic Characteristics Category Frequency Percent
Below 25 20 17.4
25-35 32 27.8
36 - 45 39 339

Age Above 45 24 20.9

Education Masters 23 20
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Undergraduate 40 34.8
College 52 45.2
Less Than 1 Year 37 32.2
Between 1 -5 Years 36 31.3
Between 6 - 10 Years 18 15.7
Experience Above 10 Years 24 20.9

Source: Field Data (2020)

The findings in Table 3 indicate that of the 115 respondents, 33.9% of them were aged between 36 and 45 years,
20.9% were above 45 years of age while 45.2% were aged below 36. On average, it can be argued that the majority
of employees in Kakamega county are aged above 36 years. The results also established that majority of the
respondents, 45.2%, had a college level of education as their highest, 34.8% of them had an undergraduate while
20% had masters. The results imply that the majority of employees in Kakamega County in the category of Chief
Officers, Directors, Administrators and head of departments at sub-county and ward levels in Kakamega County
have an undergraduate degree and above.

The results also revealed that majority of the respondents, 32.2%, had a work experience below a year at the time of
the study, 31.3%, on the other hand, had work experience between 1 and 5 years while only 36.6% of the
respondents had worked for a period more than 5 years. The findings imply that majority of the employees in the top
management position in Kakamega county had less than 5 years’ work experience which can be attributed to
changing political regimes.

Descriptive Statistics

Descriptive Findings of Psychological Climate
The respondents rated five-point Likert scale questions on Psychological Climate and the findings are indicated in
Table 6.

Table 3: Descriptive Findings of Psychological Climate

Statement Mean Standard Deviation
Employees in collaboration participate to take care of business 4.18 0.94
Opportunity to conclude how to do work 3.17 1.16
Have an inclination that a piece of a major family in the association 3.97 1.06
Adaptability in plans 3.77 0.96
Fulfilment with yearly paid leave 3.68 1.06
Fulfilment with health advantages 3.50 1.13
Average 3.71 1.05

Source: Field Data (2020)

The results provided in Table 3 suggests that the respondents agreed that personnel in teamwork cooperate to get the
process finished (M = 4.18), they feel like a part of a big family inside the organization (M = 3.97), there is
flexibility in schedules (M = 3.77), they are satisfied with their annual paid leave (M = 3.68) as well as their medical
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benefits (M = 3.50). The respondents, however, neither agreed nor disagreed on whether they are given the freedom
to decide how to do a job (M = 3.17).

Overall, the results imply that the psychological climate in Kakamega county is favourable (Average Mean = 3.71).
A standard deviation of 1.05indicated that the responses were not varied implying that the majority agreed with the
rating on psychological climate in Kakamega County.

Descriptive Findings of Organization Performance

The respondents rated five-point Likert scale questions on Organization Performance and the findings are indicated
in Table 4.
Table 4: Descriptive Findings of Organization Performance

Standard
Statement Mean Deviation
Administration conveyance is according to client desire 3.90 0.99
Nature of administration keeps clients steadfast and thus rehashed visits
happen 3.83 0.99
Association minutely thinks about the client criticism and recommendations ~ 3.37 1.21
Pledge to improve the nature of administrations routinely 3.89 1.04
Employees are prepared in their particular utilitarian territories 3.73 1.22
Average 3.74 1.09

Source: Field Data (2020)

The respondents concurred that administration conveyance is according to client desire (M = 3.90), nature of
administration keeps clients steadfast and consequently rehashed visits occur (M = 3.83), there is a pledge to
improve the nature of administrations consistently (M = 3.89) and that employees are prepared in their useful
territories (M = 3.73). The respondents anyway neither concurred nor differ that the association minutely thinks
about the client criticism and recommendations (M = 3.37).

Table 5: Influence of Psychological Climate on Organization Performance

Model summary

R R Square Adjusted R Square Std. Error of the Estimate
.618 0.382 0.366 0.61825
ANOVA
Sum
of Squares df Mean Square F Sig.
Regression 26.273 3 8.758 22.911 .000
Residual 42.428 111 0.382
Total 68.701 114
Coefficients ®
Standardized
Unstandardized Coefficients Coefficients
B Std. Error Beta t Sig.
(Constant) 1.081 0.353 3.067 0.003
Psychological Climate 0.069 0.093 0.064 0.743 0.459
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Dependent Variable: Organization Performance
Source: Field Data (2020)
a. Predictors: (Constant), Psychological Climate
b. Dependent Variable: Organization Performance

The model summary results in Table 5 indicate that the F statistic value of 22.911 is significant (P-value < 0.05).
This implies that the regression model linking Psychological Climate, to organization performance was fit and can
predict the outcome.

As indicated in Table 5, holding other factors constant that is Psychological Climate, organization performance is
1.081 which is positive.

It was also established that psychological climate has a positive but not significant effect on organization
performance (B = 0.069; P-value > 0.05). This implies that a unit increase in psychological climate leads to an
insignificant increase in organization performance by 0.069 units. The findings are consistent with (Schneider 2011),
who established that Psychological Climate predicts a positive effect of work outcomes.

CONCLUSION AND RECOMMENDATIONS

Conclusion

It was concluded that a better psychological climate where there is teamwork cooperation, flexibility in schedules;
satisfactory annual paid leave and medical benefits improve organizational performance but not significantly.

Recommendation

The study recommends that Kakamega County can enhance its organization performance by creating a better
psychological climate. This can be done by creating an environment where there is teamwork cooperation, flexible
work schedules; satisfactory annual paid leave and medical benefits.
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