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ABBREVIATION AND ACRONYM
ANOVA: Analysis of Variance

AVE: Average Variance Extracted

FKE: Federation of Kenya Employers
GDP: Gross Domestic Product

GoK: Government of Kenya

HR: Human Resource

HRM: Human Resource Management
IC: Idealized Consideration

IS: Intellectual Stimulation

MDGs: Millennium Development Goals
MS Excel: Microsoft Excel

MTP: Medium-Term Plan

POS: Perceived Organizational Support
RoK: Republic of Kenya

S-CVI: Scale Content Validity Index

SPSS: Statistical Package for the Social Sciences
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Employee Empowerment:

Employee Involvement:

Individualized Consideration:

Job Design:

Job Satisfaction:

Knowledge Sharing Practices:

DEFINITION OF TERMS

It entails bringing the employees aboard to
communicate to them about the organization's
strategic and financial objectives and what is expected
of them as far as achieving the objectives is concerned

(Dahou & Hacini, 2018).

This is the act of ensuring that the staff is actively
involved in the processes of the organization and
allowing them to form part of the decision making, by
so doing, the employees will feel accepted and part of
the organization and become self-motivated hence
improving the performance of the organization

(Oyebamiji, 2018)

It involves leaders being keen of every follower wants
and needs through supporting, mentoring, coaching
and encouraging staff to use their ability (Yue, Men,

and Fergusson, 2019).

Job design simply refers to the manner in which an
entire position or a number of tasks is organized. Its
purpose is to increase job satisfaction levels,
ultimately resulting in good performance among

employees (Cheng, 2018).

Torlak and Kuzey (2019) states that job satisfaction is
an optimistic feeling on work as a result of an

assessment of its characteristics.

It refers to the willingness of workers to share their

treasured knowledge with colleagues. It can also be

12



Organizational Commitment:

understood as the actions of employees where they
diffuse and exchange important information with
their colleagues across the organization (Dahou &

Hacini, 2018).

This is the extent to which workers identify with their
company, the extent of commitment they exhibit and

their willingness to leave it (Herrera & De Las Heras-

Rosas, 2021).

Perceived Organizational Support: This is a concept describing the level to which

Psychological Empowerment:

Transformational Leadership:

workers believe that their company (i) values their
contributions, (ii) cares about their wellbeing and (iii)
fulfills  their socioemotional needs (Caesens,

Stinglhamber Demoulin, De Wilde & Mierop, 2019).

Connolly, Jacobs, and Scott (2018) pointed out that
psychological empowerment entails feelings of job
meaningfulness, autonomy, competence, and the

power to influence the organization.

This leadership style relates to a leader’s ability to
influence the beliefs, values, behaviors, and attitudes
of others by working through and with them to attain
the company’s mission (Njiraini, K'Aol, & Linge,

2018).
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ABSTRACT

Organizations are increasingly striving to empower their employees in the quest to
ensure optimal teamwork, self-confidence, innovation, and fulfilment in the workplace.
The general objective of the study was to establish the effects of employee
empowerment on job satisfaction of commercial state corporations in Kenya.
Furthermore, the study sought to achieve four specific objectives. To begin with, the
study sought to assess the influence of job design on job satisfaction of commercial state
corporations in Kenya. Additionally, the study sought to establish the influence of
transformational leadership on job satisfaction of commercial state corporations in
Kenya. The study also sought to establish the influence of employee involvement on job
satisfaction of commercial state corporations within Kenya. Lastly, the study sought to
establish the influence of knowledge-sharing practices on job satisfaction of commercial
state corporations in Kenya. The study employed the descriptive research design in
collecting data from the field. The target population of this study consisted of 55
commercial state corporations in Kenya. The sample size was 48 commercial state
corporations. The subsequent collected data was cleaned and compiled into a dataset
using MS Excel software. The multiple regression analysis revealed a strong positive
linkage between job satisfaction and staff empowerment (r=0.794). Importantly, only job
design (P =0.909), transformational leadership (p =0.149), employee involvement ([3
=0.008) and knowledge sharing practices (p =0.385) were found to have a significant
influence on job satisfaction of Commercial State Corporations in Kenya (a<0.05).
Besides the degree of influence that the sub-variables of employee empowerment had
on job satisfaction varied. Job design had the highest level of influence, followed by
Knowledge-sharing practices, Transformational leadership, and lastly, employee
involvement. The study thus determined that employee empowerment had a significant
relationship with job satisfaction in the commercial state corporations in Kenya. In
particular, the study revealed that job design was the most dominant employee
empowerment tool at commercial state corporations in Kenya. The study recommended
that these organizations consider employee empowerment policies that aim to boost
knowledge-sharing practices, transformational leadership and employee involvement.
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