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ABSTRACT

The subject of employee performance has been dynamic in recent time to the development and execution of organization’s strategies. Universities in Kenya are faced with uncertain deviations in employee political skill, commitment and organizational citizenship behaviour. Previous studies on employee performance particularly in less developed countries have revealed that low performance in institutions and other sectors is caused by aspects like uncommitted employees and other strategic human resource factors such as employee political skills which might compromise the performance especially the quality of services offered. However, there are few empirical studies in Kenya that show the effect of employee political skill, employee commitment and organizational citizenship behaviour on employee performance among employees. This study therefore, endeavoured to establish the effect of employee political skill, commitment, organizational citizenship behaviour and performance among employees in selected universities in Kenya. The specific objectives of the study were: to determine the direct effect of employee political skill on employee commitment, employee commitment on employee performance, political skill on employee performance and mediating effect of employee commitment on relationship between employee political skill and employee performance, moderation role of organizational citizenship behaviour and further moderated mediation of organizational citizenship behaviour on the indirect relationship between employee political skill and employee performance through employee commitment in selected universities in Kenya. The study was grounded on social influence theory as the main theory, complimented by social exchange and organizational support theories. The study was based on positivism paradigm and used explanatory research design and systematic sampling on a target population of 6147 employees in selected universities in Kenya. A sample size of 567 university workers was selected based on Yamane’s formula. The reliability of the data collection instrument was determined using Cronbach Alpha while factor analysis test construct validity. Study hypotheses were tested at a .05 significant effect. The study findings revealed that Employee Political skill had a positive and significant effect on Employee commitment (β=.812, p =. 000, R-sq = .510); Employee commitment and employee performance (β=.466, p = 000); Employee political skill on employee performance (β=.467, p = 000); all with p-values of less than .05. Further, findings showed that there is significant mediation effect of Employee Commitment (BootLLCI=.27, BootULCI=.48, R-sq=.685). Additionally, findings showed that there is a positive and significant moderating effect of Organizational Citizenship Behaviour (BootLLCI=.235, BootULCI=.445, R-sq change =.02) on the relationship between employee political skill and employee performance through Employee Commitment. More so, Moderated mediation effect was clearly revealed by (BootLLCI=.494, BootULCI=.827). Conclusively, Employee commitment and Organizational Citizenship Behaviour significantly affect the relationship between Employee Political skill and Employee Performance. The study recommends leaders in institutions to instil the resource of employee political skill through a blend of employee commitment and organizational citizenship behaviour so as to strategically enrich performance among employees. Additionally, it calls for the extension of this research on the used theories on this topic by using other methods like longitudinal and other approaches in variety of sectors with a global view. 
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DEFINITION OF TERMS

Altruism:
Helping specific individuals in relation to organizational tasks. Demonstrating selflessness or being helpful, Redman and Snape, 2005()
.
Civic Virtue:
behaviour that demonstrates a responsible concern for the image and well-being of the organization Hassan et al., 2014()
.
Continuance Commitment:
Fear of loss of job in the organization, Nguyen et al., 2014()
.
Employee commitment:
Emotional attachment a person has to the organization that he/she works for. Identifying oneself with the organization and power of willing to participate in the activities of the organization bound to the person he or she has a relationship with Irefin and Mechanic, 2014()
.
Employee performance:
signifies individual’s work achievement after exerting required effort on the job which is associated through getting a meaningful work, engaged profile, and compassionate colleagues/employers around Badreddine and Aoun, 2019()
. 
Employee Political skills:
 the ability to effectively understand others at work, and to use such knowledge to influence others to act in ways that enhance one’s personal and/or organizational objectives Harris et al., 2007()
.
Interpersonal Influence:
trust which represent emotional bonds between co-workers and Cognition-based trust in organizational setting including competence, responsibility, reliability and dependability Bakiev, 2013()
..

Organizational Citizenship Behaviour (OCB): Willingness of employees to work beyond 




their job scope which will directly increase the organization 



performance, Jahangir et al., 2004()
.
Proactive Personality:
 involves defining new problems, finding new solutions, and providing active leadership through an uncertain future. Involves grand ambitions, breakthrough thinking, and the wherewithal to make even the impossible happen Elvevoll, 2010()
.
Self-monitoring:
Important and measurable individual differences and behavioural characteristics Wilde and Garvin, 2007()
.
Social astuteness:
Sensitivity to others and identifying with others so as to obtain things for oneself Momm et al., 2015()
.
CHAPTER ONE

INTRODUCTION

1.0
Overview

This chapter entails the background information about the study, statement of the problem, objectives of the study, significance, theoretical and conceptual framework on which the study is based upon.

1.1
Background of the Study

An organization is a social institution which has a goal and is a system that performs special activities because it has an informed structure and recognized boundaries Silverblatt, 2004()
. Human force of each organization plays an important role to realize its goals. Fulfilment of tasks of the organization is the responsibility of its human force and performance of such people is as that of performance of the organization. Strategic human resources are also considered as one of the key components of any organization to reach its objectives Mathauer & Imhoff, 2006()
. 
Human resources is the personnel of a business or institution, regarded as a significant asset in terms of skills and ability towards improvement of the performance Alavi & Askaripur, 2003(; Markos & Sridevi, 2010)
. According to (Partha & David 1994)

, supports this by implying that a company’s enhanced performance is contingent on its capacity to protect and utilize the nonconcrete resources it creates. Employee’s performance can be considered as backbone of organization as it leads to its development effectively.Hadebe, 2016)

, nonconcrete resources are more adept to generate a competitive edge as compared to concrete ones. (
Performance in universities calls for very competent employees with sharpened set of skills and positive behaviour amidst endemic era, for example the global pandemic of covid -19 which has paralyzed many sectors, majorly the education industry just to mention among many. Employee performance is very essential both locally and globally, so managers of such resources must be careful in formulation and implementation of resources for the variable to be effective in any organization.  
Currently organizations are compelled to contend and behave in a  competent way in such a tough era; as such, it is very crucial to have a qualified team that are reliable in generating competitive edge Sofijanova & Zabijakin-Chatleska, 2013()
. To remain in competitive market environment there is high need for firms to consider enhancing employee’s performance which is also an important tool for firm performance Herrmann & Datta, 2005()
. Above all, firms are discovering that people really are the most important assets hence the need to make them participate in issues related to their welfare Mayo, 2016()
. (Kuvaas, 2008)

, asserts that native organizations maintain unparalleled traditional methods by managing employees as a clerical function generating significant distinctions on Human Resource Management practices causing variance in employees’ performance.
Considering this and putting in mind the emerging issue of employees’ performance, it is paramount that managers adopt several of strategies in order to attain notable employees’ performance Jusoh & Parnell, 2008()
. While the American practitioners and scholars are adopting the major concepts of human resource that are geared in promoting employees performance practices in their organizations, the political skills are being given major emphasizes. 

Political skills are modern improved social skills which are effective in determining job performance Ferris, 2011(; Ferris et al., 2005)
. They also provided evidence that employee performance is significantly affected by political skills through improving individual traits. Further (Jam et al., 2011)

 political skills had positive effect on job outcome. 
Hochwarter et al., 2007

 & Blickle et al., 2010)

, (Semadar et al., 2006)

 rather than self-evaluation, self-understanding and personal confidence.  According to empirical findings by (Ferris et al., 2005)

 showed that higher job outcome is related with high political skills in their study using two samples.  Political skill has greatly improved the manager’s work outcome as proven by (
Political skill is categorised by a person’s willingness to adapt to different circumstances and social understanding that affect others. Individuals who are politically skilled like feeling safe which allows them to predict the outcome when it comes to personal connections within organizations. According to (Ahearn et al., 2004(Sharma & Hussain, 2013)

, this also increases individual enthusiasm, obligation, a place to fit in and also assist in business growth. A politically skilled employee should be able to help, inspire and get to know how to work with other employees in order to meet personal and organizational goals ; McAllister et al., 2015)
. Also, they are better at understanding their association surroundings than people who have little knowledge in political skills.

According to the study done by various people, structural politics has a bad effect on work results including working under pressure Azeem et al., 2010()
, personal disagreements, different background Huckfeldt et al., 2004()
 Witt et al., 2002()
 and impeachment Byrne, 2005()
. Political skill is considered to be a complete design with reasonable perception, operative and good work ethics that reflect upon ones conduct when it comes to interconnection. People with political skills take note of how others are behaving and get to know how to correctly communicate, conduct themselves and others. They are also aware of their personality and are strongly accustomed to different public settings.

According to (Semadar et al. 2006)

, political skill shows someone’s capability to become a better person through changing their actions, understand other peoples conduct and have an impact on their action in a safe and honest way.
Ferris et al., 2007b

 & Sharma & Hussain, 2013)

, workers that practice political behaviour go through a lot of feelings to meet requirements of a job though this connection works in various ways when it comes to political skills. Staff with little political skills experience emotional labour as an aftermath though moving responses from political conduct were nullified for people with high political skills. A staff dedication is caused by expressive affection for the company. As proven by (
A study done by (Perrewé et al., 2005(Ferris et al., 2005)

 shows that people who are politically skilled have personal traits that are more self-assured and exact which is viewed as reassuring. In addition, they don’t see social relationship as a bad thing other than a great way to grow career wise )
. Besides, according to (Jawahar et al., 2008(Markman & Baron, 2003)

. For instance, politically skilled person has the ability to gain network centrality allowing them to gain significant data Ferris et al., 2007b)

 political skill includes the ability to grow in numbers and influence social wealth. A good personality among social interaction brings visible results as proven by ()
. Moreover, the assurance and hope put in people that are politically skilled helps in teamwork Ferris et al., 2005()
.

Various moderators and mediators of the relation between political skill and employee performance have been identified, indicating that this association is a positive linear one only under certain conditions. For instance, according to the various studies done by researchers, high levels of political skill are not related with the highest level of work outcome when levels of OCB and emotional obligation Andrews et al., 2009(; Blickle et al., 2008)
, or structural politics Brouer et al., 2013()
 are extreme. Therefore, even though political skill has frequently found to be a progressive linear factor of employee performance, a small number of findings have specified that the utmost levels of political skill do not always bring out the highest levels of staff ability either straight or through moderation studies. 

According to (Yeh & Hong, 2012)

. Employee ability to deliver is a common insight, capability and determination to work. Organizational goals can be met by doing a well job.
Hsu, 2015)

, a devoted staff member is someone who is cooperative and dedicated to his/her work. Administrative devotion is an important conduct for evaluating the purpose of employee to go and his/her influence in the corporation. Hence, the outcome is dependent on how the staff uses their ability in various conditions as per (Memari et al., 2013)

, a worker’s dedication is a type of connection between his/her company which also relies on various factors. This finding also discovered that employee dedication is relative to other aspects. A character of a member of staff deeply affects the bond within the organization. Dedicated staff reduces the odds of non-attendance and replacement. As stated by (
As stated by (Hu, 2010)

. On the other hand, limited data is obtained on the influence of emotional obligation towards the commitment amongst political capability on staff presentation, particularly higher learning institution.
Bergmann et al., 2000

, & Gbadamosi & Chinaka, 2011)

 displayed a great outcome of organizational politics on their obligation and staffs’ presentation. Some of the variables reviewed in management literature are; staff accomplishments, company politics and staff dedication which are signs for the company’s prosperity as stated by (Qaisar et al., 2012)

, additional strength is needed to advance company’s accomplishment and also their dedication increases the company’s spirit and staff achievement. Politics within an organization changes emotional obligation which definitely interferes with general company’s performance. For instance, (
Moreover, OCB has proven to be a major factor when it comes to staff accomplishments. In the study done by (Zatzick et al., 2015(Haque & Aslam, 2011)

, proves that OCB components improves operation and they consist of; selfless and helping components, components that bring social wealth, components leading to time saving or problem solving and the rest offer socio-emotional care by coming up with cultivating culture and building up self-esteem. Scholars all around the world are cultivating the area of Organizational Citizenship performance which aids associations to add their effectiveness. OCB consist of employees’ character so that they are considered as the main participants to have a high chance of efficiency/ output in a company through their accomplishments )
.

Education sector is a key player in the growth of Kenyan economy. Kenya and Africa as a whole have come up with new private and public universities. By independence, Africa had about seven universities. According to (Mumbi, 2005)

, by 2005 there were three hundred and sixteen public universities and eighty-five private universities in Africa. Kenya is one of the leading countries in East Africa when it comes to increase of private higher learning institution with sixteen in the year 2006 compared to 1998 where they had three. This article was to test how these institutions are capable of overcoming difficulties to achieve quality management through employee performance which has proven to be difficult for a lot of universities. Kenya Commission of University Education (KCUE) has taken a step to make sure employees are committed towards quality management. Currently, all the departments’ work is put into accomplishing the best quality. After every six months, performance appraisals are done for each employee and are ranked based on performance or commitment. Employees are usually motivated to achieve the goals set for them. Commitment is preserved by, human resource, finance, development, academic and research. The organization describes what it does as services provided and a way for clients to enquire about how the university performs.

All the members of the university are expected to be accountable and responsible. It is clearly explained in the mission statement that takes to account the need of different stakeholders such as offering quality academic and career focused learning opportunities, communication technology, offering important learner support with the help of communication and information technology, undertaking research, creating a favourable learning and working environment, taking part in good and responsible society by conveying moral values for a sustainable person and societal development, taking part in society responsibility events and meeting the needs of the global competitive community. All this effort is overseen by the section of ISO which is under quality and assurance department.
1.2
Statement of the Problem

For a local institution to realise its objectives/goals, and for it to attain the vision 2030 standards, and to be able to compete globally, then it needs to embrace effective and unique strategies by nurturing its competitive employees’ attitude, skills and behaviour besides the common employee recompenses. In this context, employee political skill is a modern improved social skill that can enhance performance with a blend of employee commitment and the spirit of Organizational citizenship behaviour as a strategy. 

Employees’ performance is of major concern in any economy worldwide and it has been a vital subject in recent time to the development and execution of organization’s strategies. (Choudry, 2019)

, noted that Africa and south Asian countries (except India) employees performance is not very encouraging. Employees’ performance level in 2015 in sub- Saharan Africa economies was the lowest among all regions. Employee performance currently has been compromised largely by the global endemic of covid -19 which has left the education sector among others looking for strategies in management that can work best for deterring the effects of the disease to the economy both locally and globally. 
Organizational specialists see employee performance as a persistent problem for the organization Yin-Fah et al., 2010()
. This is believed to be a stern problem due to its harmful effects on the organization mainly when the high performing employees quit from the organization, regular absenteeism, goals are not being met, Employee relies too heavily on others to meet goals, The quality of work is poor, employee has difficulty working with boss or co-workers, employee is not able to embrace the institution values and he/she violates institution’s policy. Precisely, Universities in Kenya are faced with uncertain deviations in employee political skill, commitment and organizational citizenship behaviour. There are no empirical studies in Kenya that show the effect of employee political skill, employee commitment and OCB on employee performance in universities and other sectors which this study strived to achieve. 
Similarly, employee performance is a concern issue for all organizations; most Kenyan universities have faced challenges in the performance of employees Ovadje, 2009(; Samuel & Chipunza, 2009)
. This is regardless of the fact that they are even made to have a proper understanding of a full and current work description, job commitment requirements, and job values. Usually there is low performance as employees are estranged which suppresses their creativity and innovations. 

Presently, government ministries are going through a challenging time as the job performance do not match with what is anticipated of them as summarized in the employee performance appraisal for the years 2013 and 2014. This reality has brought to the fore the need to investigate the problem using the lens of employee performance especially that there are rare investigations of the construct in the public sector within this context. However, many organizations have not accomplished the expected performance such as high employment, lowest labour turnover, removal of conflicts within management and utmost employee inspiration.

 However it is not clear why this undesirable situation persists Atieno et al., 2014()
 even though political skills and OCB has been applied in some institutions of higher learning and has experienced a number of challenges such as low enrolment, high labour turnover and even low morale among employees. Moreover, lack of commitment is risky for the organizations, and it undermines the efficiency and productivity of the organization. Furthermore, lack of commitment, threatens the organization’s long-term survival Beach et al., 2003()
. Further to this, Choundry emphasized the need to pay more attention in improving employee’s performance

Few studies have been done on political skills and its impact in different organizations; especially Kenya and Africa as a whole for example; (Harris et al, 2007, Liu et at 2011, Kimura, 2013) among others, an indication that little research has been done to determine how the political skills affect employee performance in Kenyan higher institutions. Little is known about how employees might respond to their company’s political skills, OCB on employee performance. In addition, taking into consideration that other studies have been conducted on the relationship between political skills and organizational commitment 
 ADDIN EN.CITE 
(Saxena & Puri, 2015; Thiphaphongphakaphun & Piraphong Foosiri, 2012; Yılmaz et al., 2014)
, very little information is known regarding the relationship role of employee commitment on relationship between political skills, and moderation role of OCB on employee performance, particularly among staff in higher education institutions in Kenya.
1.3
Objectives of the Study

1.3.1
 General Objective

The main objective of the study was to investigate the effect of employee political skills, employee commitment, and organizational citizenship behaviour, on employee performance in selected universities in Kenya
1.3.2
Specific Objectives

i. To determine the effect of employee political skills on employee commitment in  selected universities in Kenya;
ii. To analyse the effect of  employee commitment on employee performance in selected universities in Kenya
iii. To examine the effect of employee political skills on employee performance in selected universities in Kenya
iv. To analyse the mediating effect of employee commitment on the relationship between employee political skills and employee performance in selected universities in Kenya 

v. To examine the moderating effect of organizational citizenship behaviour on the relationship between employee political skills and employee commitment in selected universities in Kenya 

vi. To analyse the moderating effect of organizational citizenship behaviour on the relationship between employee political skills and  employee performance in selected universities in Kenya
vii. To explore the moderating effect of organizational citizenship behaviour on the relationship between employee commitment and  employee performance in selected universities in Kenya 

viii. To determine the moderating effect of organizational citizenship behaviour  on the  indirect relationship between employee political skills and employee performance via employee commitment in selected universities in Kenya
1.4
Study Hypotheses

Ho1:
There is no significant direct effect of employee political skills on employee commitment in selected universities in Kenya
Ho2:
There is no significant direct effect of employee commitment on employee performance in selected universities in Kenya
Ho3:
There is no significant direct effect of employee political skill on employee performance in selected universities in Kenya
Ho4:
Employee commitment has no mediating effect on the relationship between employee political skills and employee performance in selected universities in Kenya
Ho5:
Organizational citizenship behaviour has no significant moderating effect on the relationship between employee political skills and employee commitment in selected universities in Kenya
Ho6:
Organizational citizenship behaviour has no significant moderating effect on the relationship between employee political skills and employee performance in selected universities in Kenya
Ho7:
Organizational citizenship behaviour has no significant moderating effect on the relationship between employee commitment and employee performance in selected universities in Kenya
Ho8:
Organizational citizenship behaviour has no significant moderating effect on the indirect effect of employee political skills and employee performance via employee commitment in selected universities in Kenya
1.5
Significance of the Study

This study would be of significance by the fact that there has been little or no attention on the study of employee political skills on employee performance in Kenyan universities.  In addition, the study would contribute to more knowledge on effect of employee political skill, employee commitment on employee performance via organizational citizenship behaviour. Thus, this study has contributed to the literature both in terms of theory and practice. 

In addition, by identifying the knowledge and empirically investigating the effect of employee political skills, organizational citizenship behaviour on employee performance in Kenyan universities, this study anticipated that the following individuals, groups and institutions benefit from the study findings;

The first beneficiaries of this study would be the management arms of the various universities by using the outcome of the research to design, deliver and manage its political skills in a way that is relevant to employee performance. This delivers the objective of achieving high levels of employee performance and ultimate success in the business front in terms of profitability, well trained graduates and a good image in the eyes of all stakeholders.

The findings of this study adds to the effort of government regulators in coming up with regulations that govern the operations of Kenyan universities. The study findings add value and become important to the government as it brings into light various policies which are detrimental to universities operations in Kenya and addresses these factors according to the research recommendations. The regulatory agencies and other policy makers can borrow from this study’s recommendations and identify areas that need policy development and/or enhancement in order to improve the reputation of universities in Kenya. 

The study was of great importance to the researcher as she has gained both theoretical and practical experience on the effects of employee political skills, employee commitment and OCB on employee performance in universities in Kenya. To the scholars, this study provides an area for further research which can be used to add value in this area of study and/or for development of theory or practice. It also contributes to the existing literature in the provision of new addition of knowledge gap to previous studies done in the more developed economies in western and Asian countries’ context to the developing economy context.

1.6
Scope of the Study
The study narrowed its research to assessment of effect of employee political skills, employee commitment, organizational citizenship behaviour, on employee performance in selected universities in Kenya. Whereby employee performance adopted items  developed  and validated by (Pradhan et al., 2017)

. Responses were recorded on 5-likert scale, 1=strongly disagree and 5=strongly agree. It had 23 items in all types employee performance they included (Task performance-6 items), (Adaptive performance-7 items) and (Contextual performance-10 items). The study assessed five constructs of employee political skills; proactive personality, social astuteness, networking ability, self-monitoring and interpersonal influence. In terms of OCB four constructs were assessed; altruism, courtesy, civic virtue and sportsmanship. The study was carried out in the top performing universities in Kenya. The unit of analysis were university employees. The study was carried out within three months (from June 2019 to August 2019).
CHAPTER TWO
LITERATURE REVIEW

2.1
Introduction

This chapter furnishes the reader with existing empirical studies carried on effect of employee political skills, employee commitment and organizational citizenship behaviour on employee performance. The chapter entails theories, the conceptual framework and the theoretical framework of the study.
2.2
Study Concepts

2.2.1
Concept of Employee Performance
(Aguinis, 2014)

 the meaning of performance does not pertain to conduct but staff conduct only.Mathis & Jackson, 2011)

, attest that employ performance   is related to constant, quantity and quality of results, reporting at work, effectiveness and efficacy at work. Employee performance is depicted by successful accomplishment of duties as required by the institution or manager, and it is validated by stipulated codes while proficiently and essentially utilizing the wherewithal at hand in a dynamic environment. As attested by (
Employee Performance   is closely related to employee conduct; it is not about job results or revenue created by personnel. Standard employee performance exudes the staff’s general ideal concerning participation and conduct of institutional thrives. (Teclemichael Tessema & Soeters, 2006)

 eight HRM habits influence employee performance, they are, performance evaluation, remuneration, selection practices, grievance procedure, promotion, training and recruitment. Performance is the outcome after undertaking a task. It indicated the expectations of professional responsibility, level of task accomplishment, confidences and institutional rules. Performance is said to be the accomplishment of action’s results with staff proficiency that do work in rare occasions. In addition, performance is believed to be effectiveness which demonstrates in terms of work participation, quantity and quality. Hence, Enhanced levels of efficiency bears an impact on the institutional efficacy positively.Carlson et al., 2006)

 five human resource management habits impact performance. They include training and development, fostering morale, recruitment package, performance appraisal and competitive remuneration. As explained by (Hafiz, 2017)

, states that, employee performance contains three elements which demonstrates employees outshining each other in performance; these indicators include procedural knowledge, declarative knowledge and motivation. According to (
Furthermore, (Dane & Brummel, 2014(Whitmore, 2002)

 describe employee performance as public show linked to proficiency, an execution or an action. Employee performance shows the results of a job in terms of productivity, efficacy and proficiency. Employee performance is the result of   assignments undertaken by an employee in line with institutional ranking )
. (Kinicki & Kreitner, 2006)

 describe employee performance as work’s perception, capability and   drive’s outcome.
In most cases, employee performance is deliberated in terms of results. However, it can be deliberated in terms of conduct Hsu, 2015()
. (Yeh & Hong, 2012(Schraeder & Jordan, 2011)

 research explains that employee performance can be measured against institutional performance codes. Determinants that are utilized are quality, profitability, efficiency, productivity and effectiveness. Profitability is referred to as the capability of an institution to gain revenue over a sustained period. It is represented as the ratio of return on capital )
.
Performance in terms of effectiveness and efficiency means is well described for example,- efficiency is ability of an individual to come up with expected outcomes while utilizing insufficient resources while effectiveness is the ability of an individual to attain the set target Kumar S., 2006()
. Productivity is seen in the level of output and input that involves the methods of turning inputs into services and commodities offered by sector, institution and individual. It analyses the level of output produced by resources. Quality is defined as elements of goods or services that are able to satisfy the requirements suggested or mentioned. As a result of quality of goods and services, an institution offers superior goods and services at a cut rate price.
The administrator of an organisation is entrusted to see to it that the company is at per with its performance levels. In so doing, administration sets the levels of effectiveness. It can be achieved through outlining codes and objectives against the efficacy of an employee. Firms assert that personnel are producing goods or services of superior standards or not, with the aid of performance supervision. The administrative protocols effects the engagement of staff in organisational planning and as such, take part in responsibilities as a result of being motivated by degree of high productivity.
Performance management entails actions that make sure the institutional objectives are attained sufficiently and proficiently. The framework of performance management in a firm is centred on staff performances, procedures, a faculty to generate the good or service etc. that is according to (Kinicki & Kreitner, 2006)

, state that staff performance among contented and pleased employees is altitudinous and administration can encourage the leading performers to attain targets with much ease.Kinicki & Kreitner, 2006)

. Past studies that have been conducted on employee performance illustrated that contented employees are more productive, keep their jobs and are pleased with their work. In addition, (
The publication of (Pradhan et al., 2017)

, as taken up in this research, whose purpose is to categorize employee performance into several kinds is not understated, Based on his work, performance can be  identified as either  contextual, task or adaptive performance as elaborated below
Task Performance
In the words of (Borman et al., 2001(Borman et al., 2001)

, task performance is “the skilful execution of  tasks by  employees in line with their job description; tasks that  serve  the institution’s technical centre either explicitly by enacting a section of its technical procedure, or implicitly by  supplying it with the necessary resources or services” They stand by the ideal that the contribution should be added  as part of  task performance; explicitly (for instance; in line with production staff) or implicitly (for instance;  with regards to directors or personnel). Two core elements of task performance which are officially acknowledged as part of the assignment and facilitate the technical core. Task performance can be explained as the proficiency with which job officials conduct activities that play a part in the institution’s “technical core” either precisely by implementing a section of its practical procedure or implicitly by sourcing it with necessary resources )
. Moreover, another description of task performance is the capacity to satisfy requirements and express proficiency and skill. (Harrison et al., 2006)

, imply that such requirements are explicitly linked with the company’s practical locus attained by carrying out, servicing and sustaining its technical needs.
Based on (Morgan, 2007(Aguinis, 2014)

, task performance can be illustrated as “the successful completion of assignments within an official’s role on the job.” In addition, in the past years, interest has been directed to certain elements of task performance for instance innovation and customer focused behaviour become more critical as institutions insist on customer service )
.
Contextual Performance
Contextual performance entails   staff habits that are not in line with the stipulated   work roles yet continue to support company performance. On the flip side of the coin, (Griffin et al., 2007)

, suggests that adaptive performance as the third element of employee performance relates to the degree to which personnel gets used to adjustments within the work area. As such it is an element of employee performance that expresses accessing and improving expertise in reverberation to various alterations in the company. 
Contextual performance is not a distinguished set of steady habits, According to (Sonnentag & Frese, 2002)

 explained, “Contextual performance is  determined by other independent variables apart from task performance. Capacities and expertise have a tendency of determining task performance while personality and linked aspects tend to determine contextual performance.”Harris, 2003)

 it is a multi-faceted idea, furthermore, (
The Contextual performance in their understanding is an independent performance; it sustains and improves a company’s social community and the cognitive disposition that facilitates practical assignments.  (Schleicher et al., 2019(Ng et al., 2005)

 explain that contextual performance (extra-role) entails activities that may not bear an explicit relation with assignments nonetheless they still play a crucial role in the productivity of a firm in addition to being a critical element of work performance. In simpler terms, if staff utilizes technical expertise and know-how to generate commodities and services, completes a particular assignments that is in line with the actual objectives of a firm, the staff participates in task performance Johari & Yahya, 2009

, & )
. In addition, the contextual performance is a term meant to explain actions that employees carry out despite   not being their official job description. They include  assisting  workmates out of  free will,  exercising  drive to successful accomplish assignments as well as working overtime to  clear duties.
Adaptive Performance
Adaptive performance as the most recent left out element of work performance has attracted particular interest. According to (Pulakos et al., 2000)

.Pulakos et al., 2000)

, he employed the expression “Proficiency of integrating new learning experiences” An extensive literature review and factor assessment has been carried out by (Pulakos et al.,2000)

 alluded to ‘Adaptive Performance” and “Role flexibility”.  Based on a citation by (Pulakos et al,. 2000)

, expressed interest in the volatile intricacies of the surrounding and elaborated   yet another approach to work performance. The value of the premise “Adaptive performance” was expressed. Various scholars have tried to rename adaptive performance, for instance (Naami et al., 2014)

 an enhancement of the proficiency productivity and efficiency is closely linked to performance at the work place. Like other institutional ideals, job performance contains unique models and facets at first glance. In a conventional perspective, performance at work is referred to as a set of roles and responsibilities. (
The adaptive performance is a new facet of the distinct working performance publication Koopmans et al., 2011()
. Some writers have discovered determinants and generated estimates. This element exudes innovative   solution to the upcoming challenges; maintain job proficiency and know-how to the present day. (Rival (2008)

 claims that performance is an outcome of the rate at which staff successfully  accomplish duties vis a vie prospects such as work codes,  goals, targets as well as objectives above category  stipulated and unanimously  accepted.Rotundo & Sackett, 2002)

, state that incompetent job habit is an activity that compromises the welfare of the company. 
2.2.2
Concept of Employee Commitment

Commitment is often elaborated uniquely depending on the view point from which the idea is assessed. Ideals of approaches include marriage, professional associations, strategic circles, institutions and social interactions Andrésen et al., 2012(; Roxenhall, 2011)
. Two ideals; strategic circles and professional association denote that the   dedicated players view a linkage to be worth fostering to ensure the relationships perpetual life. Commitment has been described in a more general way as a sustainable intent to maintain a relationship which is regarded fundamental. According to (Klein et al., 2012)

, claim that commitment reveals the importance of an association between parties involved and their intent on continuing with the association in the future. On the other hand, if staff members perceive indifference then, their drive to keep on working for the company wastes away.Schweizer & Patzelt, 2012)

, his research describes employee commitment as the staff judgement to remain in a company despite the institutional environment or the adjustments within. (
Institutions hold commitment among staff in high regard since it is ordinarily believed to dissipate, withdrawal practises such as absenteeism, arriving late and turnover. As such there is not any uncertainty that such principles seem to bear grave repercussions on the general performance. (Hunter et al. 2013)

, implied that staff with the perception of staff commitment lack the tendency to participate in withdrawal habit and are more inclined to consent to adjustments.
Employee commitments has grown into a widely-adopted work perceptions investigated by scholars and experts. (Tumwesigye 2010)

 observed that one of the explanations to why commitment has intrigued experts is that firms rely on committed personnel to generate and sustain competitive advantage and attain enhanced performance.
Akintayo 2010

, & 
A vast majority of companies are aware that performance of their employees plays a huge part in establishing the company’s prosperity Chang and Lee, 2007()
. It is as such critical for directors and supervisors to identify ways to encourage best performance from their staff.

(Jaros, 2007)

, illustrated a three-component model of commitment; Normative, Affective and Continuance (as illustrated earlier). He explained, Affective Commitment is based on the extent to which persons “want” to stick in the company. Continuance Commitment is an understanding of the consequences of exiting the company. Normative Commitment expresses a sense of responsibility to keep on working in the organization. Employees holding a heightened degree of normative commitment feel the need to retain employment within the firm.
Concept of Affective Commitment

The affective element is definitively linked to the ideals of common principles, benevolence, trust and associations. Affective commitment comes about when the committed individual holds feeling for, relates with and bears a cognitive attachment to their partner Bansal et al., 2004(; Fullerton, 2005)
. In marketing publications the affective element is positively linked to the notion of loyalty. The committed worker fails to accurately perceive the economic and rational benefits of the association and doubts its value through financial computation. Nonetheless, it seems correct to participate in the association. The party with an unwavering affective commitment wants, for fervent reasons to maintain the association in question. 
Based on (Meyer et al., 2002(Gilliland & Bello, 2002)

 for an affective commitment to come to being, trust among the partners is necessary and the committed employee is expected to be contented with the association itself. Very powerful links have been realised for instance in institutional studies between the workplace experience and affective element )
. Trust has been discovered to bear a powerful impact on growth of affective commitment. (Bansal et al., 2004)

 attest that positive experience and trust have been identified to be crucial when it comes to customer relations, Hence in the university setting; affective commitment is seen more among the students who are the main clients in the institution.  

Further, in the above literature, the terminology commitment bears an affective attitude of the staff towards the company. Employees that have affective commitment carry on with the company because it is their wish. (Martin et al., 2000)

, describes affective approach as the relative strength of an individual’s identification with and involvement in a particular organization. 
Martin et al., 2000)

, illustrates cohesion commitment as the affinity of a person’s found of affection and emotion to the group. (
Employee commitment particularly affective commitment has been widely researched on in the institutional environment. Past analyses have related affective commitment to its history that is observed institutional support, staff capacity building and costs such as low performance, absenteeism and turnover. For example, company support is definitively linked to affective commitment hence improved organization performance Aube et al., 2007()
. 

With regards to the association between affective commitment and performance, workers with superior degree of institutional commitment are speculated to yield better outcomes as studied by (Hunter & Thatcher, 2007)
. Even so, there are inconclusive outcomes which this study endeavours to investigate. Various researches have showed that affective commitment has been affirmatively linked to performance Luchak & Gellatly, 2007()
. On the other hand a research on the nurses in Belgium revealed no impact of affective commitment on work effectiveness. A research in twelve fast food hotels was carried out by (Vandenberghe et al., 2007(Vandenberghe et al. 2007)

. Despite various analyses testing the association between affective commitment and job performance, very few employed quality of service as a determinant of work effectiveness Vandenberghe et al. 2004)

 and (; Vandenberghe et al., 2004)
.
Concept of Continuance commitment 

According to (Brown et al., 2011)

, increased levels of continuance commitment to a firm  enhances  work job commitment among staff, work productivity, sales as well as  altitudinous staff commitment reduces staff intention to take off,  turnover and absenteeism.Nguyen et al., 2014)

, elaborated in detail the crucial part continuance commitment plays in workers stability and improved customer attendance in turn raising commercial productivity. As attested by (Akintayo, 2010)

 continuance commitment is psychological and takes place when there is revenue linked with sustained engagement and a consequence linked with taking off. Continuance commitment can be categorized into individual sacrifice linked with taking off, huge sacrifice commitment and low option commitment. 
Concept of Normative Commitment 

 As attested by (Allen & Meyer, 1996)

.Normative commitment grows on the occurrences affected by, for instance, experiences within a home set up, parents  emphasize on loyalty at the work place or cultural experiences where changing work is  discouraged. Normative commitment can rise as a result of perceptions that the staff hold that directors provide more than they can offer.
The normative component grows as persons’ view of their moral duty to stay in an institution regardless of the status, enhancement or satisfaction given to the individual over a sustained period. Therefore normative commitment is viewed as an outcome of  being on the receiving end of rewards which in turn promotes the sense of reciprocating as well as / or consent to the terms of a cognitive binding. Normative commitment leans on the worker’s obligatory feeling towards administration; individuals remain since they feel obliged to do so Ahmadi & Avajian, 2011(
., Brown et al. 2011)

, contends that employee commitment and loyalty are positively related with a higher degree of performance at work.
2.2.3
Concept of Employee Political Skills

 As attested by (Ferris et al., 2005)

, employee political skills have been described as the capacity to successfully comprehend the rest at the work place, as well as putting this know how to use in impacting the rest to behave in ways that improve individual as well as firm rationales. Therefore, politically apt persons put together social intelligence and their ability to cope with dynamic situational requirements in a way that seems to be genuine, stimulates trust and support and sufficiently impacts and regulates the reaction of others. Political  skills, therefore is based on proficiencies that are revealed  in job related scenarios, which  shines light on situation volatility as well as  attitudinal  determinants. On the other hand, the variance due to attitudes is stronger; the variance due to situations can be influenced. 
Political skills can assist in counteracting responses to job stressors. (Ferris et al., 2005)

, implies that individuals with superior political proficiency are less likely to find surrounding pressures as terrifying.
Ferris et al., 2005)

,  asserts that persons with elevated political skills portray a subtle self-belief due to  feelings of control in addition to their personal sense of safety which allows them to keep up balance and outlook. (Perrewé et al.,2005)

, contend so whereas (Perrewé et al., 2004

 & 
Individuals with weak political skills are more inclined to capitalise on institutional response practices for instance coming back or engaging in defamatory behaviour given their inferior understanding in making use of alternative influence techniques for instance being civil. (Treadway et al., 2007)

, realised that managers who perceived staff with superior political skills employing persuasive techniques and found it to be a sincere attempt while those who have low political skills using persuasive techniques as an outright attempt to coerce for self-serving intentions and thus have fewer odds at attaining their objectives.Harrell-Cook et al. 1999)

, discovered that those well versed with political skills employ tactics such as flattery to attain their objectives, which in this instance would be to ensure just treatment. Indeed (
Employee politics was incorporated into management publications thirty years ago. (
Vigoda-Gadot, 2007)

, contend that the importance of institutional politics for the public and private industries has been affirmed by a vast amount on studies carried out worldwide regarding its linkages and results.  In the past few years, studies on institutional politics at the job has been centred on the paradigms of political skills Ferris & Treadway 2012

, & 
(Blickle et al., 2012; Ferris & Treadway, 2012; Silvester, 2008)
, in a short description cites that political skills can be viewed as a complex sequence of social astuteness, with psychological, affective and practise revelations.
Illustrations of such demonstrations summarized by political skills are motivating others, observing the rest’s non-verbal cues and interacting with others. Granted the sponsored-mobility ideals of career take off, workers proficiency and capacity are of greatly fundamental in career projection. The workers who have the capability of generating impressive responses early on their superiors attract more interest, good career support as well as gaining advantageous treatment within the company; this sets them up on a fast path of career development towards thriving.
When the repercussions of political skills are examined, they usually are categorized as unbiased determinants of prosperity in career. In studying career-linked results, network expanding, influence on others and   social astuteness denoted career job commitment. In an analysis of the linkage between network potential & guidance, (Baron & Markman, 2000)

 contend that, confederations, affiliations and networking capacity have been said to be linked to businessmen thriving.Blickle et al., 2009)

 particularly researched self-instituted coaching, networking capacity and grooming received. Higher job commitment within career was linked with the capacity to interact. When put together, these researches deduce that coaching is a crucial determinant of networking capacity and that networking capabilities speculate unbiased career thrive, at least in entry level careers. In addition (
(Ng et al., 2005(Blickle et al., 2010)

, conducted an analysis of the political skills of German work ambassadors as well as its probability of their culmination in career. This analysis estimated these works ambassadors political skills and established that is essentially played a role in the eminence of their careers (for instance. a case  of  analysing career based on  triumph in elections), when age, sex and fraternity affiliation are regulated. The concept of career eminence has in several instances been widely studied for an extended period of time and discovered to be influenced by conventional elements such as, job linked skills and individual performance record, in addition to political techniques, proficiencies in social skills and networking capacities )
.
It seemed fitting then, to analyse the part played by political skills in career eminence and commitment. When viewed from the outlook of institutional politics, careers can be referred to as political campaigns, (Higgins et al., 2003Bolino & Turnley, 2003)

, self-promotion (Treadway et al., 2010)

, impression management, (Inkson, 2004)

, entailing searching for contacts, expanding networks, ()
 and use of influence techniques. As such career eminence is  essentially dependent on personal skills like  political skills by (Blickle et al., 2010)
, that allow for the successful sustenance of  good impressions across different work set ups, more so for pictures that  contribute to the examination of performance and  career prospects. In addition, given that politically apt persons are more likely to effectively attain the career objectives they wish, they are more probable to achieve satiety with their careers. 
(Byrne, 2005Valle & Witt, 2001)

, stated that, Organizational politics can assume both positive and negative meaning. Institutional performance is negatively impacted by the outlook of politics as viewed by (Vigoda-Gadot et al., 2003)

, proclaimed  that outlook on politics more often than not views about the degree of sovereignty and authority employed by other institutional members to achieve benefits and protect their interests in situations of conflict. ()
. According to (Ferris et al., 2000)

, statement concerning perception of institutional politics  entails a personal assignation to habits of self-serving causes and is defined as an individual’s bias assessment of the degree to which the job surrounding is represented by fellow staff and managers who portray such self-benefiting habits.
2.2.4
Concept of Organizational Citizenship Behaviour
Organizational citizenship behaviour (OCB) has garnered much academic attention since its origin. It is viewed as a tangible entity; OCB is not in many cases officially accepted or known, in addition ideals like “helping” or “friendliness” are also hard to measure. However OCB has been portrayed to bear a significant definitive influence at the institutional level, improving firm performance from 18 to 38% across different dimensions of measurement, (Podsakoff et al., 2009)
.
Organizational citizenship behaviour (OCB) has gone through intricate translational modifications since the term was generated during the late 1980s, however the concepts has not deviated from its core. OCB denotes actions taken by workers, instinctively out of free will, which mostly exceeds their stipulated contractual obligations. In other words, it is discretionary. OCB may not always be directly and formally recognized or rewarded by the company, through salary raised or advances for instance, although OCB may be manifested in positive reviews from managers and fellow staff, or great performance evaluations. In this way it can affect future reward gain indirectly (Ehrhart, 2004)
.
OCB has perpetually become one of the most thorough   study topics for experts and scholars within the job environment. As more establishments work on ideas of enhancing worker  complete  participation,  the  more  relevant  it  becomes  to  know  what  how  to  make   the employee a civic member of the institution. (Jahangir et al., 2004)
, elaborate organizational citizenship behaviour (OCB) as a worker’s consent to continue carrying out duties past their job scope which will indirectly increase the organization performance.

Dennis  Organ  who  coined  the  term  “Organizational  Citizenship  Behaviour”  (OCB)  defined  it as individual habit that is not acknowledged by the official reward scheme, and that encourages the efficient operation of the establishment, (Organ, 1997). In line with (Sun et al., 2007 (Khalid et al., 2009)

, understanding, OCB is an extra-role practice that is any practise beyond institutional requirements.  rather  its  practice  depends  solely  on  the  consent  of employee as a consequence of the organizational internal environment. The employee’s behaviour roots in his job devotion on the belief that his discretionary behaviour will be helpful to the growth of the institution  as studied by)
. As such, he makes further trials at enhancement and development of the establishment, (Cardona et al., 2004)
. Though not officially compensated for by companies, it can bear various significant advantages for the establishment and play a card in gaining competitive edge, (Hackett et al., 2003)
.

 It would then be crucial that administrators and staff be nudged to boost their staff voluntary endeavours in establishments, on the presumption that such tendencies generate a conducive work surrounding,  supports the company’s vision  and encourages enhanced  job results 
 ADDIN EN.CITE 
(LePine et al., 2002; Organ et al., 2005; Vigoda-Gadot, 2007)
. According to (Brough & O'Driscoll, 2010Ahmad & Omar, 2010)

, OCB is described as job linked practices that are arbitrary, not associated with the official company remuneration system, in addition on average, boost the efficient operation of the company. Furthermore, OCB stretches past the determinants of performance as expected by the company in an official staff outline. It also depicts the activities taken up by staff that extend the minimum responsibility demands as required by the organization and promote the welfare of co-workers, work groups, and/or the organization, ()
. 

 OCBI refers to the practices that give direct advantage to particular individuals within an establishment and as such, implicitly play a part in attaining institutional success as suggested by (Lee & Allen, 2002)
. (Baker, 2005)

, defined it as practices that merit the company as a whole. These practices include communicating before on issues of absenteeism form job or unofficial conformity to standards created to foster order.
Podsakoff et al., 2000)

, cited this institutional conformity as it entails an internalization of a company's rules and policies. Furthermore, (Podsakoff et al., 2000)

, certifies this facet as aiding behaviour and defined it as voluntarily helping others with work-related problems. The second facet of OCB entails practices that bear advantages to the institution through activities that are not directly aimed at any staff members, for instance, sticking to unofficial codes, free will participation in committees. (
Arguing very concisely, (Peelle III, 2007Coyle-Shapiro et al., 2004)

, reveals that OCB can be a crucial aspect for an institution or a team to thrive, since all commercial endeavours needed for a company to be effective cannot be speculated and mentioned in job roles. Another critical assertion, especially in ()
 founding work on OCB, is  that these behaviours are often inspired internally, originating from and  maintained by a person’s natural  desire for a sense of achievement, competence, belonging or affiliation.  

The dimensions of OCB includes Conscientiousness as discussed byOrgan, 1997 (
 & Emami et al., 2012)
, Civic Virtue, Courtesy, Sportsmanship and Altruism are discussed by (Polat, 2009)
. (Pare et al., 2000)

, justifies habits such as assisting a co-worker who has been away for some time, assisting  teammates with  endless tasks to complete, exercising consciousness regarding the impact one’s behaviour bears on the work of your teammates, and  offering assistance and reinforcement to new staff members depict  explicit signs of a worker’s interest  for their  working environment. Socially guided principles that stress the community concept rather than a personal tend to inspire altruistic behaviours benefiting the group.
Redman & Snape, 2005)

 ‘Altruism’ is related to extending beyond official roles to assist the rest that the person encounters. Altruism is  regarded  a crucial  fundamental of Organisational Citizenship Behaviour (OCB),  the reason for this being as (Todd 2003)

, discovered that Altruism, for example, in most cases is deciphered to portray the employee’s initiative to assist a workmate, it is also defined and described as the benevolence of a worker towards the institution. In addition, according to (
 Altruism and consideration may grow as an intricate result of interactive experiences and unity, according to (Vieten et al., 2006)
. Altruism or assisting teammate’s makes the job network more effective since one employee can make use of his/her free time to help the other on a pressing assignment as detailed byYen & Neihoff, 2004 ()
. Moreover (Redman & Snape, 2005)

, declared ‘altruism’ as  involving helping specific individuals in relation to organizational tasks.

The altruistic person can attain benefit from the other individual’s benefit (by encouraging them with their benevolent attribute) Wu, 2001according to ()
. While (Yen & Neihoff, 2004 as viewed by(Brennan & Skarlicki, 2004)

. Altruism encourages teamwork and cooperation, allowing employees to increase the pool of available knowledge Yorges, 1999)

. The estimate of altruism can be likened to citizenship behaviour aimed at one’s co-workers (culminating in the benefit of the organization) as established by (Allen & Rush, 2001)

, claim that, a wide array of social cognitive studies show that there are gender disparities when it comes to promoting the practise of helping hand and altruism. Parties that are given the go head to operate personally (i.e. failed to observe cluster boundaries) were more apt to take up altruism and courteous practices as attested by ()
.   

Sportsmanship is the practice of fostering a positive outlook when issues fail to fall into place as expected. According to (Sun et al., 2007)

, actions such as assisting a co-worker who has been away from work, assisting others with  a bulk of assignments,  exercising consciousness regarding   the impact one’s tendencies has on others’ work, and  offering assistance and reinforcement to new staff undoubtedly portray signs  of  an  employee’s  interest  for  its  work  environment.

As attested by (Redman & Snape, 2005 as suggested by (Yen & Neihoff, 2004)

, conscientiousness entails undertaking one’s roles   past the least expectations. It epitomizes the institutions-individual’s practice that surpasses the norm. The aspects contributing to conscientious practice entail, sticking to regulations, adhering to timely breaks, being punctual and effectiveness at work )
. (Konovsky & Organ, 1996)

, found in their study that, conscientiousness was significantly inter-related to all types (facets) of OCB. 

According to (Redman & Snape, 2005Yen & Neihoff, 2004)

, more conscientious employees will stay informed with up-to-date information concerning goods and serviced provided. Personal drive, which suggests creativity, innovation attains new expertise to enhance individual performance of the roles within the company. ‘Conscientiousness’ denotes arbitrary practices that surpass the normal expectations of the job in terms of obeying work rules, attendance and job performance in accordance to ()
. 

In other words, conscientiousness means the thorough adherence to organizational rules and procedures, even when no one is observing. It is thought to be the consciousness that an individual never unlearns to be part and parcel of a network, (Organization). Conscientiousness and transparency are all greater indicators of adjudication performance when flexibility is called for instead of judgement performance before unexpected adjustments LePine et al., 2002as reviewed by ()
. According to an analysis carried out by (Yen & Neihoff, 2004Konovsky & Organ, 1996)

, conscientiousness was relevantly linked to all five kinds of OCB. Furthermore, Conscientiousness was relevant to generalized compliance as well as Civic Virtue, (two of the determinants of Organizational Citizenship Behaviour. A majority of conscientious employees will stay informed with up-to date knowledge about products or services offered as argued by, ()
. High conscientious individuals, in contrast, persisted longer than individual slower in conscientiousness whether or not there was an additional benefit and whether or not they varied the procedure while performing as discussed by, (Yeo & Neal, 2008)
. 

Conscientiousness, with its emphasis on responsibility and dedication, is likely to underlie the first motive for interpersonal assistance- taking the step to participate in practices that support the establishment- conscientiousness can be portrayed in several ways in companies and most precisely, in line with work performance as authored by (King et al., 2005)
. (King et al., 2005Roberts et al., 2005)

, contend that conscientiousness influence significant job results. In theory, conscientiousness may be a significant indicator of practices within the job set up since it provides the direction and organisation that are needed to achieve targeted practices as contended by ()
. Superior principles are linked with conscientiousness at a higher level when brought together, as said by (Yorges, 1999)
. Conscientiousness computed for distinct variance in citizenship aimed at the institution as researched by (Ullah Bukhari, 2009)

, Supervisory evaluations of performance were found to be determined by Altruism and Conscientiousness as well as by objective job performance.
Ladd & Henry, 2000)

. (
Civic virtue is depicted by staff involvement in the formal life of an institution and taking up additional roles. According to (Valsania et al., 2012Redman & Snape, 2005)

, civic virtue is practices that show an accountable concern for the picture and welfare of the institution. Employee behaviour to engage in process of improvement that allows them to better perform their job is called Self-development as agued by, ()
. 

It is a habit brought into light by participating in the non-formal operations of the company, which may not be obligatory or required but contribute to the social togetherness within the institution. Based on (Redman & Snape, 2005Borman et al., 2001)

, civic virtue refers to engaging oneself accountably in and expressing care about the firm’s life. ‘Civic Virtue’ denotes practices that demonstrate a responsible concern for the image and wellbeing of the organization, following ()
 argument. (Borman et al., 2001)

, defines civic virtue as responsibly involving oneself in and being concerned about the life of the company.

Civic virtue is practice showing that an employee responsibly engages in and expresses care for the company’s perpetual existence (denoted by initiative of showing up at meetings). In the words of (Baker, 2005)

 civic virtue is accountable, resourceful engagement in the leadership procedures of the firm. As mentioned before, Conscientiousness was (is) strongly linked to Generalized Compliance and to Civic.
Todd, 2003,

 & 
There was (is) an impact of fairness for only a single form of OCB (Civic Virtue), as found by (Coole, 2003Yen & Neihoff, 2004)

, exercising civic virtue would include staff tabling ideas for cost reduction and resource maximisation, which explicitly impacts the operating efficiency basing on (Redman & Snape, 2005)

, the civic virtue is positively predicted by dedication to clients and teammates (as such leading to the practice, befitting the institution) with proof of part mitigation by international commitment. Based on (Bachrach & Jex, 2000)

. As per ()
 view.

However, (Yen & Neihoff, 2004as argued by (Todd, 2003)

 contends that, it is worth heeding that some various types of OCBs for instance aiding tendencies as well as civic virtue seem to influence specific estimates of organizational performance in their unique ways. Civic virtue is more apt to engage an intentional contribution (in OCB) by employees in contrast to other facets as per (Jacqueline et al., 2004) argument. When workers identify strongly with the organization (i.e., high civic virtue), one would expect them to exert extra effort to improve their productivity, resulting in improved efficiency )
.

Hence, (Coyle-Shapiro et al., 2004Hackett et al., 2003)

, describes courtesy as the discretionary behaviour by an employee aimed at preventing job-involved issues with the rest from taking place. Sportsmanship takes on a value to the institution-man’s feelings of commitment and is explained as the disposition to entertain less than normal situation without raising an issue or avoiding actions like complaining and petty grievances suggested by ()
. 

For organization, employees who engage in more examples of organizational citizenship behaviour, subject to sportsmanship and allegiance to the company, are valued since they are centred on perpetual plans rather than the short-term following discussion by (Krastev & Stanoeva, 2013)
. OCB is a group of tendencies that bear advantage to an institution and person within it. The rationale among researchers is that as more employees engage in OCB, the organization becomes more successful as per (Yen & Neihoff, 2004)
 argument, therefore increasing productivity of the organization.

2.3
Theoretical Framework
2.3.1
Social Influence Theory

The main focus of social influence  theory, as (Kelman, 1958)

, social influence caused adjustments in perception and behaviour and these adjustments may take place at different stages. Therefore, it is the most applicable theory because all the variables under the study entail personal behaviour influencing others through individual characteristics and behaviour specifically; OCB, commitment and political skill Kelman, 1958)

 implies, is that a person’s perception, norms and  actions thereof are  determined by significant others in three procedures; compliance, internalization and identification. According to (
Social influence theory as argued by (Levy & Collins, 1998)

, implies that persons with proficiency in taking part in impression regulatory practices are more apt to thrive in their impression management attempts as compared to those with little expertise. Social influence theory implies that personal attributes of the influencer may bear a crucial impact on the effectiveness of impression management techniques.

Social influence theory as detailed by (Levy & Collins, 1998)

, pushes us to conclude that political skills is yet another crucial personal attribute that will exude a solid impact on the efficacy of impression management tactics. Political skills impart individuals with the capacity to comprehend others and utilise that know how to successfully affect scenarios.  With regards to impression management, it is likely that persons with superior political skills will attain more affirmative pictures when handling impressions as compared to those with inferior political skills.

Incorporating the concepts brought forward, they provide two objectives for our research. First, we broaden the impression management study by analysing the pictures that managers hold of workers on the basis of five impression management practices (self-promotion intimidation, supplication, exemplification and ingratiation) in the same analysis. Number two; we assess political skills as a predictor of a number of variables to establish whether it improves the impact of impression management techniques.

Social influence theory is  crucial to this study in that it implies political skills may  take up the role of several impression management techniques and job results to the point of acting as  a method of identifying the genuine (superior politically skills) from those who appear deceitful (inferior political skills; Levy & Collins, 1998as per ()
. The philosophy will be employed in elaborating how political skills is another crucial personal variable that will portray a  solid effect on the efficacy of impression management tactics and may lead to enhanced team performance. Social influence theory supports all variables under this study because each variable entails personal behaviour influencing others through individual character and behaviour e.g. OCB, commitment and political skill towards performance.
2.3.2
Social Exchange Theory

(Hatfield et al., 1978Mauss & Cunnison, 1954)

, these ideals have  evolved significantly through the years. Past social exchange theory studies were centred on the part played by material self-regard in the formulation of objective viewpoints for instance, (Gouldner, 1960

, Cropanzano et al., 1997)

, posit that social exchange theory is a general terminology that coins a community of linked conceptual frameworks. Since social exchange theory has a vast background story, kicking off with the work by (; Walster & Walster)
. Using the publication by (Masterson, 2001Blau, 1964)

, as a foundation, many experts have claimed that staff create relations at the job area and these associations can be divided into two wide classes; social and economic as suggested by (; Podsakoff et al., 2000)
.

The philosophy of social exchange is usually employed to assess certain attributes of staff reciprocity including OCB as stated by (Hopkins, 2002)
. This philosophy suggests that there are exchanges in acts of goodwill between staff and the institution as is between subordinates and their superintendents when a certain act calls for a return of the same energy, (Hopkins, 2002)
. The duty brought about the nature of reciprocity may change with the status of the individuals within a community, (Fassin, 2012)
. Essential to both social exchange and reciprocity is the idea that persons are linked through mutual reliance. This attachment is a feature of the association between the institution and its staff.

The social exchange theory and the custom of reciprocity describe the metaphor of sustaining the balance of social exchange between workers and the firm. Some scientists have implied that OCB falls into criteria. The first entails practices that explicitly influence the equilibrium of social exchange between staff and the firm, that is, OCB aimed at the organisation (OCBO). The second criteria consist of practises that bear an implicit impact and are tailored for individuals (OCBI) as per (Lee & Allen, 2002)
. 

Based on a research conducted by (Lee & Allen, 2002)

 where they deliberated this position by implying that since OCB is an intentional trial at sustaining the equilibrium in a social exchange between staff and the institution, it is logical to claim that this practice is precisely meant to promote the institution. As such, OCBO is more apt to be a direct function of staff perception regarding the conditions of their job. On the contrary, OCBI, chiefly tackles and pays attention to the individual at the work station. Though it seems to only bear precise consequences, OCBI aids in sustaining a state of equilibrium within the institution, nurturing staff activities. In this way, the present research aims to incorporate the publications on social exchange theory by suggesting that OCBs conciliate the association between political skills and essential work results for instance employee performance. 

2.3.3
Organizational Support Theory

This research is based on the organisational support theory by (Eisenberger et al., 1986)

 which appears to shed light on employee fervent attachment to their institutions. Studies on Perceived Organization Support are founded on the reciprocity custom of administrators expressing regard for staff commitment to the company and the staff being centred on the institution’s commitment to them.

Employees have an expectation of gaining socio-emotional capital, like caring, respect and tangible advantages for instances rewards and medical cover from the company. Analysts have discovered a solid linkage between POS and EC Ahmad & Yekta, 2010


 for example, ( ADDIN EN.CITE ; Beheshtifar & Herat, 2013; Donald et al., 2016; Hakkak et al., 2014; Paulin, 2014; Rhoades et al., 2001)
. POS and EC are also known to bear similar attitudes and repercussions as authored by (Rhoades et al., 2001)
.  
A systematic review of studies on POS by (Rhoades & Eisenberger, 2002)

, discovered three basic criteria of auspicious treatment that staff gets (job conditions, supervisors support and fairness of treatment). While these have a definitive link to POS, POS is also related to results encouraged by employees (for example enhanced job commitment, favourable moods and less pressure) and the company (for instance, heightened EC and performance and low turnover)

Interactive results of POS would as such, entail increases in responsibilities and extra-duty performance and reduction in stress as well as withdrawal practices like turnover and absenteeism. With regards to performance proceed speculations, (Eisenberger et al., 1990)

, implied that POS would demonstrate the institution’s intent to identify and repay staff efforts to see to the company’s success. In a similar way, they also revealed a positive linkage between POS and performance rewards expectancies. Essentially the relationship between EC and POS bears solid statistical backing and eventually causes a reduction in employee withdrawal behaviours in addition to increased extra-role behaviour

2.4
Empirical Literature Review

2.4.1
Proactive Personality and Employee performance
According to (Ashforth & Mael, 1989)

, citation, he suggested that having proactive tendencies  entails, establishing new issues, coming up with new solutions and providing active guidance through an undetermined future. At its best, proactive tendency denote huge goals, innovative thinking, and the resources to facilitate that which seems unattainable. It amends the past and forms the future. It creates new industries, changes the rules of competition, or changes the world. 

People with high proactive persona tend to be relatively unhinged by situational forces and have a huge impact on adjusting the surrounding. In addition they cite prospects and express will to generate significant developments within their surroundings. Such capacities have an impact on Employee performance as a variable, where employees relate with a firm, engage in it, strive to attain its objective and feel strongly attached to it, (Thompson et al., 2004)
. It may be assumed that if employees engage in opportunities to change their environments for personal and organizational benefits, it could influence their perceived attachment to the organization, because it would be a positive work experience.

In their study among 165 employees and their supervisors (Seibert et al., 1999)

, employed a two-year longitudinal model with information from a representation of 180 full-time employees and their superintendents. Among other aspects, they discovered that Time 1 proactive persona was positively related to Time 2 innovation and career initiative.
Greguras & Diefendorff, 2010)

, showed that proactive persona indicated in-role performance and organisational citizenship behaviours (such as altruism, sportsmanship and courtesy), through the satisfaction of needs. (
Proactive personality has been related to extrinsic job-related outcomes such as employee performance which leads to extrinsic career success, or actual advancements in salary and position, (Seibert et al., 1999)
. In an effort to assess the category validity of the Proactive Personality Scale, they discovered that proactive personality accounted for 8 % of the variance in unbiased estimates of employee performance as in the case of real estate dealers.  Furthermore, proactive personality has been linked with other non-bias estimates for instance remuneration and promotion, (Seibert et al., 1999)
. Proactive personality was also discovered to be fundamentally linked to bias performance reviews by direct managers in different surroundings, (Thompson et al., 2004)
 as they tend to set high standards, and harness all available resources into achieving those standards.

(Bowling et al., 2005)

, argued that proactive persons actively initiate development within their surroundings, while less proactive individuals take up a more reactive outlook towards their work. As such, proactive personality make intentional trials to stir up development in their surroundings, and  is essential in today’s institutions depicted by fast changes and reduced supervision due to the great levels of performance  created. 

Proactive personality leads people to a specific degree of effectiveness as suggested by (Bowling et al., 2005)
. As a matter of fact, two significant analyses discovered that proactive personalities, which happen to influence job satiety, may be responsible for up to 30% of the variance in employee performance. Proactive personality may have a precise effect on employee commitment and may impact the way in which employees view their work which in turn influences the results of the firm according to (Bowling et al., 2005)
. Proactive personality wills most likely influence job commitment as proactive individuals will be more satisfied with their jobs because they will remove obstacles preventing satisfaction hence performance, (Erdogan & Bauer, 2005)
.

(Crant, 2000Meyer et al., 2002)

, also found that proactive personality is related to turnover i.e. it was found that proactive personality was linked to an employees will to remain in the firm. In an effort to decipher the fundamentals of institutional commitment, scholars have realized that not only company attributes but also personal trails such as proactive personality determine organizational commitment. Proactive staff is not docile recipients of situational forces on their tendencies. Instead, they can purposely and directly change their current circumstances according to ()
. They take initiatives and hence it is anticipated that if such individuals are committed to the organization they would intend to remain with the organization and hence continue to perform highly.

According to (Weiss & Cropanzano, 1996)

, they proposed a framework to explain the structure, causes, and consequences of affective experiences at work. They labelled their framework the affective events theory (AET) and centred their attention on occurrences at the work place as close caused of affective responses. They suggested that elements of the work surroundings put up a framework where specific active events are more or less apt to occur. Affective experiences at work result in repercussions that are both dispositional. Job dispositions are impacted by affective occurrences, which in turn affect cognitive decision making practices. Although there is a vast pool of studies on how situational forces, work   environments and job aspects impact the work place setting that could impact affective experience of work, they know less about the possible sources of affect, especially those factors relating to personality traits that eventually affect employee performance.

Proactive individuals due to their innate abilities to mould work situations in their favour owing to their problem solving expertise, create situations that are fundamental to working towards achieving their personal objectives. Proactive individuals have been portrayed to participate actively in observing the surroundings, staying vigilant and implementing practices that aim at attaining target results. Proactive individuals actively source for new knowledge and techniques in a bid to enhance their performance as perCrant, 2000 ()
 discussion. These features are suggestive of the capabilities proactive people have to mould their work situation and environment in the way they want.

Proactive individuals tend to actively engage in updating their knowledge and skills and identifying new work processes. Through displaying initiative and surpassing normal occupational expectations, proactive individuals are speculated to exhibit high levels of job commitment at work. Furthermore, proactive people are more apt to prospects and pursue them by surpassing normal occupation expectations hence gaining more commitment in their work which leads to better performance according to (Seibert et al., 2001)
. 

Further, proactive people as attested by (Matzler & Renzl, 2007(Erdogan & Bauer, 2005)

, are more contented with their job since they eliminate setbacks to attaining satisfaction. Both philosophical and  scientific work declare that increased levels of commitment  elucidated  as the extent to which employees are committed to their jobs, are associated with higher levels of proactive personality ; Meyer et al., 2002)
. Studies show that proactive individuals are purported to select, create, and influence work situations that increase the likelihood of career success Seibert et al., 2001 as per ()
. Not only are proactive individuals
With the inclination to volunteer to enhancing growth at the work station, as is in for their careers too. Career initiative entails an array of activities such as career planning expertise, consultation with others and development, (Seibert et al., 2001)
. Further, (De Vos & Soens, 2008according to (Major et al. 2006)

, heightened inspiration to get educated and as such are expected to be actively participating in endeavours that support their career goals. Findings demonstrate that people think in a more active way when it comes to their career goals and who have a stronger insight in what they want to attain during their career, report a higher level of career satisfaction because of commitment towards performing Thompson et al., 2004)

, contend that proactive people are perceived to have a bigger desire for success and according to ()
.

2.4.2
Social Astuteness and Employee performance

Employee Political skills can be conceived as a personal resource Hochwarter et al., 2006as per ()
, letting employees attain objectives by proficiently banking on individual and communal assets; it is an individual resource that ensures the safety of public resources. When met with stressors, politically skilled individuals  do not feel the impact  as strongly as the less politically skilled  staff, (Perrewé et al., 2004)
, hypothetically , as a result of the former’s feeling of  being security and mastery over the social setting Ferris et al., 2007aaccording to (; Perrewé et al., 2000)
.  Social astuteness by (Ferris et al.,  2005, 2007), those with high political skills are more apt to as compared to the less politically skilled employees to understand the social implications of resource expenditures, discern the present and potential value of social resources, and understand how they fit into others’ functioning in the social environment. 

As such, when perceiving a victimizing environment triggers resource-conservation motives, we argue that the politically apt will decipher better which materials will bring forth the ideal return on their investment and how much of it they need to safeguard. On the other hand, the less politically skilled  are more inclined to utilize materials and  take part in transactions yielding fewer output leaving them with no choice but  to reserve their at the expense of taking part in performance transactions. Political skills, nonetheless, isn’t merely a matter of astuteness it also encourages tendencies and therefore is considered the “mechanism through which goal-directed behaviour is activated in pursuit of interpersonal objectives and/or outcomes achievement” (Ferris et al., 2007a)

, p. 300).
Under high perceptions of a victimizing environment, the politically skilled will succeed in utilizing their social astuteness by adjusting their interpersonal influence practise for a short time to facilitate performance related resource transactions without exposing themselves to risk and in the long haul as well to collect reinforcements to dissolve existing and rising risks.  In line with  (Ferris et al., 2005as per (Treadway et al., 2013)

, task performance can assist people to attain the  rewards and results needed to promote their social resources, and is positively associated with increased political skills ; & Jawahar et al., 2008)
 studies. 

Employees’ capacity to appear genuine, can also  prevent feeling of  strife from generating in the minds  of others, thus reducing the odds of causing defensive behaviour in  other people who may observe a victimizing work setting. The part played by political skills in the social impact process is reassessed and explored in recent publication by (McAllister et al., 2018)

.
Judging from current scientific and theoretical work, (McAllister et al., 2018)

, contended that political skills improve the social influence procedure in three levels: recognition of opportunity, prospect evaluation and prospect capitalization. The social astuteness and interactive capacity of politically skilled workers helps them become more socially embedded, which in- turn leads to more opportunities to influence co-workers towards performance and other organizational benefits.
The main purpose of organizational social astuteness is to instigate the employee an active member of the organization. While a successful socialization of an individual increases organizational commitment, solidarity and success rate as indicated by (Balcı, 2002)
, admission of a person to the institution to begin a career and their career growth is contingent on the fraternizing program enacted by companies as well as the individual’s performance in the program. Socialization does not only encourage staff to gain organisational commitment, it also smoothen their integration into the institutional guiding principles, codes, techniques, norms and social linkages. In cases where an employee is not able to get socialized into the system, they may be forced to leave the institution and this scenario negatively affects to both the employee and the organization in terms of loss of job and performance respectively. 

Employees are likely to feel obliged to care about the organization’s success because of perceived organization support so as to raise their effectiveness within the institution.  In addition, (Eisenberger et al., 1990)

, contend that, with the fulfilment of social emotional necessities such as  emotional  support and a sense of belonging; a closer relation to the  organization that enhances their organizational commitment is felt by employees by getting involved in an exchange with the same actor again and again hence improving performance in the long run. 

However, According to (Sahin, 2010)

, social Astuteness, a component of political skills, failed to significantly predict employee career accomplishments. This is in line with initial discoveries by Pfeffer.  He coined this attribute as sensitivity to others, he also argued , it  has the attribute of relating with the rest that is in essence crucial in attaining objectives  for oneself. It seems that in cases where sensitivity to others is optimum, a person’s political tendencies become hard to practice in  colossal  ways, which potentially hinders employee performance and hence the need to mediate and moderate the aspects of employee political skills with commitment and OCB respectively.

2.4.3
Networking Ability and Employee performance

Individuals with   greater political skills are well versed with creating and taking advantage of different networks of people. Individual in such networks tend to hold resources viewed as priceless and requisite for efficient operation of the institution as well as the individual. Due to their general refined fashion, politically skilled people find it easy to build associations and foster robust confederations and coalitions. Moreover, since social networks are intentionally built systems, people with superior connecting capacities see to it that they are well placed to both generate and take advantage of opportunities, (Baron & Markman, 2000)
. Masters of the quid pro quo, they are often highly skilled negotiators and deal makers, and adept at conflict management.

In examining career-related outcomes, network building, social skills, and influence on others predicted career fulfilment and the degree of employee performance. In an analysis carried out by (Blickle et al., 2009)

, where an assessment of the linkage between employee performance and interactive capabilities in particular, assessing self-driven guidance, interactive capabilities as well as guidance obtained. In addition, career fulfilment was linked to networking ability. When integrated, these analyses deduce that mentoring is essential in determining network ability, and the former determined unbiased career accomplishment thus enhanced employee performance. Furthermore, confederations, coalitions, and networking ability have been argued to be related to the success of entrepreneurs.
A study on networking ability of German work ambassadors and its probability of their career thrive was assessed by (Ng et al., 2005Blickle et al., 2010)

. This analysis assessed these works ambassador’s political skills and established that it played a fundamental role in their career development when age, union affiliation and sex are held at constant. The concept of  career thrive   has continuously been investigated for a prolonged period and discovered  to be influenced by conventional attributes, for example work linked skills and one’s performance record, and also by networking abilities, political tactics, and social skills competencies according to ()
.

 It seems pertinent, then, to investigate the role political skills play in employee performance. When looked at from the view point of institutional politics, commitment can be referred to as political campaigns, (Inkson, 2004)
, entailing hunting for contacts, expanding circles (Treadway et al., 2010)
, promoting one-self (Higgins et al., 2003)
, impression management (Bolino & Turnley, 2003)
, as well as utilizing influence techniques as such, employee performance is fundamentally contingent upon personal attributes for instance, political skill, (Blickle et al., 2010)
, that allow effective administration and depiction of positive pictures across different job settings, particularly for representations that a have an effect on the assessment of performance and career potential. Furthermore, because politically skilled individuals are able to more successfully acquire their desired career goals, they are more likely to be satisfied with their careers hence become more committed in their daily chores.

The role of networking ability in the supervisor-employee association dynamics playing a part in career opportunities, using several sources of information in Chinese companies as analysed by (Ng et al., 2005)

, concludes that political expertise and social capital for example, quantity or quality of accumulated contacts can act as dominant predictors of career success. 
Wei et al., 2010)

. An aggregate of 343 workers, their 343 direct superintendents and 662 contemporaries   filled in surveys to investigate a framework that implying that low level employees make use of their networking ability in a bid to impact their association with their immediate bosses which eventually plays a card in unlocking better career opportunities and development. Also, a meta-analysis (
Quite recently, scholars according to (Perrewé et al., 2004)

, have argued on the part played by political skills in the gender and career thrive relationship. Therefore it is crucial to assess the necessity for employee political skills through OCB in order to improve employee performance aspect in every organization.  

Networking ability gradually turned into the third fundamental determinant of employee’s success in their job. On the basis of publications, the politically skilled are well averse in exploiting their circles by making sure that they are linked to impact others and that they are well placed to gain and create prospects. Furthermore, (Blickle et al., 2009)

, in their extensive researched ascertained that networking ability speculated fulfilment in one’s career, stratified status and earnings. Only when employees are strong with networking ability, are they able to navigate the political environment at workplace thereby optimizing resources and power, can exercise influence, and are able to gain personal and organizational goals through organizational commitment.

2.4.4
Self- Monitoring and Employee performance

Self-monitoring is also another psychological variable   described as critical and computable personal variances and behavioural attributes (Rachlin, 2000)

, is of the opinion that individual with high self-monitoring has higher employee performance within the organization in which they work for.
Pasha & Khodadadi A 2009)

, figured that high or low self-monitoring in people is contingent on practices, beliefs and disposition. While (Meyer et al., 2004)

. Various researches have analysed the influence of self-monitoring at work and have deduced that persons with optimum self-monitoring have superior social skill. Furthermore, most scholars discovered that males are more self-monitored as compared to female employee. (
According to (Parnell, 2003)

, if organization wants to achieve its objective completely by benefitting from a clear purpose, convenient strategies and labour commitment must be put in place. One of the most crucial, proficient and vast of various social circles accountable for identifying and imparting cultural component to the future generation of society is education organization in each society in which organizational commitment has greater sensitivity as an institution that has mission to educate the future generation of society
In his study, (Sharifi et al., 2010Zaki & Muhammadi, 2003)

, claim the existence of a linkage between organizational commitment and self-monitoring. In their analysis, they also touched on the linkage between individual attributes and employee commitment; they discovered that individual attributes enhance the likelihood of an individual to seek an attachment. In their analysis, ()
 established that frameworks of neuroticism, introspectiveness, compatibility and dutifulness could predict employee performance. One of the cognitive characteristics that has cognitive source is locus of control that affects many of job aspects of managers and employees. 

Research results of (Coleman et al., 1999)

, demonstrate that persons with intramural essence of preservation have optimum employee commitment as compared to those with outward essence of control.  In one analysis by (Haland, 2004) citing five individual attributes fundamental to organizational tendencies showed that persons with intramural essence of control are more adept to exhibiting excellent performance and their institutional commitment and job satisfaction are higher than those with external locus of control. 

Concerning a study suggesting self-monitoring and locus of control affect organizational performance, findings expressed that variables of self-monitoring and essence of control   do not bear impacts by themselves, but when integrated. In line with the first part of the hypothesis brought forward implying the influence self-monitoring has on organizational commitment, the findings of the current study were inconclusive. It is (Boudreau et al., 2001)

, attests that high or low self-monitoring in individuals depends on the difference in attitudes, behaviours and beliefs. 
Rachlin, 2000)

, perception that persons with superior self-monitoring tendencies have elevated commitment. In elucidating the findings of this study, (
On the other hand,  self-monitoring is a distinct individual attribute  unique to each  person, in simpler terms, persons with high self-monitoring exude unique responses and tendencies  depending on the degree of self- monitoring. High or low self-monitoring demonstrates cultural superiority, social norms, values, individual attributes and moral fabric of individuals. Other results also indicate that religion and its teachings are effective in creating self-monitoring in individuals. 

In line with the above findings concerning the impacts of some criteria for instances  culture, values, attitudes ,religion individual diversity and gender on persons with  low or high self-monitoring and given that  the education system is among the institutions where a cluster of  individuals are imparted with several perceptions, values and  diversity among individuals that are not computed in the analysis,  certify our  failure to  attain conclusive  results in the investigation.
 When the repercussions of political skills are assessed, they have previously been investigated as bias determinants career prosperity. In analysing career-linked results, network expanding, social skills as well as influence on the rest speculated career fulfilment. (Baron & Markman, 2000Blickle et al., 2009)

, also analysed the association between network ability and coaching, in particular analysing self-driven coaching, network capacities and coaching received. Additional fulfilment in one’s career was attributed to the ability to network. When integrated, these analyses deduce that mentoring is an essential determinant of network ability, and the former determines objective career prosperities, need to say at the entry level of one’s career. Moreover, confederations, unions and networking ability have been claimed to be linked to the thrive of enterprisers, as reviewed by ()
.
In their publication, (Gangestad & Snyder, 2000Lennox & Wolfe, 1984)

, outline that self-monitors are  better at comprehending situational contexts, other people’s feeling and practices are  able to change  their self-control  in line to these signs either to adjust (protective monitoring) or to endorse themselves (acquisitive monitoring). High self-monitors have the ability to regulate their commentaries and the way they carry themselves in various settings and with regard to the tendencies of others, on the other hand, low self-monitors are unable to stay reserved and would out rightly respond based on their sentiments, moods and reasoning, ()
. As alleged by (Neuman & Baron, 1998)

, obstructionism, is a representation of organisational clap-back tendencies and presents itself in the form of subliminal behaviour for instance coming in for meetings late or not communicating essential information. Such instances of passive aggressive tendencies can also be viewed as ways of payback. This may come to being from the idea that low self-monitors have a limited capacity to handle their clap-back in varying situations, a tendency to be more confrontational and less pacifying and are more apt to take part in sabotage
Neuman & Baron, 1997)

, found a fundamental association between low self-monitors and obstructionism. As stated by (Baron & Kenny, 1986)

, optimum self-monitors are less inclined to use confrontation and more of conciliation when resolving discord. (
2.4.5
Interpersonal Influence and Employee performance

According to (McAllister, 1995McAllister, 1995)

, broke down interpersonal trust into two forms, affect-based and cognitive interpersonal trust.  Trust that is cognitive in a firm environment entails. Reliability, dependability, proficiency, and responsibility, on the contrary, affect-based trust involves fervent attachments between teammates, (DePasquale & Geller, 1999)

, high level of interpersonal influence is advantageous for institutional operation. In his study, ()
. He further conducted an interview involving 194 supervisors and experts, his findings showed that supervisors with optimum affect-based trust in their co-workers tend to pursue opportunities to fulfil the needs of colleagues that are work-affiliated in addition to participating in constructive intervention. This study builds path for future research on how trust among managers in organizations influence their behaviour and performance. Furthermore, McAllister continues to argue that cognition based trust has negative relationship with affiliated citizenship behaviour.

Trust is affective; in line with fervent attachments between persons. People invest in such sort of trust relationship by showing sincere concern for the wellbeing of other members, stand by the natural virtue of such associations and that such feelings are returned. Affective trust is proximally linked to the idea that a fellow’s actions are congenitally inspired and represented by feelings of safety and recognized tenacity of the relationship. So the emotional ties that link individuals are accepted to be the basic antecedent for trust. 
Utilizing organizational citizenship theory, altruistic tendencies which can be elucidated as precisely and intentionally directed at assisting a particular individual in personal scenarios may offer a character basis for affect-based trust as studied by (Samiei, 2010)
. Altruistic tendency is an additional duty and can be perceived as individually taken up, not explicitly gifted. Since affect-based trust is instituted on a person’s affections regarding the intent for others’ practices, it should be restricted to situations of constant networking, where there are enough social information to facilitate the creation of strong affections. Therefore in order to generate affect-based trust; people’s minimum requirement with regards to peer reliability and certainty must be achieved prior to venturing deeper into relationships. So we can easily say that some level of cognition-based trust should exist in order to develop an extra role conduct and affect based trust.

According to the study of (Chen & Francesco, 2003)

, stated that peer support has an additive effect performance in the organization. 
Baker & Wurgler, 2007)

, in a commitment system, employees and the institution are seen as holding each other in high respect and incentives encourage social practices such knowledge exchanges, peer guidance and reinforcement. His research brought forward that social support attained from peers has an explicit definitive   linkage to commitment which impacts employee performance as a whole. In line with the findings of this research, (
2.4.6
Employee Political Skills, Employee Commitment on Employee Performance

Committed employees are critical aspects that managers utilize to attain company’s objectives, (Memari et al., 2013)
. Thus, employee commitment could be an antecedent for organizational performance. As brought forward by (Hunjra et al., 2010Akintayo, 2010)

, one of the explanations to why commitment has drawn the interests of scholars is that the company relies on committed employees to attain enhanced performance. They are several findings that imply that various companies enhance their employee’s commitment to minimize expenses, boost employee productivity and as such achieve superior performance according to (; Milkovich & Newman, 2008)
. In line with this school of thought, employee’s commitment is an administrative ideal that can result to increase firm performance and financial success. Hence, employee’s commitment is considered as a competitive strategy, as per (Ruokolainen, 2011)
. 

One of the most widely used theories in organizational commitment is (Allen & Meyer’s, 1990) three-component structure and further (García-Cabrera & García-Soto, 2012; Markovits et al., 2014)
 used the same theory. It is deemed the best perspective in understanding organizational commitment for more than two decades, (Cohen, 1992)
. (Herrbach, 2006)

, affirms that of late, it has grown popularity and has been adopted extensively as a concept of organizational commitment. It views commitment as having three unique forms; sense of obligation to stay (normative commitment), affection for your job (affective commitment) and fear of loss (continuance commitment)

Employee commitment is important because high levels of commitment lead to several favourable institutional results. It demonstrated the degree to which employees relate with the company and are dedicated to its goals. According to (Ghasemi & Keshavarzi, 2014)

, there is a positive relationship between employee commitment and institutional performance. Employees that are dedicated to their companies are more inclined to stay in addition to exercising diligence at work in place of the company to steer it to success and in so doing showing outstanding performance than the uncommitted employees.
Lee & Lin, 2014)

, revealed a negative relationship between turnover intentions and employee commitment. According to (Hervas-Oliver et al., 2013)

, the commitment of employees is a critical topic since it may be employed to determine the productivity, absenteeism as well as other tendencies. In previous studies, it has been deliberated that employee commitment will result in tendency outcomes; reduced turnover and superior performance. Highly dedicated employees should have a weak intention to quit. Studies by (
The committed employees have been found to be more creative; they are less likely to leave an organization than the uncommitted ones. Based on (Paino et al., 2012)

, maintained that growth in effectiveness is contingent upon the establishments human resource; the expertise, the know-how, proficiencies and  employee perception of the establishment as well as its social capital; communication, trust and confidence, cooperative working dynamics and  networking, teamwork, partnership, common principles among the employees. Some analysis assesses the linkage between commitment and several variables. Thus it is a requirement to proceed investigating the determinants of employee commitment such as employee political skills.

2.4.6
Employee Political Skills, Organizational Citizenship Behaviour on Employee 
Performance
The influence of EC on OCB has been a well-researched area. Many studies have detailed the positive correlation between EC and OCB as per (
 ADDIN EN.CITE 
Haque & Aslam, 2011; Rahman & Chowdhuri, 2018; Ruiz-Palomino & Martínez-Cañas, 2014)
 argument. EC was regarded as a predictor of OCB according to (Scholl, 1981 & Wiener, 1982). In a meta-analytic study of the antecedents, correlates and consequences of organizational commitment, EC (ρ = .32) correlated positively with OCB Meyer et al., 2002 basing on ()
 study. EC was also regarded as an important factor for predicting extra-role behaviours, such as OCB according to (Scholl, 1981, & Wiener, 1982). (Freund & Carmeli, 2004)

, examined the relationship between work commitment and OCB among lawyers in the private sector. 

The results show that EC and OCB are significantly related. It should, however, be noted that some other studies have not discovered any correlation between EC and OCB for example, (Sharoni et al., 2012, Shim & Faerman, 2017)
 research. Regardless of these inconclusive outcomes, it is usually held by scholar-experts as well as scientists that more study findings backing a definitive association between EC and OCB offers credit to the belief that EC has correlation with OCB.  Few particular researches, associating EC to OCB have been carried outside the Western context for example,(
 ADDIN EN.CITE 
Chen & Chiu, 2009 ; Chiu & Chen, 2005; Ogba, 2006)
.

A majority of the research conducted on OCB’s linkage with other variables have been cantered on western nations for instance, (Todd & Kent, 2006
, Cappelli & Rogovsky, 2008; Drago & Carvey, 2009; Farh et al., 2004; Pearce & Gregersen, 1999); employing western techniques. These techniques are widely utilized due to their validity and reliability, the pertinence  of such scale with conclusive outcomes in non-western states have proved difficult 
 ADDIN EN.CITE 
according to (Cheng & Stockdale, 2003; Lee et al., 2001 & Ogba, (2007)
.
To measure the tenure-Commitment and Tenure-OCB linkage, (Ng & Feldman, 2011)

, carried out a systematic review of work published before 2010 to analyse the mitigating impact of staff tenure in the association between affective commitment and the performance of OCB among 40 analyses, 11 of which involved 416 volunteers. They speculated that institutional tenure will definitively mitigate the impact of employee institutional commitment on OCBs and that institutional tenure negatively mitigate the impact of employee institutional commitment on OCB. Evidence demonstrated that the mitigating impact of institutional tenure in the association between OCB and commitment was positive prior a decade into tenure. Therefore persons that had remained in the institution for a sustained period expressed higher level of commitment and OCB. However, after 10 years, the strength of commitment -OCB relationship decreased as tenure increased.

A meta-analysis carried out by (Chang et al., 2009)

, assessed a framework that associated observed institutional politics with job performance (including contextual performance as is OCB), affective commitment, job strain as well as turnover intent from several publications released between 1989-2007. Employing content analysis for the purposed of establishing categories, some central ideals were discovered and assessed by use of the structural equation modelling method.
 Outcomes showed that outlook of institutional politics held a solid definitive linkage with stress and aims of leaving a company and solid negative links with employee efficiency and affective commitment. The study also included precise support for the association between observed organizational politics and an element of job efficacy, organisational citizenship behaviour, which had previously not been tested by more researches including (Chang et al., 2009)
.  According to (Li & Kong, 2015)

, discoveries, employees’ political skills are substantial in interacting with their superintendents in addition to boosting their OCB. The publication also indicates that the mitigating impact of Political skill is not outright when dealing with Leader Member exchange, when assessing new age employees, many administrators realize that their  long term management expertise is  insufficient  in applying to this cluster of new age staff.
2.5
Summery Literature Gap


	Authors
	Problem/research questions 
	Methodology
	findings
	conclusion
	Gaps

	Li & Kong (2015)


	Are employees with high political skill willing to do extra-role behavior? Can leader–member exchange (LMX) affect organizational citizenship behavior (OCB)? Can perception of organizational politics (POP) influence LMX?
	The paper is based on a survey of 227 questionnaires. Multiple linear regression analysis was used
	Findings indicate that employees’ political skill not only are helpful for them in dealing with the relationship with their leaders, but also can stimulate their OCB. 
	The paper also shows that the mediation effect of POP is not obvious when they handle LM
	The available research still needs further verification as it lacks consistency in results reflecting the

way by which political skill functions

	Blickle et al. (2010)


	investigated the impact of works councillors’ individual political skills on their career success
	The study used questionnaires to collect data from 556 employees and data was analysed using regression model   
	found that the stronger works councillors' political skills, the more successful they were in their career still after controlling for sex, age, and union membership
	Developing training of political skills for works councillors and further delineation of political skill and their relationship with objective job outcomes of works councillors seems to be a promising avenue for future investigation
	This paper has focused primarily on employees and managers in relation to  effects of political kills on career success of political roles within organizations but not employee performance

	Yang et al. (2018)


	explores how political skills affects an employee’s coping behaviour in response to Work Interfering with Family (WIF) conflict
	used a sample of 181 individuals from a retail firm, and results support the hypothesized model using moderated-mediation test
	Tested the hypotheses using a sample of 181 individuals from a retail firm, and results support the hypothesized model. First, a test of indirect effects confirmed that employee performance partially mediated the link between WIF and voluntary turnover (measured six months later). 
	employee performance only functioned as a mediator for individual with high levels of political skills
	Examining effects of political skills in employees coping behaviour with work interference  and not employees commitment

The sample size is small



	Kimura (2013)


	Previous empirical studies have shown that perceptions of organizational politics are negatively related to individuals’ employee performance.
	collected sample of 150 respondents using seven point likert scale questionnaires 
	results indicated that politics perception employee performance relationship was weaker when both political skills and quality of LMX are high
	When only political skill is high and the quality of LMX is low, or LMX quality is high but political skill is low, the negative relationship between politics perception and employee performance was not mitigated
	The study used affective commitments as mediator while the current study uses employee performances as dependent variable influenced by political skills  through OCB

	Treadway et al. (2010)


	Nearly 2 decades ago, social influence theorists called for a new stream of research that would investigate why and how influence tactics are effective
	Data from 2 retail service was analysed using regression model 
	results from a combined sample of 2 retail service organizations provided evidence that subordinates with high political skills were less likely than those low in political skills to have their demonstrated ingratiation behaviour perceived by targets as a manipulative influence attempt
	When subordinates were perceived by their supervisors to engage in more ingratiation behaviour, the subordinates were rated lower on interpersonal facilitation.
	The study used perceived political skills while current study looks at political skills practices on Employee performance

	Liu et al. (2011)


	Drawing on the political theory of leadership and the input process output model the purpose of this paper is to examine the link between leader political skills and team performance by focusing on the mediating role of team communication and the moderating role of team task interdependence.
	The authors collected three waves of data from 80 teams across four business units and employed hierarchical regression modelling and the moderated path analysis approach suggested by Edwards and Lambert to test the moderated mediation model.
	Leader political skill was found to positively influence team performance via promoting the quality of team communication. Moreover, team task interdependence moderates the relationship between leader political skill and team communication, such that the relationship is stronger when team task interdependence is high rather than low.
	Owing to its importance to team performance, political skills are one of the critical skills that leaders should make efforts to develop. When companies recruit leaders for work teams, they should put more attention on the political skills of the candidates. Moreover, companies should cultivate a cooperative team climate to facilitate team communication
	Future research should adopt the indigenous measuring scales to investigate the relations and phenomena existing in the Chinese organizational context. Secondly, both political skill and team performance were reported by the team leader, which might lead to common source bias. Future research should allow team members to rate leaders' political skills and the team leaders' supervisors to provide evaluation of team performance.

	Harris et al. (2007)


	The authors investigated the effect of an individual’s political skills on the relationships between 5 different impression management tactics (intimidation, exemplification, ingratiation, self- promotion, and supplication) and supervisor evaluations of performance.
	To test these relationships, the authors used a matched sample of 173 supervisor–subordinate dyads who worked full time in a state agency. To account for supervisor-level or non- independence effects, they used hierarchical linear modelling
	Findings showed that individuals who used high levels of any of the tactics and who were politically skilled achieved more desirable supervisor ratings than did those who used the tactics but were not politically skilled. Opposite results were found when impression management usage was low.
	That is, individuals who were not politically skilled created a more desirable image in their supervisors’ eyes than did their politically skilled counterparts when they did not use these tactics.
	The study used a matched sample from private firms. Replicating these findings with data from workers in higher institutions both public institutions.


2.6
Control Variables 

Basing on the earlier research, for example; (Roth et al., 2003Thacker & Wayne, 1995)

, used education, age, gender, and organizational tenure  as demographic control and so to the variables in this analysis. The researcher controlled for education and gender because previous research has shown that employees with higher education receive higher performance ratings than those with lower education level, for example, (Bolino & Turnley, 2003

, )
 as well as the existence of some pro male biases in performance ratings Bowen et al., 2000done by ()
. Complementary, (Sturman, 2003)

, conducted a meta-analysis and found that both age and organizational tenure is curvilinear related to job performance. Thus, we controlled for these variables to eliminate clamour and the potential for spurious relationships .Earlier, Gender was dichotomously coded (1 " male, 2 " female). Education level was measured by levels of education beginning from undergraduate, masters and doctorate. Finally, organizational tenure was measured in terms of years and months on the job and then transformed into the total number of months similarly to this study where tenure was measured in terms of years. Henceforth, demographic in this study is very crucial and it enhanced this study positively the way prior researchers found.   
Several researches have shown that there is significant relationship between OCB and demographic factors such as age, education job tenure and gender. (Mohammad Amin et al., 2013) stated in their study that married and single employees showed the same level of OCB in their work place. (Yaghoubi et al., 2010) in their research found out that marital status has no statistical relationship with OCB. (Namazzi, 2011) in a research study also stated that there is no significant relationship between OCB and marital status. (Li & Kong, 2015)

 Indicated that Demographic factors such as age, tenure, and education level have been associated with political skills as attested by (Weidmer, 2006, Salami, 2008) found that demographic factors were significant predictor of political skills. 
2.7
Conceptual framework

The conceptual framework illustrates the relationship between dependent variable, independent variable, mediating and moderating variable. The conceptual framework is based on the theory of technology acceptance model as well as the literature review. It not only explains the relationship between the independent but also the mediation and interactions between themselves.
Independent variable 

Mediating Variable           Dependent Variable
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Figure 2.1 Conceptual framework

Source: (Researcher, 2021)

CHAPTER THREE
METHODOLOGY

3.1
Introduction

This chapter provides a detailed approach that was  used by this research   in terms of research philosophy, research design, target population, sample selection and size, research instruments, the validity and reliability of the research instruments, data collection procedures and data analysis techniques. It provides a means through which the how questions of this study were answered

3.2
Research Paradigm

The study adopted positivism philosophical approach. The approach was an applicable perspective because effect of employee political skills, employee commitment and organizational citizenship behaviour on performance of staff was assessed without bias through the use of existing theoretical models as well as structured tools to measure and investigate it, after which conception was done from the discoveries.” Positivism is involved with the situation where information or the universe is thought to prevail free of people’s ideals of it and that science takes up unbiased tactics to realise what prevails in the universe” (Sullivan, 2000)

 p. 48). 
Sullivan, 2000)

. Positivism employs rational, empirical, unbiased empirical tactics to test theoretically-deductive conceptions. On the flipside of the coin, elucidative theory suggests that “… the universe’s actuality is believed to crop from the generation and transfer of social meaning during the process of social interactions” (
3.3
Research Design

Explanatory research design was used in this study. Explanatory research focused on why questions. This research design enabled the assessment of impacts of specific changes on existing norms and various procedures. Explanatory research design is centred on situational analysis or a particular issue to elaborate the sequence of linkages between variables. Explanatory research design is a major contributor in establishing the answers behind a wide array of procedures. In simpler terms, it is a study that tries to deliberate the prevailing causal circumstances between clusters. This design was employed since it relates at a closer level to the research objectives in this analysis and was technical in analysing the   research hypotheses in a bid to assess the effect of the independent variables on dependent variable together with mediating effect of employee commitment and moderated mediation effect (Creswell, 2014)
3.4
Target Population

The study targeted 6147 university staff from four top performing selected universities in Kenya (University HR records, 2018;www.4icu.org/ke). Apart from their performance, the universities chosen were a mixture of both private and public institutions sharing the same characteristics and are under management of Kenya commission of University Education (KCUE). The target population above was favourable since they were accessible to information required by the researcher and they were directly affected by commitment, OCB and political skill practices and hence the need to improve on performance of their employees.

Table 3.1
Target Population

	Institution
	No. of staff

	University of Nairobi
	1981

	Kenyatta University
	1722

	Strathmore university
	1201

	United States International University
	1243

	Total
	6147


Source (University HR records, 2018)

3.5
Sample and sampling technique

From the target population of 6147 university employees, Yamane, 1967()
 sample size formula cited in (Israel, 1992)

 was used to select a sample size of 567 academic and non-academic staff as shown below:
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Where:

           n = Sample size

           N = Population size

            e = the error of Sampling 

This study  allowed the error of sampling on .04 (as per Israel arguement, the sampling error can be adjusted depending on the choice of the sample size- if you want a larger sample, you reduce the error). Thus, sample size was as follows:

= [image: image3.png]O17/1 + 6147 g0



 =567 staff 

This study used systematic sampling to select the employees where respondents were picked from. The sample size was distributed according to Neyman allocation formula. The purpose of the method is to maximize survey precision, given a fixed sample size. With Neyman allocation, the best sample size for stratum h is 567
 QUOTE 
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 Where, 

Nh - The sample size for stratum h, 

              n -   Total sample size, 

Hence, distribution will be as follows;

Table 3.2
Sample Size

	Institution
	No. of staff
	Sample size

	University of Nairobi 
	1981
	183

	Kenyatta University 
	1722
	159

	Strathmore university
	1201
	111

	United States International University
	1243
	115

	Total
	6147
	567


Sources: Survey Data (2020) 

Systematic sampling was used to select employees in each university to constitute the sample. This was done by selecting each Kth value which equals N/n. For example in university of Nairobi, the Kth value was 1981/121= 16 thus every 16th staff was selected. 

3.6
Types and Sources of Data

The study used primary data. Primary data was obtained from the universities employees using questionnaires. Besides, published books in the fields of strategic management aided the process for example, published journals provided necessary literature for this research. Universities annual reports and Human resource data base were utilized especially in choice of the target population.
3.7
Research instrument

Questionnaires were used in this study to collect data relevant to the study, because they are efficient data collection apparatus which provide the researcher to know exactly what is necessary and how to measure the variables of interest according to (Sekaran & Bougie, 2013)
. 

Structured questionnaires were administered to employees. The questionnaire provides a more comprehensive data than any other research tool. Questionnaires were used to obtain primary data from the sampled population.  The questionnaires were formulated according to study objectives in a systematic procedure. The researcher administered the questionnaires personally to the respondents and thereafter the filled questionnaires were collected immediately for data analysis. 

3.8
Validity and Reliability
3.8.1
Validity of the Research Instruments

To determine the content validity of questionnaire items, expert’s judgmental panel from Moi University examined them. Suggestions and advice offered were used as a basis to modify the research tools and tailored them to fit the study. Their response was used to remodel the instrument. Furthermore, the expert carried out the research by herself in order to ascertain systematic validity. Construct validity was also tested and it involved convergent validity and discriminant validity MacKenzie et al., 2011()
. In this study, the measurement model’s convergent validity was weighed by investigating its average variance extracted (AVE) value. Convergent validity was acceptable where constructs achieved at least .5 AVE value.

3.8.2
Reliability of the Research Instruments

To ensure reliability of the questionnaires, a pilot study was carried out in Technical University of Kenya. This institution was used for piloting because it was also in the category of the most performing universities and it was likely to share similar conditions. The piloting of the questionnaire was used to identify faults hence improve its reliability. The size of population targeted was 10% of the main study. The study was done before carrying on the main study. The SPSS computer software aided in calculating coefficient correlations that were achieved. Co-efficient alpha of .7 obtained indicated that the research instruments were reliable and therefore were adopted for data collection. According to (Oluwatayo, 2012)

, a reliability index of .7 is considered ideal for the study which the pilot study qualified and therefore collection of data took off. 

Thus, the results met the required threshold for further analysis as presented in Table 3.3 and later presented in Table 4.19
Table 3.3  
Reliability Statistics
	
	Reliability Statistics
	

	
	Cronbach's Alpha
	Cronbach's Alpha Based on Standardized Items
	N of Items

	Employee performance
	0.811
	819
	23

	Task performance
	0.779
	0.79
	6

	Adaptive performance
	0.819
	0.829
	7

	Contextual performance
	0.81
	0.809
	10

	Employee commitment
	832
	841
	24

	Affective commitment 
	0.84
	0.845
	8

	Continuous commitment 
	0.806
	0.813
	8

	Normative commitment 
	0.771
	0.784
	8

	EPS
	0.801
	0.817
	41

	Proactive personality
	0.83
	0.835
	9

	Social astuteness
	0.782
	0.788
	8

	Networking ability
	0.899
	0.891
	8

	Self-monitoring
	0.757
	0.788
	8

	Interpersonal influence
	0.858
	0.871
	8

	OCB
	0.847
	0.844
	28

	Altruism
	0.918
	0.92
	7

	Courtesy
	0.891
	0.901
	7

	Sportsmanship
	0.873
	0.878
	7

	Civic virtue 
	0.84
	0.85
	7


3.9
Measurement and Operationalization of Variables

The questionnaire was applied to know the performance of employees in universities. It was validated and developed by (Pradhan et al. 2017)

. Responses were recorded on 5-likert scale, 1=strongly disagree and 5=strongly agree. It had 23 items in all types employee performance they included (Task performance-6 items),(Adaptive performance-7 items) and (Contextual performance-10 items) The high score showed high employee performance and low score showed low employee performance
The study adopted items for the political scale dimensions  from Political Skill Inventory (PSI) Ferris et al., 2005()
 which were; proactive personality (nine items), social astuteness (eight  items), interpersonal influence (eight items), networking ability (eight items), and self- monitoring (eight items). The PSI consisted of forty one (41) items which participants answered by indicating to what extent they agreed or disagreed with each statement about themselves in the workplace on a one (strongly disagree) to five (strongly agree) Likert scale. A sample item was, “I am good at getting people to like me.” Each PSI item related to one of the five dimensions of political skills (i.e. proactive personality, social astuteness, interpersonal influence, networking ability, and self-monitoring). 

The mean score of all items within a dimension indicates the participant’s proficiency in that specific dimension of political skills. The mean score of all forty one PSI items indicated the participant’s total political skills proficiency. Individual political skills within a dimension and overall were defined by (Ferris et al., 2005)

.

The study measured employee commitment using 8-item scale developed by Tu et al., 2012()
, hence a total of 24 items were used. Previous studies indicated a Crobanch Alpha value .77 to .88 Hackett et al., 1994(; Meyer & Allen, 1997)
.  Some of the items were, “This organization has a great deal of personal meaning for me”. The study used a 5 likert scale where 1 = strongly disagree to 5 = strongly agree.

The study measured employee commitment using 8-item scale for each type of employee commitment (Affective commitment, Continuous commitment and Normative commitment) developed by (Hackett et al., 1994(Meyer & Allen 1997)

, hence a total of 24 items were used. Previous studies indicated a crobanch Alpha value .77 to .88 ; Meyer and Allen, 1997)
. Some of the items included, “This organization has a great deal of personal meaning for me”. The study used a 5 likert scale where 1 = strongly disagree to 5 = strongly agree.
Drawing upon previous researches Podsakoff et al., 2009()
, this study adopted four measures of OCB aspects; including altruism, courtesy, civic virtue and sportsmanship which are also the study moderating variables. Altruism was measured under scale of helping other members of the organization in their tasks. Courtesy is a proxy of preventing problems deriving from the work relationship. Sportsmanship is accepting less than ideal circumstances; civic virtue was measured under the scale of behaviours that demonstrate a responsible concern for the image and wellbeing of the organization.
3.10
Data Collection Procedures

To collect primary data, questionnaires were used. (Sekaran & Bougie, 2013)

, suggests that questionnaires are efficient data collection apparatus which provide the researcher to know exactly what is necessary and how to measure the variables of interest. Upon approval of the research proposal, and introductory letter from the University, the researcher secured a permit from the National Council for Science and Technology (NACOSTI) for the purpose of conducting research in selected departments in the Universities. When the permission was granted, the researcher pursued appointment with head of departments to approve research conduction in the institution. In addition, the researcher requested appointment and consulted with the universities, after which appointments were booked within the authorities.

The researcher then visited the respective selected universities to obtain samples of employees. Employees (lecturers, Head of departments, Deans, Directors and other leaders) were given questionnaires. The instructions on how to fill the questionnaires were carefully explained to the respondents. 
3.11
Data Processing and analysis

3.11.1
 Data Screening and Data Transformation

Once the questionnaires were collected by the researcher, they were coded and keyed into SPSS computer software and assessed. Previously data screening was carried out using sort commands. Information was dependent on the objectives and research hypothesis of the analysis. Empirical data gathered was assessed using descriptive statistical methods which included; standard deviation, frequencies and mean. The discoveries were displayed using frequency distribution tables that were an established representation of a number of instances a score or a response took place.
Analysis of data began with doing factor analysis. This was conducted to decrease the questionnaire elements that failed validity and reliability tests. Descriptive statistics like, standard deviation, intercorrelation, mean and reliability coefficients were calculated   to decipher the volatility and interrelation of the subscales obtained from the factor analysis. The   hypotheses were analysed   by the use of   multiple regressions. A fundamental component factor analysis with varimax rotation was carried   to group the variables in the survey into different elements. In a bid to regulate the number of elements obtained, a minimum Eigen value of one (1) was employed in the factor analysis. Factors containing Eigen value below one were regarded negligible and were therefore set aside. Varimax orthogonal rotation was there after employed to cluster variables with higher correlations for the same factors so that every one of them got illustrated by a particular variable group.
Varimax rotation made sure that the factors generated were distinct and had no links to each other. Based on (Thompson et al., 2004)

, it is a multivariate statistical technique that has numerous sorts in utility; three have been shortly described here. First, factor analysis narrows down a huge number of variables into a reduced set of variables (also referred to as factors).  Secondly, it establishes underlying dimensions between measured variables. Thirdly, it provides construct validity evidence of self-reporting scales.

3.11.2
Descriptive statistics

Quantitative data gathered was assessed using descriptive statistical methods which involved standard deviation, frequencies and mean. The discoveries were displayed using frequency distribution tables that gave an account of several instances a score or a response took place. The expert employed inferential statistics, Pearson correlation to depict the linkage between variables. From the frequencies and observation the researcher made conclusions and recommendations.

3.11.3
Inferential Statistics
Collected data was analysed using multiple regressions and correlation analysis, the importance of every independent variable was measured at an accurate level of 95%. The research’s regression equation was applied as depicted below; the coefficients beta (β) for each independent variable was formulated from the model, subjected to a t –test, in order to test each of the hypotheses under study.  The regression model that was used to test is shown below;

3.11.4
Model Formulation for Direct Effects
Data collected in this study was analysed to determine the direct effect of EPS on EC, EC on EP and EPS on Ep. The direct effect analysis was conducted to achieve Hypothesis 1-3 which are direct effects. Linear regression analysis is the analysis technique used to examine the effects of independent variables on the dependent variable while ‘controlling’ the constant for other independent variables. The statistics that was computed and derived includes the coefficient of determinant (R2) and the (P-values). The significance level (P-value) for each of the variables should be less than 0.05 to demonstrate that the variable is a significant predictor of the dependent variable ( Hair et al,.2010, Field, Miles & Field, 2012)

Direct effect with control variables
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Moderation effect
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Conditional effect
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Where:

EPS…………………
Employee Political Skill (Independent variable)
EC…………………..Employee Commitment (Mediating variable)
EP…………………...Employee Performance (Dependent variable)

OCB…………………Organizational Citizenship Behaviour (Moderating variable
)
GE…… ……………… Employee’s Gender (Control variable1) 
 
A……………… ……..Employee age (Control variable 2)
 
TE……………………. Tenure (Control variable 3)

ED……………… …….Employee’s Educational Level (Control variable 4)
β 0… β 7…………………Coefficient Betas
e…………………………..Error term

3.11.5
Testing for mediation

The test for mediation for this study was meant to explain mediating effect of employee commitment on the relationship between employee political skill and employee performance. According to (Hayes, 2017)

, mediation is said to occur when the causal effect of an independent variable (X) on the dependent variable (Y) is transmitted by a mediator (M). Mediation therefore explains how or by what means an independent variable affects dependent variable through a potential intervening variable (Preacher & Hayes, 2008). Such indirect tests provides a deeper understanding of the relationship between the independent and dependent variable
Testing for mediating effect in this study, (Zhao et al. 2010)

, the strength of mediation should be measured by the size of the indirect effect, not by the lack of the direct effect, the presence of the direct effect can inform theorizing about other mediators and to establish mediation, that the indirect effect a * b should be significant.
Hayes & Scharkow, 2013)

 model 4 was adopted. The independent variable was to predict dependent variable less strongly in model 3 than in model 1. If one or more of these relationships in model 1 to 3, are non-significant, researchers usually conclude that mediation is not possible which has been disputed by (
For mediation models, macro offers several estimates of the impact magnitude of implicit effects, in addition to rebooting confidence intervals for the inferences of the impact magnitude Hayes, 2012()
 A strong mechanism is brought forward by Hayes  that  has the capacity to test the relevance of  implicit impacts and averting Type II error in mediation analyses likely to occur in (Preacher & Hayes, 2004(Baron & Kenny, 1986)

 method )
.
Mediation therefore should be classified according to the type of mediation by estimating the coefficients a, b, and c. The first thing to note is whether the direct effect c is significant. Hence it tells the researcher what type of mediation or non-mediation it is. If a * b is significant but c is not, you have indirect –only mediation which according to Baron and Kenny (1986) its full mediation. If a * b is not significant but c is, you have direct – only non –mediation. If neither a*c nor c is significant, you have no effect non-mediation. If both a * b and c are significant, determine the sign of a * b * c by multiplying the three coefficients, or by multiplying c by the mean value of a * b from the bootstrap output. If a * b * c is positive, it is complementary mediation which overlaps with Baron and Kenny’s partial mediation; if a * b * c is negative, it is competitive mediation.

Full mediation is achieved when the inclusion of the mediator drops the relationship between the independent variable and the dependent variable is zero. Partial mediation occurs when the values reduce but remain significant and do not become zero. This study utilized a process macro Hayes & Scharkow, 2013()
, to generate output for interpretation of the result of mediation. With the use of process macro, bootsrapping was performed which provided point estimates and confidence intervals by which evaluation of the possible significance of the mediation was based.
Figure 3.1
Mediation Model
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Source: Hayes, 2012(, improvised by researcher, 2021)
 
Where;

EPS…………Independent variable (Employee Political Skill)

EC…………….Mediator (Employee Commitment)

EP………………Dependent variable
 (Employee Performance)

a, b, and c’……….The paths (Coefficients)

Indirect effect of EPS on EP through EC= aibi
Direct effect of EPS on EP = c’. 

Figure 3.1 depicts a simple mediation model and shows how variable EPS’s causal effect is apportioned into its indirect effect on EP through EC and its direct effect on EP (path c' ). Path ‘a’ represents the effect of EPS on the proposed mediator, whereas path ‘b’ is the effect of EC on EP partialling out the effect of EPS.

All of these paths were typically quantified with un-standardized regression coefficients. The indirect effect of EPS on EP through EC can then be quantified as the product of ‘a’, and ‘b’ (i.e., ab). The total effect of EPS on EP is quantified with the regression weight ‘c’. The total effect of X on Y is expressed as the sum of the direct and indirect effects:
c= c’+ab.
Equivalently, c' is the difference between the total effect of EPS on EP and the indirect effect of EPS on EP through EC—that is, 
c'=c-ab.
3.11.6
Testing for Moderation

Moderation in this study was tested using Hayes model 59. (Hayes, 2015(Hayes, 2015)

 method was utilized because it showed how the prediction of the independent variables (a mediator, and interactions of the independent variables and a moderator) improves the prediction )
. Moderation helps the researcher to distinguish between the 3 directions of the effect caused by moderator on the relationship of variables under study. The first direction is that moderation enhances the relationship whereby through an increase of the aspect it increases the effect. Secondly, is the buffering effect whereby an increase of the aspect on the relationship decreases the effect of the relationship and thirdly, the antagonistic effect, whereby the presence of the moderator, reverses the effect of the relationship between variables. 
In this study, moderation model was used to determine the moderating effect of OCB on the relationship between EPS & EC, EC & EP and EPS & EP. It implies an interaction effect whereby by introducing a moderator variable changes the direction and magnitude of the relationship between independent variable (EPS) and dependent variable (EP) as suggested by (Hayes, 2015)  
3.11.7
Tests for Moderated Mediation 
Moderated mediation is when an indirect effect is moderated, that is, the indirect effect varies across levels of the moderator while mediation moderation is when the interaction between X and W is indirect. Hayes explains that moderated mediation and mediated moderation are just different perspective on the same interaction and further argues to favor the moderated mediation perspective as being the more useful to adopt. In this study, this model was used to determine the mediating effect of EC on the relationship between EPS and EP as conditioned by OCB. Moderated mediation refers to the integration of moderation and mediation analysis to understand the conditional nature of the mechanism by which a variable transmits its effect on another. The research hypothesis H08 for moderated mediation in this study tested the indirect effect of EPS on EP through EC conditioned by OCB
Following the work of (Preacher et al, 2007), moderated mediation is conducted after confirmation that mediator variable is a significant mediator of the relationship between EPS and EP. The moderation in this study was conducted after confirmation of the fact that EC mediates the relationship between IV and DV. The choice of testing for moderated mediation rather than mediated moderation is in accordance with the views of (Hayes, 2012).
In this study, mediated moderation suggests that the influence that EPS exerts on EP through EC is conditioned by OCB. This was tested using process macro tool SPSS version 24. The default criteria for accepting or rejecting the moderation mediation hypothesis is the 95% confidence interval where the confidence interval generated on the basis of 0.05 includes zero than a decision of no relationship should be arrived and null hypothesis accepted.
In reference to figure 3.1 above as demonstrated by (Hayes, 2012)


Figure 3.2
Moderated Mediation Analytic Model

Source: Hayes, 2012(, improvised by researcher, 2021)
 Model 59

Meaning of Symbols used in Modelling

EP
-
Employee Performance (Dependent Variable)

EC
-
Employee Commitment (Mediating variable)

EPS
-
Employee Political Skill (Dependent Variable)

OCB
-
Organizational Citizenship Behaviour (Moderating Variable) 

Model Equation(s) are elaborated as follows; 

Y = b0 + b1M + b2MW + c1'X + c2'W + c3’XW M = a0 + a1X + a2W + a3XW 

Algebra to calculate indirect and/or conditional effects by writing model as Y = a + bX: 

Y = b0 + b1M + b2MW + c1'X + c2'W + c3’XW M = a0 + a1X + a2W + a3XW  

Hence... substituting in equation for M 

Y = b0 + b1 (a0 + a1X + a2W + a3XW) + b2 (a0 + a1X + a2W + a3XW) W + c1'X + c2'W + c3'XW  

Hence... multiplying out brackets 

Y = b0 + a0b1 + a1b1X + a2b1W + a3b1XW + a0b2W + a1b2XW + a2b2WW + a3b2XWW + c1'X + c2'W + c3'XW

Hence... grouping terms into form Y = a + bX

Y = (b0 + a0b1 + a2b1W + a0b2W + a2b2WW + c2'W) + (a1b1 + a3b1W + a1b2W + a3b2WW + c1' + c3'W) X

Hence,

One indirect effect(s) of X on Y, conditional on W: 

a1b1 + a3b1W + a1b2W + a3b2WW = (a1 + a3W) (b1 + b2W) 

One direct effect of X on Y, conditional on W: 

c1' + c3'W 
3.12
Underlying Assumptions of Multiple Regression Model

A regression model is a mathematical representation of what and how independent variables are related to the dependent variables. All regression models have assumptions, and violation of these assumptions can lead to unreliable results. The following assumptions that underline multiple regression model of analysis were assessed:
Normality is the assumption that the scores on a continuous variable are normally distributed about the mean, Tharenon et al., 2007()
. Normality of independent variables was tested using mathematical methods. The normality of distribution was inspected using the degree of Skewness and kurtosis of variables. Similarly, the normality of distribution was also checked by use of Kolmogorov-Smirnov test. 

Linearity refers to the degree to which the change in the dependent variable is related to change in the independent variables Hair et al., 2010()
. Linearity between the dependent variable and each independent variable was tested using Pearson Product Moment Correlation. 

Homoscedasticity refers to the assumption that dependent variable exhibits similar amounts of variance across the range of values for independent variable around the regression line, meaning they have equal spread. The Levene’s statistic for equality of variances was used to test for the assumption of homoscedasticity Leech & Onwuegbuzie, 2011()
.

Multi-Collinearity refers to the presence of high correlations between independent variables Williams & Andersen, 1998as suggested by ()
. In this study, multi-collinearity was assessed by means of tolerance and Variance Inflation Factor (VIF) values. Normally, a tolerance value of below .10 or a VIF value greater than 10 reveals serious multi-Collinearity problem Hair et al., 2010()
. 

Auto-correlation-Autocorrelation represents the degree of similarity between a given time series and a lagged version of itself over successive time intervals. Autocorrelation measures the relationship between a variable's current value and its past values. The Durbin Watson (DW) statistic is used to test for autocorrelation in the residuals from a statistical regression analysis. The Durbin-Watson statistic will always have a value between 0 and 4.Avalue of 2.0 means that, there is no autocorrelation detected in the sample. Values from 0 to less than 2 indicate positive autocorrelation and values from 2 to 4 indicate negative autocorrelation Field, 2009()
.
3.13
Ethical Considerations for Research Proposal

 According to (Kombo & Tromp, 2006)

, experts whose participants are either animals or humans need to take into account their study behaviours and pay keen notice to the ethical requirements when conducting their study. This research involved humans as participants. As such the scholar saw to the confidentiality of the volunteers.
The investigation took heed of the fact that taking part in the study is out of free will. Due to this the  expert took time to make the volunteers understand the fundamental need of the research  and  asked them to  take part in the study by giving information relevant to the study. To establish good working relationship with the participants, the researcher endeavoured to develop a rapport with them. The Researcher obtained a research permit from National Council for Science and Technology body (NACOSTI) and permission from targeted Universities

An introductory letter was sought from the school of Business and Economics to conduct the study. Secondly, a written informed consent (see appendix 1) was obtained from the respondents and emphasis were made by stating that participation was on voluntary basis.

CHAPTER FOUR

DATA ANALYSIS, PRESENTATION, INTERPRETATION AND DISCUSSION
4.1
Introduction

This chapter discusses the research findings for quantitative. It is divided into sections covering: the response rate, treatment of missing data, reliability analysis, background characteristics of the respondents, results on the objectives, factor analysis and reliability techniques, findings of correlation analysis, multiple regression model and Hayes models.

4.2 
Data Cleaning and Screening 

The data screening and cleaning process normally involves an inspection of the collected data and correction (or removal) of any errors that potentially can cause substantial impacts on the analysis results Osborne, 2013()
. Going by (Rushton, 2018)

, believe that finding errors and fixing them or getting rid of subjects when errors in their scores are not fixable is advisable.Tabachnick & Fidell, 2014)

, it  usually involves an assessment of  missing values,  establishing fundamental errors,  management of unprocessed data for  effective  employing of the assessment and investigation of  outliers and normality. When checking for missing links, the sequence of missing data is crucial since in the case a non-random pattern is discovered, it may impact the general applicability of outcomes. (
SPSS 24 was employed to highlight any errors of perceived variables in the information file. Kurtosis and Skewness on every one variable were investigated for univariate anomalies. In the event (s) that anomalies were identified from the sample, distant and influence studies were carried out to determine individual case(s) as outliers at the multivariate level.

Dimensions with nonexistent data were measured using optimum probability imputations. This data imputations technique is said to demonstrate the lowest volume of prejudice (Stevens, 2002). The data was also checked for univariate outliers. Four univariate outliers were discovered using a threshold of z = +/-3.29 as perTabachnick & Fidell, 2006 ()
 suggestion. Two univariate outliers were identified for scores. The data was tested for multivariate outliers by use of a threshold of the independent value of 2.5 regulated deviations for standardized residuals and by utilizing the category p < .001 for Mahalanobis Distance Tabachnick & Fidell, 2006()
. A single multivariate outlier was found using p < .001 criterion for Mahalanobis Distance. The statistics were also tested for significant observations by use of Cook’s Distance with a threshold of 1 and DEFITS with a threshold of 2. No influential observations were discovered. Assessments were carried out with and without such outliers and no fundamental disparities in the outcomes were observed. Therefore, all cases identified as outliers were included in the final analyses.

4.3
Response Rate

The data was collected from top performing universities in Kenya. A total of 567 questionnaires were distributed to respondents. However, 447 questionnaires were retrieved. Therefore, this makes the response rate of 78.83%.  Out of the 447 collected questionnaires only 427 were found to be useful for further analysis, because 20 questionnaires were excluded from the analysis due to missing data and outlier problems. The final sample consisted of 427 employees. (Sekaran & Bougie, 2013(Kline, 2005)

, argues that more complex models require at least 200 participants. Further, there should be at least 10 cases per observed variable. The current study meets both of these criteria. The response was considered appropriate since )
 argues that any response above 70% is classified as best. The table below captures the statistics for response rate.
Table 4.1: Response Rate of Questionnaires

	Responses 
	No.
	Percentage

	Administered questionnaires
	567
	100

	Returned
	447
	78.83

	Usable questionnaires
	427
	75.08


Source; (Field data, 2021)

4.4 Demographic characteristics 

As indicated by the table 4.1 below, the study put into account the age bracket of the respondents. In terms of the age of the employees (24.8%) are 35 years and below, (36.8%) between 36 to 45 years, (35.4%) are in the 46 to 55 age bracket, while (3%) of the employees are over 55 years of age. The results suggest that most of the employees are between 36-45 years in Kenyan Universities being the youth. Furthermore ( 6.8% ) of the respondent’s job tenure was between 1-10 years, (28%) was between 11-20 years, (45.9%) was between 21-30 years and (19.2%) were over 31 years. It is evident that the employees possess the requisite experience to perform their duties effectively. As such, the employees’ job experience is part of the organisations’ human capital.

The study revealed that majority of the respondents (44%) doctorate, followed by post graduate Degree (34%) while those with undergraduate degree were (22%). It is evident that the employees possess the requisite skills to perform their duties effectively. As such, the employees’ educational attainment is part of the organisations’ human capital. From the results, (50.6%) of the respondents were male and (49.4%) of them were female. The results indicated that there was an almost equal representation of both male and female employees though male employees comprise the majority. Since both male and female individuals are given a chance to share their knowledge, the outcome for the organisation is likely to be greater. 

 Table 4.2
Demographic characteristics 

	Control Variable
	
	Frequency
	Percent

	Age bracket
	35 years and below
	106
	24.8

	
	36-45 years
	157
	36.8

	
	46-55 years
	151
	35.4

	
	Over 55 years
	13
	3

	
	Total
	427
	100

	Job tenure
	1-10 years
	29
	6.8

	
	11-20 years
	120
	28.1

	
	21-30 years
	196
	45.9

	
	Over 31 years
	82
	19.2

	
	Total
	427
	100

	Highest Educational Level
	Undergraduate
	94
	22

	
	Masters
	145
	34

	
	Doctorate
	188
	44

	
	Total
	427
	100

	 Gender
	Male
	216
	50.6

	
	Female
	211
	49.4

	
	Total
	427
	100

	
	
	
	


Source; (Field data, 2021)
4.5
Demographic against EP, EC, PP, SA, NA, SM, II & OCB
4.5.1
Employees Age against EP, EC, PP, SA, NA, SM, II & OCB
The results presented in Table 4.2 shows that employees between 36-45 years had the highest mean in performance with a mean (M=4.33) while over 55 years had the lowest with mean of (M=3.68).To find out if there is a significant difference between employee performance and age difference, a one-way analysis of variance (ANOVA) was performed. The results showed that there was a statistically significant difference between employee performance and age difference (F = 13.93, ρ= .00). This shows that employee performance is dependent on employee’s age.  More so, the results shows that those with 35 years and below had the highest mean in employee commitment with a mean (M=4.30) while over 55 years had the lowest with mean of (M=3.26). One-way analysis of variance (ANOVA) was performed to find out if there is a significant difference. The results showed that there was a statistically significant difference between commitment and age difference (F = 21.22, ρ= .00). Therefore, age has an influence on employee commitment.
Further the results shows that between 35 years and below had the highest mean in proactive personality with a mean (M=4.41) while over 55 years had the lowest with mean of (M=4.03).To find out if there is a significant difference between proactive personality and age difference, a one-way analysis of variance (ANOVA) was performed. The results showed that there was a statistically significant difference between proactive personality and age difference (F = 5.46, ρ= .00).This shows that proactive personality is dependent on employee’s age. 
The results shows that between 36-45 years had the highest mean in Social astuteness with a mean (M=3.90) while over 5 years had the lowest with mean of (M=3.47).One-way analysis of variance (ANOVA) was performed. The results showed that there was a statistically significant difference between Social astuteness and age difference (F = 7.28, ρ= .00). Therefore, age has an influence on employee’s Social astuteness.  Once more, the results shows that those with 35 years and below had the highest mean in networking ability with a mean (M=3.40) while 46-55 years had the lowest with mean of (M=3.07).To find out if there is a significant difference between networking ability and age difference, a one-way analysis of variance (ANOVA) was performed. The results showed that there was a statistically significant difference between networking ability and age difference (F = 5.90, ρ= .00). Therefore, age has an influence on employee’s networking ability. Further the results shows that between 36-45 years had the highest mean in self-monitoring with a mean (M=4.06) while over 55 years had the lowest with mean of (M=3.84).To find out if there is a significant difference between self-monitoring and age difference, a one-way analysis of variance (ANOVA) was performed. The results showed that there was a statistically significant difference between self-monitoring and age difference (F = 7.48, ρ= .00).This shows that self-monitoring is dependent on employee’s age. Furthermore, the results shows that between 46-55 years had the highest mean in interpersonal influence with a mean (M=3.79) while between 31-40 and over 55 years had the lowest with means of (M=3.74).To find out if there is a significant difference between interpersonal influence and age difference, a one-way analysis of variance (ANOVA) was performed. The results showed that there was no statistically significant difference between interpersonal influence and age difference (F = .10, ρ= .96). Therefore, interpersonal influence does not depend on employee’s age.
Table 4.3
ANOVA for difference in Employees Age on EP, EC, PP, SA, NA, SM, 

II and OCB
	
	
	Descriptives
	ANOVA
	

	Variable
	
	Mean
	Std. Deviation
	F
	Sig.

	EP
	35 years and below
	4.29
	.31
	13.93
	.00

	
	36-45 years
	4.33
	.32
	
	

	
	46-55 years
	4.23
	.42
	
	

	
	Over 55 years
	3.68
	.40
	
	

	EC
	35 years and below
	4.30
	.36
	21.22
	.00

	
	36-45 years
	4.24
	.37
	
	

	
	46-55 years
	4.11
	.59
	
	

	
	Over 55 years
	3.26
	.53
	
	

	PP
	35 years and below
	4.41
	.37
	5.46
	.00

	
	36-45 years
	4.39
	.32
	
	

	
	46-55 years
	4.28
	.47
	
	

	
	Over 55 years
	4.03
	.59
	
	

	SA
	35 years and below
	3.79
	.46
	7.28
	.00

	
	36-45 years
	3.90
	.62
	
	

	
	46-55 years
	3.65
	.45
	
	

	
	Over 55 years
	3.47
	.50
	
	

	NA
	35 years and below
	3.40
	.64
	4.63
	.00

	
	36-45 years
	3.26
	.85
	
	

	
	46-55 years
	3.07
	.65
	
	

	
	Over 55 years
	3.23
	.60
	
	

	SM
	35 years and below
	3.91
	.39
	7.48
	.00

	
	36-45 years
	4.06
	.39
	
	

	
	46-55 years
	3.85
	.44
	
	

	
	Over 55 years
	3.84
	.39
	
	

	II
	35 years and below
	3.78
	.57
	.10
	.96

	
	36-45 years
	3.75
	.67
	
	

	
	46-55 years
	3.79
	.55
	
	

	
	Over 55 years
	3.75
	.52
	
	

	OCB
	35 years and below
	3.80
	.67
	3.05
	.03

	
	36-45 years
	3.69
	.66
	
	

	
	46-55 years
	3.91
	.63
	
	

	
	Over 55 years
	3.76
	.43
	
	


Source; (Field data, 2021)
Key to abbreviations used in the above table

EP
………… Employee performance (Dependent variable)

EPS
…………Employee political skill (Independent variable)

PP
…………Proactive-personality (Sub construct1 of Independent variable)

SA
…………Social Astuteness
(Sub construct2 of Independent variable)

NA
…………Networking ability
(Sub construct3 of Independent variable)

SM
…………Self-monitoring (Sub construct4 of Independent variable)

II
…………Interpersonal influence (Sub construct5 of Independent variable)

EC
…………Employee commitment (Mediating variable)

OCB
…………Organizational citizenship behavior (Moderating variable)
Last but not least, employees between 46-55 years had the highest mean in OCB with a mean of (M= 3.91) those with 35 years an below followed closely with a mean of (M= 3.80) then those Over 55 years with a mean of (M=3.76) and the lowest were employees between 36-45 years with a mean of (M=3.69).After performing ANOVA, The results showed that there were no statistical significant difference between age and OCB (F= 3.05, p=.03).Hence OCB does not depend on employees’ age
4.5.2
Employee Job Tenure against EP, EC, PP, SA, NA, SM, II and OCB
The results presented in Table 4.3 shows that employees who have worked in the institution between 11-20 years had the highest mean in performance with a mean (M=4.32) while between 1-10 years had the lowest with mean of (M=3.93).To find out if there is a significant difference between employee performance and age difference, a one-way analysis of variance (ANOVA) was performed. The results showed that there was a statistically significant difference between employee performance and job tenure difference (F = 11.78, ρ= .00). This shows that employee performance is dependent on employee’s job tenure. 
Further, the results shows that between 11-20 years stay had the highest mean in employee commitment with a mean (M=4.30) while between 1-10 years had the lowest with mean of (M=3.27). One-way analysis of variance (ANOVA) was performed and results showed that there was a statistically significant difference between commitment and job tenure difference (F = 48.95, ρ= .00). Therefore, job tenure has an influence on employee commitment.

Additionally, the results shows that between 11-20 years of stay had the highest mean in proactive personality with a mean (M=4.41) while between 1-10 years had the lowest with mean of (M=4.08).To find out if there is a significant difference between proactive personality and length of service difference, a one-way analysis of variance (ANOVA) was performed. The results showed that there was a statistically significant difference between proactive personality and job tenure difference (F = 7.95, ρ= .00).This shows that proactive personality is dependent on employee’s length of stay in the institution. 
The results shows that between 11-20 years had the highest mean in Social astuteness with a mean (M=4.00) while 1-10 years had the lowest with mean of (M=3.73).One-way analysis of variance (ANOVA) was performed the results showed that there was a statistically significant difference between Social astuteness and job tenure difference (F = 16.29, ρ= .00). Therefore, length of service has an influence on employee’s Social astuteness. 

Furthermore, the results shows that between 11-20 years stay in the institution had the highest mean in networking ability with a mean (M=3.72) while over 30 years had the lowest with mean of (M=2.89).To find out if there is a significant difference between networking ability and job tenure difference, a one-way analysis of variance (ANOVA) was performed. The results showed that there was a statistically significant difference between networking ability and length of service difference (F = 32.18, ρ= .00). Therefore, job tenure has an influence on employee’s networking ability.

Further the results shows that between 11-20 years stay in the institution had the highest mean in self-monitoring with a mean (M=4.18) while between 21-30 years had the lowest with mean of (M=3.81).One-way analysis of variance (ANOVA) was performed the results showed that there was a statistically significant difference between self-monitoring and job tenure difference (F = 22.77, ρ= .00).This shows that self-monitoring is dependent on employee’s stay in the service. More so, the results shows that between 11-20 years had the highest mean in interpersonal influence with a mean (M=4.15) while over 30 years had the lowest with mean of (M=3.47).To find out if there is a significant difference between interpersonal influence and job tenure difference, a one-way analysis of variance (ANOVA) was performed. The results showed that there was no statistically significant difference between interpersonal influence and length of service difference (F = 32.04, ρ= .00). Therefore, interpersonal influence is dependent on employee’s length of service.

Finally on tenure, OCB was portrayed by highly employees with 11-20 years of stay in the institution with a mean of (M=4.03), and those between 21-30 years followed with a mean of (M= 3.76) while employees who have served between 1-10 years had a mean of (M=3.74) and lastly employees who have served for over 30 years had the least mean of (M=3.56) One-way analysis of variance (ANOVA) was performed the results showed that there was a statistically significant difference between OCB and job tenure difference (F = 9.08, ρ= .00).Hence OCB is dependent on employees’ job tenure. 
Table 4.4 ANOVA for difference in Employees Tenure on EP, EC, PP, SA, NA, SM, II and OCB
	
	
	Descriptive
	ANOVA
	

	Variable
	
	Mean
	Std. Deviation
	F
	Sig.

	EP
	1-10 years
	3.93
	.44
	11.78
	.00

	
	11-20 years
	4.32
	.41
	
	

	
	21-30 years
	4.31
	.31
	
	

	
	Over 30 years
	4.18
	.38
	
	

	EC
	1-10 years
	3.27
	.73
	48.95
	.00

	
	11-20 years
	4.30
	.41
	
	

	
	21-30 years
	4.26
	.33
	
	

	
	Over 30 years
	4.13
	.53
	
	

	PP
	1-10 years
	4.08
	.55
	7.95
	.00

	
	11-20 years
	4.41
	.42
	
	

	
	21-30 years
	4.39
	.33
	
	

	
	Over 30 years
	4.25
	.44
	
	

	SA
	1-10 years
	3.73
	.47
	16.29
	.00

	
	11-20 years
	4.00
	.62
	
	

	
	21-30 years
	3.60
	.45
	
	

	
	Over 30 years
	3.84
	.48
	
	

	NA
	1-10 years
	3.25
	.79
	32.18
	.00

	
	11-20 years
	3.72
	.84
	
	

	
	21-30 years
	3.06
	.53
	
	

	
	Over 30 years
	2.89
	.64
	
	

	SM
	1-10 years
	3.83
	.55
	22.77
	.00

	
	11-20 years
	4.18
	.42
	
	

	
	21-30 years
	3.81
	.35
	
	

	
	Over 30 years
	3.95
	.35
	
	

	II
	1-10 years
	3.93
	.55
	32.04
	.00

	
	11-20 years
	4.15
	.58
	
	

	
	21-30 years
	3.64
	.51
	
	

	
	Over 30 years
	3.47
	.56
	
	

	OCB
	1-10 years
	3.74
	.76
	9.08
	.00

	
	11-20 years
	4.03
	.67
	
	

	
	21-30 years
	3.76
	.61
	
	

	
	Over 30 years
	3.56
	.59
	
	


Source; (Field data, 2021)
Key to abbreviations used in the above table

EP
………… Employee performance (Dependent variable)

EPS
…………Employee political skill (Independent variable)

PP
…………Proactive-personality (Sub construct1 of Independent variable)
SA
…………Social Astuteness
(Sub construct2 of Independent variable)
NA
…………Networking ability
(Sub construct3 of Independent variable)

SM
…………Self-monitoring (Sub construct4 of Independent variable)

II
…………Interpersonal influence (Sub construct5 of Independent variable)

EC
…………Employee commitment (Mediating variable)
OCB
…………Organizational citizenship behavior (Moderating variable)
4.5.3
Employee Education against EP, EC, PP, SA, NA, SM, II and OCB
The results presented in Table 4.4 shows that those with undergraduate level of education had the highest mean in performance with a mean (M=4.34, followed by masters (M=4.25) and those with doctorate had the lowest with mean of (M=4.24).To find out if there is a significant difference between employee performance and education level, a one-way analysis of variance (ANOVA) was performed. The results showed that there was a statistically significant difference between employee performance and education level (F = 2.34, ρ= .10). This shows that employee performance is dependent on employee’s level of education. 
Further, the results shows that employees with doctorate degree had the highest mean in employee commitment with a mean of (M=4.21), those with undergraduate had a mean of (4.18) while those with post graduate had the lowest with the mean of (M=4.13). One-way analysis of variance (ANOVA) was performed and results showed that there was no statistically significant difference between commitment and education level (F = 1.12, ρ= .33). Therefore, education level has no influence on employee commitment.

Further the results shows that those employees with masters had the highest mean in proactive personality with a mean of (M=4.42), followed by those of undergraduate degree (M=4.36) while those with doctorate had the lowest with mean of (M=4.4.29).To find out if there is a significant difference between proactive personality and age difference, a one-way analysis of variance (ANOVA) was performed. The results showed that there was no statistically significant difference between proactive personality and education level (F = 3.95, ρ= .02).This shows that proactive personality is not dependent on employee’s level of education. 
The results shows that those employees with master’s degree had the highest mean in Social astuteness with a mean (M=3.85), those with undergraduate degree followed with a mean of (M=3.80) while those with doctorate had the lowest with mean of (M=3.69).One-way analysis of variance (ANOVA) was performed the results showed that there was no statistically significant difference between Social astuteness and education level (F = 3.67, ρ= .03). Therefore, education level has no influence on employee’s Social astuteness. 

Furthermore, the results shows that employees with undergraduate degree had the highest mean in networking ability with a mean (M=3.59), followed by those with masters and doctorate (M=3.26, 3.02) respectively. To find out if there is a significant difference between networking ability and education level, a one-way analysis of variance (ANOVA) was performed. The results showed that there was a statistically significant difference between networking ability and education level (F = 2.88, ρ= .00). Therefore, education level has an influence on employee’s networking ability.

Further the results shows that employees with undergraduate degree had the highest mean in self-monitoring with a mean (M=4.14), followed by those with masters (M=3.95), while those with doctorate had the lowest with mean of (M=3.84).One-way analysis of variance (ANOVA) was performed the results showed that there was a statistically significant difference between self-monitoring and education level (F = 18.16, ρ= .00).This shows that self-monitoring is dependent on employee’s level of education.

More so, the results shows that those employees with undergraduate degree had the highest mean in interpersonal influence with a mean (M=4.10), followed by those with masters and doctorate (M=3.85, 3.55) respectively. To find out if there is a significant difference between interpersonal influence and education level, a one-way analysis of variance (ANOVA) was performed. The results showed that there was a statistically significant difference between interpersonal influence and education level (F = 32.54, ρ= .00). Therefore, interpersonal influence is dependent on employee’s level of education.

Last but not least, the results shows that still employees with first degree had the highest mean in OCB (M=4.15) while masters employees had a mean of (M=3.74) and those with doctorate had a mean of (M=3.67) a one-way analysis of variance (ANOVA) was performed. The results showed that there was a statistically significant difference between OCB and education level (F =19.64, ρ= .00). Therefore, OCB is dependent on employee’s level of education.

Table 4.5 ANOVA difference of Employee Education on EP, EC, PP, SA, NA, SM, II and OCB
	
	
	Descriptives
	ANOVA
	

	Variable
	
	Mean
	Std. Deviation
	F
	Sig.

	EP
	Undergraduate
	4.34
	.38
	2.34
	.10

	
	Masters
	4.25
	.39
	
	

	
	Doctorate
	4.24
	.36
	
	

	EC
	Undergraduate
	4.18
	.49
	1.12
	.33

	
	Masters
	4.13
	.55
	
	

	
	Doctorate
	4.21
	.46
	
	

	PP
	Undergraduate
	4.36
	.41
	3.95
	.02

	
	Masters
	4.42
	.38
	
	

	
	Doctorate
	4.29
	.42
	
	

	SA
	Undergraduate
	3.80
	.70
	3.67
	.03

	
	Masters
	3.85
	.47
	
	

	
	Doctorate
	3.69
	.48
	
	

	NA
	Undergraduate
	3.59
	.96
	2.88
	.00

	
	Masters
	3.26
	.71
	
	

	
	Doctorate
	3.02
	.54
	
	

	SM
	Undergraduate
	4.14
	.47
	18.16
	.00

	
	Masters
	3.95
	.33
	
	

	
	Doctorate
	3.84
	.41
	
	

	II
	Undergraduate
	4.10
	.63
	32.54
	.00

	
	Masters
	3.85
	.56
	
	

	
	Doctorate
	3.55
	.52
	
	

	OCB
	Undergraduate
	4.15
	.61
	19.64
	.00

	
	Masters
	3.74
	.62
	
	

	
	Doctorate
	3.67
	.63
	
	


Source; (Field data, 2021)
Key to abbreviations used in the above table

EP
………… Employee performance (Dependent variable)

EPS
…………Employee political skill (Independent variable)

PP
…………Proactive-personality (Sub construct1 of Independent variable)

SA
…………Social Astuteness
(Sub construct2 of Independent variable)

NA
…………Networking ability
(Sub construct3 of Independent variable)

SM
…………Self-monitoring (Sub construct4 of Independent variable)

II
…………Interpersonal influence (Sub construct5 of Independent variable)

EC
…………Employee commitment (Mediating variable)

OCB
…………Organizational citizenship behavior (Moderating variable)

4.5.4
Employee Gender against EP, EC, PP, SA, NA, SM, II and OCB
The results presented in Table 4.5 shows that male had the highest mean in performance with a mean of (M=4.28) considering their female counterpart with mean of (M=4.24).To find out if there is a significant difference between employee performance and gender, a one-way analysis of variance (ANOVA) was performed. The results showed that there was no statistically significant difference between employee performance and gender (F = 1.00, ρ= .32). This shows that employee performance is not dependent on employee’s gender. 
Further, the results shows that male had the highest mean in employee commitment with a mean (M=4.25), while their female counterpart had the lowest with mean of (M=4.11). One-way analysis of variance (ANOVA) was performed and results showed that there was a statistically significant difference between commitment and gender (F = 8.48, ρ= .00). Therefore, gender has an influence on employee commitment.

Further the results shows that male employees had the highest mean in proactive personality with a mean (M=4.38), while the female had the lowest mean of (M=4.31).To find out if there is a significant difference between proactive personality and gender, a one-way analysis of variance (ANOVA) was performed. The results showed that there was no statistically significant difference between proactive personality and gender (F = 3.01, ρ= .08).This shows that proactive personality is not dependent on employee’s gender. 
The results shows that male had the highest mean in Social astuteness with a mean (M=3.87), while their female counterpart had the lowest with mean of (M=3.66).One-way analysis of variance (ANOVA) was performed the results showed that there was no statistically significant difference between Social astuteness and education level (F = 16.17, ρ= .00). Therefore, gender has an influence on employee’s Social astuteness. 

Furthermore, the results shows that male had the highest mean in networking ability with a mean (M= 3.35), while female had a mean of (M=3.10). To find out if there is a significant difference between networking ability and education level, a one-way analysis of variance (ANOVA) was performed. The results showed that there was a statistically significant difference between networking ability and education level (F = 12.00, ρ= .00). Therefore, gender has an influence on employee’s networking ability.

Further the results shows that male had the highest mean in self-monitoring with a mean (M=3.99), while female had the lowest with mean of (M=3.89).One-way analysis of variance (ANOVA) was performed the results showed that there was a statistically significant difference between self-monitoring and education level (F = 6.54, ρ= .01).This shows that self-monitoring is dependent on employee’s gender.

Additionally, the results shows that male had the highest mean in interpersonal influence with a mean (M=3.81), while their female counterpart had a mean of (M=3.73). To find out if there is a significant difference between interpersonal influence and gender, a one-way analysis of variance (ANOVA) was performed. The results showed that there was no statistically significant difference between interpersonal influence and gender (F = 1.57, ρ= .21). Therefore, interpersonal influence is not dependent on employee’s gender.
Finally, the results shows that male employees had the highest mean of (M=3.85) whereas female employees had a mean of (M=3.75) in OCB. A one-way analysis of variance (ANOVA) was performed. The results showed that there was no statistically significant difference between OCB and gender (F =2.23, ρ= .14). Therefore, OCB is not dependent on employee’s gender.

Table 4.6 ANOVA difference of Employee Gender on EP, EC, PP, SA, NA, SM, II & OCB
	
	
	Descriptives
	ANOVA
	

	Variable
	
	Mean
	Std. Deviation
	F
	Sig.

	EP
	Male
	4.28
	.37
	1.00
	.32

	
	Female
	4.24
	.38
	
	

	EC
	Male
	4.25
	.46
	8.48
	.00

	
	Female
	4.11
	.53
	
	

	PP
	Male
	4.38
	.40
	3.01
	.08

	
	Female
	4.31
	.41
	
	

	SA
	Male
	3.87
	.58
	16.17
	.00

	
	Female
	3.66
	.47
	
	

	NA
	Male
	3.35
	.84
	12.00
	.00

	
	Female
	3.10
	.60
	
	

	SM
	Male
	3.99
	.46
	6.54
	.01

	
	Female
	3.89
	.36
	
	

	II
	Male
	3.81
	.68
	
	

	
	Female
	3.73
	.50
	1.57
	.21

	OCB
	Male
	3.85
	.67
	
	

	
	Female
	3.75
	.63
	2.23
	.14


Source; (Field data, 2020)

Key to abbreviations used in the above table

EP
………… Employee performance (Dependent variable)

EPS
…………Employee political skill (Independent variable)

PP
…………Proactive-personality (Sub construct1 of Independent variable)

SA
…………Social Astuteness
(Sub construct2 of Independent variable)

NA
…………Networking ability
(Sub construct3 of Independent variable)

SM
…………Self-monitoring (Sub construct4 of Independent variable)

II
…………Interpersonal influence (Sub construct5 of Independent variable)

EC
…………Employee commitment (Mediating variable)

OCB
…………Organizational citizenship behavior (Moderating variable)

4.6
Factor analysis
Based on (Kaiser, 1960)

, the scientist withheld all elements with Eigen values higher than 1. The category was subject to  the notion that the Eigen values stands for the  volume of  discrepancies elaborated by a factor and that the Eigen value of 1 depicts a  significant volume  of variation.Bartholomew et al., 2011)

, factor analysis denotes the concept  that  measurable and discernable variables in the study can be constringed to lesser essential variables that  have  the same  variance and are unnoticeable. The expert conducted a principal component assessment (PCA) to ascertain sequences in information, as well as demonstrating the data in a way as to outline their resemblances and contrasts. Other than having information set tools deducted to reasonable levels while keeping as much of the initial data it aided in outlining sets of variables. In line with the criterion of (
 Sampling adequacy was analyzed by the use of the Kaiser-Meyer-Olkin Measure (KMO measure) of sampling adequacy. For statistics to qualify for factor analysis, the advised KMO value is .50 and the Bartlett’s analysis of Sphericity need to be significant (p ˂.05) Hair et al., 2010(; Tabachnick & Fidell, 2007)
. The convergent validity of the research instruments was assessed using Average Variance Extracted (AVE) for all variables Hair et al., 2014()
. 

4.6.1
Factor Analysis for Employee performance

The factor analysis results for employee performance are presented in Table 4.7. The principal component analysis with Varimax rotation was performed to identify the underlying factors of employee performance. Moreover, from the Table 4.7 below, Bartlett’s Test of Sphericity produced a significant Chi-Square (χ²) of 2,547.055 (ρ<.05) and Kaiser – Meyer - Olkin measure of sampling adequacy was .841 above the acceptable value of .50 (Leach et al., 2013(Field, 2005)

, showing that it was appropriate to subject data for factor analysis on this variable of employee performance )
. 

Table 4.7
KMO and Bartlett's Test for Employee Performance 
	Kaiser-Meyer-Olkin Measure of Sampling Adequacy.
	0.841

	Bartlett's Test of Sphericity
	Approx. Chi-Square
	2,547.055

	
	df
	136

	
	Sig.
	0.000


Source; (Field data, 2021)
The EFA extracted 1 factor with an Eigen value of 3.63 which is above the accepted value of 1 Yong & Pearce, 2013()
 and cumulative extracted variance of 50.614%.thus the items were appropriate to explain the variable.
Table 4.8
 Total Variance Explained for employee performance 
	Component
	Initial Eigenvalues
	
	Rotation Sums of Squared Loadings

	
	Total
	% of Variance
	Cumulative %
	Total
	% of Variance
	Cumulative %

	1
	6.06
	35.65
	35.65
	3.63
	21.351
	21.351

	2
	1.412
	8.305
	43.954
	2.537
	14.922
	36.273

	3
	1.132
	6.66
	50.614
	2.438
	14.341
	50.614


Source; (Field data, 2021)

The results depicted that the high factor loading scores showed that all the items explained employee performance as all items used to measure employee performance were all above the minimum recommended value of .50 Hair et al., 2014()
. Except 2 items which were dropped for further analysis. 
Table 4.9
Rotation Matrix for Employee performance

	
	Component
	

	Employee Performance items
	1
	2
	3

	 I  maintain high standard of work
	
	
	0.688

	I am very passionate about my work.
	
	
	0.789

	I know I can handle multiple assignments for achieving organizational 
	0.505
	
	

	 I complete my assignments on time.
	dropped
	
	

	My colleagues believe I am a high performer in my organization
	
	0.569
	

	I perform well to mobilize collective intelligence for effective team work
	dropped
	
	

	I manage change in my job very whenever the situation demands. 
	
	0.758
	

	I can handle effectively my work team in the face of change
	
	
	0.708

	I always believe that mutual understanding can lead to a viable solution i.
	
	0.614
	

	I am very comfortable with job flexibility. .
	0.505
	
	

	I cope well with organizational changes from time to time.
	
	0.644
	

	I extend help to my co-workers when asked or needed.
	0.706
	
	

	I love to handle extra responsibilities.
	0.57
	
	

	I extend my sympathy and empathy to my co-workers when they are in 
	0.654
	
	

	I actively participate in group discussions and work meetings.
	0.695
	
	

	 I praise my co-workers for their good work. .
	0.711
	
	

	I derive a lot of satisfaction nurturing others in organization.
	0.501
	
	

	Extraction Method: Principal Component Analysis. 

	 Rotation Method: Varimax with Kaiser Normalization.


Source; (Field data, 2021)

4.6.2
Factor Analysis for Employee commitment

The factor analysis results for employee commitment are presented in Table 4.10. The principal component analysis with Varimax rotation was performed to identify the underlying factors of employee commitment. From the table below, Bartlett’s Test of Sphericity produced a significant Chi-Square (χ²) of 4626.356 (ρ<.05) and Kaiser – Meyer - Olkin measure of sampling adequacy was .859 above the acceptable value of .50 Field, 2005()
, showing that it was appropriate to subject data for factor analysis on this variable of employee performance Leach et al., 2013()

Table 4.10
KMO and Bartlett's Test for Employee commitment
	Kaiser-Meyer-Olkin Measure of Sampling Adequacy.
	0.859

	Bartlett's Test of Sphericity
	Approx. Chi-Square
	4626.356

	
	df
	276

	
	Sig.
	0.000


Source; (Field data, 2020)

The EFA extracted 1 factor with an Eigen value of 6.247 which is above the accepted value of 1 Yong & Pearce, 2013()
 and cumulative extracted variance of 49.105%. Thus the items were appropriate to explain the variable.

Table 4.11
Total Variance Explained for Employee commitment
	Component
	Initial Eigenvalues
	
	Rotation Sums of Squared Loadings

	
	Total
	% of Variance
	Cumulative %
	Total
	% of Variance
	Cumulative %

	1
	8.088
	33.701
	33.701
	6.247
	26.03
	26.03

	2
	2.288
	9.535
	43.236
	3.077
	12.819
	38.849

	3
	1.409
	5.869
	49.105
	2.461
	10.256
	49.105


Source; (Field data, 2021)

The results depicted that the high factor loading scores showed that all the items explained employee commitment as all items used to measure employee commitment were all above the minimum recommended value of .50 Hair et al., 2014()
, except for seven items were dropped after scoring  a loading of less than 0.05 
Table 4.12
Rotation Matrix for Employee commitment
	Items  for Employee Commitment  
	1
	2
	3

	I would be very happy to spend the rest of my career in this university.
	0.565
	
	

	I enjoy discussing my university with people outside it
	0.612
	
	

	I really feel as if this university’s problems are my own
	0.673
	
	

	I think I could easily become as attached to another university as I am to this one
	0.574
	
	

	I do not feel like “a member of the family” at this university
	0.522
	
	

	I do not feel “emotionally attached” to this university
	0.641
	
	

	This institution has a great deal of personal meaning for me
	dropped
	
	

	I do not feel a strong sense of belonging to this university
	0.675
	
	

	I am not afraid of what might happen if I quit my job without having another one lined up.
	dropped
	
	

	It would be very hard for me to leave my organization right now, even if I wanted to.
	0.776
	

	Too much in my life would be disrupted if I leave my organization now.
	0.846
	

	It would not be too costly for me to leave my organization now.
	0.729
	

	Right now, staying with my organization is a matter of necessity as much as I desire.
	0.608
	

	I feel that I have very few options to consider leaving this organization.
	dropped
	
	0.699

	One of the few serious consequences of leaving this organization would be the scarcity of available alternatives.
	dropped
	
	0.802

	One of the major reasons I continue to work for this organization is that leaving would require considerable personal sacrifice-another organization may not match the overall benefits I have here.
	dropped
	
	0.809

	I think people these days move from this organization too   often.
	dropped
	
	

	I do not believe that a person must always be loyal to his or her organization.
	0.683
	
	

	Jumping from organization to organization does not seem at all unethical to me.
	0.586
	
	

	One of the major reasons I continue to work in the organization is that I believe loyalty is important and therefore feel a sense of moral obligation to remain.
	dropped
	
	

	If I got another offer for a better job elsewhere I would not feel right to leave my organization.
	0.739
	
	

	I was taught to believe in the value of remaining loyal to one organization.
	0.63
	
	

	Things were better in the days when people stayed in one organization for most of their careers.
	0.636
	
	

	I do not think that to be a “company man” or “company woman” is sensible anymore.
	0.674
	
	

	Extraction Method: Principal Component Analysis. 

	 Rotation Method: Varimax with Kaiser Normalization.


Source; (Field data, 2021)

4.6.3
Factor Analysis for Employee Political Skills 

The factor analysis results for proactive personality, social astuteness, networking ability, self-monitoring and interpersonal influence are presented in table 4.13. From the results below, Bartlett’s Test of Sphericity produced a significant Chi-Square (χ²) of 23387.87  (ρ<.05), respectively and Kaiser – Meyer - Olkin measure of sampling adequacy was .52 respectively above the acceptable value of .50 Field, 2005()
, showing that it was appropriate to subject data for factor analysis on this variable of employee political skill Leach et al., 2013()
. 

Table 4.13
KMO and Bartlett's Test for Employee Political Skills
	Kaiser-Meyer-Olkin Measure of Sampling Adequacy.
	0.53

	Bartlett's Test of Sphericity
	Approx. Chi-Square
	23387.87

	
	df
	820

	
	Sig.
	0.000


Source; (Field data, 2021)

The EFA extracted 5 factor with an Eigen value of 8.381, 5.524, 3.992, 3.541 and 3.397 respectively which is above the accepted value of 1 Yong & Pearce, 2013()
 and cumulative extracted variance of 27.748%, 37.61%, 46.14%, 54.15% and 60.57% respectively. Thus the items were appropriate to explain the variable.
Table 4.14
Total Variance Explained for Employee Political Skill
	Component
	Initial Eigenvalues
	
	Rotation Sums of Squared Loadings

	
	Total
	% of Variance
	Cumulative %
	Total
	% of Variance
	Cumulative %

	1
	11.377
	27.748
	27.748
	8.381
	20.44
	20.44

	2
	4.044
	9.862
	37.61
	5.524
	13.472
	33.912

	3
	3.497
	8.53
	46.14
	3.992
	9.736
	43.649

	4
	3.284
	8.01
	54.151
	3.541
	8.636
	52.285

	5
	2.632
	6.42
	60.57
	3.397
	8.285
	60.57


Source; (Field data, 2021)

The principal component analysis with Varimax rotation was performed to identify the underlying factors of proactive personality, (When communicating with others, I try to be genuine in what I say and do, It is important that people believe I am sincere in what I say and do,  I try to show genuine interest in other people, I  am  constantly  on  the  lookout  for  new  ways  to  improve  my  life,  Wherever  I  have  been,  I  have  been  a  powerful  force  for  constructive  change, Nothing  is  more  exciting  than  seeing  my  ideas  turn  into  reality, If  I  see  something  I  don't  like and  I  fix  it). 
social astuteness (I have good intuition and I am savvy about how to present myself to others, I always seem to instinctively know the right things to say or do to influence others, I am good at getting people to like me, I am good at building relationships with influential people at work, I am able particularly good at sensing the motivations and hidden agendas of others, I spend a lot of time at work developing connections with others and I understand people very well), 
 Networking ability (I have good intuition and I am savvy about how to present myself to others, I always seem to instinctively know the right things to say or do to influence others, I am good at getting people to like me, I am good at building relationships with influential people at work, I am able particularly good at sensing the motivations and hidden agendas of others, I spend a lot of time at work developing connections with others and I understand people very well).
Self-monitoring and interpersonal influence (I  excel  at  identifying  opportunities, I always seem to instinctively know the right things to say or do to influence others, I find it easy to envision myself in the position of others) networking ability, self-monitoring and Interpersonal influence. The results depicted that the high factor loading scores showed that only 42 items (after excluding 6 items from 48 items) explained proactive personality, social astuteness, networking ability, self-monitoring and interpersonal influence as all items used to measure proactive personality, social astuteness, networking ability, self-monitoring and interpersonal influence were all above the minimum recommended value of .50 Hair et al., 2014()
. 
Table 4.15
Rotation Matrix for Employee Political Skill
	EPS Items
	1
	2
	3
	4
	5

	PP1
	dropped
	
	
	
	

	PP2
	
	
	
	0.539
	

	PP3
	dropped
	
	
	
	

	PP4
	
	
	
	0.522
	

	PP5
	
	
	
	0.747
	

	PP6
	
	
	
	0.553
	

	PP7
	
	
	
	0.696
	

	PP8
	
	
	
	0.587
	

	PP9
	dropped
	
	
	0.681
	

	SA2
	
	
	0.804
	
	

	SA3
	
	0.662
	
	
	

	SA4
	
	0.674
	
	
	

	SA5
	
	
	0.619
	
	0.513

	SA6
	
	0.767
	
	
	

	SA7
	
	
	0.671
	
	0.506

	SA8
	
	
	
	
	0.668

	NA1
	0.61
	
	
	
	

	NA2
	0.574
	0.575
	
	
	

	NA3
	0.771
	
	
	
	

	NA4
	0.653
	
	
	
	

	NA5
	0.857
	
	
	
	

	NA6
	0.84
	
	
	
	

	NA7
	0.615
	
	0.542
	
	

	NA8
	0.753
	
	
	
	

	SM2
	
	
	0.708
	
	

	SM3
	
	0.525
	0.602
	
	

	SM4
	
	0.727
	
	
	

	SM5
	
	0.801
	
	
	

	SM6
	0.617
	
	
	
	

	SM7
	0.507
	
	
	
	

	SM8
	
	
	
	
	0.732

	II1
	0.53
	
	
	
	0.554

	II2
	0.617
	0.566
	
	
	

	II3
	0.681
	
	
	
	

	II4
	
	0.54
	
	
	0.54

	II5
	
	0.696
	
	
	

	II6
	0.785
	
	
	
	

	II7
	0.704
	
	
	
	

	II8
	0.704
	
	
	
	

	Extraction Method: Principal Component Analysis. 
	

	 Rotation Method: Varimax with Kaiser Normalization.


Source; (Field data, 2021)

4.6.4
Factor Analysis for Organizational Citizenship Behavior

The factor analysis results for organizational citizenship behavior are presented in Table 4.16. The principal component analysis with Varimax rotation was performed to identify the underlying factors of organizational citizenship behavior. From the  table below, Bartlett’s Test of Sphericity produced a significant Chi-Square (χ²) of 23821.47 (ρ<.05), and Kaiser – Meyer - Olkin measure of sampling adequacy was .614 respectively above the acceptable value of .5 Field, 2005()
, showing that it was appropriate to subject data for factor analysis on this variable of Organizational citizenship Behaviour Leach et al., 2013()
. 

Table 4.16
KMO and Bartlett's Test for Organizational Citizenship Behavior
	Kaiser-Meyer-Olkin Measure of Sampling Adequacy.
	0.614

	Bartlett's Test of Sphericity
	Approx. Chi-Square
	23821.47

	
	df
	378

	
	Sig.
	0.000


 Source; (Field data, 2020)

The EFA extracted 1 factor with an Eigen value of 12.241 which is above the accepted value of 1 (Yong & Pearce, 2013) and cumulative extracted variance of 78.948%. Thus the items were appropriate to explain the variable.
Table 4.17
Total Variance Explained for Organizational Citizenship Behavior
	Component
	Initial Eigenvalues
	
	Rotation Sums of Squared Loadings

	
	Total
	% of Variance
	Cumulative %
	Total
	% of Variance
	Cumulative %

	1
	12.241
	43.718
	43.718
	6.383
	22.798
	22.798

	2
	4.428
	15.814
	59.532
	5.391
	19.255
	42.053

	3
	2.924
	10.441
	69.973
	5.366
	19.166
	61.219

	4
	2.513
	8.975
	78.948
	4.964
	17.73
	78.948


 Source; (Field data, 2021)

he results depicted that the high factor loading scores showed that all the items explained organizational citizenship behavior as all items used to measure organizational citizenship behavior were all above the minimum recommended value of .50 Hair et al., 2014()
.
Table 4.18
Factor Analysis for Organizational Citizenship Behavior
	OCB  items
	1
	2
	3
	4

	I give my time to help employees with work-related problems.
	0.867
	
	
	

	I support employees who have problems at work.
	0.694
	
	
	

	I take time out of my day to help train new employees.
	0.693
	
	
	

	I talk to other employees before taking actions that might affect them.
	0.785
	
	
	

	I share my knowledge and expertise with other employees
	0.543
	
	
	

	I help out other teammates if someone falls behind in his/her practice
	0.725
	
	
	

	I highly welcome and assist new employees in the firm
	0.702
	
	
	

	I try to act like a peacemaker when other teammates have disagreements.
	0.652
	
	
	

	I take steps to try to prevent problems with other teammates.
	0.597
	
	
	

	 I willingly give my time to teammates who have sport-related problems
	
	
	
	0.813

	I discuss with other teammates before initiating actions that might affect 
	
	
	
	0.734

	I encourage my teammates when they are down
	
	
	
	0.806

	I am always available when any of my colleagues need someone to speak out their problem
	
	
	
	0.717

	I take step to try to solve problems between supervisors and my 
	
	
	
	0.829

	I keep minor complaints to myself.
	
	
	0.855
	

	I try not to find fault with other employees.
	
	
	0.898
	

	I focus on the positive aspects of my work.
	
	
	0.615
	

	Other employees’ mistakes do not frustrate me.
	
	
	0.86
	

	I try to ignore rumors and speculation
	
	
	0.884
	

	I will do what is right despite gossips from other employees
	
	
	0.588
	

	I focus on what’s best for the firm
	
	
	0.613
	

	I attend work-related information sessions.
	
	0.624
	
	

	I attend and participate in meetings.
	
	0.82
	
	

	I make suggestions for improving the company’s policies and practices.
	
	0.91
	
	

	I keep up with changes in my workplace.
	
	0.761
	
	

	I am always in schedule when called for urgent meeting
	
	0.61
	
	

	I give new ideas for the benefit of the company
	
	0.882
	
	

	I always disagree with any selfish policy that does not help the company
	
	
	0.676
	

	Extraction Method: Principal Component Analysis. 

	 Rotation Method: Varimax with Kaiser Normalization.

	 Rotation converged in 9 iterations.
	


Source; (Field data, 2021)

4.7
Reliability Results 

Reliability has been acknowledged in the literature to mean that scores from a research instrument are stable and consistent Koonce & Kelly, 2014(; Yaşar & Cogenli, 2014)
. Given that in this research, semi-structured questionnaires were used as instruments to collect data, it was worth testing for its reliability. (Sekaran & Bougie, 2010)

, the conventionally accepted level of reliability measure is set at .7. From the results generated, the Cronbach alpha for each variable based on the average of inter-item correlation was above .70 with the highest Cronbach alpha value observed in political skills (.931) whereas the lowest value was .71 with respect to self-monitoring. Therefore, any Cronbach alpha value of more than .70 is regarded as a reliable measure for the construct under consideration. Evidently, the present study results demonstrate that all variables had a Cronbach alpha of more than .7. Thus, the results met the required threshold for further analysis as presented in Table 4.19Rovai et al., 2013)

, recommended Cronbach’s alpha as an adequate model to measure internal consistency reliability based on the average inter-item correlation of an instrument. The study used Cronbach alpha to check for reliability of the research instruments. The results are presented in Table 4.19 below. According (
Table 4.19 
Reliability Statistics
	
	Reliability Statistics

	
	Before Factor Analysis
	After Factor Analysis

	
	Cronbach's Alpha
	Cronbach's Alpha
	N of Items
	no of items dropped

	Employee performance
	0.885
	0.886
	17
	2

	Employee commitment 
	0.908
	0.911
	24
	7

	Political skills 
	0.931
	0.929
	48
	6

	OCB
	0.947
	0.947
	28
	0


Source; (Field data, 2020)

4.8
Descriptive Statistics 

The descriptive data for variables that designed study model can be shown. All means were above the mid-point of 2.5/5 and the majority of the variables were classified (High). The outcomes illustrated that the largest part of respondents affirm generally positive responses to the variables entered in the research model. The findings also demonstrate the "importance" degree and the category for each item in the questionnaire, which mostly were high.
4.8.1
Descriptive Statistics for Employee Performance 

The response variable of the study was employee performance. The results are presented in Table 4.20 with a mean (M =4.30, SD = .84) the results indicated most of the respondents employees maintain high standards in work. The results also shows that most employees are passionate about their work as shown by mean (M=4.20, SD=.86).  The results further shows that employees can handle multiple assignments for achieving organizational goals as indicated by mean (M = 4.20, SD = .83). The results shows that most the employees complete their assignment on time as indicated by the mean (M = 4.31, SD = .1.01). Most of the respondents employees believe that their counterparts regard them as a high performer in the organization as shown by the results (M = 4.27, SD = .83). 

Furthermore, most of the respondents employees do well in mobilizing collective intelligence for effective team work as shown by the mean (M 4.23, SD = ..89). The result also shows that most employees can manage change of jobs very well as reason for change arises as indicated by mean (M=4.23, SD=.86)

The results also shows that with a mean of (M = 4.37, SD = .90) employees can handle work team effectively in the face of change. Most of the Universities employees believe that mutual understanding among them could lead to a viable solution in the university as indicated by mean (M = 4.36, SD =.80). Most employees are comfortable with job flexibility as the results indicate (M=4.12, SD=.89). With a mean of (M=4.17, SD=.91) employees are able to cope well with the universities’ changes from time to time.  Further results shows that most university employees are ready to give help to their counterparts whenever asked or needed as indicated by mean (M=4.26, SD=.85). Most employees enjoy to handle extra responsibilities as shown by the mean (M=4.33, SD=.83). The results also shows that most of the university employees offer sympathy and empathy to their counterparts whenever they are in trouble (M=4.20, SD=.78). 

Most employees actively participate in group discussions and work meetings as results indicate (M=4.20, SD=.84). Most employees give praise to their counterparts for their good work as shown by (M=4.15, SD=.80). Finally university employees get a lot of satisfaction in nurturing others in the organization as shown by the mean (M = 4.35, SD = .79). The overall mean of employee performance (M=4.26) shows that universities employees are willing to perform their duties regardless of the situation. The overall standard deviation is .37 showing a normal distribution 
Table 4.20
Descriptive Statistics for Employee performance

	n=427
	Min
	Max
	Mean
	Std. Dev
	Ske
	Kur

	I maintain high standard of work
	1.00
	5.00
	4.30
	.84
	-1.72
	4.03

	I am very passionate about my work.
	1.00
	5.00
	4.20
	.86
	-1.41
	2.68

	I know I can handle multiple assignments for achieving organizational goals.
	1.00
	5.00
	4.20
	.83
	-1.54
	3.58

	 I complete my assignments on time.
	1.00
	5.00
	4.31
	1.01
	-1.87
	3.33

	My colleagues believe I am a high performer in my organization
	1.00
	5.00
	4.27
	.83
	-1.65
	3.95

	Task Performance
	1.67
	5.00
	4.25
	.51
	-2.08
	5.67

	I can handle effectively my work team in the face of change
	1.00
	5.00
	4.37
	.90
	-2.09
	5.02

	I always believe that mutual understanding can lead to a viable solution in organization. .
	1.00
	5.00
	4.36
	.80
	-1.70
	4.13

	I am very comfortable with job flexibility. .
	1.00
	5.00
	4.12
	.89
	-1.14
	1.49

	I cope well with organizational changes from time to time.
	1.00
	5.00
	4.17
	.91
	-1.45
	2.34

	Adaptive Performance
	2.00
	5.00
	4.27
	.46
	-1.68
	5.07

	I extend help to my co-workers when asked or needed.
	1.00
	5.00
	4.26
	.85
	-1.45
	2.45

	I love to handle extra responsibilities.
	1.00
	5.00
	4.33
	.83
	-1.47
	2.55

	I extend my sympathy and empathy to my co-workers when they are in trouble.
	1.00
	5.00
	4.20
	.78
	-1.37
	3.30

	I actively participate in group discussions and work meetings.
	1.00
	5.00
	4.20
	.84
	-1.34
	2.15

	 I praise my co-workers for their good work. .
	1.00
	5.00
	4.15
	.80
	-1.38
	3.10

	I derive a lot of satisfaction nurturing others in organization.
	1.00
	5.00
	4.35
	.79
	-1.66
	3.98

	Contextual Performance
	1.80
	4.90
	4.26
	.46
	-2.36
	8.27

	Employee Performance
	2.18
	4.84
	4.26
	.37
	-2.03
	6.30


Source; (Field data, 2021)

4.8.2
Descriptive Statistics for Employee commitment

The response variable of the study was employee commitment. The results are presented in Table 4.21 with a mean (M =4.34, SD = .82) the results indicate most of the respondents employees would be very happy to spend the rest of their career in their university. The results also shows that most employees enjoy discussing the university with people outside it as shown by mean (M=4.32, SD=.70). 

The results further shows that employees really feel as if the university’s problems are their own as indicated by mean (M = 4.38, SD = .76). The results shows that most the employees think they could easily become as attached to another university as they are to the one they are working for  as indicated by the mean (M = 4.29, SD = .78). Most of the respondents employees do not feel like “a member of the family” at the university as shown by the results (M = 4.15, SD = .78). Most of the respondents employees also do not feel “emotionally attached” to the university as shown by the mean (M 4.30, SD = .92). The result also shows that most employees feel that the institution has a great deal of personal meaning for them as indicated by mean (M=4.29, SD=.71). Finally, the results indicate that most of the respondents employees do not feel a strong sense of belonging to the university (M=4.28, SD=.78). 

Furthermore, most of the respondents employees are not afraid of what might happen if they quit their jobs without having another one lined up as shown by the mean (M 4.37, SD = ..86). The result also shows that most employees think it would be very hard for them to leave their organization at the moment even if they wanted to as indicated by mean (M=4.13, SD=1.03). The results also shows that with a mean of (M = 3.86, SD =1.06) too much of the employees life would be disrupted if they leave the organization at the moment. Most of the Universities employees believe that it would not be too costly for them to leave the organization at the moment as indicated by mean (M = 4.01, SD =1.01). Most employees believe that one of the few serious consequences of leaving this organization would be the scarcity of available alternatives as the results indicate (M=3.96, SD=1.06). With a mean of (M=4.09, SD=1.08) employees believe that one of the major reasons they continue to work for the organization is that leaving would require considerable personal sacrifice-another organization may not match the overall benefits they have in the current institution. 

Further results shows that most university employees think that people these days move from the organization too often as indicated by mean (M=3.85, SD=1.08). Most employees do not believe that a person must always be loyal to his or her organization as shown by the mean (M=4.00, SD=.89). The results also shows that most of the university employees believe it is unethical to jump from organization to organization (M=4.15, SD=.87). 

Most employees believe that one of the major reasons they continue to work in the organization is because loyalty is important and therefore feel a sense of moral obligation to remain as results indicate (M=4.18, SD=.86). Most employees feel that if they got another offer for a better job elsewhere they would not feel right to leave the organization as shown by (M=4.20, SD=.84). The results of the most employees that they were taught to believe in the value of remaining loyal to one organization (M=4.25, SD=.79). The results shows that employees believe that things were better in the days when people stayed in one organization for most of their careers (M=4.26, SD=.82). Finally university employees do not think that to be a “company man” or “company woman” is sensible anymore as shown by the mean (M = 4.21, SD = .81). The overall mean of employee commitment (M=4.18) shows that universities employees are willing to commit themselves to their duties in the institution they are at the moment. The overall standard deviation of .50 showed a normal distribution. 
Table 4.21
Descriptive Statistics for Employee Commitment 
	
	Min
	Max
	Mean
	Std. Dev
	Skew
	Kurt

	I would be very happy to spend the rest of my career in this university.
	1
	5
	4.34
	0.82
	-1.51
	2.98

	I enjoy discussing my university with people outside it
	2
	5
	4.32
	0.70
	-1.12
	1.94

	I really feel as if this university’s problems are my own
	1
	5
	4.38
	0.76
	-1.60
	3.68

	I think I could easily become as attached to another university 
	1
	5
	4.29
	0.78
	-1.32
	2.46

	I do not feel like “a member of the family” at this university
	1
	5
	4.15
	0.78
	-1.28
	2.80

	I do not feel “emotionally attached” to this university
	1
	5
	4.30
	0.92
	-1.70
	2.98

	This institution has a great deal of personal meaning for me
	2
	5
	4.29
	0.71
	-0.95
	1.24

	I do not feel a strong sense of belonging to this university
	1
	5
	4.28
	0.78
	-1.54
	3.71

	Affective Commitment
	1.38
	5
	4.29
	0.52
	-2.97
	10.68

	I am not afraid of what might happen if I quit my job without having another one lined up.
	1
	5
	4.37
	0.86
	-1.83
	3.96

	It would be very hard for me to leave my organization right now, even 
	1
	5
	4.13
	1.03
	-1.35
	1.48

	Too much in my life would be disrupted if I leave my organization 
	1
	5
	3.86
	1.06
	-0.95
	0.52

	It would not be too costly for me to leave my organization now.
	1
	5
	4.01
	1.01
	-0.99
	0.54

	Right now, staying with my organization is a matter of necessity
	1
	5
	4.11
	0.76
	-1.12
	2.31

	I feel that I have very few options to consider leaving this organization.
	1
	5
	4.26
	0.96
	-1.54
	2.16

	One of the few serious consequences of leaving this organization 
	1
	5
	3.96
	1.06
	-0.98
	0.28

	One of the major reasons I continue to work for this organization organization may not match the overall benefits I have here.
	1
	5
	4.09
	1.08
	-1.37
	1.35

	Continuous Commitment
	1.63
	5
	4.10
	0.64
	-1.62
	2.36

	I think people these days move from this organization too   often.
	1
	5
	3.85
	1.08
	-0.93
	0.34

	I do not believe that a person must always be loyal to his or her organization.
	1
	5
	4.00
	0.89
	-1.50
	2.98

	Jumping from organization to organization does not seem at all unethical to me.
	1
	5
	4.15
	0.87
	-1.39
	2.34

	One of the major reasons I continue to work in the organization is that I believe loyalty is important and therefore feel a sense of moral obligation to remain.
	1
	5
	4.18
	0.86
	-0.93
	0.54

	If I got another offer for a better job elsewhere I would not feel right to leave my organization.
	1
	5
	4.20
	0.84
	-1.71
	4.11

	I was taught to believe in the value of remaining loyal to one 
	1
	5
	4.25
	0.79
	-1.31
	2.60

	Things were better in the days when people stayed in one organization 
	1
	5
	4.26
	0.82
	-1.25
	1.70

	I do not think that to be a “company man” or “company woman” 
	1
	5
	4.21
	0.81
	-1.47
	3.51

	Normative Commitment
	1.63
	5
	4.14
	0.59
	-2.17
	5.01


Source; (Field data, 2020)

4.8.3
Descriptive Statistics for Proactive Personality
The response variable of the study was proactive personality. The results are presented in Table 4.22. With a mean (M =4.22, SD = .85) the results indicated most of the respondents employees when communicating with others try to be genuine in what they say and do. The results also shows that most employees believe that it is important that people believe that they are sincere in what they say and do as shown by mean (M=4.19, SD=.63). 

The results further shows that employees try to show genuine interest in other people as indicated by mean (M = 4.39, SD = .66). The results shows that most the employees they are constantly  on  the  lookout  for  new  ways  to  improve  their  lives as indicated by the mean (M = 4.40, SD = .74). Most of the respondents employees believe that wherever they are, they have been a powerful force for constructive change as shown by the results (M = 4.42, SD = .75). Most of the respondents employees believe that nothing  is  more  exciting  than  seeing  their  ideas  turn  into  reality as shown by the mean (M 4.32, SD = .69). The results also shows that most employees on seeing something they don’t like, they fix it as indicated by mean (M=4.47, SD=.74). The results shows that employees love being a champion to their ideas, even against others' opposition (M=4.28, SD=.78). Finally, the results indicated that most of the respondents employees excel at identifying opportunities (M=4.44, SD=.63). 

The overall mean of proactive personality (M=4.35) shows that universities employees are willing to actively commit their personality to the university. The overall standard deviation of .41 showed an approximation to a normal distribution. Further, values of the skewness and kurtosis as displayed in Table 4.22 are within the acceptable values; for skewness < 3 and kurtosis < 10 Kline, 2005()
. This showed a normal distribution of the responses with respect to employee performance in Kenyan universities, thus, suggests that the normality assumption as evidenced in the results appears not to be violated Joanes & Gill, 1998()
.
Table 4.22
Descriptive Statistics for Employee Political Skill - Proactive Personality

	n=427
	Min
	Max
	Mean
	Std. Deviation
	Skewness
	Kurtosis

	
	
	
	
	
	
	

	It is important that people believe I am sincere in what I say and do.
	1
	5
	4.19
	.63
	-.97
	4.04

	 I try to show genuine interest in other people.
	1
	5
	4.39
	.66
	-1.56
	5.79

	I  am  constantly  on  the  lookout  for  new  ways  to  improve  my  life
	1
	5
	4.40
	.74
	-1.61
	3.89

	 Wherever  I  have  been,  I  have  been  a  powerful  force  for  constructive  change
	1
	5
	4.42
	.75
	-1.39
	2.34

	Nothing  is  more  exciting  than  seeing  my  ideas  turn  into  reality
	2
	5
	4.32
	.69
	-1.03
	1.72

	I love being a champion for my ideas even against others’ oppositio
	1
	5
	4.22
	.85
	-1.43
	2.91

	Proactive Personality
	2.11
	5
	4.35
	.41
	-2.22
	7.88


Source; (Field data, 2021)

4.8.4
Descriptive Statistics for Social Astuteness

The response variable of the study was social astuteness. The results are presented in Table 4.23. With a mean (M =4.37, SD = .65) the results indicated that most of the respondents employees have good perception and they know how to present themselves to others. The results also showed that most employees always seem to instinctively know the right things to say or do to influence others as shown by mean (M=4.00, SD=.82).  The results further shows that most employees are good at getting people to like them as indicated by mean (M = 3.55, SD = .73). The result shows that most of the respondents employees are good at building relationships with influential people at work as indicated by the mean (M = 3.78, SD = .96). Most of the respondents employees are able particularly good at sensing the motivations and hidden agendas of others as shown by the results (M = 3.86, SD = .64). The results shows that mean (M=3.15, SD = 1.00) of the employees spend a lot of time working at developing connections with others.  The results also shows that most employees understand people very well as indicated by mean (M=3.57, SD=.84). Finally, the results indicate that most of the respondents employees pay close attention to people’s facial expressions (M=3.85, SD=.88). The overall mean of social astuteness (M=3.77) shows that university employees offer most of their social astuteness to the achievement of the university’s objectives. The overall standard deviation of .54 showed an approximation to a normal distribution. Further, values of the skewness and kurtosis as displayed in Table 4.23 are within the acceptable values; for skewness < 3 and kurtosis < 10 Kline, 2005()
. This showed a normal distribution of the responses with respect to employee performance in Kenyan universities, thus, suggests that the normality assumption as evidenced in the results appears not to be violated Joanes & Gill, 1998()
.
Table 4.23
Descriptive Statistics for Social Astuteness
	n=427
	Min
	Max
	Mean
	Std. Dev
	Skewness
	Kurtosis

	I have good intuition and I am savvy about how to present myself to others.
	2
	5
	4.37
	.65
	-.81
	.77

	I always seem to instinctively know the right things to say or do to influence others.
	2
	5
	4.00
	.82
	-.14
	-1.15

	I am good at getting people to like me.
	2
	5
	3.55
	.73
	.59
	-.44

	I am good at building relationships with influential people at work.
	1
	5
	3.78
	.96
	-.45
	-.38

	I am able particularly good at sensing the motivations and hidden agendas of others.
	2
	5
	3.86
	.64
	-.09
	-.10

	I spend a lot of time at work developing connections with others.
	1
	5
	3.15
	1.00
	.34
	-.72

	I understand people very well.
	2
	5
	3.57
	.84
	.07
	-.61

	Social Astuteness
	2.63
	4.88
	3.77
	.54
	.28
	-.56


Source; (Field data, 2021)

4.8.5
Descriptive Statistics for Networking Ability

The response variable of the study was social networking ability. The results are presented in Table 4.24. With a respondent mean of (M =3.06, SD = .95) the results indicate that employees spend a lot of time at work developing connections with others. The results also shows that mean (M=4.00, SD=.82) of the employee respondents, at work they know a lot of important people and they are well. 

The results further shows that mean of (M = 3.02, SD = .96) of the respondents employees are good at using their connections and network to make things happen at work. The result shows mean (M = 3.27, SD = .83) of the respondents employees have developed a large network of colleagues and associates at work who they can call on for support when they really need to get things done. Results of mean (M = 3.86, SD = .64) of the respondents employees spend a lot of time and effort at work networking with others. The results shows that mean (M=3.15, SD = 1.00) of the employees spend a lot of time working at developing connections with others. 

The respondents employees are good at building relationships with influential people at work as indicated by mean (M=3.26, SD=1.04). Results also shows that most of the respondents employees are good at coordinating the efforts and talents of team members to bring about effective team outcome (M=3.61, SD=.82). Finally, the results indicate that most of the respondents employees introduce people to each other who might have a common strategic work interest (M=3.71, SD=.75). 

Further, values of the skewness and kurtosis as displayed in Table 4.24 are within the acceptable values; for skewness < 3 and kurtosis < 10 Kline, 2005()
. This showed a normal distribution of the responses with respect to employee performance in Kenyan universities, thus, suggests that the normality assumption as evidenced in the results appears not to be violated Joanes & Gill, 1998()
.
Table 4.24
Descriptive Statistics for Networking Ability

	n=427
	Min
	Max
	Mean
	Std. Dev
	Skewness
	Kurtosis

	I spend a lot of time at work developing connections with others.
	1
	5
	3.06
	.95
	.15
	-.48

	At work, I know a lot of important people and I am well connected.
	1
	5
	2.96
	1.06
	-.10
	-.45

	I am good at using my connections and network to make things happen at work.
	1
	5
	3.02
	.96
	.06
	-.18

	I have developed a large network of colleagues and associates at work who I can call on for support when I really need to get things done
	1
	5
	3.27
	.83
	-.16
	.76

	I spend a lot of time and effort at work networking with others.
	1
	5
	2.92
	1.01
	-.01
	.00

	I am good at building relationships with influential people at work.
	1
	5
	3.26
	1.04
	-.06
	-.31

	I am good at coordinating the efforts and talents of team members to bring about effective team outcome
	2
	5
	3.61
	.82
	.25
	-.68

	I introduce people to each other who might have a common strategic work interest
	2
	5
	3.71
	.75
	.35
	-.85

	Networking Ability
	1.75
	5.00
	3.23
	.74
	.67
	.37


Source; (Field data, 2021)

4.8.6
Descriptive Statistics for Self-Monitoring

The response variable of the study was self-monitoring. The results are presented in Table 4.16. With a mean (M =3.88, SD = .66) the results indicate most of the respondents employees are able to make people feel comfortable and at ease around them. The results also shows that most employee are able to communicate easily and effectively with others as shown by mean (M=4.33, SD=.70). 

The results further shows that it is easy for most employees to develop good rapport with most people as indicated by mean (M = 4.30, SD = .57). The results shows that most of the respondents employees try to see others’ points of view as indicated by the mean (M = 4.16, SD = .79). Most of the respondents employees try to find solutions to problems that incorporate others’ views and opinions as shown by the results (M = 4.07, SD = .60). The results shows that with mean (M=3.15, SD = 1.00) of the employees are conscious of getting themselves in the best position to take advantage of opportunities.  The result also shows that the respondents employees Sometimes feel like an actor because they have to play different roles with different people as indicated by mean (M=3.45, SD=.97). Finally, the results indicate that with a mean of (M=3.47, SD=.84) the respondents employees have trouble changing their behaviour to suit different people and different situations. 

The overall mean of self-monitoring (M=3.94) shows that universities employees use most of their self-monitoring traits to the achievement of the university’s objectives. The overall standard deviation of .54 showed an approximation to a normal distribution. Further, values of the skewness and kurtosis as displayed in Table 4.25 are within the acceptable values; for skewness < 3 and kurtosis < 10 (Kline, 2005). This showed a normal distribution of the responses with respect to employee performance in Kenyan universities, thus, suggests that the normality assumption as evidenced in the results appears not to be violated Joanes & Gill, 1998()
.
Table 4.25
Descriptive Statistics for Self-Monitoring

	n=427
	Min
	Max
	Mean
	Std. Dev
	Skewness
	Kurtosis

	I am able to make people feel comfortable and at ease around 
	2
	5
	3.88
	.66
	-.10
	-.19

	I am able to communicate easily and effectively with others.
	1
	5
	4.33
	.70
	-.83
	.84

	It is easy for me to develop good rapport with most people.
	2
	5
	4.30
	.57
	-.42
	1.11

	I try to see others’ points of view
	1
	5
	4.16
	.79
	-1.23
	1.94

	I try to find solutions to problems that incorporate others’ views and opinions
	1
	5
	4.07
	.60
	-.49
	1.96

	SM
	2
	4.75
	3.94
	.42
	-.25
	.71


Source; (Field data, 2021)

4.8.7
Descriptive Statistics for Interpersonal Influence

The response variable of the study was interpersonal influence. The results are presented in Table 4.26. With a mean (M =3.78, SD = .82) the results indicate most of the respondents employees excel at identifying opportunities. The results also shows that most employees introduce two people when they think they might benefit from becoming acquainted as shown by mean (M=3.62, SD=1.06).  The results further shows that most of the respondents employees are able to make most people feel comfortable and at ease around them as indicated by mean (M = 3.79, SD = .91). The result shows that most of the respondents employees are able to communicate easily and effectively with others as indicated by the mean (M = 4.09, SD = .73). Most of the respondents employees are good at getting others respond positively to them as shown by the results (M = 3.82, SD = .79). The results shows that with mean (M=3.87, SD = .77) of the respondents employees it is easy for them to develop good rapport with most people. The result also shows that the respondent’s employees always seem to instinctively know the right things to say or do to influence others as indicated by mean (M=3.66, SD=.73). Finally, the results indicate that with a mean of (M=3.52, SD=.65) the respondents employees find it easy to envision themselves in the position of others. 

The overall mean of interpersonal influence (M=3.77) shows that universities employees use their interpersonal influence others in achieving the university’s objectives. The overall standard deviation of .60 showed an approximation to a normal distribution. Further, values of the skewness and kurtosis as displayed in Table 4.26 are within the acceptable values; for skewness < 3 and kurtosis < 10 (Kline, 2005). This showed a normal distribution of the responses with respect to employee performance in Kenyan universities, thus, suggests that the normality assumption as evidenced in the results appears not to be violated Joanes & Gill, 1998()
.
Table 4.26
Descriptive Statistics for Interpersonal Influence

	n=427
	Min
	Maxi
	Mean
	Std. Dev
	Skewness
	Kurtosis

	I  excel  at  identifying  opportunities
	2
	5
	3.78
	.82
	.26
	-1.16

	I introduce two people when I think they might benefit from becoming acquainted
	1
	5
	3.62
	1.06
	-.63
	.24

	I am able to make most people feel comfortable and at ease around me
	1
	5
	3.79
	.91
	-1.18
	2.19

	I am able to communicate easily and effectively with others
	3
	5
	4.09
	.73
	-.14
	-1.12

	I am good at getting others respond positively to me
	3
	5
	3.82
	.79
	.33
	-1.32

	It is easy for me to develop good rapport with most people
	3
	5
	3.87
	.77
	.24
	-1.30

	I always seem to instinctively know the right things to say or do to influence others
	3
	5
	3.66
	.73
	.62
	-.88

	I find it easy to envision myself in the position of others
	2
	5
	3.52
	.65
	.67
	-.31

	Interpersonal Influence
	2.75
	5
	3.77
	.60
	.40
	-.79


Source; (Field data, 2021)

4.8.8
Descriptive Statistics for Organizational citizenship behavior 

The response variable of the study was organizational citizenship behavior. The results are presented in Table 4.13. With a mean (M =3.73, SD = .86) the results indicate most of the respondents employees give my time to help employees with work-related problems. The results also shows that most employee support employees who have problems at work as shown by mean (M=3.96, SD=.79). 
 The results further shows that employees take time out of their day to help train new employees as indicated by mean (M = 3.73, SD = .85). The results shows that most of the respondents employees talk to other employees before taking actions that might affect them as indicated by the mean (M = 3.93, SD = .80). Most of the respondents employees share their knowledge and expertise with other employees as shown by the results (M = 4.27, SD = .73).  Most of the respondents employees also help out other teammates if someone falls behind in his/her practice as shown by the mean (M=4.07, SD = .68). The result also shows that most employees highly welcome and assist new employees in the firm as indicated by mean (M=4.17, SD=.69).

Furthermore, most of the respondents employees try to act like a peacemaker when other teammates have disagreements as shown by the mean (M 3.59, SD = .64). The result also shows that most employees take steps to try to prevent problems with other teammates as indicated by mean (M=3.91, SD=.64).The results also shows that with a mean of (M = 3.56, SD =1.14) employees willingly give their time to teammates who have sport-related problems. Most of the Universities employees discuss with other teammates before initiating actions that might affect them as indicated by mean (M = 3.98, SD =.73). 

Most of the respondents employees encourage their teammates when they are down as the results indicate (M=4.09, SD=.77). With a mean of (M=4.09, SD=1.08) employees are always available when any of their colleagues need someone to speak out their problem.  The results also shows that with mean of (M=3.68, SD=1.04) universities employees take step to try to solve problems between supervisors and their colleagues. Further results shows that most university employees keep minor complaints to themselves as indicated by mean (M=3.57, SD=1.29). Most employees try not to find fault with other employees as shown by the mean (M=3.70, SD=1.19). The result also shows that most of the university employees focus on the positive aspects of their work (M=4.01, SD=1.05). 

Respondents employees not being frustrated by their counterparts mistakes is indicated by mean (M=4.18, SD=.86). Most of the respondents employees try to ignore rumors and speculation as shown by (M=3.43, SD=1.01). The results shows that most of the respondents employees will do what is right despite gossips from other employees (M=3.96, SD=1.10). The results shows that employees focus on what’s best for the firm (M=3.95, SD=1.08).  Further results shows that most university employees attend work-related information sessions as indicated by mean (M=3.95, SD=.95). Most employees attend and participate in meetings as shown by the mean (M=4.11, SD=.87). The result also shows that most of the university employees make suggestions for improving the company’s policies and practices (M=4.07, SD=.82). The results shows that respondents employees keep up with changes in their workplace as indicate by mean (M=4.13, SD=.78). Most of the respondents employees are always in schedule when called for urgent meeting as shown by (M=3.89, SD=.89). The results shows that most of the respondents employees give new ideas for the benefit of the company as depicted by (M=4.12, SD=.78). The results shows that employees always disagree with any selfish policy that does not help the company as shown by(M=3.73, SD=1.01). 
The overall mean of organizational citizenship behavior (M=3.87) shows that most of the respondents employees are willing to execute their task in regard to their organizational citizenship behaviours. The overall standard deviation of .57 showed an approximation to a normal distribution. 
Table 4.27
Descriptive Statistics for Organizational citizenship behavior 
	n=427
	Min
	Max
	Mean
	Std. Dev
	Skew
	Kurt

	I support employees who have problems at work.
	2
	5
	3.96
	.79
	.03
	-1.33

	I talk to other employees before taking actions that might affect them.
	3
	5
	3.93
	.80
	.12
	-1.44

	I share my knowledge and expertise with other employees
	3
	5
	4.27
	.73
	-.48
	-1.02

	I help out other teammates if someone falls behind in 
	3
	5
	4.07
	.68
	-.08
	-.85

	I highly welcome and assist new employees in the firm
	3
	5
	4.17
	.69
	-.23
	-.90

	AL
	2.71
	5
	3.98
	.64
	.20
	-1.11

	I try to act like a peacemaker when other teammates 
	2
	5
	3.59
	.64
	.57
	-.56

	I take steps to try to prevent problems with other.
	2
	5
	3.91
	.64
	.02
	-.40

	I discuss with other teammates before initiating actions that 
	2
	5
	3.98
	.73
	-.01
	-1.00

	I encourage my teammates when they are down
	2
	5
	4.09
	.77
	-.19
	-1.20

	I am always available when any of my colleagues need 
	2
	5
	4.05
	.73
	-.12
	-1.03

	I take step to try to solve problems between supervisors 
	1
	5
	3.68
	1.04
	-.33
	-.78

	CR
	2
	5
	3.84
	.66
	-.06
	-1.20

	I focus on the positive aspects of my work.
	1
	5
	4.01
	1.05
	-1.05
	.93

	I will do what is right despite gossips from other 
	1
	5
	3.96
	1.10
	-1.07
	.57

	I focus on what’s best for the firm
	1
	5
	3.95
	1.08
	-1.15
	.87

	SMs
	1
	5
	3.66
	.95
	-1.00
	.97

	I attend and participate in meetings.
	2
	5
	4.11
	.87
	-.25
	-1.58

	I keep up with changes in my workplace.
	3
	5
	4.13
	.78
	-.22
	-1.31

	I am always in schedule when called for urgent meeting
	1
	5
	3.89
	.89
	-.21
	-.48

	I always disagree with any selfish policy that does not help 
	1
	5
	3.73
	1.01
	-.58
	.41

	CV
	2.29
	5
	4.00
	.67
	.09
	-1.13

	OCB
	2.72
	4.75
	3.87
	.57
	-.29
	-.83


Source; (Field data, 2021)

Key to abbreviations used in the above table

OCB……………Organizational Citizenship Behaviour (Moderating variable)

AL………………Altruism (sub-construct1) 
CR………………Courtesy (sub-construct2)
SMs……………..Sportsmanship (sub-construct3) 
CV……………….Civic Virtue (sub-construct4)
4.9
Data Transformation 

After factor analysis the study adopted an ‘average score approach’ to calculate respondents’ total score Osborne, 2013()
. This approach aggregates and calculates only those items answered by the respondents (e.g., if five items are used to measure a scale and one item is missing, the syntax calculates the average of the four items answered). Therefore, it provides an accurate total score for each construct by eliminating the missing responses. The syntax used was “MEAN#.X (a,b,c…)” where X is the minimum number of items with a valid score. In order to use this method, a majority of items must be answered Osborne, 2013()
. 
Table 4.28 shows the results on data transformation. From the findings, employee performance had the highest mean (4.22) followed by employee commitment (4.14), followed by employee political skills (3.83) followed by organisational citizenship behaviour (3.80). The standard deviations for the variables were less than 1 indicating fewer variations in the responses. Finally, all independent variables and the dependent variables were normally distributed as shown in table 4.28 below.

Table 4.28:
Data Transformation

	n=427
	Min
	Max
	Mean
	Std. Deviation
	Skewness
	Kurtosis

	Employee performance
	1.29
	5.00
	4.22
	0.56
	-2.81
	9.81

	Employee commitment
	1.10
	5.00
	4.14
	0.59
	-2.51
	7.75

	Employee political skills
	1.23
	4.87
	3.83
	0.51
	-1.66
	6.84

	Organization Citizenship Beh. 
	1.06
	4.89
	3.80
	0.66
	-0.45
	0.69


Source; (Field data, 2021)

4.10
Correlation Analysis

In order to measure relationships between employee political skills, organizational citizenship behavior and employee commitment on employee performance in Kenyan universities, a Pearson correlation coefficient was calculated. Pearson correlation is a measure of the correlation (linear dependence) between two variables X and Y, giving a value between +1 and −1 inclusive Nunnally, 1978()
. The Pearson’s correlation coefficient assesses the degree to which quantitative constructs are linearly related in a sample Nikolić et al., 2012()
.
The larger the absolute value of the correlation coefficient, the stronger the relationship. Pearson correlation test was used. In this test the null hypothesis is a zero correlation coefficient (no relation). If the level of significance test is less than .05, null hypothesis will be rejected.), was used to determine the association between employee political skills, organizational citizenship behaviour, employee commitment on employee performance in Kenyan universities. In the ensuing discussion, the resultant correlations were indicated by the prefix ‘r’ – where the degree of correlation was expressed by a value of the coefficient Katz & Sharpe, 2006()
.
 From the results in table 4.29, there is a positive and significant correlation between the independent variables and employee performance. Particularly, the correlation results showed that employee commitment has a positive and significant relationship with employee performance (r =.768, ρ<.01). Employee political skills positively correlates with employee performance (r =.728, ρ<.01). The correlation results showed that organizational citizenship behaviour has a positive and significant moderating relationship with employee performance (r =.338, ρ<.01) Further, for control variable only age (r =-.108, ρ>.01) showed a negative and a significant correlation. Based on the above results there is an indication of the linear relationship between all predictors on employee performance in Kenyan universities, hence there is  need to perform a more sophisticated model such as multiple regression model to show a cause-effect relationship. 

Table 4.29
Correlation Analysis
	
	1
	2
	3
	4
	5
	6
	7
	8

	1
	1
	
	
	
	
	
	
	

	2
	.768**
	1
	
	
	
	
	
	

	3
	.728**
	.660**
	1
	
	
	
	
	

	4
	.338**
	.365**
	.688**
	1
	
	
	
	

	5
	-.108*
	-.156**
	-0.051
	0.069
	1
	
	
	

	6
	0.051
	.126**
	-.124*
	-.185**
	.131**
	1
	
	

	7
	-0.069
	0
	-.209**
	-.266**
	-0.049
	.241**
	1
	

	8
	-0.017
	-.102*
	-.098*
	-0.072
	.162**
	-0.026
	-.164**
	1

	
	** Correlation is significant at the 0.01 level (2-tailed).
	
	

	
	* Correlation is significant at the 0.05 level (2-tailed).
	
	


Source; (Field data, 2021)
1.
Employee Performance……………..Dependable variable 
2.
Employee Commitment…………… Mediating Variable
3.
Employee political skill……………..Independent variable 
4.
Organization Citizen Behavior ……. Moderating variable
5.
Age…………………………………..Control Variable1
6.
Job Tenure…………………………...Control Variable2
7.
Highest Educational Level………… Control variable3
8.
Gender……………………………….Control variable4
4.11
Assumption of Regression Model

According to (Yu, 2010) the tests of assumptions aid the assessor to authenticate the nature of the data and identify the applicable model for the study that ensures unbiased, consistent and efficient estimates. Accordingly, if the regression assumptions are violated, it will produce biased estimates of the links between variables, unreliable confidence intervals as well as significance tests Chatterjee & Hadi, 2012()
. Therefore, statistical assumptions were tested to establish if the data met the linearity, normality, multicollinearity, autocorrelation and homoscedasticity assumptions. It was on the basis of these results, that the tests of associations and prediction were performed. 

4.11.1
Test for Linearity

Generally, the assumption of linearity defines the response variable as a function of the predictor variables, thus, multiple regression can estimate the relationship between the dependent and independent variables when they are linearly related Osborne & Waters, 2002()
.  Normally, tests of linearity are done using scatter plots and analysis of Variance (ANOVA). When ANOVA is employed in testing the assumption of linearity, the rule of thumb is that if the ρ – value is less than .05, then the relationship between independent and dependent variables is said to be linear and deviation from linearity have a ρ – value greater than .05 Garson, 2012(; Hair et al., 2010)
.
 For the purpose of the current study, Table 4.30 below showed that employee performance is a function of the employee commitment, proactive personality, social astuteness, networking ability, self-monitoring, interpersonal influence and organizational citizenship behavior. Evidently, all the relationships as shown in Table 4.30 indicated that they are linear, thus, can be considered reliable for regression analysis in the study. The results for each of the relationship are explained in this section as follows.

The results of tests of linearity in the table below depicts that there is a linear relationship between employee performance and employee commitment (F = 883.97, ρ<.05). There is also a linear relationship between employee political skills and employee performance (F = 916.85, ρ<.05). Finally, organizational citizenship behaviour and employee performance are linearly related (F= 82.32, ρ<.05). In general, the results indicated a significant linear relationship between all the independent variables and employee performance. This implied non-violation of the linearity assumption. This further connotes that linearity of the predictor variables with the response variable enabled the researcher to perform a further regression analysis to infer on the casual-effect between the variables in the study.

Table 4.30
ANOVA for Linearity Test

	
	
	
	ANOVA
	
	
	
	Measures of Association

	
	
	Sum of Squares
	Df
	Mean Square
	F
	Sig.
	R
	R2
	Eta
	Eta2

	E. Performance * EC
	(Combined)
	104.22
	52.00
	2.00
	25.38
	.00
	.72
	.52
	.88
	.78

	
	Linearity
	69.81
	1.00
	69.81
	883.97
	.00
	
	
	
	

	E. Performance * EPS
	(Combined)
	95.31
	21.00
	4.54
	47.81
	.00
	.81
	.65
	.84
	.71

	
	Linearity
	87.03
	1.00
	87.03
	916.85
	.00
	
	
	
	

	E. Performance * OCB
	(Combined)
	6.07
	28.00
	2.15
	11.59
	.00
	.34
	.11
	.67
	.45

	
	Linearity
	15.24
	1.00
	15.24
	82.32
	.00
	
	
	
	


Source; (Field data, 2021)

Key for Abbreviations used in the above table

EC………….Employee Commitment (Mediating variable)

EPS………….Employee Political Skill (Independent Variable) 
OCB………….Organizational Citizenship Behaviour (Moderating Variable) 
4.11.2

Test for Normality

According to (Ghasemi & Zahediasl, 2012(Razali & Wah, 2011)

, Normality tests are done to check whether the data collected, organized and summarized is normally distributed. If the assumption is violated there is a possibility that the residuals in the model will give misleading T-tests, F-tests and Chi-square tests results. Subsequently, if the study variables are not found to be normally distributed, they can be transformed. For the purposes of this study, normality tests were performed by utilizing the commonly used methods namely the Kolmogorov-Smirnov and Shapiro-Wilk tests )
.

Moreover, if the tests of normality are significant, it suggests that the data is not normally distributed. Thus, for data to be considered normal, the K-S and S-W tests should not be significant Tabachnick & Fidell, 2014()
. Evidently, the results presented in Table 4.31 below, confirmed that normality of the data was not a problem because tests of K-S and S-W of all the variables were not significant. Hence, the data distribution in the study was reliable for multivariate analysis.

 Table 4.31. Test for Normality

	
	Kolmogorov-Smirnova
	Shapiro-Wilk
	

	
	Statistic
	Df
	Sig.
	Statistic
	Df
	Sig.

	Unstandardized Residual
	.028
	427
	.200*
	.998
	427
	.894

	Standardized Residual
	.028
	427
	.200*
	.998
	427
	.894

	Studentized Residual
	.028
	427
	.200*
	.998
	427
	.881

	* This is a lower bound of the true significance.
	
	

	a Lilliefors Significance Correction
	
	
	


Source; (Field data, 2021)

4.11.3
Test for Multicollinearity

Multiple linear regressions assume that there is no multicollinearity in the data.  Multicollinearity occurs when the independent variables are too highly correlated with each other. Multicollinearity may be checked multiple ways: Correlation matrix- when computing a matrix of Pearson's bivariate correlations among all independent variables, the magnitude of the correlation coefficients should be less than .80 in order to have no multicollinearity; Variance Inflation Factor (VIF) - the VIFs of the linear regression indicate the degree that the variances in the regression estimates are increased due to multicollinearity. VIF values higher than 10 indicate that multicollinearity is a problem. In addition, tolerance values of less than .1 indicate the presence of multicollinearity. The findings in Table 4.32 revealed that the VIF values for all the independent variables were below 10 and tolerance values of more than .1. This means that for all the independent variables, there was no presence of multicollinearity.
Table 4.32
VIF test For Multicollinearity

	
	Tolerance
	VIF

	 Age
	.861
	1.162

	job tenure
	.820
	1.220

	highest Educational Level
	.839
	1.192

	Gender
	.904
	1.106

	 Employee Commitment (mediator)
	.504
	1.984

	 Employee political skill (Independent )
	.483
	2.070

	 Organizational  Citizenship Behaviour
	.287
	3.486


Source; (Field data, 2021)

4.11.4
Test for Autocorrelation

Autocorrelation represents the degree of similarity between a given time series and a lagged version of itself over successive time intervals. Autocorrelation measures the relationship between a variable's current value and its past values. The Durbin Watson (DW) statistic is used to test for autocorrelation in the residuals from a statistical regression analysis. The Durbin-Watson statistic will always have a value between 0 and 4.Avalue of 2.0 means that, there is no autocorrelation detected in the sample. Values from 0 to less than 2 indicate positive autocorrelation and values from 2 to 4 indicate negative autocorrelation Field, 2009()
.
Therefore, table 4.33 indicated a positive autocorrelation. Thus the results indicated a significant autocorrelated relationship between all the independent variables and employee performance. This implied non-violation of the autocorrelation assumption.

Table 4.33

Durbin-Watson for Autocorrelation
	
	Durbin-Watson

	
	1.273

	 Dependent Variable: Employee performance


Source; (Field data, 2021)

4.11.4
Test for Homoscedasticity
Testing for homoscedasticity was conducted with purpose of ensuring that the data is homoscedastic and not heteroscedastic. Homoscedasticity is said to exist when at each level of the predictor variable, the variance of the terms is found to be constant (Schutzenmeister, Jensen & Piepho, 2012). The levene’s test was used to test whether the variability of (DV) is uniform across values of the (IVs). Levene’s test is used to verify the equality of variance in the sample using the threshold of (P>.05) which means that in cases where (P<.05) then the data is said to be heteroscedastic and would need to be first subjected to transformation before applying it for running any regression models (Martin & Briclgmon, 2012)
Notably, (P-value >.05) variability of EP is uniform across values of IV and the data can be used for running regression analysis. The findings in Table 4.34 revealed that basing on Levene statistic, homoscedasticity is not a problem for all the variables, p-value > .05. This essentially means that there is a linear relationship and there is no need to have a non-linear data transformation or quadratic term to fix.
Table 4.34
 Levene’s test
	
	Levene Statistic
	df1
	df2
	Sig.

	Emp. Performance
	.447
	2
	424
	.64

	Emp. Commitment
	.387
	2
	424
	.679

	EPS
	1.072
	2
	424
	.343

	OCB
	.253
	2
	424
	.777


Source; (Field data, 2021)

4.11.5
Goodness of Data and Model Fit Indices
The results showed that all the three predictors (employee political skills, employee commitment and OCB) explained 70 percentage variation of employee performance. This showed that considering the three study independent variables, there is a probability of predicting employee performance  by 70% (R squared =0.70). Further, the above discussed coefficient of determination was significant as evidence of F ratio of 334.871 with p value 0.000 <0.05 (level of significance).

Table 4.35
Goodness of Data and Model Fit Indices

	Model fit indices

	Model
	1.00

	R
	0.84

	R Square
	0.70

	Adjusted R Square
	0.70

	Std. Error of the Estimate
	0.31

	Good of fit

	ANOVA (F stat)
	334.871

	ANOVA (F prob)
	0.000

	a Dependent Variable: Employee performance

	b Predictors: (Constant), Employee Political Skill, Employee commitment, Organizational Citizenship Behaviour
Source; (Field data, 2021)


4.12
Testing For Hypotheses
The regression analysis was performed to test the model fit and to establish the predictive power of the models in the response variable. Although there is quite a number of methods of regression such as forced entry, hierarchical method and stepwise methods Field, 2009()
,  the present study used the multiple regression and Hayes model 4 to test direct and mediation effects (hypotheses 1– 4) and Hayes model 59 to test for moderation and moderated mediation effect. Since it indicates precisely what happens to the regression model as different predictor variables are introduced. Thus, the researcher was able to systematically acknowledge the contribution of each independent variable in explaining the predictive power of the model. This section presents the results for the main effects and eventually the interaction effects of the variables in the study. Hayes model 4 results are shown below in table 4.36
4.12.1
Effect of Employee Political Skills and Employee Commitment 

A multiple linear regression analysis was performed to calculate the coefficients of independent variables with employee performance. The combined prediction of all the variables accounted for approximately 51% of the total variation in employee performance (R2 = .510). The ANOVA model showed that the prediction of the independent variable and control variables as depicted in Table 4.36 was statistically significant (F =87.580, ρ=.000). Thus, the model was fit to predict employee commitment using employee political skills. 
H01: predicted that there is no significant direct effect of employee political skills on employee commitment in Kenyan Universities. However, the results presented in Table 4.36 showed a positive and significant association between employee political skills (Proactive Personality, Social Astuteness, Networking ability, Self-monitoring and Interpersonal Influence) and employee commitment as indicated by all the positive β=.812 and significance values of less than .05 (ρ<.05). All control variables were included in the model and the results indicate that only job tenure (β=.149, p<.05), age (β=-.103, p<.05) and education β=.068, p<.05 were found to be significant. However gender was insignificant. Therefore, based on these results, the hypothesis was rejected.  
According to (Grant & Ashford, 2008)
, they opined that having proactive behaviour involves defining new problems, finding new solutions, and providing active leadership through an uncertain future. To expound on this, leaders with this skill would be in fore front to stand out in dire need of strategic intervention for instance in the global pandemic of covid -19 proactive personality is highly needed in universities so as to manage the institution progress amidst the pandemic.  In its ultimate form, proactive behaviour involves grand ambitions, breakthrough thinking, and the wherewithal to make even the impossible happen.

The results showed that proactive personality is indeed a strong element of employee political skills and it has a strong positive significance correlation effect with employee performance. This is well supported by (Thompson et al., 2004)

 who suggested that People with high proactive personality tend to be relatively unconstrained by situational forces and have a great effect on changing the environment. Additionally, they identify opportunities and show initiative to create meaningful changes in their environment. Those abilities have an influence on the variable of Employee performance, where employees identify with an organization, get involved in it, pursuing its goals and feel a strong bond towards it.

Employees’ capacity to fit into a social environment in a work place, can largely stop perceptions of threat from forming in the minds of others, thus reducing the likelihood of triggering defensive behaviour in others who may perceive a victimizing work environment. In these results, social astuteness was found to have positive and significant effect on employee’s performance in Kenyan Universities. 
The results also showed that there is a strong positive significant correlation between social astuteness and employee’s performance. Therefore, (Ferris et al., 2005; Ferris et al., 2007b)
 Supports the results, as they strongly indicate that being socially astute, the politically skilled are more likely than the less skilled employees to understand the social implications of resource expenditures, discern the present and potential value of social resources, and understand how they fit into others’ functioning in the social environment and thus improve performance.

The results are backed up by (Balcı, 2002)

, who asserts that, successful socialization of an individual increases organizational commitment, harmony and success rate, joining of the individual to the organization to start a career and his/her progress in this career depends on the socialization program implemented by organizations and individual’s success of this program. Not only socialization enables employees to have organizational commitment it also eases their adaptation to organizational values, rules, norms, methods and social relationship. Failure of an employee to socialize may lead the employee to leave the organization and this situation causes harm to both the employee and the organization. Hence social astuteness is yet another element of employee political skills that can greatly affect employee performance. 

Individuals with strong political skills are adept at developing and using diverse networks of people. People in these networks tend to hold assets seen as valuable and necessary for successful personal and organizational functioning. By the sheer force of their typically subtle style, politically skilled individuals easily develop friendships and build strong, beneficial alliances and coalitions. Therefore from the research findings, networking ability was found to have a positive and significant influence on employees’ performance in Kenyan Universities. These findings tallied with (Baron & Markman, 2000)

 who argued that individuals who are high in networking ability ensure they are well positioned in order to both create and take advantage of opportunities.
 Moreover, (Blickle et al., 2009)
, in their longitudinal study proved that networking ability predicted career satisfaction, hierarchical position, and income. Only when employees are strong with networking ability, are they able to navigate the political environment at workplace thereby optimizing resources and power, can exercise influence, and are able to gain personal and company goals through organizational commitment. Therefore, networking ability of employees is very essential in the organization   
According to (Elanain, 2010Miller & Cardy, 2000)

 Who believes that individual with high self-monitoring has higher employee performance within the organization in which they work for. (Meyer et al., 2004)

, self-monitoring is also another cognitive variable under employee political skills defined as   important and measurable individual differences and behavioural characteristics. Having a behavior that suggests a reasonable level of self-control and discipline which extends beyond the minimum requirements expected, self-monitoring was found to have a positive and significant sub variable affecting employees’ performance in Kenyan Universities. These results support ()
, also ties with the results for the study. He further suggested that self-monitoring and locus of control have better organizational performance and, results showed that variables of self-monitoring and locus of control do not affect alone, but the combination of the two variables affect employee performance. Also (Gangestad & Snyder, 2000)

, is supported by these results, because they echoed that high self- monitors can control their expressions and self-presentation across different situations and in relation to other behavior, whereas low self-monitors are not able to and would simply react according to their own emotions, temperament and mind-set. Hence self-monitoring is an important measure for employee performance. 
Interpersonal influence is having behavior based on competence, responsibility, reliability and dependability, affective trust and emotional bonds between co-workers, Interpersonal Influence correlated positively with casual employees’ performance. According to this study, Interpersonal influence has a strong positive effect on employee performance. This is with agreement with (McAllister, 1995)

, who found out the positive effect of interpersonal influence by interviewing 194 managers and professionals and his results demonstrate that managers with high affect-based trust in their colleagues are more inclined to look for opportunities to meet co-workers’ work-related needs and to engage in productive intervention. 
This study builds path for future research on how trust among managers in organizations influence their behaviour and performance. Affective trust is closely related to the perception that a partner’s actions are intrinsically motivated and characterized by feelings of security and perceived strength of the relationship. So the emotional ties that link individuals are accepted to be the basic antecedent for trust that leads to better performance in an Organization. On the other hand, when measured against the study’s variables, it is important to note that most employees have higher level of education because most of the respondents were those with doctorate degrees. Hence it is an indication that working effectively in higher institutions, one has to be qualified academically. From this study, the employees’ age, tenure, education and gender are very important as they explain more of every variable under the study. This tallies with other researchers who earlier expounded on demographics in a research study, with the likes of (Bolino & Turnley, 2003)

. 
4.12.2
Effect of Employee Commitment on Employee Performance
To calculate the coefficients of employee commitment on employee Performance a multiple linear regression analysis was performed. The combined prediction of all the variables in this model accounted for approximately 68.5% of the total variation in employee Performance with R2 = .685. The ANOVA model showed that the joint prediction of all variables in this model depicted in Table 4.37 was statistically significant (F = 152.130, ρ=.000), and significance values of less than .05 (ρ<.05).Thus, the model was fit to predict employee performance using employee commitment.
Ho2: Predicted that, there is no significant direct effect of employee commitment on employee performance in Kenyan Universities. However, the results presented in Table 4.36 showed a positive and significant effect of employee commitment and employee performance as indicated by the positive β=.466 and significance values of less than .05 (ρ<.05). All control variables were included in the model and the results indicate that job tenure, education and age had insignificant effect on employee performance, however gender had significant effect (β=.094, p<.05. Therefore, the hypothesis was not supported.
4.12.3
Effect of Employee Political skill on Employee Performance
To calculate the coefficients of employee commitment on employee Performance a multiple linear regression analysis was performed. The combined prediction of all the variables in this model accounted for approximately 68.5% of the total variation in employee Performance with R2 = .685. The ANOVA model showed that the joint prediction of all variables in this model depicted in Table 4.36 was statistically significant (F = 152.130, ρ=.000), and significance values of less than .05 (ρ<.05).Thus, the model was fit to predict employee performance using employee political skills. Thus, the model was fit to predict employee performance using employee political skills.
Ho3: Predicted that there is no significant direct effect of employee political skill on employee performance in Kenyan Universities. However, the results presented in Table 4.36 showed a positive and significant association between employee political skill and employee performance as indicated by β=.467. Therefore, the hypothesis was rejected. 
4.12.4
Mediating effect of employee commitment on employee 
political skills and 
employee performance 

Ho4:
Predicted that, employee commitment has no significant mediating effect on the relationship between employee political skill and employee performance in selected universities in Kenya
The result presented by table 4.36, model 4 shows that there was significant effect between employee political skills and employee performance in Kenyan Universities (β=.467, p=.000). From model 4 findings after the mediation of employee commitment, it showed that effect of employee political skills and employee performance in Kenyan Universities reduced and remained significant at (β=.378, p=.000) showing a partial significant mediation, thus the hypothesis was rejected. The mediation effect was also confirmed by bootstrapping upper and lower level of confidence with no zero in between (BootLLCI=.27, BootULCI=.48). Employee commitment is defined as the employees’ decision to stay with a firm regardless of the organizational climate or the change there in according to (Schweitzer et al., 2013)
 study. Employee Political skills have been defined as the ability to effectively understand others at work, and to use such knowledge to influence others to act in ways that enhance one’s personal and/or organizational objectives.
 Employee performance is said to be completion of task on the criteria set by organization or supervisor, and it is checked on prescribed acceptable standards while effectively and efficiently using available resources in a changing environment. The study therefore revealed that employee commitment significantly mediates employees’ performance positively. It is backed up by (Chiu & Chen, 2005)

, who found out that there is a positive relationship between employee commitment and organization performance and also a positive relationship between EC and OCB lend credence to the assertion that EC has a positive correlation with OCB and EP.Ghasemi & Keshavarzi, 2014

, 
 Employees who are committed to their respective organizations are more likely not only to remain in the organization but are also likely to exert more efforts on behalf of the organization and work towards its success and therefore are also likely to exhibit better performance than the uncommitted employees. This was also supported wholly by (Freund & Carmeli, 2004)

, who examined the relationship between work commitment and OCB among lawyers in the private sector and found out that commitment had a positive effect on employee performance.  
Quoting (Paino et al., 2012)

, as he indicated that the committed employees have been found to be more creative; they are less likely to leave an organization than those who are uncommitted sustained. Productivity improvement depends on the enterprise’s human capital; employee political skills, knowledge, competencies and attitudes that reside in the individual employee of the enterprise and its social capital trust and confidence, communication, cooperative working dynamics and interaction, partnership, shared values, teamwork, among these individuals. Hence indeed employee commitment enhances positively the effect of employee political skills on employee performance. 
Akintayo, 2010)

 also in the same view noted that one of the reasons why commitment has attracted research attention is that organization depends on committed employees to achieve superior performance. And further proposed by (
Table 4.36: Results for Direct effects and Mediation-H01, H02, H03 & H04

	
	Model 1 (EC)
	
	Model 2 (EP)
	

	
	β
	t
	p
	β
	t
	p

	Constant
	.676
	3.122
	.002
	.292
	1.746
	.002

	EPS
	a1=.812
	19.770
	.000
	C’=.467
	1.710
	.000

	EC
	
	
	
	b1=.466
	12.490
	.000

	Age
	-.103
	-4.171
	.000
	-.019
	-.972
	.332

	job tenure
	.149
	5.915
	.000
	.028
	1.402
	.162

	education
	.068
	2.470
	.014
	.016
	.021
	.464

	gender
	.013
	.303
	.762
	.094
	2.946
	.003

	R-sq
	.510
	
	
	.685
	
	

	F
	87.580
	
	
	152.130
	
	

	F prob
	.000
	
	
	.000
	
	

	Indirect effect(s) of X on Y:
	
	
	
	

	
	Effect
	BootSE
	BootLLCI
	BootULCI
	
	

	Mediation (a1×b1)
	.3781
	.0535
	.2718
	.4791
	
	


Note: Sign.*p<.05, **p<.01, EPS=Employee political skill, EC= Employee commitment, EP= Employee Performance

Source; (Field data, 2021)

4.12.5 
Moderating effect of Organizational Citizenship Behavior on Employee Political Skills and Employee Commitment

Ho5:
Organizational citizenship behavior has no significant moderating effect on the relationship between employee political skill and Employee commitment in Kenyan Universities

The results presented on table 4.37, shows that 7% was explained by the moderation effect of Organizational citizenship behavior between employee political skills and employee commitment (R-sqΔ=.071). From findings, it showed that moderation of Organizational citizenship behavior has a significant effect on relationship between employee political skills and employee commitment (β= .31, p=.00). Thus the hypothesis was rejected. 
Employee performance is said to be completion of task on the criteria set by organization or supervisor, and it is checked on prescribed acceptable standards while effectively and efficiently using available resources in a changing environment as discussed above. Employee Political skills have been defined as the ability to effectively understand others at work, and to use such knowledge to influence others to act in ways that enhance one’s personal and/or organizational objectives. OCB refers to anything that employees choose to do, spontaneously and of their own accord, which often lies outside of their specified contractual obligations. The study therefore noted that there is a strong relationship of moderating role of Organizational Citizenship Behaviour between employee political skills and employee performance in Kenyan Universities. 
The study revealed that Organizational Citizenship Behaviour significantly moderates employees’ performance positively. It not only moderates the employee political skills positively but also correlates positively with employees’ performance. This results are backed up by (Sun et al., 2007)

, also supports these findings as they explained that behaviours such as helping a colleague who has been absent from work,  helping  others  who  have  heavy  workloads,  being  mindful  of  how  one’s  own  behaviour affects others’ jobs, and providing help and support to new employees represent clear indications of  an  employee’s  interest  for  its   work  environment which leads to better employee  performance. The study suggests that an increase in OCB elements improves employees’ effort towards work and eventually increasing the organizational performance. 
Vigoda-Gadot, 2007)

 as they suggest, that it would be vital that managers and employees be encouraged to increase their employees'  voluntary activities in organizations and political skills, on the assumption that such behaviour creates a healthier work environment, leading to improved work  outcomes,  and  promotes  the  goals  of  the  organization  as  a  whole. (Organ et al., 2005

, LePine et al. 2002

, 
These results are in accord with (Chang et al., 2009)

, they tested a model that linked perceived organizational politics to job performance. The research found clear support for the relationship between perceived organizational politics and an aspect of employee performance and organizational citizenship behavior. Therefore, organizational citizenship behaviour is an enhancer between employee political skills and employee performance. 

This was also presented in figure 4.1; the Mode graph (fig 4.1) showed that EPS will positively affect employee performances in high levels of OCB, thus, if OCB is well implemented in firms, employee political skill will improve employee commitment. Mode graphs help to better understand the nature of the interaction between Employee Political Skill and Employee Commitment. Moderated results are presented on a moderation graph as suggested by (Aiken & West, 1991) who suggested that it is insufficient to conclude that there is interaction without probing the nature of that interaction at different levels of the moderator. The magnitude of the interaction between (Employee political skill and Employee Commitment), (Employee commitment and Employee Performance), and finally, (Employee political skill and Employee Performance) are demonstrated below. 
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Figure 4.1: Nature of the interaction of OCB on EPS and EC
Source; (Field data, 2021)

Key to abbreviations used in the above table

EC…………….Employee Commitment (Mediating variable)

EPS……………Employee Political Skill (Independent Variable) 
OCB…………..Organizational Citizenship Behaviour (Moderating Variable) 
4.12.6
Moderating effect of Organizational Citizenship Behavior on Employee 
Political Skills and Employee performance 

Ho6: Predicted that, 
Organizational citizenship behavior has no significant moderating effect on the relationship between employee political skills and employee performance in Kenyan Universities

The result presented by table 4.37, shows that 1% was explained by the moderation effect of Organizational citizenship behavior between employee political skills and employee performance (R-sq Δ=.01). From the findings it showed that moderation of organizational citizenship behavior have significant effect on relationship between employee political skills and employee performance (β= .240, p=.00). Thus the hypothesis was rejected. Figure 4.2 below clearly shows the moderating effect of OCB on EPS and EP. At high levels of Employee Political Skill, Employee Performance increases with high levels of OCB.
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Figure 4.2: Moderating Effect of OCB on EPS and EP
Source; (Field data, 2021)

Key to abbreviations used in the above table

EP……………..Employee Performance (Dependent variable)

EC…………….Employee Commitment (Mediating variable)

OCB………….Organizational Citizenship Behaviour (Moderating Variable) 
4.12.7
Moderating effect of Organizational Citizenship Behavior on Employee 
commitment and Employee performance 

Ho7: Predicted that, Organizational citizenship behavior has no significant moderating effect on the relationship between employee commitment and employee performance in Kenyan Universities.
As presented by table 4.37, it shows that 2% was explained by the moderation effect of Organizational citizenship behavior between employee commitment and employee performance (R-sq=.02). Further, from the findings, it showed that moderation of organizational citizenship behavior have significant effect on relationship between employee commitment and employee performance (β= .07, p=.00). Thus the hypothesis was rejected. Further, figure 4.3 below demonstrates this interaction whereby at the high levels of EC, there is high EP with high OCB. 
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Figure 4.3: Moderating Effect of OCB on EC and EP 

Source; (Field data, 2021)

4.12.8
Moderating mediating effect of Organizational Citizenship Behavior, employee Political skills and Employee commitment on Employee performance 

Ho8: Predicted that, Organizational citizenship behavior has no significant moderating effect on the indirect effect of employee political skills and employee performance via employee commitment in Kenyan Universities
In Hypothesis H07, the present study expected that OCB would moderate the indirect association between employee political skills and employee performance via employee commitment.  To test the moderated mediation hypothesis, the present study estimated parameters for three regression models with PROCESS macro (Model 59) by Hayes (2013). This study estimated the moderating effect of OCB on: One, the relationship between EPS and EP (Model 1); secondly, the relationship between EPS and EC (Model 2) and thirdly, the relationship between EC and EP. The specifications of the three models were summarized in table 4.37. In each model, the study controlled for relevant covariates. Moderated mediation was established if either or both of two patterns existed (Hayes, 2013): (a) the path between EPS and EC was moderated by OCB, (b) the path between EC and EP was moderated by OCB and the path between EPS and EP was also moderated by OCB. As table 4.37 illustrates, in Model 1 there was a significant main effect of EPS on EC (β=.587, p < .01), and this effect was moderated by OCB (β=.264, p>.01, R2Δ=.05). Model 2 indicated that the effect of EC on EP was significant (β=.586, p < .01) and significantly moderated by OCB (β=.091, p < .001, R2Δ=.01). In addition, findings from model 2 showed that the direct effect of EPS on EP was significant (β=.154, p < .001) and further significantly moderated by OCB (β=.251, p < .001, R2Δ=.02). 
The bias-corrected percentile bootstrap results further indicated that the indirect effect of EPS on EP via EC was moderated by OCB. For high OCB, EPS had a high impact on EP through increased EC (β= 0.384. The mediation effect was also confirmed by bootstrapping upper and lower level of confidence with no zero in between at both 16th, 50TH and 84th percentile (BootLLCI=.042 BootULCI=.295, BootLLCI=.265 BootULCI=.480) and (BootLLCI=.494, BootULCI=.827) respectively. Thus, the findings showed that OCB moderated the all three stages of the mediation process hence supporting the full moderated mediation model. Thus, Hypothesis 8 was supported. The research found clear support for the relationship between employee political skills, employee commitment, aspects of organizational citizenship behavior and employee performance.
Based on the results the study showed that employee political skills affect employee commitment and their relationship was moderated by organisational citizenship behaviour. This implies that university with higher OCB is likely to boast employee political skills hence improving employee commitment. More results revealed that with OCB in place also the relationship between employee political skills affect employee performance. This infers that in universities for political skills to be effective in increasing employee performance there should be OCB elements in place. In addition, employee commitment mediated the relationship between employee’s political skills and employee performance and hence enhanced employee performance. This infers both employee commitment and organizational citizenship behavior are important in enhancing the effectiveness of employee political skills toward achievement of high employee performance. The findings are supported by (Chang et al., 2009)

, that the association between observed organizational politics and an element of job performance is moderated by organisational citizenship behaviour, which had previously not been tested by more researches.
  Similarly, According to (Lee & Lin, 2014)

, together deliberated that employee commitment will result in tendency outcomes like reduced turnover and superior performance.Hervas-Oliver et al., 2013)

 that the commitment of employees determine employee performance with presence of OCB. (Li & Kong, 2015)

 discover, that employees’ political skills are substantial in interacting with OCB in addition to boosting their job performance. The results also indicated employee commitment mitigating highly impact on relationship between employee political skills and employee performance. This is an implication that employee commitment is important because high levels of commitment lead to high political skills which highly improves employee performance. The results agrees with (
 Highly dedicated employees should have a weak intention to quit. Studies by (Ghasemi & Keshavarzi, 2014)

 there is a positive relationship between employee commitment and institutional performance. Employees that are dedicated to their companies are more inclined to stay in addition to exercising diligence at work in place of the company to steer it to success and in so doing showing outstanding performance than the uncommitted employees.Lee & Lin, 2014)

, revealed a negative relationship between turnover intentions and employee commitment. According to (
Table 4.37: The moderating effect of OCB on EPS, EC and Employee Performance

	
	Model 1 (EC)
	
	
	Model 2 (EP)
	
	

	
	Β
	SE
	P
	R2-Chng(F)
	Β
	SE
	P
	R2-Chng(F)

	Constant
	-0.074
	0.039
	0.008
	
	-0.120
	0.031
	0.000
	

	ZEPS
	a=.587**
	0.045
	0.000
	
	c’=.154**
	0.043
	0.000
	

	ZEC
	
	
	
	
	b=.586**
	0.039
	0.000
	

	ZOCB
	-.023
	0.041
	0.571
	
	-0.031
	0.033
	0.000
	

	EPS*OCB
	.264**
	0.036
	0.000
	.051(54.272*)
	0.251
	0.036
	0.000
	.02(48.765**)

	ZEC*OCB
	
	
	
	
	0.091
	0.025
	0.000
	.01(13.269**)

	Zage
	-0.143
	,037
	0.001
	
	0.019
	0.030
	0.534
	

	Zjob tenure
	.222**
	0.038
	0.000
	
	0.017
	0.031
	0.589
	

	Zeducation
	.107*
	0.038
	0.006
	
	0.042
	0.031
	0.174
	

	Zgender
	0.026
	0.038
	0.479
	
	0.084
	0.030
	0.005
	

	R-sq
	0.606
	
	
	
	0.800
	
	
	

	F
	91.931**
	
	
	
	185.459**
	
	
	

	F prob
	0.000
	
	
	
	0.000
	
	
	

	Conditional indirect effects of X on Y:

	INDIRECT EFFECT:

 ZEPS        ->    Zecommitment    ->    Zeperformance

	
	
	
	ZE_OCB
	Effect
	BootSE
	BootLLCI
	BootULCI
	
	
	

	16th percentile 
	0.881
	0.179
	0.065
	0.042
	0.295
	
	
	

	50th percentile 
	0.186
	0.384
	0.054
	0.265
	0.480
	
	
	

	84th percentile 
	1.239
	0.639
	0.084
	0.494
	0.827
	 
	 
	 


Key to Symbols Used: *p<.05, **p<.01, ***p < .001, EPS= Employee Political skills, EC Employee commitment, EP= Employee performance
 Source; (Field data, 2021)
Figure 4.4 below presents the conditional indirect effects of OCB of the relationship between employee political skill and employee performance via employee commitment. The study observed that the moderating effects were higher, based on the slope of the line graphs at high levels of OCB both at upper and lower boundaries of the 95% confidence intervals. 
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Figure 4.4: Conditional indirect effect of OCB on relationship between employee political skills and employee performance through employee commitment           Source; (Field data, 2021)
From the above results the final model is presented below Thus, summary of hypothesis testing are presented below:


Figure 4.5: Overall Outcome Model
Source; (Field data, 2021)

Key to abbreviations used in the above figure

EP…………….Employee Performance (Dependent variable)

EC……………Employee Commitment (Mediating variable)

EPS…………..Employee Political Skill (Independent Variable) 
OCB………….Organizational Citizenship Behaviour (Moderating Variable) 
4.13
Summary of Hypothesized Testing Results 

Table 4.38 below presents a summary of the tested hypothesis results. It shows the beta values for the tested hypothesis and the corresponding significant values. The table below provides the decision as to whether the hypothesis is rejected or accepted based on the criteria that all results whose corresponding significant values are less than or equal to 0.01 are accepted while those with significant values greater than 0.01 are rejected.
Table 4. 38:
Summary of Hypothesized Testing Results

	Hypothesis
	Beta values
	P values
	Decision

	H01:
	There is no significant direct effect of employee political skill on employee commitment in Kenyan Universities
	0.812
	0.000
	Reject

	H02:
	There is no significant direct effect of employee commitment on employee performance in Kenyan Universities
	0.466
	0.000
	Reject

	H03:
	There is no significant direct effect of employee political skill on employee performance in Kenyan Universities
	0.467
	0.000
	Reject

	H04:
	Employee commitment has no mediating effect on the relationship between employee political skills and employee performance in Kenyan Universities
	0.378(BootLLCI=.27, BootULCI=.48
	0.000
	Reject

	H05:
	Organizational citizenship behaviour has no significant moderating effect on the relationship between employee political skills and employee commitment in Kenyan Universities
	0.31(R-sqΔ=.071)

	0.000
	Reject

	H06:
	Organizational citizenship behaviour has no significant moderating effect on the relationship between employee political skills and employee performance in selected  universities in kenya
	.240(R-sq Δ=.01)

	0.000
	Reject

	H07:
	Organizational citizenship behaviour has no significant moderating effect on the relationship between employee commitment and employee performance in Kenyan Universities
	0.07(R-sq=.02)

	0.000
	Reject

	H08:
	Organizational citizenship behaviour has no significant moderating effect on the indirect effect of employee political skills and employee performance via employee commitment in Kenyan Universities
	0.639(BootLLCI=.494, BootULCI=. 827)
	0.000
	Reject


Source; (Field data, 2021)
CHAPTER FIVE

SUMMARY OF FINDINGS, CONCLUSION AND RECOMMENDATIONS

5.1
Introduction

This chapter focused on presenting the summary of the findings in chapter four, drawing conclusions from the findings and formulate recommendations that can guide future policy review especially in terms of strategic management. 
5.2
Summary of the Findings

The key highlights of this chapter are that employee political skills (Proactive, Astuteness, networking, monitoring and Interpersonal), employee commitment (Affective,continuous and normative) and Organizational citizenship behavior(altruism, courtesy, civic virtue and sportsmanship) significantly affect employee performance in Kenyan Universities. There are gaps that have been identified with regard to malleability potential as such identifying to areas that need to be reviewed in order to enhance employee performance in Kenyan Universities. 

First, the summary of the background characteristics is presented followed by the descriptive and inferential findings that are presented per the objectives of the study. The theoretical foundations and empirical results based on the objectives and hypotheses formulated are discussed in summery as follows: 

The demographic findings indicated that there was no bias in terms of gender since male and female were given a chance to share their knowledge and experience in the targeted universities and the variation of male and female against all variables was barely noticeable. Further, the bulk of the respondents are between 35 to 46 years of age across all variables meaning that the youth employees are the most active in the institutions. The length of service offered by employees indicated that there was a statistically significant difference between job tenure and all variables under study, (employee performance, employee political skill, employee commitment and Organizational citizenship behavior).
Therefore, it is a clear indication from the findings that the employee political skill, employee commitment and Organizational citizenship behaviour influence employee performance in Kenyan Universities with control variables taken into consideration. The findings showed a positive and significant association between employee political skill (Proactive Personality, Social Astuteness, Networking ability, Self-monitoring and Interpersonal Influence) and employee commitment as indicated by all the positive (β=.812, ρ<.05).  The findings showed a positive and significant effect of employee commitment and employee performance (β=.466, ρ<.05).  Hayes model 4 also indicated a positive and significant association between employee political skill and employee performance (β=.467, ρ<.05).
On mediation, results showed that there is partial significant mediation of employee commitment on the relationship between political skills and employee performance, (β=.378, p=.000, BootLLCI=.27, BootULCI=.48). In addition findings revealed that Organizational citizenship behavior partially moderate the relationship between employee political skills and employee commitment (β= .31, p=.00, R-sqΔ=.071), relationship between employee political skills and employee performance (β= .240, p=.00, R-sq Δ=.01), relationship between employee commitment and employee performance (β= .07, p=.00, R-sq=.02). The bias-corrected percentile bootstrap results further indicated that the indirect effect of EPS on EP via EC was moderated by OCB. For high OCB, EPS had a high impact on EP through increased EC (β= 0.384. The mediation effect was also confirmed by bootstrapping upper and lower level of confidence with no zero in between at both 16th, 50TH and 84th percentile (BootLLCI=.042 BootULCI=.295, BootLLCI=.265 BootULCI=.480) and (BootLLCI=.494, BootULCI=.827) respectively. Thus, the findings showed that OCB moderated the all three stages of the mediation process hence supporting the full moderated mediation model. Therefore the study postulated eight hypotheses which were all rejected.
5.3
Conclusion 

 Conclusively, this study investigated effect of employee political skills, employee commitment and organizational citizenship behavior on employee performance. All hypotheses were rejected which means that there is a significant relationship between employee political skills, employee commitment and organizational citizenship behaviour on employee performance in Kenyan universities. 

Employee political skills positively impacts employee performance. It can therefore be said that political skilled employees are an asset to the organization since politically skilled are more likely than the less skilled employees to understand the social implications of resource expenditures, discern the present and potential value of social resources, and understand how they fit into others’ functioning in the social environment for better performance. As well, they are effective in identifying opportunities within the work environment and persevere until there is notable change in the organization.
The study also suggests that there is a significant statistical association between employees’ personal attributes and employee performance in Kenyan universities. It is evident that where employees have competent skills, well trained, advanced career development, highly motivated, positive attitude among other attributes, the level of their production tends to be higher than organizations where employees do not possess these attributes. This implies that the employees’ level of performance is significantly affected by employee political skills through employee commitment and employee organizational citizenship behavior. Thus, there is need for organizations to nurture personal attributes among employees, more especially on employee political skills elements specifically; proactive personality, social astuteness, networking ability, self-monitoring and interpersonal influence.
 Furthermore, there is need to blend the mentioned skills with other factors used in this study; employee commitment and organizational citizenship behavior in order to achieve the organizational goals with proper enhancement and moderation of the aspect of employee politics. 
Therefore, Employee political skill significantly and positively affects employee commitment, employee commitment significantly and positively affects employee performance, Employee political skill significantly and positively affects employee performance, Employee commitment significantly mediates the relationship between employee political skill and employee performance, Organizational citizenship behavior significantly moderates the relationship between employee political skill and employee commitment, OCB significantly moderates the relationship between EPS and EP, OCB significantly moderates the relationship between EC and EP,  finally OCB significantly moderates the indirect relationship between EPS and EP through EC.
5.4
Recommendation
5.4.1
Managerial implication 

The study recommends that, to improve on their productivity, Kenyan universities should consider encouraging and promoting all employee political skills. Since Political skill is a major predictor of employee commitment and performance. Employees who are politically skilled leverage their networks by ensuring that they are connected to influence others. The politically skilled also are more likely than less skilled employees to understand the social implications of resource expenditures, discern the present and potential value of social resources, and understand how they fit into others’ functioning in the social environment.  
Failure also for an employee to socialize may lead the employee to leave the organization and this situation causes harm to both the employee and the organization. As a result, it is essential for organizations to have employees with high political skills since they stand a better chance at taking advantage of opportunities that are beneficial to the organization.

The study also recommends that Managers or management of the public and private institutions alike have a responsibility of ensuring that the employees have the desire of helping others while not expecting any compensation through the spirit of organizational citizenship behaviour.

Considering the foregoing, there is need also for organizations to focus on whether their employees are satisfied with their job because they are at a risk of losing dissatisfied employees that possess valuable set of skills (strategies in Human Resources whch favour the essence of political skill, OCB and Commitment). Also, it is of vital importance to assure employees that they will progress in their career within the organization this would instill the aspect of commitment (Affective, continuous and normative).

Kenyan university management should promote comprehensive working environments for their employees as this will enhance positive performance. Work environment as a sum of the interrelationship of various factors that exist among the employees and the employers need to be enhanced to moderate the constructs of political skills, commitment and Organizational citizenship behaviour for positive performance.
5.4.2
Theoretical Implication 

This research has several important implications for the employee political skills literature. Since the works of various scholars were mainly used as the conceptual underpinning for employee political skills construct in this study, the findings of this thesis confirmed and extended knowledge of employee political skill conceptualizations. Given the relative newness of employee political skills analyses (e.g. explanatory analyses of the employee political skills measure across several universities, and an explanatory design with a large sample in the field study); support for the conceptualizations was significant for the expansion of knowledge within the field. 

Notably, since this study was conducted solely in Kenya, one should be aware of the findings in terms of generalizability to other cultural contexts. In spite of the argument that effect of political skill and employee performance in universities should be generally stable over time and integral to the individual. 

5.4.3
Implication to new knowledge

The study is one of its kind with three direct interactions of Employee political skill, employee commitment and employee performance. The findings showed a significant and positive effect of employee political skill on employee commitment, significant and positive effect of Employee commitment on employee performance; significant and positive effect of Employee political skill on employee performance. Additionally, the study has given new knowledge on significant mediation effect of Employee Commitment and showed that, there is a positive and significant moderating effect of Organizational Citizenship Behavior on the relationship between employee political skill and employee performance through Employee Commitment. 
Conclusively, the study currently has validated the moderated mediation effect of Employee commitment and Organizational Citizenship Behaviour significantly affecting the relationship between Employee Political skill and Employee Performance. And on interaction, under high level of OCB, employee political skill enhances employee commitment. Also, with high level of OCB, employee political skill through employee commitment enhances employee performance. 

5.5
Suggestions for future research
The study was quantitative in nature and hence it employed only structured questionnaire to collect primary data. A mixed method approach may yield more richer and in-depth findings.
Further studies should adopt other analysis like Structural Equation Modeling (SEM) and other software apart from SPSS

Due to limited scope of this study on only local universities employees, further research is suggested focusing on all employees in both public and private universities, colleges and all education and training sector as a whole and with a global view. Also, due to limited research on employee performance in Kenya, recommendations for further research on this field focusing on various sectors is encouraged. Deeper, there is need to further research on the relationship between the temporary employees’ verses permanent employees of institutions so as to study the levels of political skill, commitment, OCBs effects on performance of the two types of employment. 
 Clearly, the study does not take into knowledge that temporary employees have variety of association with the firm. In other words, they can either be employed for a short term need or can have a longer and ongoing association with the institution. This difference in association has a bearing on the impact that they will have on commitment hence performance of the firm. Not many studies have accounted for these thus further studies need to be done.
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APPENDICES 

APPENDIX I:
LETTER OF INTRODUCTION

Dear Participant, 

Thank you for participating in our study!








I am conducting research to investigate effect of employee political skill, organizational citizenship behavior, commitment and performance among employees in selected universities in Kenyan. This research is a requirement in partial fulfillment for the award of Doctor of Philosophy in Business Management of MOI UNIVERSITY-KENYA. You are therefore, requested to participate in this study by filling in the questionnaire which will take you less than 20 minutes.  

Your participation in this research study is very much appreciated. It is my hope that the timely completion and return of this questionnaire is representative of your continued support for this type of research. Please be frank with your responses, and make sure to RESPOND TO ALL items in the questionnaire. All information you provide will be strictly confidential. For questions or concerns please do not hesitate to contact me directly on +254 725927552
Sincerely, 

Lelei Joy Chelagat

PhD-Candidate

MOI UNIVERSITY-KENYA

APPENDIX II: QUESTIONNAIRE
SECTION A:
EMPLOYEE PERFORMANCE 

Kindly, to what extent do you agree on the following statements on the employee performance in your institution? This is for academic purposes only and information provided is confidential.

5 = Strongly Agree, 4 = agree, 3= neutral, 2 = disagree, 1 = Strongly Disagree

	
	EMPLOYEE PERFORMANCE SCALE ITEMS
	SD
	D
	N
	A
	SA

	Task Performance
	
	
	
	
	

	EP1
	 I  maintain high standard of work
	1
	2
	3
	4
	5

	EP2
	I am capable of handling my assignments without much supervision. 
	1
	2
	3
	4
	5

	EP3
	I am very passionate about my work. 
	1
	2
	3
	4
	5

	EP4
	I know I can handle multiple assignments for achieving organizational goals. 
	1
	2
	3
	4
	5

	EP5
	 I complete my assignments on time. 
	1
	2
	3
	4
	5

	EP6
	My colleagues believe I am a high performer in my organization
	1
	2
	3
	4
	5

	Adaptive Performance
	
	
	
	

	EP7
	I perform well to mobilize collective intelligence for effective team work.
	1
	2
	3
	4
	5

	EP8
	I manage change in my job very well whenever the situation demands. .
	1
	2
	3
	4
	5

	EP9
	I can handle effectively my work team in the face of change
	1
	2
	3
	4
	5

	EP10
	I always believe that mutual understanding can lead to a viable solution in organization. .
	1
	2
	3
	4
	5

	EP11
	 I lose my temper when faced with criticism from my team members. (R).
	1
	2
	3
	4
	5

	EP12
	I am very comfortable with job flexibility. .
	1
	2
	3
	4
	5

	EP13
	I cope well with organizational changes from time to time.
	1
	2
	3
	4
	5

	Contextual Performance
	1
	2
	3
	4
	5

	EP14
	I extend help to my co-workers when asked or needed. 
	1
	2
	3
	4
	5

	EP15
	I love to handle extra responsibilities. 
	1
	2
	3
	4
	5

	EP16
	I extend my sympathy and empathy to my co-workers when they are in trouble. 
	1
	2
	3
	4
	5

	EP17
	I actively participate in group discussions and work meetings. 
	1
	2
	3
	4
	5

	EP18
	 I praise my co-workers for their good work. .
	1
	2
	3
	4
	5

	EP19
	I derive lot of satisfaction nurturing others in organization. 
	1
	2
	3
	4
	5

	EP20
	I share knowledge and ideas among my team members. 
	1
	2
	3
	4
	5

	EP21
	 I maintain good coordination among fellow workers. 
	1
	2
	3
	4
	5

	EP22
	I guide new colleagues beyond my job purview. 
	1
	2
	3
	4
	5

	EP23
	I communicate effectively with my colleagues for problem
	1
	2
	3
	4
	5


SECTION B:
EMPLOYEE COMMITMENT

Select one of the numbers below to indicate how well the statement describes your leadership behaviour:
 1=Strongly Disagree      2= Disagree      3= Neutral    4= Agree    5= Strongly Agree

	
	
	SD
	D
	N
	A
	SA

	
	Affective Commitment Scale Items
	
	

	EC1
	I would be very happy to spend the rest of my career in this university. 
	1
	2
	3
	4
	5

	EC2
	I enjoy discussing my university with people outside it 
	1
	2
	3
	4
	5

	EC3
	I really feel as if this university’s problems are my own 
	1
	2
	3
	4
	5

	EC4
	I think I could easily become as attached to another university as I am to this one 
	1
	2
	3
	4
	5

	EC5
	I do not feel like “a member of the family” at this university
	1
	2
	3
	4
	5

	EC6
	I do not feel “emotionally attached” to this university
	1
	2
	3
	4
	5

	EC7
	This institution has a great deal of personal meaning for me 
	1
	2
	3
	4
	5

	EC8
	I do not feel a strong sense of belonging to this university
	1
	2
	3
	4
	5

	
	Continuous Commitment Scale Items
	
	

	EC9
	I am not afraid of what might happen if I quit my job without having another one lined up.
	1
	2
	3
	4
	5

	EC10
	It would be very hard for me to leave my organization right now, even if I wanted to.
	1
	2
	3
	4
	5

	EC11
	Too much in my life would be disrupted if I leave my organization now.
	1
	2
	3
	4
	5

	EC12
	It would not be too costly for me to leave my organization now.
	1
	2
	3
	4
	5

	EC13
	Right now, staying with my organization is a matter of necessity as much as I desire.
	1
	2
	3
	4
	5

	EC14
	I feel that I have very few options to consider leaving this organization.
	1
	2
	3
	4
	5

	EC15
	One of the few serious consequences of leaving this organization would be the scarcity of available alternatives.
	1
	2
	3
	4
	5

	EC16
	One of the major reasons I continue to work for this organization is that leaving would require considerable personal sacrifice-another organization may not match the overall benefits I have here.
	1
	2
	3
	4
	5

	
	Normative Commitment Scale Items
	
	

	EC17
	I think people these days move from this organization too   often.
	1
	2
	3
	4
	5

	EC18
	I do not believe that a person must always be loyal to his or her organization.
	1
	2
	3
	4
	5

	EC19
	Jumping from organization to organization does not seem at all unethical to me.
	1
	2
	3
	4
	5

	EC20
	One of the major reasons I continue to work in the organization is that I believe loyalty is important and therefore feel a sense of moral obligation to remain.
	1
	2
	3
	4
	5

	EC21
	If I got another offer for a better job elsewhere I would not feel right to leave my organization.
	1
	2
	3
	4
	5

	EC22
	I was taught to believe in the value of remaining loyal to one organization.
	1
	2
	3
	4
	5

	EC23
	Things were better in the days when people stayed in one organization for most of their careers.
	1
	2
	3
	4
	5

	EC24
	I do not think that to be a “company man” or “company woman” is sensible anymore.
	1
	2
	3
	4
	5


SECTION B:
EMPLOYEE POLITICAL SKILLS

Kindly, to what extent do you agree on the following statements on the political skills in your institution? 

	Proactive Personality
	SD
	D
	N
	A
	SA

	PS1
	When communicating with others, I try to be genuine in what I say and do.
	1
	2
	3
	4
	5

	PS2
	It is important that people believe I am sincere in what I say and do.
	1
	2
	3
	4
	5

	PS3
	 I try to show genuine interest in other people.
	1
	2
	3
	4
	5

	PS4
	I  am  constantly  on  the  lookout  for  new  ways  to  improve  my  life  
	1
	2
	3
	4
	5

	PS5
	 Wherever  I  have  been,  I  have  been  a  powerful  force  for  constructive  change  
	1
	2
	3
	4
	5

	PS6
	Nothing  is  more  exciting  than  seeing  my  ideas  turn  into  reality  
	1
	2
	3
	4
	5

	PS7
	 If  I  see  something  I  don't  like,  I  fix  it  
	1
	2
	3
	4
	5

	PS8
	I  love  being  a  champion  for  my  ideas,  even  against  others'  opposition 
	1
	2
	3
	4
	5

	PS9
	  I  excel  at  identifying  opportunities  
	1
	2
	3
	4
	5

	
	Social Astuteness
	
	
	
	

	PS10
	I have good intuition and I am savvy about how to present myself to others.
	1
	2
	3
	4
	5

	PS11
	I always seem to instinctively know the right things to say or do to influence others.
	1
	2
	3
	4
	5

	PS12
	I am good at getting people to like me.
	1
	2
	3
	4
	5

	PS13
	I am good at building relationships with influential people at work.
	1
	2
	3
	4
	5

	PS14
	I am able particularly good at sensing the motivations and hidden agendas of others. 
	1
	2
	3
	4
	5

	PS15
	I spend a lot of time at work developing connections with others.
	1
	2
	3
	4
	5

	PS16
	I understand people very well.
	1
	2
	3
	4
	5

	PS17
	I pay close attention to people’s facial expressions.
	1
	2
	3
	4
	5

	
	Networking Ability
	
	
	
	

	PS18
	I spend a lot of time at work developing connections with others.
	1
	2
	3
	4
	5

	PS19
	At work, I know a lot of important people and I am well connected.
	1
	2
	3
	4
	5

	PS20
	I am good at using my connections and network to make things happen at work.
	1
	2
	3
	4
	5

	PS21
	I have developed a large network of colleagues and associates at work who I can call on for support when I really need to get things done
	1
	2
	3
	4
	5

	PS22
	I spend a lot of time and effort at work networking with others.
	1
	2
	3
	4
	5

	PS23
	I am good at building relationships with influential people at work.
	1
	2
	3
	4
	5

	PS24
	I am good at coordinating the efforts and talents of team members to bring about effective team outcome
	1
	2
	3
	4
	5

	PS25
	I introduce people to each other who might have a common strategic work interest
	1
	2
	3
	4
	5

	
	Self-Monitoring
	
	
	
	

	PS26
	I am able to make people feel comfortable and at ease around me.
	1
	2
	3
	4
	5

	PS27
	I am able to communicate easily and effectively with others.
	1
	2
	3
	4
	5

	PS28
	It is easy for me to develop good rapport with most people.
	1
	2
	3
	4
	5

	PS29
	I try to see others’ points of view
	1
	2
	3
	4
	5

	PS30
	I try to find solutions to problems that incorporate others’ views and opinions
	1
	2
	3
	4
	5

	PS31
	 I am conscious of getting myself in the best position to take advantage of opportunities
	1
	2
	3
	4
	5

	PS32
	Sometimes I feel like an actor because I have to play different roles with different people.
	1
	2
	3
	4
	5

	PS33
	I have trouble changing my behaviour to suit different people and different situations
	1
	2
	3
	4
	5

	
	Interpersonal Influence
	
	
	

	PS34
	I  excel  at  identifying  opportunities  
	1
	2
	3
	4
	5

	PS35
	I introduce two people when I think they might benefit from becoming acquainted
	1
	2
	3
	4
	5

	PS36
	I am able to make most people feel comfortable and at ease around me
	1
	2
	3
	4
	5

	PS37
	I am able to communicate easily and effectively with others
	1
	2
	3
	4
	5

	PS38
	I am good at getting others respond positively to me
	1
	2
	3
	4
	5

	PS39
	It is easy for me to develop good rapport with most people
	1
	2
	3
	4
	5

	PS40
	I always seem to instinctively know the right things to say or do to influence others
	1
	2
	3
	4
	5

	PS41
	I find it easy to envision myself in the position of others
	1
	2
	3
	4
	5


SECTION C: ORGANIZATIONAL CITIZENSHIP BEHAVIOR 

Kindly, to what extent do you agree on the following statements on the employee organizational citizenship behaviour in your institution? This is for academic purposes only and information provided is confidential.

5 = Strongly Agree, 4 = agree, 3= neutral, 2 = disagree, 1 = Strongly Disagree

	
	Altruism
	SD
	D
	N
	A
	SA

	OCB1
	I give my time to help employees with work-related problems.
	1
	2
	3
	4
	5

	OCB2
	I support employees who have problems at work.
	1
	2
	3
	4
	5

	OCB3
	I take time out of my day to help train new employees.
	1
	2
	3
	4
	5

	OCB4
	I talk to other employees before taking actions that might affect them.
	1
	2
	3
	4
	5

	OCB5
	I share my knowledge and expertise with other employees
	1
	2
	3
	4
	5

	OCB6
	I help out other teammates if someone falls behind in his/her practice 
	1
	2
	3
	4
	5

	OCB7
	I highly welcome and assist new employees in the firm
	1
	2
	3
	4
	5

	
	Courtesy
	
	
	
	
	

	OCB8
	I try to act like a peacemaker when other teammates have disagreements.
	1
	2
	3
	4
	5

	OCB9
	I take steps to try to prevent problems with other teammates.
	1
	2
	3
	4
	5

	OCB10
	 I willingly give my time to teammates who have sport-related problems
	1
	2
	3
	4
	5

	OCB11
	I discuss with other teammates before initiating actions that might affect them.
	1
	2
	3
	4
	5

	OCB12
	I encourage my teammates when they are down
	1
	2
	3
	4
	5

	OCB13
	I am always available when any of my colleagues need someone to speak out their problem 
	1
	2
	3
	4
	5

	OCB14
	I take step to try to solve problems between supervisors and my colleagues 
	1
	2
	3
	4
	5

	
	Sportsmanship
	
	
	
	

	OCB15
	I keep minor complaints to myself.
	1
	2
	3
	4
	5

	OCB16
	I try not to find fault with other employees.
	1
	2
	3
	4
	5

	OCB17
	I focus on the positive aspects of my work.
	1
	2
	3
	4
	5

	OCB18
	Other employees’ mistakes do not frustrate me.
	1
	2
	3
	4
	5

	OCB19
	I try to ignore rumors and speculation 
	1
	2
	3
	4
	5

	OCB20
	I will do what is right despite gossips from other employees 
	1
	2
	3
	4
	5

	OCB21
	I focus on what’s best for the firm 
	1
	2
	3
	4
	5

	
	Civic Virtue
	
	
	
	

	OCB22
	I attend work-related information sessions.
	1
	2
	3
	4
	5

	OCB23
	I attend and participate in meetings.
	1
	2
	3
	4
	5

	OCB24
	I make suggestions for improving the company’s policies and practices.
	1
	2
	3
	4
	5

	OCB25
	I keep up with changes in my workplace.
	1
	2
	3
	4
	5

	OCB26
	I am always in schedule when called for urgent meeting 
	1
	2
	3
	4
	5

	OCB27
	I give new ideas for the benefit of the company 
	1
	2
	3
	4
	5

	OCB28
	I always disagree with any selfish policy that does not help the company 
	1
	2
	3
	4
	5


DEMOGRAPHIC INFORMATION

Kindly indicate your response to the items below 

1) What is your age bracket?  

   35 years and below   (  )
36-45 years (  ) 46-55 years (  ) Over 56 years (  )

2) How many years have you worked in this organization?

1-10 years   (  )   11-20 years
(  )
  21-30 years
(  )
Over 31 years (  )

3) What is your highest Educational Level?

Undergraduate (  )
Masters (  )     Doctorate (  )

4) What is your gender? 

Male          (  )     Female ( )
APPENDIX III: PROCESS MACRO RESULTS
Run MATRIX procedure:

***************** PROCESS Procedure for SPSS Version 3.4 *****************

          Written by Andrew F. Hayes, Ph.D.       www.afhayes.com

    Documentation available in Hayes (2018). www.guilford.com/p/hayes3

**************************************************************************

Model  : 4

    Y  : Employee performance
    X  : EPS

    M  : Employee commitment
Covariates:

 Age      job tenure education gender

Sample

Size:  427

**************************************************************************

OUTCOME VARIABLE:

 Employee commitment
Model Summary

R       R-sq        MSE          F        df1        df2          p

 .7140      .5098      .1715    87.5798     5.0000   421.0000      .0000

Model

              coeff         se          t          p       LLCI       ULCI

Constant      .6757      .2164     3.1220      .0019      .2503     1.1012

EPS           .8119      .0411    19.7723      .0000      .7312      .8926

Age          -.1027      .0246    -4.1709      .0000     -.1511     -.0543

Job tenur      .1486      .0251     5.9146      .0000      .0992      .1980

Education      .0677      .0274     2.4695      .0139      .0138      .1215

Gender        .0126      .0415      .3034      .7617     -.0690      .0942

**************************************************************************

OUTCOME VARIABLE:

 Employee performance
Model Summary

  R       R-sq        MSE          F        df1        df2          p

 .8276      .6849      .1004   152.1332     6.0000   420.0000      .0000

Model

              coeff         se          t          p       LLCI       ULCI

Constant      .2924      .1675     1.7460      .0815     -.0368      .6216

EPS           .4671      .0436    10.7069      .0000      .3813      .5528

E.commit      .4657      .0373    12.4901      .0000      .3924      .5390

Age         -.0187      .0192     -.9718      .3317     -.0565      .0191

jobtenur      .0280      .0200     1.4021      .1616     -.0113      .0674

educatio      .0155      .0211      .7325      .4643     -.0260      .0570

Gender        .0935      .0318     2.9456      .0034      .0311      .1559

****************** DIRECT AND INDIRECT EFFECTS OF X ON Y *****************

Direct effect of X on Y

     Effect         se          t          p       LLCI       ULCI

      .4671      .0436    10.7069      .0000      .3813      .5528

Indirect effect(s) of X on Y:

             Effect     BootSE   BootLLCI   BootULCI

ecommitm      .3781      .0528      .2718      .4798

*********************** ANALYSIS NOTES AND ERRORS ************************

Level of confidence for all confidence intervals in output:

  95.0000

Number of bootstrap samples for percentile bootstrap confidence intervals:

  5000

NOTE: Variables names longer than eight characters can produce incorrect output.

      Shorter variable names are recommended.

------ END MATRIX -----

Run MATRIX procedure:

***************** PROCESS Procedure for SPSS Version 3.4 *****************

          Written by Andrew F. Hayes, Ph.D.       www.afhayes.com

    Documentation available in Hayes (2018). www.guilford.com/p/hayes3

**************************************************************************

Model  : 59

    Y  : Zeperfor

    X  : ZEPS

    M  : Zecommit

    W  : ZE_OCB

Covariates:

 Zage     Zjobtenu Zeducati Zgender

Sample

Size:  427

**************************************************************************

OUTCOME VARIABLE:

 Zecommit

Model Summary

        R       R-sq        MSE          F        df1        df2          p

    .7782      .6057      .5483    91.9311     7.0000   419.0000      .0000

Model

              coeff         se          t          p       LLCI       ULCI

Constant     -.0738      .0388    -1.9004      .0581     -.1502      .0025

ZEPS          .5871      .0454    12.9416      .0000      .4979      .6762

ZE_OCB       -.0233      .0411     -.5671      .5710     -.1040      .0574

Int_1         .2642      .0359     7.3670      .0000      .1937      .3347

Zage         -.1427      .0374    -3.8197      .0002     -.2162     -.0693

Zjobtenu      .2225      .0380     5.8611      .0000      .1479      .2971

Zeducati      .1069      .0385     2.7778      .0057      .0312      .1825

Zgender       .0265      .0373      .7091      .4787     -.0469      .0998

Product terms key:

 Int_1    :        ZEPS     x        ZE_OCB

Test(s) of highest order unconditional interaction(s):

       R2-chng          F        df1        df2          p

X*W      .0511    54.2724     1.0000   419.0000      .0000

----------

    Focal predict: ZEPS     (X)

          Mod var: ZE_OCB   (W)

Conditional effects of the focal predictor at values of the moderator(s):

   ZE_OCB     Effect         se          t          p       LLCI       ULCI

   -.8809      .3543      .0686     5.1684      .0000      .2196      .4891

    .1857      .6361      .0419    15.1832      .0000      .5538      .7185

   1.2391      .9144      .0415    22.0552      .0000      .8329      .9959

**************************************************************************

OUTCOME VARIABLE:

 Zeperfor

Model Summary

      R       R-sq        MSE          F        df1        df2          p

  .8945      .8001      .3441   185.4594     9.0000   417.0000      .0000

Model

              coeff         se          t          p       LLCI       ULCI

Constant     -.0198      .0310     -.6403      .5223     -.0807      .0410

ZEPS          .1535      .0429     3.5769      .0004      .0692      .2379

Zecommit      .5860      .0388    15.1198      .0000      .5098      .6622

ZE_OCB       -.0127      .0327     -.3884      .6979     -.0769      .0515

Int_1         .2507      .0359     6.9832      .0000      .1801      .3212

Int_2         .0912      .0250     3.6427      .0003      .0420      .1404

Zage          .0188      .0302      .6218      .5344     -.0406      .0783

Zjobtenu      .0170      .0314      .5403      .5893     -.0448      .0788

Zeducati      .0419      .0308     1.3615      .1741     -.0186      .1024

Zgender       .0840      .0297     2.8235      .0050      .0255      .1424

Product terms key:

 Int_1    :        ZEPS     x        ZE_OCB

 Int_2    :        Zecommit x        ZE_OCB

Test(s) of highest order unconditional interaction(s):

       R2-chng          F        df1        df2          p

X*W      .0234    48.7647     1.0000   417.0000      .0000

M*W      .0064    13.2691     1.0000   417.0000      .0003

----------

    Focal predict: ZEPS     (X)

          Mod var: ZE_OCB   (W)

Conditional effects of the focal predictor at values of the moderator(s):

   ZE_OCB     Effect         se          t          p       LLCI       ULCI

   -.8809     -.0673      .0571    -1.1777      .2396     -.1796      .0450

    .1857      .2001      .0424     4.7186      .0000      .1167      .2835

   1.2391      .4642      .0568     8.1680      .0000      .3524      .5759

----------

    Focal predict: Zecommit (M)

          Mod var: ZE_OCB   (W)

Conditional effects of the focal predictor at values of the moderator(s):

   ZE_OCB     Effect         se          t          p       LLCI       ULCI

   -.8809      .5056      .0456    11.0926      .0000      .4160      .5952

    .1857      .6029      .0388    15.5424      .0000      .5267      .6792

   1.2391      .6990      .0484    14.4521      .0000      .6039      .7941

****************** DIRECT AND INDIRECT EFFECTS OF X ON Y *****************

Conditional direct effect(s) of X on Y:

     ZE_OCB     Effect         se          t          p       LLCI       ULCI

   -.8809     -.0673      .0571    -1.1777      .2396     -.1796      .0450

    .1857      .2001      .0424     4.7186      .0000      .1167      .2835

   1.2391      .4642      .0568     8.1680      .0000      .3524      .5759

Conditional indirect effects of X on Y:

INDIRECT EFFECT:

 ZEPS        ->    Zecommit    ->    Zeperfor

     ZE_OCB     Effect     BootSE   BootLLCI   BootULCI

     -.8809      .1792      .0662      .0369      .2988

      .1857      .3835      .0551      .2631      .4837

     1.2391      .6392      .0814      .4929      .8203

---

*********************** ANALYSIS NOTES AND ERRORS ************************

Level of confidence for all confidence intervals in output:

  95.0000

Number of bootstrap samples for percentile bootstrap confidence intervals:

  5000

W values in conditional tables are the 16th, 50th, and 84th percentiles.

NOTE: Variables names longer than eight characters can produce incorrect output.

      Shorter variable names are recommended.

------ END MATRIX -----
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Proactive personality


Social astuteness


Networking ability
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Employee Performance


Task performance


Adaptive performance
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Organizational Citizenship Behavior
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Conf

		Graph the Conditional Indirect Effect for a Single Continuous Moderator:

		Directions: Enter corresponding PROCESS Output Information in the blue boxes:																ZE_OCB		Effect		BootSE		BootLLCI		BootULCI

		Note 1: Calculated values appear in green boxes.								`								-0.8809		0.1309		0.066		-0.0339		0.228

		Note 2: Do not modify grey boxes.																0.1857		0.3564		0.0533		0.2352		0.4449

																		1.2391		0.624		0.0816		0.4905		0.8163

		Moderator Name:		OCB

				Level of Moderator: OCB		Indirect Effect (IE)		SE		Z(IE/SE)		P-Value

		-1 S.D.		1.95790		0.05700		0.02700		2.11111		0.01738

		Mean		3.06660		0.08140		0.02340		3.47863		0.00025

		+1 S.D		4.17530		0.12770		0.04500		2.83778		0.00227

				Data Formatted for Graph

				Conditional Indirect Effect for OCB

				Level of Moderator: OCB		Indirect Effect (IE)		Lower Bound		Upper Bound

		-1 S.D.		1.95790		0.05700		0.03000		0.08400

		Mean		3.06660		0.08140		0.05800		0.10480

		+1 S.D		4.17530		0.12770		0.08270		0.17270
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		Graph the Conditional Indirect Effect for a Single Continuous Moderator:

		Directions: Enter corresponding PROCESS Output Information in the blue boxes:

		Note 1: Calculated values appear in green boxes.								`

		Note 2: Do not modify grey boxes.

		Moderator Name:		FL

				Level of Moderator: FL		Indirect Effect (IE)		SE		Z(IE/SE)		P-Value

		-1 S.D.		1.95790		0.04090		0.02560		1.59766		0.05506

		Mean		3.06660		0.07010		0.02230		3.14350		0.00083

		+1 S.D		4.17530		0.12380		0.04480		2.76339		0.00286

				Data Formatted for Graph

				Conditional Indirect Effect for FL

				Level of Moderator: FL		Indirect Effect (IE)		Lower Bound		Upper Bound

		-1 S.D.		1.95790		0.04090		0.01530		0.06650

		Mean		3.06660		0.07010		0.04780		0.09240

		+1 S.D		4.17530		0.12380		0.07900		0.16860
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		Graph the Conditional Indirect Effect for a Single Continuous Moderator:

		Directions: Enter corresponding PROCESS Output Information in the blue boxes:

		Note 1: Calculated values appear in green boxes.								`

		Note 2: Do not modify grey boxes.

		Moderator Name:		Financial Literacy

				Level of Moderator: Financial Literacy		Indirect Effect (IE)		SE		Z(IE/SE)		P-Value

		-1 S.D.		1.95790		0.03970		0.02360		1.68220		0.04626

		Mean		3.06660		0.07710		0.02340		3.29487		0.00049

		+1 S.D		4.17530		0.15590		0.05350		2.91402		0.00178

				Data Formatted for Graph

				Conditional Indirect Effect for Financial Literacy

				Level of Moderator: Financial Literacy		Indirect Effect (IE)		Lower Bound		Upper Bound

		-1 S.D.		1.95790		0.03970		0.01610		0.06330

		Mean		3.06660		0.07710		0.05370		0.10050

		+1 S.D		4.17530		0.15590		0.10240		0.20940
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