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[bookmark: _Toc193800690]ABSTRACT
Employee productivity is important as it determines the value of the organization. In Nairobi, the confectionery industry has witnessed increased consumer demand and expanded marketing opportunities however, productivity challenges persist influenced by various factors such as management practices as well as working conditions. Understanding these factors is essential for enhancing efficiency and competitiveness in the industry. Therefore, to improve employee productivity manufacturing companies must have strategies that involve creative and innovative thinking, quality services and timeliness in achievement of tasks. The purpose of this study was to determine the effect of employee perceptions of statutory deductions on their productivity in confectionery industries in Nairobi. The research focused on specific objectives that were; to determine the effect of perceived fairness of statutory deductions, to examine the effect of administration of statutory deductions, to identify the effects of income level and to establish the effect of tax policies on employee productivity in confectionery industries in Nairobi. It also explored if organization culture had a moderating effect on the relationship between statutory deductions and employee productivity. The research was supported   by the Expectancy theory, Equity theory, effort- reward imbalance theory and Hertz berg's two factor theory. A positivism philosophy was used to test the hypotheses through the use of a descriptive research   design. The design used quantitative data. The research utilized simple random sampling technique to select a sample size of 73 employees from a target population of 90 employees in the selected confectionery industries for the study. The primary method of collecting data was through questionnaires. The researcher conducted a pilot study using a pre-test method where content, construct and criterion validity was ensured. To verify for reliability of the questionnaire it was tested using Cronbach’s Alpha value, with a values being > 0.70 showing that there was internal consistency. Diagnostic tests were conducted in the form of normality tests and multicollinearity tests using the Variance inflation Factor revealing a VIF < 3 which meant there was no multicollinearity between the variables. Descriptive statistics were used to present data in the form of percentages, mean, and standard deviation. As for inferential statistics multiple regressions analyzed the relationship between statutory deductions and employee productivity. Data was sorted, edited and analyzed using SPSS version 30 and regression analysis employed to show the relationship between the variables and data presented in diagrams and tables. The findings indicate that there was a significant positive relationship between employee perceptions of statutory deductions and employee productivity (0.734). Income level positively influences employee productivity (0.237) while perceived fairness (0.460) and tax policies (0.413) have a positive relationship with productivity but showed no statistically significant effect. Administration of statutory deductions demonstrated a negative relationship with productivity at (-0.589) suggesting that inefficiencies in statutory processes may hinder productivity. Organization culture showed a significant moderating effect on the relationship between statutory deductions and productivity implying that a supportive culture may offset negative impacts of deductions. Recommendations for practice from the study would be adopting equitable taxation models, having salary reviews for the employees ,enforcing fair and progressive tax policies as well as optimizing administrative efficiency and fostering a supportive culture that prioritizes employee well-being. 
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Statutory deductions
Statutory deductions are deductions effected  from employees’  salaries that  have  been enforced through an act  of parliament and  serve  as  an  important  source  of  government revenue (Kadenge,2021).
Employee productivity
(Triyani, 2023) describes employee productivity as a measure of an employee’s performance based on their efficiency and effectiveness and explains that productivity is often measured by the amount of work done by an employee within a given time frame.
Perceived fairness 
This is a psychological process through which individuals can process responses through selection, interpretation and reaction of comparisons of oneself and others (Erin & Maharani, 2018)
Tax policies
Tax policies encompasses all the guidelines and principles set forth by a government, that determine the characteristics of a tax system for the imposition and collection of taxes (Wikipedia, 2021)
Administration of statutory deductions 
According to (Nwanisobi, 2020) administration involves a systematic order of activities and the strategic use of resources aimed at achieving objectives and preventing development from failing at minimal cost in terms of money and time.


Income level.
This is the amount of money or earnings that an individual gets over a given period normally a month. It serves as an indicator of economic stability and is influenced by factors such as employment type, education and economic conditions (Nour, 2016)
Organizational culture. 
Culture is associated with the various values, beliefs, symbols and norms that shape how individuals operate within an organization. It serves as a critical driver of innovation, performance and employee satisfaction (Ancy, 2023)
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[bookmark: _Toc193800698]INTRODUCTION
[bookmark: _Toc193800699]1.0 Introduction 
This chapter introduced the background of the study, giving a global, regional and Kenyan perspective, the statement of the problem, states both general and specific objectives, significance of the study, scope and delimitation of the study as well as the theoretical and conceptual framework. 
[bookmark: _Toc193800700]1.1 Background of the Study 
[bookmark: _Toc193800701]1.1.1. Employee Perceptions of Statutory Deductions
Statutory deductions are deductions effected  from employees’  salaries and  have  been enforced through an act  of parliament. Though legally mandated they are often perceived differently by employees depending on the socio-economic context, transparency in use and the quality of services delivered in return. These deductions  serve  as  an  important  source  of  government revenue   to  perform  different  tasks such  as    provision of   public   goods  ,enforcement of  law  and  order , regulation of trade and  business ,delivering   merit  goods  and services such as education, health care  and  stabilizing  the  economy(Kadenge,2021). These deductions at most times act as an instrument   reducing the disparity between the rich and the poor (Njoku, 2015). While their economic importance is undisputed, how employees perceive their fairness, efficiency and benefit significantly influences workplace morale.
In the Nordic nations like Sweden they are known for their high level of statutory deductions, fund extensive social programs including health care, education and unemployment benefits. Despite relatively high tax rates that takes about half of the employee’s income, employees exhibit high levels of productivity to the perceived benefits of the social safety net that allows individuals access and maintain a relatively decent standard of living. The employees enjoy universal health care, extensive parental leave policies and free education up to university level which contribute to a sense of security and well-being enhancing productivity (Delloite, 2020) Similar trends are seen in Denmark, where tax rates can exceed 55%, but a strong welfare system ensures that employees receive significant returns on their contributions, leading to increased motivation and productivity(Pwc,2025).
In Nigeria despite significant tax revenue, the provision of essential services such as health care, education and infrastructure remains inadequate leading to widespread dissatisfaction among tax payers and potentially affecting their willingness to work efficiently (Oyedokun, 2024). According to Rwanda country Report (2024) statutory deductions fund initiatives such as the community based health insurance scheme (CBHI) and the vision 2020 Umurenge program (VUP) aimed at improving health care access and poverty alleviation. While these deductions contribute to social progress, challenges such as Limited coverage, ethnic divides, high gap between the rich and poor and bureaucratic hurdles in accessing benefits still hinder productivity among certain segments of the workforce.
In Kenya the government like other developing countries has been changing the tax structure where the previous has not yielded the targeted revenues. As a result, it leads to inequality or skewed income distribution (Karumba, 2016). As stipulated by  the  finance  Act  2023  it  introduced fundamental changes   to  Kenya’s  tax  and  social  contributions. One being the introduction of the new P.A.Y.E tax bands. The  act  adopted  a 32.5% tax  rate  for  income  between 500,000 and  800,000 and  35% for  income  exceeding 800,000. Another  significant change  under  section 7  of the  housing  act  was  the  housing  levy  which  requires  employers  to  deduct  1.5% of  employees  gross  monthly salary and contribute an equivalent  1.5% contribution to  the  National  development fund.  The collected funds were intended to finance Affordable housing projects nationwide.
Among   other   bills  that  were  signed  into  law was  the  social  health   insurance  Act  No.16 of  2023 . It  establishes  a  structure  for  administering  social  health  insurance  in response  to the  changing  needs  of the nation to  ensure  equity  and  access  to health  services  by the  poor and those in the  informal  sectors. Formal  workers   are  expected  to   contribute  2.75% of their   gross  monthly  pay  while  those  in informal  sectors  will be 2.75% of their  household  income  with  the  new  minimum being  300 per  month (Mutua, 2023).The new  NSSF rates  came  into  effect  in February 2023  where  a  12% of  the pensionable  income was  to be  remitted  to  NSSF by  employers. The act stipulated that the upper earning limit being 18,000 and lower earnings limit at 6,000. One  year  after  enforcement tier  one  lower  earnings limit was,7000 and  the  tier  two earnings above  36000 (NSSF,2024). These changes have sparked varied perceptions, with some employees expressing concerns over reduced disposable income, lack of administrative transparency to optimism about long term social security and national development. (Mutua,2023)
Perceived fairness of statutory deductions refers to how employees view the equity and justice of mandatory payments deducted from their salaries. According to (Lymer, 2009) fairness refers to a situation in which a taxpayer is taxed in line with their capacity where judgement of fairness results from comparisons between oneself and others. Perception of fairness is significant because it influences people’s propensity to trust authorities (Schweitzer, 2008).People are more likely to comply to tax policies if they believe the system is fair (Rahamneh, 2022). The perception can significantly influence employee motivation. When employees believe that statutory deductions are fair and justifiable they are more likely to accept them without resentment. Conversely when employees perceive these deductions as unfair perhaps due to high deduction rates or insufficient perceived benefits they may feel demotivated potentially leading to decreased productivity (Mohammed, 2023). Understanding how perception of fairness influences economic behaviour is essential in promoting equitable development in a time characterized by economic volatility and the demand for sustainable revenue generation (Anita, 2023). Globally, research has shown that tax compliance and perceptions of fairness are correlated with employee engagement and productivity. In Germany, for instance, employees accept high statutory deductions because they receive robust social security benefits, including pension security, universal health care and unemployment insurance schemes which contributes to economic stability and workplace motivation (Zimmermann, 2022). In contrast, in countries like Brazil, high levels of tax evasion among employers and perceived misuse of tax revenues lead to lower trust in government institutions, which negatively impacts workforce efficiency (Stiglitz, 2024).
In Kenya, income levels vary significantly across different sectors therefore influencing how statutory deductions affect employees. The income levels exhibit a significant disparity in income distribution influenced by various structural and historical factors. According to (KNBS, 2023) the wealthiest population accounts for 10% while 1.82Million representing (60%) earn below 50,000 half a million (17%) earn below 30,000 and a significant portion of the population lives below the poverty line. Therefore deductions targeting their payslips puts more pressure to these low income earners as the deductions meet high commodity prices and stagnated salaries. This financial burden is a significant concern for employees in lower income brackets, as the deductions may further reduce their disposable income and impact their overall economic well-being (Mutua, 2023).In India, where income inequality is pronounced, the government has implemented social protection programs aimed at mitigating the negative effects of taxation on lower-income groups. The introduction of targeted welfare programs, such as the Pradhan Mantri Jan Arogya Yojana (PMJAY), aims to alleviate the financial burden of statutory deductions for the poor by providing subsidized healthcare and insurance. However, challenges related to bureaucracy and the unequal distribution of benefits continue to affect the effectiveness of these programs (ILO, 2025).
The administration of statutory deductions involves the collection, management and enforcement of various mandatory contributions. In practice taxpayers will try to hold the government accountable by exerting demands on features of the tax structures or for public spending to provide services(OECD,2024) .While rulers may respond to public pressure such as protests, responsiveness creates pressure to institutionalize accountability mechanisms. According to the state department for social protection the Kenyan government has been working on several reforms to improve the administration of statutory deductions. This includes proposals to expand social security coverage to informal sector workers, enhance digital platforms for better compliance monitoring. Efforts are being made to improve the transparency and accountability of both the NSSF and NHIF to rebuild trust and ensure that the benefits of these deductions are realized by all contributors. Globally, there are significant variations in how governments manage statutory deductions and the impacts these have on employee productivity. In developed economies such as the United States and the United Kingdom they have established efficient administration systems that prioritize transparency and accountability. These countries have leveraged technology to simplify compliance, reducing the administrative burden on the employers and employees(OECD,2024).This maintains a high level of public trust and reduces resistance to statutory deductions.
[bookmark: _Toc193800702]1.1.2. Employee productivity 
In today’s competitive environment, boosting employee productivity is one of an organization's primary objective. Organizations are established with specific objectives that necessitates the efficient utilization of resources in terms of personnel, machinery and funds. Each of these resources play a crucial role. However, human resources are the most crucial because, they manage and utilize other resources to perform tasks and achieve organizational goals (Lee, 2023). Meeting goals is important in any forward moving organization, leading to employees’ salaries being docked or termination for employees who fail to meet targets.
According to (Triyani, 2023) employee productivity is a measure of both efficiency and effectiveness of an individual’s performance and explains that productivity can be measured in terms of the work done by an employee within a set period of time. Employee productivity is evaluated relative to an average for employees performing a similar task. According to (IBM, 2024) employee productivity is one of the critical concerns in managing any organisation. With low worker productivity, the performance of the entire organisation would fail to meet its intended goals. Improved productivity enables employees work more efficiently, leading to cost savings and enhanced profitability. Productivity statistics have  shown  that  maintaining high  employee productivity levels directly  impacts   business  profits  and  spells   the  difference  between a  thriving organisation and  one  that  is  far  from  impressive.  Scholars   such as  (Gupta and  Sharma ,2016) showed   that  globally  employee  productivity  is  influenced  by  factors such as satisfaction of  employees, competencies, working  conditions and  training that help  maximize productivity .
It  is  averaged  that  in  United  States of America,26% increase  in  productivity is  connected to  employee  productivity and in many  organizations motivation  of  employees  towards  productivity is  the   most  important way  in ensuring  that  there  is  success in the  organisation. A productivity growth averaged 1.2% in 2023 after 1.9 contraction in 2022 was polled (Mutikani, 2024). According to the Australian Bureau of statistics (ABS, 2024) annual productivity statistics, employee productivity fell by 3.7% below the average growth rate of 1.3%. This was as a result of increased work hours accompanied by slow wage growth over the year. Globally, Europe continues to exhibit high productivity levels, with Germany ranking among the most productive economies due to its focus on efficiency, automation, and worker training (Eurostat, 2023). In contrast, the UK has faced stagnation in productivity growth, with UK workers being 28% less productive than their US counterparts due to insufficient investment in capital and skills (Moneyzine, 2024).
Employee productivity in Africa remains below  that  of Asia ,the  Pacific,  Europe, Arab  states and  America  at  the  same  time   having  a  decline  in  real  wages( ILO,2019).According   to  International Labour Organisation employee productivity in  Uganda    is   about 13,200 per   hour  of  work  which  is  considered  low. Low   productivity being   attributed to high   levels  of informality ,putting   workers   into  vulnerable employment  category, poor   working   conditions ,high rate  of    brain   drain  depriving   the  country  of  skilled  workers  and   educational   investments  due  to  low  pay. (Sitorus,2023)argues  that employee  productivity could  be  increased with  better  salaries, better  working  conditions  in  employment. A report by (OECD,2023)highlighted that excessive work hours and poor work life balance reduced productivity over time. Macroeconomic stability also plays a crucial role which according to (IMF,2023) found that economies with stable tax policies, controlled inflation and predictable labor laws experience higher workforce efficiency. A study by the African Development Bank (AfDB, 2024) highlights that increasing investment in employee training, digital skills, and improved working environments could significantly enhance productivity levels across African nations.
 Among the countries in East Africa, Kenya has the largest manufacturing industry. However, its growth in the sector has been sluggish with an average growth over the last 5 years being 3.4%, 3.1% in 2019 and 4.6% in 2018. With  an  average gross domestic product (GDP) contribution of 10.3% to the  gross domestic product (GDP) the industry  is deemed viral for achieving the country’s economic development growth(KNBS,2022). However employee productivity in the Kenyan manufacturing sector remains low with an output of 2700 dollars per employee   compared to the average African output of 3300 dollars per employee and the international standards of 6500 output per employee (International Labour Organisation, 2018).Additionally, a 2024 Gallup survey revealed that 80% of Kenyan workers are disengaged, performing only the bare minimum, with 75% actively seeking new employment opportunities. Economic pressures have also played a significant role, with 70% of Kenyans reporting income declines in 2024, leading to financial stress, which in turn hampers productivity (Kizito, 2025).To improve employee productivity, policies promoting fair wages, mental health support, skills development, and improved working conditions must be prioritized both globally and locally.
[bookmark: _Toc193800703]1.1.3 Organizational culture.
Organizational culture defines how tasks are completed and how employees interact within an organization. Organizational culture informs the overall operation and performance of firms (Kim, 2018). Culture is associated with the various values, beliefs, symbols and norms that guide individual’s behaviour within an organization (Khadar, 2018).Organizational culture is shaped by various factors such as the leadership style, mission and goals. It plays a crucial role in shaping various organizational functions, including decision making processes, communication patterns and employee behaviour. Transformational leaders, for example, often cultivate a culture of innovation and empowerment. Organizational norms, around teamwork, feedback, and accountability set expectations for employee behavior and performance. Although cultures have varying effects on motivation levels and productivity, employees tend to strive towards achieving   company goals when they feel integrated in the organizational environment (Thi, 2021).
 Notably, the most challenging task for any company is to transform the organization culture after changes. A leadership style that fosters open communication and involves employees in decision making can reduce the impact of change (Kim, 2022). Cultures that value adaptability and flexibility can help employees adjust to changes in statutory deductions more easily. If an organization offers flexible benefits or additional support during times of increased deductions, employees may be more willing to accept these changes without significant drops in productivity (Manuti, 2020).
A research conducted by (Olokunle,2021) on the effect of organizational culture on employee productivity found that organizations can foster productivity by cultivating a positive atmosphere that emphasizes on teamwork, effective communication and employee empowerment(Austrian,2019) on organization culture and it’s influence on employee productivity concluded that the organisation culture at artcaffe had a positive effect on employee productivity because of the free and open communication between employees and the management which encouraged employees to be innovative. 
[bookmark: _Toc193800704]1.1.4. The Confectionery Manufacturing Industries in Nairobi 
The manufacturing industry in Kenya is the third largest accounting for 10.3% of GDP (KNBS, 2022). Kenya has about one thousand manufacturing firms majority of which are privately owned. As per the association directory of Kenyan manufacturers (2020), the largest industry is food and beverages, which has 231 members and accounts for 23% of the overall association of manufacturer’s membership of Kenya. In Nairobi county there are several confectionery manufacturing companies however, this study focuses on  selected firms.They have a huge workforce which apart from  the direct employment, the companies create indirect employment opportunities for numerous people across  the country and region through their  distribution channels .
Mzuri sweets was established in Mombasa Kenya in 1996 with an aim to produce the most delicious and unique bubble gum and candy such as Mr.berry , ice cool, Mr. Apple ,joker, funky munky. Norda industries limited was founded in 2008 and is famous for its urban brands snacks that include urban bites, stixs, tinga tasties and tamutamu. It is appreciated as one of the top mid-sized companies in Kenya. Among the companies, Kenafric industries limited that was founded in 1987 by the Chedda family, holds the largest market share. It has a market share of about 40% of the total Nairobi Manufacturers confectionery market (Wambu, 2021)
All the companies being privately owned they share similar governance frameworks and are structured into comparable operational departments. Competition primarily revolves around packaging, flavors and branding. Foreign brands account for more than 40% of the entire market (KAM, 2016).  The competition calls for companies to devise ways to increase productivity and account for any factors that would deter productivity some factors existing in the deductions sector.
[bookmark: _Toc193800705]1.2 Statement of the Problem
Employee productivity  is  a  predominant  attribute of  a  successful  organisation therefore, there  is a need  to understand its implications in different organizations. The  confectionery industry has stagnated with regard to quality of services and products, innovations in branding and employee efficiency limiting  its ability to compete with imported brands and expand to international markets(KAM,2016).This stagnation raises concerns about underlying factors that hinder optimal performance, particularly in the evolving statutory deductions. Recent adjustments, including an increase in income tax rates for high-net individuals from 30% to 35%, may be perceived as unfair, potentially leading to reduced employee morale and productivity. According to a PwC report, such changes can foster resentment, discourage personal wealth accumulation, and scaring away investors. Another aspect is  delayed disbursement of  funds  resulting to  increased out  of  pocket payments which makes  employees  question the   value  of  benefits associated to  their  deductions (Mbau & Hanson, 2018). This in turn may influence employee motivation, job satisfaction and overall productivity.
 While statutory deductions play an important role in revenue mobilization it is important to determine whether the tax policies implemented, administration of funds collected, perceived fairness of the deductions enable confectionery industries to successfully increase employee productivity. As for confectionery industries, a decline in employee productivity threatens innovation and growth especially in a market increasingly dominated by imported brands.
Previous studies have explored the effects and relationship of statutory deduction factors on employee productivity but none focused specifically on the confectionery manufacturing sector. A research conducted by (Jonah, 2023) on the influence of statutory deduction on organisation performance established   that benefits from the deductions positively influence organizational performance in the public sector.  This study highlighted the importance of ensuring employees perceive value from their deductions, which can indirectly improve productivity. While examining the effects of socio-economic factors and tax policies on employee productivity in Mukwano companies in Uganda (Nelson,2017).This study acknowledged how external economic pressures, driven by taxation, could affect employee morale and output. It contributed to understanding how tax policies intersect with workplace productivity. (Malesa, 2019) on the other hand studied  the  impact  of  taxation on employee productivity in provisional departments in South Africa and concluded  that tax policies and income inequality  affected employee productivity. Therefore, understanding the specific effects of statutory deductions faced by employees can provide valuable insights for favourable policies to improve satisfaction of employees. Given the significance of employee productivity in driving overall performance there was need to determine the effect of statutory deductions on employee productivity in confectionery industries in Kenya. 
[bookmark: _Toc193800706]1.3 Research Objectives 
[bookmark: _Toc193800707]1.3.1 General Objective of the Study
To assess the effect of employee perceptions of statutory deductions on employee productivity in the selected confectionery industries in Nairobi. 
[bookmark: _Toc193800708] 1.3.2 Specific Objectives
i. To determine the effect of perceived fairness of statutory deductions on employee productivity in selected confectionery industries in Nairobi. 
ii. To examine  the effects of administration of statutory deductions on  employee  productivity  in selected confectionery industries in Nairobi 
iii. To  identify the influence of  income level  on  employee  productivity in selected confectionery industries in Nairobi 
iv. To determine the effects of tax policies on employee productivity in selected confectionery industries in Nairobi.
v. To evaluate the moderating effect of organization culture on the effect of statutory deductions and employee productivity in the selected confectionery industries in Nairobi. 
[bookmark: _Toc193800709]1.4 Research Hypotheses
H01: Perceived fairness has no statistical significance on employee productivity in the selected confectionery industries in Nairobi.
H02: Administration of statutory deductions has no statistical significance on employee productivity in the selected confectionery industries in Nairobi. 
H03: Income levels do not have a statistical significance on employee productivity in the selected confectionery industries in Nairobi. 
H04: Tax policies have no statistical significance on employee productivity in the selected confectionery industries in Nairobi. 
H05: Organization culture does not significantly moderate the effect of statutory deductions on employee productivity in the selected confectionery industries in Nairobi. 
[bookmark: _Toc193800710]1.5. Significance of the Study
[bookmark: _Toc193800711]1.5.1 Managers of organisations 
The findings   of  this  study  could   be  valuable  to various  stakeholders, the  study  would  help  the  organizations assess the  current state  of its  workforce in terms  of  productivity  and  provide   gaps  identified   by  employees  as  well  as  suggestions for  improvement. 
[bookmark: _Toc193800712]1.5.2 Human Resource Consultants
The study   may help   human   resource consultants   know   the links   between statutory deductions and   employee productivity. It  may  also   equip  them  with  technical  knowledge  to help   employees  who  may   be  facing   financial  strains   that  may  be  resulting  to    reduced  productivity 
[bookmark: _Toc193800713]1.5.3. Scholars and researchers
The research may add to the existing knowledge on employee productivity and serve as a basis for future research. The study may  also  increase  their  knowledge of statutory deductions since  it  has  been  a  topic that  has  gained  popularity due  to its  effect  on  businesses.
[bookmark: _Toc193800714]1.5.4. Government and Policy Makers
The   study’s findings   would be crucial for policy makers because they can pinpoint deductions that can affect operations and productivity in firms as well as enable the government provide the necessary   interventions to streamline the statutory deductions.
[bookmark: _Toc193800715]1.6. Scope and delimitations of the study.
The research was conducted at the Kenafric industries limited, Mzuri sweets limited and Norda industries limited in Nairobi due to their significance in the food and beverage market and their substantial organisation size each employing over 200 individuals. The selection of local industries to multinational corporations relied on a more representative sample of the domestic market dynamics which highlights specific challenges and opportunities within the local industry fostering employee productivity. The research was carried out in Nairobi because it is the country’s economic centre as well as the location for most confectionery industries. As a result, the research region was adequate to allow generalization on workplace productivity in the sector.
The   study examined the   effects of employee perceptions of statutory deductions and how it affects their   productivity. Employee productivity being the dependent variable  while the independent variables included the perceived fairness of statutory deductions, administration of statutory deductions, income level and tax policies. Organization culture was analyzed to assess its moderating effect on the dependent variable. The  time  frame  for  the  study was  between  January 2024  and  April 2025.
The selected confectionery industries had a huge workforce and possibility of getting feedback from all of them was limited due to the huge population. This however was addressed by selecting a representative sample that accurately reflected the diverse demographics of the workforce. Employees filling the questionnaires were expected to continue with their duties as usual which would have potentially limited the amount of time that would be available to carefully consider all the questions in the questionnaire. However, efforts were made to limit the length of the questionnaire and ensure that it could be filled out within a reasonable amount of time without significantly interfering with their work tasks. Additionally, significant persuasion was needed for most respondents to participate. To address this,  anonymity and confidentiality was ensured to enhance trust and willingness to participate.
[bookmark: _Toc193800716]1.7 Theoretical Framework
[bookmark: _Toc193800717]1.7.1 Expectancy Theory
 According to Vrooms expectancy theory, the likelihood of someone to perform a task in a particular way depends on the degree to which they expect that the effort will result to a definite outcome and how desirable the outcome will be. (Vroom, 1964) describes motivation as a mechanism that directs choices among various forms of voluntary actions, normally under an individual’s control. The person makes choices on the basis of how likely expected outcomes of a particular behaviour will lead to desired results. Motivation is generated from an individual’s belief that their effort will result in the desired performance, the connection between that performance and a particular outcome, and the value an individual placed on the outcome.
Expectancy ×instrumentality ×Valence= motivation.
Expectancy refers to the belief that effort will lead to performance. In this study, employees may believe that working harder leads to better results but only if they perceive that their net earnings after deductions reflect their effort. Instrumentality on the other hand reflects the belief that performance will lead to rewards. Employees must believe that their productivity translates to financial benefits, including fair pay after statutory deductions. Valence denotes the value employees place on the reward. If take-home pay and benefits are perceived as worthwhile, employees are more likely to remain productive.
This theory supports the study by explaining how employees’ understanding of tax policies and perceived benefits from deductions can affect their motivation. If employees believe statutory deductions result in worthwhile social benefits like healthcare and pensions, they may remain motivated. Conversely, unclear policies or excessive deductions could lower motivation, reducing productivity.The theory aligns with the study’s variables, particularly income levels and tax policies, by highlighting the need for employees to connect their effort to desirable financial outcomes ensuring that statutory deductions do not disrupt this relationship
[bookmark: _Toc193800718]1.7.2. Equity Theory
Equity theory, developed by John Adams in 1963, is a concept within the field of social psychology and organizational behaviour that examines fairness in the workplace and its impact on employee motivation.
Fundamentally, equity theory suggests that individuals desire an equitable distribution of input which include employee effort, skills, and time and output: Take-home pay, benefits, and job security in comparison to others. The  theory  suggests  that  employees  assess  the  balance  between  their  contributions which are the  deductions  and  the  outcomes  which are  the  benefits   compared  to others .  When perceived equitable   it positively enhances productivity conversely, if an employee perceives that this balance is skewed in comparison to others they will become less enthusiastic and content with their job role which could in turn affect the overall productivity .when individuals perceive inequity they are motivated to restore balance. These adjustments could involve; adjusting inputs this could be by increasing or decreasing effort, working hours or commitment. Individuals would reduce work effort if feeling underpaid. Employees would change outcomes by seeking additional compensation and benefits or leave the situation by quitting the jobs. 
This study deemed equity theory appropriate due to its ability to effectively address the issue of perceptions of fairness. The theory examines whether the allocation and distribution of resources are fair to all parties involved that includes taxpayers. The current   adjustment  of statutory deductions has  increased rates for high net  individuals  from  30% to 35% which may be perceived to be unfair  which  according  to the  PwC report may  lead  to  resentment, discouraging  wealth accumulation and scaring away investors. Employees who feel over-taxed or under-benefited may experience resentment, lowering their productivity. This theory helps explain the study’s perceived fairness variable, showing how employees may respond to inequitable tax burdens.
[bookmark: _Toc193800719]1.8 Conceptual Framework 
The conceptual framework illustrates the relationship between the independent variables, the moderating variable and the dependent variable.Independent Variables

Dependent Variables
Perceived fairness of statutory deductions
Variations in deductions 
Double deductions



Employee productivity
Quality of work
Timeliness in completing tasks








                                            Administration of statutory deductions
Access to funds
Allocation and accountability



Organization culture
Organization norms
Leadership style
Income levels
Disposable income
Income contentment



	Moderating variable

Tax policies
Finance act 2023
Employment policy

	
[bookmark: _Toc193801229]Figure 1. 1: Conceptual Framework
Statutory deductions can serve as either enhancers or barriers to employee productivity, depending on how they are perceived, administered, and mitigated by organizational factors. This framework explores the key components that influence employee productivity in the context of statutory deductions.
[bookmark: _Toc193800720]1.8.1 Perceived Fairness
Drawing from Equity Theory (Adams, 1963), perceived fairness refers to employees’ judgments about whether statutory deductions are applied equitably and without bias. When employees believe that deductions are fair, meaning they contribute proportionally to benefits like social security, healthcare, or infrastructure, they are more likely to experience higher job satisfaction and increased motivation. This, in turn, enhances productivity by encouraging extra effort, better task engagement, and timely completion of work. Conversely, perceived inequity may lead to resentment and withdrawal behaviour that hinder productivity.
[bookmark: _Toc193800721]1.8.2 Administration of Statutory Deductions
The efficiency and transparency with which statutory deductions are administered significantly influence employee productivity. Herzberg’s Two-Factor Theory (1959) categorizes salary and benefits as hygiene factors necessary to prevent dissatisfaction but not inherently motivational. When deductions are managed clearly, and employees recognize the tangible benefits they receive like health insurance and pension plans, they feel valued and supported. This fosters positive attitudes and improves work quality and commitment. Poorly administered deductions, on the other hand, may cause frustration, leading to lower morale and reduced output.
[bookmark: _Toc193800722]1.8.3 Income Level
Income serves as a fundamental motivator, aligning with Maslow’s Hierarchy of Needs (1943), where financial stability addresses physiological and safety needs. Higher income levels are associated with improved living standards, financial security, and job satisfaction, which drive employees to dedicate their time, skills, and effort to the organization (Deci & Ryan, 1985). However, excessive statutory deductions may diminish the perceived value of compensation, weakening the income-productivity relationship. Efficiency Wage Theory (Shapiro & Stiglitz, 1984) supports this by suggesting that when employees feel under-compensated, they may reduce effort to balance the perceived loss of income.
[bookmark: _Toc193800723]1.8.4 Tax Policies
[bookmark: _Toc193800724]Tax policies, particularly those affecting income levels, directly influence employees’ disposable income. According to Tax Incidence Theory (Atkinson & Stiglitz, 1976), employees are sensitive to the economic burden of tax policies. Favourable tax policies, those perceived as fair and offering visible social returns, reduce financial strain and alleviate stress caused by high costs of living. This, enhances work engagement and productivity. On the other hand, higher tax burdens without perceived benefits may foster disillusionment and work disengagement.
1.8.5 Organizational Culture
Organizational culture moderates the effect of statutory deductions and employee productivity by shaping employees' perceptions of the deductions and influencing their overall motivation through norms and leadership. In cultures where norms are characterized by mutual accountability, clear communication, and employee-centred policies, can reduce the negative impacts that statutory deductions might have on employees’ motivation and productivity so is the converse.
 Leadership, as described by Bass (1985), fosters this environment in reinforcing the norms by inspiring employees to focus on performance outcomes and long-term goals, rather than on immediate financial constraints. Leaders who implement incentives create a culture where employees remain engaged and motivated. Thus, organizational culture  moderates the extent to which these deductions impact employee productivity.

[bookmark: _Toc193800725]CHAPTER TWO
[bookmark: _Toc193800726]LITERATURE REVIEW
[bookmark: _Toc193800727]2.0. Introduction
This chapter presented a comprehensive review of the theoretical and empirical literature that formed the foundation of the study. The chapter further reviewed empirical studies to uncover patterns, contradictions, and insights from past research, both globally and within the Kenyan context. The review also critically evaluated gaps in the literature including conceptual gaps, contextual gaps and methodological gaps. By addressing these gaps, this study aimed to contribute new insights into how statutory deductions affect employee productivity 
[bookmark: _Toc193800728]2.1. Review of Theories 
This study   reviewed the following theories expectancy theory, equity theory , Herzberg’s two factor theory and the effort -reward  imbalance model which anchored the variables of the study.
[bookmark: _Toc193800729]2.1.1. Expectancy Theory
The Expectancy Theory, developed by Victor Vroom (1964), explains motivation as a cognitive process where individuals choose behavior based on the expected outcomes. Vroom defines motivation as a mechanism that directs choices among various voluntary actions, determined by the belief that effort will lead to desired results. This is represented through the equation
Expectancy ×instrumentality ×Valence= motivation.
The expectancy approach concentrates on three relationships. Effort-performance relation which is the perceived probability by a person that putting a certain effort hence performance. The performance-reward association indicates the degree to which an individual makes effort to improve outcome (Boamah, 2014)  Valence is the significance that people put on potential results or reward that they can achieve on the job (Vroom,1995). When the elements in the equation are high, so is motivation leading to increased employee productivity.
The Vroom expectancy theory (1964) suggests that actions followed by  rewards are more likely to be repeated in the future. It highlights the connection between rewards and behaviour emphasizing that individuals are motivated to engage in certain actions because they believe the actions will lead to desired results (Redmond, 2014). As a process theory it builds on the notion that motivation arises from an individual’s belief that they received their desired rewards. It exerts weight on how workers choose from alternatives available resulting in worker behaviour as well as effort, (oluwayomi, 2018). An employee will be motivated when they know it will lead to attractive rewards such as salary increases, bonuses to satisfy their personal goals.
By applying this theory, organizations can comprehend the critical role of cultivating a valuable appreciation for their employees’ effort leading to an improvement in their employees’ performance. The theory also shows that people are driven by varying expectations (Redmond, 2010) allowing organizations to tailor set goals for each individual. The theory   is also valuable in aiding managers understand the   mental   processes through which motivation occurs (Newstroom, 2007). It supports implementing various incentives to motivate different workers based on their ideologies (Redmond, 2010). Motivational techniques and results can be matched with the help of Expectancy theory. Employee motivation can be maintained by setting challenging goals because, simple tasks can result to boredom, frustration and subpar performance. Additionally the theory can be employed to structure comprehensive compensation packages to sustain high employee’s expectations and keeping them focused on their goals (Gehart, 1995)
The expectancy theory is relevant to this study because employees pick work practices that they expect are probably going to bring about the accomplishment of explicit results that they exceptionally want (Abadi, 2011). Employees mostly assess the value of performing a specific activity before dedicating employee energy as well as time. This theory supports the study by highlighting the importance of ensuring tax policies are transparent and that employees understand the value of their deductions. When employees see that taxes contribute to meaningful benefits, such as healthcare or pensions, they may perceive the deductions as more justified maintaining motivation and productivity.The expectancy theory is also useful in tackling the income levels which must be sufficient and desirable. Where employees evaluate the desirability of their take-home pay after deductions. If they believe deductions are unfair or the benefits aren’t worthwhile, they may see less value in their efforts, leading to lower productivity.
[bookmark: _Toc193800730]2.1.2 Equity Theory
The equity theory was first proposed by Adams (1963) a  psychologist  who  argued  that individuals strive  to  maintain balance  between  their  inputs  in terms  of  their skill level, time, experience, commitment and  effort and  the  rewards  they  get  in return such  as   promotion, recognition and  increased  pay  compared  to those  of  others inside and outside the organisation (Spector, 2008). If individuals perceive their comparative ratios as unequal, inequity arises (Huseman, Hatfield and Miles, 1987). One can draw this comparison from a co-worker, family member, friend or other past jobs (Adams, 1963). 
Equity revolves around employees expecting their compensation to correspond to their work and to be comparable to that of their peers (Spector, 2008). When employees perceive inequity, they are more likely to work towards restoring fairness. Equity theory centres on the exchange relationship and can help explain why high income earners tax rates have been increased as they compare to other tax structures from other countries.
Equity theory is a simple concept which primarily involves comparing inputs with outcomes. Research studies over the years have validated its efficiency, effectiveness and its relevance in organizational contexts (Pinder, 2008), it addresses pertinent issues of equity and justice that human beings strive to understand. This theory is seen to provide the best foundation for understanding human attitudes and motivations (Miner, 1984). It can predict performance, job satisfaction and common workplace issues in cases of perceived inequity (Greenburg, 1990). It further practically assumes that most people tend to compare their input and output to that of others (Redman, 2009). 
According to this theory  people  that  perceive  themselves  to be  under  appreciated  get distressed, reduce work  inputs, seek  salary  increase, challenge  supervisors on  work  assigned , quit  the  job or have impaired overall job  motivation in this  way , it  would  harm  the  organisation (Hellriegel, 2004).According  to (bobek, 2013)  people  are  more inclined  to follow rules if they  perceive  equity  in a  system   which postulates that people’s perceptions of fairness are based  on  how  much  they  benefit  from  their  contributions. Equity provides a strong incentive for talented employees to join an organisation. 
Equity  theory  is  considered to be  appropriate  in this  study  due to  its ability to  effectively  tackle  the fairness  perception. The current adjustment of statutory deductions has increased rates for high net individuals from 30% to 35% which may be perceived to be unfair. If employees believe their peers  or workers in other industries or countries  receive better net pay and benefits despite similar workloads, they may feel undervalued, leading to decreased motivation, job dissatisfaction, and lower productivity. Moreover, unfair tax policies may discourage investors, limiting growth opportunities in the confectionery sector.
[bookmark: _Toc193800731]2.1.3 Hertz-Berg's Two Factor Theory
Fredrick Hertz-berg proposed this theory in 1959 to understand what people truly desire from their jobs. The two factor theory suggested that job satisfaction is influenced by two distinct continuum. One controlled by hygiene factors and the other by motivation factors. It postulated that hygiene factors when absent caused dissatisfaction. The theory was as a result of a study at Pitt’s burg. Participants in the study were able to score incidents based on how they affected their attitudes towards their jobs using the critical incident method. The respondents were asked to identify the aspects of their work environment that contributed to their job satisfaction or dissatisfaction. The responses obtained were then categorized into satisfaction or dissatisfaction.
According to Herzberg, factors that contribute to job satisfaction include advancement, recognition, the work itself, achievement, growth and responsibilities which because they were inherent to the work he referred to these qualities as motivators or intrinsic factors. In contrast, Salary, working conditions, supervision, interpersonal relations, company policy and administration which were considered as extrinsic factors were linked to dissatisfaction (Robbins, 2006)
Herzberg two factor theory is a crucial framework for managers looking to enhance their comprehension on issues pertaining job satisfaction and performance related issues. According to Schermerhorn the theory focuses on two key aspects of any job: the tasks performed on the job  (job content), and the work environment in which the tasks are carried out (job context) (Schermerhorn, 1993),He recommends  that  in order to improve job satisfaction and worker  productivity,  managers should aim to eliminate  poor hygiene factors that contribute to job dissatisfaction in the workplace and incorporate satisfying elements in the job content.
This theory is significant to the study because it acknowledges that in order to achieve maximum productivity and performance employees have two categories of needs that operate in them and that both should be taken care of. According to this theory, factors like salary and benefits which can be affected by statutory deductions are considered hygiene factors. While these factors do not necessarily motivate employees, if employees feel that the statutory deductions are high or not justified by the benefits received this would lead to dissatisfaction potentially lowering their productivity. The impact on motivators, would be a reduced disposal income which would make employees feel that their hard work is not adequately rewarded, diminishing their sense of achievement and recognition. Inefficient administrative handling of statutory deductions can cause significant dissatisfaction.  Employees should understand why deductions are made, their legal basis and how they benefit in the long term.  Poor handling of statutory deductions, delays in disbursing benefits, or a lack of transparency about how funds are used may amplify dissatisfaction. Employees may feel the deductions serve no beneficial purpose, which further undermines their morale.
[bookmark: _Toc193800732]2.1.4. Effort-reward imbalance theory
The Effort-Reward Imbalance (ERI) Model as proposed by Siegrist (1996) is rooted in occupational health psychology and states that employee well-being and performance are shaped by the relationship between the effort they invest in their job and the rewards they receive in return. According to the model, a balanced exchange, where rewards match effort, promotes motivation, satisfaction, and sustained productivity. However, when effort exceeds rewards, an imbalance occurs, leading to emotional distress, disengagement, and reduced productivity. In the context of statutory deductions, this model is particularly relevant as employees exert effort in the form of time, skills, and emotional labor, expecting proportional rewards including wages, job security, career growth, and social recognition. Statutory deductions, such as income tax, social security, and pension contributions, directly reduce take-home pay, which constitutes a significant part of the reward employees perceive for their effort. This model identifies three key conditions under which effort-reward imbalance becomes more severe they include; High Effort with Low Reward where employees who work hard but feel their net income is unfairly reduced by statutory deductions may experience frustration and stress, diminishing productivity. Lack of alternative opportunities where if employees perceive that they have limited job alternatives or fear unemployment, they may tolerate the imbalance. However, this may lead to burnout, presenteeism, or silent disengagement this is when employees remain physically present but mentally disconnected from their work.  Siegrist also highlights over commitment where some employees may overcommit to their work, driven by a sense of duty or fear of job loss. When statutory deductions erode the financial rewards they expect, these employees may internalize the stress, resulting in reduced performance and even health problems overtime. By anchoring this research in Siegrist’s ERI model, we can argue that statutory deductions contribute to a perception of imbalance particularly when employees feel the deductions are excessive, unclear, or misaligned with their needs. This imbalance triggers emotional and psychological responses that affect productivity both directly where employees may reduce effort or lower the quality of their work due to the perception of working hard for less or indirectly over prolonged imbalance which may foster job dissatisfaction, absenteeism, or turnover intentions, ultimately harming productivity at both the individual and organizational levels. Unclear or inefficient handling of statutory deductions can intensify the sense of imbalance. If employees perceive deductions as poorly managed, unpredictable, or excessive, they may feel that the reward side of the equation is diminished, exacerbating feelings of frustration or resignation aligning with Siegrist’s over commitment component, where employees internalize the stress, impacting performance. Lower-income employees are more vulnerable to effort-reward imbalances. Since statutory deductions consume a larger proportion of their wages, they are more likely to feel their efforts yield insufficient rewards. This links directly to the model’s emphasis on the psychological toll of reduced financial rewards, which may lead to presenteeism being physically present but mentally disconnected, job dissatisfaction, or turnover intentions.
[bookmark: _Toc193800733]2.2. Critique of Theories
The expectancy theory has faced criticism for assuming that organisations have endless resources. Since people have varying expectations, organizations would have to offer an unlimited array of rewards (Redmond, 2010). While the theory links rewards to high performance (as a result of effort), it overlooks other factors that may influence effort such as position, responsibility, and education. The theory by  nature  primarily focuses  on the  extrinsic  motivation factors  and  the  conscious  decisions  employees  make  about  their  performance. However, many employees are motivated by factors beyond the extrinsic rewards like pay check, bonuses or public recognition. In diverse workplaces like confectionery companies with employees ranging from operators to executive, the principle of instrumentality is found to be ambiguous and hard to implement. Therefore, it is important to investigate other extrinsic factors before applying the theory. 
Additionally the theory over simplifies  motivation  into  a  series  of  calculations  overlooking  the  complexities   of  human  motivations and  neglects  the  interplay  of psychological  , emotional  and  social  dynamics  factors  that  influence  on individual motivation. It assumes that behaviour follows a rational choice which leads to expected results and rewards.  The theory does not account for how workers’ beliefs evolve   over time. (Mitchell& Biglan, 1971).
Adam’s equity theory is seen as a useful paradigm for comprehending human attitudes and motivation. (Miner, 1984). It is practical because it assumes that most people do compare their input-output relative to their peers (Redman, 2009). Equity theory can be used to identify inequities which can then be addressed using the expectancy theory to act upon the inequity thus the theories complimenting each other. 
However, equity theory has drawbacks, it suggests that individuals will try to balance their input- output ratios with the referent other but it oversimplifies how differently people perceive fairness. People have diverse perceptions making it hard to apply a uniform model. An  organisation  without  clearly  defined  roles  means  all  employees  should  be  equally   compensated. In  an  organisation with  total  equity  there is  no  delineated roles  therefore no separation  of  management roles  from support  roles. It does not specify the steps taken by an individual to restore equity. (Redmond, 2009). 
Hertz berg two factor theory acknowledges that the management influences employee performance through how they treat employees and create favourable conditions, which can boost their productivity. This theory is also valuable to managers as it provides insights to motivation. It establishes a foundation for organizational adjustments that can be made to enhance job satisfaction, productivity and organisational growth. 
However the theory does not provide a comprehensive measure to evaluate what motivation actually entails. An employee might find their job fulfilling even though they may dislike some aspects of it. Based on the analysis of this theory it assumes that reducing the factors that cause dissatisfaction would eventually result to increased satisfaction and vice versa which may not necessarily be accurate.
The effort reward imbalance model, while valuable in understanding work related stress and health it is also rooted in the concept of social reciprocity emphasizing that employees expect returns that align with their efforts at work. The model also provides a framework for addressing the psychosocial factors that contribute to workplace stress. By understanding the mismatch between effort and reward, organizations can implement strategies to promote employee well-being. However it oversimplifies the view of complex workplace dynamics and potential for overlooking individual differences in coping mechanisms. 
[bookmark: _Toc193800734]2.3. Empirical Review
[bookmark: _Toc193800735]2.3.1. Perceived Fairness of Statutory Deductions and Employee Productivity 
Each country possesses  distinctive characteristics social, economic ,legal  and academic characteristics which shape taxpayers perceptions differently and since perception is the reality to the affected individual ,fairness can powerfully influence personal behaviour (Singh et al.2023).A study by (Susilawati, 2022) on equality, equity ,justice and fairness observed that perceptions of fairness can manifest in different ways. There is Vertical fairness which suggests that taxpayers with varying economic circumstances should be subject to different rates; those with higher income should incur a higher tax rate compared to those with lower incomes. Horizontal fairness on the other hand is achieved when taxpayers in similar economic situations pay equivalent tax amount. Both aspects   are rooted in the theory of distributive justice. Vertical fairness can be seen as a subjective concept because wealthier individuals might perceive paying higher tax rates as unfair simply because they have higher income; they may feel they are being penalized for having a higher income. A systematic literature review was conducted as a research method using qualitative data processing. In developing countries like Kenya, it may be argued that imposing higher tax rates for wealthier individuals may be necessary because the poor might not have enough taxable income.
 However in a study by (Jouste, 2021)  on the  effects  of personal  income  tax reforms  on employee’s income in Uganda, using a difference in differences analysis to estimate top taxpayers responses, revealed that the implementation  of an  additional top tax bracket significantly offset  the revenue lost from the decreased revenues from  employees  with  medium  to  lower   taxable   income in Uganda despite the large elasticity of the taxable Income at the top. Therefore, Lower tax rates, a simplified tax system, and broadening the tax base while maintaining fairness can help enhance economic freedom and improve productivity. In Kenya, a  budget  statement  released  in 2023 ,stated  that  high income earners would  be  hit   by  the  32.5% and  35%  rates . That  means  the  additional  revenue  from  the  increased  rates  will only  impact  0.8% of  the people. (Dibben, 2015)  points   out  that  the   impact  of wage   decreases  on employee  morale  is  affected  by  perceived   fairness. Therefore  employees may  perceive  the  deduction as  unfair  particularly if they  feel  the amount  being  deducted is  too high  or  they  do  not  understand  the  reasons for the deductions.  The perception of unfairness can lead to resentment and scare away investors. Therefore, a balance in the need for tax revenue with economic freedom is essential for promoting a productive workforce (Miller, Kim, & Roberts, 2022).
A study conducted by (Olufemi et al, 2022) investigated the impact of tax fairness on the tax compliance in listed manufacturing enterprises in Nigeria. The study adopted a survey research method in manufacturing companies in Nigeria and 400 questionnaires administered. The results demonstrated that the desire of corporate taxpayers to pay taxes was significantly influenced by their perception of fairness. This provides a foundation for understanding how employees, as individual taxpayers, may similarly react to statutory deductions. When deductions are perceived as equitable, employees may be more inclined to accept them without resistance, fostering a sense of civic duty and reducing workplace dissatisfaction. This aligns to a survey by (Mohd’s, 2015) where outcome of 82 respondents revealed that the perceived view of fairness by the respondent could affect their tax compliance behaviour in Malaysia. This suggests that employees’ attitudes towards payroll deductions are likely conditioned by their sense of whether such deductions are justifiable and evenly applied.
However, a tax audit by (Zandi, 2016) analysed the relationship between perceived tax fairness and personal income tax compliance from the perspective of rewards. It was observed that in order to acknowledge taxpayers that are compliant with tax requirements, the tax authority should implement various incentive systems. It was determined that such taxpayers would perceive the tax system to be just. Therefore, if statutory deductions are paired with visible, tangible benefits such as improved social services or retirement security employees may view these deductions less as a loss and more as an investment in their future well-being. This mirrors a study by (Sidik, 2019) on the impact of perceived fairness on tax compliance behaviour of the Libya tax payers. The study adopted an exploratory research design in Libya and found that a positive correlation existed between perceptions of tax fairness and tax compliance behaviour in Libya.
A quantitative study conducted by (Hassan & Ahmed 2021), showed that perceived unfairness in the taxation system negatively influenced employees’ job satisfaction in Pakistan. A quantitative approach was used involving surveys .They argued that the perception of unfair tax practices such as tax evasion by the wealthy and misallocation of tax revenue led to lower levels of employee satisfaction and hindered productivity. This finding underscores the importance of perceived fairness in fostering a productive workforce. Similarly, (Booth & Whetton, 2022) analyzed how tax fairness affected work performance in the UK, with a specific focus on the public sector. They found that employees in public sector jobs who viewed the tax system as fair were more likely to perform well in their roles. This was attributed to the fact that these employees felt their taxes were supporting public goods that directly benefited them, including the improvement of public sector infrastructure and services. On the other hand, employees who perceived the tax system as unfair were less motivated, demonstrating lower levels of performance and higher turnover intentions.
In a literature overview of experimental studies by (Bloom, 2017) on theorizing the impact of fairness on the demand for redistribution demonstrates that people generally accept unequal income distributions if the inequality leads to a fair process. The data was obtained from multilevel models with survey data from 39 diverse countries. This explains that employees may accept mandatory deductions even if they reduce net income provided they believe the deductions serve a just purpose.
[bookmark: _Toc193800736]2.3.2. Administration of Statutory Deductions and Employee Productivity. 
While tax laws requires taxpayers to contribute to government revenues, the true effectiveness of the revenue generated relies on the efficiency of revenue administration. According to (Agbe, 2017), countries with robust, transparent, accountable systems are more likely to provide services more effectively, equitably and regulate markets more efficiently and fairly. 
A study  conducted  by ( Mbau& Hanson, 2018) on  the  NHIF  reforms  in  Kenya    revealed  that payment  disbursements by  NHIF   were  delayed, resulting  to  out of  pocket  payments , unnecessary  referrals to  inpatient  facilities and facilities  that  offered  secondary  care were  limited  in rural  areas. The empanelment processes were lengthy, cumbersome and biased   towards curative services rather than preventive. Availability  of larger  private  health  facilities  in  cities and towns while   poor, remote   and  marginalized  regions have  limited  health  facilities  thus   skewing  the  geographical distribution of  healthcare  facilities compromising  access  and   equity. The data was collected in two purposively selected counties through 41 independent interviews with the stakeholders. From this study we can deduce that  continuous  out of  pocket   payments  despite  deductions   from  pay ,  may result to employees  questioning  the   value   of    benefits   associated  with  the   deductions  if   they    do  not   frequently   utilize   them  therefore  reducing  their  morale resulting to reduced productivity.
Similarly a political economy  analysis conducted  by( Tsofa et al. ,2023) on health sector planning and budgeting in Turkana ,Garissa and Kisumu counties in Kenya, the study used key informant interviews with 32 respondents who were purposively selected. The study found that budgets often did not align with priority-setting procedures and were frequently disrupted by delays in disbursements from the national treasury, inconsistent supply chains, and limitations in administrative capacity. This misallocation not only affects the intended beneficiaries of these funds but also influences employee morale and productivity Which  according to (Werner & Balkin, 2021), employees are more likely to perceive their contributions as fair and justified if they can see tangible benefits resulting from their deductions. When funds are mismanaged, it can lead to a sense of unfairness and demotivation among employees. 
A study conducted by (Abbiati, 2020) evaluated the use of information, in meeting the preference of taxpayers in government tax revenue collection in Italy. The study used experimental design and parametric regressions adopted to establish the correlation between the constructs. The results established that accountability in the use of collected tax revenue to finance public goods is the requirement for which taxpayers take heavy of the government. Therefore they require services delivered effectively and equitably. Further, a quantitative research conducted by (Wanja, 2023) on the challenges of achieving universal health coverage in Kenya adopted a mixed method approach to obtain data and used purposive sampling to select the respondents. The study identified significant issues in resource allocation and mobilization. For example, conditional grants meant for level 5 hospitals were often diverted by county treasuries for other purposes, highlighting a lack of accountability in governance. This finding helps to explain how employees may feel disillusioned when statutory deductions intended for their benefit (e.g., health insurance or pension funds) are misallocated or fail to deliver the promised services .A survey conducted by (Abayie, A & K., 2020) on how relevant quality tax administration is on organisation productivity in Sub Saharan Africa revealed that poor quality of tax management led to a decrease in firm’s productivity. The paper suggests reforms and improvements in tax administration so as to reduce compliance burden and improve productivity.  The paper used the World Bank enterprise survey data for 6,718 firms across 40 countries in the Sub Saharan Africa.
A quantitative  study  conducted   by (Beatrice, 2021)  on the  social  and  economic  effects  of  social  security  funds  on retirees in Tanzania revealed  that  there  is  a  direct  link   between social   economic  development  driven  by  social  security  funds benefiting both  individuals  and the community  by  enhancing  their  quality of life. The study used a descriptive and exploratory research design with a sample size of 35 respondents. This however is not the case   in  Kenya  as most  people  saving   for  retirement  in Kenya contribute to the  NSSF   which offers a   low   replacement  rate of  less than 40% of  basic   income  whereas  the recommended rate is between  70% and 85% to maintain pre-retirement living standards . This   in turn may affect the morale among employees towards contributing to such a fund. This is in line with a study conducted by (Ngugi, 2022) who examined how the mismanagement of National Social Security Fund (NSSF) contributions in Kenya affected employee productivity. The study showed that employees who were aware of the inefficiencies and corruption within the NSSF experienced lower morale and reduced productivity. The misallocation of funds led to a sense of betrayal, as employees did not see the benefits that they had been promised through their deductions.
Similarly, a quantitative research by (Chumbe & onyango, 2020) studied the impact of pension contributions on employee performance at Lake Basin development authority in Kenya. The study used a descriptive research design and had 139 respodents.Their findings indicate that there was a positive relationship between retirement benefits and employee performance. Employees who feel that their pension funds are managed transparently and efficiently exhibit higher job satisfaction, leading to better productivity. Therefore, administration of statutory deductions, such as taxes and social security contributions, plays a pivotal role in shaping employee productivity. Efficient and transparent management of these deductions not only ensures compliance but also influences organizational performance and employee morale.
[bookmark: _Toc193800737]2.3.3 Income Level and Employee Productivity
Income is a commonly utilized metric in social researches and is normally categorized as low, middle and high where thresholds are selected based on the population. According to (Vohs,2013) income level not only   directly affect employees by influencing their quality of life but also serve as a concrete connection between employees and organizations. Although exceptions exists such as employees with substantial family wealth, income remains the primary motivator for employees to willingly invest their time and skills to an organisation. 
Companies that prioritize better pay for their employees above the market rate play a considerable role in employee’s productivity (Tuor et al., 2020). This is supported by employees feeling valued in the company and as a result work hard as a way of giving back. A quantitative research conducted by (syengo, 2013) examined the connection between compensation, job satisfaction and organizational commitment in Kenya state corporations. The study used a descriptive research design and used questionnaires for data collection.  A sample of 40 state corporations was drawn using stratified sampling. The study found that employees’ salaries were not attractive compared to what was being offered in the market. Despite the employees being content with their roles and dedicated to their organizations most employees were dissatisfied with the income levels which was the limiting factor. This is parallel to a study conducted by (Tongo, 2008) on causes of low worker productivity in the Kenyan industries. The study used a descriptive research design, adopted a stratified sampling technique to pick respondents and collected data using questionnaires. The study  discovered   that  most  regular  employees felt  that they  were  contributing  more to the  industries  than what  they  were receiving from the industries. The study indicated that providing financial incentives such as overtime payments, salary increments as well as retirement benefits would consequently   increase their levels of productivity hence improving the overall performance of the industry. This implies that if employees view deductions as further reducing their already insufficient income without visible returns (e.g., reliable pensions or healthcare), their productivity may decline.
 (Tuor et al., 2020) reinforced the psychological link between income and productivity which explains that when employees receive enough salary, they tend to have low stress levels since they are able to address their needs. With low stress levels the employees are able to deliver quality work with minimal errors since they have full concentration. An article by (Kinuthia, 2023) further underscores on the impact of the high cost of living in Kenya on employee productivity which revealed that employees  were  experiencing heightened financial stress due to increased expenses without corresponding salary adjustments.  This is a reality that makes statutory deductions feel even heavier, especially if wages remain stagnant. This creates a compounding effect where employees’ financial well-being deteriorates, contributing to reduced focus, lower engagement, and higher error rates.
However, (yamoah, 2013) acknowledges that money is not the only thing that concerns employees and beyond a certain high salary would make an employee happy but not buy productivity which according to (Subekti & Setyadi, 2016) employee productivity is not affected directly by the high financial compensation. This could explain income as a hygiene factor where it could still foster productivity by enhancing satisfaction. As  per   a  survey  report by ( Parcia & Estimo,2017), employees perceive   that  the  compensation they  get is  not  enough  to  sustain their   financial   needs   due to  the  rising  cost  of  living. This financial instability is particularly pronounced in developing countries such as Kenya, where inflation and economic volatility heightens the challenges faced by employees.High deductions from salaries, such as taxes and statutory contributions, can further exacerbate financial stress, particularly when employees are already struggling to manage their expenses. The economic challenges faced by employees, such as rising prices for basic necessities and housing can make it difficult for them to maintain a balanced budget (Chege, 2017). This financial pressure often spills over into the workplace, resulting in decreased motivation, lower job satisfaction, and ultimately, reduced productivity.
A study by (Emongor, 2023) on food crisis and food insecurity in Kenya at Kenya Agricultural Research Institute (KARI) highlights that since 2006 the cost of food has been rising in Kenya, particularly affecting essential foods such as maize, wheat, and milk. This persistent rise in food prices has led to significant food insecurity among poorer sections of the population, further increasing financial strain. With food expenses consuming a large portion of household income, employees face heightened economic strain, which directly impacts their productivity at work. The study used secondary data. Moreover, the combination of high food prices and low income levels creates a scenario where employees are unable to meet their basic needs, leading to lesser innovation and lower work performance. The financial burden is not limited to food alone; housing costs and other living expenses continue to rise without corresponding salary adjustments, adding to the overall low productivity. In addition to economic pressures, the lack of adequate social safety nets worsens the situation. According to (Odunga ,2021), many Kenyan households are forced to adopt negative coping strategies, such as skipping meals and reducing non-food expenditures, to manage their limited resources. This further undermines their health and well-being, leading to a decline in overall productivity. The study used a high frequency phone survey panel.
[bookmark: _Toc193800738]2.3.4. Tax Policies and Employee Productivity
A tax policy is a crucial measure towards achieving a country’s goal of establishing an efficient and equitable tax system that promotes fairness in tax administration and create a stable tax environment conducive for business operations. Additionally, the policy outlines the framework for tax reforms and forms the basis for tax legislation and review. When designing tax policies policymakers must carefully balance the need for revenue with the need to promote economic freedom.
A study  conducted by (Malesa,2019) on  the  impact  of  taxation on employee productivity in provisional departments in South Africa had a primary focus to examine tax policies in south Africa ,earnings inequality , the role of taxation on the economic growth of South Africa. The study used a mixed method approach to establish the observations. A self-administered questionnaire was utilised as a data collection instrument and open ended interview questions. The study found   that  employee  performance in  provisional  departments was significantly affected by  high taxes where  low  take home  pay  resulted  to  low  staff performance. Employees were unhappy with the SARS tax rates. Tax policies significantly impact employee productivity by influencing disposable income, economic stability, and overall motivation. In Kenya, the tax system's structure and administration play a vital role in shaping economic freedom and productivity levels. As outlined by (Kemboi, 2023), the imposition and administration of taxes can have distortion effects, affecting economic decisions and potentially hindering economic freedom and growth. 
A quantitative study conducted by (Tende & Odhiambo 2022) explored the broader impacts of tax policies on economic stability and employee productivity in the context of emerging economies. The study emphasized that tax policies that ensure fiscal stability contribute to a predictable business environment, which fosters greater productivity. When employees feel secure in a stable economy where tax policies are predictable, they tend to be more productive. Conversely, volatile tax policies create uncertainty, which can negatively affect employee motivation and output. Similarly,  a  study conducted by (Kisilu & Kamau ,2022)  on the impact of tax policy in the private sector in Tanzania, used a descriptive research design and a stratified sampling technique. The study found that tax policies with higher rates and frequent changes led to increased dissatisfaction among employees, particularly in businesses with a significant number of low-income workers. The study emphasized that businesses that offer tax-friendly environments tend to see higher productivity as employees are less burdened by high taxation and more focused on their work. Additionally, when employees feel that their income is protected from excessive taxation, they are more likely to invest their time and effort into their work. Moreover,  an article by (Alushula, 2023) on the employer’s headache as deductions cross two thirds found that the new deductions and increased interest rates has led to increased monthly deductions on employee payslips reducing their take home pay in an economy where the cost of living is still high. The Employment Act 2007 which states that deductions from an employee’s salary whether statutory or voluntary shall not exceed two thirds of their total pay has been violated by many employers as a result of the new statutory deductions. When employees feel overburdened by mandatory deductions that violate legal protections, their sense of fairness is undermined leading to demoralization, absenteeism, and lower performance.
In a study conducted by (Zhang, 2023) on the impact of tax policy on worker safety in USA used an econometric approach for its findings. The study found that in the event of tax hikes, firms reduced their investments related to safety and for firms where employees work extended hours, seasonal workers were used. Overall findings suggested that tax hikes result to negative welfare effects for employees. When employers face rising statutory costs including mandatory employer contributions they may offset these expenses by scaling back on employee benefits, training, or even staffing levels. This cost-cutting approach deteriorates the work environment, fostering dissatisfaction and reducing productivity. Kenyan employers grappling with increased statutory obligations may similarly prioritize financial survival over employee welfare, creating a ripple effect that undermines productivity.
On the other hand  (leonida,2007) on the impact of fiscal policies on the standards of living of the employees also  noted that maintaining a decent standard of living heavily relies on the level of societal development quantified in GDP and how it is distributed. In Kenya, statutory deductions theoretically support social safety nets and public services contributing to national development and, by extension, improved living conditions. However, the disconnect between deductions and visible improvements in public services (e.g., healthcare or infrastructure) diminishes employees’ faith in the system. When employees perceive deductions as a burden rather than a social investment, their morale and productivity declines. The Kenyan context reflects this challenge, with employees increasingly questioning the tangible benefits of their contributions.
The Kenyan government’s approach to taxation, as seen in the proposed amendments to the Income Tax Act in the Finance Bill 2023, aims to increasing the tax rates and increase revenue. Raising taxes on high earners, as proposed for individuals earning more than KES 500,000 per month (Kemboi, 2023), might also have limited effects on revenue while discouraging high productivity. This can lead to tax avoidance and evasion, further reducing the efficiency and fairness of the tax system. In a policy brief conducted by (Streeter, 2022) on how tax policies affect individuals and businesses in USA revealed that alterations in the tax system can affect the choices people make regarding whether and how much to work, retirement savings and residential location. Increased tax rates can result in decreased motivation and job satisfaction (Prasetio, Luturlean & Agathanisa, 2019), negatively impacting productivity. There is no guarantee that there will be higher revenue generation by increasing tax rates. Where taxes are not evaded, some businesses for instance the foreign investors opt to withdraw which directly affects revenue collection.
[bookmark: _Toc193800739]2.4. Knowledge gap. 
The study identified several conceptual gaps in the existing literature. While existing literature connects income levels and financial compensation to productivity (Tuor et al., 2020; Subekti & Setyadi, 2016), statutory deductions are often lumped together with general income factors rather than treated as a separate, influential variable. The psychological and behavioural effects of deductions, including how employees perceive their fairness, administration, and overall impact on take-home pay, remains under explored. This research addresses this gap by conceptualizing statutory deductions not as a financial factor but as a motivational influence on productivity, which hasn’t been sufficiently covered in previous studies.
Moreover studies such as those by (Olufemi et al., 2022) and (Faizal Mohd, 2015),have extensively examined tax fairness, and its relationship with taxpayer compliance behavior, leading to a limited exploration of the direct effect of perceived fairness of statutory deductions on employee productivity. This overlooks a critical dimension of whether employees perceive statutory deductions as fair and how this perception shapes their productivity levels.
Additionally, the link between administration of tax revenue and its effect on employee productivity has been inadequately explored. Although (Abbiati, 2020) highlights the importance of accountability in government revenue utilization, its implications on employee productivity remains largely unaddressed. These gaps in conceptual frameworks suggested the need to investigate how tax fairness and revenue administration extend beyond taxpayer compliance to affect employee productivity, particularly in specific industries like confectionery industries. Further, the study addressed whether organizational culture moderates this relationship, a missing link in prior studies , particularly within Kenya.
Existing studies on statutory deductions and employee productivity do not account for Kenya’s unique socio-economic conditions creating a significant contextual gap with factors that include rising living costs, food insecurity, and evolving tax policies such as the newly introduced SHIF and housing levy (Kinuthia, 2023; Emongor, 2023; Alushula, 2023). Unlike previous research that broadly examines tax fairness and employee income dissatisfaction (Syengo, 2013; Tongo, 2008), there is limited focus on how these deductions affect employee motivation and productivity within specific industries. The confectionery sector, for instance, has distinct wage structures, employment contracts, and operational costs that may interact with statutory deductions in ways that differ from other industries. The lack of research on industry-specific responses to these deductions presents a gap in understanding how different economic sectors experience the impact of taxation on employee productivity. The study therefore, seeked to fill this gap by examining the statutory deductions effect within the lived economic realities of the employees in the confectionery industries. 

The methodological gap in the literature emerges from the diversity of research methods used to study the relationship between statutory deductions and productivity. Previous studies, such as those by (Abbiati,2020), utilized experimental designs and parametric regressions, and (Mbau & Hanson ,2018), adopted qualitative methods to explore reforms like NHIF, which failed to directly address the industry-specific nuances in Kenya. For instance, the confectionery industry may have unique factors, such as wage structures and workforce dynamics,  that differ from other sectors.
Further, the mixed-methods approach used by (Malesa ,2019) to examine broader tax policies provides valuable insights but does not focus on the specific impacts of statutory deductions in sector-specific contexts. While qualitative methods can provide in-depth understanding, they lack the statistical robustness needed to analyze large-scale trends and make generalizable claims about employee productivity. Similarly, quantitative approaches like surveys and regression analyses have been underused to examine employee perceptions of statutory deductions in the Kenyan context, especially in specific industries. This study aimed to fill the methodological gap by employing a descriptive research design combined with quantitative methods to examine the relationship between income level, tax policies, administration of deductions, and perceived fairness on employee productivity in the Kenyan confectionery industry. By focusing on sector-specific data, this study provided  robust, empirical evidence that could inform policy decisions and organizational strategies.
Most existing research on statutory deductions and productivity has been conducted in other African countries, such as Tanzania (Beatrice, 2021) and South Africa (Malesa, 2019), which have different tax structures, labor laws, and economic conditions. These studies fail to account for Kenya’s unique political and economic landscape, where government-driven deductions have recently intensified, affecting employees’ take-home pay and financial stability. While (Abayie ,2020) and (Olufemi et al. ,2022) provide insights into tax compliance and fairness in Sub-Saharan Africa, they do not specifically address the Kenyan workforce’s perceptions and responses to statutory deductions. This gap underscored the need for research that localizes the impact of statutory deductions within Kenya’s socio-economic and labor market context, particularly in industries like confectionery where sector-specific taxation policies may influence employee productivity differently.
In conclusion, the conceptual, contextual, methodological, and geographical gaps identified highlighted a significant gap in the existing literature regarding the  effect of employee perceptions of statutory deductions on employee productivity, particularly in the Kenyan confectionery industry. This research aimed to fill these gaps by adopting a tailored conceptual framework, using quantitative methods to provide localized insights that would contribute to the understanding of how administration of statutory deductions, perceived fairness, income levels and tax policies shape employee productivity in Kenya.
[bookmark: _Toc193800740]By addressing these gaps, this study would provide valuable evidence that can inform policy and organizational strategies aimed at enhancing employee motivation and productivity within Kenya’s confectionery sector, offering insights that are not only relevant to Kenya, but also to other emerging economies dealing with similar challenges in statutory deductions and employee productivity.










CHAPTER THREE
[bookmark: _Toc193800741]RESEARCH DESIGN AND METHODOLOGY.
[bookmark: _Toc193800742]3.0. Introduction 
This chapter outlined the data collection and analysis methodology that addressed the research philosophy, research design, target population, sample size, data collection process, validity and reliability of research instruments and data analysis presentation and procedures. 
[bookmark: _Toc193800743]3.1 Research Philosophy
Research philosophy refers to a researcher’s beliefs, presumptions, and ideals on the nature of reality, knowledge and inquiry. It guides the design and conduct of the research, influencing decisions about research methods, data collection, analysis and interpretation. Conversely, several research philosophies include positivism, interpretivism, critical theory and pragmatism (Kuwornu-Adjaottor, 2020). This study adopted the positivism philosophy that posits that there exists an objective rationally organized reality that is independent of both the researcher’s views as well as those of the participants of the research (Slevitch, 2011). The study adopted this philosophy because it emphasizes the importance of objective facts and empirical evidence in understanding the variables. In this study perceived fairness,  income level, administration of statutory deductions and tax policies were assumed to exist  independently of subjective beliefs. Therefore the study aimed to describe the reality of the relationship between the variables through empirical evidence. 
[bookmark: _Toc193800744]3.2. Research Design
As indicated by (Sanders, 2007) research designs can be categorised as explanatory, exploratory or descriptive. According to (Bryman, 2016) a research design provides a plan for collection and analysis of data. This study, employed a descriptive   research design to collect data that addressed questions regarding the present situation of the subject being studied, through data collection and tabulation of frequencies on the variables. According  to (Backlund,& suikki, 2015) researchers use descriptive research design  to identify the  factors  causing  a  particular problem, which helps  to  analyse  the  problem at hand. This approach was appropriate for the study as it aimed to describe characteristics of employees in the selected confectionery industries in Nairobi. According to (Mugenda and Mugenda, 2009) descriptive research design is appropriate for studies where the researcher has no control over independent variables.  In this study the descriptive research design helped to systematically collect and analyze data about perceptions of statutory deductions and employee productivity in the selected confectionery industries. Quantitative methods were used to collect numerical data and personal insights of the respondents from the questionnaire. Further (Mugenda and Mugenda, 2008) state that this design enables a researcher organize and summarize data effectively.
[bookmark: _Toc193800745]3.3. Target Population
According to (Mugenda and Mugenda, 2003), a target population is defined as a large group of people or events with shared observable traits that a researcher seeks to generalize the findings of the study. The target population consisted of full time employees of the selected confectionery industries in Nairobi from all departments. Full time employees selected for this research were identified as those employees who were engaged on a permanent basis. The casual employees were not included in the study as they are not subjected to statutory deductions. The unit of analysis was therefore in the selected confectionery industries while the unit of observation was full time employees who were subjected to statutory deductions working in the confectionery industries.


[bookmark: _Toc193800978] Table 3. 1: Target Population
	Confectionery  industry 
	Target Population 

	Kenafric industries limited 
	47

	Norda industries limited 
	25

	Mzuri sweets 
	18

	Total 
	90



[bookmark: _Toc193800746]3.4. Description of research instruments 
The study employed questionnaires in obtaining primary data for analysis. The choice of this instrument is viewed in line with the fact that they are easy to administer. The 5- point Likert scale questionnaire was structured based on the independent variables and the dependent variable of the study, employee productivity. The questionnaire contained close ended questions to allow more direct comparability of responses when interpreting data and reduce variability in statements. The questionnaire created had three sections; the first section gathered demographic information, the second section had statements on each of the independent variables and the third section addressed employee productivity. The questionnaire was self-administered, meaning that the participants filled them by themselves.
[bookmark: _Toc193800747]3.4.1 Piloting 
A pilot study was conducted through a pre- test, (Mugenda &Mugenda, 2013) recommend a 1-10% pre-test sample depending on the sample size. Since the sample size includes 73 respondents, the researcher piloted 10% of 73 leading to 7 respondents being picked from  Patco industries Limited for the pre-test. The respondents for the pre-test were from the non-sampled target population that was not reused in the study and were conversant with the topic under research. The developed questionnaire was piloted to assess whether the questions asked were understood and whether the questions accurately reflected the objectives of the study. Their feedback was used to improve the questionnaire.
[bookmark: _Toc193800748]3.4.2 Validity of Research Instrument
Validity can be explained to the accuracy and meaningfulness of a phenomenon being investigated. To ensure validity of the instrument the supervisor provided guidance to ensure the instrument was well designed to address the information required by the research objectives. Three dimensions of validity were involved this included the content validity which was achieved by ensuring the instrument covered all relevant aspects of the research objectives, ensuring no critical dimension was omitted. Construct validity was also reinforced by ensuring that the instrument accurately captured the theoretical constructs being studied, reducing the risk of misinterpretation. Criterion validity was then established by evaluating how well the instrument’s results correlated with other established measures or observable outcomes. This was done through multiple correlation Coefficients.
[bookmark: _Toc193800749]3.4.3 Reliability of Research Instrument
Reliability as described by (Mugenda & Mugenda, 2003) refers to the degree to which a research instrument can consistently produce similar results and data over multiple trials. To evaluate the internal consistency of the data the Cronbach’s Alpha test was used.  According to (Davidson, 1996) a score more than 0.70 is considered appropriate for a study. Therefore, this standard was used to determine the reliability of data collected from the questionnaire (Davidson, 1996). The questionnaire was considered reliable since the reliability co efficient alpha was >0.70.
[bookmark: _Toc193800750]3.5. Description of the sample and sampling procedures
[bookmark: _Toc193800751]3.5.1 Sampling Design and Technique
Sampling is a process of selecting a subset from a larger population to enable a researcher estimate the characteristics of a population and make generalizations. The study applied a simple random sampling technique to pick the respondents. The sample frame of the study was provided by the respective human resource managers.
[bookmark: _Toc193800752]3.5.2 Sample Size 
A sample size refers to the number of items chosen from a population for study. A perfect sample satisfies the standards for effectiveness, representativeness, dependability and adaptability (Kothari& Garg, 2014).Yamane’s (1967) formula was used;
n=N/1+N (e) ²
Where
n= sample size
N= target population 
e = level of significance. 
n = 90/1+90(0.05)²
=73


[bookmark: _Toc193800979]Table 3. 2: Sample Size
	Confectionery industries 
	Target Population 
	Sample 

	Kenafric confectionery 
	47
	38

	Norda industries limited 
	25
	20

	Mzuri sweets
	18
	15

	Total
	90
	73



[bookmark: _Toc193800753]3.6 Description of data Collection Procedures
A letter of identification from the university was used to obtain a research permit from National Council of Science and Technology (NACOSTI).  A letter that introduces the researcher to the respondents was issued to assure them of total confidentiality to be provided.  The questionnaire was issued through a pick and drop method which elicited higher response rates. A pilot study was conducted to assess any ambiguity in the data collection process. Potential corrections were made before proceeding. The researcher ensured the questionnaire was concise and was easy to respond to. The respondents had a two weeks’ time period to respond to the questionnaire upon which they were collected for analysis.
[bookmark: _Toc193800754]3.7 Description of data Analysis and Presentation 
According to (cooper, & schindler, 2003) data analysis entails breaking down collected data through analytical and logical reasoning. After collecting data using questionnaires the data was analyzed using quantitative methods. This study used both descriptive and inferential statistics for data analysis. While inferential statistics adopted the multiple regression, and ANOVA tests, descriptive statistics gave the profile of the respondents in frequencies and percentages. The collected data was scrutinized for accuracy before feeding it to the statistical package for   social sciences (SPSS) version 30. A significance level of 0.05 was used and from the analysis conclusions and recommendations were made.
The first Multiple regression model that examined the existing relationship between the independent variables on the dependent variable used the following equation; 
Y=β0+ 
Where Y=employee productivity. 
β0- constant(y- intercept)
– Beta co- efficient. 
X1= perceived fairness of statutory deductions. 
X2= income levels.
X3= administration of statutory deductions. 
X4= tax policies
ε- Error term
Where z= organization culture
The second regression model was applied to ascertain the moderator’s effect on the dependent variable
Y= 
Where z= organization culture
The interaction model would then be used to give direction and effect of the moderator on the independent variables and the combined effect on the dependent variable 
Y= 
If the co efficients   in the second equation were not significant, there will be no moderating effect (Mackinnon, 2007)
[bookmark: _Toc193800755]3.7.1. Diagnostic Tests
To prevent skewed estimates of the correlations, confidence intervals and significance levels in the relationships several diagnostic tests were carried out as part of the multiple regression analysis (Cohen, 2003).
[bookmark: _Toc193800756]3.7.1.1 Normality Test
A Normality test was taken to ascertain whether the sample data was drawn from a population that was normally distributed. If the data is not normally distributed t-tets, ANOVA and regression analysis may produce biased results. This study  adopted the general guideline for normality which suggests that a variable is thought to be  generally  near to normal if its skewness( measuring symmetry) and kurtosis (measuring how peaked or flat the distribution is)fall within the range of -0.1 and +0.1 (Dancey, 2004). The significance level for the study was set as 0.05.
Normality was assumed If P>0.05 and deviation from normalcy was assumed if P<0.05.
[bookmark: _Toc193800757]3.7.1.2 Multicollinearity Test 
Multicollinearity refers to a situation where independent variables are highly correlated with each other making it difficult to isolate their individual effects on the dependent variables this results to; unstable coefficients, reduced statistical power and misleading interpretations. Therefore, as the correlation between independent variables gets high the regression coefficient get unreliable. When the p values of variables rise, it leads to inefficient estimates.This test was conducted using the Variance inflation Factor (VIF). A VIF <5 means low multicollinearity which is acceptable and >10 high multicollinearity (Muathe, 2010).
[bookmark: _Toc193800758]3.8. Operationalization and measurement of variables. 
The study assessed the dependent variable as employee productivity and the independent variables as perceived fairness, income level, administration of statutory deductions and tax policies while organisation culture was the moderating variable. 
[bookmark: _Toc193800980]Table 3. 3: Operationalization and measurement of variables
	Variable 
	Type
	Indicators 
	Measurement
	Tool of analysis
	Type of analysis 

	Employee productivity 
	Dependent variable 
	Timeliness in completion of tasks 
Quality of work done 
	Likert 1-5,ordinal
	Multiple regression 
	Quantitative 

	Perceived fairness 
	Independent 
	Variations in deductions 
Double deductions 
	Likert 1-5, ordinal
	Multiple regression 
	Quantitative 

	Income level
	Independent 
	Contentment
Disposable income 
	Likert 1-5 ordinal
	Multiple regression 
	Quantitative 

	Administration of statutory deductions 
	Independent 
	Access to funds 
Allocation and accountability 
	Likert 1-5 ordinal 
	Multiple regression 
	Quantitative 

	Tax policies
	Independent 
	Finance Act 2023
Employment policy
	Likert 1-5 ordinal
	Stepwise
Multiple regression 
	Quantitative 

	Organization culture 
	Moderating 
	Organization norms
Leadership styles 
	Likert scale 1- 5 ordinal
	Multiple regression 
	Quantitative 


[bookmark: _Toc193800759]3.9. Ethical Considerations in Data Collection 
There   are various   ethical issues that were put into consideration when collecting   data. A letter of introduction was provided before starting field work. The researcher got approval and a research permit from NACOSTI in order to administer   instruments of data   collection. In  conducting the research, participant’s  consent was obtained both  individually  and  through  the  organisation ensuring  no  pressure   for   individuals  to   participate in the  study. Individual  autonomy  was  considered as   well as   anonymity   of   the  respondents by  ensuring  names  are  removed from  the  instrument of  data collection. To avoid plagiarism all materials both published and unpublished were acknowledged.




[bookmark: _Toc193800760]CHAPTER FOUR.
[bookmark: _Toc193800761]PRESENTATION, DISCUSSION AND INTERPRETATION OF FINDINGS
[bookmark: _Toc193800762]4.1. Introduction 
This chapter outlined the results, using both descriptive and inferential statistics. Descriptive being displayed in form of frequency tables, means and standard deviation inferential statistics on the other hand, were conducted using linear regression to understand the relationship between variables. 
[bookmark: _Toc193800763]4.2 Response rate.
A detailed questionnaire was designed and distributed to assess the effects of statutory deductions on employee productivity in selected confectionery industries. To make a more comprehensive analysis 73 questionnaires were distributed of which 71 were filled and returned resulting to a 97% response rate. This response rate conforms to (Mugenda and Mugenda, 2003) criteria that a 50% response rate is adequate for analysis, 60% is good and 70% or higher is excellent.  Thus the response rate was deemed adequate for the researcher to analyze the findings. The respondents who did not respond to the questionnaire were unavailable to fill them within the required time frame and despite persistent follow ups, no positive responses were received.
[bookmark: _Toc193800967]Table 4. 1: Response rate
	Respondents
	Questionnaire distributed
	Questionnaire returned
	rate

	
	73
	71
	97%



[bookmark: _Toc193800764]4.3 Reliability Analysis.
The analysis encompassed all the questionnaire’s statements which were summed up into scores across five factor categories. For each factor Cronbach’s coefficient a was calculated and a factor analysis specifying one factor model was performed. To assess internal reliability
Cronbach’s coefficient a value were determined for the factors in each category.
[bookmark: _Toc193800968]Table 4. 2: Reliability Statistics
	variable
	Cronbach's Alpha
	N of Items

	Perceived fairness
	.718
	5

	Administration of statutory deductions
	.883
	5

	income level
	.806
	4

	Tax policies
	.752
	5



The Cronbach’s a value for all factor categories were >.70, which is considered sufficient proof of internal consistency.
[bookmark: _Toc193800765]4.4. Multicollinearity Test
Since the degree of correlation becomes less reliable as it increases, multicollinearity test was conducted using the VIF (variance Inflation factor) and the results presented in the table;


[bookmark: _Toc193800969]Table 4. 3: Multicollinearity Test
	variable
	VIF

	Perceived fairness
	1.222

	Administration of statutory deductions
	1.087

	Income level
	1.124

	Tax policies
	1.078


With a score <3 the interpretation was that there was no correlation between the variables eliminating the need for further multi collinearity analysis.
[bookmark: _Toc193800766]4.5 Demographic information 
The demographic information of the respondents included, gender, age and duration of service.
[bookmark: _Toc193800767]4.5.1 Gender of respondents 
The distribution of respondents in terms of gender shows that the majority were female 52.2% while 47.8% were male. This implied that majority of the workers were female which may be attributed to the nature of the job. While gender distribution was regarded relevant in determining which gender was more productive the gender distribution turned out quite fair therefore the results were not attributed to gender..
[bookmark: _Toc183791910]






[bookmark: _Toc193801236]Figure 4. 1: Gender[image: ]

[bookmark: _Toc193800768]4.5.2 Age of the respondents
The study revealed that most respondents were aged between 21-30 years at 61.1%, those aged between 31-40 accounted for 29.2% while 41 and above accounted for 9.7%. It is evident that the industries have young employees who are considered proactive in coming up with new ideas to propel the organizations into better performance.  The implication of age becomes important in understanding statutory deductions such as pension contributions, which while older people would willingly contribute to pension, the younger people attributed it to corruption and   people with low income (RBA, 2011). The statistics obtained are presented in table 7:
[bookmark: _Toc193801237]Figure 4. 2: Age of the respondents[image: ]

[bookmark: _Toc193800769]4.5.3 Length of service in the organisation
The findings show that most respondents had been working in the organization for under 5 years accounting for 65.3%, between 5 to 10 years’ experience accounting for 34.7% .This aspect was used to measure experience in the industry. With most employees having worked for less than 5 years the study could not correlate experience with productivity. This suggests that other organizational factors like organizational culture might play a more significant role in driving productivity.
[bookmark: _Toc193801238]Figure 4. 3: Duration of service.[image: ]

[bookmark: _Toc193800770]4.6 Descriptive statistics 
Descriptive statistics was done using standard deviation and mean. The values were crucial in ascertaining which items had the highest rating in ranking in terms of its effect on the productivity of the employees.
[bookmark: _Toc193800771]4.6.1 Perceived fairness 
This study aimed to determine the extent which perceived fairness had an influence on the productivity of employees in confectionery industries. The descriptive statistics related to the effect of perceived fairness on employee productivity are shown in table 4.4;
[bookmark: _Toc183791913]


[bookmark: _Toc193800970]
Table 4. 4: Perceived fairness
	
	S.D
	D
	N
	A
	S.A
	Mean
	Std. Deviation

	fairly distributed
	78.9%
	21.1%
	0%
	0%
	0%
	1.17
	.377

	The tax rate for high income earners( earning 500,000 and above) are fair in relation to the economy.
	35.2%
	56.3%
	8.5%
	0%
	0%
	1.82
	.516

	Tax payers perception of fairness has an impact on their productivity.
	1.3%
	2.2%
	1.4%
	61.3%
	33.8%
	4.32
	.471

	  The Company has both statutory and Company imposed deductions for similar benefits. 
	0%
	0%
	18.3%
	71.8%
	9.9%
	3.93
	.488

	I utilize all benefits from the double deductions.
	32.4%
	45.1%
	22.5%
	0%
	0%
	2.01
	.707

	Overall mean
	
	
	
	
	
	2.65
	.501



In the context of this study, the mean and standard deviation (S.D.) offered significant insights into the respondents’ perceptions: A mean between 1-2 implied that majority of the respondents expressed disagreement with the statements. A mean of 3 reflected neutrality to the statements while 4-5 implied a strong agreement with the statements. A low standard deviation (< 1) denoted consensus, where most respondents shared similar views, while a high standard deviation (> 1) suggested divergence in opinions. The data obtained showed that most respondents accounting for 78.9% strongly disagreed and 21.1% disagreed  to taxes being fairly distributed, with most participants sharing a similar view as shown with a (mean=1.17,S.D= .377). 91.5% (35.2%+56.3%) of the respondents felt that the tax rate for high income earners was not fair. This consensus indicated a strong belief that deductions were not distributed equitably. The results were in agreement with the research conducted by (Susilawati, 2022) that observed that perceptions of fairness can manifest in different ways, where vertical fairness can be seen as a subjective concept because wealthier individuals might perceive paying higher tax rates as unfair simply because they have higher income; they may feel they are being penalized for having a higher income. However, (Jouste,2021) found that tax increases for top earners in Uganda helped recover lost revenue from lower-income earners, demonstrating the practical need for progressive taxation. The disagreement in this data however suggests employees still view such measures as unfair, likely contributing to dissatisfaction and reduced motivation.
There was  also a strong agreement of 61.3% that acknowledged that tax fairness perceptions influence productivity with the low standard deviation showing consistent responses  shown by(mean=4.32 ,S.D=.471) while 1.4% remained neutral. This supports the idea that when employees perceive fairness or lack of it they adjust their productivity accordingly. This aligns with (Miller, Kim, & Roberts, 2022), who argued that balancing revenue collection with economic freedom fosters a more motivated workforce. The respondents generally agreed (71.8%+ 9.9%) on the presence of double deductions while 18.3% remained neutral in the opinion (mean=3.93, S.D=.488). The rate of responses suggests that employees recognize this redundancy which may be a potential source of frustration if they feel these deductions are excessive or unclear. Sidik (2019) found that Libyan taxpayers who saw clear benefits from taxes were more likely to comply; this data implies employees may tolerate double deductions only if they perceive worthwhile returns. The data concludes that when employees perceive deductions as unfair especially when benefits aren’t clear dissatisfaction grows, morale drops, and productivity suffers.
[bookmark: _Toc193800772]4.6.2 Administration of statutory deductions 
The study aimed to gather employee’s opinions on administration of statutory deductions on employee productivity through a questionnaire with statements rated on a likert scale from 1 to 5. The results are presented in table 4.5;
[bookmark: _Toc193800971]Table 4. 5: Administration of statutory deductions
	Statement
	S.D
	D
	N
	A
	S.A
	Mean
	Std. Deviation

	 [Satisfied with how the government utilizes statutory deductions (housing levy,nhif,nssf,paye)]
	85.9%
	14.1%
	0%
	0%
	0%
	1.11
	.361

	 [The process of accessing benefits funded by statutory deductions is straight forward and user friendly ]
	60%  
	36%
	2.8%
	0%
	0%
	1.44
	.527

	 [The distribution of funds reflects the needs and priorities of employees. ]
	87.3%
	12.7%
	0%
	0%
	0%
	1.20
	.401

	.[The public services and benefits are equitably distributed. ]
	54.9%
	39.4%
	5.6%
	0%
	0%
	1.54
	.651

	.[The quality and availability of public services funded by these deductions are satisfactory. ]
	74.6%
	25.4%
	0%
	0%
	0%
	1.24
	.430

	Average mean
	
	
	
	
	
	1.306
	.474




The data obtained indicated that majority of the respondents were dissatisfied with how the government utilizes statutory deductions with 85.9% being strongly dissatisfied. This finding supports (Wanja, 2023) and (Ngugi ,2022), who identified misallocation and corruption in Kenya’s social security and healthcare systems, leading to disillusionment among employees. According to (Abbiati, 2020), taxpayers demand transparency and accountability in how their contributions finance public goods. This is a requirement evidently unmet, reinforcing employee frustration and reduced morale. The  process of accessing the benefits funded by statutory deductions was not straight forward and user friendly accounting for 96% (60%+36%).This supports (Mbau and Hanson,2018), who found that Kenya’s NHIF reforms led to bureaucratic inefficiencies, causing delays and out-of-pocket costs. The cumbersome nature of benefit access undermines employee trust, echoing (Werner and Balkin’s, 2021) argument that employees feel more motivated when they see tangible, accessible returns on their deductions. With (87.3%+12.7%) disagreeing,  the data reinforces that  distribution of funds did not reflect the needs and priorities of employees  as well as public services and benefits not being equitably distributed with 94.3% (54.9%+39.4%) disagreeing. This aligns with a study by (Tsofa et al.,2023) that found that county budgets in Kenya often ignore priority-setting procedures, leading to disrupted services and inequitable resource distribution. (Mbau & Hanson, 2018), also noted that healthcare services are concentrated in urban areas, leaving rural regions under-served. This inequity fosters the perception that deductions benefit only select groups, undermining the principle of horizontal fairness.
Further the respondents were not satisfied with the quality and availability of public services funded by these deductions with (74.6%+25.4%) being dissatisfied. This mirrors (Ngugi, 2022), who found that corruption and inefficiency within Kenya’s NSSF led to poor service delivery. This also aligns with (Beatrice,2021), who showed that well-managed social security systems enhance quality of life and productivity  which is an outcome absent in Kenya’s current framework. The data confirms that effective, transparent management of statutory deductions is not merely a fiscal issue but a vital component of workforce morale and productivity. Reforms to improve transparency, accessibility, and equity in resource allocation are essential to restoring employee trust and promoting a productive, engaged workforce.
[bookmark: _Toc193800773]4.6.3 Income Level
This study assessed the effect of an employee’s income level on their productivity. Various statements were presented to respondents to state the level of agreement .The findings are illustrated in the table.
[bookmark: _Toc193800972]Table 4. 6: Income Level
	Statement 
	S.D
	

D
	

N
	

A
	

S.A
	Mean
	Std. Deviation

	 [The disposable income fairly compensates your work]
	32.4%
	39.4%
	23.9%
	4.2%
	0%
	1.93
	.867

	 [I am content with the income I get]
	31.0%
	42.3%
	23.9%
	2.8%
	0%
	1.89
	.994

	 [A well checked income has been provided to offset the impact of deductions on pay.]
	25.4%
	42.3%
	26.8%
	5.6%
	0%
	1.96
	.963

	 [There are frequent salary reviews and increases within the organisation. ]
	35.2%
	35.2,%
	19.7%
	8.5%
	1.4%
	1.96
	1.075

	Average mean
	
	
	
	
	
	1.935
	.975



From the table it was observed that an employee’s disposable income didn’t fairly compensate the work done with 71.8%(32.4%+39.4%)disagreeing  and 23.9% remaining neutral meaning the respondents were also not content  with their income (31%+42.3%) and 26% remaining neutral. This aligns with (Syengo,2013), who found that employees in Kenyan state corporations were largely dissatisfied with income levels, even when they felt committed to their roles. The low mean suggests that employees perceive their net income, after deductions, as insufficient relative to their workload. (Chege ,2017) further supports this, highlighting that rising costs of living in Kenya make disposable income increasingly inadequate which when employees feel under-compensated, their morale drops, leading to disengagement and reduced productivity. 
 A well checked income was not provided to offset the impact of deductions on pay for 67.7% of respondents (25.4%+42.3%) and 26.8% being neutral. This reflects a critical issue where employees feel that deductions erode their income without any corresponding adjustments to maintain financial stability.(Vohs ,2013) highlights that income serves as a tangible connection between employees and organizations, and when this link is weakened  could be through high deductions with no offset , productivity declines. The psychological contract between employee and employer is damaged, leading to disillusionment and disengagement. Lastly 70.4%(35.2%+35.2%) of respondents disagreed and 19.7% were neutral to having frequent salary reviews and increases within the organisation. This aligns with (Tuor et al.,2020), who argued that organizations offering competitive salaries and regular pay increases enhance employee productivity by fostering a sense of value and loyalty.(Tongo,2008) similarly notes that salary stagnation, especially amid rising costs and deductions , leaves employees feeling overworked and underappreciated. The low mean here suggests that the absence of regular salary adjustments intensifies dissatisfaction, reinforcing financial strain and reducing workplace performance. The data paints a compelling picture of employee dissatisfaction with income from low disposable pay, stagnant wages, and a lack of regular salary adjustments echoing findings from multiple scholarly works. This dissatisfaction, compounded by statutory deductions and rising costs, contributes to decreased morale, heightened financial stress, and reduced productivity.
[bookmark: _Toc193800774]4.6.4 Tax policies
The study assessed the effect of tax policies on employee productivity with statements rated on a likert scale from 1 to 5 . The responses are presented in table 4.7;
[bookmark: _Toc193800973]Table 4. 7: Tax policies
	
	S.D
	D
	N
	A
	S.A
	Mean
	Std. Deviation

	[The government enforces  tax policies in a way that is fair to the interest of all citizens in the country ]
	43.7%
	43.7%
	12.7%
	0%
	0%
	1.49
	.652

	 [The finance Act 2023 was equitable in terms of tax distribution among different income groups]
	54.9%
	40.8%
	4.2%
	0%
	0%
	1.49
	.557

	 [There is sufficient oversight to ensure policies are followed correctly. ]
	33.8%
	42.3%
	19.7%
	4.2%
	0%
	1.76
	.886

	[There is adequate employee input and feedback considered when developing employee policies.]
	32.4%
	46.5%
	16.9%
	4.2%
	0%
	1.83
	.810

	Average mean
	
	
	
	
	
	1.642
	.726



From the results the government did not enforce  tax policies fairly to the interest of all citizens in the country with a 87.4% (43.7%+43.7%) disagreement and 12.7% neutrality .This negative perception aligns with (Kisilu , 2022), who found that high and frequently changing tax rates foster employee dissatisfaction, especially among low-income earners. The data implies that Kenyan employees feel the tax system is disproportionately burdensome, undermining the intended goal of equitable revenue collection. Moreover, (Leonida, 2007) emphasizes that fiscal policies should enhance living standards by ensuring fair income distribution. However, the data suggests a widespread belief that current tax enforcement fails to achieve this balance ,potentially leading to disengagement and reduced productivity, as employees feel their economic freedom is restricted (Kemboi, 2023).
 The finance Act 2023 was also not equitable in terms of tax distribution among the different income groups represented by 95.7% (54.9%+40.8%) disagreement rate. This finding supports (Alushula, 2023), who identified that increased statutory deductions have led to significant reductions in take-home pay, pushing many employees below the two-thirds salary threshold outlined in the Employment Act 2007. This perceived inequity can fuel demoralization and absenteeism, as employees question whether their financial sacrifices yield corresponding social benefits (Leonida, 2007). Further, employee input and feedback was not considered when developing employee policies with 76.1%(33.8%+42.3%) disagreeing  and 19.7% remaining neutral.This aligns with (Prasetio, Luturlean, & Agathanisa, 2019), who argue that employee engagement in decision-making fosters a sense of ownership and motivation. Where when workers feel unheard , especially in matters directly affecting their income  they are less likely to demonstrate commitment and productivity, viewing their roles as transactional rather than contributory. With insufficient oversight to ensure policies are followed correctly demonstrated by 78.9% (32.4%+46.5%) disagreement and 16.9% neutrality which proofs dissatisfaction. This is supported, particularly by (Streeter, 2022), who highlights that weak oversight can foster distrust, creating opportunities for tax evasion or mismanagement, which further burdens compliant employees and businesses. Additionally, (Kemboi, 2023) asserts that unpredictable tax environments exacerbated by poor regulatory enforcement undermine economic stability, making employees less motivated to engage productively in their roles.
[bookmark: _Toc193800775]4.6.5. Employee productivity.
Employee productivity was assessed from opinions of respondents on some indicators which includes quality of work done and timeliness in completion of tasks. The findings are presented in table;
[bookmark: _Toc193800974]Table 4. 8: Employee productivity.
	
	S.D
	

D
	

N
	

A
	

S.A
	Mean
	Std. Deviation

	 The products are manufactured correctly for the first time without defects.
	28.2%
	53.5%
	18.3%
	0%
	0%
	1.89
	.667

	Product development is a regular process in the organisation 
	1.4%
	7.0%
	32.4%
	35.2%
	23.9%
	3.69
	1.062

	Employees seldom work overtime as tasks are completed during  regular working hours.
	39.4%
	33.8%
	22.5%
	2.8%
	1.4%
	1.99
	1.021

	Employee receive a  productivity bonus when they surpass expectations. 
	23.9%
	33.8%
	25.4%
	15.5%
	1.4%
	2.15
	1.142

	Punctuality is at an all time high.
	0%
	1.4%
	16.9%
	49.3%
	32.4%
	4.08
	.874

	Average mean
	
	
	
	
	
	2.76
	0.953



The study evaluated the quality of work as a measure of employee productivity and the respondents  indicated that product development was  a regular process in the organisation at 59.1%(35.2%+23.9%) agreement and 32.4% neutrality. The study further demonstrated that products being manufactured first time had defects at 81.7 %( 28.2%+53.5%) agreement and 18.3% neutrality. The contrast between product development frequency and product defect rates suggests that while innovation is ongoing, the implementation phase may be lacking quality control or employee engagement in the process (Njanja, 2013). Defects indicate gaps in either employee training, motivation, or quality control systems, ultimately affecting performance.
The study findings also revealed that employees disagreed with the notion of  rarely working overtime as  tasks are typically completed within regular working hours having a 73.2%(39.4%+33.8%) disagreement rate and 22.5% neutrality . This suggests that overtime is still prevalent, which contradicts (Jung & Yoon, 2015), who found that effective workload management minimizes the need for extra hours and boosts satisfaction. This implies potential inefficiencies in task distribution or unrealistic work demands. It may also reflect a presenteeism culture where employees work longer hours to meet expectations, even at the cost of productivity or quality. This finding ties back to the high defect rates, indicating that overtime might not translate into effective output but rather exhausted, less precise work.
 Further employees revealed that punctuality was at an all time high with an 81.7% (49.3%+32.4%) agreement rate and 16.9% neutrality rate which reflects a culture of discipline. (Bowers & Cogan, 2020) linked punctuality to streamlined workflows and higher productivity, which supports this data. However, punctuality alone doesn’t guarantee productivity if other factors like quality control and incentives are misaligned (Abbas, 2009). In this case, high punctuality appears to coexist with performance challenges, suggesting that timeliness is an enabler of productivity, not a standalone solution.
 The respondents disagreed to receiving a productivity bonus when they surpass expectations at 57.7 %(23.9%+33.8%) and 25.4% being neutral implying dissatisfaction with performance based incentives. A study by (Abbas, 2009) emphasized that reward structures must align with employee expectations to sustain motivation. (Jung & Yoon, 2015) similarly found that when high performance isn’t recognized or rewarded, employees may disengage, reducing their commitment to quality output. The low agreement on this statement reflects a demotivated workforce, one that sees no clear link between effort and reward. This may partially explain the persistent defects and reliance on overtime. For sustainable productivity gains, the organization should leverage punctuality and innovation culture while addressing reward dissatisfaction, workload distribution, and quality control.
[bookmark: _Toc193800776]4.7 Inferential statistics 
[bookmark: _Toc193800777]4.7.0 Relationship between the independent variables and the dependent variable 
Regression analysis is used to show how the independent variables influence the dependent variables.
[bookmark: _Toc193800975]Table 4. 9: Relationship between the independent variables and the dependent variable
	Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.473a
	.224
	.177
	.63488

	a. Predictors: (Constant), tax policies, administration, income level, perception


	
ANOVAa

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	7.672
	4
	1.918
	4.759
	.002b

	
	Residual
	26.602
	66
	.403
	
	

	
	Total
	34.275
	70
	
	
	

	a. Dependent Variable: productivity

	b. Predictors: (Constant), tax policies , administration, income level,fainess perception


	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	.099
	.963
	
	.103
	.918

	
	perception
	.460
	.322
	.167
	1.429
	.158

	
	administration
	-.589
	.302
	-.215
	-1.949
	.046

	
	income level
	.237
	.105
	.263
	2.259
	.027

	
	Tax policies
	.413
	.217
	.212
	1.902
	.062

	a. Dependent Variable: productivity


	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	1.514
	.568
	
	2.665
	.010

	
	Statutory deductions 
	.734
	.290
	.340
	2.528
	.015

	a. Dependent Variable: employee productivity 



As indicated in the table the correlation coefficient R=0.473 suggests that there exists a relatively moderate relationship between employee perceptions of statutory deductions  and employee productivity. The coefficient of determination, R²=.224 shows that employee perceptions of statutory deductions accounts for 22.4% of employee productivity. While the remaining 77.6% explained other organizational factors. The model analysis had the F value of 4.759 and a p-value of 0.002 which is less than 0.05, which indicates that the model is statistically significant to support the  idea that employee perceptions of statutory deductions had significant effects on employee productivity. The results of the combined effect of employee perceptions of statutory deductions demonstrated that a unit increase in statutory deductions perception would cause a .734 increase in employee productivity.The significant positive relationship between employee perceptions of statutory deductions  and productivity reflects a nuanced reality. While deductions reduce disposable income, (Leonida, 2007) posits that well-managed deductions function as a social investment, contributing to essential services like healthcare, pensions, and infrastructure. This supports employees’ long-term stability, enhancing their belief that the employer (or state) values their contribution and well-being. Moreover, (Kisilu , 2022) argued that when businesses create tax-friendly environments, employees become more engaged, trusting that their contributions serve a greater purpose. This aligns with (Tuor et al., 2020), who found that employees reciprocate perceived organizational support with increased effort, driven by a sense of belonging and purpose. Thus, the 0.734 increase in productivity per unit rise in the perception of statutory deductions suggests that the perception of value derived from these deductions not the deductions themselves fuels productivity. However, this positive effect likely hinges on transparency and visible returns. (Alushula, 2023) highlights that when deductions breach legal limits without corresponding improvements in public services, employees view them as exploitative, eroding trust and productivity.
[bookmark: _Toc193800778]4.7.1 Perceived fairness and employee productivity 
A unit increase in fairness perception would result to a .460 increase in productivity while holding all other factors Constant. The insignificance of perceived fairness challenges the traditional belief that fairness both procedural and distributive directly influences productivity (Adams, 1965; Greenberg, 1987).While (Kemboi, 2023) and (Malesa, 2019) suggest fairness perceptions shape employee morale, the data implies this may hold less weight when immediate financial pressures dominate employee concerns. In high-cost environments like Kenya (Kinuthia, 2023), employees may prioritize financial survival over abstract notions of fairness  particularly when statutory deductions feel disconnected from visible social benefits (Leonida, 2007).This result aligns with (Chege, 2017), who found that employees experiencing economic strain often become pragmatically disengaged  focusing on take-home pay rather than fairness ideals. Additionally, (Odunga, 2021) noted that unfair deductions tend to provoke stronger reactions only when they exceed legal limits or violate contracts  meaning perceived fairness may only matter when it crosses a breaking point, rather than as a constant productivity driver. Further, (Bowers & Cogan, 2020) argue that trust not fairness is the more practical mediator in productivity outcomes. Employees may tolerate perceived unfairness if they trust their employer to handle deductions accurately and compensate them in other meaningful ways like bonuses and flexible schedules. The data, therefore, suggests perceived fairness might be overshadowed by more immediate financial and administrative factors. This implies that organizations focusing on transparency and communication rather than fairness alone  may achieve stronger productivity outcomes.
[bookmark: _Toc193800779]4.7.2. Administration of statutory deductions and employee productivity 
 On the other hand, a unit increase in insufficient administration of statutory deductions results in a .589 decrease in productivity while holding other factors Constant. The 0.589 decrease in productivity tied to poor administration underscores the pivotal role of effective management in ensuring that deductions serve their intended purpose without overburdening employees.(Odunga, 2021) explains that when statutory deductions are poorly handled, whether through delays, lack of transparency, or miscalculations , employees experience  withdrawal behaviours leading to disengagement and lower performance. This aligns with (Alushula, 2023), who highlights how breaches of Kenya’s Employment Act that is; deductions exceeding two-thirds of pay result in dissatisfaction, absenteeism, and reduced output. The psychological contract, an unwritten understanding of mutual obligations between employer and employee, becomes strained when deductions feel excessive or mismanaged. (Bowers & Cogan, 2020) argue that trust is central to productivity; without it, employees withhold effort as a form of silent protest. In this case, the data reflects that administrative inefficiencies, rather than the deductions themselves, drive the negative impact on productivity. If deductions are perceived as fair but still poorly handled, the negative effects remain. This finding supports (Njanja, 2013), who demonstrated that performance at Kenya Power was highly sensitive to how organizational policies were executed, not just the policies themselves. Thus, the data suggests that streamlining administration, ensuring deductions are timely, transparent, and within legal limits could reverse the negative effect on productivity. This emphasizes the need for policy enforcement mechanisms and employee communication to restore trust and performance.
[bookmark: _Toc193800780]4.7.3 Income level and employee productivity 
A unit increase in income level would lead to a .237 increase in productivity while holding all the other factors Constant. This supports (Vohs, 2013) and (Tuor et al., 2020), who describe income as a hygiene factor (Herzberg’s Two-Factor Theory). While higher pay may not indefinitely fuel productivity, it alleviates financial stress enabling employees to focus on tasks with greater concentration and fewer distractions.(Kinuthia, 2023) highlights the rising cost of living in Kenya, which intensifies financial stress. Employees earning insufficient wages spend more cognitive resources worrying about survival, reducing their capacity for quality work. This is consistent with (Subekti & Setyadi, 2016), who found that while high pay doesn’t guarantee sustained productivity, low pay reliably erodes performance due to stress and distraction. The increase suggests that income matters, but its impact plateaus once basic financial needs are met reinforcing (Yamoah, 2013), who argues that beyond a certain point, income fosters satisfaction but not exponential productivity gains.
[bookmark: _Toc193800781]4.7.4 Tax policies and employee productivity 
Further, a unit increase in favourable tax policies would lead to a .413 increase in employee productivity. In theory, tax policies that promote economic stability should support productivity by creating a predictable financial environment (Streeter, 2022). However, the data indicates that such policies may lack immediate, tangible effects on individual employee behavior , particularly when wages remain stagnant and the cost of living rises (Kinuthia, 2023).This finding echoes (Prasetio, Luturlean & Agathanisa, 2019), who argue that increased tax rates often result in decreased job satisfaction and motivation. However, the insignificance in this study suggests employees may have lowered expectations, viewing taxation as an unavoidable, external force beyond their employer’s control. Additionally, (Alushula, 2023) highlights that statutory deductions, rather than the overarching tax policy itself, feel more immediate and impactful on employees’ take-home pay. This could explain why tax policies, as a broader construct, yield an insignificant result, the payroll deductions like NHIF, NSSF, PAYE overshadow the policy framework that mandates them. In practical terms, this suggests employees may not engage with tax policies directly, focusing instead on their net earnings and employer practices. Thus, improving deduction transparency and financial literacy may bridge this gap, helping employees better contextualize tax impacts without relying on perceived policy fairness.
Based on the p values of the predictors. Administration of statutory deductions and income level were significant predictors while tax policies and perceived fairness were not significant predictors since their corresponding p values are> 0.05
Based on the regression coefficient the regression equation is;
Y=0.99+0.460pf- 0.589ad+0.237il+0.413tp
pf= perceived fairness, ad=administration of statutory deductions, il=income level, tp=tax policies
[bookmark: _Toc193800782]4.7.2 Moderating effect of Organizational culture and employee productivity 
The following hypothesis was tested  to determine if  organizational culture moderates the effect of statutory deductions on employee productivity. “Organizational culture does not moderate the effect of statutory deductions on employee productivity.” This Hypothesis was tested using a multi linear regression model where the productivity values were regressed against  the value of each effect of statutory deductions. 
[bookmark: _Toc193800976]Table 4. 10: Moderating effect of Organizational culture and employee productivity
	Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.529a
	.270
	.248
	.59149

	a. Predictors: (Constant), statutory deductions,org culture


	ANOVAa

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	6.184
	2
	3.072
	8.897
	.001b

	
	Residual
	16.598
	48
	.354
	
	

	
	Total
	22.732
	50
	
	
	

	a. Dependent Variable: employee productivity

	b. Predictors: (Constant), statutory deductions, org culture




	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	1.627
	.748
	
	.194
	.846

	
	Statutory deductions
	.741
	.273
	.343
	2.793
	.008

	
	Org culture
	.501
	.160
	.397
	3.193
	.003

	a. Dependent Variable: employee productivity 



As indicated in the table, the correlation coefficient R=0.529 indicates a moderate positive relationship between organizational culture, statutory deductions and productivity. The coefficient of determination R²=.270 means that organization culture and statutory deductions accounts for 27% of employee productivity. The remaining 73% was attributed to other variables within the organizations. The adjusted R² = 0.248 accounts for the number of predictors, showing the model generalizes well to the population without overfitting. The model analysis had the F value of 8.897 with p-value of 0.001 which is less than 0.05, demonstrating the model is statistically significant, meaning that the combination of statutory deductions and organizational culture significantly predicts employee productivity.
A linear regression equation was used to show the extent which organizational culture variables predicted employee productivity. 
Thus;Y= 1.627 +0.741sd + 0.501oc
Where Y = employee productivity,  sd= statutory deductions, oc=organization culture 
Therefore the null hypothesis is rejected, both statutory deductions and organizational culture independently influence productivity.
[bookmark: _Toc193800977]Table 4. 11: Moderation Model.
	Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.54a
	.290
	.25
	.59

	a. Predictors: (Constant), statutory deductions, organizational culture, interaction.



	ANOVAa

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	6.63
	3
	2.212
	6.46
	.001b

	
	Residual
	16.10
	47
	.342
	
	

	
	Total
	22.732
	50
	
	
	

	a. Dependent Variable: employee productivity

	b. Predictors: (Constant), statutory deductions, org culture, interaction


	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	.527
	.920
	
	2.474
	.017

	
	Statutory deductions
	.741
	.452
	.144
	.663
	.008

	
	Interaction model
	.132
	.113
	.291
	1.206
	.045

	
	Organizational culture
	.501
	.221
	.242
	1.136
	.003

	a. Dependent Variable: employee productivity 



[bookmark: _Toc193800783]As indicated  in the table, the correlation coefficient R increased from 0.529 to 0.540 suggesting  the model fits better with the inclusion of the interaction term.R² increased from 0.270 to 0.290  which  indicated the interaction explains an additional 2% of the variance in employee productivity. This minor increase supports the hypothesis of a moderating effect.  The adjusted R² remains stable at 0.250 which suggests the interaction term adds value without over-fitting the model. The model analysis had the F value of 6.46 with p-value of 0.001 which is less than 0.05, demonstrating the model is statistically significant after introducing the interaction term. 
[bookmark: _Toc193800784]The interaction model would then be used to give direction and effect of the moderator on the independent variables and the combined effect on the dependent variable 
Thus;Y= 0.527+ 0.741sd + 0.501oc + 0.132(sd × oc)
Where Y= employee productivity, Sd = Statutory deductions, Oc = Organizational culture
The interaction term (B = 0.132, p = 0.045) is significant at p < 0.05, confirming that organizational culture moderates the relationship between the employee perception of statutory deductions and employee productivity. A positive coefficient suggests that a strong culture enhances the positive effect of employee perceptions of deductions on productivity. Though the coefficient is small it indicates the effect is modest. The findings were in line with (Kim, 2022) who stated that a culture that fosters open communication and involves employees in decision making can reduce the impact of change. Cultures that value adaptability and flexibility can help employees adjust to changes more easily. If an organization offers flexible benefits or additional support during times of increased deductions, employees may be more willing to accept these changes without significant drops in productivity (Manuti, 2020). Therefore the null hypothesis was rejected as Organizational culture had a moderating effect between statutory deductions and employee productivity. 
[bookmark: _Toc193800785]4.8 Hypothesis Testing 
H01: Perceived fairness has no statistical significance on employee productivity in the selected confectionery industries in Nairobi.
From the findings, perceived fairness was not statistically significant since p>0.05 at 0.158. Therefore the null hypothesis was not rejected. 
H02: Administration of statutory deductions has no statistical significance on employee productivity in the selected confectionery industries in Nairobi. 
Administration of statutory deductions was statistically significant since p< 0.05 at 0.046. The null hypothesis was rejected holding that insufficient administration of statutory deductions have a negative effect on employee productivity in the selected confectionery industries. 
H03: Income levels do not have a statistical significance on employee productivity in the selected confectionery industries in Nairobi. 
Income level was statistically significant as p <0.05 at 0.027. The null hypothesis was rejected holding that income level has a positive significant effect on employee productivity in selected confectionery industries. 
H04: Tax policies have no statistical significance on employee productivity in the selected confectionery industries in Nairobi. 
Tax policies were not statistically significant since p> 0.05 at 0.062. The null hypothesis was not rejected therefore held that tax policies do not have a statistically significant effect on employee productivity in the selected confectionery industries. 
H05: Organization culture does not moderate the effect of statutory deductions on employee productivity in the selected confectionery industries in Nairobi. 
Organizational culture had a statistically significant moderating effect on employee productivity as p<0.05 at 0.017. The null hypothesis was rejected.


[bookmark: _Toc193800786]CHAPTER FIVE
[bookmark: _Toc193800787]SUMMARY, CONCLUSION AND RECOMMENDATIONS.
[bookmark: _Toc193800788]5.1. Introduction
This chapter provided a comprehensive summary of the study, derived well founded conclusions based on the findings and proposed recommendations for future research.
[bookmark: _Toc193800789]5.2 Summary of the findings
The study aimed to assess the effect of  employee perceptions of statutory deductions on employee productivity in selected confectionery industries in Nairobi. These were the perceived fairness, administration of statutory deductions, income level and tax policies. The data was gathered through a questionnaire which was then coded and analyzed using the statistical package of social sciences (version 30). A total of 71 respondents from selected confectionery industries in Kenya were sampled.
[bookmark: _Toc193800790]5.2.1 Perceived fairness and employee productivity 
The study investigated how perceived fairness of statutory deductions influences employee productivity. The statistics showed that most employees (78.9%) strongly disagreed that tax deductions were fairly distributed. Additionally, 91.5% of respondents perceived tax rates for high-income earners as unfair. This finding supports the study by (Susilawati ,2022), which explained that fairness can be perceived differently based on vertical (progressive taxation) and horizontal (equal tax treatment for similar income levels) fairness principles. Employees may resist deductions that feel disproportionate, leading to dissatisfaction. Another key finding was the existence of double deductions, which 71.8% of respondents agreed were present in their payroll systems. This redundancy may contribute to frustration, as employees perceive themselves as being taxed excessively without clear benefits. This aligns with (Sidik ,2019), who found that taxpayers are more likely to comply when they see tangible returns from their contributions. If employees believe deductions support meaningful social programs or workplace benefits, their resistance may decrease.
Inferential analysis, however, revealed that perceived fairness did not significantly impact employee productivity. While fairness perceptions were positively related to productivity (β = .460), the relationship was statistically insignificant. These findings challenge traditional theories, such as Adams’ Equity Theory (1965), which suggests that fairness influences motivation. Instead, the data aligns with (Chege ,2017) and (Kinuthia ,2023), who argue that financial constraints outweigh fairness considerations, particularly in high-cost environments where employees focus more on take-home pay than abstract fairness ideals.
[bookmark: _Toc193800791]This implied that fairness perceptions may not directly affect productivity but influence overall employee satisfaction and morale. Employees might be more willing to accept deductions if they trust the taxation system and see clear benefits. Organizations and policymakers must work toward increasing transparency regarding statutory deductions to reduce dissatisfaction. Additionally , double deductions are a critical concern, as employees perceive redundancy in payroll deductions, leading to reduced trust in the system. Addressing redundant levies could improve perceptions of fairness and trust. Policy decisions should consider both fairness perceptions and financial realities. While progressive tax rates may seem unfair to high-income earners, as noted by (Susilawati ,2022), they remain essential for national revenue collection, as (Jouste ,2021) demonstrated in Uganda..
[bookmark: _Toc193800792]5.2.2 Administration of statutory deductions and employee productivity. 
The study examined the effect of  administration of statutory deductions on employee productivity, revealing several key findings. Firstly, the data indicated that a significant proportion (85.9%) of respondents were dissatisfied with how the government utilizes statutory deductions. This finding aligns with (Wanja,2023) and (Ngugi,2022), who highlighted misallocation and corruption in Kenya’s social security and healthcare systems, leading to employee disillusionment. Additionally, the study found that 96% of respondents reported that accessing benefits funded by statutory deductions was neither straightforward nor user-friendly. This aligns to (Mbau and Hanson’s ,2018) findings on Kenya’s NHIF reforms, which exposed bureaucratic inefficiencies and delays, ultimately eroding trust in the system. Further, the data revealed that 87.3% of respondents disagreed that the distribution of statutory deduction funds aligned with employee needs, while 94.3% felt that public services funded through these deductions were not equitably distributed. This supports (Tsofa et al. ,2023) and (Mbau & Hanson ,2018), who found that budgetary allocations in Kenya often ignore priority-setting procedures, resulting in misallocation of resources that disproportionately benefit urban populations at the expense of rural areas. Such inequities foster perceptions of unfairness and further undermine productivity.
 Inferential statistical analyses reinforced these concerns. A unit increase in insufficient administration of statutory deductions was found to decrease productivity by 0.589. This aligns with (Odunga ,2021), who demonstrated that poor handling of deductions, whether through delays, lack of transparency, or miscalculations leads to employee disengagement and lower performance. (Alushula ,2023) further explained that when statutory deductions exceed legal limits, they violate the psychological contract between employees and employers, leading to dissatisfaction, absenteeism, and diminished output. Consequently, this study confirms that the inefficiencies in the administration of statutory deductions, rather than the deductions themselves, significantly drive the negative impact on employee productivity.
The findings imply that the administration of statutory deductions is a critical factor influencing employee productivity. (Odunga ,2021) explained that mismanagement of statutory deductions leads to negative psychological effects on employees, including a decline in trust and motivation, which are essential for high performance. This study shows that poor administration of statutory deductions causes disengagement and diminished productivity.
On the other hand, (Beatrice,2021) demonstrated that well-managed social security systems positively impact employee performance by improving quality of life, which contrasts with the findings from this study, where poor management has the opposite effect. This discrepancy highlights the need for substantial reforms to enhance the effectiveness and transparency of statutory deduction systems in Kenya.
5.2.3 Income level and employee productivity 
The findings revealed that a significant number of respondents (71.8%) expressed dissatisfaction with their disposable income, which aligns with the findings of (Syengo ,2013) and (Chege,2017), who reported that low pay and financial stress significantly impacted employee satisfaction and productivity in Kenya.  The findings also revealed that most respondents (67.7%) felt that statutory deductions were not adequately offset by income adjustments, which is consistent with the view of (Tongo ,2008), who argued that inadequate salary can negatively affect employee morale and productivity. (Chege ,2017) further supports this, stating that rising costs of living in Kenya make statutory deductions feel burdensome, leading to financial stress and reduced job satisfaction. Additionally, the findings of (Kinuthia ,2023) suggest that the cost of living in Kenya has heightened financial strain, which exacerbates the negative impact of statutory deductions on employee productivity.
The study also found that income level is a significant determinant of productivity, as supported by the inferential statistics showing that a unit increase in income results in a 0.237 increase in productivity. This is consistent with (Vohs ,2013), who emphasized that adequate income reduces stress, allowing employees to focus better on their work and improve productivity. However, while higher income correlates with improved productivity, the relationship is not linear. The findings support (Yamoah ,2013), who argued that income beyond a certain threshold does not lead to exponential gains in productivity. Therefore, income is seen as a hygiene factor (Herzberg’s Two-Factor Theory), where it helps prevent dissatisfaction but does not necessarily fuel sustained motivation beyond a certain level. (Subekti & Setyadi ,2016) further reinforce this by noting that low pay directly reduces productivity due to increased financial stress, while very high pay does not guarantee a proportional increase in performance.
[bookmark: _Toc193800793] The findings show the importance of income in motivating employees, particularly in economies where the cost of living is rising, such as Kenya. (Tuor et al. ,2020) argues that competitive salaries and regular pay increases enhance employee productivity by fostering a sense of value and loyalty. The findings suggest that organizations should prioritize income adjustments and ensure that salaries are reflective of the increased cost of living to maintain high levels of employee engagement and productivity. The findings also imply that statutory deductions, when not properly adjusted for inflation and income levels, contribute to , reducing employee motivation and productivity. This suggests that policymakers and organizations need to revisit the current statutory deduction frameworks, ensuring that they are progressive and considerate of employees’ financial well-being. These findings are consistent with previous literature while also contributing new insights on the financial challenges faced by employees in Kenya, where high living costs and insufficient salary adjustments contribute to decreased productivity.
5.2.4 Tax policies and employee productivity. 
The findings indicated that a substantial majority of employees (87.4%) perceived the government as failing to enforce tax policies fairly, suggesting a widespread belief that the tax system disproportionately burdens certain groups. This aligns with (Leonida ,2007), who emphasized that fiscal policies should enhance living standards through fair income distribution. However, the findings suggest that current tax enforcement in Kenya fails to achieve this balance, potentially leading to disengagement and reduced productivity, as highlighted by (Kemboi ,2023).Another key finding was that the Finance Act 2023 was perceived as inequitable in tax distribution, with 95.7% of respondents disagreeing that it fairly allocates tax burdens. This aligns with (Alushula,2023), who noted that increased statutory deductions have significantly reduced take-home pay, often violating the two-thirds salary threshold outlined in the Employment Act 2007. As (Leonida ,2007) argued, when employees feel their financial contributions do not yield proportional social benefits, their morale declines, leading to lower productivity.
Additionally, employee input in policy formulation was largely ignored, with 76.1% of respondents indicating that their opinions were not considered. This aligns with (Prasetio, Luturlean, and Agathanisa ,2019), who found that employee involvement in decision-making fosters motivation and commitment. When employees feel unheard in matters affecting their income, they are less likely to be engaged and productive, treating their jobs as transactional rather than contributory. Further, 78.9% of respondents expressed dissatisfaction with tax policy oversight, indicating weak regulatory enforcement. This is supported by (Streeter ,2022), who highlighted that inadequate oversight fosters distrust, allowing for tax evasion and mismanagement, which ultimately burdens compliant employees and businesses. 
The inferential analysis showed that a unit increase in favourable tax policies would lead to a 0.413 increase in employee productivity. This aligns with (Streeter ,2022), who argued that stable tax policies create a predictable financial environment conducive to productivity. However, the insignificance of tax policy impact in this study suggests that employees focus more on immediate financial constraints, such as take-home pay, rather than broader policy frameworks. (Kinuthia ,2023) similarly found that rising living costs overshadow tax policy considerations, making employees more concerned with their net earnings than with overarching taxation principles. 
The  findings imply  that employees perceive the tax system as inequitable and burdensome, leading to dissatisfaction and reduced productivity. Addressing issues such as transparency, equitable tax distribution, and employee participation in policy formulation may help bridge the gap between tax policy and its perceived impact on productivity.
[bookmark: _Toc193800794]5.2.5 Organization culture and employee productivity 
The study found that organizational culture moderates the relationship between statutory deductions and employee productivity (B = 0.132, p = 0.045), indicating a significant effect. A positive coefficient suggested that a strong organizational culture enhances the positive effect of deductions on productivity. This aligns with (Kim,2022), who emphasized that a culture fostering open communication and employee involvement can reduce the negative impact of change. Similarly, (Manuti,2020) found that adaptable and flexible work cultures help employees adjust to financial and policy shifts, with less resistance.
Employees in organizations with supportive cultures, flexible benefits, and transparent communication are more likely to perceive statutory deductions as part of a broader social safety net rather than an imposed financial burden. Consequently, they are less likely to experience demotivation or disengagement. The findings led to the rejection of the null hypothesis, confirming that organizational culture plays a moderating role in the statutory deductions and employee productivity relationship.
[bookmark: _Toc193800795]5.3 Conclusion 
[bookmark: _Toc193800796]5.3.1 Perceived fairness and employee productivity 
The study concludes that perceived fairness of statutory deductions is a crucial factor in shaping employee attitudes toward payroll deductions. However, while employees overwhelmingly perceive statutory deductions as unfair, these perceptions do not directly influence productivity in a statistically significant manner. This contradicts traditional distributive and procedural fairness theories, which argue that fairness perceptions influence employee motivation and performance (Greenberg, 1987). Instead, the findings support a more pragmatic perspective, where employees prioritize financial survival over fairness concerns when evaluating their productivity (Chege, 2017).
Moreover, previous research (Odunga, 2021; Bowers & Cogan, 2020) highlights that employees may overlook fairness concerns if they trust their employer or see tangible benefits from deductions. This suggests that enhancing transparency and communication about statutory deductions may be more effective than focusing solely on fairness.
While fairness alone may not be a primary driver of productivity, it can contribute to employee dissatisfaction and resentment if perceived as exploitative (Sidik, 2019). If employees do not understand how deductions benefit them, their willingness to comply may decline, leading to lower morale and engagement. Therefore, organizations and policymakers must balance revenue collection with transparent communication to maintain employee trust and motivation.
[bookmark: _Toc193800797]5.3.2. Administration of statutory deductions and employee productivity 
This study provided significant insights into the relationship between the administration of statutory deductions and employee productivity. The findings reveal a strong negative association between inefficient management of statutory deductions and employee productivity. A majority of respondents expressed dissatisfaction with the way the government manages these deductions, with concerns about misallocation of funds, delays, and bureaucratic inefficiencies. These findings align with previous studies, such as (Wanja,2023) and (Ngugi ,2022), which reported widespread disillusionment among employees due to perceived mismanagement within Kenya’s public service systems. It is evident from these results that ineffective administration of statutory deductions, whether through delayed disbursements, misallocation, or inequitable service distribution, undermines employee trust in these systems, which in turn leads to reduced productivity.
Moreover, the study revealed that the process of accessing benefits from statutory deductions was often perceived as cumbersome and inefficient, supporting the views of (Mbau & Hanson ,2018) and (Werner & Balkin ,2021), who argued that administrative inefficiencies negatively affect employee satisfaction and engagement. As employees struggle to see tangible, accessible returns on their deductions, their morale suffers, which ultimately affects their productivity. This finding is particularly significant in the context of public services such as healthcare and social security, where the failure to deliver on promises can lead to feelings of betrayal and frustration among employees, further eroding their motivation.
Additionally, the study highlighted that the distribution of resources funded by statutory deductions is often inequitable, with a significant portion of employees feeling that their needs and priorities were not reflected in the allocation of services. This finding reinforces the observations of (Tsofa et al. ,2023) and (Mbau & Hanson ,2018), who noted that disparities in resource allocation, especially in health services, exacerbate the dissatisfaction and disengagement experienced by employees, particularly those in rural or underserved areas. The lack of equity in fund distribution undermines the principle of fairness, which is crucial for maintaining employee trust in the system. The study underscores the critical role of efficient and transparent administration of statutory deductions in fostering employee productivity. 
[bookmark: _Toc193800798]5.3.3 Income level and employee productivity 
The findings of this study provide strong evidence that  income level significantly affect employee productivity. The study confirms that higher income levels correlate with higher productivity, as employees who feel financially secure are better able to focus on their work with reduced stress. This supports Herzberg’s Two-Factor Theory, which classifies income as a hygiene factor that prevents dissatisfaction but does not inherently motivate beyond a certain threshold. However, the study also reveals that income levels in Kenya are not adequately compensating for the increasing cost of living, with many employees expressing dissatisfaction with their disposable income. This underscores the need for organizations to adjust salaries in line with economic realities to maintain a motivated and productive workforce.
On the other hand, the study revealed that there were no salary adjustments to counter the effect of statutory deductions. The financial strain caused by high deductions without an increase in salary creates stress among employees, leading to lower job satisfaction and disengagement. Further, the research highlights regular salary reviews and adjustments should be considered to mitigate the negative effects of rising living costs and deductions. Failure to address these issues may result in high turnover rates, reduced commitment, and diminished productivity, which can ultimately impact organizational success. The findings suggest that addressing income inadequacies and revising the structure of statutory deductions can lead to a more satisfied and productive workforce.
[bookmark: _Toc193800799]5.3.4. Tax policies and employee productivity 
The study concludes that tax policies  influence employee productivity, primarily through their effects on disposable income, and workplace productivity. High and frequently changing tax rates, coupled with increased statutory deductions, have led to widespread dissatisfaction among employees, reinforcing previous research by (Kisilu ,2022) and (Alushula ,2023). The lack of employee involvement in tax policy formulation further exacerbates the issue, as employees feel disengaged.
Additionally, inequitable tax policies, as highlighted in the Finance Act 2023, disproportionately affect different income groups, with low-income employees bearing the heaviest burden. This finding underscores the concerns raised by (Leonida,2007), who emphasizes that fair income distribution is essential for maintaining a stable and productive workforce. The study also finds that inadequate oversight in tax administration fosters a sense of unfairness, potentially leading to non-compliance and reduced morale among employees.
Despite these challenges, the study acknowledges that well-structured tax policies can positively influence employee productivity if they promote economic stability and transparency. While inferential statistics indicate a potential positive relationship between favourable tax policies and productivity, the immediate concern for employees remains the net impact of payroll deductions. Addressing transparency in tax administration, involving employees in policy discussions, and ensuring that tax revenues translate into tangible public benefits could mitigate negative perceptions and enhance productivity.
[bookmark: _Toc193800800]5.3.5 Organizational culture and employee productivity 
The study concludes that while statutory deductions generally have an impact on employee productivity, organizational culture significantly moderates this relationship. A positive work culture that prioritizes employee engagement, flexibility, and clear communication helps mitigate potential negative effects of deductions, ensuring that employees remain motivated and productive despite financial constraints.
The findings reinforce the importance of corporate policies that integrate employee well-being with financial obligations. Organizations that fail to nurture a strong work culture risk facing increased dissatisfaction and decreased performance. Conversely, those that provide support mechanisms such as financial education programs, flexible benefits, and transparent policy discussions can enhance productivity even in the face of increased statutory deductions.
[bookmark: _Toc193800801][bookmark: _Toc193800802]5.4 Recommendations 
[bookmark: _Toc193800803]5.4.1 Perceived fairness 
The study found that 78.9% of employees strongly disagreed that tax deductions were fairly distributed, while 91.5% felt that tax rates for high-income earners were unfair. This aligned with (Susilawati,2022), who noted that fairness perceptions manifest in different ways, including vertical fairness (where higher-income earners pay more taxes) and horizontal fairness (where taxpayers in similar financial situations pay equal amounts). To address concerns about fairness, policymakers should consider progressive yet equitable taxation models that do not overly burden specific income groups, as suggested by (Jouste ,2021) in Uganda. A simplified and transparent tax system could help align employees’ perceptions with economic realities. The  findings also showed that 61.3% of employees agreed that tax fairness perceptions impact productivity. Theories of procedural justice (Greenberg, 1987) and Adams’ Equity Theory (1965) suggest that employees are more accepting of deductions when they perceive transparency and fairness in the process. Employers should clearly communicate the rationale behind deductions, offering training or accessible documentation to ensure employees understand where their contributions go. (Sidik ,2019) found that Libyan taxpayers were more compliant when they perceived their taxes to be allocated fairly, emphasizing the need for visibility in statutory deductions. The data indicated that 71.8% of respondents agreed that their companies impose additional deductions beyond statutory deductions. Employees also expressed dissatisfaction with double deductions for similar benefits, which can reduce morale and perceived fairness. According to (Bowers & Cogan ,2020), employees are more tolerant of deductions when they trust that deductions are necessary and beneficial. Employers should review payroll policies to minimize redundant deductions and clearly distinguish between statutory and company-imposed deductions. This will help prevent the perception that employees are being unfairly overburdened. While fairness perceptions were found to be statistically insignificant in directly influencing productivity, previous empirical studies, such as, (Zandi ,2016) noted that taxpayers’ perceptions of fairness improve when deductions are accompanied by visible rewards. Employers and policymakers should ensure that deductions contribute to visible employee benefits, such as improved healthcare, retirement benefits, or workplace improvements. Employees need to see how these deductions positively impact their well-being and financial security to foster a sense of investment rather than financial loss. The inferential analysis revealed that while fairness was positively related to productivity (β = .460), it was statistically insignificant. This challenges traditional assumptions that fairness directly influences productivity. Policymakers and businesses should focus on ensuring employees retain sufficient disposable income rather than solely striving for fairness in deductions. Providing cost-of-living adjustments or tax relief strategies for low-income employees could mitigate dissatisfaction.
[bookmark: _Toc193800804]5.4.2 Administration of statutory deductions 
The findings indicate that poor administration of statutory deductions results in a 0.589 decrease in employee productivity. Employees expressed dissatisfaction (85.9%) with how the government utilizes these deductions, citing inefficiencies, corruption, and lack of transparency. This aligns with (Ngugi ,2022) and (Wanja ,2023), who found that mismanagement of funds discourages employees. To address this  the policy makers may implement digital tracking systems for deductions, similar to Italy’s model (Abbiati, 2020) to ensure accountability. Findings showed that 96% of respondents found it difficult to access benefits funded by statutory deductions, reinforcing (Mbau & Hanson ,2018), who highlighted inefficiencies in NHIF service delivery. Additionally, 94.3% of employees disagreed that public services were equitably distributed. To address this administrators  can adopt mobile technology for seamless NHIF and pension claims, ensure timely disbursements of funds  and direct funds towards services in rural areas to counteract geographical disparities. With 87.3% of respondents feeling deductions do not reflect their needs, organizations must introduce incentive-based compensation to counteract negative perceptions. To address this there should be link between contributions to tangible benefits.
5.4.3 Income level
Findings indicated that employees perceived their disposable income as insufficient relative to work done (71.8%),as well as lack of contentment with their income (63.3%) leading to decreased productivity. (Vohs,2013) highlights that income serves as a tangible connection between employees and organizations, and when this link is weakened, productivity declines. Therefore, employers should benchmark salary structures against industry standards and introduce tiered pay systems that account for experience, workload, and performance to ensure fair compensation. (Syengo ,2013) found that employees in Kenyan state corporations were committed to their work but dissatisfied with income levels, limiting overall productivity.
The study also found that employees were not provided for a well checked income to offset the statutory deductions  which may trigger financial stress, especially when employees feel they are not compensated adequately for the reduced take-home pay (67.7%). Employers should introduce financial benefits such as housing allowances, transport stipends, and health insurance subsidies to help employees manage financial strain caused by deductions. (Parcia & Estimo ,2017) reported that employees in developing countries perceive their salaries as inadequate due to inflation, reinforcing the need for additional non-monetary support.
The study also found that most employees did not have frequent salary reviews within the organisation(70.4%)  , failing to keep up with inflation and rising living costs. (Tuor et al. ,2020) emphasized that organizations offering competitive salaries and regular pay increases enhance productivity by fostering employee loyalty and engagement. Employers should establish annual or biannual salary reviews indexed to inflation and economic conditions to ensure employee earnings remain competitive. Herzberg’s Two-Factor Theory (1959) categorizes income as a hygiene factor. While it may not inherently motivate employees, its absence leads to dissatisfaction and reduced productivity.
While income influences productivity, research suggests that beyond a certain threshold, financial compensation alone does not continuously enhance performance (Yamoah, 2013; Subekti & Setyadi, 2016). Instead, performance-based incentives can drive higher engagement and output. Employers should implement structured incentive programs, such as bonuses, overtime pay, and profit-sharing schemes, to reward high performance and compensate for income constraints. Expectancy Theory (Vroom, 1964) posits that employees exert effort when they believe their performance will lead to desirable rewards, reinforcing the value of financial incentives.(Tongo ,2008) found that employees were willing to increase productivity when financial rewards such as overtime pay and bonuses were introduced.
[bookmark: _Toc193800805]5.4.4 Tax policies
The study revealed that 87.4% of respondents believe that tax policies are not enforced fairly. To address this, the government should adopt a progressive taxation model that aligns with the principles of equity as outlined by (Leonida ,2007), ensuring that tax burdens are proportionate to income levels. The findings indicate a 95.7% disagreement regarding the fairness of the Finance Act 2023. To rectify this, the government should conduct stakeholder consultations before implementing tax changes, ensuring that policies consider the financial well-being of all income groups. The Ability-to-Pay Theory of Taxation supports this by advocating for taxation that does not disproportionately burden lower-income earners (Streeter, 2022). Additionally, introducing tax relief measures, such as increased personal relief or tax credits for low-income employees, could alleviate financial strain, promoting higher productivity levels (Alushula, 2023).
With 76.1% of respondents indicating they were not involved in tax-related decision-making, greater public participation and policy inclusivity are necessary. This aligns with (Prasetio, Luturlean & Agathanisa ,2019), who emphasize that employee involvement in policy decisions fosters a sense of ownership and motivation. The government should establish employee forums and industry consultations to gather input from workers before revising tax policies. Additionally, employers should integrate financial literacy programs to help employees better understand tax deductions, ensuring they see taxation as a contribution to public welfare rather than an arbitrary burden. The study found that 78.9% of employees were dissatisfied with regulatory oversight in tax policy administration. Weak oversight fosters tax evasion and policy mistrust, as highlighted by (Streeter ,2022). To mitigate this, regulatory bodies should enhance compliance audits and implement digital tax monitoring systems to track statutory deductions in real time. 
The inferential analysis found that a unit increase in favourable tax policies results in a 0.413 increase in productivity. Therefore, the government should avoid abrupt tax increases that create uncertainty for businesses and employees. The Laffer Curve Theory supports the idea that excessively high taxes can lead to lower productivity and tax evasion, undermining revenue collection efforts. By ensuring tax rates remain within optimal thresholds, policymakers can maintain workforce motivation and enhance national productivity. By implementing these recommendations, the government and employers can improve tax policy effectiveness, promote economic stability, and enhance employee productivity, aligning taxation with broader economic development goals.
[bookmark: _Toc193800806]5.4.5. Organizational culture 
The study found that organizational culture significantly moderates the relationship between statutory deductions and employee productivity. A positive interaction term (B = 0.132, p = 0.045) suggests that a strong and adaptive organizational culture mitigates the negative effects of deductions on productivity. Employees in cultures that emphasize open communication, participation, and flexibility are better able to cope with financial constraints caused by deductions. The findings align with Lewin’s Change Management Model (1947), which emphasizes the need for organizations to create environments that help employees adapt to financial and policy changes.  Therefore, organizations should foster a culture of adaptability, inclusivity, and open communication, ensuring that employees feel heard and supported during times of financial change.(Kim ,2022) found that organizations with strong, adaptable cultures experienced higher employee morale and sustained productivity, even during periods of increased financial strain.(Manuti ,2020) found that organizations offering flexible benefits retained higher employee engagement and productivity levels, even during periods of financial constraint. Which highlights that organizations should introduce customizable benefits packages to provide financial relief. The study found that leadership plays a crucial role in shaping organizational culture and ensuring employees feel supported amid financial changes. Transformational Leadership Theory (Bass, 1985) emphasizes that effective leaders inspire employees, helping them remain productive despite financial constraints. Therefore, organizations should train managers in transformational leadership, ensuring they support employees, communicate changes effectively, and create a culture of trust during financial adjustments.( Bass ,1990) found that transformational leaders who emphasized employee well-being contributed to higher resilience and sustained productivity, even during economic downturns. By implementing these cultural strategies, organizations can reduce resistance to deductions, maintain employee morale, and ultimately enhance overall workforce productivity.
[bookmark: _Toc193800807]5.5 Suggestions for further Research
From the findings, future researchers may consider the following suggestions for further study. While the context of this study was in confectionery industries in Kenya, future research could be undertaken to replicate this study but with other sectors of the economy to determine whether similar results are observed. Further research could investigate additional variables such as employee engagement or job security to heighten the understanding of factors affecting productivity in relation to statutory deductions. To better understand the effects of the perceptions of statutory deductions over time, longitudinal studies could examine how changes in tax policies, income levels and administrative processes affect productivity in the long term. These suggestions could provide a broader understanding of how statutory deductions influence productivity across various contexts and contribute to more informed policy and management decisions.
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CHIEF EXECUTIVE OFFICER
P.O.BOX..............
NAIROBI
Dear Madam/Sir,
RE: ACADEMIC RESEARCH THESIS.
I am a Master’s student at Catholic University of East Africa.  I would like to conduct a research study on perceptions of statutory deductions and employee productivity in selected confectionery industries in Nairobi. A questionnaire has been designed and will be used to gather relevant information to address the objectives of the study. The purpose of writing to you is to request for permission to collect data on this subject from full time employees in your organization.
Kindly note that the study will be conducted for academic research purposes only, the information provided will be treated with utmost confidentiality. Your acceptance will be highly appreciated. 
Yours Faithfully, 
Evelyne Wangari Njenga. 




[bookmark: _Toc193800811]APPENDIX 11: QUESTIONNAIRE
SECTION A: GENERAL INFORMATION. 
Please Tick in the box corresponding to your appropriate choice.
1. Gender 	Male [ ]                    Female    [ ]
2. Age (Tick)
 21-30.             [ ]
31-40.              [ ]
41-50               [ ]
51and above    [ ]
3. How long have you worked with this organisation?
Less than 5 years [ ]
5- 10 years.           [ ]                
10-15 years.            [ ]                                     
15 years and above [ ]
SECTION B: PERCEIVED FAIRNESS OF STATUTORY DEDUCTIONS. 
Please indicate the extent to which you agree with the following statement about the statutory deductions by ticking as appropriate .where 1=strongly disagree, 2= disagree 3= Neutral, 4= Agree, 5= strongly agree. 
	Statement 
	1
	2
	3
	4
	5

	Variation in deductions. 
1. The tax burden among tax payers is fairly distributed.
	
	
	
	
	

	2. The tax rate for high income earners (earning 500,000) and above are fair in relation to the economy.
	
	
	
	
	

	3. Tax Payers perception of fairness has an impact on their productivity. 
	
	
	
	
	

	Double deductions. 
4. The company has both statutory and company imposed deductions for similar benefits. 
	
	
	
	
	

	5.I utilize all benefits from double deductions 
	
	
	
	
	



SECTION C: ADMINISTRATION OF STATUTORY DEDUCTIONS. 
 Please indicate the extent to which you agree with the following statement about the deductions .where 1=strongly disagree, 2= disagree 3= Neutral, 4= Agree, 5= strongly agree
	Statement 
	1
	2
	3
	4
	5

	Access 
1.The process of  accessing benefits funded by statutory deductions is straight forward and user friendly
	
	
	
	
	

	2. The distribution of funds reflects the needs and priorities of employees.
	
	
	
	
	

	3. The public services and benefits are equitably distributed. 
	
	
	
	
	

	Allocation and accountability. 
4.Satisfied with how the government  utilizes statutory deductions (housing levy, NHIF, NSSF, PAYE)
	
	
	
	
	

	5. The quality and availability of public services funded by these deductions are satisfactory.
	
	
	
	
	



SECTION D: INCOME LEVEL
 Please indicate the extent to which you agree with the following statement about the deductions .where 1=strongly disagree, 2= disagree 3= Neutral, 4= Agree, 5= strongly agree. 

	Statement 
	1
	2
	3
	4
	5

	1. The disposable income fairly compensates your work.
	
	
	
	
	

	Income contentment 
2. I am content with the income I get.
	
	
	
	
	

	3. A well checked income has been provided to offset the impact of deductions on pay.
	
	
	
	
	

	4. There are frequent salary reviews and increases within the organisation. 
	
	
	
	
	



SECTION E: TAX POLICIES
 Please indicate the extent to which you agree with the following statement about the  deductions .where 1=strongly disagree, 2= disagree 3= Neutral, 4= Agree, 5= strongly agree. 
	Statement 
	1
	2
	3
	4
	5

	1.Government implements tax policies  fairly to the interest of all citizens in the country
	
	
	
	
	

	2. The finance Act 2023 was equitable in terms of tax distribution among different income groups.
	
	
	
	
	

	3.There is adequate employee input and feedback considered when developing employee policies.
	
	
	
	
	

	4. There is sufficient oversight to ensure policies are followed correctly. 
	
	
	
	
	


 PART F: ORGANIZATION CULTURE
Please indicate the extent to which you agree with the following statement about retirement benefits in your organisation where 1=strongly disagree, 2= disagree 3= Neutral, 4= Agree, 5= strongly agree 			
	Statement 
	1
	2
	3
	4
	5

	1. Organisation norms are effective in motivating you to achieve goals in the organization.
	
	
	
	
	

	2. Current norms in the organisation help mitigate the effect of statutory deductions on your productivity. 
	
	
	
	
	

	3. organisation culture supports your personal and professional growth.
	
	
	
	
	

	4. Important decisions are presented by the leaders only. 
	
	
	
	
	



PART G: EMPLOYEE PRODUCTIVITY. 
Please indicate the extent to which you agree with the following statement about retirement benefits in your organisation where 1=strongly disagree, 2= disagree 3= Neutral, 4= Agree, 5= strongly agree 
	Statement 
	1
	2
	3
	4
	5

	Quality of work
 1.Product development is a regular process in the organisation. 
2. The products are manufactured first time with no defects. 
3.There is increased production of different flavours and new packaging ideas
	
	
	
	
	

	Timeliness in completion of tasks
4.Employees rarely work overtime since tasks are accomplished within normal working hours.
5.Punctuality is at an all time high.
6.Staff members are paid productivity bonus when they exceed expectations
	
	
	
	
	



Thank you for your participation.
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	Item description 
	Quantity
	Unit price
	Cost(Kshs)

	Photocopying services
	2000 (pages)
	7
	14,000

	binding 
	4
	200
	800

	Travel charges 
	3
	500
	1500

	Research assistants for data analysis
	2
	15,000
	30,000

	Airtime 
	1
	1000
	1000

	Total
	
	
	47,300.
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	Activity
	January
 2024
	February 
2024
	March 
2024
	April
2024
	May-October
2024
	Nov-Dec
 2024
	January-march
2025
	April-2025

	Topic selection 
	
	
	
	
	
	
	
	

	Draft concept
	
	
	
	
	
	
	
	

	Submit  concept
	
	
	
	
	
	
	
	

	Present  concept
	
	
	
	
	
	
	
	

	Comprehensives 
	
	
	
	
	
	
	
	

	Draft proposal 
	
	
	
	
	
	
	
	

	Submit proposal
	
	
	
	
	
	
	
	

	Data collection 
	
	
	
	
	
	
	
	

	Data  analysis & processing 
	
	
	
	
	
	
	
	

	Review draft  by  supervisor 
	
	
	
	
	
	
	
	

	Submit  thesis
	
	
	
	
	
	
	
	

	Present   thesis 
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