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ABSTRACT

The increasing use of temporary workforce is becoming an integral part of today's
emerging employment trend. Studies have been carried out on new employee
socialization and other attitudinal constructs in conventional employment structures;
however the emergence of outsourcing has brought a new dimension to the relationship.
Most studies have approached socialization, commitment and identification separately;
and in majority of cases targeting regular or permanent employees, with concentration in
Europe or North America; with a few cases in Asia and Africa; however a few studies
conducted in Kenya on socialization have not considered its influence on commitment,
socializationand tenure and have concentrated on regular employees. The purpose of this
study was to determine the effect of socialization on commitment and identification and
tenure in outsourcing relationships. Specifically, the study sought to determine the
influenceof socialization on commitment and identification; the influence of socialization
on tenure of employees and to establish the relationship between commitment and
identification. The study was guided by the social exchange theory with socialization as
the independent variable and commitment, identification and tenure as dependent
variables. The study population comprised all the 51active companies listed at the NSE,
but spread across the country, with a sample of 23 obtained through cluster sampling. The
respondents were drawn from outsourced employees, the agent and the client
organizations. Secondary and primary data were used in the study. Primary data was
collected using structured and semi structured questionnaires. Pre-test was conducted to
establish the reliability and validity of instruments. Cronbach's Alpha test revealed a
coefficient of 0.843 which is above the minimum threshold. Qualitative data was
analyzed using tables, graphs and pie charts. Inferential statistics and Pearson's
correlation technique with the help of SPSS computer software was used to analyse
quantitative data. Regression results showed R2 of 0.320 on commitment and
identification was significant at p=.006<p=.05 for identification and p=.039<p=.05 for
commitment; R2 of .565 on tenure was significant at p=.000<p=.05; and a relatively
strong association between commitment and identification r=.583, p<.Ol.The null
hypotheses were therefore rejected. The study concludes that outsourced employees are
socialized and that Socialization influences commitment and identification; socialization
influences tenure; and that commitment and identification are related. The study
recommends that outsourced employees should go through socialization like regular
employees so as to enhance commitment and to engender identification that may result
into continuity in employment. The study outcome would assist organizational
managements and other policy formulators make informed decisions on outsourcing.
Future research may consider the cost of socialization and performance of outsourced
employees.
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CHAPTER ONE: INTRODUCTION

This chapter gives background information of developments in the study areas, the

Statement of the Problem, Conceptual Framework, Scope and the Objectives of the

Study.

1.1 Background of the Study

Large enterprises in the developed and emerging economies are increasingly adopting

limited term contracts, associate-like relationships and other standard contractual

relationships with employees (Kakabadse & Kakabadse, 2005). A survey conducted in

the U.S in 1990 found that 36% of all work-places in the sample reported changes in

workingpractices aimed at increasing flexibility (Beardwell and Holden, 1997). Between

1979and 1993 the number of part-time employees in the U.K rose from 18.3% of total

employmentto 23.9% (Watson, 1994; Cassey, 1991). While in the past employment was

based on permanent terms, the 1990s witnessed a change in terms of engagement,

particularlyat all levels of engagement.

In the emerging employment relationship, the most common is the temporary or short

term employment where an individual is engaged to offer specified professional or non-

professional services for a short period of time after which the relationship comes to an

end. This kind of relationship may arise due to accumulation of work or filling a gap

arisingfrom temporary unavailability of regular staff. According to Guell and Petrongolo

(2007) temporary employment is quite different from casual employment, and in most

cases, those who start off as temporary employees are eventually engaged on permanent

terms. Slattery, et al (2006) is of the view that temporary work is becoming more of an

integral part of the workforce. They (ibid) aver that increasing use of temporary staff is

not only in the traditional areas such as construction industry, but also in the new

emergingareas that employ highly skilled knowledge workers.

Contingent contract arrangements may also entail self-employed individuals who sell

their services to a client organization for a specified time or project, or seasonal

employment arrangement (George, 2003). Once the task is accomplished by the

professional the relationship comes to an end. On the other hand a professional service

organizationduly registered to undertake a particular activity may be engaged by another
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organization altogether. Such professional service organization will have its regular

workforceand once the task is accomplished the relationship comes to an end. In all these

cases there is very little contact between the contract employees and the client

organization.

Less contingent, more permanent contract arrangements are rapidly evolving, where a

thirdparty body (contractor or professional employer organization) agrees to handle a set

of work responsibilities for a client organization at their work location(s) or as assigned

(Connellyand Callagher, 2004; Kalleberg, 2000). The contractor supplies the employees

and is the legal employer of record (Coylle-Shappiro, et al 2004). The client organization

has, in effect, outsourced some operations to the contractor. Fisher, et al (2008) defines an

outsourcedworker as an individual who is employed by an organization for the purpose

ofprovidinga direct service to an organization or organizations.

Managementexpert, Peters (Peters & Waterman, 1982), has referred to outsourcing as the

most 'sweeping trend to hit management since re-engineering'. Drucker, (1996) sums up

this trend thus: 'the tendency today of so many, especially of our larger enterprises to

assumepaternal authority over their management people and to demand of them a special

allegiance, is socially irresponsible, usurpation, indefensible on the grounds alike of

public policy and the enterprise' self-interest. The company must not and must never

claimto be home, family, religion, life or fate of individual. It must never interfere in hIS

private life or citizenship. He is tied to the company through a voluntary and cancellable

contract,not through some mystical and indissoluble bond'. Drucker, (ibid) seemed to be

advocating free labour movement and that one need not necessarily identify with an

organization. To this end, a number of organizations have adopted externalized labour

relationships in the form of contracts, thus reducing the duration of employment

relationship, limiting administrative control over the worker, and increasing the physical

distance between itself (organization) and the worker, (Pfeffer and Barron, 1988).

According to Drucker (2000), agency workers do not have a formal contract of

employmentwith the organization for which they work because they are not regarded as

theorganizations employees.
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WhileHuman resource activities have traditionally been performed in-house, the 1990s

witnessed increasing advocacy of outsourcing of a number of activities within the

organization. The above position has been countered by arguments that outsourcing

exposesthe organization to opportunistic behavior by contractors, and that the practice

will inhibit the firm's ability to develop distinctive competencies within its work-force.

Accordingto Kakabadse & Kakabadse, (2005), a number of reasons may determine the

kindof activity or activities to be outsourced, however, the most commonly cited reasons

includecutting costs, as there is a perception that it is cheaper to outsource some activities

to specialized institutions; improved service quality by engaging experts in certain areas

andoperating on a lean level (core activities).

Activitiesin a number of organizations have been categorized as either core or non-core,

otherwisereferred to as peripherals. With these divisions it has also emerged that workers

whoundertake non-core activities can be hired on a temporary basis or as and when their

services are required; or that an organization that is specialized in an area of activity is

engagedto undertake such activities on behalf of the client organization. This practice has

come with costs to the client organization (Cooke, et al, 2005). In Kenya, like other

countries, different forms of work engagement are in existence owing to their flexibility

and unique requirements of the various industries. Sang (2010) conducted research on

outsourcing by public universities in Kenya and found that most universities have

outsourced at least one service. He avers that the situation in public universities is

replicatedin other areas where outsourcing is practiced.

Fisher,et al (2008), state that a number of organizations have shifted dramatically toward

the use of outsourced labour thereby contracting out non-core functions to reduce labour

costs, improve flexibility, and obtain expertise not available locally. Outsourcing occurs

across many industries and business functions; however research in the area of

outsourcinghas mainly concentrated on the strategic and financial issues and ignoring the

human resource implications.

During initial employment entry process, workers are likely to form opinions about how

the organization treats employees. This is the time when psychological contracts, defined

as beliefs about the expectations in the employer-employee relationship (Rousseau,
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1995), may be developed. Employees perceptions may, however, change overtime,

allowingnew comers, who may initially perceive themselves as "outsiders" to develop

feelingsof "insiders" (Thomas and Anderson, 1998). Social exchange theory is one of the

most influential conceptual frameworks for understanding attitudes and behaviours in

organizations(Cropanzano and Mitchell, 2005). An important element of social exchange

is that individuals tend to form relationships with select individuals who provide valued

resources such as information and emotional support (Lidden, et al 2003). Individuals

oftenexpress their gratitude for support received from an organization by increasing their

levelof commitment to the organization (Rhoades, et al 2001), a view shared by Lidden

et aI2003). In their research work, Rhoades, et al (2003) demonstrate that a relationship

exists between organizational support and commitment for permanent and regular

employees,however Employee attitudes towards multiple organizational targets are not

wellunderstood (Coyle-Shapiro and Conway, 2005). Some evidence, according to Coyle-

Shapiro,et al (2006) and Lidden, et al (2003) point to existence of a dual allegiance to the

agencyand to the client organization.

A study conducted by Wandera (2011) observed that a number of organizations are

turning to temporary or short term labour markets in an attempt to enhance their

competitiveness in the global market. In the study Wandera (2011) notes that most of

these organizations differ in their approach to human resource in terms of training,

orientation, socialization and integration of short term workers. He (ibid) concurs with

Autor (2001) who identifies issues associated with temporary workers engagement as

including inadequate socialization, exclusion from decision making, short term

engagements,lower tolerance for inequity and low levels of commitment and innovation.

While Rhoades, et al (2001) and Liden, et al (2003) confirm that there is a relationship

between organizational support and employee commitment for permanent and regular

employees, Coyle-Shapiro, et al (2006) and Liden, et al (2003) point to some evidence of

existence of dual allegiance to the agency and client organization. Autor (2001) and

Wandera (2011) point out that temporary workers receive inadequate socialization hence

low levels of commitment.
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Mostof the above studies that have considered employee support and socialization have

concentratedon permanent and temporary staff and not the outsourced staff. The studies

also point out that temporary staff usually receive inadequate socialization and are

excluded from decision making. Where there is an attempt to determine outsourced

employeeallegiance there is no research evidence indicating that such allegiance arises

out of employee socialization. There is no research evidence pointing out the extent to

whichoutsourced employees are socialized by the client or the agent organization.

According to Fisher et at (2008) effective socialization processes help an employee

transition to a new place and learn how to function in that work environment.

Socializationenables newcomers discover what the organization is about and their place

within it. Saks, et at (2007) and Kavoo-Linge and Kiruri (2013) view socialization as the

process by which individuals come to appreciate values, abilities, expected behaviours

and social knowledge essential for assuming organizational role and for participating as
(

an organizational member. An effective induction process puts together the activities of

planningand monitoring the integration and maintenance of employees in an organization

(Deb,2006).

Bauer, et at (2007) and Saks, et at (2007) analysed the relationships among variables of

socialization and found that how new comers learn during socialization process has

significant effects on their level of job satisfaction, role clarity, commitment to the

organization and intention to quit. Tschopp, et at (2009) however, observes that new

forms of careers have emerged that are more dynamic and self-determined than the

traditionalcareer built on long term tenure and advancement in one or few organizations.

Karatepe and Shahriari (2012) suggest that employees who have elevated perceptions of

justice in the work place are more likely to feel obliged to respond with low levels of

intentions to leave the organization. According to Walumbwa, et at (2009) and Colquitt,

et at (2001) there is interpersonal justice that refers to the dignity and respect that one

receivesand informational justice that refers to the provision of adequate information and

social accounts. During organizational change interpersonal justice has been found to

significantly predict justice perceptions of employees involved in change and further

influencetheir responses to change.

5 MASENO UNIVERSITY
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As an attitude organizational commitment is often defined as a strong desire to remain a

member of a particular organization; a willingness to exert a high level of effort on behalf

of the organization; and a definite belief in, and acceptance of, the values and goals of the

organization (Mowday, et.al, 1982). In their research on temporary employees'

commitment Slatter, et al (2006) assert that even though temporary employees are

'temporary, they must also become part of the organization because they are required to

work with permanent workers and, ultimately, pursue the same goals and objectives set

forth by the organization". Slatter et al (2006) go ahead to qualify their position by

stating that temporary employees who are well adjusted to the organizations environment

may have more positive work related attitudes and have more intention to stay in the

organization.

A number of definitions of identification have been proposed and most of them denote a

subjective link between a person's membership in a group and the individual self-esteem

(Ashmore, et ai, 2004; Riketta, 2005). Riketta, (2008) gives identification a more narrow

approach and looks at it as a feeling of attachment to a group. This is an affective feeling

that is a slight departure from the cognitive feeling that makes one develop a sense of

belongingness i.e. viewing oneself as a member of a group. Hirst, et al (2009) posits that

part of our self-concept (the way we see ourselves) stems from our membership in social

groups. Further, they (ibid) point out that identification reflects a sense of oneness with

the team whereby the individual subsumes the team's aims and goals as their own

(Ashforth and Mael, 1989, Haslam, 2004).

While Mokaya and Gitari (2012) studied socialization aspects of regular staff Sang (2010)

considered the challenges that come with outsourcing and opines that the challenges cut

across organizations. Sang (2010) expresses fear that the universities may be engaging

employees who are not loyal, thereby offering inadequate services. Sang (ibid) further

avers that outsourced employees cannot be entrusted with certain activities implying that

there is either lack of trust or they are regarded as outsiders who cannot be entrusted with

certain core activities.

While Baeur, et al (2007) and Saks, et al (2007) feel that socialization is important for

newcomers, Tschopp, et al (2009) on the other hand feel new forms of work arrangement
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are self-determined as opposed to the traditional career built on long tenure and

organizationalcommitment. Slatterry, et al (2006) assert that temporary employees must

becomepart of the organization as ultimately both permanent and temporary employees

try to assist the organization achieve its objectives. On the other hand Sang (2010) feels

that outsourced employees are less loyal and cannot be entrusted with certain

responsibilities,and they are regarded as outsiders. Hirst, et al (2009) avers that part of

ourself-concept stems from our membership in social groups, that identification reflects a

senseof oneness with the team.

The studies conducted on socialization of new employees have concentrated on

permanentand regular employees. Temporary employees are also regarded as members

of the organization and are expected to exhibit levels of commitment as permanent

employees as they both work towards achievement of organizational goals. It is also

realizedthat today's work arrangements do not require employees to exhibit any element
I

of commitment to the organization while at the same time there are concerns that due to

less socialization outsourced employees exhibit low levels of commitment. In a number

of casesoutsourced employees are not regarded as members of the client organization. It

is not known whether lack of socialization contributes to low levels of commitment and

identificationexhibited by outsourced employees.

Traditionalemployment terms entailed long term engagements; however this has become

untenabledue to the emerging workforce demographics. Tschopp, et al (2013) observe

that in response to economic and social changes, new forms of careers have emerged that

aremore dynamic and self-determined than the traditional career built on long tenure and

advancementin one or few organizations.

Lievens and DeCorte (2008) believe that an inherent characteristic of any inter-

organizational relationship is its continuity. The relationship that develops in an

outsourcingarrangement might be related to social and affective ties that partners develop

overtime.It is, however, individuals who make decisions to quit or stay. Despite the fact

that partner firms may want to establish long term relationships, individuals within the

agent organization are bound to make decisions to quit or stay. On the other hand,

outsourcing contracts have specified time periods, in a number of cases. Where the
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contractperiod has expired the outsourced employee has no control over the next course

ofaction.

Fields,et al (2005) have considered a numbered of variables that may predict employee

turnover and observe that nature of employment may just be one of the numerous

variables. They categorized the predictors of employee turnover as employee

demographics,current job conditions, the organization and external environment. Of all

the categories above employee demographics have been regarded as higher predictors of

employeeturnover. Highly educated employees are likely to move, younger employees

are also likely to look for more satisfying jobs, while older people may be reluctant to

move; and further, those with families tend to stick to jobs as security considering their

familyobligations.

Internalstaffs have a history with the fIrm that provides them with a better understanding

of clients business, strategies, people, culture and politics. With the expectation of

continuity, people know they will be around to deal with the consequences of their

actions.All else being equal, this will result in improved partnerships, which payoff in

both greater client satisfaction and improved strategic alignment (Song, et aI, 2009). By

contrastoutsourcing vendors may rotate their staff to other firms' contracts more readily,

tyingindividual loyalties to outsourcing vendors rather than to the firm (client). Inasmuch

as it is complex organizational commitment has a stronger relationship with

organizationaloutcomes such as performance, absenteeism, and turnover.

Fields et al (2005) points out that there are a number of variables that determine

employee turnover whereas Tschopp et al (2013) states that new economic changes do

not require engagements that entail term arrangements. Song et al (2009) believes that

becauseoutsourced employees are rotated regularly by the agent organization the issue of

tenure does not arise. Lievens and DeCorte (2008) on the other hand are of the view that

continuity is important in any meaningful employment relationship.

From the foregoing it is clear that different scholars have varying views concerning

factors that determine employee turnover. It is also emerging that employee tenure in an

organization is undermined by a number of emerging factors including emerging skills
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requirements,perceived justice, job embeddedness and professional background. Most of

the existing research works have considered regular and permanent employees and there

isverylittle literature on effect of socialization on tenure of outsourced employees.

Studies have been conducted to establish whether identification and commitment are

distinct (Gautam et al, 2004; Mael and Tetrick, 1992; Van Knippenberg and Sleebos,

2006); however no study has been done on the relationship between commitment and

identificationin outsourcing contracts. In a number of research studies identification has

been treated as an element of commitment, an outcome. For example, Mowday, et al

(1982)has defined commitment as "a relative strength of individuals' identification with,

andinvolvement in, a particular organization". The same definition has also been used by

Meyer and Allen (1991) who have likened commitment to employees' emotional

attachment to, identification with, and involvement in the organization. While

performancehas been treated as an antecedent of commitment, a number of researchers

have also treated identification and commitment as one and the same or, in some cases,

identificationhas been treated as a component of commitment (Riketta and Van Dick,

2005; Herrbach, 2006; Meyer and Allen, 1991; O'Reilly and Chatman, 1986). Social

identitytheorists on the other hand view commitment as part of identification.

Cole and Bruch (2006) treat identification as a reflection of ways in which individuals

define themselves in terms of their membership in a particular organization, whereas

commitmentis used to refer to an individual's emotional attachment to, and involvement

in, an employing organization. Ashforth and Mael (1989); and Van Dick (2004) assert

that it is the implication of the self-concept and perception of oneness with the

organization that differentiates the concept of identification from the concept of

commitment.

Accordingto Pratt (1998) individual social identities are mean to satisfy important needs

of values, self-esteem, security and belongingness. Identifying with a collective can help

providea sense of belongingness Meyer, et al (2006). Meyer et al (ibid) further postulates

that the longer an individual remains a member of the collective, the more confident

he/shebecomes, thereby assuming higher status in the collective.
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Whereascommitment has been generally viewed in terms of individual relationship with

the organization (Herbach, 2006; Slattery, et al, 2006;Shore, et al, 2008) employees can

identifywith the organization, work teams, professions and even individuals (Ashforth

andMae!, 1989; Pratt, 1998; van Dick, 2004 and Riketta, 2005).

Researchershave defined commitment and identification, however in most cases there

have been overlaps. While some researchers view identification as an antecedent of

commitment,other researchers have looked at commitment as a greater whole of which

identificationis a part. Researches on the two constructs have also been carried out in the

context of regular and permanent employees and not outsourced employees. Further,

despite the fact that some researchers agreeing that the two constructs as empirically

differentno attempt has been made to find out whether one can exist independently of the

otheror whether the presence of one construct automatically leads to the presence of the

other, however no known study has been carried out to determine the relationship

betweencommitment and identification in an outsourcing relationship.

1.2 Statement of the Problem
While studies have been conducted. on socialization of employees in Kenya no known

study has been conducted to detennine the extent to which outsourced employees are

socialized.Research studies have also been conducted in other parts of the world and in

Kenya on employee commitment and identification; however no study has been

conductedto establish the influence of socialization on commitment and identification of

outsourcedemployees. Whereas continuity has been an issue in employment relationships

most studies have focused on permanent and regular employees and the influence of

socialization on tenure of outsourced employees has been lacking. Studies have been

carried out on commitment and identification, but in most cases they have been

consideredas similar constructs or presented as synonymous terms, but no attempt has

been made to establish the level of relationship between the two constructs. The study

thereforeset out to establish the effect of socialization on commitment, identification and

tenureof outsourced employees in companies listed at the Nairobi Securities Exchange.

MASENO UNIVERSITYI
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1.3 Objectives of the Study

The overall objective of this study was to establish the influence of socialization on

commitment, identification and the tenure of employees in an outsourcing contract for

companieslisted at the Nairobi Securities Exchange (NSE).

Thespecificobjectives were to:

1. determine the extent of outsourced employee socialization by the agent

organization and by the client organization

11. establish the influence of socialization on commitment and identification of

outsourced employees

111. determine the influence of socialization on tenure of outsourced employees

IV. determine the relationship between commitment and identification In an

outsourcing contract.

1.4 Research Question and Hypotheses

1. To what extent are the outsourced employees taken through the socialization

process by the agent and the client organizations?

11. Ho: Socialization does not influence commitment and identification of outsourced

employees

111. Ho: Socialization does not influence the tenure of outsourced employee with the

agent and the client organizations

IV. Ho: There is no significant statistical relationship between commitment and

identification in an outsourcing contract

1.5 Significance of the Study

Outsourced employees form a significant portion of today's work force in most

organizations and work alongside the regular employees towards the achievement of

generalorganizational goals and objectives. This study recognizes the fact that outsourced

employees, like regular and temporary employee, have emotional needs that may need to

be satisfied. While other studies have expressed fears that outsourced employees are not
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productivethis study would form a basis for understanding the outsourced employees'

behaviouralneeds that may impact on their performance.

Thisstudy will help employers in determining the nature of employment contract that is

suitable for their organizations and whether outsourcing of services has achieved its

intended objectives within the private sector. It will also enable human resource

practitionersappreciate the role of socialization and its benefits which may enable them

putin place requisite policies for improved relations in the organization.

1.6 Scope of the Study

Thestudy covered all public companies listed at the Nairobi Securities Exchange (NSE),

howeverduring the study period only 51 companies were active at the securities market.

Most or all of the organizations listed at the securities exchange are large in terms of

capitalbase and general operations and were considered ideal for the study as they engage

considerablyin varied human resource operations. The companies are however spread

across the country from Mumias in Western Kenya (Mumias Sugar Company) to

Mombasa (Bamburi Portland Cement Company). Most of the companies, however,

operateoffices in Nairobi, the capital city.

1.7 Conceptual Framework

The conceptual framework is guided by the theory of socialization, commitment and

identificationin the organization.

Theagency organization hires the worker with the ultimate aim of giving them out to the

clientorganization which has decided to seek services from outside instead of engaging

regular staff to offer such services. These workers are assigned duties within the client

organization alongside the regular staff. It is assumed that socialization or induction

process is embedded in every organization. An employee's attitude and behaviours shall

be influenced by the training, orientation exercises and social support accorded upon

engagement.According to Coyle-Shappiro (2006) employee attitudes towards multiple

organizationsare not well understood. Some evidence however, points to the existence of

a dual allegiance to both the client and the agency organization (Liden, et al. 2003).
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An employee is expected to stay in an organization long enough to acquaint himlherself

with the job requirements. An employee who is not satisfied may not stay long in an

organization and may not perform to the satisfaction of the client and hence the agency.

When the client organization is satisfied with the performance of such outsourced staff it

will ensure that such staffs are seconded to the organization on a regular basis. There will

also be feedback to the employer regarding the client satisfaction, and because the

employer would not want to lose the contract, it would try and retain such performing

employees, hence continuity. This is illustrated in the conceptual framework below:

Dependent variable

ndependent variable Employee Commitment:
• Extra roles

EmployeeSocialization: • Attachment
Employee Identification:• Task orientation ~ Shared values~ •• Task characteristics • Self esteem

• Social support • Membership

Employee Tenure:
• Job satisfaction
• Length of contract

Demographic factors
• Age
• Educational level
• Gender

I

Intervening variable

Figure 1: Effect of socialization on commitment, identification and Tenure

Source: Self Conceptualization (2013)
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CHAPTER TWO: LITERATURE REVIEW

2.1 Introduction

This chapter reviews the theoretical and thematic literature. The chapter also reviews and

compares empirical literature that helps determine the gaps that the study sought to

address.

2.2 Social Exchange Theory

Considerable research has been done about exchange relationships between employee and

hislher work organization. One of the ways has been the social exchange concept which is

based on relational trust, with the assumption that with continued contributions the

organization will reward the employee. Organizations offer rewards to their full time

employees in the form of benefits, training, and advancement opportunities from their

organizations than part-time workers (Hipple, 1998).

Part-time and Full-time employees often experience radically different benefit, promotion

and training opportunities (Hipple, 1998), with full time employees receiving the better

package. Similarly, the longer an employee works for a particular organization, the more

likely they are to become familiar with specific operating procedures and norms. Longer

tenured employees are more likely to have gained regular access to both important

information and people who are at the centre of things. Consequently, these employees

are more likely to have gained the knowledge and experience necessary to belong to the

"in-group" in the organization (Stamper and Masterson, 2002).

Accordingto Shore, et al (2008), the basic tenet of social exchange theory is that when an

individual provides another with a benefit, the recipient feels an obligation to reciprocate.

This theory is based on the relational trust, with the assumption that with continued

contributions the organization will reward the employee.

Coyle-Shapiro, et al (2004), Conway, 2004) and Cropanzano and Mitchel (2005) are in

agreement that social exchange involves a series of interdependent interactions that

generate an obligation to reciprocate. Social exchange involves the exchange of tangible

and intangible rewards governed by the norm of reciprocity. In the context of
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employment relationship, employers provide a range of material and non-material

rewardsin exchange for employee loyalty and effort.

Stamper and Masterson (2002) posit that regular employees engage in positive

discretionarywork behavior that goes beyond the requirements of their job duties, while

also refraining from any behaviors that may detract from organizational functioning

(Deviant Work Behavior -DWB). Conversely, the part-time workers may feel less

responsiblefor organizational outcomes, hence withhold any extra engagements. Based

on contributions and inducements theory (March and Simon, 1958) permanent workers

shouldthen feel obligated to contribute more work and effort to the organization than

wouldworkers not receiving such opportunities.

Whileprevious studies focused on employer-employee relationship a study conducted by

Coyle-Shapiro et al (2006) focused on a multiple foci i.e. employer-employee and

employee-contractor.The outcome was that there is a distinction between the foci. The

study did not, however, endevour to probe further whether the relationship is stronger

betweenthe client and the employee or the client and the contractor. This study looked at

the relationship between the employee and the client and employee and the agent to

determinewhether the employee feels an allegiance to the client or to the agent or to both

clientand agent. Contractor in the above study was also not well defined as the term can

be interpreted in many ways.

Interactionsbetween people for purposes of learning a new job can be conceptualized as a

formof social exchange, in which the new comers seek information on various aspects of

the workplace from more experienced members of the organization (Korte, 2009).

According to Slattery (2006) temporary agency provides support for temporary

employees, and they reciprocate for this support by being more committed and less

willingto quit the temporary agency. IMASENO UNIVERSITY II

S.G~S. LIBRARY----~---------------------,-
Temporary employees enter into a reciprocal relationship with both the client

organization and the employment agency. Both organizations give support to the

temporary employee so that he or she can adjust and perform at the client organization.

Outsourced employees do not expect any benefits in the form of promotion or training
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opportunitiesat the client organization, however where outsourced employees are not

fullyintegrated in the organization they may withhold extra engagements.

Researchershave also looked at socialization aspect of the outsourced workforce but they

havenot tried to fmd the link with either commitment or identification, and any relevance

to performance, thereto (Song, et al, 2009). The fact that these outsourced employees

work for the client organization requires that their level of commitment, in this case,

willingnessto offer much more than the ordinary assignment, and readiness to associate

with the client organization, identification, need not to be ignored. This therefore

enhancesthe need to research on the direction of commitment of such employees and the

party, client organization or agency employer, the employees are willing, ready and

happyto identify with.

While traditional interpretations of organization envisaged a simple distinction between
(

those inside the organization and those outside, a growing body of knowledge literature

has emphasized the increasingly complex and multi-faceted nature of organizational

membership. For instance, social identity theorists have emphasized how individuals'

identitiesas organizational members may be combined with other identities which reflect

"lower order" group memberships (Job, team, department), as well as "cross cutting"

identities (Informal cliques and Networks), and broader occupational and professional

identities.Rather than exhibiting a singular organizational identity, individuals are seen as

prioritizing different identities depending on the subjective importance of the identity to

the individuals' sense of self, and its situational relevance (Ashforth and Johnson, 2001).

While performance has been treated as an antecedent of commitment, a number of

researchers have also treated identity and commitment as one and the same or, in some

cases, identification has been treated as a component of commitment (Riketta and Van

Dick, 2005; Herrbach, 2006; Meyer and Allen, 1991; O'Reilly and Chatman, 1986).

Social identity theorists on the other hand view commitment as part of identification.

Ellemers, et.al, (1999) have identified three components that contribute to social identity

namely cognitive, which is about awareness of one's membership in an organization like

self-categorization; evaluative, which is about value connotations attached to a group
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membership such as group self-esteem; and the emotional component which is a sense of

emotional involvement with the group such as affective commitment.

Researchers, especially those examining the private sector, have begun to view employee

commitment as having multiple foci and bases (Meyer, et al 1993). According to

Reichers (1985) additional foci of commitment are the individuals and groups to whom

an employee is attached. Additionally an employee can be committed to such foci as

professions (Morrow, 1983) and unions (Angle and Perry, 1981; Gordon et al, 1980) as

well as commitment to the organization as a whole. Recent studies have shown that

workers can be committed to occupations, top management, supervisors, co-workers and

customers (Lee, 2000; Lee and Olshfski, 2001; Becker, 1992).

Scholars have related the outcomes of socialization process to employee satisfaction,

attitudes, stress and turn-over (Ashforth, et al, 2007). Other studies conducted by Bauer,

et al, (2007) and Saks, et al, (2007) analyzing the relationship among the variables of

socialization found that how newcomers learn during socialization process has significant

effects on their levels of job satisfaction, role clarity, commitment to the organization and

intention to quit (prediction of retention). Most research work on outsourcing have tended

to concentrate on various factors like the cost element and employee skimming (lean staff

through downsizing and rightsizing etc.) while ignoring the attitude, satisfaction or

performance aspect of such workers who are involved in this multi-faceted employment

relationship (Quinn and Hillmer, 1994; Kakabadse and Kakabadse, 2000).

Wandera (2011) observes that client firms invest little, if any, time or effort in the

integration of short term workers, precisely because the assignments are short term.

Failure to integrate the short term workers into the firm may act to intensify unscheduled

turnover. Millward and Hopkins (1998) found that the inexperience of temporary

employees added to the lack of induction and investment in their skills, might have a

negative influence over the attitudes. Such workers have issues concerning security and

the best way to perform their duties. According to Gomez-Mejia (2012) induction process

provides employees with an understanding of how their job performance contributes to

the success of the organization. Armstrong (2008) aver that resignations and turnover can

increase if people are not given opportunities for learning and development, or feel that
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demands are being made upon them that they cannot reasonably be expected to fulfill

withoutproper orientation.

2.3Employee Socialization

During initial employment entry process, workers are likely to form opinions about how

the organization treats employees. This is the time when psychological contracts, defined

as beliefs about the expectations in the employer-employee relationship (Rousseau,

1995), may be developed. Employees perceptions may, however, change overtime,

allowing new comers, who may initially perceive themselves as "outsiders" to develop

feelings of "insiders" (Thomas and Anderson, 1998). Social exchange theory is one ofthe

most influential conceptual frameworks for understanding attitudes and behaviours in

organizations (Cropanzano and Mitchell, 2005). Individuals tend to form relationships

with select individuals who provide valued resources such as information and emotional

support (Lidden, et aI2003). Individuals often express their gratitude for support received

from an organization by increasing their level of commitment to the organization

(Rhoades, et aI2001), a view shared by Lidden et aI2003).

According to Fisher, et al (2008), effective socialization processes help an employee

transition to a new workplace and learn how to function in that work environment.

Socialization is important to newcomers as it enables them to discover what the

organization is about and their place within it (Ashforth, et ai, 2007). Saks and Gruman

(2010) view socialization as the process by which an individual comes to appreciate the

values, abilities, expected behaviours, and social knowledge essential for assuming an

organizational role and for participating as an organizational member.

Gomez-Meija (2012) observes that induction process provides employees with an

understanding of how the organization works. Armstrong (2008), Baeur, et al (2007) and

Saks, et al (2007) are of the view that resignations and turnover increase if employees are

not given an opportunity to learn the new organization. Milward and Hopkins (1998) and

Wandera (2011) found that temporary staffs are not given adequate socialization.

Permanent and regular employees are bound to be in an organization over a considerable

period of time and will have an opportunity to learn. Outsourced employees work in the
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clientorganization and are employees of the agent organization; and it is important that

they are exposed to the organizations goals and objectives. They also need to interact

closely with other employees of the client organization to foster smooth flow of

operations.It is in this context that outsourced employees also need to be integrated into

the organizational set up. Studies conducted so far have not distinguished between

temporaryand outsourced employees, and it is not known to what extent outsourced

employeesare socialized by the client and agent organizations.

2.3.1 Employee Socialization and Commitment

Researchersin organizational behavior have defined organizational commitment in terms

of nature of relationship (Grunsky, 1996), loyalty to employer (Kanter, 1968; Kim, et al,

1996),integration of individual and organizational goals (Hall, et ai, 1970) identification

or attachment to the organization (Rornzek, 1989), readiness to exert considerable effort

onbehalf of the organization, and a strong desire to remain a member of the organization

(Balaji, 1992). There exists' considerable literature on organizational commitment

concerning its definition, antecedents and its consequences, although findings have

producedinconsistent results and conceptual underpinnings remain unclear.

Generallycommitment tends to refer to the bond or affective attachment employees may

feel towards their employers perceived goals over and above a purely instrumental

relationship.Commitment is a force that binds an individual to a target (social and non-

social)and to a course of action of relevance to that target. This definition reveals that

individualsmay become psychologically connected to social foci such as organization,

work groups and supervisors, as well as to other foci such as jobs, goals, and

organizationalprograms.

Commitmenthas generally been thought to encompass three components: Identification,

Involvement (absorption in activities and willingness to exert considerable effort), and

Loyalty(attachment to the organization and desire to continue in membership) (Mowday

et al, 1982). Some studies have distinguished between attitudinal and behavioral

commitment, with the former focusing on identification by the employee with

organizational goals and values and the latter focusing on retention of organizational

membership (Oliver, 1990; De Cottis and Summers, 1987). Meyer, et ai, (2004) classified
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organizational behavior into three categories as affective commitment, normative

commitmentand continuance commitment.

Employeeswith strong affective commitment remain with the organization because they

wantto, those with strong continuance remain because they need to, and those with strong

normativecommitment remain because they feel they ought to (Paul and Anantharaman,

2004).Affective commitment can be understood as a strong belief in and acceptance of

the goals and values of the organization and readiness to exert considerable effort on

behalf of the organization, as well as a strong desire to remain a member of the

organization(Mowday et ai, 1979; Porter et ai, 1974).

Pare, et ai, (2000) found that human resource practices such as recognition,

empowerment,and competence development had a significant positive influence on the

organizational commitment of professionals. Core employees play a critical role in
I

developingoutput based capabilities. Very valuable and unique employees express an

"affective commitment" to the firm (Allen and Meyer, 1990), so they are expected to

show attention to customer needs and quality orientation (Allen and Grisaffe, 2001).

Moreover, even very valuable but less unique core employees possess more general

knowledge and can make major adjustments in product or service offerings (Dyer and

Shafer,1999).

The "cultural fit" or "chemistry" research evidence posits that people are more likely to

stay in organizations that are perceived to be similar to their own values and personality.

People from an external partner organization may decide to stay because they have

developeda sense of unity based on perceived shared values (Lievens and DeCorte, 2008)

The experience of commitment to an organization can influence a wide range of work

behaviors including effort and absenteeism (Mathieu and Zajac, 1990). Firms must use

retention and commitment strategies to avoid turnover among these unique employees.

Boxal, (1996), has pointed out that a necessary condition for competitiveness is the stock

of talented human capital, but he claims that incorporating employees' interests is also a

strategic issue. Similarly, Chatman (1991) and Kristoff (1996) found a positive

association among employee commitment, employee satisfaction and performance.

Arthur (1994), showed how a committed workforce diminishes absenteeism and
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voluntaryturnover. In a similar way, Tsui, et al (1997) in their study observed that an

employmentmodel of mutual investment by employees and organization creates better

individualperformance.

While a number of definitions of commitment (McLean Parks, 1998; Meyer and

Herscovitch,2001) have pointed to a number of foci it is evident that most research has

concentrated on a single target, the organization. While Becker, (2009) and

Vandenberghe(2009) have looked at different foci of commitment their target has also

beenthe organization thereby leaving out the foci that are external to the organization. In

an attempt to venture outside the organization Kinnie and Swart (2012) have added

anothertarget that is the profession. The assumption here is that all eligible employees

belongto some profession. This is one of the few cases where triangular employment

relationshiphas been the centre of focus.

In their research work, Rhoades, et al (2001) demonstrated that a relationship exists

betweenorganizational support and commitment for permanent and regular employees,

however employee attitudes towards multiple organizational targets are not well

understood (Coyle-Shapiro and Conway, 2005). Some evidence, according to Coyle-

Shapiro,et al (2006) and Liden, et al (2003) point to existence of a dual allegiance to the

agencyand to the client organization.

Most researchers have considered the effect of socialization on commitment of regular

employeesand there is evidence that with socialization employees develop a sense of

commitment.Temporary employees who are taken through socialization processes also

developa strong sense of commitment. Pare, et al (2000) found that practices such as

recognition and empowerment of employees enhanced commitment of professionals in

theirorganizations while Liden et al (2003) alludes to the existence of dual allegiance.

2.3.2 Employee Socialization and Identification

Interest in employee attachment has ebbed and flowed over the decades, due in part to

shiftingviews of the workforce as a fixed cost that can be expanded and contracted to

meet bottom line objectives, or as a valued resource that can provide competitive

advantage(Meyer, 2006).
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While there have been varied definitions of identification, the common element in the

definitions is the "inclusion of group membership as part of one's self concept" (Riketta,

2005). It involves seeing oneself as part of a larger whole because one can belong to

multiple groups or collectives, including an organization, division, and work team.

Specifically the mindset associated with a social identity can include a cognitive

awareness of membership of a collective, an evaluation of the collective and self as a

member, and an emotional reaction to that evaluation (Cameron, 2004; Harris and

Cameron, 2005). Identification also has behavioral implications such as "in-group"

favoritism, stereotyping, and openness to social influence which have impact in both

inter-group and intra-group dynamics. According to Meyer, et al (2006), for a social

identity the mindset reflects a sense of self and ones similarity to a collective or its

members. The sense of self includes an awareness of shared characteristics (such as

values), an evaluation of these characteristics, and a positive or a negative effect (such as

pride or shame) associated with this evaluation ..

There are certain points of focus that have been identified to engender important and

stable identities. These include organizations, function divisions, work teams, professions

and unions. Ellemers and Rink (2005) described two basic configurations of multiple

identities. These are nested collectives where membership in one e.g. work team requires

membership in the other e.g. organization. Although the same forces operate to strengthen

identities at all levels they are stronger and more salient at the lower levels, and therefore

identities tend to be stronger at these levels (Riketta and Van Dick, 2005). They (ibid) go

further to say that employees come into more regular contact with members of their work

group than they do with "representatives" of the organization and therefore the

distinctiveness and meaningfulness of their association with the work group is likely to be

stronger than that with the organization.

There can also be cross cutting identity where employees have to make a choice of having

to identify with their profession, organization in which they work, or both. These

identities may, however, have re-enforcing or diluting effects. When identities are re-

enforcing employees experience value based commitment to both collectives, however,

where identities are diluting, employees develop a stronger value based commitment to
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that collective with which they come to identify most strongly (Riketta and Van Dick,

2005). In nested collectives, membership at a lower level (e.g. work team) requires

membership in the higher level collective, whereas an individual who identifies with and

values membership in a prestigious organization might be willing to take an assignment

in a division or a work group merely to remain an employee of the organization.

While dependencies are less salient in cross cutting identities they can exist at times. For

example an employee whose involvement in a profession requires that he/she works

particular organization e.g. a nurse working in the only hospital in town. If conditions in

the organization are not sufficient to engender a deep structure identity and affective

commitment then identification and commitment to the organization can develop to

continuance commitment. Employees whose association with some group affords

opportunities they would not otherwise have to become members of another highly

valued group might develop strong normative commitment to the first group. Such would

be the case for an individual who landed a job in a prestigious organization. He/she might

remain a member of the group partially out of obligation stemming from opportunity it

provided (e.g. I owe them too much to leave) (Meyer, et aI, 2006).

Socialization is the process of initiating new employees into an organization and

acquainting him/her with the details and requirements of the job. It is the process of

informing new employees about what is expected of them and to help them cope with

transition stresses (Gomez-Mejia, et aI, 2012). According to Buckley and Caple (2008) a

well-executed socialization process can improve new employee confidence, build loyalty

and provide a competitive advantage in attracting and keeping good staff. The objective is

to enable employees perform adequately a given task.

Although job satisfaction has received the most attention of all work related attitudes,

organizational commitment has become increasingly recognized in the organizational

behavior literature. Whereas satisfaction is concerned with employee's attitude towards

the job and commitment is at the level of the organization, a strong relationship exists

between the two (Luthans, 2005). A number of employees may like their jobs but dislike

the highly bureaucratic organization they work for. Some expert observers also feel that

organizational commitment is a dead issue because of the new work environment and

should be replaced by career commitment (Carson et.aI, 1998). Luthans (1998) looks at it
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differentlyand observes that "today's work place is enveloped by fear of downsizing, loss

ofjob security, overwhelming change in technology and the stress of having to do more

with less managers (need to) establish the type of caring spirited workplace that will

igniteemployee commitment".

Wandera (2011) observes that a number of organizations are turning to temporary

engagements to enhance their competitiveness, but notes further that the organizations

differ in their approach to human resource practices. He (ibid) points out some issues

associated with temporary worker engagements as including inadequate socialization,

exclusion from decision making, short term engagements and low levels of commitment

andmotivation.

Pare et al (2000) found that human resource practices such as competence development

had significant positive influence on employee commitment and that employees who go

through socialization develop a strong sense of commitment. Allan and Grisaffe (2001)

are of the view that for affective commitment new employees require quality orientation

and Rhoades, et al (2001) demonstrated that a relationship exists between organizational

support and commitment. According to Meyer, et al (2006) identification develops based

on group support. Buckley and Caple (2008) opine that a well-executed socialization

process can improve employee confidence and attract good staff. Other authors feel that

commitment is a dead issue considering the work arrangements in organizations (Luthans,

2005).

From the foregoing outsourced employees, like other employees can be influenced to

identify with either group out of inter and intra group dynamics. Just as in nested

collectives, outsourced employees would want to identify with the employees of the client

organization because of the assumed high order. In other instances, they would want to

associate with the client organization as the outsourcing arrangement accords them an

opportunity to work in an assumed prestigious organization. Whereas it is known that

temporary workers do not receive adequate socialization, not much is not known about

socialization of outsourced employees to enable them transition to the new organization.

24



2.4Employee Tenure

In the past employees remained in the firm for long with the offer of promotion as a

reward. This enhanced employee commitment to the firm (Gaertner and Nollen, 1989).

Today these bases of employee commitment have been undermined by the wide-spread

perception that skilled employees are likely to work for many different organizations over

theircareers. The earlier situation cannot hold as regular lay-offs prevent companies from

any credible promise of long term job security. Organizations have instead opted for

"employability", as an alternative to security, which offers a lifeline or hope to the

employees that in the event of job loss they will readily get employment elsewhere, hence

employee commitment (Luthans, 1998; Pare, et al, 2000). Tschopp, et al (2013) observe

that in response to economic and social changes, new forms of careers have emerged that

aremore dynamic and self-determined than the traditional career built on long tenure and

advancement in one or few organizations.

Internal staffs have a history with the fIrm that provides them with a better understanding

of clients business, strategies, people, culture and politics. With the expectation of

continuity, people know they will be around to deal with the consequences of their

actions. All else being equal, this will result in improved partnerships, which payoff in

both greater client satisfaction and improved strategic alignment (Song, et al, 2009). By

contrast outsourcing vendors may rotate their staff to other firms' contracts more readily,

tying individual loyalties to outsourcing vendors rather than to the firm (client). Inasmuch

as it is complex organizational commitment has a stronger relationship with

organizational outcomes such as performance, absenteeism, and turnover.

Lievens (2008) asserts that any inherent characteristic of organizational relationship is its

continuity. The relationship that develops in an outsourcing arrangement might be related

to social and affective ties that partners develop overtime. It is, however individuals who

make decisions to stay or quit working with a partner organization. Despite the fact that

partner firms may want to establish long term relationships, individuals within the agent

organization are bound to make decisions to quit or stay. On the other hand outsourcing

contracts have time periods. Where the contract period has come to an end the outsourced

employee has no control over the next move.
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Affectivecommitment involves the experience of positive affective states that are likely

to encourage engagement in proactive behavior (Parker, 2007). Positive affect can

promotemore spontaneous and innovative behaviors (George, 1990), promote a more

responsiblelong term focus (Isen and Reeve, 2005) and motivate individuals to set more

difficult and challenging goals (Ilies and Judge, 2005). Affective commitment also

involvespsychological attachment to a social entity beyond the individual. Employee'

attachmentto their organization is an important motive for engagement in behavior that

willbenefit the organization (Straus, et al, 2009).

Mumfordand Smith (2004) observed that regular employees who are members of a

union,besides other demographic factors, enjoyed longer tenure than those who had not

joined unions. The study further observed that part-time workers never stayed longer in

theirjobs. Highly skilled employees however tended to change jobs so often irrespective

ofexistenceof better terms of engagement.

Accordingto Brimeyer, et al (2010) the cherished ideal of lifetime employment has given

way to the idea of lifetime employability, requiring employees to update their skills

continually. Some expert observers also feel that organizational commitment is a dead

issue because of the new work environment and should be replaced by career

commitment(Carson et.al, 1998).

In the view if Karatepe and Shahriari (2012) if employees define their relationship with

the organization in terms of economic exchanges, they are likely to have low levels of

intentionsto leave the organization when they observe that there is fairness in outcomes

such as pay and rewards. Economic exchanges, unlike social exchanges appear to be

more short term (Cropanzano, et al, 2003). Employees who have elevated perceptions of

justice in the workplace are more likely to feel obliged to respond with low levels of

intentionsto leave.

Barrack and Zimmerman (2009) postulate that past behavior is a predictor of future

behavior. Individuals who have a habit of seeking new jobs, as represented by how long

they stayed in the previous job and number of jobs held over the previous years could be

expected to leave again. On the other hand they (ibid) feel that socialization promotes
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sense-making,situational identification, acculturation and creation of relationships and

socialintegration. Boros and Curseu (2013) have considered another approach, that is the

organizationsstatus and observe that the more prestigious a social group (organization)

thegreaterthe potential to boost members' self-esteem through identification. According

to Soltis et al (2013) employees who receive social support from fellow employees

developcommitment and as they are able to access resources in the organization there is

anattachment,hence lower intentions to leave.

Luthans(1998) and Pare, et al (2000) observe that new forms of careers that are dynamic

andself-determined have emerged such that traditional careers built on long tenures are

no longer feasible. Brimeyer, et al (2010) postulates that the cherished ideal of lifetime

engagementhas given way to the idea of lifetime employability. Lievens (2008) on the

other hand assert that any inherent characteristic of organizational relationship is its

continuity. Straus, et al (2009), Isen and Reeve (2005) and Hies and Judge (2005) are
!

convincedthat long term engagements may lead to individuals setting long term goals

andobjectives for themselves and the organization. Barrack and Zimmerman (2009) on

the other hand, avert that an employee's past behaviour is a good prediction of future

behaviour.

Researchstudies cited above have either considered full-time employees or both full-time

and part-time employees. Further the studies have not explicitly stated the role of

socializationin employee turnover intentions when it is generally known that how new

employees are treated have a lasting impact on their view about the organization.

Whereaspast behavior has been presented as a prediction of future behavior the study has

not included the influence of socialization, and where employee socialization has been

citedas a predictor of relationships its role in cases of employees who move from job to

job has not been explored. It is also an accepted view that employees would want to

identifywith prestigious organizations; however the influence of socialization on tenure

hasnot been determined.
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2.5Employee Commitment and Identification

A lot of research has been done but there has been little agreement with regard to

distinction between identification and commitment and the extent of relationship among

them. Ellemers and Rink (2005) argue that identification is synonymous with

commitment, whereas in another research work, Ellemers, et al (2004) view identification

as a greater whole of which commitment is a part. Further, Meyer, et al (2004) assumes

that identification is an antecedent of commitment.

There have been studies conducted to establish whether identification and commitment

are distinct (Gautam et ai, 2004; Mael and Tetrick, 1992; Van Knippenberg and Sleebos,

2006); however no study has been done on the relationship between commitment and

identification in outsourcing contracts. In a number of research studies identification has

been treated as an element of commitment, an outcome. For example, Mowday, et al

(1982) has defined commitment as "a relative strength of individuals' identification with,

and involvement in, a particular organization". The same definition has also been used by

Meyer and Allen (1991) who have likened commitment to employees' emotional

attachment to, identification with, and involvement in the organization.

Cole and Bruch (2006) treat identification as a reflection of ways in which individuals

define themselves in terms of their membership in a particular organization, whereas

commitment is used to refer to an individual's emotional attachment to, and involvement

in, an employing organization. Ashforth and Mael (1989); and Van Dick (2004) assert

that it is the implication of the self-concept and perception of oneness with the

organization that differentiates it from the concept of commitment.

Mael and Ashforth (1992) have gone further to suggest that to identify, an individual

needs to see himlherself as psychologically intertwined with the organization. Dutton et

al (1994) characterize identification as a cognitive linking between the definition of the

organization and the definition of self. It contributes to members' definition of "who am

I" in terms of the organization in which he or she belongs, and, subsequently, this is

incorporated into the self- concept. Commitment, on the other hand, is believed to be a

more general attitude toward the organization. Mael and Ashforth (1992) and Pratt (1998)

have suggested that the two develop from different sources. Whereas identification arise
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fromshared fate, commitment is believed to develop on the basis of an exchange based

relationshipand the organization (Affective commitment).

Many researchers agree that identification and commitment are distinguishable but

related. In the context of this, cogent arguments have been made that possessing an

identity is a precursor to developing commitment to the corresponding collective

(O'Reillyand Chatman, 1986; Becker, 1992; Herrbach, 2006). Ashforth and Mael (1989)

furtherargue that identifying with an organization enhances commitment to it because

feelings of belongingness and vicarious experiences with respect to the organization

createan emotional bond. They (ibid) point out that commitment is multi-dimensional in

that the mind-set can take different forms and that to-date most of the discussions

between the link of social identities and commitment have focused on one of its

dimensions,affective commitment and this position is supported by Gautam, et.al (2004).

Ata fundamental level, individuals' social identities are meant to satisfy important needs

andvalues, including self-esteem, security, and belongingness (Pratt, 1998). It is assumed

thatindividuals want to feel good about themselves and one way many people attempt to

do this is to associate with collectives that are held in high regard by themselves and or

others.Human beings also value a sense of security against threats to their interests and

well-being. This security can often be provided by often associating with others who

sharetheir interests and care about their well-being. It is also a well-known human trait

that human beings attempt to relate to, and be accepted by, others. In which case,

identifyingwith a collective can help to provide a sense of belongingness (Meyer, et al,

2006).

Meyer et al (2006) has gone further to assert that because these needs are persistent,

peoplewill prefer stable deep structure identities over situated transitory identities. The

factorsthat lead to deep structures should include stability in relationship (tenure), status,

common fate, and impermeability. The longer an individual remains a member of the

collective,the more confident he/she becomes, the higher the status of the collective, the

more positive the individual can feel about himlher-self through association. Sharing a

common fate (e.g. mutual rewards or threats) with other members should increase
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confidence that others will provide support to the individual when needed. Equally, the

morepermeable the group, the more stable the membership is likely to be.

Rousseau (1998) gives identity two approaches where situated identities are seen as

interest based and cue dependent whereas deep structure identities involve the

internalization of characteristics of the collective into ones self-concept. Although

situated identities can be fleeting, they can have longer term implications under

conditions where the relevant situational cues are more lasting. Such is the case with

employees whose relationship with an organization has a limited or uncertain time frame.

In this case the cue that maintains the identity could be a "transactional contract" that

links the interest of the employee with the interests of the organization, thereby creating a

mutual, albeit time bound, dependence. Under these conditions situated commitment

might contribute to the development of continuance commitment (Meyer, et al, 2006).

The employee identifies himlherself as a member of the organization and recognizes that

fulfillment of his/her self-interest is dependent upon continued membership and

compliance with any other stipulations built into the terms of the contract (Meyer, et al,

2006). Identification with a target can, but need not, lead to the development of

commitment to the target. Commitments are, however, likely to be largely volitional and

can be made in the absence of a social identity. For instance, a casual employee can make

a commitment to stay with an organization for a period of time, and perform a set of

prescribed duties, without including membership in that organization as part of his/her

self- concept.

Overtime, situated identities can develop into deep structure identities through

internalization or emulation of characteristics of the collective into one's self concept

(Pratt, 1998). Internalization and shared values have been shown to be a basis of

employee commitment (Becker and Billings, 1993; Becker, et al, 1995) and recent

research findings have reported a fairly strong and consistent relations between value

congruence and employee affective commitment to organization and therefore, one would

expect deep structure identities based on the sharing of values to promote affective

commitment (Kristoff-Brown, et al, 2005; Verquer, et al, 2003).
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Somestudies have distinguished between attitudinal and behavioral commitment, with

the former focusing on identification by the employee with organizational goals and

values,and the latter focusing on retention of organizational membership (Oliver, 1990;

Salancik,1977; DeCottis and Summers, 1987).

Ellemers and Rink (2005) argue that identification is synonymous with commitment

whileMeyer, et al (2004) assumes that identification is an antecedent of commitment.

Meyerand Allen (1991) have likened commitment to employees' emotional attachment

to, identification with and involvement in an organization. Mael and Ashforth (1992) and

Pratt (1998) believe that commitment and identification arise from different sources.

Meyer, et al (2006) asserts that identification arises from pride and self-esteem while

commitmentis based on attachment to the organization.

A number of researchers are of the view that identification is a precursor to commitment,

implying that an employee can identify with an organization, but not necessarily feel

committedto such organization. Other researcher are also of the view that commitment is

a greater whole of which identification is a part, implying that there cannot be

commitment without identification. On the other hand identification has different foci

whereas commitment is generally said to be to the organization or a goal. Outsourced

employees may be committed to the goal of the client organization, but may want to

retain their identity as employees of the agent organization. On account of the high

esteem of the client organization outsourced employees may want to identify with the

client organization out of pride so as to achieve self-esteem. Most studies in this area

have, however targeted regular and permanent employees, but have not clearly

determinedthe relationship between the two constructs.

2.6 Employee Outsourcing

Oneof the fastest growing forms of engagement involves the use of external or contracted

employees (George, 2003). Contingent arrangements may entail, for example, self-

employed individuals who sell their services to organizations for a specified time or

project, seasonal employment arrangements, or temporary employment through in-house

or intermediate agencies (George, 2003)
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Lesscontingent, more permanent contract arrangements are rapidly evolving, where a

thirdparty body (contractor or professional employer organization) agrees to handle a set

ofwork responsibilities for a client organization at their work location(s) or as assigned

(Connellyand Callagher, 2004; Kalleberg, 2000). The contractor supplies the employees

andis the legal employer of record (Coylle-Shappiro, et al 2004). The client organization

has,in effect, outsourced some operations to the contractor.

Fisher,et al (2008) defines an outsourced worker as an individual who is employed by an

organization for the purpose of providing a direct service to another organization or

organizations.Put differently, the contractor and the client organization have negotiated a

sharedemployer relationship Vis a Vis the contracted employee, thus creating a triangular

systemof employment relations. What differentiates this form of work arrangement from

the others is the multiple agency aspect of the work where-in a worker simultaneously

fulfills obligations to more than one employer through the same act or behavior

(Gallagherand Parks, 2001).

Duffy(2001) observes that outsourcing is a practice that has been in existence from time

immemorial; however it gained greater impetus in the 1970s when large and diverse

corporationswere considered to be underperforming. The 1980s witnessed a change of

direction in business strategy thinking by focusing on fewer activities (Peters and

Waterman, 1982). As a result corporate managers reevaluated the concept that the

organization needed to be vertically integrated and self-sufficient (Mullins, 1996).

Organizationshave resorted to shedding off peripheral or supplementary business so as to

focus on core business, thus seeking outsider support for the performance of these

peripheraland supplementary activities.

During the 1990s, organizations embarked on internal re-assessment and evaluation. It

was at this time that a number of terminologies such as "Downsizing", "Rightsizing",

"Core competencies", "Restructuring", "Re-engineering" and other related terms

emerged. All these terms were either directly or indirectly used to refer to process

adjustments for improved efficiency, cost reduction, quality improvement and optimum

utilization of resources available and internal smooth operations. With the emergence of
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searchfor "Core Competencies" it became apparent that there were other services which

wereperipheral but necessary and less demanding in terms of skill.

Globalcompetition has not only compelled companies to exercise greater discipline over

costs but also over product-to-market time cycles, resulting in smaller products and

servicesportfolios and a loosening of vertical links in the production process (Quinn and

Hillmer,1994). Consequently, corporations have divested activities that they regard as

peripheral to their business and focused upon their "Core" specialization while still

pursuing other value adding objectives. While some consider core activities to be

synonymouswith core competencies, other writers consider what is core and non-core as

a non-issue (Kakabadse and Kakabadse, 2000). The contrasting view put forward is that

outsourcing decisions should be driven by the purpose of the sourcing contracts, the

relationship between purchaser and supplier, the leverage gained from outsourcing to

determine greater competitive advantage and the effective management of contracts,

which, in turn, lead to the development of a new cluster of competencies(Alexander and

Young,1996).

2.6.1 Private and Public Sectors

The undisputed truism is that outsourcing has become big business, and its effective

management is critical to the future success of an organization (Kakabadse and

Kakabadse, 2002). Private and Public enterprises are increasingly adopting part-time,

temporary, casual, and fixed time contractual arrangements as a means for securing both

cost advantage and labor flexibility. Such arrangements reflect a change of understanding

in relationships between employer and employee namely from job security in exchange

for loyalty to one of performance for reward. With this changed mode employees no

longer desire or even respect the supportive social contract with the employer, in effect,

no need for commitment, (Kakabadse and Kakabadse, 2000).

At infancy outsourcing was considered as a practice in the large business organizations,

however, over time the small and micro enterprises (SMEs) have also embraced the

practice. According to Costa (2001) outsourcing has not only penetrated the SME and

small business market but Public service as well. The effect of deregulation and the

vigorous application of "best value" have been profound influences on the previously
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integrated public service organizations (Halachmi and Montgomery, 2000). In some

European countries, notably the U.K., the department of defense has engaged the private

sector in their entire training, logistics, and supply chain operations, a far reaching

encroachment into what was traditionally considered the states preserve (Private

companiesprovided communication services to the UK. field troops during the Kosovo

war in the year 2003). Locally the government has resorted to the Private sector,

Professional consultancy firms, and the Universities to offer training that only the

government owned Kenya Institute of Administration (KIA, Now renamed Kenya School

of Government or KSG), based at Lower Kabete, was offering. Equally, the government

has engaged professional firms in the recruitment of senior staff in state corporations

fromthe private sector to join its ranks as opposed to the old system whereby government

employees would rise through the ranks to the highest level possible in the public service.

The heads of state corporations are now subjected to competitive selection interviews and

they are hired on fixed terms, complete with a performance appraisal system in place. The

private sector has been in the forefront in this practice and activities have been designated

as core and non-core.

In designating activities as core and non-core, some private sector organizations have

gone so far as to do away with the Human Resource Department which, in ordinary cases,

is considered as a very crucial department in any organization. Other organizations have

also outsourced the front office services completely when this is the first for any visitor in

any organization and the reception at this point reflects a lot about the organization. In

majority of cases the activities which have been surrendered are the menial ones which do

not demand any technical or professional expertise; otherwise they may be those technical

areas where supply is not an issue.

While initially outsourcing meant reducing the number of product lines or "sticking to the

knitting", Quinn and Hilmer (1994) put forward a case for outsourcing those services in

which the organization is comparatively weak, or can develop no strategic advantage,

even if they have been traditionally considered integral to the business.

Certainly the relentless search for strategic advantage and efficiency has put increasing

pressure on private sector organizations to focus on costs, productive lean business

34



structures,and contribution to the bottom line. Benton (1992) observes that outsourcing is

notthe preserve of the private sector. The practice is apparent in the public sector as well.

It has, however, been observed that the government goes for outsourcing to test the

marketthan for considerations of sound financial and business management.

Ina study conducted by Sang (2010) in local public universities, the researcher observes

that there are issues associated with outsourcing that cut across organizations. Some of

these issues include the feelings of regular employee that the outsourced staffs pose a

threatto their jobs, and further that there are certain issues that are too sensitive to be

handledby external staff. He (ibid) expresses fear that the service provider may be using

contractedstaff that may have less loyalty, thereby resulting in inadequate services. He

furtherstates that some regular employees view outsourcing as a threat to their jobs while

othersfeel that certain jobs are too sensitive to be carried out by outsourced staff. This

position contrasts with that of Golooba-Mutebi (2003) who asserts that Kampala City

council resorted to outsourcing as a cost cutting measure and to benefit from quality

servicedelivery.

2.6.2 Rationale for Outsourcing

Whilestaffing increases require investments in the hiring and training of new employees,

staffingdecreases involve forfeiting these human capital investments as well as incurring

costs associated with terminating permanent employees. Given that contractors can

reallocate work across their client base when there is a shift in demand from any

particular client (Abraham and Taylor, 1996), relying on outside vendors allows staffing

levels to be adjusted without significant costs. As such where the organization is seen as

facingdemand uncertainty, increased reliance on Human resource outsourcing is likely to

be observed. Klaas et al (2001) hypothesize that sustained contributions to the

organization will be rewarded over time. Much of the literature on outsourcing has

examined the rationale behind such decisions. Given the earlier context of continuous

search for competitive advantage and efficiency, it is. not surprising to find key

considerations being the need for increased focus on core business, cost reduction, greater

flexibility and responsiveness, and improved quality (Benton, 1992; Quinn and Hilmer,

1994).In a study conducted in 266 U.K. manufacturing firms in 1996, it emerged that the
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mostextensively outsourced functions are Catering, Cleaning and Security services

(Shawand Fairhurst, 1997).

An issue arises when activities or functions are designated as non-core as the functions

canbe isolated. The concentration on core business ultimately limits the organizations

abilityto have a broader awareness and understanding of the bigger picture. The major

issueis the designation of the term core and periphery and the implicit message contained

withinthe terms (Kakabadse and Kakabadse, 2002). In simple terms it can be assumed

that those members of the organization performing functions designated non-core or

peripheralare outsiders i.e. not part of the organization. That the functions or activities

canbe stopped at any time and that they do not add value to the organization.

Oneway to differentiate between core and non-core employees is by determining which

are critical to organizational functioning and which are less critical to obtaining

organizationalgoals and objectives. Pfeffer and Baron (1988) suggested that another way

of creating employment relationship differences is through variations in temporal

exposureto the organization. Therefore, employees who have temporal exposure, such as

that which stems from part-time employment, are more likely to be externalized

employeesor outsiders.

Approximately between 16 - 19 % of United States of Americas (U.S.) workforce is

employed on part-time (Bureau of Labor Statistics, 1998). The use of these non-

traditional employees is normal in the U.S. Stamper and Van Dayne, (2001), aver that

thereis enough evidence suggesting that part-time employees do not perform citizenship

behaviors as frequently as full time workers and there may be other negative effects

associated with part-time employees. For a considerable time Japanese automotive and

high technology enterprises have engaged in successful sub-contracting based on a

culture of inter-company co-operation - Keiretsu. The keiretsu relationship has

accounted for approximately half of the configurational structures of all Japanese

enterprises (Cusumo and Takeishi, 1991). The alliance is built on the principle of long

term partnerships and trust between organizations vertically linked. Klein, et al (2000) is

of the view that it is important not to attribute individual motivations to organizations. In
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the end it is individuals, and not organizations, that are committed to staying or quit

workingwith a partner firm and its people.

2.7Empirical Studies

According to Beardwell and Holden (1997) organizations often perceive that there are

significant costs attached to the use of non-standard labour. Temporary workers are seen

to be less committed and reliable than permanent staff. Part-time workers employed on a

permanent basis are seen as reliable but more difficult to manage than full-time workers

sincethey spend less time at work. In a study conducted in Ireland in 1992, it was found

that managers were keen to minimize the use of temporary workers despite certain

advantages that they provided in terms of managerial control (Geary, 1992). Geary (ibid)

cites areas of concern as providing necessary training for temporary workers during their

period of employment, conflicts between permanent and temporary staff, fear of being

seen to operate different standards of treatment for temporary and permanent staff like in

benefits e.g. medical cover.

A study conducted in the United States amongst 200 newly hired Engineers in a large

manufacturing firm in the year 2007 concluded that relationship building was the primary

driver of the socialization process and that the work-group was the primary context for

socialization and not the organization (Korte, 2009). The study conducted to establish

how new Engineers learned the social norms of the organization as they began their

employment realized that newcomers reported the necessity of building relationships with

their co-workers and their managers as a pre-requisite for learning what to do and how to

do it well. This research did not consider the role of informal groups and the professional

associations as likely groups to influence socialization outcomes. Ashforth and Johnson

(2001) state in their research that individuals are seen as providing different identities

depending on the subjective importance of the identity to the individuals sense of self

rather than exhibiting a singular organizational identity.

While most researches, as seen above, have been carried out in the context of employer-

employee relationships within the organization, Donnelly (2011) challenges this emphasis

because employees now work across as well as within organizational boundaries, in

which case, the consultant ( the employee) has to be committed to both the employer and
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the employee (Kinnie and Stewart, 2011). In a study conducted in the United Kingdom

(U.K.) between 2004 and 2009 in 12 professional service firms (PSFs) Kinnie and

Stewart(2012) explore three Human resource approaches used to manage the synergies

andconflicts in such relationships. In their discussion Kinnie and Stewart (ibid) identify

three specific types of interactions between the various foci of commitment. These foci

are the organization-client, organization-profession, and the profession-client. The study

foundout that strategies and practices are developed so that commitment of employees is

to all parties, including their profession. It emerged from the study that employees feel

allegianceto the employer recognizing that it was their employer who provided them with

the opportunity to work for the client. This finding confirms Meyer, et at (2006) theory

that employees develop commitment to an organization because of the opportunity

provided. Out of prestige, however employees would want to identify with their

professions.

In another study conducted in the Netherlands between 2005 and 2007 amongst voluntary

workers, Boezeman and Ellemers (2007) found that pride and respect are directly and

positively associated with organizational commitment among volunteer workers.

According to Williams, et at (2013) in a study at Lafarge, Inc. South Africa, they

observed that temporary workforce is used to cope with peaks in work load and to act as a

buffer to core jobs. Such workers may not need to be integrated into the main workforce.

They (ibid) observe the issue of exclusion since such workers cannot join any labour

union to propagate their concerns. Wandera (2011) postulates that temporary workers are

not accorded similar treatment as other workers and cites socialization, exclusion from

decision making and short period of engagement as some of the reasons for low levels of

commitment and motivation. These studies considered temporary workers and not

outsourced employees who are engaged under different terms and with a fixed term of

contract between the client and the agent organization. The studies also assumed that

temporary workers will always require some level of training ignoring the fact that some

of the temporary workers are professionals.

Cole and Bruch (2006) conducted a study at Tata Steel Company, India in the year 2004

and it emerged from their work that factors leading to identification and commitment

were different; however, the constructs are correlated. Based on the questions raised in
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the study the two constructs registered almost similar scores with the level of

identification coming at 0.76 and commitment scoring 0.77. In another study conducted

in five organizations in Nepal in the year 2004 by Gantom, et al (2004) it was found that

identification was correlated, but empirically distinct from commitment. This outcome

contrasts with that of Ellemers and Rink (2005) who posit that identification and

commitment are synonymous, assuming that the two terms can be used interchangeably.

This opposing view therefore makes it necessary to ascertain if there is any link between

commitment and identification.

In conclusion it is apparent from the above studies that while studies have been conducted

in the areas of outsourcing, commitment and identification, the researchers have looked at

them either as distinct or related constructs, but not in the context of an outsourcing

relationship. It is also apparent that while outsourcing is a practice that has caught up with

us in the Kenyan context the extent to which it is practiced and the dimensions that it is

taking are not very clear. While considerable. research has been conducted in various

countries the level of empirical research is still restricted to European, American and

Asian spheres. Very little research has been carried out in Africa and Kenya in particular,

hencethe justification for the current study.
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CHAPTER THREE: RESEARCH METHODOLOGY

3.1 Introduction

The purposes of this chapter are to describe the research methodology of the study,

explain the sample selection, describe the procedure used in designing data collection

instruments and provide an explanation of the statistical procedures used to analyze the

data.

3.2 Research Design

Thestudy adopted an exploratory research design. Exploratory studies provide foundation

forcorrelational and experimental studies and help generate hypotheses for further studies

(Mugenda, 2008). According to Sekaran (2006) exploratory studies are undertaken to

better comprehend the nature of the problem since very few studies might have been

conducted in that area. This design is also suitable in that it has an attribute of flexibility
(

to provide opportunity for considering all aspects of a problem under study (Kothari,

2004). This is based on the fact that little has been done in this area of research,

specifically in Kenya.

According to Taylor et al (2006) a research design should specify the research paradigm

after defining the research topic. The research paradigm helps define questions to be

asked and the methodologies to be used in answering the questions to provide meaning

and significance. A research design can use any type of data collection method, which

may be qualitative, quantitative or both. The study used both qualitative and quantitative

data. Qualitative research aims to gather in-depth understanding of human behavior and

reasons that govern such behavior (Savin-Baden and Major, 2013). Since the study was

looking into a behavioural issue and was testing theories composed of variables coded in

numerical form, quantitative data analysis method was also adopted, applying relevant

statisticalprocedures (Creswell, 2008).

3.3 Study Area

The study was confined to Companies located in Kenya and having shares traded at the

Nairobi Securities Exchange (NSE). The Nairobi Securities Market (formerly Nairobi

Stock Exchange) was instituted in 1952 and is based in Nairobi, the commercial and
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political capital of Kenya. Companies operating at the Nairobi Securities Exchange are

distributed in all parts of the country and were deemed to form an ideal representation for

the study. The companies also operate on a relatively large scale and are operating under

guidelinesprovided by the Capital Markets Authority (CMA).

3.4 Target Population and Sampling Technique

The study covered all the 57 companies listed and trading at the Nairobi Securities

Exchange (NSE), as indicated in appendix 2, however not all the companies listed were

active. The study population was therefore narrowed down to 54 companies that were

active during the period of the study. Three companies were, however, used for the pilot

and therefore did not form the study population. According to Mugenda (2008), cluster

sampling technique is useful when natural groupings are evident in the population. The

NSE has been split into various groups based on the business activities. This study

therefore adopted cluster sampling technique and then randomly selected the sample. This

was important for every sector, as provided in the categorizations, was involved in the

study. Yamane (1967) formula was used to determine the sample size; however this

formula is useful in a case where the population is 100 or more. An adjusted formula,

provided by the same author (Yamane, 1967), was then used to adjust the sample size to a

manageable level. A sample size of 23 companies was arrived at and used in the study

and the respondents comprised of three outsourced employees from each of the 23

companies, one Human Resource Manager each from both the agent and client of the

sampleorganizations, thus a total of 5 respondents from each organization.

A sample size was arrived at using the Yamane (1967) formula as set out below:
N

n= N(e)21

51
n=

S1(0.05y':1

51
n=

1 + 0.145

51
n= --

1.145

n = 45

The adjusted sample for the study
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45
n= ----

1~ 45-1
, 51

45
44

1 51
45

n= --
1.86

n = 23

The list of the firms registered at the Nairobi Securities Exchange (NSE) is also attached

as appendix 2.

3.4.1 Sample Distribution

According to Kothari (2004) once the sample size has been determined the same can

further be distributed between the different clusters as shown by the formula and in the

table below:

n =n.P1J .....

Whereby:

n = sample size

p= target population
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Table 3.1: Sample distribution

Clusters Target
Population

Sample size
Distribution

Sample
Distribution
(Rounded oft)

Agricultural 07
Automobiles & Accessories 02
BrnUdng 10
Commercial & Services 06
Construction & Allied 04
Energy & Petroleum 04
Insurance 05
Investment 03
Manufacturing & Allied 08
Telecommunication & Technology 02

3.2
0.9
4.4
2.8
1.8
1.8
2.3
1.4

3.7
0.9

3
1
4
3
2
2
2
1
4
1

Total 51 23
Source: Nairobi Securities Exchange listings 2014

3.5 Data Type and Collection Method

Secondary and primary data were used in the study. Secondary data was obtained from

documents held by the NSE to enable the study identify companies that were active at the

commencement of the study. Primary data was obtained through closed and open ended

questionnaires. According to Sekaran (2006) and Mugenda (2008) a number of data

collection methods can be applied in behavioural studies. These include observations,

group interviews and discussions and questionnaire methods. The questionnaire method,

however, has an advantage over other forms as the response is immediate in the case of

self-administered questionnaires; there is reduced cost and time. Questionnaires also give

an assurance of confidentiality and there is no opportunity for interviewer bias (Kombo

and Tromp, 2010, Mugenda, 2008).

Open and closed ended questionnaires were used in the study. According to Sekaran

(2006) open ended questionnaires allow the respondents to answer questions in a way

they choose. Closed ended questionnaires, however allow respondents to make choices

amongst a set of alternatives given by the researcher. Closed ended questions also allow

the researcher to code the information easily for subsequent analysis. While open ended

questionnaires allow the respondent to freely express their views, analysis becomes

difficult to the researcher and their use should be avoided to the extent possible. Closed
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endedquestionnaires may at times restrict the respondents' choices and should therefore

beas flexible as possible (Kothari, 2012).

Questionnaireswere administered to employees who have been seconded to the identified

companies. Questionnaires were also administered to Human Resource officers of the

identified companies. Questionnaires were administered to three outsourced employees

within each organization and the supervisor of the outsourcing company. A supervisor or

thehuman resource officer of the client organization was included in each case. The study

engageda total of five respondents in each organization visited.

3.6 Data Analysis and Presentation

Analysis, particularly in survey research, involves estimating the values of unknown

parameters of the population and testing of hypotheses to draw inferences (Kothari,

2012). In this study qualitative and quantitative data was used. Though qualitative
(

research usually involves interviews and observations questionnaires can also be

structured to elicit information from clients that can be encoded, analysed and presented

in tables, graphs, pie charts and measures of central tendencies in the form of mean, mode

and median. According to Sekaran (2006) descriptive statistics can be used to determine

how frequently a phenomenon occurs. Kombo and Tromp (2010) further state that

descriptive statistics can be used in exploratory researches so as to draw inferences. This

method of analysis is good for assessing attitudes, opinions and behaviours. The method

was used to analyse the extent of socialization by the agent and client organizations

(objective 1 of the study).

Quantitative data was analysed using inferential statistics. Analysis of variance tests were

conducted for objectives 2 and 3. Further, regression models were drawn to help assess

the relationship between the independent and dependent variables. Pearson coefficient of

correlation analysis was done to assess the association between commitment and

identification. Moreover, Babbie (1986) states that the use of both methods aids the

researcher in gaining higher degree of reliability and validity. Data was summarized using

computer packages such as SPSS for ease of analysis, interpretation and processing.
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3.6.1: Regression Specification Model

Regression model was constructed to analyse quantitative data thus:

Y = Predicted 'Value of the dependent var table

A = Constant

B1 = Slope of variable 1

X:l. = Choosen Va.lue of variable 1

Hz = stope of v ariahte 1 MASENO UNIVERSITYil
S.G. 5. LIBRARYXz = Chooser: VaLue of voriable 1

3.7 Reliability of Data

This refers to the consistency or the degree to which an instrument measures the same

way each time it is used under the same condition with the same subjects. A measure is

considered reliable if a person's score on the same test given twice gives the same score.

A pre-test survey was conducted using three respondents to establish the reliability of the

research tools. The Pre-test results did not, however, form part of the final study. The

pretest was carried out in three companies, Kapchorua Tea Company Limited, Eveready

East Africa Limited and Kenol Kobil Limited, which are also listed at the NSE.

As these are attitudinal constructs pre-interview tests were conducted to establish the

reliability of data collected. Co-efficient of 0.8 or more implies that there is a high degree

of reliability (Mugenda 2008). Hair, et al (1998) indicates that a reliability coefficient of

.6 is still acceptable and further, Lance, et al (2006) justify the acceptance of values

below 0.7 in studies involving psychological constructs considering the diversity of

exposures. 13 questions were selected for pre-test and registered as per the Table 3.2.

45



Table 3.2: Case Processing Summary for Socialization and

Commitment of Outsourced Employees

N %

Valid 5 11.9

Cases Excluded" 37 88.1

Total 42 100.0

a. List WIse deletion based on all variables in the procedure.

Table 3.3: Reliability Statistics for Socialization and Commitment of

Outsourced Employees

rro~::h'S Alpha r_O._O_f_I_::_m_s _

Socialization and commitment were targeted for reliability test as they were key to the

study. The tools used registered a coefficient of 0.84 which was deemed to be within the

acceptable range. The tools were adjusted for consistency and clarity based on the

feedback from the respondents.

3.8 Validity

Validity is the best available approximation to the truth or falsity of a given inference;

proposition or conclusion. According to Mugenda (2008) validity is the accuracy and

meaningfulness of inference, which are based on the research results. Validity may be

concurrent or predictor whereby concurrent is whether the respondent is giving the

correct and truthful information now while the predictor validity is about whether the

respondent will act in the same way in future (Opennheim,1992).

The instruments for data collection were reviewed for content validity to ensure that the

instruments addressed the subject areas. To achieve this questionnaires included a variety
of questions on social aspects of work environment and the fact that the organizations

they working for were not their actual employers. Questions were also formulated in

simple language for clarity and ease of understanding. Most of the questions on

commitment were structured in line with the Mowday 15 point scale on commitment.
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CHAPTER FOUR: RESULTS AND DISCUSSIONS

This chapter presents the findings, analyses and discussions on the basis of the study

objectives. Data was collected by way of questionnaires that were issued to 115

respondents in 23 organizations. Fully filled questionnaires were received from 16

organizations while 7 organizations never responded. This was a response rate of 69.6%.

According to Kombo and Tromp (2010) a lower response rate renders a research outcome

more questionable than a small sample. The study deemed the response rate reasonable

considering the number of respondents, and further that a number of activities outsourced

cut across organizations.

4.0: Results of the Study

Respondents fell into three categories as: outsourced employees, client organization and

agent organization. In each organization (respondent organization) three questionnaires
I

were given out to outsourced employees and client organization in each case; the agent

organizations representatives received one questionnaire in each organization visited.

According to Slattery, et al (2006), considering that there has been scanty research in

temporary and agency employment, any study on the relationships in this sector must

examine relationships as they relate to both the client and the temporary agency. In effect

5 questionnaires were given to each of the respondent organizations. The questionnaires

were designed to suit the different categories of respondents but all the questionnaires

sought to answer the research objectives simultaneously. The questionnaires were

analysed and results presented as below:

4.1: General Observations

4.1.1: Outsourced Employees Commitment to Agent and Client organizations

Employees were asked to state the period they have been in employment with the agent

organization as a way of gauging their loyalty to the organization. Results showed that

43.9% of the employees had been with the current employer for between 5-10 years

which is a considerable period of time; however a paltry 4.88% had been with the current

employer for more than 10 years, as shown in Table 4.1.1 below and the bar graph.
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Table 4.1.1: Period in Employment

Period Employed Percent

less than 1 yrs. 17.07%

1-5yrs.

5-10yrs.

10-15yrs.

34.15%

43.90%

4.88%

Grand Total 100.00%

Source:Research data 2013

The above findings from employees are further supported by the agent organizations'

response as depicted in Table 4.1.2 below. The variation in figures is attributed to the fact

that agents' officers are generalizing their data while clients table is specific to those who

were given the questionnaires.

Table 4.1.2: Peiod in Employment (Agent organizations responses)

Years Percent

1-5years 19.05%

5-10 years 28.57%

10-15years 14.29%

16-20years 7.14%

over 20 years 30.95%

Grand Total 100.00%

Source: Research data 2013

When employees were asked to state the organization they would wish to work for

73.81% (Table 4.1.3) indicated that they preferred the client organization over their

employer, and a further 80.95% (Table 4.1.3) of the employees are not comfortable with

agency employment such that if an opportunity arose for change over 57.14% would go

with the client organization and only 42.86% (Table 4.1.5) would opt to remain with the

current employer.
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Table 4.1.3: Preferred Employer

RowLabels Percent

Agent 26.19%

Client 73.81%

Grand Total 100.00%

Source:Research data 2013

Table 4.1.4: Preferred form of Employment

Row Labels Percent

No 80.95%

Yes 19.05%

Grand Total 100.00%

Source: Research data 2013

Table 4.1.5: Choice between Agent and Client

Row Labels Percent

Client 57.14%

Employer 42.86%

Grand Total 100.00%

Source: Research data 2013

The study findings concur with the findings of Liden, et al (2003) that showed strong

correlation between perceived organizational support (POS) and commitment. This

outcome shows that outsourced employees preferred the client organization over the

agent organization on account of the perceived support that they received from the client

organization. The outcome is in contrast with the assertion of Donnelly (2011) that

employees have to show commitment to both parties.

In the study by Liden, et al (2003) 66% of the contingent workers showed commitment

to the client organization and 29% showed commitment to the agent organization.

Further, Redman and Snape (2005) in their thematic study of 12 professional service

firms in the UK on multi-foci commitment found that the level of significance was high

based on the foci that were expected to benefit.
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According to Allen and Meyer, (1990) and Allen and Grisaffe, (2001) an employee who

is committed is likely to take up extra roles voluntarily and is likely to put in extra hours

of work when necessary. The study found that 26.19% of workers take up extra roles very

often and a further 30.95% not so often (Fig. 4.1.1).

Voluntarily work
60°0
50°0

.•...• -W°o,..,:v 30°0o...•
'\J0.. 20°0

10°0
000 •Very often Rarelv

\ 'olnntanly \\ 'ork

Often

Figure 4.1.1: Voluntary work

Source: Research data 2013

4.1.2: Employee Identification with Agent and Client Organizations

In an attempt to establish who the employee would want to identify with 47.62% of the

respondents indicated that they would be willing to associate with the client organization

while only 19.05% indicated that they would want to identify with the agent organization

and further, 28.57% are ready to identify with any organization as can be seen from the

pie chart below (Figure 4.1.2).
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Figure 4.1.2: Membership

Source: Research data 2013

The reserch findings above corroborate the results arrived at by Lapalme, et al (2009) in

their research on identification by external employees. The study concluded that

irrespective of their status as outsiders, external employees considered themselves

members of the client organization. This supports the research findings that 48% of the

outsourced employees consider themselves members of the client organization while only

19% consider themselves members of the agent organization.

4.1.3: Membership

Client organizations also feel that the employees tend to identify with them as shown in

the table 4.1.5 below and with reasons as depicted in figure 4.1.3 below.

Table 4.1.5: Membership
Row Labels Percent
No 50.00%
Yes 50.00%
Grand Total 100.00%

Source: Research data 2013
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Figure 4.1.3: Belongingness

Source: Research data 2013

The study observed that 57% of the employees feel that they are consulted and contribute

very useful information to the client organization and it makes them feel recognised as

members of the client organization and slightly over 10% are comfortable with the work

environment.

There were varied reasons for associating with the client organization. Stamper and

Masterson (2002) in their study on insider status found that employees tend to identify

with those whom they feel offer support, in which case there is a strong correlation

between perceived organizational support (paS) and perceved insider status(pIS).·

Employees who are consulted on matters of the organization feel valued, hence a sense of

belongingness. Employees are also given name tags bearing the name of the client

organization. This further entrenches the sense of belongingness.

4.2: Employee Socialization by the Agent and Client Organization

Objective one was designed to determine the extent of outsourced employees

socailization. Socialization as a concept is synonymous with induction and orientation,

however in practice socialization is a continuous activity that is embedded in an

organizations day to day operations. The other two terminologies denote a one off affair

though with long lasting effects.
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4.2.1: Task Orientation

Responses from the various responsendents point out that both parties, client and agent

organization, appreciate the importance of socialization as can be inferred from the pie

chart below (Figure 4.2.1) from the client organization.

Orientanen Ilmluction Process

not applicable
13%

Figure 4.2.1: Orientation

Source: Research data 2013

Agent organization respondents indicated that they took their employees through an

orientation exercise in various areas including anticipated tasks of the client organization,

however 56.10% of the agent respondents indicated that they concentrate on orientation

exercise only while a few others were engaged in technical training and other rlated areas

as depicted here below.

Table 4.2.1: Task orientation

Row Labels Percent

No 56.10%

Yes 43.90%

Grand Total 100.00%

Source: Research data 2013

It is also evident that 56% of the client organizations carried the exercise with the full

knowledge of the employees while 25% indicated that they would not make known to the

employee that they were going through an orientation as shown below.
53



Sochllizatum Awareness

-no

- occnsionr Ily
yes

Figure 4.2.2: Task Orientation

Source: Research data 2013

On orientation satisfaction the results show that 78.57% of the employees were satisfied

that they went through an orientation exercise in the hands of their employers (agent

organization) (Table 4.2.3) and 71.43% were given orientation by the client organization

(Table 4.2.4).

Table 4.2.3: Orientation Satisfaction

Row Labels Percent

No 21.43%

Yes 78.57%

Grand Total 100.00%

Source: Research data 2013

Table 4.2.4: Orientation Satisfaction

Row Labels Percent

No 28.57%

Yes 71.43%

Grand Total 100.00%

Source: Research data 2013

According to Korte (2009) new comers largely learn through content tactics (trainig

stages and schedules), context tactics (formal training programmes and group learning)

and social tactics (mentoring and identity confirmation). The study by Korte (ibid) found

that co-workers contribute to 65% of new workers learning incidents while management
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contributed 15% of the new workers learning incidents. Slattery, et al (2006) on the other

hand sates that agency employers provide support to the temporary employees who in

turn reciprocate the gesture by exhibiting high levels of commitment. Wandera(2011)

observes that temporary workers are given inadequate training and orientation.This

position is disapproved by the study outcome as outsourced employees indicated that they

received adequate socialization by both the client and agent organization.

This study outcome is consistent with the research findings showing that the socialization

of outsourced employees is done by the managements (Client and Agent organizations),

and contradicts the implied findings by Fisher, et al (2008) that new comers learn from

more experienced members of the organization. It can, however, be understood that

socialization has continous aspects and these may be provided by the fellow, long serving

employees.

Newly engaged employees are taken through the work processes in a properly designrd

organizational arrangement so as to give them a general overview of the work

environment. Generally the orientation process may not be specific to the particular future

arrangements and so the the new employee learns a considerable portion of the

organizational arrangements, including work culture, as they carry out the regular duties.

An organization may also have a number of activities that bring workers together and

during such activities workers develop a sense of bonding. Where only a section of

workers are, parmanent workers, are allowed acces to recreational facilities the

outsourced employees may develop a feeling that they are not part of the organization,

hence regard themselves as outsiders. This would dispel the fears of Mokaya and Gitari

(2012) who observed that temporary workers are excluded from recreational facilities at

the workplace.

4.3: Influence of Socialization on Commitment and Identification

Objective two sought to find out whether socialization has any influence on commitment

and identification of outsourced employees. A research hypothesis was developed for the

objective and a two way analysis of variance (ANOVA) was used to assess whether

socialization has any influence on commitment and identification. A hypothesis for

research objective two was defined as follows:
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Ho: Socialization does not influence commitment and identification of outsourced

employees

Table 4.3.1: Analysis of Variance

Tests of Between-Subjects Effects

Dependent Variable: Orientation

Source Type III Sum of df Mean Square F Sig.

Squares

Corrected Model 2.565" 3 .855 6.647 .001

Intercept 50.574 1 50.574 393.116 .000

Membership _13 .597 1 .597 4.641 .039

Preference 18 1.125 1 1.125 8.748 .006

Membership _13 * Preference _18 .235 1 .235 1.825 .186

Error 4.245 33 .129

Total 64.000 37

Corrected Total 6.811 36

a. R Squared = .377 (Adjusted R Squared = .320)
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Table 4.3.2: Multiple Regression Output

Multiple Regressions: Influence of Socialization on Commitment and Identification

Model Summary

Model R R Square Adjusted R Square Std. Error of the Estimate

I .590' .348 .314 .344

a. Predictors: (Constant), .Extra roles, Membership

Model Sum of Squares df Mean Square F Sig.

Regression 2.458 2 1.229 10.389 .000b

I Residual 4.613 39 .118

Total 7.071 41

a. Dependent Variable: Orientation

b. Predictors: (Constant), .Extra roles, Membership

Coefficients"

Model Un standardized Coefficients Standardized t Sig.

Coefficients

B Std. Error Beta

(Constant) 1.158 .245 4.718 .000

1 Membership .479 .130 .513 3.681 .001

Extra roles -.270 .070 -.540 -3.872 .000

a. Dependent Variable: Orientation

The R square of the model is .348 and result from the model has been summarized as in

equation 1 below:

Y = A + B1(X1) + B2(X2)

Y = Predicted tiabte of the dependent: uariahle

A = Constant

B1 = Slope of l.'Ja:riable1

Bz = Slope of variable 1

Xl = Chooser: Valu.e of 'variable 1

X2 = Choosen. Value of 'Variable 1

Y = 1.158 + ,479(memebership) - .2;70(BxtrarolBs)
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Based on the analysis of variance (Tables 4.3.1) and the multiple regression output

(Table 4.3.2) socialization was found to have a significant influence on identification at a

p value of .039, while at the same time outsourced employees who have gone through

orientation (socialization) exhibited very high levels of commitment (p value of .006).

This research outcome is supported by Fisher, et al (2008) that effective socialization

process helps an employee transition to a new work place and learns how to function in

the work environment.

Regression co-efficient shows that extra role was highly significant with a moderate

negative coefficient of -.270 with a p value of .000 < p=.05 meaning that as employees

exhibit high levels of commitment there is reduced need for socialization.

When employees stay longer in an organization they exhibited high levels of membership

with a coefficient of .479, implying that it accounts for 47.9% of the determining factors

as shown in the regression coefficient (p value of .001111 0.05) Table 4.3.2. It is significant

to note that socialization has no influence on the variables of commitment and

identification put together at a p value of .186 which is significantly higher than the set

threshold ofp values of .05.

In an organization, besides the formal groupings, such as work groups, there may be other

informal groupings that bring members together. The informal groupings may arise out of

shared interests that may transcend the general work arrangements. Employees would

find themselves absorbed into these groups irrespective of the background.

In a case where the outsourced employees are professionals, they tend to align themselves

to fellow professionals at the clients organization and where they are consulted on matters

of the profession they would feel recognized, hence valued and accepted as member of

the client organization.

Outsourced employees would develop a level of commitment to the agency organization

considering that the contract of engagement is between the agency organization and the

client organization; and where the agency organization terminates the employees service,

the relationship with the client comes to an end automatically. The relationship between

the employee and the agent organization is a transactional contract akin to an economic
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exchange relationship while the relationship between the employee and the client

organization may be social exchange based.

4.4 Influence of Socialization on the tenure of Outsourced Employees

Objective sought to establish whether socialization has influence on outsourced

employees' tenure with the agent and the client organizations. A research hypothesis was

developed for the objective and an analysis of variance done to assess whether

socialization influences the tenure of outsourced employees.

A hypothesis for research objective three was defined as below:

Ho: Socialization does not influence the tenure of outsourced employee with the agent

and the client organizations

An ANaVA descriptive output table was constructed and results presented as below:

Table 4.4.1: Analvsis of Variance Outnut
Tests oCBetween-Subjects Effects

Dependent Variable: Orientation
Source Type III Sum of df Mean Square F Sig.

Squares

Corrected Model 4.373" 5 .875 11.671 .000

Intercept 31.990 1 31.990 426.838 .000

Membership 1.291 1 1.291 17.225 .000

Duration 1.732 3 .577 7.704 .000

Membership _14 * Duration _2 .907 1 .907 12.107 .001

Error 2.698 36 .075

Total 69.000 42

Corrected Total 7.071 41

a. R Squared = .618 (Adjusted R Squared = .565)
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Table 4.4.2: Multiple Regression Output

Model Summary

Model R R Square Adjusted R Square Std. Error of the Estimate

I .585" .342 .303 .363

a. Predictors: (Constant), Membership, Duration

ANOVA·

Model Sum of Squares df Mean Square F Sig.

Regression 2.331 2 1.165 8.843 .001b

1 Residual 4.480 34 .132

Total 6.811 36

a. Dependent Variable: Orientation

b. Predictors: (Constant), Membership, Duration

Coefficients
Model Unstandardized Coefficients Standardized t Sig.

Coefficients
B Std. Error Beta (

(Constant) 1.509 .307 4.924 .000
1 Duration -.403 .123 -.465 -3.271 .002

Membership .233 .123 .269 1.893 .067
a. Dependent Variable: Orientation

The ANOVA (Table 4.4.1) shows a p value of 0.000 (p < .05). This indicates that this

model is highly significant and we can conclude that socialization predict the tenure of

outsourced employees. This finding is in tandem with the position adopted by Saks, et al

(2007) that socialization has an effect on employee commitment and intention to quit.

Eberl, et al (2012) is of the view that employees trust in the organization improves work-

force commitment and motivation which in turn leads to a positive attitude towards

organizational citizenship behavior.

The regression coefficients table (4.4.2) further establishes the relationship identified in

the univariate analysis on commitment variable. The regression coefficient is negative, (.-

403) indicating that the longer the employees stays in the organization the lower the

orientation training is significant at .002. The inference here is that older employees are

already entrenched into the system and therefore regard themselves as members, hence no

need for more socialization.
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On the other hand, the employee identification has a positive regression coefficient

(.233) indicating that the longer the employees stay in the organization the higher the

employees tend to identify with the organization, hence no need for orientation and the

relationship is not statistically significant (.067). It is evident that even the t statistic is

less than 2. The R square of the model is .342 which for this model is ideal as there are

other factors that have not been considered in the study.

The above result from the model has been summarized as in equation 2 below;

Y = A + B1(X1) + 8.2(X2)

Y = Predicted value of the dependent variable

A = Constant

Bl = Slope of variable 1

Bz = Slope of variable 1

Xl = Choosen. t'alue of variaMe 1

Xl, = Choosen Value of variable 1

o = 1.509 +- 0403 (Duration) + .203 (Identification)

Karatepe and Shahriari (2012) opine that if employees define their relationship with the

organization in terms of economic exchanges they are likely to have low levels of

intentions to leave when there is anticipated benefit in form of payor rewards, while

Cropanzano et al (2003) on the other hand, feels that relationships built on economic

exchange basis are not likely to last long. This implies that employees who feel that their .

relationship with the employer is purely exchange based may not stay.

Mumford and Smith (2004) observe that temporary employees rarely stay in

organizations for long, and they further postulate that highly educated employees tend to

change jobs every so often irrespective of the existing terms of engagement. This view

lends credence to position held by Brimeyer, et al (2005) that lifelong employment has

given way to lifelong employability, requiring employees to regularly update their skills.

Barrack, et al (2009) brings in another angle to employee tenure by asserting that past

employment trends of an employee can easily be used to predict the future trends. In other

words the number of jobs held by an employee in the past and the duration of stay in
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those jobs can be used to predict whether an employee is bound to stay in an organization
or not.

Employees may have perceptions about the organization they are working for and the

level of orientation may only serve to enhance their perceptions about the organization.

Outsourced employees may not have any say on where they are to be assigned tasks by

the agency organization and so their duration at the clients' assignments may not be

within their control. The outsourcing arrangement may also come to an end and where the

work was of a professional kind the employees may be forced to look for employment

elsewhere.

Young and highly skilled employees may want to further their talents by taking up

various jobs so as to enable them identify suitable employers. In a number of cases such

young and highly skilled employees may take up outsourcing jobs as a stop gap measure

as they seek more suitable and stable jobs. This would lead to high turnover of employees

with the agency organization.

4.5: Relationship between Commitment and Identification

Objective three sought to establish the relationship between commitment and

identification. A correlational analysis was performed to determine the association

between commitment and identification. Pearson's co-efficient of correlation was used to

determine the association the between variables.

The p-value indicated the probability of this relationship's significance. The results of the

correlation analysis are presented below (Table 4.5.1). The guidelines for coefficients

from Devore and Peck (1993) provided a guideline for assessing resultant correlation

coefficients as follows: coefficients less than 0.5 represent a weak relationship,

coefficients greater than 0.5, but less than 0.8, represent a moderate relationship and

coefficients greater than 0.8 represent a strong relationship.

The hypothesis for objective four was stated thus:

Hn: There is no significant statistical relationship between commitment and identification

in an outsourcing contract.
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Table 4.5.1: Summary of Research Question 4 Results (outsourced employee)

Descriptive Statistics

Statistic lBootstrapa
Bias Std. Error 95% Confidence Interval

Lower Upper
Mean 2.07 .02 .13 1.83 2.35

commitment Std. Deviation .894 -.002 .089 .706 1.053
N 42 0 0 42 42
Mean 1.26 .01 .07 1.14 1.40

dentification Std. Deviation .445 -.003 .036 .354 .495

N 42 0 0 42 42
a. Unless otherwise noted, bootstrap results are based on 90 bootstrap samples

Table 4.5.2: Correlations
commitment ~dentification

Pearson Correlation 1 .197
Sig. (2-tailed) .211

N 42 42

commitment Bias 0 .020

Bootstrap"
Std. Error 0 .176

Lower 1 -.139
95% Confidence Interval

Upper 1 .539
Pearson Correlation .197 1
Sig. (2-tailed) .211

N 42 42

~dentification Bias .020 0

Bootstrap"
Std. Error .176 0

Lower -.139 1
95% Confidence Interval

Upper .539 1
* *. Correlation is significant at the 0.01 level (2-tailed).
*. Correlation is significant at the 0.05 level (2-tailed).
c. Unless otherwise noted, bootstrap results are based on 90 bootstrap samples
<0.01 N = 162

The above Table 4.5.2 clearly depicts a relatively weak, but significant, positive

relationship between commitment and identification (r = 0.197, P < 0.01). The study

rejects the null hypothesis (Ho) and concludes that there is sufficient evidence, at the 1%

level of significance, that there is a positive relationship between commitment and

identification in an outsourcing contract.
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Table 4.5.3: Summary of research question 4 Results (Client Organization)

Descriptive Statistics

Mean Std. Deviation N

Commitment 2.13 16

Identification 1.50

Table 4.5.4: Correlations
Correlations

.885

.516 16

Identification

commitment

Pearson Correlation

Sig. (l-tailed)

N

Pearson Correlation

~dentification Sig. (l-tailed)

N

commitment

1

16
.583**

.009

16

.583

.009

16
1

16
**. Correlation is significant at the 0.01 level (l-tailed),

Table 4.5.4 depicts a relatively strong, positive association between commitment and

identification (F.583, p<.OI). The null hypothesis was therefore rejected in favour of the

alternative hypothesis. The study concludes that there is sufficient evidence, at 1% level

of significance that a positive relationship exists between the two constructs -

commitment and identification. This finding is consistent with that of Riketta (2005) and

Van Dick (2004) who, in their respective studies, showed that commitment and

identification are strongly correlated with r ranging between 0.5 and 0.7 (0.5~ ~ 0.7).

This indicates there are overlaps in the constructs and confirms the various definitions,

and positions taken by different researchers as Ellemers et al (2004) who posit that

identification is a greater whole of which commitment is a part; and further by Meyer, et

al (2004) who conclude in their research that identification is an antecedent of

commitment. Ellemers and Rink (2005) further assert that Commitment and identification

are synonymous.
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Herbach, et al (2006), Slattery, et al (2006) and shore, et al (2008) have looked at

identification as a construct that is distinct from commitment. They aver that while

commitment is at an organizational level and for the achievement of a definite goal,

identification can be with various groups such as individuals, work-groups, or

professions. Meyer, et al (2006) and Pratt (1998) are of the view that individuals identify

with groups, organizations or individuals to satisfy important individual needs of values

as self-esteem, security and belongingness. Meyer, et al (2006) further postulates that the

longer an individual remains a member of a collective the more confident he/she

becomes, thereby assuming higher status in the collective.

This study observes that commitment and identification are closely related constructs and

that while identification may exist without an employee necessarily exhibiting elements

of commitment, a member who has stayed longer in an organization may start showing

elements of commitment to the group that may eventually translate to organizational

commitment. Outsourcing contracts may run over a considerable period of time and

during this period employees may develop a view that they have an obligation to enable

the organization achieve its objectives, hence commitment.
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CHAPTER FIVE: SUMMARY, CONCLUSIONS AND RECOMMENDATIONS

This chapter presents the summary of the findings, conclusions and suggestions for

further research. The chapter will consider the key findings and derive conclusions

therefrom. The researcher shall give suggestions for further studies thereafter on the basis

of the findings.

5.1 Summary of Findings

The purpose of the research study was to determine the effect of socialization on

commitment and identification in an outsourcing contractual relationship. Companies

listed at the Nairobi securities exchange were used in the study and questionnaires were

designed to solicit information from the target respondents. The findings of the study

have been summarized on the basis of the study objectives.

A research question was developed and a series of questions included in the questionnaire

to help determine whether employees are committed to the agent or client organization. A

good number of respondents had worked with the agent organization over a considerable

period of time. Most employees however indicated that they would be comfortable

working with the client organization, implying that they are not comfortable with the

work arrangement that is outsourcing. Most employees also felt that they were part of the

client organization irrespective of their status as outsourced employees. This outcome is '

in tandem with the concepts of perceived organizational support (POS) and perceived

insider status (PIS). Employees who are regularly consulted on matters of the

organization feel that they are part of the organization; hence a sense of belongingness is

developed. Most employees therefore tend to identify with the client organization.

The first objective sought to determine the extent of socialization by the agent and the

client organization. Responses indicate that the exercise is carried out in organizations

either overtly or covertly and the employees were satisfied with the level of orientation

given. Some organizations, agent and client, have well set out orientation programmes;

however in other organizations the exercise evolves in the course of duty. In summary, to

a great extent there is socialization given to outsourced employees by both the client and

the agent organization.
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For objective two a null hypothesis was developed for the study. The hypothesis was

disapproved thereby confirming that socialization has influence on employee

commitment and identification to the agent and client organizations. It is necessary that

all employees, irrespective of the terms of engagement should go through an orientation

exercise so as to understand the organization they are working for.

For objective three a null hypothesis was developed for purposes of analysis as:

socialization does not influence the tenure of outsourced employees with the agent and

the client organization. The study outcome disapproved the hypothesis thereby

confirming that socialization influences the tenure of outsourced employees with the

agent and the client organization. Longer tenured employees tend to perform better and

understand the weaknesses of the organization thereby requiring very little training on the

job. Employers should therefore strive to keep employees longer as cost of training

reduces with time.

Objective four tested the relationship between commitment and identification and the

result confirmed that the two constructs are closely related. Analysis was done using two-

tailed Pearson correlation analysis. The outcome showed a moderate strong correlation

between the two constructs and therefore confirms the relationship between commitment

and identification.

Employees should be given orientation as they join an organization for they develop a

sense of belonging and are likely to take up extra roles in the organization. As employees

are engaged they should be exposed to the policies of the organization as well as the

organizational culture.

5.2: Conclusion

On objective one the study concludes that socialization is adequately carried out by both

the agent and the client organization.

Objective two the study concludes that socialization influences commitment and

identification
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On objective three the study concludes that employees who go through socialization

process are likely to stay longer with the organization. Socialization therefore influences

tenure of outsourced employees. Employees who go through socialization tended to stay

longer with the employers, both client and agent.

Objective number four concluded that there is a close relationship between commitment

and identification and that with identification an employee is likely to develop

commitment.

5.3: Recommendations

Objective one recommends that socialization is an important aspect in human associations

whether in social circles or work related environment. Socialization makes a new

employee or member of the society develop a feeling or sense of belongingness and

acceptance. The client and agent organization should therefore encourage socialization of

new employees.

Based on the conclusions of objective two, the study recommends that socialization

should be encouraged in organizations so as to make employees feel that they are

recognized and to avoid any element of discrimination. Where there are recreational

facilities, the same should be shared out.

On objective three the study recommends that outsourced employees should be given

should form of assurance that they are going to be with the employer over a considerable

period of time. The agent organization should allow the outsourced employee work in a

client organization over a period of time to avoid any disruption of work.

Consequently for objective four the study recommends that employees should be made to

feel that they are part of the organization so that they can be committed to the clients'

goals as it is evident that commitment and identification are closely related.
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5.4: Limitations of the Study

The main respondents in the study were the outsourced employees. It is important to note

that such outsourced employees come in different categories and with different levels of

education, besides the varied nature of work. Some respondents were reluctant to provide

information for fear of victimization while others could not understand the need for such

information sought. The study targeted private sector employees and while a few

organizations were ready and eager to provide information, a substantial number were

reluctant and, further, a good number could not provide any information under the guise

of confidentiality and organizational processes.

The current study used questionnaires to elicit information from the respondents.

Considering that the construct of study are attitudinal there are some aspects that could

not be captured.

5.5: Suggestions for Further Research

The study outcome is that commitment and identification are related and further that

employees who go through socialization process tend to develop a sense of commitment

and would exhibit traits of belongingness. The study further reveals that employees who

go through socialization process stay longer with the organization that takes them through

such process. It is instructive to note that outsourced employees have very little say in

where they are to be posted. It is therefore suggested that a study be conducted in future

to find out if there is any link between socialization and productivity or performance by

outsourced employees.

According to Kothari (2006) observation method is suitable especially in studies related

to behavioural sciences. Future researchers may consider this method even though it

requires a lot of time and patience. If observation is done accurately it eliminates

subjective bias, hence reliability. From the study it has emerged that socialization process

is not well structured in a number of organizations. It is recommended that a study be

conducted to establish the extent to which socialization is practiced both in the public and

the private sectors; and for outsourced employees and other cadre of employees. A

structured socialization process should be adopted in each organization.
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Further research should be carried out to establish the turnover rate of employees engaged

on short term basis and whether they complete their terms. In effect the study on

socialization and tenure of employees, including performance should be carried out on an

industry to industry basis so as to come up with a clear position on employment terms and

policies.

It is also important to establish whether there is job security for the outsourced

employees. The research outcome shows a very high level of commitment and that there

are employees who have stayed with the agent organization over a considerable period; it

cannot be assumed that employees' jobs are guaranteed on account of long periods of

engagement. The matter of job security of outsourced employees may need to be studied.

Future researches may adopt other methods to solicit information for similar studies as

most aspects of the study are behavioural and can equally be captured through oral

interviews and group discussion methods.

70



REFERENCES
Abraham, K. G. & Taylor, S. K. (1996). Finns' use of outside contractors: Theory and

Evidence. Journal of Labor economics, vol. 14, 394-424

Alexander, M. & Young, D. (1996). Strategic Outsourcing. Long Range Planning,
vol. 29(1), 116-119.

Allen, N. & Grisaffe, D.(2001). Employee commitment to the organization and customer
reactions: Mapping the linkages. Human Resource Management Review, vo!' 11,
209-236

Allen, D. G. & Shanock, L.R. (2012). Perceived organizational support and
embeddedness as key mechanisms connecting socialization tactics to commitment
and turnover among new employees. Journal of Organizational Behaviour, vol.
34,350-369

Allen, N.J. & Meyer, J.P. (1990). Organizational socialization tactics: A longitudinal
analysis of links to newcomers' commitment and role orientation. Academy of
Management Journal; vol. 33,847-858.

Allen, N.J. & Meyer, J.P.(1990). "The measurements and antecedents of affective,
continuance and nonnative commitment to the organization ". Journal of
Occupational and Organizational Psychology; vol. 63, 1-18

Anderson, M.C. (1998). Transforming support work into competitive advantage. National
Productivity Review, Spring, 1998

Angle H. L. & Perry, J. L. (1981). An empirical assessment of organizational
commitment and organizational effectiveness. Administrative Science Quarterly;
vol. 21, 1-14.

Arthur, J. B. (1994). Effects of human resources systems on manufacturing performance
and turnover. Academy of management Journal; vol. 37(4): 670-87.

Ashforth, B. E. & Johnson, S. A. (2001). 'Which hat to wear? The relative salience of
multiple identities in organizational contexts.' In M. A. Hogg & J. D. Terry (eds),
Social Identity Processes in Organizational contexts. Philadelphia, PA:
Psychology Press.

Ashforth, B.E., & Mael, F.(1989). Social identity theory and the organization. Academy of
Management Review; vol. 14: 1, 20-39.

Ashforth, B.E., Sluss,D.M. & Saks, A.M. (2007). Socialization tactics, proactive
behavior, and newcomer learning: Integrating socialization models. Journal of
Vocational Behaviour; vol.70, 441-462

Ashforth, B.E., Sluss, D.M. & Harrison, S.H. (2007). Socialization in organizational
contexts. In G.P. Hodgkinson & J.K. Ford(Eds.), International review of
industrial and organizational psychology. Chichester, UK: Wiley.

71



Autor, D.H. (2001), "Why do short term help firms provide free general skills training",
The Quarterly Journal of Economics, 116 No.4, pp.1409-48.

Babbie, E. (1986). Survey research methods. Belmont, CA: Wadsworth

Balaji, C., (1992). As organizational commitment decomposes: Issues in measuring
multiple organizational commitment. Indian Journal of Industrial Relations, vol.
28,155-160.

Bartel, C., & Dutton, J., (2001). "Ambiguous organizational memberships: Constructing
organizational identities in interactions with others.In M. A. Hogg and D. J. Terry
(eds). Social Identity Processes in Organizational Contexts. Philadelphia P.A.:
Psychology press

Bateman, T. S. & Strasser, S. (1984). A Longitudinal Analysis of the Antecedents of
Organizational Commitment. Academy of Management Journal, vol. 27(1): 95-
112.

Bauer, T.N., Bodner, T., Erdogan, B. Truxillo, D. M. & Tucker, J. S. (2007). Newcomer
adjustment during organization socialization: A meta-analytic review of
antecedents, outcomes and methods. Journal of Applied Psychology; vol. 92, 707-
721

Becker, T.E., (1992). Foci and Bases of commitment: are they distinctions worth making?
Academy of Management Journal; 35, 232-244

Becker, T. E. (2009). 'interpersonal commitments' in H. J. Klein, T. E. Becker and J.
Meyer (Eds), Commitment in Organizations, New York: Routledge

Becker, T. E. & Billings, R. S. (1993). Profiles of commitment. An empirical test. .
Journal of organizational behavior, vol. 14, 177-190

Becker, T. E., Randall, D. M., & Riegel, C. D. (1995). The multidimensional view of
commitment and the theory of reasoned action: A comparative evaluation. Journal
of Management, vol.21, 232-244

Benson, G.S. (2006). Employee development, commitment and intention to turnover: a
test of "employability" policies in action. Human Resource Management Journal,
16, no 2, 173-192

Billi, J.E., Pai, C.W. & Spahlinger, D.A., (2006) Assessing uncertainty in outsourcing
clinical services at tertiary health centers, International Journal of Health
Planning & Management, 22: 245-253.

Boezeman, E.J. & Ellemers, N. (2007) Pride and respect in volunteers' organizational
commitment, European Journal of Social Psychology, vol.38, 159-172.

Boros, S. Curseu, P. L. & Miclean, M.(2011). Integrative tests of multidimensional model
of organizational identification. Social Psychology, vol.42, 111-123.

72



Boxall, P. (1996). The strategic HRM debate and the resource based view of the firm.
Human Resource Management Journal, vol. 6(3),59-75

Breaugh, J.A. (2008), "Employee recruitment: current knowledge and important areas for
future research", Human Resource Management Review, vol. 18, 103-18.

Brimeyer, T. M., Perruci, R. & Wadsworth, S. M (2010) Age, Tenure, Resources for
Control, and Organizational Commitment, Social Science Quarterly, 9 (2), 511-
530.

Buchanan, B. (1974) 'Building organizational Commitment: The Socialization of
Managers in Work organizations.' Administrative Science Quarterly, vol.19:533-
546.

Buckley, R., & Caple, J. (2008). The theory and practice 0/ training. (5th Ed.), London:
MPG Books Ltd.

Byham, W.C., & Riddle S. (1999). Outsourcing: A Strategic tool for a more strategic
human resource. Employment Relations Today, Spring 1999

Cameron, J. E. (2004). A three factor model of social identity. Self & Identity, vol.3, 239-
(

262

Carson, K. D. & Bedeian, A. G. (1998). Career commitment: Construction of a measure
and examination of its psychometric properties. Journal 0/ vocational Behavior,
vol.44, 237-262

Cassey, B. (1991). 'Survey evidence trends in non-standard employment' in Polert, A.
(Ed.) Farewell to Flexibility? Oxford: Blackwell

Chatman, J. (1991). Matching people and organizations: Selection and socialization in'
public accounting firms. Administrative Science Quarterly, 36, 459-484.

Child, J. (1969). British Management Thought: A Critical Analysis. London: George
Allen Union

Cole, M.S. & Bruch, H. (2006). Organization identity strength, Identification, and
Commitment and their relationships to turnover intention: Does organizational
hierarchy matter? Journal of Organizational Behaviour, vo1.27, 585-605

Colquitt, J. A., Conlon, D. E., Wesson, M. J., Porter, C. O. L. H. & YeeNn, K. (2001).
'Justice at the millennium: a meta-analytic review of 25 years of organizational

justice research'. Journal 0/Applied Psychology, vol.86: 3, 425-445

Connelly, C. E. & Gallagher, D. G. (2004), Emerging trends in contingent work research.
Journal of Management, vol.30, 959-983.

73



Cooke, F. L., Shen, J., & McBride, A.(2005). Outsourcing HR as a Competitive Strategy?
A Literature Review and an Assessment of Implications. Human resource
Management Journal, vol.44, no.4, 413-432

Costa, C. (2001). Information technology outsourcing in Australia: A Literature review.
Information Management and Computer Security, voI.9(5), 1-14

Coyle-Shapiro, J.A.M. & Conway, N. (2004). The employment relationship through the
lens of Social exchange. Oxford, UK: Oxford University Press.

Coyle-Shapiro, J. A-M. & Shore, L. M.(2007). The Employee Organizational
relationship: Where do we go from here? Human resource Management review.
Vo1.17, 166-179

Coyle-Shapiro, J. A-M., Morrow P. C. & Kessler I. (2006). Serving two organizations:
Exploring the employment relationship of contracted employees. Human
Resource Management Journal. Vol.45: 4, 561- 583.

Creswell, J. (2008). Research Design: Qualitative, Quantitative and Mixed Methods
Approaches. Thousand Oaks. Sage

Cropanzano, R. & Mitchell, M. S. (2005). Social exchange theory: An interdisciplinary
review. Journal of Management, vol.31, 874-900

Cropanzano, R., Rupp, D. E. & Byrne, Z. S. (2003). The relationship of emotional
exhaustion to work attitudes, job performance and organizational citizenship
behaviours. Journal of Applied Psychology, vol. 88 (1) 160-169

Cusumano, M. A. & Takeishi, A. (1991). Supplier relationships and management: A
Survey of Japanese Transport and US Auto plants. Strategic Management
Journal, vol.12, 563-588

Deb, T. (2006). Strategic Approach to Human Resource Management. New Delhi:
Atlantic Publishers and Distributors

DeCotiis, T. A. & Summers, T. P. (1987). 'A Path Analysis of a Model of the
Antecedents and Consequences of Organizational Commitment. ' Human
Relations Journal; vol.40, 445-70

Duffy, M. N. (2001). Outsourcing, a 401(k) plan Journal of Accountancy191 (5), vo1.30-
35

Donnelly, R. (2011). 'The coalescence between synergies and conflicts of interest in a top
consultancy firm: an analysis of the implications for consultants' attitudes and
behaviours'. Human resource management journal; vol.21: 1, 60~73.

Donnelly, R. (2009). The knowledge Economy and restructuring of Employment: The
case of Consultants. Work, Employment, and Society; vo1.23: 2,323-341.

74



Dutton, 1., Dukerich, 1. & Harquail, C.(19940. Organizational images and member
identification. Administrative Science Quarterly; vol.39: 2, 239-263.

Dyer, L & Shafer, R.(1999). From human resource strategy to organizational
effectiveness: Lessons from research in organizational agility. Research in
Personnel & HRM. Supplement, vol.44, 158-169

Ellemers, N. & DeGilder, D & Haslam, S. A.(2004). Motivating individuals and groups at
work: A social identity perspective on leadership and group performance.
Academy of Management Review; vol.29, 459-478.

Ellemers, N., Kortekaas, P. & Ouwerkerk, 1.W. (1999). Self-categorization, Commitment
to the group and group self-esteem as related but distinct aspects of social identity.
European Journal of Social Psychology; vol.29, 371-389

Ellemers, N. & Rink, F, (2005). Identity in work groups: The beneficial and detrimental
consequences of multiple identities and group norms for collaboration and group
performance. Advances in group processes; vol. 13, 618-637

Fenton-O'Creary, M.P., Winfrow, P., Lydka, H., & Morris, T. (1997). Company
prospects and employee commitment: An analysis of the dimensionality of the
BOCs and the influence of external events on Those Dimensions. British Journal
of Industrial relations. Vol.35:4. 593-608

Fields, D. Dingman, M.E., roman, P.M. & Blum, T.C. (2005). Exploring predictors of
alternative job changes. Journal occupational behavior and psychology, vol. 78,
63-82

Fisher, S. L., Washermn, M. E. & Wolf, P. P. (2006a) Effectively managing professional
services contracts: Twelve best practices, IBM Centre for the Business of
Govrnment

Fisher, S. L., Wasserman, M. E. Wolf, P. P. & Wears, K.H. (2008). 'Human resource
issues in outsourcing: Integrating research and practices'. Human Resource
Management Journal; vol.47, 501-523

Frisque, D.A., & Kolb, 1.A. (2008). The Effects of an Ethics Training Program on
Attitude, Knowledge, and Transfer of Training of Office Professionals: A
Treatment and Control-Group Design. Human Resource Development Quarterly,
vol.19, no. 1, Spring 2008

Gaertner, K. & Nollen, S. (1989). Career experience, perceptions of employment
practices, and psychological commitment to the organization. Human Relations
Journal; vol.42, 975-91

Gallagher, D. G. & Parks, M. 1.(2001). I pledge my troth-----contingently: commitment
and contingent work relationship. Human Resource Management Review

MASENO U':UVERStTY\
S.G. S. ~.~RAR'(...:::~-

---
75



Gautam, T., Van Dick, R., & Wagner, U. (2004). Organizational Identification and
Organizational Commitment: distinct aspects of two related concepts. Asian
Journal of Psychology, vol. 7, 301-315.

Geary, G.F. (1992). "Employment flexibility and human resource management: The case
of three American electronic plants". Work, Employment and Society, Vol.6

George, E. (2003). External solutions and internal problems: The effects of employment
externalization on internal workers attitudes. Organizational Science; vol. 14, 386-
402

George, J. M. (1990). 'Personality, affect, and behavior in groups'. Journal of applied
psychology, vol. 75, 107-116

Golooba-Mutebi F. (2003). Devolution and Outsourcing of Municipal Services in
Kampala City, Uganda: An Early Assessment. Public Administration and
Development, vol. 23, 405-418

Gomez-Mejia, L.R, Balkin, D.B. & Cardy, RL. (2012). Managing Human Resources.
Pearson Education, Inc.USA

Gordon, M. E., Philpot, J. W., Burt, E. R, Thompson, C. A. & Spiller, W. E. (1980).
Commitment to Union: Development of a Measure and an Examination of its
Correlates. Journal of applied Psychology, vol. 65(4): 479-99.

Gouldner, A. W. (1960). The norm of reciprocity. American Sociological Review; vol.25:
2, 161-178.

Grusky, O. (1996). Career mobility and organizational commitment. Administrative
Science Quarterly, vol. 10, 488-503.

Guell, M. & Petrongolo, B. (2007). "How Binding Are Legal Limits? Transitions from
Temporary to Parmanent Work in Spain." Labour economics, vol. 14(2):153-184

Hair, J., Anderson, R., Tatham, R & Black, W. (1998). Multivariate Data Analysis.
London, Prentice Hall.

Halachmi, A & Montgommery, V. L.(2000). Best value accountability: Issues and
observations. International Review of Administration Science, vol.66(3), 387-414

Hall, D.T., Schneider, B., & Nygren, H.T.(1970). Personal factors in organizational
identification. Administrative Science Quarterly, vol.15, 176-190.

Haslam, S.A. & Ellemers, N.(2005). Social identity in industrial and organizational
psychology: Concepts, Controversies and Contributions. International Review of
Industrial and Organizational Psychology, vol. 20, 39-118

76



Harris, G. E. & Cameron, J. E.(2005). Multiple dimensions of organizational
identification and commitment as predictors of turnover intentions and
psychological well-being. Canadian journal of Behavioral science, vol.37(3), 159-
169

Herrbach, O. (2006). A matter of feeling? The Affective Tone of Organizational
Commitment and Identification. Journal of Organizational Behaviour; vol.27,
629-643

Herscovitch, L. & Meyer, J.P.(2002). "Commitment to Organizational Change: Extension
of a three-component model". Journal 0/Applied Psychology; vol. 87: 3, 474-487.

Hirst, G., Van Dick, R. & Van Knippenberg, D.(2009). A Social identity perspective on
leadership and employee creativity. Journal 0/ Organizational Behaviour, vol. 30,
963-982

Hies, R. & Judge T.A. (2005). "Goal regulation across time: The effects of feedback and
affect". Journal 0/Applied Psychology, vol.90, 453-467

Isen, A. M. & Reeves, J.(2005). 'The influence of positive affect on intrinsic and extrinsic
motivation: facilitating enjoyment of play, responsible work behavior, and self-
control'. Motivation and emotion, vol.29, 295-323

Jing, Y. (2008). Outsourcing in China: An exploratory assessment. Public administration
and Management Journal, vol.28, 119-128

Johnson, R.E., & Chang, C. H.(2008). Relationships between Organizational
Commitments and Its Antecedents: Employee Self-concept Matters. Journal 0/.
Applied Social Psychology, vo!.38,513-541.

Kakabadse, A. & Kakabadse, N.(2001)., Outsourcing in the Public Services: A'
Comparative Analysis of Practice, Capability, and Impact. Public Administration
and Development Journal, vol.21, 401-413

Kakabadse, A. & Kakabadse, N. (2005). Outsourcing: Current and Future Trends.
Thunderbird International Business Review, vol.47(2), 183-204

Kalleberg, A. L. (2000). Nonstandard employment relations: Part-time, Temporary and
Contract work. Annual Review of Sociology, vol.26, 341-365.

Kanter, R.M. (1968). Commitment and Social Organization: A Study of commitment
mechanisms in Utopian countries. American Sociological Review, vo!.33, 499-
517.

Karatepe, O. M .. & Shahriari, S. (2012). Job embeddedness as a moderator of the impact
organizational justice on turnover intentions: a Study in Iran, International
Journal of Tourism Research, vol. 16, 22-32

77

h



Kavoo-Linge, T. & Kiruri, J. K. (2013). The Effect of Placement Practices on Employee
Performance in Small Service Firms in the Information Technology sector in
Kenya. International Journal of Business and social Science, vol.4, (15)213-219

Kim, S.W., Price, J.L., Mueller, C.W., & Watson, T.W. (1996). The determinants of
career intent among physicians at a U.S. Air force hospital. Human Relations
Journal, vol.49, 947-976

Kinnie, M. & Swart, J. (2012). Committed to Whom? Professional Knowledge worker
commitment in cross boundary organizations. Human Resource Management
Journal, VOL·· NO ••, 2011

Klaas, B. S., McLedon, J.A., & Gainey, T.W.(2001). Outsourcing HR: The Impact of
Organizational Characteristics. Human Resource Management Journal, vol.40,
125-138

Klein, K. J., Palmer, S. & Conn, A. B. (2000). Inter-organizational relationships: a
multilevel perspective. In S. W. J. Kozlowski & K. J. Klein (Eds.), multilevel
theory, research, and methods in organizations: Foundations, extensions, and new
directions. San Fransisco, CA: Jossey-Bass

Kombo, D. K. & Tromp, D. A. L. A. (2010). Proposal and Thesis Writing, An
Introduction. Paulines Publications African

Korte, R F. (2009). How newcomers Learn the social Norms of an Organization: A case
of the Socialization of Newly Hired Engineers. Human Resource Development
Quarterly. 20, no. 3,

Kothari, C.R (2004). Research Methodology: Methods & Techniques, New Age
International (P) Limited Publishers.

Kristof, A. L. (1996). Person-organization fit: An integrative review of its
conceptualizations, measurements, and implications. Personnel Psychology,
vol.49, 149.

Kristoff-Brown, A.L., Zimmerman, RD. & Johnson, E.C.(2005). Consequences of
individual's fit. Personnel psychology, vol.58, 281-342.

Lapalme, M.E., Stamper, C.L., Simard, G., & Trembley, M.(2009). Bringing the Outside
in: Can "external" workers experience insider status? Journal 0/ Organizational
Behaviour, vol.30, 919-940

Lavelle, J.J., Brockner, J., Konovsky, M.A., Price, K.H., Henley, A.B., Taneja, A., &

Vinekar, V.(2009). Commitment, Procedural Fairness, and Organizational Citizenship
Behaviour: A multifocal analysis. Journal of Organizational Behaviour, vol.30,
337- 357

78



Lee, S. H. (2000). A Multidimensional View of Public Sector Employee Commitment
and Willingness to Support productivity Improvements Strategies: A Comparative
study of Public Employees at Managerial level between the United States and
South Korea. Unpublished dissertation, Rutgers University, Newark, NJ

Lee, S. H., & Olshsfki,(2002). Employee Commitment and Fire Fighters: It's My Job.
Public Administration Journal, 62, Special Issue

Lidden, R. C., Wayne, S. J., Kraimer, M. L. & Sparrowe, R. T.(2003). 'The dual
commitments of contingent workers: An examination of contingents' commitment
to the agency and the organization'. Journal of organizational Behaviour;
voI.24:5, 609-625

Lievens, F. & DeCorte, W.(2008). Development and Test of a Model of External
Organizational Commitment in Human Resources Outsourcing. Human resource
Management Journal, vol.47, No.3, 559-579

Luthans, F. (2005). Organizational Behaviour. McGrawHill Irwin, Boston, MA

March, J. G. & Simon, H. A. (1958). Organizations. New York: Wiley
,

Mathieu, J. E. & Zajac, D. M.(1990). A review and meta-analysis of antecedents,
correlates, and consequences of organizational commitment. Psychological
Bulletin; vol. 108,171-194.

Meal, F. & Ashforth, B. E.(1992). 'Alumni and their Alma mater: a partial test of the
reformulated model of organizational identification'. Journal of Organizational
Behaviour; vol. 13, 103-123.

McElroy, J. C., Morrow, P. C., & Laczniak, R. N.(2001). External Organizational
Commitment. Human Resource management review; vol. 11: 3,237-256.

McGregor, D. (1960). The Human Side of Enterprise. New York: McGraw-Hill

McLean Parks, J., Kidder, D. &Callagher, D. G.(1998). "Fitting Square Pegs into Round
Holes: Mapping the domain of contingent work arrangements into the
psychological contract". Journal of Organizational Behaviour; vol. 19:51, 697-
730

Meyer, J.P., & Allen, N.J. (1991). A Three component conceptualization of
organizational commitment. Human Resource Management Review; vol. 1,61-89.

Meyer, J.P., Allen, N.J. & Smith, C.A. (1993). Commitment to organizations and
Occupations: Extension and test of a three component conceptualization. Journal
of Applied Psychology; vol. 78, 538-551.

Meyer, J. P., Becker, T. E., & Vandenberghe, C. (2004) Employee Commitment and
Motivation: A conceptual analysis and integrative model. Journal of Applied
Psychology; vo1.89, 991-1007

79



Meyer, J.P., Becker, T.E., & Van Dick, R(2006). Social Identities and Commitment at
Work: Toward an integrative model. Journal of Organizational Behaviour; vol.
27, 665-683

Meyer, J. P. & Herscovitch, L. (2001). Commitment in the Work Place. Toward a
General Model. Human Resource Management Review; vol.11, 299-326.

Millward, L. J. & Hopkins, L. J. (1998) Psychological contracts, organizational and job
commitment. Journal of Applied Social Psychology, 28, 1530- 1556.

Mokaya, S. O. & Gitari, J. W. (2011). Effects of Workplace Recreation of Employee
Performance. The Case of Kenya Utalii College, International journal of
Humanities and Social Science, 2(3) 176-183

Morgan, S. J. (2009). The Human Side of Outsourcing: Psychological Theory and
Management Practice. Routledge, London

Morrow, P. C. (1983). "Concept of redundancy in organizational research: The case of
work commitment". Academy of Management Review; vol. 8, 486-500

Mowday, R T., Steers, R M. & Porter, L. W. (1979). The measurement of
Organizational Commitment. Journal of Organizational Behaviour, vol. 14, 224-
247,

Mowday, R. T., Steers, R M. & Porter, L. W. (1982). Employee-organizational linkage:
The psychology of commitment, absenteeism, and turnover. New York: Academic
Press.

Mugenda, A.G. (2008). Social Science Research: Theory and Principles. Applied
Research and Training Services (ARTS), Nairobi.

Mullins, R (1996). Managing the outsourced enterprise. Journal of Business Strategy,
vol. 17(4),28-32

Mumford, K & Smith, P.N. (2004). Job Tenure in Britain: Employee Characteristics
versus Workplace Effects. Economica, 71, 275-298

Myers, M.D. (2009). Qualitative Research in Business and Management. London: Sage.

Oliver, C. (1990). Strategic Responses to Institutional Processes. The Academy of
Management review

O'Malley, C. (2000). Creating commitment: How to attract and retain talented employees
by building relationships that last. John Wiley & Sons

Oppenheim, A.N. (1992). Questionnaire design, Interviewing and Attitude Measurement.
Pinter Publishers, London and New York

80



O'Reily, C. A. & Chatman, J. (1986). Organizational Commitment and Psychological
Attachment: The effects of compliance, identification, and internalization on pro-
social behavior. Journal of Applied Psychology; vol. 71 492-499

Pare, G., Tremblay, M. & Lalonde, P. (2000). The impact of Human resource
management practices on IT personnel commitment, citizen behaviours and
turnover intentions. (Working paper). Montreal, Quebec: Hautes Etudes
Commercials de Montreal

Parker, S. K. (2007). "How positive affect can facilitate proactive behavior in the work
place" - Paper presented at the Academy of Annual Meeting, Philadelphia, PA.

Paul, A. K., & Anantharaman, R. N. (2004). Influence of HRM Practices on
Organizational Commitment: A Study Among Software Professionals in India.
Human Resource Development Quarterly, vol. 15, no. 1, Spring 2004

Payne, G. & Payne, J.(2004). Key Concepts in Social Research. London: Sage

Peters, T. & Waterman, R. H.(1982). In search of excellence. New York: Harper and Row

Pfeffer, J. & Baron, J.N. (1988). Taking the workers back out: Recent trends in the
structure of employment

Porter, L., Steers, R., Mowday, R.T., & Boulian, P.V. (1974). Organizational
commitment, Job satisfaction and Turnover amongst psychiatric technicians.
Journal of Applied Psychology; vol. 59, 603-9

Pratt, M. G. (1998). To be or not to be? Central questions in organizational identification.
In D. A. Whetten, & P.C. Godgrey (Eds.). Identity in organizations: Building
theory through conversations. Thousand Oaks, C. A.: Sage

Quinn, J.B. & Hilmer, F.G.(1994). Strategic outsourcing. Sloan Management Review, vol.
35, 4: 43-55.

Redman, T. & Snape, E.(2005). Unpacking Commitment. Multiple Loyalties and
Employee Behaviour. Journal of Management Studies; vol. 42: 2, 301-328

Reichers, A,(1985). A review and conceptualization of organizational commitment.
Academy of Management Review, vol. 10, 465-476

Rhoades, L., Eisenberger, R. & Armeli, S. (2001). Affective commitment to the
organization: The contribution of perceived organizational support. Journal of
Applied Psychology; vol. 86, 825-836.

Riketta, M. (2005). Organizational Identification: a meta-analysis. Journal of Vocational
Behaviour; vol. 87, 698-714

81



Riketta, M.R. & van Dick, R. (2005). 'Foci of attachment in organizations: a meta-
analytic comparison of the strength and correlates of workgroup versus
organizational identification and commitment', Journal of Vocational Behaviour;
vol. 67,490-510

Rink, F. & Ellemers, N.(2007). Diversity as a Basis for Shared Organizational Identity:
The Norm Congruity Principle. British Journal of Management, vol. 18, S17-S27

Rodriguez, T.F.E., & Gil-padilla, A.M. (2005). Determinants of Information Systems
Outsourcing in Hotels from the Resource-based View: An Empirical Study.
International Journal of Tourism Research, vol. 7, 35-47 (2005)

Rollag, K., Parise, S., & Cross, R. (2005). Getting new hires up to speed quickly. MIT
Sloan Management Review, vol. 46,35-41.

Romzek, B.S. (1989). Personal consequences of employee commitment. Academy of
Management Journal, vol. 32, 649-661.

Rousseau, D.M. (1998). Why Workers Still Identify with Organizations. Journal of
Organizational Behaviour, vol. 19,217-233

Salancik, G. R. & Pfeffer, J. (1977). An examination of needs satisfaction models of job
satisfaction and job attitudes. Administrative Science Quarterly, vol. 22, 427-456

Sang, J. K. (2010) Outsourcing in Kenyan Universities: An Examination of Challenges
and Opportunities, International Journal of Business and Social Science, vol. 1(2)
pp 204-212

Saks, A. M. & Gruman, J. A.(2010). Organizational socialization and Positive
Organizational Behaviour: Implications for Theory, Research and Practice.
Canadian Journal of Administrative Science; vol. 28(1), 14-26

Saks, A.M., Uggerslev, K.L. & Fassina, N.E. (2007). Socialization tactics and newcomer
adjustment: A meta-analytic review and test of a model. Journal of Vocational
Behaviour; vol. 70, 413-446

Savin-Baden, M. & Major, C. (2013). Qualitative Research: The Essential Guide to
Theory and Practice. London. Routledge

Sekaran, U. (2006). Research Methods for Business. A Skill Building Approach. John
Wiley & Sons, New Delhi

Shaw, H. & Fairhurst, M. (1997). Outsourcing the HR function- Personnel threat or
valuable opportunity. Strategic Change Journal, vol. 6, 459-468

Shore, T.H., Bommer, W.H., & Shore, L.M. (2008). An integrative model of managerial
perceptions of employee commitment: antecedents and influences on employee
treatment. Journal of Organizational Behaviour, vol. 29, 635-655

82



Slattery, J.P., Selvarajan, T.T., & Anderson, J.E.(2006). Influence of New Employee
Development Practices on Temporary employee Work-Related Attitudes. Human
Resource Development Quarterly; vol. 17:3, 279-303

Smith, A. (1776). The Wealth of Nations, Random House, Inc. (Adam Smith Reference
Archive)

Song, J. H., Kim, H. M., & Kolb, J. A.(2009). The Effect of Learning Organization
Culture on the Relationship Between Interpersonal Trust and Organizational
Commitment. Human Resource Development Quarterly, vol.20, No.2

Soltis, S. M., Agnessens, F., Sasorova, Z. & Labianca, G. (2013). A Social network
perspective on turnover intentions: the role of distributive justice and social
support. Human Resource Management, 52, No.4, 561-584

Stamper, C.L. & Masterson, S.S. (2002). Insider or Outsider? How employee perceptions
of insider status affect their work behavior. Journal of Organizational Behaviour,
vol. 23, 875-894

Stamper, C. L. & Van Dyne, L. (2001). Work status and organizational citizenship
behavior: a field study of restaurant employees. Journal of Organizational
Behaviour, vol. 22, 517-536

Taylor, B., Kermode, S. & Roberts, K. (2007). Research in Nursing and Health Care:
Evidence for Practice. Sydney, Thomson

Thomas, H. D. C. & Anderson, N.(1998). Changes in newcomers psychological contracts
during organizational socialization: A study of recruits entering the British Army.
Journal of organizational Behavior, vol. 19, 745-767

Thorsteison, T.J. (2003). Job attitudes of temporary workers Vs full time workers: A meta
analytic review. Journal of Organizational and Occupational Psychology, vol.72,
151-178

Tschopp, C., Grote, G. & Gerber, M.(2013). How career orientation shapes the job
satisfaction - turnover intentions. Journal of Organizational Behaviour, vol. 35,
151-171

Tsui, A.S., Pearce, J.L., Porter, L.W., & Hite, J.P.(1995). Choice of employee-
organization relationship: Influence of external and internal organizational
factors. Research in Personnel and Human Resource Management-Greenwich JAI
Press

Vandenberghe, C. (2009). 'Organizational commitments', in H. J. Klein, T. E. Becker and
J. Meyer (Eds), Commitment in Organizations, New York: Routledge.

Van Dick, R. (2004). My job is my castle: Identification in Organizational contexts.
International Review of Industrial and Organizational Psychology; vol. 19, 171-
204

83



VanDyne, L., and Ang, S. (1998). Organizational Citizenship Behaviour of Contingent
Workers in Singapore. Academy of Management Journal, vol. 41 (6), 692-703.

Van Knippenberg, D. & Sleebos, E.(2006). Organizational Identification Vs
Organizational Commitment: Self-definition, Social exchange, and Job attitudes.
Journal of Organizational Behaviour; vol. 27: 5,571-584.

Verquer, M. L. Beehr, R. A. & Wagner, S. H. (2003). A meta-analysis of relations
between person-organization fit and work attitudes. Journal of Vocational
Behaviour, vol. 63, 473-489

Walumbwa, F. 0., Cropanzano, R. Hartnell, C. A. (2009). Organizational justice,
voluntary learner behavior, and job performance: A test of the mediating effects of
identification and leader-member exchange. Journal of Organizational Behaviour,
vol. 30(8): 1103-1126.

Walumbwa, F. 0., Orwa, B., Wang, P., & Lawler, J. J.(2005). Transformational
Leadership, Organizational commitment, and Job satisfaction: A Comparative
study of Kenya and U.S. Financial Firms. Human Resource Development
Quarterly, vo1.16,No.2

Wandera, H. T. (2011) The Effects of Short Term Employment Contract on an
Organization: A Case of Kenya Forest Service. International Journal of
Humanities and Social Science, vol. 1 (21) 184-204

Watson, T.J. (1994). In Search of Management: Culture, Chaos and Control in
Managerial Work. London: Routledge

Waweru, E.M. (1984). Management of Human Resource in Kenya. Kenya Literature
Bureau

Wright, C. (2006). Inside Out? Organizational Membership, Ambiguity and the
Ambivalent Identity of the Internal Consultant. The Service Industries Journal,
1467-8551.2008(DOI).

Yamane, T. (1967). Statistics: an Introductory Analysis, 2nd Ed. Harper & Row
Publishers, New York

84


