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Abstract: This study endeavoured to look at the effectiveness of Human Resource Management on County 

Government performance. This paper looked at the key function of Human Resource Management, safety and 

health, and how it contributes to county government performance. The study targeted all the staff of Elgeyo 

Marakwet County and a sample of 148 employees randomly chosen. Both secondary and primary data was 

through existing literature and questionnaires respectively. A pilot study will be conducted in the neighbouring 

Trans Nzoia County to check the validity and reliability of the instruments. Quantitative data was analyzed using 

SPSS and results presented through tables, graphs and charts.Concerning the effects of health and safety on 

County Government performance of Elgeyo Marakwet. Chi square is applied to test the hypothesis. The result 

showed that health and security measures undertaken by the County Government of Elgeyo Marakwet are more 

likely to enhance county government performance. The study recommends that health and safety can be achieved 

by provision of clean water, proper sanitation facilities, and health environment, knowledge of handling of 

machines, and equipment and hygienic practices. 

Keywords: Clean water, County government performance, Effectiveness, Environment, Human Resource 

Management, Hygienic practices, Safety and health. 

1.    INTRODUCTION 

The concept of human resource management (HRM) has attracted considerable attention from scholars and practitioners 

alike. While part of the debate has centred on its application and theoretical underpinnings (Armstrong, 2009), the other 

has been on its prescriptive value for the survival of organizations in a turbulent and volatile business environment 

(Antony, 1996: Brewster, 2010). More recently, the issue of the whether to situate the HRM debate in the organizational 

or the international context has arisen (Sparrow & Marchington, 2011). This is because organizational responses such as 

empowerment, work intensification, flexibility and redundancy appear to have gained as much weight as the macro-

environmental drivers of HRM such as compensation, labour relations, staffing, economic recession, safety and health and 

political change (Kidomo, 2004) 

Kidomo (2004), asserts that not only is HRM an innovative concept that addresses the fundamental question of managing 

employees in new ways and with new perspective but also a practice that is both located within and meshed with larger 

framework of the organisation‟s strategy. This is in contrast to traditional personnel management that has been described 
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as reactive, instrumental and mostly concerned with administration and implementation of policies and procedures 

(Torrington, 2013) 

1 1. Globally: 

The term HRM was initially used by some American firms before any theory of HRM was developed (Kidomo, 2004). 

HRM writers in their preambles all agree that HRM emerged as a response to specific challenges faced by firms. Henry 

(2014) explains that HRM was born out of the perceived failure by American industry and management in the face of 

Japanese competition in international and domestic markets. The belief was that American firms failed to inspire the same 

kind of commitment that characterized Japanese firms. Henry (2014), compared American and Japanese management 

values and concluded that American firms were characterized by job insecurity, quick promotions, specialised careers, 

bureaucratic control, emphasis on individual decision making and responsibility and narrow focus on departmental 

interests. American firms were closely associated with the ideals of individualism rather than loyalty and collectivism. In 

pursuit of such short-term profit goals, American firms emphasized cost reduction measures such as removal of 

discretionary expenditures like training and research and reducing employee headcount.  

1.2. Regionally 

The practice and institutionalisation of devolution in Africa is not unique in Kenya Mwabu (2011), indicates that efficient 

delivery of public service in Africa and other developing countries has for a long time been hindered by highly centralised 

Government bureaucracies. Recognising the urgent need to achieve high economic growth, reduce income disparities, and 

restore public confidence in government, cure historical injustices and other poverty related inequalities. 

Development of „human resources‟ in both public and private sector organizations has become critical in an increasingly 

knowledge-based globalizing economy (Analoui, 2007). In particular, human resource capacity building for public service 

delivery has been recognised by developed, transition, and developing economies under the notion of the „new public 

management‟ reform.    

The strategic importance of the development of human resource capacity, for example, was raised at the African 

Leadership Forum on June 21st, 1990 in Nigeria. At that meeting, Robert McNamara, the former President of the World 

Bank emphasized „the imperative of building local African capacities‟ as the cutting edge of Africa‟s strategic 

development agenda.  In his view, the lack of „necessary skills and well-managed public and private institutions for long-

term,  sustainable growth was a priority to be included in every development activity in Africa because of its implications 

for improved development management and good governance‟ (cited by Wood, 2012). Similarly, in a recent publication 

entitled „Can Africa Claim the 21st Century? The World Bank noted that: „Africa‟s future lies in its people. Indeed, Africa 

must solve its current human development crisis if it is to claim the 21st century. Africa‟s future economic growth will 

depend less on its natural resources, which are being depleted and are subject to long-run price declines, … and more on 

its labour skills and its ability to accelerate a demographic transition‟ (World Bank, 2000) The World Bank observation is 

underscored by the reality that the most valuable and critical organizational resource is its people (Analoui, 2007). 

Recognizing that people conceive, plan, and execute all tasks, coordinate and organise inputs and produce outputs, it can 

thus be safely assumed that endeavours would succeed or fail because of the people involved (Powell, 2001: Alanda J. 

2013)  

1.3. Locally:  

An exploratory survey of HRM practices carried out by the Ministry of State for Public Service in Kenya (MSPS), (2007) 

found out that the day to day work of HRM practitioners in the civil service revolves round activities like; Commutation 

of leave; confirmation in appointment; preparation of the payroll, deployment of staff, attending meetings, verification of 

personnel data; pension matters, statutory deductions and arranging for staff training among others. 

The same survey enumerated challenges they faced to include: not so cordial relationship with other departments; little 

interaction with other departments unless they wanted HR to do something for them; inadequate capacity; lack of a forum 

to address issues and exchange ideas or bond with other departments 

The number one requirement for any HR function is to ensure it is continually adding value. They have to be able to reach 

out to all levels of the organization to let them know who HR are and what they can do for them and demonstrating their 
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knowledge of the business in order to provide a credible reason for business to approach them. HR must define the value 

they create. The challenge to HR professionals is to meet three (3) often competing aims: make it more cost effective 

through reducing costs of its services and headcount; improve its services to increasingly demanding senior executives, 

line Managers and employees; and address the strategic objectives of the organization. Therefore the purpose of this study 

is to find out the effectiveness of human resource development in the county government of Elgeyo Marakwet. 

1.4. Statement of the Problem: 

The practice and institutionalisation of devolution in Africa is not unique in Kenya. Mwabu, (2011) indicates that efficient 

delivery of public service in Africa and other developing countries has for a long time been hindered by highly centralised 

Government bureaucracies. Recognising the urgent need to achieve high economic growth, reduce income disparities, and 

restore public confidence in government, cure historical injustices and other poverty related inequalities. 

It is imperative that we aim for a better understanding of the effectiveness and impact of Human Resource Management 

Practices with a view of making improvements to operations in the EMC. In light of these challenges set above, the study 

is intended to recommend effective human resources management practices which may prepare the EMC with the 

requisite skills and training for effective service delivery.  

1.5. General Objective: 

To find out the effectiveness of human resource management on the county government performance in Elgeyo Marakwet 

County  

1.5.1. Specific Objective: 

To determine effects of health and safety on County Government performance of Elgeyo Marakwet 

1.5.2. Research Hypothesis: 

Ho1: There is no relationship between healthy and safety and County Government performance in Elgeyo Marakwet 

County. 

1.6. Justification of the Study: 

The findings and recommendations of this study will benefit county Government and other Government ministries/ 

department‟s public service offices, line managers, administrators and human resource managers.  

2.     LITERATURE REVIEW 

2.1. Theoretical Framework: 

2.1.1. Open Systems Theory: 

Systems theory is premised on the assumption that organizations have similar characteristics with other living organisms 

(Analoui and Karami, 2003;Analoui, 1998; Hanna, 1997). A system is generally defined as an arrangement of interrelated 

parts. The words arrangement and interrelated describe interdependent elements forming an entity that is the system 

(Jackson and Schuler, 1999; von Bertalanffy, 1950). In using a systems approach to understand a phenomenon, it is 

important to begin to identify the individual parts and then seek to understand the nature of their collective interaction to 

make the whole unique - it is the whole, not the parts alone that counts. An open system depends on its external 

environment for inputs that are transformed during throughput to produce outputs that are exchanged in the environment. 

The general view is that managing organizations with the view to contributing towards socio-economic development 

requires effective deployment of three resources: economic (monetary), physical (material) and human (social). However, 

the most vital asset to any organization is „the people‟ (human resources). Many contributors to the HRD literature are of 

the view that the development dimension of HRM is conceptualized as a sub-system of HRM, which is embedded in a 

larger organizational system (Analoui and Karami, 2003; Armstrong, 2001; Analoui, 1998; Kanungo and Mendunca, 

1994). Analoui (2002) in his discussion of the „choice‟ model of HRM, in the context of open system organisations, views 

the HR policies, including the HRD, as input to the process which will be expected to result in „change‟ as a planned and 

desired output. Wright and Snell (1991) for instance, have used the open system theory to describe a competent 
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management model of organizations. They treated the „skills and abilities‟ of employees as „inputs‟ from the environment; 

employee behaviours as „throughput/transformation‟ and their satisfaction and performance as „outputs‟. Chalofsky and 

Reinhart (1988:31) argue that an effective HRD function as a sub-system of an organization should have a highly trained 

professional staff; demonstrating close working relationships with line and staff management; and develop a track record 

of delivering high quality products and/or services. This implies the capacity to acquire, utilize, train, develop, retain and 

displace the needed competencies for the organization, recognizing that „micro and macro level phenomena interact and 

influence each other‟ (Cassar and Bezzina, 2005).    

The study explores how these elements empirically occur or happen under EMC reforming local government 

administrative system or how the challenges become constraining situations imposed by the external environmental 

factors of the open systems theory.  

2.2 Conceptual Framework: 

Independent Variables                                                Dependent Variable 

 

 

 

 

 

Figure 2.1. Conceptual Framework 

2.2.1 Health and Safety: 

The vital function of any government is to ensure workers‟ safety in a modern construction industry (Helen & Stephen, 

2005). A safe workplace is central to the ability to enjoy health, security, and the opportunity to achieve success in life. 

Health and safety at county government of EMC can be achieved by provision of enough clean water, proper and enough 

sanitation facilities, health friendly environment, knowledge of handling of machines, and equipment and hygienic 

practices. 

Safety Hazards at the Workplace are those aspects of work environment that have the potential of causing immediate and 

sometimes violent harm to a worker. These safety hazards include: poorly maintained equipment, poor lighting, and 

exposure to hazardous chemicals among others. Potential injuries include: Loss of hearing, eye sight or body like cuts, 

burns, bruises, broken bones and electric shock (ILO, 2002). Njuguna (2007) asserts that providing a safe environment 

and minimizing potential risk are both the moral and legal responsibility of the organization and that a safety culture 

should be' maintained at workplaces. He continues to describe a good safety cultures as one on which workers are 

rewarded when they are attentive to safety issues, Joy (2005) also advises that a positive safety culture at work can be 

developed through the allocation of praise, promotions and cash to employees who behave safely. This implies that when 

workers are well motivated to behave safely. This implies that when workers are well motivated they behave safely at the 

work place this minimizes the human error that may cause or create unsafe working environment. 

2.2.2 County Government performance: 

Performance is described by Lebas (2012), as “the potential future successful implementation of actions in order to reach 

the objectives and targets”. One of the significant changes introduced to Kenya‟s National Government framework under 

the constitution of Kenya 2010 was the creation of 47 county governments tasked with major responsibilities in sectors 

like Agriculture, Health, Trade, Infrastructure and county planning among others. 

The county government need to utilise the resources allocated to them efficiently and to ensure that the money allocated 

for development is significant that is at least 30% (Mule, 2014). An expenditure analysis contained in a report by the 

controller of budget (County Budget Implementation Review, 2013/2014) indicates that for the period July December 

2013 counties spent 88.4% of their allocation on the recurrent expenditure and 11.6% on development expenditure. 

Recurrent expenditure comprises of: personnel emoluments, operations and maintenance, member of county assembly 

Health and Safety 

 Health and Safety Policy 

 Risk assessment  

 Evaluation procedures  

 Competent persons  

County Government 

Performance 
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sitting allowance, domestic and foreign travels among others. This could explain why there is little development at county 

level hence the high level of discontent among citizens. The controller of budget has advised counties to come up with a 

policy to address burgeoning wage bill. The measures should include freezing of new recruitment except for essential 

services and downsizing of the work force. 

2.2.3. Empirical Review: 

HRM has frequently been described as a concept with two distinct forms: soft and hard. The soft model emphasises 

individuals and their self direction and places commitment, trust, team work, utilisation of individual talent, 

communication and self regulated behaviours at the centre of any improved performance (Lynda, 2011)  

The soft HRM approach is seen as more development oriented with a humanistic focused based on explicit statement 

about the value of employee to the organisation (Kidombo, 2012). Soft HRM gives a strong recognition to employees 

needs such as training and development, recruitment and selection, health and safety and employees relations. It would be 

expected that, therefore, that soft HR practice will elicit emotional attachment to the organisation thus eliciting affection 

(Kidombo, 2012) 

The soft version is also seen as a method of releasing untapped reserves of human resourcefulness by increasing employee 

commitment, participation and involvement. Employee commitment is sought with the expectation that effectiveness will 

follow as second-order consequences. Walton (1985) suggests that “a model that assumes how employee commitment and 

that is designed to produce a reliable if not outstanding performance simply cannot match the standards of excellence set 

by world class competitors”  

Hard HRM is associated with HR practices that emphasize cost reduction, tight controls, and tight fit with performance. 

Under this orientation, employees are likely to feel threatened with job insecurity, are under pressure to perform and do 

not participate in decision that affect them (Kidombo, 2012) 

Hard HRM is as calculative and tough minded as any other branch of management communicating through the tough 

language of business and economics. The hard HRM has some kinship with scientific management as people are reduced 

to passive objects that are not cherished as a whole but assessed on whether they possess the skills/ attributes the 

organisation requires (Legge, 1995) 

The hard model also stresses HRM‟s focus on the crucial importance of the close integration of human resources policies, 

system and activities. Human resource is viewed as passive, to be provided and deployed as numbers and skills at the 

right price, rather than the source of creative energy (Legge, 1995). 

It is evident that HRM does not provide a consistent set of policies and procedures. From the above observations HRM 

can be adopted to County Government of Elgeyo Marakwet. Two normative themes can be adopted, first, HR policies 

should be integrated with strategic business planning and used to reinforce performance which will in turn improve 

service delivery and secondly HR are valuable and a source of competitive advantage that are tapped most effectively 

through policies that promote commitment. 

2.3 Critique of Existing Literature: 

Some authors have suggested that there are inherent contradictions within this the theory of HRM. It is evident that HRM 

does not provide a consistent set of policies and procedures, the distinction between hard and soft forms of HRM offer 

management two sharply contrasting alternatives within supposedly single approach.  Turnbull, (1994) suggests that there 

is simple relationship between performance and HRM. However there are problems in the integration of HRM policy with 

performance. Secondly the framework of HRM which elicits that what is good for the organisation is good for the 

organisation is good for the employees is problematic as the needs of the business do not always coincide with the best 

interest of the work force (Keenoy, 1990). 

HRM has acted to obscure many of the core issues surrounding the question of control. Blyton and Turnbull (1994) 

suggests that the vocabulary and practice of HRM may be viewed as an attempt to religitimate managerial authority, 

redefine worker rights and redraw the frontier of control through a language of individualism, reciprocity and shared 

commitment. 
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3.    RESEARCH METHODOLOGY 

This study used a descriptive case study design. The study targeted all employees of Elgeyo Marakwet County. The 

sample size of 148 employees was selected using krejcie and morgan (1970) table for determining sample size. The data 

collection instruments included questionnaires. The data collected was analyzed using the Chi-square to test the effect of 

the independent variable, health and safety on the dependent variable, County Government performance. 

E

EO
x

2
2 )( 
  Where:  

X
2
 -  County Government Performance  

O - Observed frequency for  

O1 - Health and Safety 

4.    RESULTS AND DISCUSSION 

4.1. Relationship between Health and safety and County Government Performance: 

The study sought to determine relationship between health and safety and County Government Performance   and findings 

are shown in table 4.1 

Table 4.1 Relationship between Health and safety and County Government Performance 

 County Government Performance 

Statement  Observed Frequency Expected Frequency Chi-square 

Health and Safety 39 34.25 0.6587 

Risk Assessment 27 34.25 1.5347 

Evaluation Procedures 31 34.25 0.3083 

Competent Persons 40 34.25 0.9653 

Total 137 137 3.467 

As portrayed in table 4.1 the calculated chi-squire for health and safety policy being clear and therefore well adhered to 

was 0.6587, Risk assessment has been carried out to identify possible hazards as required by the management and 

therefore better health and safety was 1.5347, There is a suitable and sufficient evaluation procedures was 0.3083 and 

there are competent persons trained to ensure that there is safe evacuation of all persons from buildings in the event of 

serious and imminent danger was 0.9653. The overall chi-squire value for health and safety and county government 

performance was 3.137 and was lower than the critical table value of 7.81 at a significant level of 0.05 and at a degree 

level of freedom of 3. The results suggest that; at χ2 (3.137) health and safety policy (ies) maintained by the County and 

the County Government performance was statistically significant among the County Employees. Therefore the results 

illustrate that health and safety policies influence the performance of the County employees. The study findings are 

similar to earlier findings by Njuguna (2007) that asserted that a safe workplace is central to the ability to enjoy health, 

security, and the opportunity to achieve success in life and overall achievement of organizational goals.  

Safety Hazards at the Workplace are those aspects of work environment that have the potential of causing immediate and 

sometimes violent harm to a worker. These safety hazards include: poorly maintained equipment, poor lighting, and 

exposure to hazardous chemicals among others. Potential injuries include: Loss of hearing, eye sight or body like cuts, 

burns, bruises, broken bones and electric shock (ILO, 2002). Njuguna (2007) asserts that providing a safe environment 

and minimizing potential risk are both the moral and legal responsibility of the organization and that a safety culture 

should be' maintained at workplaces. He continues to describe a good safety cultures as one on which workers are 

rewarded when they are attentive to safety issues; Joy (2005) also advises that a positive safety culture at work can be 

developed through the allocation of praise, promotions and cash to employees who behave safely. This implies that when 

workers are well motivated to behave safely. This implies that when workers are well motivated they behave safely at the 

work place this minimizes the human error that may cause or create unsafe working environment. 
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Therefore Health and safety at county government of EMC can be achieved by provision of enough clean water, proper 

and enough sanitation facilities, health friendly environment, knowledge of handling of machines, and equipment and 

hygienic practices. 

5.   SUMMARY, CONCLUSIONS AND RECOMMENDATIONS 

5.1 Summary: 

The study sought to investigate on the effectiveness of human resource management on the county government 

performance in Elgeyo Marakwet County and the following were the study findings. The objective sought to determine 

effects of health and safety on County Government performance of Elgeyo Marakwet and the result shows that health and 

security measures undertaken by the County Government of Elgeyo Marakwet are more likely to enhance county 

government performance. 

5.2 Conclusion: 

Health and security measures undertaken by the County Government of Elgeyo Marakwet are more likely to enhance 

county government performance. A safe workplace is central to the ability to enjoy health, security, and the opportunity to 

achieve success in life and overall achievement of organizational goals. Safety Hazards at the Workplace are those aspects 

of work environment that have the potential of causing immediate and sometimes violent harm to a worker. These safety 

hazards include: poorly maintained equipment, poor lighting, and exposure to hazardous chemicals among others. 

Potential injuries include: Loss of hearing, eye sight or body like cuts, burns, bruises, broken bones and electric shock 

(ILO, 2002). Njuguna (2007) asserts that providing a safe environment and minimizing potential risk are both the moral 

and legal responsibility of the organization and that a safety culture should be' maintained at workplaces. 

5.3 Recommendations: 

Safety at county government can be achieved by provision of enough clean water, proper and enough sanitation facilities, 

health friendly environment, knowledge of handling of machines, and equipment and hygienic practices. 

5.4 Areas for further Research: 

A similar study to be done in other Counties so as to compare the study findings. 

REFERENCES 

[1] Albert K.Mwenda(2010), Economic and Administrative Implications of the Devolution Framework Established by 

Constitution of Kenya, Institute of Economic Affairs.Pp30,33 

[2] Albert Mwenda (2010), Devolution in Kenya Prospects, Challenges and Future, Institute of Economic Affairs 

Kenya pp 9 

[3] Anthony W. P., Perrewe P. L. and Kacmar K. M. (1996), Strategic Human Resource Management, Orlando, Dryden 

Press, Harcourt College Brace Publishers  

[4] Armstrong M. (2009) A Handbook of Human Resource Management Practice, Kogan Page, London . 

[5] Beardwell& Holden (1997), Human Resource Management: A Contemporary Perspective, London, Pitman . 

[6] Beer, M, Spector, B, Lawrence, P, Quinn Mills, D, and Walton, R, (1984) Managing Human Assets, The Free Press, 

New York.  

[7] Blunt P. & Jones M. L. (2012), Managing Organizations in Africa, de Gruyter, Berlin  

[8] Brewster C. et al, (2010), Contemporary Issues in Human Resource Management: Gaining a Competitive 

Advantage, Cape Town, Oxford University Press.  

[9] Brewster C. (2010),Flexible Working Patterns in Europe: Extent of Growth and the Challenge to HRM in Sparrow 

P.R. & Marchington M. (eds), 1998, Human Resource Management: The New Agenda, Pitman, London. 

[10] Cascio Managing Human Resources: Productivity, Quality of Work life, Profits, W. F. (1998), Irwin-McGraw-Hill, 

Boston. 



  ISSN 2394-9716 

International Journal of Novel Research in Interdisciplinary Studies  
Vol. 2, Issue 6, pp: (1-9), Month: November-December 2015, Available at: www.noveltyjournals.com 

 

Page | 8 
Novelty Journals 

 

[11] Chattopadhyay, P., Glick, W., Huber, G.P. (2001), Organizational Actions in Response to Threats and Opportunities 

Academy of Management Journal, 2001, Vol. 44No. 5, 937-955. 

[12] Constable, J and McCormick, R (1987), The Making of British Managers, BIM, Corby  

[13] Claire Mc Cathy et al (2010)Change management strategies for an effective EMR implementation HIMSS USA pg 

22-30. 

[14] Commission on Revenue Allocation 2011 Factsheet Government Printers Kenya. 

[15] Constitution of Kenya 2010 Government Printers Kenya. 

[16] Daniel Sifuna(1990) Development of Education in Africa, The Kenyan Experience 

[17] Failte Ireland(2013),Recruitment and Selection, Ireland pp 3-4 

[18] Human Development Report(2001),Addressing Social & Economic Disparities, Annual Report UN Geneva. 

[19] Jeff Grout and Sarah Perrin(2002), Recruiting Excellence An Insiders Guide to Sourcing Top Talent McGraw-Hill 

Uk pp11-13. 

[20] Delaney, J and Huselid, M (1996) The Impact of Human Resource Management Practices on Perceptions of 

Organizational Performance; Academy of Management Journal, Vol. 39:4, 949-969. 

[21] Doe, P.J. (1994) Creating a Resilient organization Canadian Business Review, summer 1994, 21:2, pp. 22  

[22] Doty D. H. & Glick W.H. (1994), Typologies as a Unique Form of Theory Building: Toward Improved 

Understanding and Modeling, Academy of Management Review, Vol. 19 No. 2 pp. 230-251. 

[23] Emmott, M. & Hutchinson, S. (1998), Employment Flexibility: Threat or Promise? In Sparrow and Marchington 

(eds). 

[24] Fisher, C. et al. (1999), The Impact of Changes to the Human Resource Function in Australia Intern. Journal of 

HRM, 10:3, June 1999, 501-514.  

[25] Fombrun, C.J, Tichy, N M, Devanna, M.A, (1984), Strategic Human Resource Management, Wiley, New York . 

[26] Ginter, P. M. and Duncan, W. J. (1990) Macro-environmental Analysis for Strategic Management, Long Range 

Planning, 23 (6): 91-100  

[27] Gooderham P., Nordhaug O., Ringdal K., Institutional and Rational Determinants of Organizational Practices: 

HRM in European Firms: Administrative Science Quarterly, 44, 507-531, (1999).  

[28] Graham, H T, and Bennett, R, (1998) Human Resources Management, Pitman, London. 

[29] Guest, D (1989) Personnel and HRM: Can you tell the Difference? Personnel Management Journal, January 1989, 

48-51. 

[30] Guest D. (1991) Human Resource Management: its implication for industrial relations and trade unions, in storey J. 

New 

[31] Hussey, D. (1996) Business - Driven Human Resource Management, Wiley, New YorkHeery, E. (1997), 

Performance Related Pay and Trade Union De-recognition, Employee Relations, 1997,Vol. 19,Issue 3.pp. 208 

[32] Hendry, C. (1995), Human Resource Management: A Strategic Approach to Employment, Heinemann, London  

[33] Hussey, D. (1996) Business - Driven Human Resource Management, Wiley, New York 

[34] Jaeger A. M. & Kanungo R. N. (1990), Eds, Management in Developing Countries Rout ledge, London  

[35] Kane and Crawford, (1999) Barriers to Effective Human Resource Management International Journal of Manpower, 

1999, Vol. 20, issue 8, 

[36] Kenya National Bureau of Statistics (KNBS). 2010. The 2009 Kenya Population and Housing KNHC(2006), 

Enhancing and Operationalising Economic, Social & Cultural Rights in Constitution of Kenya, Position Paper. 

[37] Kanter, R M, (1984) The Change Masters, Allen & Irwin, London  

[38] Keenoy, T (1997) HRMism and the Images of Re-presentation Journal of Management Studies,  

[39] Kessler, I. (1995) „Reward Systems in Storey, J. (eds), 1995, Human Resource Management: A Critical Text, 254-

279  



  ISSN 2394-9716 

International Journal of Novel Research in Interdisciplinary Studies  
Vol. 2, Issue 6, pp: (1-9), Month: November-December 2015, Available at: www.noveltyjournals.com 

 

Page | 9 
Novelty Journals 

 

[40] Kessler, I. And Purcell, J. (1992) „Performance Related Pay: Objectives and Application Human Resource 

Management Journal, Vol. 2, No. 3  

[41] Legge K. (1991), „Human Resource Management: A Critical Analysis; in Storey J. (eds), New Perspectives in 

Human Resource Management, London, International Thomson Business Press.  

[42] Legge, K. (1995), Human Resource Management: Rhetorics and Realities, Macmillan, London  

[43] Legge, K. (1995b) HRM: Rhetoric, Reality and Hidden Agendas in Storey, J. Human Resource Management: A 

Critical Text, Rout ledge, London.  

[44] Mayne, L. & Tregaskis, O. (1996), A Comparative Analysis of the Link Between Flexibility and HRM, Employee 

Relations, 1996, Vol. 18 issue 3,  

[45] McNerney, D.J. (1996), HR Practices: HR Adapts to Continuous Restructuring; HR Focus, May 1996, Vol. 73, No. 

5, 

[46] Miles, R.E and Snow, C.C. (1978) Organizational Strategy, Structure and Process, McGraw-Hill, New York. 

[47] Morgan, P. (2000), Paradigms Lost and Paradigms Regained? Recent Developments and New Directions for 

HRM/OB in the UK and USA, International Journal of HRM, 11:4, August 2000, 853-866  

[48] Morris J., Wilkinson, B., Munday, M. (2000), Farewell to HRM? Personnel Practices in Japanese Manufacturing 

Plants in the UK. International Journal of Human Resource Management, 11:6. Dec. 2000, 1047-1060  

[49] Mulwa, Benard and Wekhuyi (2010) Devolution and Nation Building in Kenya, Strathmore University Kenya. 

[50] Myrna Gusdorf (2008) Recruitment and Selection, Hiring the right person, SHRM, USA pp 3-8. 

[51] Pearce, J.A. and Robinson, R.B. (1999) Strategic Management: Strategy Formulation and Implementation, AITBS, 

Delhi.  

[52] Pinnington A. and Edwards T. (2000), Introduction to Human Resource Management, Oxford, London. 

[53] Purcell, J. (1991), The Impact of Corporate Strategy on Human Resource Management in Storey, J. eds, New 

Perspectives in Human Resource Management, International Thomson, London. 

[54] Sahdev, K., Vinnicombe, S., Tyson, S. (1999), Downsizing and the Changing Role of HR; Intern. Journal of HRM, 

1999, 10:5, October 1999. 

[55] Storey, J (eds). (1995), Human Resource Management: A Critical Text, Routledge, London 

[56] Storey J. and Sisson K. (1993), Managing Human Resources and Industrial Relations, OUP, Buckingham. 

[57] Swanepoel, B.J., Slabbert, J. R., Erasmus, B. J., Nel, P. S., (eds), (1999), The Management of Employment 

Relations: Organizational Level Perspectives, Butterworths, Durban.  

[58] Sean McPheat (2010),Performance Management, MTD Training & Ventus Publishing  

[59] Torrington, D. (1991) Human Resource Management and the Personnel Function in Storey, J. (eds) New 

Perspectives in Human Resource Management, Intern. Thomson, London  

[60] Truss,C (2001) Complexities and Controversies in Linking HRM with Organizational Outcomes, Journal of 

Management Studies, Dec. 2001, Vol. 38:8, pg1121  

[61] Truss, C. (1999) Human Resource Management: Gendered Terrain? Intern. Journal of HRM, Vol. 12:2, 180-200  

[62] Truss, C., Gratton, L., Hope, V., McGovern, P and Stiles, P. (1997) „Soft and Hard Models of Human Resource 

Management: A Reappraisal Journal of Management Studies, 43 (1): 53-74  

[63] Towers, B. eds (1996), The Handbook of Human Resource Management, Blackwell, Oxford  

[64] UN Millennium Development Goals report of 2011 UN-Geneva. 

[65] UNDP report (2002) Annual Report, UN Geneva. 

[66] Walton, R E, (1985), From Control to Commitment in the Workplace Harvard Business Review, 63, 76-84 

[67] World Bank (2012) Devolution without Disruption, Pathways to a successful New Kenya, WB. 


