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ABSTRACT 

Considerable academic and practitioner interest in the relationship between employee age and employee 

performance due to changing population and age structures has been documented. Existing studies have 

concetrated on the direct relationship between employee age and employee performance, indicating a 

significant relationship. Moderateors to this relationship have not been addressed, providing  a gap to be 

addressed. This study majorly investigated the influence of HRM practices and employee competence on the 

relationship between employee age and employee performance in Kenyan State Corporations. Existing studies 

have also concentrated in developed countries, prompting the need to make similar studies in developing 

countries. The study anchored on Expectancy and Human Capital theories. Webster (1995) formula was used 

to generate a sample population of 384 employees. Stratified simple random sampling was used to pick the 

number and type of respondents. Primary data was collected on employee performance, HRM pratices and 

Employee competence. Pearson Product Moment Correlation (r) assessed the direction and strength of the 

relationship between the study variables. Simple, multiple and stepwise regression analysis tested the 

inferential relationships. The relationship between employee age and employee performance was statistically 

non significant (R2 = 0.01, p ˃ 0.05) rejecting the prediction in hypothesis one. Results further confirmed that 

HRM practices (R2 = 0.073, p ˂ 0.05) and Employee competence (R2 = 0.242, p ˂ 0.05) moderated 

relationship between employee age and employee performance significantly, suporting hypothesis 2 and 3. 

Findings supported theoretical views. The study concludes that age alone should not be used to make 

important decisions pertaining to HRM policies and practices. The study extents the body of knowledge in age 

management practices from developed to developing countries. 
 

Key words: Employee age, , Human resource management practices employee competence and employee 

competence, State Corporations, Linear regression, Pearson Product Moment Correlation. 
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INTRODUCTION 
 

1.1 Background to the study 
 

The extension of individual lifespan and the fall in birth rate in developed countries has prompted  

considerable academic and practitioner interest in the relationship between employee age and employee 

performance leading to rising  numbers of unemployed older people being supported by a small number of the 

working population (Karpinen, 2011).  

Boulander (2007) posits that, age determines a wide range of employee behaviors that influence 

his/her performance. Employee performance provides an indication as to the effectiveness of an organization 

to achieve its strategic goals and objectives, leading to organization performance (Armstong, 2006). Studies 

such as Omari (2014), have established a non significant relationship between employee age and employee 

performance, indicating that age alone can not determine employee performance. Other factors such as human 

resource management practices, competence, skills level, talents and education, positively influence this 

relationship. In additionn, many studies on the relationship between employee age and employee performance 

have been conducted in developed countries. Similar studies ought to be done in developing countries for 

purposes comparison between the two economiess. According to Eiker (2009), the differing social and 

economic backgrounds between developed and developing countries bring about different results. Developed 

countries experiences a decline in the working age where as developing countries have high birth rates leadin 

to high rate of unemployment and high dependancy ratio.  
 

Many governments in both developed and developing counries, have raised concern over the alarming 

rising costs of retirement benefits, pensions and social welfare benefits given to retirees and elderly citizens 

who contribute little to the countrie’s national income. As a cost effective measure, organizations have been 

prompted to consider retaining older employees a bit longer. Pevious studies have aso focused on the direct 

relationship between age and performance, age and compentence, age and HRM practices. The moderating 

effect on these direct relationships has not been adequately addressed. This provided a gap that the current 

study sought to address. The current study focuses on how human resource management practices and 

employee competence moderates the relationship between employee age and employee performance.  
. 

The theoritical foundation of  the current study is based on expectancy, Continuity and  human capital 

theories. Expectancy theory posits that performance depends not only on the magnitude of efforts exerted, but 

also on other factors such as individual abilities, traits and role perceptions. Human capital theory explains  

that widespread investment in human capital in terms of education and training creates a skill-based labor 

force indespnsable for economic growth (Borman et al., 1991). Continuity theory states that, individuals who 

age successfully, continue positive habits, preferences, lifestyles and relations in the middle and later ages, 

which maintains or improves their performance (James et al., 2011). It can therefore be deduced that large 

amounts of energy exerted by an individual may still result in low performance in the absence of competence 

and motivational factors such the HRM practices. This study evaluates the influence of HRM practices and 

employee competence on the relationship between employee age and employee performance in the Kenyan 

State Corporations. 
 

Focus on Employee age was prompted by the fact that age infuences a wide range of employee 

behaviour (Lewin, 2006). Employee age has been categorized into, young, middle aged and older employees. 

The focus on state corporations has been driven by the fact that State Corporations are key in the economic 

growth and development of a country. HRM practices were selected because they are performance enhancing 

activities that influence a wide range of employee behaviour (Omari, 2012). Focus on employee competence 

was based on the fact that they are abilities needed to perform a task in the organization. Data analysis 

techniques used were Pearson moment correlation and simple and muliple linear regression. The current 

research explores the effectiveness of human resource management practices and employee competence to 

moderate the relationship between employee age and employee performance. The study is expected to 

enhance organisation decision making on age management practices to optimize the employee abilities to 

enhanced performance. 
 

Employee age which varies with the type and nature of work, referes to the minimum age of admitting 

an individual into employment up to retirement time (Swarthert, 2015). Lewin (2006) posits that age 

influences a number employee behaviors such as trust, commitment, job satisfaction and organisation 

citizenship that determine their performance. Other studies have reported contradicting evidences regarding 

age in relation to ability and competence. Boulander (2007) and Maitland (2013) argue in favor of older 
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employees’ competence while Graham (2007) supports his argument in favor of younger employee’s 

competence. William (2009) classifies employee age as Generation Jones, 1955 – 1965 (older employees), 

Generation X , 1966 –1976 ( middle age empoyees) and Generation Y, 1977 – 1994 (younger employees). 

Evaluating and comparing employee age is a common practice in organisations (Barbara, 2006). Employe age 

affects a wide range of employment issues including hiring deisions, promotion opportunities, placement, 

termination and retirement. The extension of retirement age in the Kenyan public service from fifty five to 

sixty years has aroused interest in the study of the relationship between employee age and employee 

performance to seek the rationale behind this structural state decision. 

 

HRM practices are performance-enhancing activities that improve employee competitiveness and 

hence performance (Ochoti, 2011). Schuler and Jackson (1987) posit that HRM practices motivate, attract and 

retain employees to improve their performance. Organizations employ a variety of performance-enhancing  

(HRM) practices to improve their competitiveness in the global market place (U.S Department of Labor, 

2012). The practices selected for this study are based on their importance in relation to the industry selected 

for  analysis. The HRM practices used in this study include; employee participation and empowerment, 

employee training and development, adequate and fair compensation, employee welfare benefits, performance 

management. The way in which an organization manages people can influence their performance. Substantial 

uncertainty however remains as to how and to what extent HRM practices influence the relationship between 

employee age and employee performance. This study sought to address this concern. 
 

Competence is defined as the ability to do a particular activity to a prescribed standard (Lidden, 

2007). Employee competencies refers to descriptions of the abilities of an employee to perform a role in the 

organization. They are a signal from the organization to individual employees of the expected areas and levels 

of performance (Carstenson, 2005). Employee competencies can be manifested through their education levels, 

skill levels, levels of training and experience (Armstrong, 2008). According to Eicker (2009) competencies 

have provided organizations a way to determine what employees need, to produce results the organization 

desires. Competencies, enables organizations to evaluate the ability to perform various tasks (Cascio, 2009). 

According to Carstenson (2005), employee competencies can be integrated into performance in various ways 

such as hiring practices, succession planning, performance appraisals, as well as orientations and employee 

communication. Knowledge and skills are required in a competent work force.  
 

 Employee performance is the ability of an employee to carry out a piece of work, duty or expected 

tasks according to an established standard (David, 2010). Employee performance is measured in terms  of task 

performance and contextual performance. Justification for the choice of the variable employee performance 

was that it determines the organization’s productivity. Measurement of performance gives an indicator to the 

organization’s productivity  

(Musyoka, 2010).  
 

State Corporations are formed through an Act parliament namely, State Corporations Act (CAP 446) 

of the Laws of Kenya (GOK, 2012) and play a critical role in Kenya’s economic growth and development. 

Currently Kenya has 187 state corporations operating in different sectors of the economy such as agriculture, 

transport, communications, manufacturing, and trade among others (TPPR, 2013). Some of these 

organisations are unviable economically. Under performance of these  State Corporations can be attributed to 

old technologies, over-reliance on limited public sector financing, poor expenditure controls, underfunding, 

financial mismanagement, irregularities and malpractices. Decision making and service delivery in State 

corporations is also hampered by conflicting interests between management and other political actors (Obare, 

2006). To make them viable, there is need to come up with strategies such as age management practices to 

enhance employee performance. 
 

1.2 Research Problem 
 

Employe age and performance is becoming a global concern in many organisations. Age influences 

varied employee behaviors such as job satisfaction, commitment, intentions to quit and organization 

citizenship which infuence performance (Boulander, 2007). Age also infuences a wide range of employee 

issues, including hiring and placement decisions, promotion opportunities, termination and retirement 

decisions and performance (Dalton and Thompson, 2009). However, the extent to which employee age 

influences employee performance is a problem that this study sought to address. A number of studies have 

established a non significant relationship between employee age and employee performance. No study has 

been done to show whether this finding would hold in the presence of other factors or under different 



Journal of Business and Social Science Review                                                        Vol.2; No.6; June 2021 

 

10 

conditions. Scholars such as Boulander and Snell (2007) come up with conflicting arguments for and against 

the young and old employees. This study contributes to the debate by incorporating moderating variables in 

this relationship. The focus on State Corporations is driven by the fact that the sector plays an important role 

and contribution to the country’s economy. Some of these organizations are economically unviable ending up 

registering losses and cosuming billions of the tax payers money due to malpractices, corruption, nepotism, 

poor control systems, financial mismanagement, old technologies, poor structures, and political interfearance 

(Obare, 2006). Related studies on age and performance reveal a number of inadequacies and inconsistencies 

such as methodological and empirical gaps and inadequate representation or coverage that the current study 

sought to address. 

 

1.2 The Research Objective. 
 

The broad objective of the study was to establish whether Strength of the relationship between 

employee age and employee performance depends on human resource management practices and employee 

competence in Kenyan State Corporations.The specific objectives were: 
 

(i) To establish the effect of employee age on employee performance in Kenyan State Corporations. 

(ii) To determine the influence of HRM practices on the relationship between Employee age and employee 

performance in Kenyan State Corporations. 

(iii) To determine the influence of employee competence on the relationship between employee age and 

employee performance in Kenyan State Corporations 
 

2.0 : LITERATURE REVIEW 
 

2.1 Employee Age 
 

Swarthert (2015) defines employee age as minimum age of admiting an individual into employment 

up to retirement age. The minimum legal working age varies based on country, state, jurisdiction and type or 

nature of work (Menounis, 2015).  International Labor Organization (ILO) put the minimum age for 

admission into employment or work for young persons as eighteen years. Based on age, inferences about a 

person’s attitude and social behavior can be made to determine his performance (Boulander, 2017)  

Evaluating employee age is a common practice in organizations for managing employee performance 

(Barbara, 2006).  A wide range of employment issues, including hiring and placement decisions, promotion 

opportunities, compensation, termination and retirement are influenced by age. Boulander (2017) asserts that 

as employees advance in age, they gain a wealth of experience and expertise necessary for improved 

performance and can be used to train new and young employees. In acknowledging the wealth of  experience 

and expertise of older workers, Maitland (2013) notes the absence of experienced older engineers with 

discomfort. Graham (2007) on the other hand argues in favour of younger workers and asserts that younger 

workers are preferred over their older counterparts as they can easily adopt to change, trained faster and fast in 

adopting new technology. 
 

Generation Jones, 1955 – 1965 (50 – 60 years) are older employees who were most vulnerable to HIV 

AIDS pandemic in the1980’s and 1990’s, which impacted negatively on their level of performance (William, 

2004). Generation X, 1966 – 1976 (39 - 49 years) are middle age employees who are associated with a 

reputation for innovation and improving their performance and high levels of skepticism and Generation Y, 

1977 – 1994 ( 21 – 38 years) are younger employees who are associated with new and higher levels of 

technology known as the digital and computer era. For the purpose of this study, Generation Y are employees 

captured in this study from 18 years to 38 years as 18 is the minimum age of employment in Kenya. 
 

2.2 HRM practices 
 

HRM practices are perfomance enhancing activities that improve employee competiveness and 

designed to enhance human capital which is key in achieving organization objectives and goals (Delery and 

Doty, 1996). The appropriate application of HRM practices, motivate, atract and retain employees to improve 

their performane. This is achieved  through  enhancing employer - employee relationship and employee 

commitment to the organization (Purcell, 2003). HRM practices cultivates improved job satisfaction, 

intentions, organization citizenship and encourage the employees to work better in order to increase the 

organizational performance (Snell and Dean, 1992; Pfeffer, 1998).  
 

The choice HRM practices was informed by the fact that they influence a wide range of employee 

behaviors which enhance their performance at work (Omari, 2012). Hassan (2016) conducted a study to 

evaluate the relationship between HRM practices and employee performance in the textile sector of Pakistan. 
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Results indicated that HRM practices including compensation, career planning, performance appraisal, 

training and employee involvement have a positive impact on employee performance. The study revealed that 

employee’s performance can be increased by giving them an opportunity to make effective and sound 

decisions (Hassan, 2016).The current study adopted the following HRM practices (training and development, 

performance appraisal, career planning system, employee participation, and compensation system)  as they 

were relevant and  best indicators of HRM practices in Kenyan State Corporations. Both Correlation and 

Regression techniques were used to analyze the data. Various researches have reported significant findings on 

the association between firm – level measures of HRM practices and employee performance (Ochoti, 2011). 

The change organizations are undergoing necessitates examining the above assumptions to establish the extent 

to which HRM practices influence the relationship between employee age and employee performance. 

 

2.3 Employee Competence 
 

Competence is defined as the ability to do a particular activity to a prescribed standard (Lidden, 

2007). It is an outcome which describes what someone can do and does not describe the learning process 

which the individual has undergone (Hollyford, 2007). Employee competencies can be manifested through 

their education levels, skill levels, levels of training and experience (Armstrong, 2008). They are a signal from 

the organization to individual employees of the expected areas and levels of performance (Carstenson, 2005).  
 

Competencies that are clearly defined, better evaluates and measures employee performance in an 

organization (Armstrong, 2008). A holistic approach is envisaged through conceptualizing competence, 

integrating and relating to attributes and context of a competent performance. Competencies can be inferred 

from the performance of complex and demanding tasks measured or observed (Schuler, 2009). This study 

conceptualizes competence into educational level, skills level and training level. 
 

2.4 Employee Age, HRM Practices and Employee Performance 
 

Changing retirement ages and an aging workforce is a global prediament that has initiated, interest on 

the potential contribution of the relevant bundles of HRM practices in enhancing  performance among aging 

workers (Akhter, 2013). (Dorien et.al,.2013) posits that HRM practices contribute heavily to organisation 

productivity and success and are the means by which a business sets out to achieve its desired goals on human 

capital (porter, 2008). HR managers can boost the performance of their employees through training and 

providing condusive work environments that help retain their talents (Huselid, 2004 and Nida, 2017). 

Currently, companies gain strong competitive advantage through applying effective and efficient human 

resource management practices (Huselid, 2004).  If properly managed, human resources practices, can 

contribute to organization success (Schuler, 2009). 
 

 A study by Alum (2013) assessed the impact of various components HRM practices on employee 

performance in the cement industry of  Bangladesh. A sample of 160 employees from seven cement 

companies listed in the Dhaka stock exchange was generated. The results indicated that training & 

development and opportunity for career development have a significant positive impact on employee 

performance. According to Mullins and Peacock (1991), empowering employees by involving them in 

decision making is a powerfull HR practice that boosts employee performance which increases the 

organisation productivity, saves on decision making time and lowers the gap between supervisors and 

subordinates and enhances a strong sense of teamwork among workers. Smith (2017) posits that empowering 

employees releases their potential. Nykodym et al,. (2014) posits that empowering the employees can reduce 

conflict among them, enhance team spirit and organization success. Hassan (2016) argues that, employee’s 

performance can be enhanced  by reward, to encourage organization loyalty to reduce turnover. As companies 

grow and the war for talent intensifies, competitive training and development programs are important in 

supporting the organization on its defined strategic path attracting and retaining best performers (Gorman, 

2009). 
 

In their Predictions for 2015, Bersin and Deloitte (2014) posited that “Organizations with high-impact 

learning keep their employees current and skilled that helped to deliver profit growth three times greater than 

their competitors. Providing proper training can attain a desired change in employees performance (Huselid, 

2005). On the effect of age on training, Parter (2011) posits that “older employees already understand the 

work process and are willingly ready to be trained directly for the job. A younger employee grew up in an 

environment of classroom learning, where as, an older hire has less classroom education, but more on the job 

experience. 
 



Journal of Business and Social Science Review                                                        Vol.2; No.6; June 2021 

 

12 

A study conducted by Frye (2004) indicated a significant positive relationship between compensation 

and employee performance and that compensation strategies strongly influence human resource functions 

such as recruitment and retention of skilled employees contributing to increased organization productivity. 

Collins (2003) posits that Performance-based compensation is a strong tool that positively influences 

employee’s performance.  
 

2.5 Employee Age, Employee Competence and Employee Performance 
 

Competencies are observable behaviors, abilities, knowledge, measurable patterns of skills and other 

characteristics to perform work roles or occupational functions successfully.Studies like Gregory (2015) have 

established a close relationship between employee performance and competence in terms of individual 

abilities, experience and motivation. Competencies are terms that can be measured.  

 

They are a signal from the organization to individuals of the expected areas and levels of performance 

(Wooldridge, 2009). Employee competencies can be manifested through their education levels, skill levels, 

levels of training, experience and talents (Wirtz, 2005). In terms of comparing the competencies between the 

young and the old, younger people are preferred by employers for a number of reasons. Young workers have 

completed their education more recently, are more innovative and flexible in their attitudes towards change 

compared to older workers who prefer maintaining the status quo (Graham, 1998). On the contrary, Boulander 

(2007) asserts that employees gain a wealth of experience and expertise as they advance in age. Hence their 

performance is relatively higher than their younger counterparts (Torrington, 2005). Smith (2014), the Vice 

president of Boarders, a national book seller says, our over 50 employee’s turnover is ten times less than the 

under 30. 
 

Susanna (2006) examined the conceptions of employees on the meaning of experience in 

job‐competence and development in their work environment. Results indicated that experience and workplace 

learning were the most important to improved productivity and that work experience was the main source of 

competence. Competencies vary based on organizational size and level, management and organizational 

strategy (Dessler, 2008). 
 

 2.5 Conceptual Framework 
 

The schematic diagram presented below (Figure 2.1), shows the relationship between four variables 

under study; Employee Age, divided into three categories: Generation Jones (1955 -1965) or 50 to 60 years. 

Generation X (1966–1976) or 39 to 49 years and Generation Y (1977–1994) or 21 to 38 years is the 

independent variable. Employee performance (Task performance; Specific and non specific tasks) and 

Contextual performance (Effort, personal discipline and teamwork) is the dependent variable. Human resource 

management practices (Employee participation and empowerment, Compensation benefits, Employee training 

and development, Employee welfare benefits and performance management) and Employee competence 

(educational level, skills leel and training) are the moderating variables. 
. 

Hypotheses were developed to test the proposed relationships. Based on the literature, studies have 

established the relationship between employee age and employee performance (H1). HRM practices (H2) and 

Employee Competence (H3) come in as moderators. This relationships are depicted in the conceptual 

framework (figure 2.1) 
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Fig 2.1 The effect of HRM practices and employee competence on the relationship between employee age 

and employee performance 

 

2.9 Hypotheses of the Study 
 

Three hypothheses were developed to test the proposed relationships. The hypotheses formulated to 

test the moderating effect of HRM practices and employee competence on the relationship between employee 

performance and employee age) are shown below. 
 

H1 There is a relationship between employee age and employee performance. 

H2The effect of employee age on employee performance is moderated by Human Resource 

Management Practices 

H3 The effect of employee age on employee performance is moderated by Employee Competence 
 

3.0 RESEARCH METHODOLOGY 
 

3.1 Research Philosophy 
 

The research  philosophical foundaion  is logical positivism which is a strong form of empiricism that 

seeks facts or causes of social phenomenon with little regard for the subjective status of individuals. The 

phyosophy posits that, universal scientific prepositions are true only if they have been verified by empirical 

tests and the laws of behavior can be discovered scientifically by observation and analysis of empirical events 

(Berkey, 1995). In positivist paradigm, scientific process is followed in hypothesizing fundamental laws then 

deducing the observations so as to prove the stated hypothesis. 
 

3.2 Research Design 
 

A descriptive research design was used. The design guides the selection of sources and types of 

information and it is the most efficient in collecting data from a large number of responends at one point in 

time. It allows for comparative analysis among oganisations and enhances credibility of results by providing 

conclusions on data (Musyoka 2010). It is a framework for specifying the study variables (Ntale, 2010).  
 

3.3 Population of the Study 
 

The target population consisted of over 100,000 employees of State Corporations in Kenya, which 

forms the basis of the sampling frame. It categorizes a total of 187 public corporations by function under five 

different sectors namely commercial state corporations - 34, state corporations with strategic functions - 21, 

executive agencies - 62, independent regulatory-25, and research, public universities and training institutions - 
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45, (TPRR, 2014). The number of employees differ from one organization to another depending on the nature 

of trade and activities. 
 

3.4 Sample Design 
 

The study sample was drawn from the headquarters and regional offices throughout the country. The 

employees form the sampling frame and were the unit of analysis. The sample design used was proportionate 

stratified sampling technique. Webster formulae was used to determine a  sample size of 384. Webster (1995) 

suggests that, where the population is more than 10,000, as is the case in this study, and exact population has 

not been determined, a sample size called adjusted minimum can be used without affecting the accuracy of the 

study. Webtser (1995) suggests the following formulae to be used to estimate the sample size. 

 

                              n = z
2
 π (1 – π) 

                                        (Error) 
 

Where π is taken to be 50% proportion diversified employees of the state corporations. At 95% desired Level 

of confidence and margin error of 5% the sample size (n) is calculated as indicated below: 
 

                        n = (1.96)
2
 (0.5)

 2 
= 384   employees 

                                     (0.05)
2
. 

 
 

Table 3.1Computation of number of the samples by Sector, corporation and employees 

 

NO. SECTOR CORPORATIONS 
PER SECTOR 

NO. OF 

CORPORATIONS 

PER SECTOR 

 NO.OF 

RESPONDENTS 

PER SECTOR 

1 Commercial State 
Corporations 

 

34 3 90 

2 

 

State corporations with 

strategic functions 
21 

 

1 

 

30 

 

3 

 

Executive agencies            

 

62 4 114 

4 Independent regulatory 

agencies 
25 2 60 

 
5 

Research, Public 

universities and Training 

institutions 

45 3 90 

 TOTAL 187 13 384 

 
 

3.5  Data Collection 
 

Primary data was collected on employee age, HRM practices, employee competence and employee 

performance using questionnaire for employees and management. The two questionnaires contained both 

structured and unstructured statements. Questions in the questionnaire for employees were subdivided into 

sections A and B for clarity. The types of questions included Section A and B1 multiple choice for 

information on Bio data and employee, HRM practices and employee competence. Section B2 was based on 

ratings of a 5 point likert scale, Section D collected information on task performance and contextual 

performance. 
 

3.6 Reliability and Validity of the Research Instruments 
 

 Internal consistency reliability was measured using the Cronbach’s Alpha Coefficient. The 

Cronbach’s Alpha coefficients of above 0.7 were realized which  implied reliability or internal consistency. 

(Cronbach, 2004; Nunnaly, 1978). 
 

Validity is the degree to which data collection instrument measure what it is intended to measure. 

Content Validity of the research instrument was gauged using a pilot study. The pilot comprised administering 

the research instrument to State Corporation employees, 3 from each of the 5 clusters. Such questionnaire pre-
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testing helps to identify problems with the data collection instruments and find possible solutions. 

Corporations used in the pilot study were excluded from the final study. 
 

3.7  Data Analysis and Presentation 
 

Quantitative data was anayzed by Statistical package for social sciences (SPSS) tool.  Descriptive 

analysis were conducted to present the main characteristics of the sample. Measures of central tendencies, 

mean, frequency, mode, median, index, cross tabulation and standard deviation were used in analyzing the 

quantitative data which was based on information from questionnaires focusing on demographic 

characteristics and organization characteristics. To establish the nature and magnitude of the relationships 

between the study variables and to test the hypotheses, inferential statistics were used. Pearson Product 

Moment Correlation (r) was used to assess relationships between the variables, specifically to determine both 

the direction (positive or negative) and strength of the relationship between the study variables. Regression 

analyses namely, simple linear, multiple and stepwise regression analysis, were conducted to determine the 

expected relationship between the variables, measure the amount of variation and determine the effect of the 

variation.  
 

Coefficient of determination (R
2
) was used to measure the amount of variation between the study 

variables. It also provided measure for the magnitude of dependent variable and values for predictor variables 

by providing estimate equations.  

 

The expected relationship was between employee age (independent variable) and Employee 

performance (Dependent variable) and the moderating effect of HRM practices and employee competence on 

this relationship. The regression analysis was conducted at 95% level of confidence to test the hypothesis. The 

amount of variation between the study variables for each hypothesis was determined by the coefficient (R
2
). 

 

4.0 DATA ANALYSIS, AND PRESENTATION OF THE  FINDINGS 
 

4.1 Introduction 
 

The conceptual framework which presented the linkages and relationships among the various study 

variables provided the foundation for this study. These variables include the independent variable, Employee 

age (young employees, middle age employees and older employees), the dependent variable employee 

performance (Task performance and contextual performance and moderating variables, HRM Practices  

(Employee participation and empowerment, Compensation benefits (pay) Employee training and 

development, Employee welfare benefits and Performance Management) and Emloyee 

Competence(Educational level, Skills level, Training level and Experience. 
 

4.2 Test of Hypotheses 
 

Simple, multiple and stepwise regression analysis techniques were conducted at 95% confidence level 

to test the hypotheses. The Analysis assessed  the predictive ability of the independent variable on the 

dependent variable and how HRM practices and Employee competence moderate this relationship. The 

goodness of fit was applied to indicate how well the independent variable accounts for variance in the 

dependent variable.  
 

The research objectives guided hypothesses formalization based on the  literature reviewed in chapter 

two. Conceptual framework is shown in Figure 2.1. Coefficient of determination  (R
2
) assesssed the amount or 

magnitude of variation  of the depended variable based on its relationsip with the independent variable.  Beta 

( ) determined the contribution of a unit of a predictor variable to the significance of the model. F- test / ratio 

assessed the overall significance of the model. P-value 0.05 was used to check the statistical significance. 
 

4.3 a Relationship between Employee Age and Employee Performance 
 

The study’s specific objective one; Hypothesis 1: There is a relationship between employee age 

and employee performance in Kenyan State Corporations. Simple linear regression technique was used to 

explore the predictive magnitude and extent of employee age on employee performance of State Corporations 

in Kenya.  
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Employee performance [EP] = f (Employee age [EA]). 

EP = 0 + 1 EA +  

 

Where 

EP = Employee Performance 

0 = Constant, 1= Regression coefficient for employee age, EA = Composite index of Employee age,    = 

Error term 

 

 
Table 4.32 Results of Regression for the effect of employee age on employee performance 

 

a                                                      MODEL  SUMMARY 
Model R R     Square Adjusted  R  Square Std. Error  of  the Estimate 
1    0.035

a 0.001                       -.002 0 .58557 
b                                                                 ANOVA 
Model Sum of Squares Df Mean Square         F    P – value 
1 Regression   0.118 1   0.118  0.345 0.557

b 

 Residual 98.069 286   0.657   

 Total 98.187 287    

c                                                         COEFFICIENTS 
Model 

 

Unstandardized Coefficients Standardized coefficients  

 
t 

 

 
P – value 

Β Standard Error Beta 

1   (Constant) 4.279 0.081  53.070 0.000 

            Age 0.026 0.045 0.035 0.587 0.557 
Predictors: (Constant), Age. Dependent Variable;  Employee  performance. 
 

The regression analysis produced R
2 
= 0.001, F (1, 286) = 0.345, p ˃ 0.05. Table 4.32a indicates the 

regression results. It reveals that age is associated with 0.1 % of the variance in employee performance (R
2 
= 

0.001). R
2
 assessed how much of the dependent variable, employee performance varied in response to changes 

in the independent variable namely employee age. Results in the table also show that the overall model reveals 

a non significant relationship between employee age and employee performance since the p - value (0.557) ˃ 

0.05 as shown in Table 4.32b (ANOVA results). F(1, 286) = .345, p ˃ 0.05.  is not significant since the p - 

value (0.557) ˃ 0.05. This means that the regression lacked goodness of fit. 
 

The findings in Table 4.32 c. further confirm that the influence of employee age on employee 

performance was insignificant (β = 0.026, t = 0.587, p ˃ 0.05) in Kenyan State Corporations. The hypothesis 

that “There is a relationship between employee age and employee performance.” is therefore not 

supported. 
 

      4.3 b The Effect of HRM Practices on the Relationship between Employee Age and Employee 

Performance 
     

 The second specific objective was to determine the effect of HRM Practices on the relationship 

between employee age and employee performance. The hypothesis formulated for this objective was as 

follows: 
 

      Hypothesis II: The effect of Employee Age on Employee Performance in Kenyan State Corporations is 

moderated by Human  Resource Management Practices  
 

The hypothesis was tested using stepwise linear regression, a method advanced by Baron and Kenny 

(1986). It involves a 3 step procedure in which several regression analyses are conducted and the significance 

of the beta coefficient at each step determined.  
 

The independent variable and the moderating variable are entered and an interaction term is created 

by multiplying the independent variable and the moderating variable. To find out if the moderating variable 

alters the strength of the existing relationship, the interaction term is entered in the regression equation in 
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stage 3.  Both R
2
 change and β for the interaction term should be significant at (p ˂ 0.05) to indicate 

moderation. Stepwise regression results for the tests of hypothesis two are presented in Table 4.33. a, b and c. 

The first stage, Model 1 tests the single relationship between employee age and employee performance. This 

model produced R
2
 = 0.001, F (1,286) = 0.345, p ˃ 0.05. The model reveals a statistically non significant 

relationship between employee age (independent variable) and employee performance (dependent variable) as 

the p-value (0.557) ˃ 0.05. The findings show that 0.1 % of the variation in employee performance is due to 

employee age. The influence of employee age on employee performance was also non significant (β = 0.026, t 

= 0.587, p ˃ 0.05).  

                      

In stage 2 both employee age and HRM Practices were entered into the regression equation 

simultaneously as presented in Model 2, Table 4.33. This model produced R
2
 = 0.069, F (2, 285) = 10.535, p ˂ 

0.05. As shown in the table, 6.9 % of the variation in employee performance is explained by HRM Practices 

(R
2
 = 0.069, F (2, 285) =10.535, p ˂ 0.05). The value of R

2 
(6.9 %) implies that 93.1% of variation in 

employee performance is due to other factors not included in the study. The influence of HRMP on employee 

performance was weak but significant (β = 0.181, t = 4.550, p ˂ 0.05). This means that for every unit change 

in HRMP, there is a corresponding 0.181 of change in employee performance (β = 0.181, t = 4.550, p ˂ 0.05). 
 

In stage three, the interaction between employee age (independent variable) and human resource 

management practices (HRMP) was created (EA X HRMP) and entered into the regression equation together 

with HRMP and EA. The results were significant at R
2
 = 0.073, F (3,284) = 20.972, p ˂ 0.05). The variance in 

employee performance due to change in age is explained by R
2 
= 7.3 % and a beta coefficient of β = 0.172 and  

t = 6.248. The findings from Table 4.33 indicate that the overall model was significant (R
2  

= 0.073, F (3, 284) 

= 20.972, p ˂ .05). This confirmed Hypothesis two, that HRM practices moderated the relationship between 

employee age and employee performance. 
 

Table 4.33 Regression results for the moderation effect of HRM Practices on the relationship between 

Employee Age and Employee Performance 
 

a.                                                   MODEL      SUMMARY 

Model R R Square Adjusted R 

Square 
Std. Error of 

the Estimate 
Change Statistics 

R Square 

Change 
F  Change df1 df2 Sig  F 

Change 

1 .035
a 0.001 -.002 0.58557 0.001 .345 1 286  0.557 

2 .262
b 0.069 0.062 0.56639 0.068 20.701 2 285 0.000 

3 .270
c 0.073 0.063 0.56621 0.004 1.186 3 284 0.277 

 

b. ANOVA
a
 

Model Sum of Squares Df Mean Square F Sig. 

1 Regression 0.118 1 0.118 0.345 0.557
b
 

Residual 98.069 286 0.343   

Total 98.187 287    

2 Regression 6.759 2 3.380 10.535 0.000
c
 

Residual 91.428 285 .321   

Total 98.187 287    

3 Regression 17.807 3 5.936 20.972 0.000
d
 

Residual 80.380 284 0.283   

Total 98.187 287    

 

c. COEFFICIENTS 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

 

 

t 

 

 

Sig. B Std. Error Beta 

1 (Constant) 4.279 0.081  53.070 0.000 

Age 0.026 0.045 0.035 0.587 0.557 

2 (Constant) 3.676 0.154  23.905 0.000 

Age 0.043 0.043 0.057 0.994 0.321 

HRM   practices 0.181 0.040 0.261 4.550 0.000 
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3 (Constant) 3.861 0.147  26.187 0.000 

Age -.646 0.118 -.857 -5.497 0.000 

HRM    practices 0.125 0.038 0.181 3.264 0.001 

EA* HRMP 0.172 .027 0.971 6.248 0.000 

 a. Dependent Variable: Employee Performance 

b. Predictors: (Constant), Employee Age 

c. Predictors: (Constant), Employee Age, HRM management practices 

d. Predictors: (Constant), Employee Age, HRM management practices, Employee Age * 

HRM            Practices. 

 

4.3 b The Effect of Employee Competence on the Relationship between Employee Age and Employee 

Performance 
 

The third specific objective sought to determine the moderating effect of employee competence on the 

relationship between employee age and employee performance. The hypothesis formulated for this objective 

was as follows: 
 

Hypothesis III: The effect of Employee Age on Employee Performance is moderated by Employee 

Competence in Kenyan State Corporations 
 

Stepwise regression analysis proposed by Baron and Kenny (1986) was used.The results are shown in 

the Table 4.34. As shown in the table, the overall regression model was significant R
2 
= 0.242, F (3, 284) = 

30.269, p ˂ 0.05) implying goodness of fit. Thus, the use of the regression technique for the test of hypothesis 

three was appropriate. In step one the single relationship between employee age and employee competence 

produced the result R
2 
= 0.001, F (1, 286) = 0.345, (p ˃ 0.05). The relationship was not statistically significant.  

 

In step two, both employee age and employee competence were entered into the regression equation 

simultaneously as presented in model 2. This model produced R
2 
= 0.230, F (2, 285) = 42.584, p ˂ 0.05. At 23 

%, the model reveals a statistically significant relationship between employee age (independent variable) and 

employee performance (depended variable). Beta coefficient was β= 0.441, (t = 9.205, p ˂.05) which was 

statistically significant. The results confirmed the second step in testing for moderation.  
 

In step 3, employee age (independent variable) was multiplied with employee competence 

(moderating variable) to create an interaction term, EA* EC which when entered in the regression model, 

brought about a change in employee performance (ΔR
2
) accounting for R

2 
= 0.242, F (3,284) = 30.269, p ˂ 

0.05.). This is statistically significant. A unit change in EC explains 0.659 variation in EP ( β = 0.659, t = 

5.860,p ˂ 0.05) which is statistically significant. This confirms Hypothesis three that EC moderates the 

relationship between EA and  
 

Table 4.34 Regression Results for the effect of employee competence on the Relationship between 

Employee Age and Employee Performance 
 

 MODEL  SUMMARY 

Model R R Square Adjusted R 

Square 
Std. Error of 

the Estimate 
                 Change Statistics 

R Square 

Change 
F Change df1 df Sig  F 

Change 

1 0.035
a 0.001 -0.002 0.58557 0.001 0.345 1 286   0.557 

2 0.480
b 0.230 0.225 0.51502 0.229 84.723 2 285   0.000  

3 0.492
c 0.242 0.234 0.51183 0.012 4.571 3 284   0.033 

 

ANOVA
a
 

Model Sum of 

Squares 

df Mean Square F Sig. 

1 Regression 0.118 1 0.118 0.345 0.557
b
 

Residual 98.069 286 0.343   

Total 98.187 287    

2 Regression 22.591 2 11.295 42.584 0.000
c
 

Residual 75.596 285 0.265   

Total 98.187 287    
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3 Regression 23.788 3 7.929 30.269 0.000
d
 

Residual 74.399 284 0.262   

Total 98.187 287    

 

                                                    COEFFICIENTS 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 

B Std. Error Beta 

1 (Constant) 4.279 0.081  53.070 0.000 

Age 0.026 0.045 0.035 0.587 0.557 

2 (Constant) 2.529 0.203  12.463 0.000 

Age 0.022 0.039 0.029 0.552 0.582 

Employee 

Competence 

0.441 0.048 0.478 9.205 0 .000 

3 (Constant) 1.665 0.452  3.686 0.000 

Age 0.537 0.244 0.712 2.199 0 .029 

Employee 

Competence 

0.659 0.113 0.715 5.860 0.000 

    EA*EC   0.172 0.061 -.734 -2.138 0 .033 

 

a. Dependent Variable: Employee Performance   b. Predictors: (Constant), Employee Age 
c. Predictors: (Constant), Employee Age, Employee competence 
d. Predictors: (Constant), Employee Age, Employee competence, Employee Age * Employee competence.  

 

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS 
 

5.1 Summary of Research Findings 
 

5.1.1 Findings of Specific Objective One 
 

To test hypotheses one, simple and multiple regression analysis techniques were conducted at 95 % 

confidence level. The regression model produced R
2 
= 0.001, F (1, 286) = 0.345, p ˃ 0 .05. The results of the 

regression showed that age indicated 0.1 % of the variance in employee performance (R
2 

= 0.01). Which 

indicated a non significant relationship between employee age and employee performance since the p - value 

(0.557) ˃ 0.05. The hypothesis was rejected.  
 

5.1.2 Findings of Specific Objective Two 
 

The objective was tested using stepwise linear regression. Step 1. Model 1 produced R
2
 = 0.001, F (1, 

286) = 0.345, p ˃ 0.05 which was a statistically insignificant relationship between EA and EP.  In step 2 both 

employee age and HRM Practices were entered into the regression equation simultaneously as represented in 

model 2. This model produced (R
2
 = 0.069, F (2, 285) = 10.35, p ˂ 0.05). ( β = 0.181, t = 4.550, p ˂ 0.05). In 

step three, Model 3, the interaction term, EA*HRMP is entered and brings about a change in variance (ΔR
2
) 

accounting for 0.073 (7.3 %) which was positive and statistically significant from the step 1 model. This 

model produced (R
2
 = 0.073, F (3,284) = 20.972, p ˂ 0.05). ( β =0.172, t = 6.248, p ˂ 0.05). The hypothesis 

was accepted. 
 

5.1.3 Findings of Specific Objective Three 
 

A similar procedure was conducted for hypothesis III. In step 1, Model 1 produced R
2
 = 0.001, F 

(1,286) = 0.345, p ˃ 0.05. which is a statistically non significant relationship. In step 2 both employee age and 

employee competence were entered into the regression equation simultaneously (model 2). This model 

produced R
2 
=0.230, F (2,285) = 42.58, β = 0.441, (t = 9.205, p ˂ 0.05. which was a statistically significant 

relationship between EA and EP. In step 3, the interaction term, EA*EC entered brings about a change in 

variance (ΔR
2
) accounting for 0.127 which is positive and statistically significant from the step 1 model. In 

model 3, EA, EC and the interaction term EA*EC accounted for 24.2% of the variance in employee 

performance (R
2
 = 0.242). F (3, 284) = 30.269, p ˂ 0.05 (β = 0.659, t = 5.860), p ˂ 0.05. Hypothesis three was 

confirmed 
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5.2 Conclusions and recommendations 
 

The results of objective one indicated that there was a statistically non significant relationship 

between the variables employee age and employee performance. This implies that age alone does not 

necessarily determine or influence the performance of employees in Kenyan State Corporations. State 

Corporations should not heavily depend on age when making crucial decisions such as recruitment, 

promotion, dismissal and retirement as age alone does not determine or influence employee performance. 

Other factors such as talents, competence and academic levels should be put into consideration. 

 

 

The second results indicated that, the interaction between employee age (independent variable) and 

HRM Practices (moderating variable) forms an interaction term, EA*HRMP which brings about a change in 

variance (ΔR
2
) accounting for 0.073 which was statistically significant. EA,HRMP and the interaction term 

EA*HRMP accounted for 7.3 % of the variance in employee performance (R
2
 = 0.073). This implies that 

HRM Practices positively moderate the relationship between the variables employee age and employee 

performance. State Corporations should enhance and vary HRM Practices to step up their employee 

performance.  

 

Objective three regression results indicated that, the interaction term, EA*EC brings about a change in 

variance (ΔR
2
) accounting for (24.2%)  (R

2
 = 0.242). F (3, 284) = 30.269, p ˂ 0.05 (β = 0.659, t = 5.860), p ˂ 

0.05. which is positive and statistically significant. This implies that employee competence positively 

moderates the relationship between employee age and employee performance. State Corporations should 

enhance their employee performance through conducting regular training, sponsoring employees for further 

studies and offering mentorship programs as they will boost the competence of their employees  
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