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ABSTRACT 

Psychosocial factors affecting married employees pose a great challenge to 

organizations and families. The proper functioning of Kenya Ports Authority, like any 

other organization, depends heavily on the psychosocial stability of its employees. 

Various institutions in Kenya and by extension East and Central African region 

depend on the efficient functioning of KPA. A number of employees of KPA have 

displayed chronic absenteeism, alcohol-related issues, stress, professional burnout, 

family instability and reduced work motivation, among others. Various researchers 

have underscored the relatively greater magnitude of the effect of various 

psychosocial issues on married employees as compared to the unmarried. KPA is not 

an exception in this regard; it is on this background that the current study was 

conducted. The objectives of the study were to investigate the working conditions of 

married employees at K.P.A, establish the counseling needs, investigate the impact of 

social support and to come up with intervention measures. The purpose of this study 

was to investigate psychosocial factors affecting married employees at the Kenya 

Ports Authority. The study used both qualitative and quantitative research designs. A 

sample of (504) employees was selected from a population of (5040) employees. 

Stratified sampling procedure was used to obtain a sample size of 10%. Out of the 

504, 421 subjects returned the questionnaire. The main tools of data collections were  

questionnaires, focus group discussion and in-depth interview. The study established 

that the key factors affecting married employees at the Kenya Ports Authority were 

long working hours, lack of free time and limited opportunities in decision making. 

The study further indicated  that lack of breaks as working hours were long, night 

shifts, stress, professional burnout, interference with employees’ free time and 

ignoring off duty days had negative impact on the employees. The employees had 

serious counselling needs. A number of intervention measures were identified, 

namely, there should be work-life balance, training employees on stress management, 

planned leave and off days, having clear management structure and employing 

counselling psychologists. The following recommendations were proposed based on 

the results; employers should improve the working conditions of employees, working 

hours to be flexible, K.P.A needs to provide dependent care facilities, comparative 

studies to be done to establish any differences, there should be research to establish 

the impact of training employees on personal financial management, a study on a 

narrower scope to focus on a particular aspect of psychosocial factor to be conducted. 
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CHAPTER ONE 

BACKGROUND TO THE STUDY 

Introduction 

  A man and a woman staying together as a husband and wife are considered 

married. The marriage can either be civil, traditional or church (TAG, 1994). The 

husband and the wife may be employed in the same organization or different ones. This 

depends on what one decides or where one gets employment. Married employees face 

several psychosocial factors at work and at home (Greenberg & Baron, 2008). Social 

influences such as, peer pressure, parental support, cultural and religious background, 

socio-economic status and interpersonal relationships all help in shaping personality and 

psychological makeup. Factors related to family, work, culture and climate of an 

organization will eventually affect the employees at work and also at home.  Research for 

Health Canada (2008) indicates that there are four broad categories associated with work- 

life balance namely;                                                                                    

 Role Overload: This form of work life conflict occurs when the total demands on 

time and energy associated with the prescribed activities of multiple roles are too great to 

perform the roles adequately.  Work to family interference: This type of role conflict 

occurs when work demands and responsibilities make it more difficult to fulfill family 

role responsibilities. For example, long hours in paid work prevent parents from attending 

to their children at school. Pre-occupation of the work role prevents an active enjoyment 

Daystar University Repository

Library Archives Copy



 

 2 

of the family; work stress spills over into the home environment and increases conflict 

with the family. 

  Family to work interference: This type of role conflict occurs when family 

demands and responsibilities make it more difficult to fulfill work role responsibilities, 

for example, the illness of a child prevents attendance at work. Conflict at work makes 

concentration at work difficult. Caregiver strain: Caregiver strain is a multidimensional 

construct defined in terms of “burdens” in the caregivers’ day- to- day lives, which can be 

attributed to the need to provide care or assistance to someone else who needs it. 

  Economic affluence does not bring psychological well being (Korasek & 

Theorell, 1990). The fact that one earns a huge salary is not a guarantee that one will be 

psychologically stable. In several ways, working populations in industrial countries such 

as the United States and Sweden, who should be experiencing the highest levels of 

satisfaction in history because of better pay, are showing increasing signs of stress.  The 

damaging impacts of psychosocial factors are felt and their causes can be found in the 

conventional models of work organizations (Korasek & Theorell, 1990).  Stress has been 

a major factor in the work place; having a closer look at the role of employees, training 

procedures, productivity expectations and the number of tasks employees are supposed to 

accomplish each day can help one pinpoint areas of concern (Gazzaniga & Heatherton, 

2003).  Common signs of stress at the work place include; more sick off time, employees 

spending time going to the hospital or staying at home, uncompleted projects within a 

specified time frame, employees’ resignation, number of employees complaints rising 

and even lack of participation in company events like sports and departmental briefings. 
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  Burnout saps employees’ energy and the victims are left feeling hopeless and 

powerless, cynical and resentful. One of the causes of burnout according to Kiunga 

(2008) is frustration occasioned by failure to meet one’s expectations in life. The people 

who are mostly at risk are those who feel underpaid, unappreciated or criticized for 

matters and issues they cannot control nor influence.   

  Married employees face challenges especially when they are dismissed from 

work (Ottensmeyer & McCarthy, 1996).  The need to reduce the number of employees 

can arise from various factors, including economic pressures, in-house costs or 

duplicative staffing. Such an action of dismissing employees carries problematic 

consequences that employers need to recognize and evaluate before making any 

reduction. Economic pressure is posing a threat to the married employees. The effects of 

layoffs and dismissals are very severe. Job insecurity decreases work performance hence 

both the employer and the employee are affected. 

 Career break is a psychosocial factor that needs careful attention (Noe, 2008). It is 

the challenge of trying to return to work after taking several months or years off for 

family or other reasons. Employers and employees need to fill the gap created by work 

life. According to Lee (1991), research suggests that dual career families and single 

parent families with children under age five are likely to experience the most family 

conflict. 

 Kamonche, Debrah, Frank and Munka (2008) argue that Human Resource 

Management is important and needs careful attention. They explain that there should be 

training and enhancement of skills to improve employees’ performance. This will 

eventually help in reducing psychosocial factors affecting the workforce. 
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 In the Kenyan situation, majority of experts in employment organizations have 

also commented on the psychosocial factors affecting married employees. According to 

Mwangi and Omollo (2007), failure to create good working environment that encourages 

employees to follow established rules, policies and procedures may not motivate 

employees. They will fail to act in the best interest of the organization. Kiunga (2008) 

asserts that burnout is more than stress and is dangerous for life.                              

  Lack of good housing causes instability at the work place as Onyango (2010) 

reported for Canon Aluminium Company in Kenya on motivation of employees. The 

management of the company realized the need to make the employees stable and 

embarked on an ambitious welfare scheme. The management wanted to motivate the 

workers through the housing scheme to cut costs on rental expenditure. This kind of 

scheme says a lot about the effort of the employer and how it relates with the employees. 

Because of the aforementioned factors, there is need for an investigation of psychosocial 

factors affecting married employees at the Kenya Ports Authority. 

History and demographic data of Mombasa 

 Mombasa County is the former giant Mombasa District comprising four 

administrative divisions: Mombasa Island which is 14.1km
2
, Changamwe-54.5 km

2
, 

Likoni 51.3km
2
 and Kisauni 109.7km

2
. There are six locations in Changamwe division, 

namely Changamwe location with a population of 11,346 people, Kipevu having 44, 720 

people. Mikindani with 32, 485 people, Miritini having 31, 485 inhabitants, Port- Reitz 

having 54, 084 people and Tudor also having 27, 225 people (Kenya National Bureau of 

Statistics, 2009).                                                                                                                                                            
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 There are six locations in Kisauni division, namely Bamburi with a population of 

45, 294, Ganjoni with 18, 791 people, Kisauni with 117, 889 people, Kongowea having 

86, 678 people, Majengo with 40, 241 people and Mombasa old town with 21, 516 

people. There are four locations in Likoni division: Ganjoni with a population of 24, 176 

people, Likoni 76, 388 people, Mtongwe 27, 251 and ShikaAdabu 18,437 people. In 

Mvita division, there are only three locations. Majengo with a population of 40, 241, 

Railway - 9,527 people and Tononoka with   29, 044 people. 

  Politically, there are four constituencies in Mombasa County. These are 

Changamwe, Kisauni, Likoni and Mvita. There are 486, 924 males and 452,446 females 

bringing a total of 939, 370 people in Mombasa County (Kenya National Bureau of 

Statistics, 2000).  According to Mombasa District Development Plan (2009), the primary 

school going age is between 6-13 years, while the secondary school going age is 14-17 

years. The reproductive female population is aged between 15-49 years. Labor force is 

between 15-64 years.  The people living in the semi urban areas of the county practice 

subsistence small scale farming and keep different types of livestock. Most of the county 

lands remain unplanned hence giving way to unplanned structures. Tourism, trade and 

industry are the dominant sectors in the County with tourism-related activities accounting 

for over 75% of the wage employment. The County is home to large Companies like 

Bamburi Portland Cement, Kenya Ports Authority and Kenya Petroleum Refineries 

Limited. There are vital transport facilities such as the railway line, ferry services and 

shipping services. 

 This research aims at investigating the psychosocial factors affecting married 

employees at the Kenya Ports Authority, Mombasa.  The researcher has interest in doing 
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the research at the Kenya Ports Authority because of the population of the married 

workforce and the experience the employees go through. The workers at K.P.A are a 

reflection and representation of employed people in Mombasa. 

History of Kenya Ports Authority 

 The port of Mombasa can be traced back to those days when dhows called at the 

port of Mombasa Island. The old Port was next to Fort Jesus, which was built by Vasco 

da Gamma, a Portuguese navigator. As trade expanded in 1890’s, work began on 

railways from Mombasa to Kampala in Uganda with the purpose to open up the 

hinterland for agricultural produce. There was a need for a big port with deep water 

harbor as the trade grew between the coastal and hinterland people. This resulted in the 

building of the Kilindini harbor in 1896. As from then, there have been various 

improvements and expansions at the Port.  Kenya Ports Authority was established by an 

act of parliament on 20
th

 January 1978. The port is the second largest in Africa after 

Durban in terms of tonnage and containers handled (KPA Handbook, 2010-2011).                                                                               

Kenya Ports Authority serves the hinterland markets of Kenya, Uganda, Rwanda, 

Burundi, Eastern Democratic Republic of Congo, northern Tanzania, Southern Sudan and 

Ethiopia. Kenya Ports Authority has 7112 employees (Salma, 2011). 

Problem Statement 

Since the1980’s, the Port of Mombasa has become one of the world’s favorite 

ports of call for cruise liners.  In its role as a gateway port, Mombasa has a heavy task 

placed upon it to ensure that Kenya’s landlocked neighbors have an outlet to the sea           

(Kenya Ports Authority Handbook, 2010-11). Whatever affects Kenya Ports Authority 
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affects many institutions in various aspects of life, namely social, political and economic.  

The proper functioning of KPA, like any other organization, depends heavily on the 

psychosocial stability of its employees. The researcher has been handling several 

psychosocial factors affecting K.P.A employees. A number of employees have displayed 

chronic absenteeism, alcohol related issues, family instability and reduced work 

motivation, among others. According to Aamodt (2010), there are strong indications that 

individuals and corporate bodies are affected by psychosocial issues at home and work. 

Married people face several psychosocial factors both at home and work 

(Greenberg & Baron, 2008). Issues like family relationships, health, financial constraints, 

and bringing up of children affect employees (Aamodt, 2010). Job-related stress is 

therefore a major concern not only for individual employees but also for organizations. 

          According to Chmiel (2000), stress has been a major factor in the workplace and 

especially when much is expected from the employees. Stress may lead to professional 

burnout, a syndrome characterized by emotional exhaustion, reduced personal 

accomplishments which eventually affect an individual and the organization.  According 

to Mejia, Balkin and Cardy (2008), health in relation to stress is an issue that cannot be 

ignored because it affects the behavior and the lifestyle of an employee. Leisure time has 

become so limited; children, husbands and wives are equally affected (Strausberg & 

Worthing, 1992). Married employed people struggle with much work load which makes 

them emotionally drained. This is reflected in coming home late because of long hours at 

work, or being unstable at work due to stressful home environment.     

          According to DSM IV TR (2000), the major mental complications such as 

substance related disorders are as a result of lack of social support at the work place and 
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home. Similarly, unplanned family and work schedules negatively affect people and this 

makes the health of employees to be at risk. 

 Abrupt dismissal from work has negatively impacted families. Life changes when 

one leaves work. Job insecurity decreases job performance hence the employees are 

affected (Ottensmeyer & McCarthy, 1996). In view of the above mentioned issues, the 

researcher saw a need to investigate the psychosocial factors affecting married employees 

at the Kenya Ports Authority. 

Purpose of the Study 

The purpose of this study was to investigate the psychosocial factors affecting 

married employees at the Kenya Ports Authority, Mombasa. 

Objectives of the Study 

1. To investigate the working conditions of married employees at Kenya Ports Authority.                                      

2. To establish the counseling needs of married employees at Kenya Ports Authority 

3. To investigate the impact of social support on married employees at Kenya Ports 

Authority 

4. To come up with intervention measures against psychosocial factors on married 

employees at Kenya Ports Authority. 

Research questions 

1. Were the conditions of work at the Kenya Ports Authority favorable to married 

employees?                                                                                                                                

2.  What counseling needs did married employees of Kenya Ports Authority have? 
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3. What was the impact of social support on married employees of Kenya Ports 

Authority? 

4. What were the intervention strategies in handling the psychosocial factors of married 

employees at the Kenya Ports Authority? 

Justification of the study 

 The background of the study showed that psychosocial factors negatively 

impacted on the social and psychological stability of married employees. Issues related to 

family and work relationship, role in the organization, culture and tradition of an 

organization, financial constraints, and lack of free time had been observed to be causing 

psychological and social dysfunctions.                                                                                                       

 Abrupt dismissal affects families in many ways: children drop out of school, 

parents are not in a position to take care of their families and anxiety related disorders 

develop because of the fear of the future survival. Employers need to seriously consider 

any reduction of staff or dismissals because this will eventually affect employees and 

especially the married. 

          Stress has been a major factor in the work place. Common signs of stress are 

absenteeism, instability hence frequent accidents, more sick off time and uncompleted 

projects within specified time. There is lack of participation in company activities and 

frequent complaints. Burnout saps employees’ energy making the work to be boring. 

           This research therefore intended to investigate the psychosocial factors affecting 

married employees and fill the gap by creating amicable understanding between 

employers and employees. The research findings would act as an eye opener to both 
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employers and employees on how to run organizations and to come up with coping 

strategies.   

Assumptions of the study 

In this study, the following were assumed:                                                                                                 

(i)   That the respondents had sufficient knowledge about the concepts under study. 

(ii)  That the respondents would answer the questionnaires in time.                                                                                                                             

(iii) That the questionnaire would be honestly answered.      

                                            Limitations and delimitations of the study 

1. The organization had strict work schedules; however the researcher booked 

appointments with the participants when they were free or had less work to avoid 

inconveniences.                 

2. The researcher was not able to meet or have contacts with his respondents for further 

clarifications; however the researcher used plain and simple language in the questionnaire 

that enabled his respondents to clearly understand the questions.                                                                                                                                                                                         

Significance of the Study 

          The background of the study showed that psychosocial factors were real challenges 

married employees faced at work and home. The findings of this study should benefit the 

families and corporate organizations in various ways: Kenya Ports Authority and Daystar 

University where the researcher was studying should have an added research reference 

material. Employers and employees should find a reference material when faced with 

psychosocial factors. 
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          The findings of this research may inform the employing agencies to consider 

having a balanced work schedule and realistic target and plan for staff training in 

psychosocial issues affecting the employees. Married employees should have the 

knowledge to adjust and meet their family obligations as they work. Currently the 

researcher works in a faith-based setting where members are employed in various 

organizations in Mombasa. The researcher should therefore use the knowledge to 

empower those who face psychosocial challenges in their various places of work.                                                                            

This study gave psychologists, social workers, counselors and mental health workers 

knowledge to address psychosocial factors affecting married employees.  

Methodology 

          Self-administered questionnaires, focus group discussions, and interviews were 

used on married employees. The collected data was tabulated and analyzed using 

statistical package for social sciences version 17 (SPSS). The study was conducted at the 

Kenya Ports Authority, Mombasa. 

Definitions of terms 

           Burnout: According to this study, this is a stress syndrome characterized by 

emotional exhaustion, depersonalization and reduced personal accomplishment (Mejia, 

Balkin, & Cardy, 2008) 

           Conflict Resolution:  According to this research, this is the process of ending a 

conflict or disagreement in an organization or at personal level. This is done by 

cooperation and problem solving (Merki & Merki, 1999). 
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           Correlation coefficient: This is a statistical measure which assesses the association 

between two variables; for example selection performance and job performance, 

motivation and employee’s productivity or improved performance (Chmiel, 2000). 

          Dual Career Family: A family in which both the wife and the husband are 

employed (Lamanna & Riedman, 1999).  

          Hakuna ufisadi kupata post: There is no corruption in getting promotion or being 

employed. 

        “Kiosk”: Getting involved in sexual immorality with the objective of monetary gain 

from either male or female partner. 

         Mpango wa kando: Getting involved in extra marital affairs. It mostly happens 

where couples are not faithful and committed to each other. 

          Motivation: These are factors which determine the effort, direction and persistence 

of a person’s behavior. These factors can be salary increments, good housing and medical 

facilities for employees (Chmiel, 2000).     

           Psychosocial Disorders:  They are mental illnesses caused or influenced by life 

experiences as well as maladjusted cognitive and behavioral processes. Those suffering 

from psychological disorders have two things in common; their behavior is maladaptive 

and interferes with some important aspects of their lives (Gazzaniga et al., 2003).                                                                          

           Stress: Stress is any force that pushes psychological or physical factors beyond its 

range of stability producing a strain within an individual (Arnold et al., 2005).  

Stressor: This is an event or context that elevates adrenaline and triggers the stress 

response which results in the body being thrown out of balance (Merki & Merki, 1999).                                                               
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Summary 

          Chapter one has given a highlight of the problem statement, purpose of study, 

objectives of the study and research questions. It has also given the background 

information and assumptions. Research justification and significance of the study are also 

shown in this chapter. Key terms and abbreviations have also been explained. There is a 

summary of methodology. The next chapter will discuss literature review found 

necessary and relevant for the study. Chapter three will discuss in detail the research 

methodology including the design, the population, sampling procedures and sample size. 

The chapter will also cover the data collection and data analysis procedures used in the 

study. The results of the analyzed data and interpretation are then presented in chapter 

four. This section includes relations between results of the current study and findings of 

earlier studies. Finally, chapter five presents summary of findings, conclusions derived 

from the results of the study and recommendations for policy and further research. 
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CHAPTER TWO 

LITERATURE REVIEW 

Introduction 

 According to Mugenda and Mugenda (2003), literature review is a systematic 

identification, location and analysis of documents that contain information related to the 

problem being researched. The aim of literature review is in-depth knowledge of the topic 

being studied by acquiring a broad knowledge of other possible topics. Without  the  

review  of  literature, a  researcher  cannot  understand his  or  her  topic  and the previous  

researches that  have  been  done (Bell, 2005). 

Beyond literature review, the  chapter  also  presents  the conceptual  framework  

and some  theories  that  have  come  up  over  the  years  of  the  research  topic mainly  

developed  by  industrial and  organizational  psychology  experts who  have  attempted   

to  come  up  with  mitigating  strategies  against   psychosocial factors affecting married  

employees. 

General view of psychosocial factors affecting married employees 

            Married  employees  struggle  to  have  a balanced  life  both  at  work  and  home 

(Strausberg & Worthing, 1992). In some  cases  married  employees  do  not perform  to  

their  maximum  due  to  stressful  work  environment.  Employing agencies need to be 

sensitive to the social needs of the married employees. When there is social support, 

individuals feel that they are not alone as they face the more prevalent stressors (Steers & 

Black, 1994).   
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Working environment 

  A good working environment plays a major role for employees’ motivation. 

Arnold et.al (2005) state that the physical surrounding, noise, lighting, smells and all the 

stimuli that bombard our senses can affect our moods and overall mental state hence 

influencing the performance of employees. 

The nature of work 

  Many employees today are required to work in shifts. Some have to work at 

night. Studies have shown that shift work is a common occupational stress factor (Arnold 

et. al., 2005). Family life, especially for those who are married is drastically interfered 

with. According to Cole (2002), in bureaucratic organizations, tasks are assigned to a 

position more or less regardless of the job holder’s particular strengths and weaknesses.  

This affects the performance of the employees because one might be forced to do a job 

one is not suited for. However, in less bureaucratic organizations, jobs will vary in 

accordance with the strengths and weaknesses of the job holder. There is freedom for the 

job holder to choose what and where he or she wants to work. This is good though it can 

be misused especially where the work force is not committed. 

  Work environments vary considerably; some jobs such as teaching, nursing and 

social work are recognized as being very demanding (Chmiel, 2000).  Some employees 

work in air-conditioned, noise alternated offices, while others are exposed to long 

unpredictable noises. All these factors affect the employees’ performance. There are 

some work environments suitable for women and men. According to Lips (2006), women 

tend to go for less dangerous and difficult jobs than men. For example, most construction 

workers and fire fighters are men.  Most kindergarten teachers and nurses are women. On 

Daystar University Repository

Library Archives Copy



 

 16 

the contrary, some of the jobs dominated by women are also dangerous; most nurses are 

exposed to infectious diseases. They often lift heavy patients in wards they are working 

in (Lips, 2006). 

 Some people work in shifts, including nights, which usually mean losing sleep 

(Chmiel, 2000). This brings long and short- term effects on married employees’ life at 

home and also where they are employed. The conditions under which the employees 

work have a significant impact on efficiency and productivity. If the environment is cold 

or hot, noisy or quite, isolated or distracting, the job performance can be affected (Schultz 

& Schultz, 1998). 

  The desire to do the best can even be affected by the set up of the office and the 

organization. An organization can recruit and employ the best but if the physical working 

conditions are uncomfortable, there will be increased errors and accidents, absenteeism, 

and turnover. 

Organizational factors affecting work performance 

          According to Cole (2002), culture is predominant beliefs and values held in an 

organization by its members.  Every organization has its own system of operation and 

this affects the employees. The culture normally springs up from the assumptions and the 

attitudes of the organizations’ owners or directors. When and how the power is centered 

will affect the performance of employees (Steers & Black, 2005). When an organization 

promotes justice and fairness, there will be an increase in effectiveness and good 

performance on employees.  People who feel unfairly treated are likely to work less hard, 

steal from the employers, do poor quality work or even quit their jobs (Greenberg & 
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Baron, 2008). One of the key organizational factors that have a positive impact on 

employees is paying the workers what they deserve.  

  Employees would be encouraged to be heard; therefore it is important if they are 

offered a forum for communication. Greenberg and Baron (2008) suggest the following 

methods to enable employees air their voices: 

                 1.    Have regular meetings and inviting input from each one of them 

                 2.   Conduct employees’ survey on sensitive issues. 

                 3.   Keep an open door policy: This is best done by letting    

      employees know that someone is available to talk to them.                                                                    

4. Use suggestion systems:  Employees should be encouraged to     

   share ideas, opinions, opening and using online. 

Role Conflict 

  According to Arnold et al. (2005), role conflict simply means conflicting job 

demands. It exists when an employee is torn into two by conflicting job demands or when 

forced by circumstances to do things he or she does not like. A conflict issue normally 

brings stress and affects how married employees work. They will be divided to either 

devote themselves to family obligations or work issues. Role conflict always reduces job 

satisfaction and increases anxiety levels. Cole (2002) asserts that role needs to be 

distinguished from a position, or a job which is a statement of the duties an individual has 

been allocated.  He further explains that job description is only a script but the role is the 

way the job is acted out. Married employees are affected because of the role conflict. The 

married employees’ attention is divided between home and the place of work. The factors 
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that determine team role behaviors are personality, mental ability, personal values and 

motivation, environmental variables and even personal experience. 

  Role conflict in most cases causes stress. It is a situation in which a simultaneous 

occurrence sets pressures, expectations or compliance with the others (Steers & Black, 

1994). An employee will experience stress due to role conflict because of a situation in 

which contradictory demands are placed upon him or her. When this trend continues, 

there will be reduced confidence with the superiors and in the organization as a whole. 

Communication will be affected creating unnecessary confusions and conflicts. One of 

the ways in which employers can address the negative impact of the role conflict is by 

placing the employees as per their skills and personalities. 

 A conflicting or uncertain job expectation or too much responsibility can cause 

stress. Organizational policies, which are ambiguous, interfere with stability of 

employees. The work objectives and goals should be clearly stipulated (Blonna, 2007). 

To meet the demands of work while at the same time raising a family is one of the most 

difficult tasks to accomplish. According to Greenberg and Baron (2008), a married 

employee is confronting the usual pressures to spend time at work while concentrating on 

demands placed on him by members of the family, like spending time with them.  

Confronting such incompatibilities in the various sets of obligations causes role conflict 

which eventually affects the performance of married employees. Role juggling or 

switching back and forth between demands of work and family drastically affects married 

employees. 
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Employees’ personality and organization 

  Personality in the context of organizational structure is a stable set of 

characteristics and tendencies that determine the commonalities and differences in 

behavior and mannerisms (Steers & Black, 1994). Employees’ personality plays a pivotal 

role in shaping the work force and working environment. Personality helps in 

understanding people’s demand, ability, emotional stability and cognitive complexity 

(Steers & Black, 1994). Cultural norms and values play a substantial role in the 

development of individual personality (Schermerhorn et al., 2005).    

          The personality traits below may help an employee be relevantly placed in a 

department or section. The task and responsibilities given in an organization are 

sometimes determined by one’s personality as shown below. 

i. Extroverts: the outgoing sociable and assertive people.    

ii.   Agreeableness: good, nurtured, trusting, cooperatives 

iii. Consciousness: responsible, dependable and persistent. 

iv. Emotional stability:  secure and relaxed 

v. Openness to experience:  imaginative, curious and broad-minded.      

 

  According to Greenberg and Baron (2008), organizational personality is linked to 

organization’s attractiveness. How an individual in the organization perceives an 

organization depends on the behavior of employees, starting from the chief executive 

officer to the subordinate staff. The big five dimensions of personality mentioned above 

are very important and are directly related to work performance (Greenberg & Baron, 

2008). 
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Work place health issues 

    Accidents can be caused by the pressure to maintain production schedule or 

adhere to a timetable. There is perceived threat of disciplinary action or dismissal if rules 

are not adhered to even at the expense of someone’s personal health (Schultz & Schultz, 

2006). There are personal factors such as drug and alcohol use that cause health hazard to 

employees.  Fatigue causes decrease in efficiency and increase in accidents. According to 

Torrington, Hall and Taylor (2008), there is always a conflict between the need of the 

employer to push for job performance and the need of the employee to be protected from 

the dangers of the work place. 

  From January to April 2006, 212 people lost their lives in the United Kingdom 

due to injuries and illness sustained at work (Torrington et al., 2008). It is also estimated 

that 5000 people die each year due to cancers caused by job related complications. This 

was as a result of inhaling chemicals, dust and fumes. These deaths came as a result of 

the conflict between the employees’ and the employer’s needs.  According to Torrington 

et al. (2008), positive health programs display a variety of different approaches aimed at 

relieving and preventing stress and associated problems, and promoting healthy lifestyles. 

Social support and motivation for married employees 

According to Arnold et al. (2005), provision of social support and feedback 

increases employees’ participation, productivity and autonomy. Married employees need 

to have social network to enable them explore and deal with stressors. The formal and 

informal relationship in an organization add value to the lives of employees hence boost 

their job performance level. There is influx of married women of all social classes and 

educational levels into work outside their homesteads. This affects stability of married 
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employees. It is essential that the stereotype male- female roles regarding domestic work 

be discouraged as Goldenberg and Goldenberg (2008) suggest. Working wives continue 

to bear major responsibilities for child care and most domestic duties. According to 

Brown and Lent (2000), furthering the knowledge and specific careers should concern 

women and men alike; this would eventually motivate the employer to offer attractive 

pay. This finding was similar with Cole (2002) who found that the most important 

obligation of an organization was to pay employees their wages, salaries and allowances.  

Employee motivation is closely related to the types of rewards offered and their method 

of disbursement. Inadequate pay can have adverse impact on the organization (Byars & 

Rue, 2008). Normally, management has primary responsibility for training employees. 

The quality of training can have significant influence on new employees’ productivity 

and attitude towards his or her job. Married employees are motivated if their welfare is 

taken care of; according to Byars and Rue (2008), employees are entitled to fringe 

benefits, rewards that employees receive for being members of an organization. 

Employees will be encouraged to work hard because they have adequate social support. 

According to Aguinis (2009), pay is given to employees in exchange of work performed. 

The base pay which includes a range of values focuses on the position and duties 

performed rather than an individual’s contribution. Thus the base pay is usually the same 

for all employees performing similar duties and ignores differences within the base pay 

range. Variables affecting base pay may be experience and differential performance. 

Decisions about pay increase are often critical ones in the relationship between 

employees and employers (Mathis & Jackson, 2009). There are several ways to determine 

pay increases: performance, seniority, cost of living adjustments across the board and 
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lump sum increases among others. These methods can be used separately or in 

combination. 

The most important obligation an organization has is to pay her employees their 

wages, salaries and allowances promptly (Cole, 2002). The aim of payment, 

remuneration and motivation is threefold; to attract sufficient and suitable employees, to 

retain employees who work satisfactorily and to reward employees for their efforts, 

loyalty, experience and achievements. Payments and salaries depend on the skills of 

employees. The more skilled one is the more pay one expects. Motivation always 

overlaps with satisfaction. Satisfaction comes because the basic needs of the workers 

have been met (Porteous, 1997). As was first proposed by Abraham Maslow, the needs 

varied. Maslow’s needs were physiological, safety, belonging, esteem and self 

actualization (Greenberg & Baron, 2008). 
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Figure 2.1: Hierarchy of Needs (Adapted from Greenberg & Baron, 2008)  

          The hierarchy of needs touches on several psychosocial factors affecting married 

employees. Once the physiological needs such as food, housing, medication have been 

fulfilled, one will try to climb to the next ladder where he or she can feel safe and 

protected.  After that one will be motivated to look for and belong to a class that he or she 

can be identified with. An employee will work and have pride in the achievement and 

competence. When all the needs are fulfilled, one will try to live up to the fullest. This 

PHYSIOLOGICAL NEEDS 

Basic needs to satisfy hunger and thirst 

SAFETY NEEDS 

Needs to feel that the world is organized and  

predictable, needs to feel safe, secure and stable. 

BELONGINGNESS & LOVE 

Need to love and be loved, to belong and to be 

accepted, to avoid loneliness and alienation. 

ESTEEM NEEDS 

Needs for self esteem, achievement, competence 

and independence, need for recognition and 

respect from others 

Need to live up to one’s fullest and 

 unique potential 

SELF 

ACTUALIZATION NEEDS 
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can be seen when one is employed, he will focus on rising up the ladder until one reaches 

the top level management in an employment. Table 2.1 shows how behavior and 

motivation are related. There is a connection between need levels, general rewards and 

organizational factors. 
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Table: 2.1 Applying Maslow’s Need Hierarchy 

. 

NEEDS LEVELS GENERAL REWARDS ORGANIZATIONAL 

FACTORS 

Physiological 

 

 

 

Food 

water 

sex 

sleep 

Pay 

Pleasant working conditions 

Cafeteria 

 

 

Safety  

Safety 

security 

stability 

protection 

safe working conditions 

company benefits 

job security 

 

 

Social 

Love 

Affection 

Belongingness 

Cohesive work group 

Friendly Supervision 

Professional Associations  

 

Esteem 

Self-esteem 

Self-respect 

Prestige 

Status 

Social recognition 

Job Title 

High Status job 

Feedback from the job. 

 

Self-Actualization 

Growth 

Advance 

Creativity 

Challenging job 

Opportunities for creativity 

Achieve in work 

Advance in the organization 

Source: Steers & Black, (1991) 

Social responsibilities of organizations 

   Most organizations emphasize on how working families can be comfortable to 

increase their efficiency and productivity. Child and dependent care facilities, day care 

facilities and on-site schools for the young children of the employees will help in 
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motivating the workforce (Schultz & Schultz, 2006). Besides the young children, there is 

need to take care of the older ones.                                                                                                           

   Most senior employees have a responsibility of taking care of their aged parents 

and guardians (Schultz & Schultz, 2006). There is a considerable financial and emotional 

strain in trying to balance the family and work obligations. This situation has a negative 

impact on married employees. 

  Another important aspect of the social responsibility of an organization is to 

adjust the working hours.  The number of hours worked and the amount of rest daily or 

weekly influences the stability of married employees. According to Greenberg and Baron 

(2008), corporate social responsibility of an organization describes business practices that 

adhere to ethical values and comply with legal requirements, and also demonstrate 

respect for individuals. It also promotes the betterment of the community and the 

environment. This means married employees stand to benefit from an organization that 

emphasizes on her corporate social responsibility. 
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Figure 2.2 - The pyramid of Corporate Social Responsibility. 

(Greenberg & Baron, 2008) 

Figure 2.2 shows the levels and the nature of social responsibility of an 

organization. For an organization to operate satisfactorily, it should adhere to the four 

responsibilities, namely financial, legal, ethical and philanthropic. Individuals and 

corporate organizations stand to benefit when the organization operates within the 

confines of law and order. Gifts and good management of the environment are some 

examples of corporate social responsibility, as the figure illustrates.  
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Work versus family life conflict. 

          Increasing number of women in the work force wishing to combine family and 

work responsibilities is an indicator of family friendly organizational environment 

(Harper & Drench, 2002). The management of any organization may consider a flexible 

working rule.  The parents with child rearing and caring responsibilities may be allowed 

to work part- time as a right. Torrington et al. (2008) explain work life balance practices 

as follows: 

             i.    Flexibility in terms of the number of hours worked. 

             ii.   Flexibility in the exact timing of those hours. 

       iii. The location which the work is carried out. 

  According to Kodz and Drench (2002), work life balance will reduce absence, 

raise morale and increase levels of job satisfaction. Increased levels of performance have 

also been found as employees are less tired and so work more effectively when they are 

working. Combination of work and family roles is challenging though women have 

increased their indolence in formal employment (Brown & Lent, 2000). It is observed 

that the involvement and entry of women into the world of paid work across the globe has 

brought an effect on male-female relationships (Goldenberg & Goldenberg, 2008). 

Because of the male-female relationship at work nowadays, women get into marriage and 

the young couples who decide to become parents must arrange themselves and negotiate 

the roles each plays. There is influx of married women of all social classes and 

educational levels into work outside their homesteads. This really brings imbalance in 

family work operations. It is essential that the stereotype male- female roles regarding 

domestic work be discouraged as Goldenberg and Goldenberg (2008) suggest. Working 
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wives continue to bear major responsibilities for child care and most domestic duties.  

Married employees nowadays are at a crossroads especially on how to balance work 

versus family life. 

Gender and organizations 

   Being male or female and sex orientation has a role to play in an organization’s 

work performance.  Women are more communal as opposed to individualistic orientation 

of men. Therefore women are well suited for team work and in an environment where 

relationships and networking are valued highly (Arnold et al., 2005). Women can easily 

multi-task and are more flexible hence they do better when faced with stressors. Women 

are still greatly under-represented in middle and senior management roles (Cole, 2002).  

Women have difficulties in breaking into what is known as a male preserve. The 

organizations can be fair in creating a balance in sexes and in managerial roles (Schultz 

& Schultz, 2006). The under-representation of women in higher level management has 

increased performance pressure on women. There has been lack of female mentors, 

though currently things are changing and we see many women rising to high positions. 

What causes gender imbalance when employing is the so-called sex stereotype. Gender 

imbalance is seen when women managers are kept in jobs that require so-called feminine 

attributes like empathy and sensitivity. If women succeed in jobs attributed to men, in 

rare circumstances their abilities will be appreciated but other external factors as luck 

may be considered (Schultz & Schultz, 2006).  
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Dual career challenges 

           Nowadays many women wish to be employed; there are changing views about the 

roles and rights of various groups within the society. The role of women in the society 

has changed (Arnold et al., 2005).  In the United States and Australia 43% of women are 

in the management where they are employed, Switzerland, 28%; Norway, 32%; and 

Finland,  while 25%, in the United Kingdom only 4% of women are in management jobs.                                          

          Women do well in employment according to research done by Founds (1997) 

because they are more communal as opposed to men who are more individualistic. 

Women employees do well in teamwork and social network hence perform well in 

customer service environment. When a woman and her male counterpart are in 

employment, it is the woman who does most of the housework including child care if this 

applies to them. Pressing family responsibilities are left for women (Barnett & Shen, 

1997). 

 According to Nicholson and West (1988), 71% of women managers in the United 

Kingdom were married or married but childless. Women experience more interference of 

home life with work than men. However, it has been found that women express their 

feelings more openly than men. Goldenberg and Goldenberg (2008) highlight how male 

and female role differences have become less clearly defined as many families, especially 

those led by the younger generations, struggle to find more flexible worked out patterns 

for staying together harmoniously.  They face challenges dealing with time pressures and 

how to balance work and family obligations. Responsibilities like taking care of the 

children are practical issues the two income family faces: the family crisis dual career 

couples face is different from those ones non career couples face. 
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Marital stress and crisis 

           According to Blonna (2007), stresses associated with cohabitation are similar to 

those experienced by married individuals. The stress revolves around four key issues, 

namely unrealistic expectations, communication problems, money and sex. If these 

factors are not addressed, the work performance of the married employees will be 

affected. This would eventually lead to divorce or separation.  In an event that an 

employee has divorced or separated from his wife or husband, his or her performance at 

work will be affected. The frustrations and disillusionment at the family level will be 

reflected in the work place. Successful marriage requires continual assessment, 

communication, commitment, willingness to change and hard work (Blonna, 2007).  

What money means to each partner is a major source of stress in any marital relationship. 

The core value concerning money is critically important in any marriage and 

employment. 

Financial stability of employees 

          According to Torrington et al. (2008), financial stability is central to employment 

relationship and the motivation of an employee to continue serving in an organization. 

Married employees’ stability is connected to their performance at the work place. Mullins 

(2005) also supports the idea of employees who are motivated to work hence enjoying 

financial stability. 

Employees’ development 

For an employee to be stable, there should be an aspect of personal development 

(Kamonche, Debrah, Frank & Munka, 2004). In South Africa one of the key psychosocial 
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factors affecting married employees is discriminating legacy of apartheid.   Kamonche et 

al., (2004) argue that competitiveness and skills enhancement improves performance. In 

Kenya, managers have been forced to shift their attention away from investing in people 

to cost management (Kamonche et al., 2004). On reward and compensation, the 

convenient thinking holds that people should be valued because of their knowledge and 

expertise. 

Career planning and development 

   Career can be defined as pattern or sequence of work roles of an individual, 

whether in managerial level or lower carrier job (Torrington et al., 2008). Organizations 

need to be flexible by allowing employees to develop their careers (Torrington et al., 

2008). People need to be motivated to deliver through developing their skills and talents.   

   Some organizations are reluctant to develop people’s careers fearing that they 

are on transit (Torrington et al., 2008). However the researcher feels that people should 

be trained in spite of the fact that they can move. The economy is interconnected and 

investing in an individual is not a loss but an investment. Employees offer high 

productivity and commitment while their employer offers enhanced employability rather 

than long-term employment. This calls for employees to develop skills that are in demand 

and allow them an opportunity to practice. As the employees benefit, an organization will 

also benefit in the following ways; it makes the organization attractive for the potential 

recruits, enhances the image of the organization by recognizing employees’ needs, 

encourages employees’ commitments and reduces staff turnover (Torrington et al., 2008).                                             

Women are stereotyped to be doing domestic work at home besides having most 

of the family responsibilities. This is due to several factors such as culture, economic 
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status and even cognitions (Brown & Lent, 2000). Furthering the knowledge and skills of 

the specific careers should concern men and women alike. Married employees therefore 

should be handled equally as both men and women have talents and skills to be 

developed.  Family and work arrangements are diverse and organizations should put in 

place structures that help the more challenged populations; women to advance and 

develop their skills and careers. 

How married employees spend their free time 

          Free time is becoming limited though with good time management, married 

employees can plan to be away from work. Demand to work long hours leads to stress 

(Robbins & Judge, 2009). Thus stress can be reduced by the family social support such as 

having free time so that one can talk to one’s friends, family and even neighbors. 

Leisure time with the family 

          Organizations should be supportive to families especially in regard to their leisure 

time (Mejia, Balkin & Cardy, 2008).  However, it would be good if the employees are 

paid or given an allowance to be off. This will automatically boost their morale. Paid 

time off helps employees get breaks from regular schedule work hour so that they can 

pursue leisure activities or take care of their families and other related personal matters 

(Mejia et al., 2007). 

          When employers provide for paid vacations to give their employees time away 

from the stresses and strains of the daily work routine, this will boost the morale of work 

routine and help minimize family conflicts because of the low level of stress. Leisure 

time allows employees to recharge themselves physically and psychologically. 
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Sabbaticals, though mostly common with university faculty, are vacation with a purpose 

to help employees improve their skills or provide services to the community (Robbins & 

Judge, 2009). Most people feel good when they are with friends having a social function. 

They tend to agree that social activities or leisure time increases people’s moods. This 

calls for married employees to work on their leisure time. 

Time for religious and spiritual purposes 

           According to Donovan (2006), the family is the bedrock of human life and human 

civilization. The married employees need to set aside time as a family for spiritual 

nourishments. The greatest unifying force in a family is when all the members belong to 

God’s family and have fellowship with him (Steadman, 1994). Married employees need 

to be good models showing good behaviors. According to Steadman (1994), spiritual 

blessings are gifts from God.  God provides for the nurture, training and emotional needs 

by our being born in families.  It is therefore important that employees find time to enable 

them worship their God. One who is spiritually nourished is motivated and may not be a 

victim of burnout and stress. 

Time for sleep, personal reflection and rest 

          Rest and personal reflection is fundamental for the stability of a family. Sleeping 

is vital for rejuvenating the body.  Lack of rest makes one develop physical disorders. It 

is recommended that an adult sleeps for 8 hours (Schafer, 2002). Sleep disturbance may 

cause increased irritability and sensitivity to criticism. The night shift always interferes 

with employees’ sleeping patterns. Research shows that more accidents occur at night 

when people are sleepy. The Three Mile Island disaster happened at 4.00 am and 
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Chernobyl disaster at 2.00 am (Schafer, 2002). One should create free time for 

relaxation. Playing with children, having time with a spouse and making social phone 

calls reduce stress (Schafer, 2002). One can decide to go to the park or beach just to 

meditate. All these factors will enable individuals gain strength hence be productive at 

home and work. 

Interventions against psychosocial factors affecting married employees 

          The psychosocial factors affecting married employees need interventions. Stress 

and burnout at the work place is very costly. It is estimated that 10% of the United 

Kingdom’s Gross National Product is lost each year due to job-related stress (Arnold et 

al., 2005). This is manifested in sickness, absence, high labor turnover, lost productive 

value, increased medical expense and high maintenance costs. 

Managing burnout 

         According to Coon (2006), burnout may occur in any job, but it is a problem in 

emotionally demanding professions like nursing, security and aviation related jobs. One 

of the ways of managing burnout is reduced workload. People should have some control 

over their jobs to enable them handle professional burnout. Better social systems at 

workplace help reduce professional burnout (Coon, 2006). 

           Many organizations set up employment assistant programs (EAPS) where they 

refer employees having depression and other challenges like burnout (Almont, 2010). 

Stress and burnout management programs can help reduce the severity of burnout. 

According to Dessler (2008), one who is suffering from burnout can do the following:    
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1. Break patterns: One is expected to do a variety of things and have a well rounded 

life 

2. Get away from all: The victim of burnout should get away from all the activities 

periodically. One can schedule occasional periods of retrospection, during which 

one can get away from the normal routine. 

3. Re-assess the goals in terms of value: One needs to assess and evaluate whether 

the goals one has set are attainable. 

4. The victim of burnout needs to think about working. 

5. Vacation: It is also recommended that the victim of burn out can save his or her 

money to take a vacation. 

Managing Stress at Work 

          According to Raber, Dyck and Preheim (1987), stress can be managed through 

discontinuing judgmental behavior. Constant negative judgment usually leads to stress. 

Non-judgmental attitude in the work places is a significant ingredient to reducing stress. 

Refraining from multitasking and focusing one’s attention on one thing at a time helps 

reduce stress. Taking a break and practicing meditation also helps reduce stress. Another 

means of dealing with stress is emotional insulation: a situation whereby a person stops 

feeling emotions thereby remaining unaffected by both negative and positive experiences 

(Feldman, 2005). Managing stress at work can also involve wise personnel selection and 

placement. Managers can pay attention to the placement process to fit job applicant and 

work environment (Steers & Black, 1994).  Stress can be avoided and managed from the 

start as employees are interviewed and employed.  According to Steers and Black (1994), 

stress at work can be managed through skills training and redesigning the job to fit the 
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employees. The company can also sponsor counseling programs, workshops and 

seminars to equip the employees. Stress will be reduced when there is increased 

participation and personal control. Wellness programs in the workplace minimize stress. 

The six physical health patterns suggested below can help manage stress (Potteous, 

1997). 

1. Sleeping 7-8 hours a day 

2. Eating good breakfast everyday 

3. Avoiding eating between meals. 

4. Maintaining appropriate weight. 

5. Avoiding smoking cigarettes 

6. Doing regular physical activity 

          The personnel department can be proactive in dealing with stress issues affecting 

married employees. Coping with stress is multidimensional and dependent on many 

factors and especially how one appraises and perceives the stressor (Porteous, 1997). 

Having a positive attitude and being optimistic helps reduce stress. According to Blonna 

(2007), for one to handle and effectively manage stress, one should think about one’s 

perspective on the way one views the stressors. One should have values and purposeful 

living in order to manage stress. 

Managing family stress 

          Stress is a dynamic condition in which an individual is faced with an opportunity, 

demand or resource related to what the individual desires and for which the outcome is 

perceived to be both uncertain and important (Robbins & Judge, 2009). Most family 

stresses are caused by personal factors, namely family issues, financial problems and 
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personality differences (Robbins et al., 2009). A married employee works about 40-50 

hours a week but the challenges they face as a family outside the work totals to about 120 

hours. A family can be affected by three types of stresses altogether. The first one is 

neustress which is a neutral response to internal and external demands. The mind and the 

body gets aroused but the victim moves on with little impact (Schafer, 1998). Secondly, 

when the arousal is too high or too low then distress occurs. Lastly, when a family 

receives a baby or job promotion, there will be eustress which is a positive form of stress. 

Positive stress helps one push one’s limits (Schafer, 1998). 

          According to Robbins et al. (2009), a married employee can take personal 

responsibility to reduce stress levels. Strategies that have proven effective include 

implementing time management techniques, increasing physical exercise, relaxation 

training and expanding on the family’s social support network. Consequently Schafer 

(1998) has come up with a comprehensive stress coping model; he explains that for one 

to manage stress one should be able to: manage self-talk, control physical stress response, 

manage actions, maintain good health, use available coping resources and avoid 

maladaptive reactions to distress. 

          Maladaptive reactions to stress are: alcohol and drug abuse, smoking, overeating, 

abusive language, escapism, spending spree and blaming others (Nichols & Swartz, 

2006). Working on communication can help a dysfunctional family be rehabilitated.   

When communication is efficient then stress level will be low. Drug and alcohol abuse, 

domestic violence and sexual abuse, extra marital involvements, gender roles and cultural 

factors contribute to stress. Barker (2007) concurs with Nichols and Schwartz (2006), by 

explaining that communication problems exist in many families coming for therapy. They 
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assert that a therapist should take note of both the verbal and the non-verbal 

communications of the families that come for therapy. Other factors that cause stress 

according to Barker (2007) are the family scape-goat, parental, children and role 

performance problems. Some of the common family problems that may eventually lead 

to stress can be treated or managed by direct methods of interventions. Stability of 

married employees will be achieved if stress is managed well (Baker, 2007). 

Resolving conflicts in organizations 

         According to Greenberg and Baron (2008), conflicts occur because of inevitable 

issues of incompatible interests in an organization. Conflict is a process in which one 

party perceives that another party has taken or will take actions that are not compatible 

with their own interest. Greenberg et al. (2008) enumerate three types of conflicts, 

namely 

i. Substantive conflict: This occurs when people have different viewpoints and opinions 

with respect to a decision they are making with others. 

ii. Affective conflict: Conflict resulting when people experience clashes of personality or 

interpersonal tension. 

iii. Process conflict: A form of conflict coming as a result of differences in opinions 

regarding how organizational groups are going to function, for example how duties and 

resources are going to be allocated. 

          Married employees may experience conflict at the work-place because of distrust.  

Companies which are considered great places in which to work are known to be having 

high levels of trust and social integrity between people at all levels (Greenberg et al, 

2008). According to Schermerhorn et al. (2005), most conflicts develop in stages. 
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Conflicts can be managed by indirect approach, for example, reduced independence, 

when the work flow exists, managers can adjust the level of interdependency among 

individuals (Schemerhorn et al., 2008). Reducing the contacts between conflicting parties 

will help reduce the conflict. For employees, this can be achieved by departmental 

transfers, study leave, or even promotion.  Another form of conflict resolution in an 

organization is appeals to common goals. This focuses the attention to potentially 

conflicting parties on one mutually desirable conclusion. The issue on dispute is elevated 

to a mutual frame work where two conflicting parties can see it from one angle. 

          In managing conflicts, paying attention to hierarchy will help hierarchical referral; 

this means that the matter is referred to the management for reconciliation.   Another 

effective way is high alteration of scripts and myths. Conflicts can be managed by 

behavioral routines that become part of the organizations.  Torrington et al. (2008) agree 

with Schemerhorn et al. (2008) on how conflicts can be managed though they propose 

bargaining strategies. Managers and the entire management of an organization should 

come up with strategies to cope with conflict. Below is an example of conflict resolution 

strategy (Torrington et al., 2008). 

i. Avoidance: Conflict can be effectively handled by ignoring it. 

ii. Smoothing: An employer can decide to use good sweet words in 

exhortation or discussion where the emphasis should be on team 

work. 

iii. Forcing: An employer can decide to attack expressions of discord 

and deal with conflict by stamping it out. 
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iv. Compromise: This is splitting the difference where divergence of 

views exists. 

v. Confrontation: The issue that is being handled can be explored and 

work towards accommodating the difference.   

Counseling approach to married employees 

          Married employees expect a positive outcome whenever they seek professional 

help (Brown & Lent, 2000).  Married employees need warm relationships, patience and 

concern for their normal functioning at the work-place and also at home. One of the 

approaches that work for married people is Behavioral Marital Therapy (BMT). The 

premise of BMT has been that behavior of both parties in marital relationship is shaped, 

strengthened, weakened, and modified by the environmental events. According to 

Goldenberg and Goldenberg (2008), some characteristics of Behavioral Family Therapy 

are as follows; 

i. A direct focus on observable behavior, such as symptoms, rather than an effort 

to hypothesize causality interpersonally. 

ii. A careful, ongoing assessment of the specific usually averts behaviors to be                                                 

            altered. 

iii. A concern with either increasing (accelerating) or decreasing (decelerating)                                                  

            targeted behavior by directly manipulating external contingencies reinforcement. 

iv. A strong urge to teach and coach communication and problem solving skills. 

v. An effort to train families to monitor and modify their own reinforcement  

             contingencies. 

vi. A standard of empirically evaluating the effects of therapeutic interventions. 
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          Another approach which is relevant in counseling married employees is Cognitive 

Behavior Therapy (CBT). Cognitive factors like attitudes, thoughts, beliefs, attributions 

and expectations also influence behavior (Goldenberg & Goldenberg, 2008). Aaron 

Beck’s observation of depressed clients revealed that they had a negative bias in their 

interpretation of certain life events. This makes CBT relevant to married employees 

because of what is expected of them at work and home. 

          According to Corey (2005), the theoretical assumption of CBT is that: 

i. People’s internal communication is accessible to introspection. 

ii. Client’s beliefs have personal meanings. 

iii. These meanings can be discovered by the client rather than being targeted or    

interpreted by the therapist. 

          The basic theory of cognitive behavior therapy is understanding of the failure of an 

emotional episode or disturbance. It is important to focus on the cognitive content of an 

individual’s reaction. The aim is to change the way the client is thinking by using their 

cognitions (Corey, 2005). Dattilio and Bevilacqua (2000) explain some common causes 

of cognitive distortions among couples as follows: 

i. Arbitrary inferences: Conclusions drawn in the absence of supporting substantive      

evidence. 

ii. Selective abstractions: Information taken out of context, highlighting certain  

details and ignoring others. 

iii. Overgeneralization: An isolated incident or two is allowed to serve as  

representatives of similar situations related or not. 

iv. Magnification and minimization: A case or circumstances is perceived in a greater  
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or lesser light than appropriate. 

v. Dichotomous thinking: Experiences are codified as complete successes or  

failures. 

vi. Mind reading: Knowing what the other is thinking without asking. 

vii. Biased explanations: A suspicious type of thinking about a partner, especially  

during times of interpersonal stress, assuming one’s negative intent. 

          CBT helps restructure family interaction patterns, family relationships, cognitions 

and behaviors are viewed as exerting mutual influence to one another (Corey, 2005). 

Stable cognitions and behaviors help stabilize dysfunctional families. A cognitive 

therapist focuses on the schemes or discomforted core beliefs. Every person and family 

has core beliefs that they ascribe to and there should be intervention in an event of 

dysfunction.  For that reason, married employees are not exempted; they can benefit from 

the theories mentioned above so that they function well at home and at work. 

Theoretical Framework 

          According to Kombo and Tromp (2006), a theoretical framework is a collection of 

ideas that are related and are based on particular theories. It is a reasoned set of 

prepositions, which are derived from and supported by data. The main aim of a 

theoretical frame work is to explain a phenomenon. It explains why things are the way 

they are based on relevant theories (Kombo & Tromp, 2006). 

          For the purpose of this study, Erick Erickson’s theory of generativity and Albert 

Bandura’s Social Cognitive theory was relevant. According to Allen (2006), generativity 

is the stage in which one begins to take one’s position in the society and to help in the 

development and the perfection of the same. This is an adulthood stage between 35-55 
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years. It is a stage of maturity in which people are actively involved in teaching and 

guiding the next generation (Schultz & Schultz, 2009).  People establish their 

independence from parents and parental institutions and they begin to function 

responsibly as adults (Schultz & Schultz, 2009). Many people who seek employment are 

within 20-35 years which Erick Erickson calls intimacy versus isolation stage. This is a 

stage where by people are concerned about their family and career (Schultz & Schultz, 

2009).  In regard to psychosocial factors affecting married employees at Kenya Ports 

Authority, young adulthood and adulthood stages will be of major interest. The stages 

cover the ages of 18-55 years. This theory proposes that all institutions, whether business, 

government, social service or academic provide opportunities for people to express 

generativity. The theory helps the management to mentor, teach and guide the new 

employees for the betterment of the organization. In an organization like Kenya Ports 

Authority, employees are encouraged to sharpen their skills to enhance efficiency at the 

place of work. This can be achieved through workshops, seminars and in-house trainings.  

In cases where there is no outlet for generativity, employees will become overwhelmed 

by personal stagnation hence lack of productivity (Schultz & Schultz, 2009). The failure 

of generativity leads to stagnation, a situation where by growth and development is not 

experienced (Allen, 2006). 

 Another theory that is relevant in addressing psychosocial factors affecting 

married employees is Social Cognitive Theory. It has been accompanied by a steady 

stream of work on important roles of self-efficacy beliefs and other social cognitive 

constraints in career developments. Social Cognitive Theory hypothesizes that individual 

behaviors are determined and influenced by the dynamic and environmental interplay 
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(Sharf, 2008).  It therefore sheds light on the employee and the environment. Personal 

Cognitive factors interact with the environment to produce behavior. According to Allen 

(2006), this theory recognizes the context or situation in which behavior is produced. The 

specific features of situations influence the behavior.                                         

   In the light of Kenya Ports Authority the features can be: working conditions, the 

type of machines, the organizational structure and the days and hours of work. Social 

Cognitive Theory also focuses on the study of covert behaviors, those that take place 

within the individual and cannot be easily observed. These include physiological 

response such as blood pressure and muscle tension. Feelings of sadness and anger also 

fall under this theory. This theory which was intuited by Bandura (1960) emphasizes the 

role of thoughts and images in psychological functioning. Bandura proposed a triadic 

reciprocal interaction system involving the interaction between the environment, personal 

factors and behavioral actions (Sharf, 2008). 

          The introduction of Social Cognitive Career Theory (SCCT) proposes three 

interrelated and dynamic academic and career related interests, choice and performance. 

This theory advances the view that individual’s exposure to academic and career related 

experience is a function of environmental and personal factors. The socioeconomic 

status, genetics and personality variables affect the productivity of employees in the event 

that the environmental barriers are not existing and the presence of environmental support 

interests translate into productivity and efficiency. SCCT hypothesizes that self-efficacy 

beliefs and outcome expectations develop as a result of four mechanisms, namely 

personal performance accomplishments, social persuasion, vicarious learning and 

emotional arousal (Brown & Lent, 2000). SCCT has a great impact on organizational 
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psychology; it advances the knowledge in self-efficacy, beliefs in career and academic 

decision making and performance. Rewarding employees who have performed well is 

built on the premise of Social Cognitive Theory.  Promotions based on merit encourage 

employees to work hard and impress the employer.  Married employees’ performance is 

connected to Bandura’s Social Cognitive Theory. Environment, reinforcement and 

individual initiative play a pivotal role in efficiency and productivity. 

Conceptual framework: Psychosocial factors affecting married employee. 

Psychosocial factors            Effects of psychosocial factors 
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          Figure 2.3 shows how psychosocial factors affect married employees and the 

organization. Married employees are affected by strained relationships at home, work 

place, role in the organization, professional burnout, work and family stress, culture and 

the climate of an organization. The mentioned psychosocial factors will translate to 

individual and organizational symptoms which shall negatively affect the normal 

functioning of individuals and the organization.  

Summary 

            This chapter has discussed psychosocial factors by looking at different sources. 

The relevant theoretical, conceptual framework and intervention strategies have also been 

discussed. 
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CHAPTER THREE 

RESEARCH METHODOLOGY 

Introduction 

          Research methodology refers to the specific methods or plans for studying a 

research problem. It offers the rationale and the basis of philosophical ideas and 

assumptions that help in choosing an appropriate and relevant research method 

(Mugenda, 2008). 

          In this study, the researcher investigated the psychosocial factors affecting married 

employees at the Kenya Ports Authority. This chapter discussed methodology that was 

used. Specifically research design, location of the study, population of the study, sample 

size, sampling procedure, data collection, data analysis, pre-testing, and ethical 

consideration will be covered. 

Research Design 

          According to Chandran (2004), a research design is an arrangement of conditions 

that should be collected and analyzed in form of data. The researcher ensured that he 

combined the relationship with the purpose of research and the procedures. A research 

design helps to achieve research objective empirically. A research design is the 

arrangements of conditions for collecting and analyzing data in a way that combines the 

relevance of the research to the purpose in economy of procedure (Kothari, 2004).   

Mugenda (2008) gives clarity in regards to study designs to mean the process the 

researcher follows from the start up to the conclusion of the research. 
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          Qualitative design of research has non numerical attributes that are related to 

research qualities, values or figures of assessment such as population census (Chandran, 

2004). The weakness of this method is that it can be manipulated by the feelings and bias 

of the researcher because it is not based on statistical figures but explanations. According 

to Guy, Edgley, Arafat and Allen (1987), qualitative research wants to know what kinds 

of things people are doing, the different processes that are at work, what kinds of 

meanings are being constructed, the purpose and goals that inform the actions of 

participants.  

The researcher used qualitative design as he interviewed his respondents and got 

their views on the topic of study. The design was relevant because the views of the 

subjects who were handling married employees were captured. The subjects were not just 

limited to the questions asked but they were free to discuss their views on the topic. In 

this regard, the researcher used focus group discussion (F.G.D). This is a type of group 

interview designed to explore what a specific set of people think about a topic (Sommer 

& Sommer, 2002). The advantage of focus group is that they help clarify the meaning of 

images, words or products and locating points of concern, disagreement of ambiguity. 

According to Sommer and Sommer (2002), recommended number of participants in a 

focus group discussion should be between 8-12 people. In regard to K.P.A, the researcher 

conducted focus group discussion with (13) participants. Welfare section at KPA mostly 

handles issues related to psychosocial factors in the organization. The session for focus 

group discussion was about two hours. Focus group helped in bringing out perceptions 

and stimulating discussions and concerns that might go undetected in a survey.  
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          Quantitative design is a scientific inquiry of a research problem that follows several 

logical steps (Mugenda & Mugenda, 2003).  According to Guy, Edgley, Arafat and Allen 

(1987), quantitative research attempts to make generalizations based on measured 

quantities. The question a quantitative researcher attempts to answer is, “how much?” 

According to Mugenda (2008), quantitative methods generate data that has greater 

precision and can be easily mathematically manipulated. The researcher used this design 

as he analyzed the data from 421 respondents and came up with recommendations based 

on the results of the analysis.  The design helped the researcher get exact figures that was 

analyzed to shed light on the psychosocial factors affecting married employees. 

          According to Goodwin (2005), co-relational research can be used in all areas of 

psychology. A study of psychological factors affecting married employees can be studied 

co-relationally. In establishing employees’ personality and how they can be placed in 

various offices, co-relational research is basically concerned with assessing relationships 

among variables (Mugenda, 2008). The researcher used this design to investigate how 

psychosocial factors affect married employees at home and work. 

          Due to the nature of this research, descriptive design was also used. This research 

design was important because it provided the foundation upon which co-relational and 

experimental studies emerged (Mugenda, 2008). According to Kothari (2004), descriptive 

studies are those concerned with describing characteristics of a particular individual, 

group, or department in descriptive design. According to Guy et al., (1987), the goals of 

descriptive study design are to portray accurately the characteristics of a particular 

individual, group, organization or an institution. It also aims at establishing the frequency 

with which something occurs. The researcher used qualitative, quantitative, co-relational 
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and descriptive designs as the aforementioned ensured clear analysis of data, description 

of emerging issues in the study, gauging various opinions from respondents, as well as 

showing relationships that exist among variables.  

Population of the Study 

          According to Goodwin (2005), population refers to all the members of the 

identifiable group. Population can also refer to the entire group of individuals, events or 

objects having almost the same characteristics (Mugenda & Mugenda, 2003). The 

population of this study was married employees of Kenya Ports Authority. The researcher 

was concerned with those married because they were the majority (appendix viii).  They 

also reflected and represented the topic of the research study. The group was chosen 

because of its relevance to the study. According to Goldenberg and Baron (2008), 

married people face peculiar challenges that single people do not face. The population of 

the workforce was 7112 while the married employees were 5,040. Male married 

employees were 4,414 while female married employees were 626. 

Sample size 

Sample size refers to the number of items to be selected from the universe to 

make a sample (Kothari, 2004). According to Guy et al., (1987), sample size is the 

number of cases included in a statistical sample taken to represent a population. The size 

of the sample should be average, not too high nor too low. According to Mugenda (2008), 

a sample should be at least 10% or more of its population if it is to be credible, while 

Kothari (2004) argues that a good sample size should be efficient, representative of the 

entire group, reliable and flexible.  If the researcher has adequate time, large sample size 
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would be ideal (Mugenda & Mugenda, 2003). For this study the researcher targeted 504 

which were 10% of the accessible total population of 5040 married employees of K.P.A.   

          The researcher reached 504 in various departments namely Technical, Operations, 

Marine, Legal, Finance and Audit, and Human Resource; 10% from each of the six 

departments were sampled (refer table 3.1). The departments the researcher considered 

were a fair representation of the company’s face. The researcher hoped that the analysis 

of this research study would help shed light on the psychosocial factors affecting married 

employees at the Kenya Ports Authority.  
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Table 3.1 Sampling size for those who received questionnaires 

 

Department Population Percentage No. of respondents 

Technical 817 10% of 817 82 

Operations 2903 10% of 2903 290 

Marine 307 10% of 307 31 

Legal 18 10% of 18 2 

Finance & Audit 542 10% of 542 54 

Managing Director’s  

Office 

6 10% of 6 1 

Human Resource 447 10% of 447 45 

TOTAL 5040  504 

 

          Apart from the initial group of respondents of 504, another set of 27 respondents 

from the medical department in both Kipevu and Bandari clinics were interviewed. 

Finally, a focus group discussion was held with 13 members of the welfare department. 

Selection of respondents from both the medical and welfare sections accommodated both 

married and single members of staff. This was informed by the fact that by virtue of their 

work and experience, they were in a position to give information about psychosocial 

factors affecting married employees. The 504 respondents were given questionnaires 

according to their departments. 
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Sampling Procedure 

          Sampling is the process of selecting a number of individual or objects for a 

research study. This is done in a manner that the objects selected are a representation of a 

large group from which they belonged and selected (Mugenda & Mugenda, 2003). 

Sampling procedure is therefore how the researcher conducts his sampling. The 

researcher randomly chose married men and women.  

Stratified Sampling 

Stratified sampling method has a criteria set up to ensure representation of 

particular groups within the sample proportionate to their numbers in the population   

(Sommer & Sommer, 2002). Stratified sampling method results are more reliable and 

detailed information. Stratified sampling is relevant if a population from which a sample 

is drawn does not constitute a homogenous group (Kothari, 2004). The researcher used 

stratified sampling because it ensured all the departments of Kenya Ports Authority were 

fairly represented. Stratified sampling gave more accurate precision than simple random 

sampling. The researcher decided to work with the departments of K.P.A as this would 

enable him to cover the whole organization (refer table 3.1). The researcher ensured that 

the sample selected was a representative of the whole organization. Therefore in order to 

effectively capture the difference by departments from the accessible population, 

stratified sampling method was used.  The researcher sampled 10% from each department 

for the study. 
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Non Probability Sampling 

          According to Mugenda and Mugenda (2003), this method is used when a 

researcher is not interested to select a sample that is representing the population. A 

researcher normally chooses this sampling method in qualitative studies. In purposive 

sampling, the researcher is allowed to use cases that have the required information in 

regard to the objectives of the study, (Mugenda, 2008). The subjects are handpicked 

because of their informative nature and characteristics. In this study, the researcher used 

non probability sampling design on the medical and welfare staff because of the 

respondents’ knowledge and experience at the K.P.A. The weakness of these sampling 

techniques is that results may be a representative of an extreme population of study. 

Data Collection instruments 

          According to Guy, et al., (1987), data collection is the tool or vehicle through 

which measurement is actualized. In reality research designs does not dictate the data 

collection procedures though in some instance data collection techniques are more used 

with certain designs. Data refers to all the information a researcher gathers or receives for 

the study (Mugenda & Mugenda, 2003). 

          The main tools for data collection in this research study were questionnaire, focus 

group discussion and interview methods. This gave the most accurate results. It also 

minimized the interaction between the researcher and the respondents which eventually 

reduced biasness and distortion of information. The questionnaires were straightforward 

and direct therefore there was no need for the presence of the researcher to give 

explanations. The researcher pre-tested the questionnaire to ascertain its validity and 

reliability. 
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           Interview method is ideal in collecting qualitative information, there are two major 

types of interview: structured and in-depth. According to Kothari (2004), structured 

interviews give emphasis on carefully phrased questions while in-depth interviews 

emphasize on free and open responses. The interview method requires good planning and 

thinking because the nature and the quality of the response researcher received depended 

on the framing of the sentence. The researcher conducted interview to 27 selected 

subjects from the medical department. Focus group discussion was also conducted with 

13 respondents from welfare department. The method gave the subjects opportunity to 

freely express themselves on the issues affecting married employees. He reached them 

from various sections during office hours after securing an appointment with them. The 

timing depended on one’s schedule but it was between 9.00am to 5.00pm. The 

questionnaires were administered to married employees; questionnaires were distributed 

and collected back by departmental administrators the researcher worked with.  

Data Analysis 

          To determine the psychosocial factors affecting married employees at the Kenya 

Ports Authority, this study was done through descriptive statistical methods. This 

involved frequencies and percentages. The data was presented in the form of figures, 

tables and pie charts. Questionnaires were set up to show the frequency distribution using 

the five- point Likert scale rating: Strongly Agree (SA), Agree (A), Neutral (N), Disagree 

(D) and Strongly Disagree (SD) (Kothari, 2004). The advantage of Likert scale is that it 

is able to handle different strengths of opinions. It has the capability of obtaining good 

measure of attitudes (Kothari, 2004). The analysis was done using the Statistical Package 

for Social Science (SPSS) version 17.        
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Pre-testing 

          Pre-testing aims at identifying any inadequacies and omissions in a questionnaire. 

Threat to internal validity is minimized in pre-testing (Mugenda & Mugenda, 2003). Pre-

testing sensitizes the participants and helps them remember the subject matter. Before 

conducting the in-depth interview, focus group discussion and giving out the 

questionnaires, the researcher tested the questionnaires for workers at Mitchell Cotts 

Limited (see appendix iv, vi and vii).The pre-testing was done on ten employees. During 

the pretesting the researcher discovered that three questions in the questionnaire were not 

relevant and could not answer any of the four objectives. He rephrased the questions.  

Pre-testing was important to help the researcher determine whether the questions asked 

would obtain answers to the research questions raised in chapter one of the study. The 

researcher also wanted to establish if there were questions that were not clear. According 

to Berg (2001), questionnaires are pre-tested to assess whether the information being 

sought will actually be obtained. 

Ethical Considerations 

 Ethics is a branch of philosophy dealing with one’s conduct and behavior 

(Mugenda & Mugenda, 2003). The researcher was careful not to misuse the privileges 

and opportunity because he had the power over his subjects. He confined himself within 

the beacons of law and ethical standards; respondents signed informed consent forms. 

  The researcher put measures to ensure confidentiality and privacy of the 

respondents by advising them not to indicate their names on the questionnaires. For those 

who were interviewed, the researcher would not use them as examples elsewhere without 

changing the identity and subject matter. The researcher used pseudo names if need be so 
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that the participants could not be easily identified (McBurney & White, 2010).  The 

researcher confirmed to the respondents that they would participate in the research 

willingly and the purpose of the research was clearly explained so that the respondents 

understood clearly.      

Summary 

          This chapter has outlined in details the research methodology and its analysis. It 

has given a road map on how the researcher will start, continue and consequently how the 

data will be analyzed.  
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CHAPTER FOUR 

DATA ANALYSIS AND INTERPRETATION 

 

Mugenda and Mugenda (2003) define data analysis as the process of cleaning and 

coding the data with the objective of obtaining results that make sense. Data obtained 

from the field in raw form is difficult to interpret. The purpose of this study was to 

investigate the psychosocial factors affecting married employees at the Kenya Ports 

Authority at the Mombasa County. 

This chapter comprises the analysis and interpretation of the findings based on the 

four themes on which (421) married Kenya Ports Authority employees expressed 

themselves in line with the study’s objectives. The aspects in focus included employees’ 

working conditions, impact of social support and counseling needs among employees,   

with focus on how these three affect employees at work and home. Lastly, the chapter 

explores the remedy measures to psychosocial factors affecting married employees. 

Data collection process 

The data was collected through questionnaires, focus group discussions and in- 

depth interviews. Questionnaires were given to (504) respondents while (421) were 

returned.  The data obtained through focus group discussions and in-depth interviews 

were used to shed more light and complement data obtained through questionnaires.    

Twenty seven respondents from medical section were interviewed. The interview 

took an average of thirty minutes. The researcher conducted focus group discussion with 

thirteen respondents from welfare section; the session took about two hours. The 

qualitative question (q.38) in the questionnaire highlighted facts which covered both in- 
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depth interview with the medical staff and focus group discussion (refer appendices; v, vi 

and vii). To avoid duplication, the data from focus group discussion and in depth 

interview were not included.  

Characteristics of the population 

The questionnaires captured the bio-data of the respondents and table 1 contains 

the gender distribution of the married employees of Kenya Ports Authority by the time of 

study. The study recruited a total of (421) respondents; 69.4% (292) males and 29.9% 

(126) females with 0.7% (3) not specifying their gender as indicated in figure 4.1. In total 

504 questionnaires were given out and 421 were collected back. The research achieved 

the overall response of 82.94%; that is 418 actual responses out of 504. This response 

rate was acceptable; Babbie (1995) recommends 52% response as being satisfactory for 

valid data analysis. 
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Figure 4.1: Distribution of Respondents according to genders 

 

The figure above shows the gender distribution. It was found that married male 

employees were 69.36%, 29.93% were female, while 0.71% did not specify their gender.  

The study concluded that there was gender disparity.  
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Figure 4.2: Age distribution 

According to the findings, those who were between 20-25 years were 5.46%, 25-

30 years were 11.88%, 31-35 years were  24.70%, 36-40 years were 20.90%, 41-45 years 

were 21.85% and above 46 years were 15.20%. The results showed that a significant 

number of the workforce at the Kenya Ports Authority were young families aged between 

31- 40. Most of those who were in this age bracket were young families who were faced 

with several responsibilities: raising children, taking care of their spouses and starting 

long term investments. According to Allen (2006), generativity is the stage in which one 
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begins to take a position in society and help in the development and perfection of the 

same 

 

Figure 4.3: Number of years worked at K.P.A 

From the bar-graph above, those who had worked at K.P.A from 1-5 years were 

15.27%, 6-10 years were 18.38%, 11-15 years were 18.85%, 16-20 years were 21.48% 

and above 21 years were 26.01%. The findings showed that those who had worked at 

K.P.A for more than 21 years were the majority. According to Schultz and Schultz 

(2009), these were people in their maturity stage involved in teaching and guiding the 

next generation. 
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Figure 4.4: Distribution of respondents’ level of education attained 

 

According to figure 4.4, results indicated that 5.23% employees had primary level 

education. Those who had attained university level education were 15.68%. Employees 

who had attained secondary level education were 15.68% while 50.10% had college level 

education. 
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Figure 4.5:  Distribution of respondent according to religious affiliation 

 

Among the respondents, 76.72% were Christians, 20.90% being Muslims and the 

remaining 2.38% were Buddhists. The findings revealed that majority of employees at 

K.P.A were Christians.  
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Figure 4.6: distribution of respondents according to their working departments 

 

The figure shows the distribution of workers according to departments. Findings 

indicated that the operation department had the majority of employees with 56.77%, 

technical were 17.58%, human resource were 9.50%, marine had 6.18%, finance 9.50% 

and legal had 0.4%. 
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Table 4.1:  Number of years worked 

 

 

  

 Covariate 

Number of years worked 
Chi 

square 

Test 0-5 6-10 11-15 16-20 

21& 

Above Total 

Gender 

  

  

Male 

40 57 56 56 81 290 

X
2
=6.093 13.80% 19.70% 19.30% 19.30% 27.90% 100.00% 

Female 

23 20 23 34 26 126 

df=4 18.30% 15.90% 18.30% 27.00% 20.60% 100.00% 

Total 

  

63 77 79 90 107 416 

p=0.192 15.10% 18.50% 19.00% 21.60% 25.70% 100.00% 

 

 

In the next sections of the results, the independent variable of interest was gender 

(male and female married employees). The respondents were 416 as two did not answer 

the questions. Chi square test was used to assess whether there were any statistical 

significant difference between gender and other dependent variables used in this study; p 

value was set at 0.05, the accepted error margin (type 1 error). According to table 4.1 

above, there was no s significant difference (p= 0.192) between gender and the number of 

years in employment. 

 

Table 4.2:  Age in years 

 

Covariate 

Age in years 

 

 

Chi 

Square 

test 20-25 26-30 31-35 36-40 41-45 

46 & 

above Total 

Gender 

  

  

Male 

15 33 68 60 65 51 292 

X
2
=6.04

3 

5.10

% 11.30% 23.30% 20.50% 22.30% 17.50% 

100.00

% 

Female 

8 16 36 28 27 11 126 

df=5 

6.30

% 12.70% 28.60% 22.20% 21.40% 8.70% 

100.00

% 

Total 

  

23 49 104 88 92 62 418 

p=0.302 

5.50

% 11.70% 24.90% 21.10% 22.00% 14.80% 

100.00

% 
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Table 4.2 indicates gender versus age in years. Those who were between 31-35 

years were the majority (23.30% male and 28.60% female). Those who were between  

36-40 were significantly many (20.50% male and 22.20% female). The research finding 

indicated that the overall majority of workers were people between 31-40 years. There 

was no significant statistical difference between gender and number of years worked.  

 

Table 4.3:  Level of education 

 

 Covariates 

Level of education Chi square 

test 

 

Primary 

level 

Secondary 

level College level university Total 

Gender 

  

  

Male 

19 93 135 45 292 

X
2
=9.431a 6.50% 31.80% 46.20% 15.40% 100.00% 

Female 

2 29 74 21 126 

df=3 1.60% 23.00% 58.70% 16.70% 100.00% 

Total 

  

21 122 209 66 418 

p=0.024 5.00% 29.20% 50.00% 15.80% 100.00% 

 

Table 4.3 indicates gender differences according to the level of education. There 

were more male with lower educational achievements. Respondents having primary level 

were 6.50%, secondary level were 31.80% male compared to primary (1.60%) and 

secondary (23.0% female). However, for middle level college education, there were more 

female at 58.70% compared to 46.20% male, giving a statistical significance difference 

of p=0.024. University graduates were 15.4% and 15.8% males and females respectively. 
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Table 4.4: Department versus Gender 

 Covariate Gender Chi Square test 

 Department Male Female Total 

 

X 
2
=17.75 

 

 

Operation  

  

168 71 239 

70.30% 29.70% 100.00% 

Technical  

  

52 21 73 

71.20% 28.80% 100.00% 

df= 5 

 

 

 

Human Resource  

  

25 13 38 

65.80% 34.20% 100.00% 

Marine  

  

25 1 26 

96.20% 3.80% 100.00% 

 

 

 

 

 

P=0.003 

 

Finance  

  

22 18 40 

55.00% 45.00% 100.00% 

Legal 

  

0 2 2 

0.00% 100.00% 100.00% 

 Total 

  

292 126 418 

69.90% 30.10% 100.00% 

 

 

According to table 4.4, majority of respondents were from operations department, 

males comprised 70.30%, females were 29.70%, p=0.003. There were 71.20% males and 

28.80% females in technical department. Results showed that there were 65.80% males 

and 34.20% females in human resource department.  Research also indicated that there 

were 96.20% males and 3.80% females in marine department. The reason behind this 

variance could be that most employees of this department were sailors and engineers; 

professions that were not common with females. According to Arnold et al. (2005), role 

conflict simply means conflicting job demands.  The employees will be divided to either 

devote themselves to family obligations or work issues. Role conflict reduces job 

satisfaction and increases anxiety levels (Arnold et al. 2005). 
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The number of males and females in finance department were almost equal: males 

55.0% and 45.0% females. There were two females (100.0%) in legal department. There 

was significant difference in regard to gender (p=0.003) 

 

Table 4.5: Department versus number of years worked 

 

 Covariate Number of years worked KPA staff 

 Chi 

Square 

test 

 Department 0-5 6-10 11-15 16-20 

21& 

Above Total 

 χ2
=41.516 

  

  

  

  

Operation  

  

30 47 46 40 74 237 

12.70% 19.80% 19.40% 16.90% 31.20% 100.00% 

Technical  

  

19 9 10 17 19 74 

25.70% 12.20% 13.50% 23.00% 25.70% 100.00% 

Human 

Resource  

  

5 7 7 13 8 40 

12.50% 17.50% 17.50% 32.50% 20.00% 100.00% 

  

  

 df=20 

  

Marine  

  

0 3 8 11 4 26 

0.00% 11.50% 30.80% 42.30% 15.40% 100.00% 

Finance  

  

10 11 7 8 4 40 

25.00% 27.50% 17.50% 20.00% 10.00% 100.00% 

  

  

  

 p=0.003 

  

Legal 

  

0 0 1 1 0 2 

0.00% 0.00% 50.00% 50.00% 0.00% 100.00% 

 Total 

  

64 77 79 90 109 419 

15.30% 18.40% 18.90% 21.50% 26.00% 100.00% 

 

 

Table 4.5 indicates distribution of employees according departments versus 

number of years worked.  The respondents were 419 as two did not answer the questions.  

In operations department, results indicated that those who had worked between 0-5 years 

were 12.70%, 6-10 years were19.80%, 11-15 years were 19.40%, 16-20 years were 

16.90% and above 21 years were 31.20%. According to table 4.5 above, in the technical 

department 25.70% had been in employment for between 0-5 years, 12.20%, between 6-

10 years; 13.50%, between 11-15 years; 23.0%, between 16-20 years and 25.70% had 
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been in employment for between 21 years and above. The findings showed that the 

number of employees who had worked for less than five years were high at 25.70%. To 

be employed by K.P.A, the criteria were that one should have basic training skills. In 

human resource department, 32.50% employees had worked between 16-20 years. 

Majority at 27.50% had university level of education. It came out strongly from finance 

department that few had worked for more than 16 years and above: 16-20 years were 

20.50% and 21 years and above were 10%.     

Table 4.6: Department versus Age 

Covariate Age in years 

Chi 

square 

test 

Department 20-25 26-30 31-35 36-40 41-45 

46 & 

above Total 
 

χ2 

=29.057 

 

 

 

Operation 

 

10 29 68 55 51 26 239 

4.20% 12.10% 28.50% 23.00% 21.30% 10.90% 100.00% 

Technical 

 

7 6 15 12 15 19 74 

9.50% 8.10% 20.30% 16.20% 20.30% 25.70% 100.00% 

Human 

Resource 

 

4 5 7 7 10 7 40 

df=25 

 

 

 

 

10.00% 12.50% 17.50% 17.50% 25.00% 17.50% 100.00% 

Marine 

 

1 2 3 6 7 7 26 

3.80% 7.70% 11.50% 23.10% 26.90% 26.90% 100.00% 

Finance 

 

1 8 10 7 9 5 40 

2.50% 20.00% 25.00% 17.50% 22.50% 12.50% 100.00% 

p=0.262 

 

 

Legal 

 

0 0 1 1 0 0 2 

0.00% 0.00% 50.00% 50.00% 0.00% 0.00% 100.00% 

Total 

 

23 50 104 88 92 64 421 

5.50% 11.90% 24.70% 20.90% 21.90% 15.20% 100.00% 

 

 

According to table 4.6 above, there was no significant statistical difference. There 

was an even distribution of ages versus departments. What could be noted was that legal 

officers were young; both of them were below 40 years. The p= value was 0.262. 
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Table 4.7: Department versus level of education 

 Covariate Level of education 

 Chi 

Square test 

 Department Primary level 

Secondary 

level 

College 

level University Total 

  

χ2
=36.513a 

  

  

  

Operation  

  

13 80 115 31 239 

5.40% 33.50% 48.10% 13.00% 100.00% 

Technical  

  

3 23 37 11 74 

4.10% 31.10% 50.00% 14.90% 100.00% 

Human 

Resource  

  

4 5 20 11 40 

  

  

 df=15 

  

10.00% 12.50% 50.00% 27.50% 100.00% 

Marine  

  

1 11 12 2 26 

3.80% 42.30% 46.20% 7.70% 100.00% 

Finance  

  

1 3 27 9 40 

  

  

 p=0.001 

  

  

  

2.50% 7.50% 67.50% 22.50% 100.00% 

Legal 

  

0 0 0 2 2 

0.00% 0.00% 0.00% 100.00% 100.00% 

 Total 

  

22 122 211 66 421 

5.20% 29.00% 50.10% 15.70% 100.00% 

 

 

Table 4.7 shows that majority of employees from operation and technical 

departments had primary and secondary levels of education. Those who had primary 

level of education were 5.40% and 4.10% had secondary level of education. Employees 

in operations and technical had skills acquired on job training. Job training and skills are 

relied upon by K.P.A employees. Human resource department had 50.0% college 

graduates, this explains the nature of their work; one is required to have a reasonable 

level of education. Both legal officers were university graduates. 

The next analysis addresses the objectives of the study among the recruited 

married respondents who were purposively selected using this criterion. The description 

compared the independent variable which is gender (married employees) versus working 

conditions, counseling needs of the employees and impact of social support. SSST 26
TH
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Working conditions of married employees 

In order to describe the working conditions of the employees, a number of issues 

were investigated. These included working in shifts, working environment, work load, 

payment systems, on-call duties, working hours and dependence care facilities. The 

findings are presented in table 4.8 to table 4.17 inclusive.  

 

Table 4.8: Work schedules 

 
  Workers have little control over work schedules Total 

  Strongly 

Agree 

Agree Neutral Disagree Strongly 

Disagree 

Gender Male 24 145 46 59 17 291 

8.2% 49.8% 15.8% 20.3% 5.8% 100.0% 

Female 16 52 19 31 8 126 

12.7% 41.3% 15.1% 24.6% 6.3% 100.0% 

Total 40 197 65 90 25 417 

9.6% 47.2% 15.6% 21.6% 6.0% 100.0% 

 

 

  The researcher investigated the working conditions of married employees of 

K.P.A. The findings in table 4.8 indicated that workers had little control over work 

schedules. The male respondents who strongly agreed were 8.20% and agreed were 

49.80%. Female respondents who strongly agreed were 12.70% and agreed were 41.30%.  
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Table 4.9: Shifts at work place 

 
  Working night shifts inconvenience families Total 

  Strongly Agree Agree Neutral Disagree Strongly 

Disagree 

Gender Male 125 97 30 29 11 292 

42.8% 33.2% 10.3% 9.9% 3.8% 100.0% 

Female 40 48 20 12 6 126 

31.7% 38.1% 15.9% 9.5% 4.8% 100.0% 

Total 165 145 50 41 17 418 

39.5% 34.7% 12.0% 9.8% 4.1% 100.0% 

 

Table 4.9 shows that 42.80% males strongly agreed that working night shifts 

inconvenience families, 33.20% agreed, 10.30% were neutral, 9.90% disagreed while 

3.80% strongly disagreed. It was also found out that 31.70% females strongly disagreed, 

38.10% agreed, 15.90% were neutral, 9.50% disagreed and 4.80% strongly disagreed. 

Table 4.10: Welfare of employees 

Covariates The welfare of employees at KPA is well catered for Total 

  Strongly Agree Agree Neutral Disagree Strongly 

Disagree 

Gender Male 25 135 55 58 19 292 

8.6% 46.2% 18.8% 19.9% 6.5% 100.0% 

Female 21 48 21 25 11 126 

16.7% 38.1% 16.7% 19.8% 8.7% 100.0% 

Total 46 183 76 83 30 418 

11.0% 43.8% 18.2% 19.9% 7.2% 100.0% 

 

 

From the findings, 8.60% males strongly agreed that the welfare of employees 

were well taken care of, 46.20% agreed, 18.80% were neutral, 19.90% disagreed while 

6.50% strongly disagreed. The researcher found out that 16.70%, females strongly 

agreed, 38.10% agreed, 16.70% were neutral, 19.80% disagreed and 8.70% strongly 

disagreed. 
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Table 4.11: Working environment 

 
Covariance 

Good working environment positively impacts on an 

employee at  work 

Total 

  
Strongly 

Agree 

Agree Neutral Disagree Strongly 

Disagree 

Gender Male 135 134 15 4 2 290 

46.6% 46.2% 5.2% 1.4% .7% 100.0% 

Female 68 46 6 4 1 125 

54.4% 36.8% 4.8% 3.2% .8% 100.0% 

Total 203 180 21 8 3 415 

48.9% 43.4% 5.1% 1.9% .7% 100.0% 

 

 

Table 4.11 shows that 46.60% males strongly agreed that good working 

environment positively impacts on the employees, 46.20% agreed, 5.20% were neutral, 

1.40% disagreed while 0.70% strongly disagreed. The females also responded following 

almost the same trend; 54.40% strongly agreed, 36.80% agreed, 4.80% were neutral, 

3.20% disagreed while 0.80% strongly disagreed. The rate of response indicated that 

having a good working environment encouraged employees towards good performance, 

productivity and stability. 
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Table 4.12: Work overload 

 
Covariates 

Working long hours interferes with married employees' 

free time 

Total 

  
Strongly 

Agree 

Agree Neutral Disagree Strongly 

Disagree 

Gender Male 89 129 34 27 13 292 

30.5% 44.2% 11.6% 9.2% 4.5% 100.0

% 

Female 33 51 19 18 5 126 

26.2% 40.5% 15.1% 14.3% 4.0% 100.0

% 

Total 122 180 53 45 18 418 

29.2% 43.1% 12.7% 10.8% 4.3% 100.0

% 

 

According to table 4.12, 30.50% male respondents strongly agreed that working 

long hours interfered with the married employees’ free time, 4.20% agreed, 11.60% were 

neutral, 9.20% disagreed while 4.50% strongly disagreed. The findings from females 

were: 26.20% strongly agreeing, 40.50% agreeing, 15.10% were neutral, 14.30% 

disagreed while 4.0% strongly disagreed. 

Table 4.13: Payment systems 

 
Covariates Payment systems at KPA encourage working without breaks Total 

  Strongly 

Agree 

Agree Neutral Disagree Strongly 

Disagree 

No 

response 

Gender Male 47 95 52 66 32 0.0% 292 

16.1% 32.5

% 

17.8% 22.6% 11.0% 0.0% 100.0% 

Female 16 46 16 35 12 1 126 

12.7% 36.5

% 

12.7% 27.8% 9.5% 0.8% 100.0% 

Total 63 141 68 101 44 1 418 

15.1% 33.7

% 

16.3% 24.2% 10.5% 0.2% 100.0% 

 

Table 4.13 shows how the payment system at K.P.A encouraged working without 

breaks. As indicated in the table, 16.10% males strongly agreed, 32.50% agreed, 7.80% 
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were neutral, 22.60% disagreed while 11.0% strongly disagreed. The females who 

strongly agreed were 12.70%, 36.50% agreed, neutral were 12.70%, 27.80% disagreed, 

9.50% strongly disagreed and 0.80% did not respond.  

Table 4.14: On - call duties 

 
Covariates Workers at KPA are subjected to on-call duties Total 

  Strongly Agree Agree Neutral Disagree Strongly 

Disagree 

Gender Male 13 135 61 63 19 291 

4.5% 46.4% 21.0% 21.6% 6.5% 100.0% 

Female 11 52 29 29 5 126 

8.7% 41.3% 23.0% 23.0% 4.0% 100.0% 

Total 24 187 90 92 24 417 

5.8% 44.8% 21.6% 22.1% 5.8% 100.0% 

 

Results revealed that 4.50% males strongly agreed that workers at K.P.A are 

subjected to on call duties, 46.40% agreed, 21.0% were neutral, 21.60% disagreed and 

6.50% strongly disagreed. It was also established that 8.70% females strongly agreed, 

41.30% agreed, 23.0% were neutral, 23.0% disagreed while 4.0% strongly disagreed. 

From the research findings, majority of males 50.90% were of strong opinion that 

workers at K.P.A were subjected to on-call duties.  

Table 4.15: Allocation of duties 

 
Covariates Workers enjoy doing  allocated work Total 

  Strongly Agree Agree Neutral Disagree Strongly 

Disagree 

Gender Male 34 106 67 64 21 292 

11.6% 36.3% 22.9% 21.9% 7.2% 100.0% 

Female 12 54 26 25 9 126 

9.5% 42.9% 20.6% 19.8% 7.1% 100.0% 

Total 46 160 93 89 30 418 

11.0% 38.3% 22.2% 21.3% 7.2% 100.0% 
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As indicated in table 4.15, 11.60% males strongly agreed that the workers enjoyed 

the work allocated to them, 36.30% agreed, 22.90% were neutral, 21.90% disagreed 

while 7.20% strongly disagreed. The findings also showed that 9.50% females strongly 

agreed, 42.90% agreed, 20.60% were neutral, 19.80% disagreed and 7.10% strongly 

disagreed.  

Table 4.16: Working hours 

 
Covariates 

The number of normal working hours favorable to married employees Total 

  
Strongly 

Agree 

Agree Neutral Disagree Strongly 

Disagree 

Gender Male 33 128 36 58 36 291 

11.3% 44.0% 12.4% 19.9% 12.4% 100.0% 

Female 22 56 17 20 11 126 

17.5% 44.4% 13.5% 15.9% 8.7% 100.0% 

Total 55 184 53 78 47 417 

13.2% 44.1% 12.7% 18.7% 11.3% 100.0% 

 

 

According to table 4.16, 11.30% males strongly agreed that the number of normal 

working hours was favorable to married employees, 44.0% agreed, 12.40% were neutral, 

19.90% disagreed while 12.40% strongly disagreed, 17.50% females strongly disagreed 

44.40% agreed, 13.50% were neutral, 15.90% disagreed, and 8.70% strongly disagreed as 

of the time of study. 
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Table 4.17: Care for dependents 

 
Covariates 

Having dependent care facilities motivate married employees to work Total 

  
Strongly 

Agree 

Agree Neutral Disagree Strongly 

Disagree 

Gender Male 70 174 34 9 5 292 

24.0% 59.6% 11.6% 3.1% 1.7% 100.0% 

Female 47 56 12 10 1 126 

37.3% 44.4% 9.5% 7.9% .8% 100.0% 

Total 117 230 46 19 6 418 

28.0% 55.0% 11.0% 4.5% 1.4% 100.0% 

 

 

According to table 4.17, 24.05% males strongly agreed that having care facilities 

for dependents motivated married employees to work. 59.60% agreed, 11.40% were 

neutral, 3.10% disagreed and 1.70% strongly disagreed. The females who strongly agreed 

were 37.30%, agreed were 44.40%, neutral 9.50% disagreed were 7.90% and strongly 

disagreed were 0.80%. 

Counseling needs of married employees 

The findings on counseling needs of the married employees of KPA are presented 

in the tables 4.18 through to table 4.25. 

Table 4.18: Domestic obligation and work 

 
Covariates Domestic obligation makes employees view employment as a burden Total 

  Strongly Agree Agree Neutral Disagree Strongly 

Disagree 

Gender Male 52 123 38 52 27 292 

17.8% 42.1% 13.0% 17.8% 9.2% 100.0% 

Female 9 48 18 29 22 126 

7.1% 38.1% 14.3% 23.0% 17.5% 100.0% 

Total 61 171 56 81 49 418 

14.6% 40.9% 13.4% 19.4% 11.7% 100.0% 

Daystar University Repository

Library Archives Copy



 

 80 

 

In line with the second objective where the researcher attempted to establish the 

counseling needs of married employees of K.P.A, 17.80% males strongly agreed, 42.10% 

agreed that domestic obligations made them view employment as a burden, compared to 

17.10% females who strongly agreed and 38.10% who agreed. The reverse was seen in 

strongly disagree.  

Table 4.19: Family stress in relation to work performance 

 
Covariates 

Family stress has negative impact on employees at the work place Total 

  Strongly 

Agree 

Agree Neutral Disagree Strongly 

Disagree 

Gender Male 100 142 21 19 10 292 

34.2% 48.6% 7.2% 6.5% 3.4% 100.0% 

Female 46 49 10 17 4 126 

36.5% 38.9% 7.9% 13.5% 3.2% 100.0% 

Total 146 191 31 36 14 418 

34.9% 45.7% 7.4% 8.6% 3.3% 100.0% 

 

 

The findings in table 4.19 show that 34.20% males strongly agreed that family 

stress had negative impact on employees at work and home, 48.60% agreed, 7.20% were 

neutral 6.50% disagreed while 3.40% strongly disagreed, 36.05% females strongly agreed 

38.90% agreed, 7.90% were neutral, 13.50% disagreed, while 3.20% strongly disagreed. 
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Table 4.20: Employees opening up 

 
Covariates 

Married employees should open up to each other at the work place to 

help them deal with stress 

Total 

  Strongly 

Agree 

Agree Neutral Disagree Strongly 

Disagree 

Gender Male 94 125 36 29 8 292 

32.2% 42.8

% 

12.3% 9.9% 2.7% 100.0% 

Female 39 60 5 14 8 126 

31.0% 47.6

% 

4.0% 11.1% 6.3% 100.0% 

Total 133 185 41 43 16 418 

31.8% 44.3

% 

9.8% 10.3% 3.8% 100.0% 

 

 

According to table 4.20, 32.0% males agreed that married employees should open 

up to one another at the place of work to help deal with stress, 42.80% agreed, 12.3% 

were neutral, 9.90% disagreed, and 2.70% strongly disagreed. It was also established that 

31.80% females strongly agreed, 47.60% agreed, 4.0% were neutral, 11.10% disagreed 

while 6.30% strongly disagreed.  

 

Table 4.21: Self management of burnout 

 
Covariates 

One of the ways of managing burnout is to reduce work load Total 

  Strongly Agree Agree Neutral Disagree Strongly 

Disagree 

Gender Male 44 146 41 41 20 292 

15.1% 50.0% 14.0% 14.0% 6.8% 100.0% 

Female 15 60 19 22 10 126 

11.9% 47.6% 15.1% 17.5% 7.9% 100.0% 

Total 59 206 60 63 30 418 

14.1% 49.3% 14.4% 15.1% 7.2% 100.0% 
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According to the findings in table 4.21, 15.10% males strongly agreed that one of 

the ways of managing burnout was to reduce workload, 50% agreed, 14.0% were neutral, 

14.0% disagreed, while 6.8 % strongly disagreed, 11.90% females strongly agreed, 

47.60% agreed, 15.10% were neutral, 17.50% disagreed  while 7.90% strongly disagreed. 

Table 4.22: Fatigue in association with lack of rest 

 
Covariates Being tired at work means one has limited off days Total 

  Strongly 

Agree 

Agree Neutral Disagree Strongly 

Disagree 

Gender Male 28 118 52 77 17 292 

9.6% 40.4% 17.8% 26.4% 5.8% 100.0% 

Female 8 45 21 42 10 126 

6.3% 35.7% 16.7% 33.3% 7.9% 100.0% 

Total 36 163 73 119 27 418 

8.6% 39.0% 17.5% 28.5% 6.5% 100.0% 

 

Table 4.22 shows that 9.60% males strongly agreed that being tired at work meant 

that one had limited off days, 40.40% agreed, 17.80% were neutral, 26.40% disagreed 

5.80% strongly disagreed, 6.30% female respondents strongly agreed, 35.70% agreed, 

16.70% were neutral 33.30% disagreed, while 7.90% strongly disagreed.  

Table 4.23: Irritabilities in relation to lack of free time 

 
Covariates Being irritable is related to lack of free time Total 

  Strongly Agree Agree Neutral Disagree Strongly 

Disagree 

Gender Male 38 121 54 63 16 292 

13.0% 41.4% 18.5% 21.6% 5.5% 100.0% 

Female 14 43 21 40 8 126 

11.1% 34.1% 16.7% 31.7% 6.3% 100.0% 

Total 52 164 75 103 24 418 

12.4% 39.2% 17.9% 24.6% 5.7% 100.0% 
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According to table 4.23, 13.0% male respondents strongly agreed that being 

irritable was related to lack of free time, 41.40% agreed, 18.50% were neutral, 21.60% 

disagreed and 5.50% strongly disagreed, 11.10% females strongly agreed, 34.10% 

agreed, 16.70% were neutral, 31.70% disagreed, while 6.30% strongly disagreed. 

Table 4.24: Domestic responsibilities 

 
Covariates Women have more domestic responsibilities than men Total 

  Strongly Agree Agree Neutral Disagree Strongly 

Disagree 

Gender Male 121 90 29 37 15 292 

41.4% 30.8% 9.9% 12.7% 5.1% 100.0% 

Female 62 42 12 5 5 126 

49.2% 33.3% 9.5% 4.0% 4.0% 100.0% 

Total 183 132 41 42 20 418 

43.8% 31.6% 9.8% 10.0% 4.8% 100.0% 

 

According to table 4.24, the findings point out that 41.40% male strongly agreed 

that women had more domestic responsibilities than men, 30.80% agreed, 9.90% were 

neutral, while 12.70% disagreed and  5.10% strongly disagreed. Findings indicate that 

49.20% females strongly agreed, 33.30% agreed, 39.50% were neutral, 4.0% disagreed, 

while 4.0% strongly disagreed.  

Table 4.25: Family conflicts 

Covariates Family disagreement affects married employees at the work place Total 

  Strongly 

Agree 

Agree Neutral Disagree Strongly 

Disagree 

Gender Male 95 141 25 19 12 292 

32.5% 48.3% 8.6% 6.5% 4.1% 100.0% 

Female 46 56 12 5 7 126 

36.5% 44.4% 9.5% 4.0% 5.6% 100.0% 

Total 141 197 37 24 19 418 

33.7% 47.1% 8.9% 5.7% 4.5% 100.0% 
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The results in table 4.25 showed that 35.50% males strongly agreed that family 

disagreements affected married employees at work, 48.30% agreed, 32.50% strongly 

agreed, 8.60% were neutral, 6.50% disagreed, while 4.10% strongly disagreed, 36.50% 

females strongly agreed, 44.40% agreed, 9.50% were neutral, 4.0% strongly disagreed 

and 5.60% strongly disagreed. 

The impact of social support on married employees 

The third objective of the study focused on the impact of social support on 

married employees at Kenya Ports Authority. Various issues were studied and the 

findings are presented in table 4.26 through to table 4.33.  

Table 4.26: Monthly income 

 
Covariates The more money workers earn, the more productive they become Total 

  Strongly 

Agree 

Agree Neutral Disagree Strongly 

Disagree 

Gender Male 67 127 43 45 10 292 

22.9% 43.5% 14.7% 15.4% 3.4% 100.0% 

Female 34 49 18 20 5 126 

27.0% 38.9% 14.3% 15.9% 4.0% 100.0% 

Total 101 176 61 65 15 418 

24.2% 42.1% 14.6% 15.6% 3.6% 100.0% 

 

The results contained in table 4.26 showed that 22.90% males strongly agreed that 

the more money one earned, the more productive one became, 43.50% agreed, 14.70% 

were neutral, 15.40% disagreed while 3.40% strongly disagreed. This research also 

established that 27.0% females strongly disagreed, 38.90% agreed, 14.30% were neutral. 

15.90% disagreed while 4.0% strongly disagreed. 
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Table 4.27: Work experience 

 
Covariates High pay depends on one's experience Total 

  Strongly 

Agree 

Agree Neutral Disagree Strongly 

Disagree 

Gender Male 21 105 49 84 33 292 

7.2% 36.0% 16.8% 28.8% 11.3% 100.0% 

Female 9 37 18 35 27 126 

7.1% 29.4% 14.3% 27.8% 21.4% 100.0% 

Total 30 142 67 119 60 418 

7.2% 34.0% 16.0% 28.5% 14.4% 100.0% 

 

From the findings in table 4.27, 7.20% male respondents strongly agreed that high 

pay depended on one’s experience, 36.0% agreed, 16.80% were neutral, 28.80% 

disagreed 11.30% strongly disagreed, 7.10% female respondents strongly agreed, 29.40% 

agreed, 14.30% were neutral, 28.75% disagreed and 21.40% strongly disagreed.  

Table 4.28: Skilled worker force 

 
Covariates Trained employees are highly paid Total 

  Strongly 

Agree 

Agree Neutral Disagree Strongly 

Disagree 

Gender Male 83 95 50 48 16 292 

28.4% 32.5% 17.1% 16.4% 5.5% 100.0% 

Female 16 38 19 29 24 126 

12.7% 30.2% 15.1% 23.0% 19.0% 100.0% 

Total 99 133 69 77 40 418 

23.7% 31.8% 16.5% 18.4% 9.6% 100.0% 

 

 

Table 4.28 shows that 28.40% male employees strongly agreed that trained 

employees were highly paid 32.50% agreed, 17.10% were neutral, 16.40% disagreed and 

5.50% strongly disagreed.  The findings also established different trends on the side of 

the female; 12.70% strongly agreed, 30.20% agreed, 15.10% were neutral, 23.0 disagreed 

while 19.0 strongly disagreed. 
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Table 4.29: Benefits and welfare services 

 
Covariates Men and women have equal benefits and welfare services at KPA Total 

  Strongly Agree Agree Neutral Disagree Strongly Disagree 
 

Gender Male 39 168 32 45 7 291 

13.4% 57.7% 11.0% 15.4% 2.4% 100.0% 

Female 20 58 19 24 3 124 

16.1% 46.8% 15.3% 19.4% 2.4% 100.0% 

Total 59 226 51 69 10 416 

14.2% 54.3% 12.3% 16.6% 2.4% 100.0% 

 

According to table 4.29, the results showed that 13.40% males strongly agreed 

that men and women had equal benefits and welfare services at K.P.A, 57.70% agreed, 

11.0% were neutral, 15.40% disagreed while 2.40% strongly disagreed. The results also 

established that 16.10% females strongly agreed, 46.80% agreed, 15.30% were neutral, 

19.40% disagreed, and 2.40% strongly disagreed. 

 

Table 4.30: Married females’ career development 

 
Covariates Married women at KPA have difficulties in developing their careers Total 

  Strongly 

Agree 

Agree Neutral Disagree Strongly 

Disagree 

Gender Male 11 78 57 119 26 291 

3.8% 26.8% 19.6% 40.9% 8.9% 100.0% 

Female 7 40 19 53 7 126 

5.6% 31.7% 15.1% 42.1% 5.6% 100.0% 

Total 18 118 76 172 33 417 

4.3% 28.3% 18.2% 41.2% 7.9% 100.0% 

 

The findings indicate that 3.80% males strongly agreed that married women had 

difficulty in developing their career, 26.80% agreed, 19.60% were neutral, 40.90% 

disagreed while 8.90% strongly disagreed.  The results also indicated that 5.60% females 
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strongly agreed, 31.70% agreed, 15.10% were neutral, 42.10% disagreed, and 5.60% 

strongly disagreed.  

Table 4.31: Social accomplishment 

 
Covariates Employees at KPA get training on financial investments Total 

  Strongly 

Agree 

Agree Neutral Disagree Strongly 

Disagree 

No 

response 

Gend

er 

Male 11 80 52 99 49 1 292 

3.8% 27.4% 17.8% 33.9% 16.8% .3% 100.0% 

Female 1 28 33 44 20 0 126 

.8% 22.2% 26.2% 34.9% 15.9% .0% 100.0% 

Total 12 108 85 143 69 1 418 

2.9% 25.8% 20.3% 34.2% 16.5% .2% 100.0% 

 

Table 4.31 shows that 3.80% males strongly agreed that employees of K.P.A 

received training on financial investments: 27.40% agreed, 17.80% were neutral, 33.90% 

disagreed, 16.80% strongly disagreed and 0.30% did not respond. The trend with the 

females was different: 0.80% strongly agreed, 22.20% agreed, 26.60% were neutral, 

34.90% disagreed, and 15.90% strongly disagreed.  

Table 4.32: Number of years worked versus pay increment 

 
Covariates The more yrs 1 works, the more he or she gets pay increment Total 

  Strongly Agree Agree Neutral Disagree Strongly 

Disagree 

Gender Male 58 151 25 44 14 292 

19.9% 51.7% 8.6% 15.1% 4.8% 100.0% 

Female 16 59 16 21 14 126 

12.7% 46.8% 12.7% 16.7% 11.1% 100.0% 

Total 74 210 41 65 28 418 

17.7% 50.2% 9.8% 15.6% 6.7% 100.0% 

 

In table 4.32, results indicated that 19.90% strongly agreed that the more years 

one worked, the more one got pay increment, 51.70% agreed, 8.60% were neutral, 
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15.10% disagreed, and 4.80% strongly disagreed. Females who strongly agreed were 

12.70%, those who agreed were 46.80% while 12.70% were neutral, 16.70% disagreed, 

and 11.10% strongly disagreed. 

Table 4.33: Financial incentives according to marital status 

 
Covariates Married employees at KPA have more benefits than unmarried in terms 

of allowances 

Total 

  Strongly 

Agree 

Agree Neutral Disagree Strongly 

Disagree 

Gender Male 18 71 32 112 58 291 

6.2% 24.4% 11.0% 38.5% 19.9% 100.0% 

Female 4 26 11 58 27 126 

3.2% 20.6% 8.7% 46.0% 21.4% 100.0% 

Total 22 97 43 170 85 417 

5.3% 23.3% 10.3% 40.8% 20.4% 100.0% 

 

 

In table 4.33, 6.20% males strongly agreed that married employees at K.P.A had 

more benefits than the unmarried in terms of allowances: 24.40% agreed, 11.10% were 

neutral, 38.50% disagreed, and 19.90% strongly disagreed. The females responded as 

follows: 3.20% strongly agreed, 20.60% agreed, 8.70% were neutral, 46.0% disagreed, 

and 21.40% strongly disagreed.  

Intervention measures against psychosocial factors affecting married employees 

In order to answer the fourth research question, the researcher investigated intervention 

measures which included working periods, leave allocations, off duty days and 

counseling at the work place among others. Tables 34 through to 40 display the findings. 
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Table 4.34: Working periods 

 
Covariates An employee should be given off every month Total 

  Strongly 

Agree 

Agree Neutral Disagree Strongly 

Disagree 

Gender Male 29 156 46 43 18 292 

9.9% 53.4% 15.8% 14.7% 6.2% 100.0% 

Female 9 56 25 26 10 126 

7.1% 44.4% 19.8% 20.6% 7.9% 100.0% 

Total 38 212 71 69 28 418 

9.1% 50.7% 17.0% 16.5% 6.7% 100.0% 

 

The fourth objective came up with intervention measures against psychosocial 

factors affecting married employees of Kenya Ports Authority. The results in table 4.34 

indicate that 9.90% male strongly agreed that an employee should be given off duty days 

every month, 53.40% agreed, 15.80% were neutral, 14.70% disagreed and 6.20% 

strongly disagreed. The results also showed that 7.10% females strongly agreed, 44.40% 

agreed, 19.80% were neutral, 20.60% disagreed while 7.90% strongly disagreed.  

Table 4.35: Leave allocations 

Covariates An employee on leave should not be called back to work on 

emergencies 

Total 

  Strongly 

Agree 

Agree Neutral Disagree Strongly 

Disagree 

Gender Male 29 101 43 84 35 292 

9.9% 34.6% 14.7% 28.8% 12.0% 100.0

% 

Female 18 41 21 37 9 126 

14.3% 32.5% 16.7% 29.4% 7.1% 100.0

% 

Total 47 142 64 121 44 418 

11.2% 34.0% 15.3% 28.9% 10.5% 100.0

% 
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Table 4.35 shows that 9.90% males strongly agreed that employees on leave 

should not be called back to work on emergencies, 34.60% agreed, 14.70% were neutral, 

28.80% disagreed while 12.0% strongly disagreed. Females also responded in almost 

similar way as 14.30% strongly agreed, 32.50% agreed, 16.70% were neutral 29.40% 

disagreed and 7.10% strongly disagreed. 

Table 4.36: Off duty days 

 
Covariates KPA values employees' off days Total 

  Strongly 

Agree 

Agree Neutral Disagree Strongly 

Disagree 

Gender Male 22 139 52 56 23 292 

7.5% 47.6% 17.8% 19.2% 7.9% 100.0% 

Female 13 56 20 26 10 125 

10.4% 44.8% 16.0% 20.8% 8.0% 100.0% 

Total 35 195 72 82 33 417 

8.4% 46.8% 17.3% 19.7% 7.9% 100.0% 

 

In table 4.36, findings reveal that 7.50% males strongly agreed that K.P.A values 

employees’ off days to which 47.60% agreed, 17.80% were neutral, 19.20% disagreed 

and 7.90% strongly disagreed. Females also had the opportunity to respond; 10.40% 

strongly agreed, 44.80% agreed 16.0% were neutral, 20.80% disagreed while 8.0% 

strongly disagreed.  

 

 

 

 

 

 

 

Daystar University Repository

Library Archives Copy



 

 91 

Table 4.37: Qualified workforce 

 
Covariates Qualified workforce knows how to manage stress Total 

  Strongly Agree Agree Neutral Disagree Strongly 

Disagree 

Gender Male 86 109 45 37 14 291 

29.6% 37.5% 15.5% 12.7% 4.8% 100.0% 

Female 37 47 20 17 5 126 

29.4% 37.3% 15.9% 13.5% 4.0% 100.0% 

Total 123 156 65 54 19 417 

29.5% 37.4% 15.6% 12.9% 4.6% 100.0% 

 

 

Table 4.37 shows that 29.60% males strongly agreed that qualified workforce 

knew how to manage stress, 37.50% agreed, 15.50% were neutral, 12.70% disagreed, and 

4.80% strongly disagreed. Females who strongly agreed were 29.40%, agreed were 

37.30%, those who were neutral were 15.90% disagreed were 13.50% while those who 

strongly disagreed were 4.0%. 

 

Table 4.38: Training reduces conflict 

 
Covariance Training reduces conflict at the place of work Total 

  Strongly 

Agree 

Agree Neutral Disagree Strongly 

Disagree 

Gender Male 89 149 25 20 8 291 

30.6% 51.2% 8.6% 6.9% 2.7% 100.0% 

Female 36 66 10 12 2 126 

28.6% 52.4% 7.9% 9.5% 1.6% 100.0% 

Total 125 215 35 32 10 417 

30.0% 51.6% 8.4% 7.7% 2.4% 100.0% 

 

According to table 4.38, 30.60% males strongly agreed that training reduced 

conflict at the work place, 51.20% agreed, 8.60% were neutral, 6.90% disagreed, while 

2.70% strongly disagreed. Females had the opportunity to respond as follows; 28.60% 
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strongly agreed, 52.40% agreed, 7.90% were neutral, 9.50% disagreed while 1.60% 

strongly disagreed. 

Table 4.39: Counseling at work places 

 
Covariance Organizations should employ counseling psychologists to help 

employees in their psychological and social issues 

Total 

  Strongly 

Agree 

Agree Neutral Disagree Strongly 

Disagree 

Gender Male 108 152 15 13 4 292 

37.0% 52.1% 5.1% 4.5% 1.4% 100.0% 

Female 50 60 10 1 5 126 

39.7% 47.6% 7.9% .8% 4.0% 100.0% 

Total 158 212 25 14 9 418 

37.8% 50.7% 6.0% 3.3% 2.2% 100.0% 

 

According to findings in table 4.39, 37.0% males strongly agreed that 

organizations should employ counseling psychologists to help the employees in their 

psychological and social issues, 52.10% agreed, 5.10% were neutral, 4.50% disagreed, 

while  1.40% strongly disagreed, 39.70% females strongly agreed, 47.60% agreed, 7.90% 

were neutral, 0.80% disagreed, and  4.0% strongly disagreed. 

Table 4.40: Specified job description 

 
Covariance A clear management structure reduces the level of stress when one is 

working 

Total 

  Strongly Agree Agree Neutral Disagree Strongly 

Disagree 

Gender Male 126 138 19 5 4 292 

43.2% 47.3% 6.5% 1.7% 1.4% 100.0% 

Female 48 59 7 10 2      126 

38.1% 46.8% 5.6% 7.9% 1.6% 100.0% 

Total 174 197 26 15 6      418 

41.6% 47.1% 6.2% 3.6% 1.4% 100.0% 
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Table 4.40 sheds light on how a clear management structure can help reduce the 

level of stress. According to the findings, 43.20% males strongly agreed, 47.30% agreed 

6.50% were neutral, 1.70% disagreed, while 1.40% strongly disagreed. The females also 

responded almost in the same pattern; 38.10% strongly agreed, 46.80% agreed, 5.60% 

were neutral, 7.90% disagreed, while 1.60% strongly disagreed. 

Summary 

This chapter has presented the findings on psychosocial factors affecting married 

employees of Kenya Ports Authority. It has also outlined the data collection process and 

the characteristics of the population. The analyzed data has been presented in form of 

figures and tables. The findings in this study met the pre-defined objectives; to 

investigate the working conditions, to establish the counseling needs, to investigate the 

impact of social support and to come up with intervention measures against psychosocial 

factors affecting married employees of Kenya Ports Authority. The following and final 

chapter goes on to give more detailed discussions on each of the research findings 

including summary of discussions, recommendations of the study and concussion.  
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CHAPTER FIVE 

DISCUSSION, CONCLUSION AND RECOMMENDATIONS 

Introduction 

The purpose of this study was to investigate the psychosocial factors affecting 

married employees at the Kenya Ports Authority, Mombasa County. This chapter 

presents discussions, conclusions, recommendations and a summary of the major findings 

of the study and further research proposed areas based on the findings of the current 

study. 

Socio- demographic distribution 

The study recruited married Kenya Ports Authority employees; 69.36% were 

males while 29.93% were females. The results showed that almost half of the married 

employees at Kenya Ports Authority between 31-40 years were 45.60%. Most of those 

who were in this age bracket were young families who were faced with several 

responsibilities: raising children, taking care of their spouses and starting long-term 

investments. The finding was significant because young families need stable foundation 

and good guidance in family matters and work related issues. According to Allen (2006), 

generativity is the stage in which one begins to take a position in society and help in the 

development and perfection of the same. The findings showed that those who had worked 

at K.P.A for more than 21 years were the majority. These were people who were in their 

maturity stage and were involved in teaching and guiding the next generation (Schultz & 
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Schultz, 2009). These findings indicated that K.P.A had a good system of taking and 

retaining her employees because majority had worked for more than 21 years. 

The study came up with the following key findings based on the objectives of the 

study and the reactions of the respondents. In the first objective of the study, the 

researcher wanted to investigate the working conditions of married employees at Kenya 

Ports Authority. The findings showed that the employees had little control over their 

work schedules. A total of 56.80% strongly agreed and agreed that they had limited 

opportunities in decision making. It was evident that married employees had challenges 

in controlling their work schedules. The fact that employees felt that they lacked control 

over their work schedules had a direct impact on their work. This indicated an 

undesirable working condition. According to Work info (2003), little opportunity in 

decision making and lack of control over speed and scheduling of work is one cause of 

stress at the work place. Lack of rest makes one to develop stress and other complications 

like fatigue. The results indicated that a good working environment encouraged 

employees and this resulted in good performance, productivity and stability 

The response of employees on the issue of night shift indicated that the condition 

was not conducive. A total of 74.2% (310) strongly agreed and agreed that working night 

shifts inconvenience families. Many employees today are required to work in shifts; some 

have to work at night. Studies have shown that shift work is a common occupational 

stress (Arnold et al., 2005). The findings confirmed that night shifts had negative impact 

on the family. According to Schafer (2002), lack of rest makes one develop physical 

complications. It is recommended that an adult sleeps for eight hours. It was evident that 
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night shifts interfered with employees’ sleeping hours. One is expected to create time for 

relaxation and have time with the family. Working night shifts normally means missing 

sleep (Chemiel, 2003). Married employees are therefore affected at work and at home. 

Working conditions of employees have a significant impact on their performance and 

stability.  

According to the findings in figure 4.12, an overwhelming majority (302) strongly 

agreed and agreed that working long hours interfered with married employees’ free time. 

A total of 72.30% married employees noted that working long hours interfered with their 

free time. This finding was not isolated. According to Shafer (2002), one should create 

free time for relaxation, playing with children, having time with spouse and making a 

social phone call to say hallo. This finding is also supported by Robbins and Judge 

(2009), who found that demand to work long hours leads to stress. The level of stress can 

be reduced when families and friends have time together. 

According to the findings in table 4.17, an overwhelming majority, 83% of 

employees appreciated having dependent care facilities. According to Schultz and 

Schultz (2006), most senior employees have a responsibility of caring for the aged 

parents and guardians. Schultz and Schultz (2006) further suggested that facilities like 

on-site schools for the young children of employees will help in motivating the 

workforce. There is a considerable financial and emotional strain in trying to balance, 

family and the work obligations. 

The second objective focused on the counselling needs of the married employees.                           

The results of this study according to table 4.19 found that family stress had a negative 
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impact in the life of employees. According to the findings, 80.6% employees strongly 

agreed and agreed that stress negatively affected the employees. According to Robbins 

and Judge (2009), most of the family stresses are caused by personal factors, namely 

family issues, financial problems and personality differences. Stress from family 

transferred to the place of work is bound to affect job performance. The study confirmed 

that family stress had negative impact on employees at the work place. Baker (2007) also 

identifies factors that cause family stress as scapegoat, parental, children and role 

performance problem. According to Blonna (2007), stresses associated with cohabitation 

are similar to those experienced by married individuals. Family stress revolves around 

four key issues, unrealistic expectations, communication problems, money and sex.  

Baker (2007) concurs with Nichols Schwartz (2006), by explaining that communication 

problems exist in many families coming for therapy. They assert that a therapist should 

take note of the verbal and non verbal communications of the families that come for 

therapy. 

The study indicates according to figure 4.21 that reducing workload helped in the 

management of burnout as 63.90% employees strongly agreed and agreed that one of the 

ways of reducing burnout was reduced workload. According to research that was 

conducted by Coon (2006), reducing workload had a positive impact on employees as the 

rate of burnout would be reduced. Coon emphasises that it is important for people to have 

control over their jobs to enable them handle professional burnout.                                                                

 According to table 4.24, majority of male and female agreed and strongly 

agreed that females had more domestic responsibilities. A total of 72.2% males strongly 

agreed and agreed that females had more responsibilities than males while 82.5% females 
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agreed and strongly agreed. This could be attributed to the socio-cultural orientation of 

Africans where it is believed that women should basically be concerned with domestic 

duties while males are concerned with the external affairs of the home. In psychological 

sense, women are able to multi-task and still be stable. Emotionally, women are more 

concerned and sympathetic and would go an extra mile to help even if they are 

overworking themselves. This finding was not an isolated one but Arnold et al. (2005) 

also point out that women could easily multitask and are more flexible thus they do better 

when faced with stressors. According to Steers and Black (1994), employees’ personality 

plays a pivotal role in shaping the workforce and working environment. Barnett and Shen 

(1997) also found out that when a woman and her male counterpart are in employment, it 

is the woman who does most of the house work including child caring if this applies to 

them. Pressing family responsibilities are left to women. 

Based on the third objective; the impact of social support on married employees, 

the results according to table 4.26 indicate that an employee who was highly paid was 

motivated and encouraged thus becoming productive. The study established that 65.9% 

strongly agreed and agreed that the more money workers earn, the more productive they 

become. This finding agrees with Portyeous (1997) that motivation always overlaps with 

satisfaction. This study indicated that employees will be motivated to work hard because 

they have adequate social support.  

 The findings according to table 4.30 reveal that female married employees at 

K.P.A had limited access and opportunity in developing their careers. A total 136 

strongly agreed and agreed that women at K.P.A had difficulty in developing their 
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careers. Torrington et al. (2008), state that organizations need to be flexible by allowing 

employees to develop their career. According to Mathis and Jackson (2009), women are 

found in almost all occupations and jobs, but their careers may have a different element 

than those of men. Women give birth and in most societies they are primarily responsible 

for taking care of their children. The effect is that the woman’s career is interrupted for 

childbirth. 

Pertinent issues were discovered in line with the fourth objective where the 

respondents came up with intervention measures against psychosocial factors affecting 

the employees.  The results according to table 4.34 indicated that having off days could 

help in reducing the rate of stress and would eventually have a positive impact on the life 

of an employee at home and work. Total of (250) respondents strongly agreed and agreed 

that employees should be given off days every month.The results indicated that 

employees valued their off days. This finding concurs with Robbins and Judge (2009), 

who noted that the demand to work long hours leads to stress. It was important for 

employees to be given off days at least once a month to mitigate against the stress caused 

by long working hours.  

Majority of the respondents, 66.90% according to table 4.37 agreed that qualified 

workforce knew how to manage stress. This research finding concurs with Fieldman 

(2005) who found out that managing stress at work could also involve wise personnel 

selection and placement. Steers and Black (1994) state that stress at work can be 

managed through skills, training, redesigning the job to fit the employees. According to 

Porteous (1997), having a positive attitude and being optimistic helps reduce stress. 

Daystar University Repository

Library Archives Copy



 

 100 

Blonna (2007) suggests that one should have values and purposeful living in order to 

manage stress. 

The need to employ counseling psychologists was so evident according to how 

K.P.A married employees responded. An overwhelming majority of 88.5% were of 

strong opinion that organizations should employ counseling psychologists to help 

employees in their psychosocial and psychological issues.  According to Coon (2006), 

better social systems at the workplace help reduce stressors. Almont (2010), also supports 

the idea of counseling employees. He says that stress and burnout management programs 

can help reduce the severity of burnout. Not only that, many organizations set up 

employment assistant programs (EAPS). 

 It was evident from the respondents according to table 4.40 that having a clear 

management structure in an organization would reduce the level of stress at the place of 

work. A total of 88.7% strongly agreed and agreed that clear management structure 

reduces the level of stress when one is working. One of the indicators of clear 

management structure is having a forum of communication as suggested by Greenberg 

and Baron (2008).Employees would be able to air their views hence reduce level of stress 

at the work-place. From the findings, K.P.A employees indicated that a clear 

management structure reduces the level of stress. On several occasions workers were 

stressed because they did not know how to go about the challenges they are facing. They 

might not even know who to report to for effective attention. 
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Recommendations for Policy 

It is clear that some issues with the working conditions of employees may look 

minor but have significant effects on employees at work and home. In order to handle the 

psychosocial factors affecting married employees, the following recommendations have 

been suggested for policy: 

i. Kenya Ports Authority should make meaningful strategies to improve working 

environment and structure leave and off days to ensure the comfort levels of their 

employees are sustained at an acceptable level so as to achieve the most out of 

them.                                                              

ii. It is necessary for K.P.A to have a regular schedule for the training of employees 

on specific issues that cause conflict in the work place such as balancing work and 

family and job and social related issues. This may vary from organization to 

organization. 

iii. It is also recommended that due to increased pressures of life, there is 

considerable need to ensure the provision of counselling services to all employees 

of an organization. Kenya Ports Authority should conduct periodic bio-

psychosocial assessment on the current employees 

iv. Married women at K.P.A and more so those having babies should be allowed to 

choose either to go for night shifts or not to enable them take care of their 

families.  

v. It is becoming increasingly important that employers provide dependent care 

facilities at the work place. The Kenya Ports Authority and by extension 

organizations with similar characteristics in this regard should ensure  married 
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employees have access to acceptable  dependent facilities in order to enhance 

improved work performance. 

Recommendations for further Research 

i. The current study was limited to married employees of the Kenya Ports Authority, 

Mombasa. It is recommended that a comparative study be done to establish any 

possible differences with regard to the working conditions and psychosocial 

factors affecting married employees and unmarried employees at Kenya Ports 

Authority. 

ii. A similar study should also be done in a different organization to corroborate the 

findings of the current study.                                                               

iii. A study should be done with a narrower scope to focus on a particular aspect of 

the psychosocial factors so as to get in depth-information on the effect of such on 

married employees of the Kenya Ports Authority and other similar organizations.  

iv. A further research should be done on young couples; 31-40 years as they 

comprise the majority of the workforce at K.P.A. This will help determine how 

best they can be handled as they have unique needs as compared to other 

employees. 

v. There should be further research to establish the impact of training employees on 

personal financial management. 

vi. Research should be done to establish why some departments have significantly 

fewer females than males and what can be done to bridge the variance. This will 

create awareness to the employing agencies and concerned families.  
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vii. Finally, it is recommended that a study be carried out investigating the impact of 

psychosocial factors on the productivity of the employees of the Kenya Ports 

Authority 

Conclusions 

Based on the findings presented in the foregoing section, study concludes that 

there are various aspects of the working conditions of employees of the Kenya Ports 

Authority which are unfavourable to the married employees. The major aspects the study 

found were long working hours, lack of breaks, night shifts and interference with 

employees’ free time and off duty days. It was concluded that due to unpredictable work 

schedules the employees were unable to plan their family times thereby undergoing 

considerable stress leading to unstable families and reduced work morale. 

Due to the presence of various psychosocial effects at the work-place and at 

home, the employees had serious counselling needs with regard to coping with the work 

loads, handling interference with their free time, training on job to do with hierarchical 

conflicts and general financial management. The findings also led to the conclusion that 

the psychosocial factors affecting the employees include: family and work relations, 

abuse of alcohol, stress related issues burnout and financial management, demanding 

work schedule and disagreements at home and at work. 

Regarding the intervention measures, the following have been proposed based on 

the findings of the study: training on financial management and values that enhance good 

family and work relations, provision of counselling services to help employees cope with 

various stressing issues, introduction of compulsory off duty days, clear management 
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structures, improved communication and openness to each other and the establishment of 

dependent care facilities. 
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Appendices 

Appendix (i).Informed consent form   for in- depth interviewees, focus group discussion 

and respondents using questionnaire. (PART ONE) 

  I am a final year Master of Arts Counseling Psychology student at Daystar 

University Mombasa Campus. I am conducting a research on ‘An investigation of 

psychosocial factors affecting married employees at the Kenya Ports Authority’ 

Mombasa. 

  I am humbly requesting for your voluntary participation in this research study. 

In- depth interview shall take about half an hour, focus group discussion about one hour 

while filling the questionnaires should take two days. Your participation is likely to help 

in finding interventions against the challenges married employees face at work and home. 

Any information given will be treated with utmost confidentiality and will be used for 

academic purposes only.    

              Thanks in advance for your cooperation,    

              Faithfully,                                                                                                                                                                                                                                                                      

             Julius Nudi. 

PART TWO: TO BE FILLED BY THE PARTICICPANT 

           I have been invited to participate in the research about psychosocial factors 

affecting married employees at the Kenya Ports Authority, i have read the information or 

it has been read to me and understood.  

          I therefore consent voluntarily to be a participant in this study.  

Signature of the participant: ____________________    Date: _________________ 
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Appendix (ii) Research request letter 

 

                                                                                       JULIUS OKOTH NUDI 

                                                                                       DAYSTAR UNIVERSITY 

                                                                                       PO BOX 99483-80107 

                                                                                       MOMBASA 

                                                                                       13
TH

 APRIL 2011 

                                                                                       CELL: 0724 160 255 

                                                                                       Email: prjuliverah@yahoo.com 

 

THE MANAGING DIRECTOR 

KENYA PORTS AUTHORITY 

PO BOX 95009-80104 

MOMBASA 

 

Dear Sir, 

 

RE: THESIS WRITING 

 

In reference to the above, I humbly request that you allow me to do research in 

your institution as from 14
th

 April 2011. I am A Master of Arts Counseling Psychology 

student at Daystar University, Mombasa. I am about to complete my course work for two 

year program and is required to write a thesis as part of my final requirements. My 

proposed research topic is ‘AN INVESTIGATION OF PSYCHOSOCIAL FACTORS 

AFFECTING MARRIED EMPLOYEES OF KENYA PORTS AUTHORITY, 

MOMBASA. 

I believe the research finding will benefit your institution, other corporate bodies 

and individuals. 

I therefore look forward to your favorable consideration. 

Sincerely 

Julius OkothNudi 
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Appendix (iii) Research acceptance letter 
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Appendix (iv) Questionnaire to KPA married employees                                                                         

Instructions 

Please respond to the questions honestly by ticking (√) the boxes and writing your 

opinion where applicable. Please do not write your name. Your cooperation is highly 

appreciated.                                                                                                                                                                                                                                  

General information 

1.  Gender.                                         Male                                Female 

2.  The number of years you have worked with K.P.A                                                                                                                                                                                               

                        1-5               6-10                   11-15               16-20                 21 & above 

3. Age: (years) 

                         20-25  26-30  31-35  36-40  41-45 

             46 and above 

4. Level of education 

             Primary Level      Secondary Level               College Level 

            University Level           

 

5. Religious affiliation  

 

                        Muslim         Christian               Buddhist  

                        Atheist                          Any other------------------------ 

 

Please indicate with a tick the degree to which you agree or disagree with the following 

statements that apply to work – family experience. 

Daystar University Repository

Library Archives Copy



 

 116 

SA – Strongly Agree  A- Agree  N- Neutral 

D- Disagree   SD- Strongly Disagree  

1. Domestic obligation makes workers to view employment as a burden. 

              SA                  A           N           D                 SD 

 

2. Workers have little control over their work schedules 

            SA                A                     N                      D                      SD 

 

3. Working night shifts inconveniences families. 

          SA                A                        N                       D                  SD 

 

4. Payment systems at KPA encourage working without breaks 

            SA                   A                     N                  D                      SD 

 

5. Workers at KPA are subjected to on-call work 

             SA                     A                     N                        D                    SD     

 

6. Workers enjoy doing the work they are allocated. 

             SA               A                      N                     D                        SD 

 

7. Fatigue increases accidents at work. 

              SA                   A                  N                     D                           SD 
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 8. Married employees should open up to each other at the work place to help them deal 

with stress. 

           SA                     A                   N                         D                           SD 

 

  9. Having child and dependent care facilities will motivate married employees to work. 

          SA                      A                     N                        D                           SD 

 

10.  The number of normal working hours at KPA is favorable to married employees 

             SA                   A                     N                        D                            SD 

 

11. The welfare of employees at KPA is well catered for. 

            SA                   A                       N                      D                        SD 

 

12. Men and women have equal benefits and welfare services at KPA 

              SA                     A                     N                          D                       SD 

 

13. Women have more domestic responsibilities than men.     

          SA                   A                     N                        D                        SD    

 

14. Family disagreement affects married employees at the work place. 

            SA                   A                          N                D                     SD 

15. The more money workers earn, the more productive they become. 

            SA                      A                      N                          D                      SD 
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16. High pay depends on one’s experience 

          SA                      A                     N                       D                     SD 

 

17. Trained employees are highly paid. 

        SA                      A                  N                         D                     SD 

 

18. Married women at KPA have difficulties in developing their careers  

         SA                      A                  N                      D                         SD 

 

19. Employees at KPA get training on financial investments  

         SA                      A                     N                     D                     SD 

 

20. The more years one works, the more he or she gets pay increment 

           SA                     A                       N                  D                     SD 

 

21. Married employees at KPA have more benefits than unmarried in terms of 

allowances. 

            SA                    A                       N                          D                 SD 

 

22. An employee should be given off every month                                                 

             SA                      A                     N                          D                     SD 

 

 

Daystar University Repository

Library Archives Copy



 

 119 

23. Working long hours interferes with married employees’ free time. 

         SA                  A                       N                       D                         SD 

 

24. An employee on leave should not be called back to work on emergencies 

      SA                  A                     N                         D                          SD 

 

25. KPA value employees’ off days. 

 SA                    A                        N                   D                       SD 

 

26. Being tired at work means one has limited off days. 

     SA                      A                      N                     D                     SD 

 

 28. Being irritable is related to lack of free time. 

        SA                  A                        N                     D               SD 

 

29. One of the ways of managing burnout is to reduce work load. 

        SA                A                  N                      D                        SD 

 

30. Qualified workforce knows how to manage stress.  

          SA                A                     N                     D                       SD 

31. Family stress has negative impact on employees at the work place. 

          SA                   A                  N                       D                     SD 
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33. Trust, social integrity and openness in the work place reduces conflict at    

      home. 

              SA                   A                   N                           D                 SD 

 

34. Training reduces conflict at the place of work. 

       SA                 A                     N                           D                 SD 

 

35. Organizations should employ counseling psychologists to help employees in their                                                      

       psychological and social disorders. 

 

      SA                    A                         N                    D                       SD 

 

36. A clear management structure reduces the level of stress when one is working. 

         SA                      A                         N                        D                  SD 

 

37. Good working environment positively impacts on an employee at the place of work. 

              SA                    A                    N                              D                   SD 

 

38 Please give a general comment on the factors affecting married employees at the 

Kenya Ports Authority. 

________________________________________________________________________

________________________________________________________________________

________________________________________________________________________
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________________________________________________________________________

________________________________________________________________________

________________________________________________________________________

________________________________________________________________________

________________________________________________________________________

________________________________________________________________________

________________________________________________________________________

________________________________________________________________________

________________________________________________________________________

________________________________________________________________________

________________________________________________________________________

________________________________________________________________________

________________________________________________________________________ 
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Appendix (v) General comments on factors affecting married employees 

 

Please give a general comment on the factors affecting married employees at the Kenya 

Ports Authority 

 

Brief comments of respondents 

A psychologist should be employed by the authority to help in counseling married 

employees who undergo psychological and social problem  

 1 

Absolutely there are two major aspects distressing them 1 

Alcoholism affects majority of KPA employees.  More recreational activities should be in 

place for e.g. sport and so on to keep workers fit for day – day work 1 

All the workers should be attended equally without any discrimination at all cost 1 

Animosity should be dealt with special care for good work performance and also to reduce 

accidents at work places 1 

Any factor affecting negatively married/unmarried employees need to be addressed by 

employers for a productive and stress free work force 1 

As much as I agree that the family stress do cause low output and morale at workplace, 

this should not be taken to mean that they are the only factors that make married 

employees unproductive.  There are other factors such as (studies; evening classes) 1 

Company to look the factors that affect people. Experienced people are also required to 

work with new machine 1 

Departmental heads should encourage dialogue to reduce tension, strikes and 

disagreements with authorities, times are hard, thus workers should be paid well to avoid 

stress, especially young families 1 

Disagreement between couples about what shifts their spouses should attend if their 

department allow round up of shifts 1 

Disagreement over which shift one need to work,  1 

Domestic conflicts with the partner affects the victims thus results to lower productivity at 

work place  1 

Due to economic difficulties, financial factor is the main thing  affects employees who are 

married,  1 

Due to long working hours makes one become very tired and thus affect the performance 

and that makes war of words in such that husband has no time to spend with his wife 1 

Education, most of the employees in the management category are finding it hard to give 

their children quality education due to financial constraints, low morale standards, but 

with the aid awareness campaign, we are moving somewhere 1 

Employed staff of KPA enjoy a good relation of marriage because KPA takes care of the 

family,  1 

Employees  appraisals should entirely be pegged on good performance shown by the 

workers, relatively there should be team building activities to promote coordination at 

work 1 

Employees are affected by long shift working arrangement which limit their time with 

their families.  Financial factor is another problem affecting married employees 1 

Night shifts affect employees 1 
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Employees need pay rise, and other allowances 1 

Employees want good working conditions and machines that are friendly and not harmful. 

They also want pay rise and their welfare well attended for 1 

Employees who are married are affected financially due to income difficulties and also the 

families 1 

Employees wish to have good salaries and working conditions. Their welfare are also 

important to be looked upon 1 

Environmental working assignments and financial factor are the ones affecting employees 

who are married 1 

Factors affecting employees who are married are many but financial and matters of life 

are the major ones 1 

Factors affecting married employees at KPA are not unique, like any other organization 

they are affected the same way 1 

Factors like working on night shift for married employees affect their marriages.  

Promotions based on qualifications without experience highly affect all employees.  This 

issue should be revisited by the management concerned   1 

Fatigue – especially when they are caught in between work and family matters ; Stress – 

having sleepless nights especially when with small children; time – they have to set aside 

time for themselves family and studies  1 

Finance and time management 1 

Financial Constrains is the main factor for that affects married employee 1 

Financial constraints, salaries are so committed on loans for school fees, college fees, 

university fees, mortgage, car loans, hospital bills etc whatever is left to plan for the 

month is little 1 

Financial factor affect employees married both due to little money or the opposite. Those 

who get little money do not satisfy their families and those who get more money get into 

too much work hence forgetting their families. 1 

Financial factor is the main issue that affects married employees at KPA, especially low 

class, however, i salute KPA for taking good care for employees families medically 1 

Financial factors; time factor 1 

Financial obligation due to continuously seeking loans to service school fees, transport 

and other amenities, conflicts in domestic fronts failed marriages and so on  1 

Financial obligations, limited off days 1 

Financial problem. Assume that somebody has a big family and he/she is earning  small 

amount of money  which cannot cater for the needs of the family e.g. school fees and 

domestic issues 1 

financial social obligation 1 

For an employee to be more productive at place of work, he or she must be comfortable at 

the place of work and at home, the relationship must be good at home and at the place of 

work 1 

For married employees to perform, they need to have good health and strong relationships 

back at home. Lack of  this reduces their moods and hence their contributions at work  1 

For those working on operational and technical areas, it affects them greatly because they 

have to work extra hours or even on their rest days, therefore they do  not have time for 

their family causing stress and fatigue 1 
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Gender business in term of domestic responsibilities 1 

Generally all is good 1 

General dependants including your extended family have affected majority of KPA 

workers.  This is because the income of every employee cannot meet other interest 1 

General factors affecting married employees at KPA is long working hours for those on 

shifts 1 

General factors affecting married employees at KPA is maternity leave and paternity leave 

most employees do not understand the logic behind it; promotions; training opportunities; 

counseling; stigmatization in one grade 1 

Generally employees will especially go to place of work and social place  1 

Generally married employees get along well so long as they are faithful to each other.  

However, working arrangement at the Authority sometimes is an issue because of the long 

working hours 1 

Generally married couples get on well – because of working arrangements very few 

families have time together 1 

Generally not so much to talk about but all is well apart from financial  1 

Generally,  long shifts in some sections affects employees who are married 1 

Good condition and proper planning and caring employees 1 

Good working environment is easy to work in as it improves the morale of workers.  All 

the employees must respect others; this will help to reduce the amount of stress at work 

place and at home. 1 

He or she ends up losing their spouses 1 

He or she may end up losing spouses 1 

Highly educated people are easy to work with and to cope with the stress they encounter 

so the company should be aware of the people to employ 1 

I do not see any factor that can effect married employees because the administration take 

good care of our family on the side of medical attention 1 

I hope that KPA employees the coming year the salary will be increased to very high 

percent 1 

I wish to state that KPA has very clear lines of procedures regarding most issues affecting 

staff, training promotions, transfers, etc all these are governed by the KPA’s staff and 

regulation procedures existing under the KPA’s administration.  All 1 

In terms of payment – when a woman earns more than her husband, it happened that lady 

develops the habit of ignorance because of the high payment  she gets  as compared  to 

him which leads to family problems; Sometimes one of the spouses engage 

himself/herself 1 

Income of every employee cannot cater for their basic needs i.e. shelter, clothing food due 

to extended family; working on shifts 1 

Infidelity, lack of trust among couples especially when employee husbands persistently 

comment on female workmates in presence of their wives, high rates of divorce cases due 

to ladies try to compare them with male workmates at home 1 

Insufficient funds to educate the children, divorce on higher rate, too much debts from 

lending institutions 1 

It depends on one she or he for their life personality 1 

Daystar University Repository

Library Archives Copy



 

 125 

It is a good idea that can be made better though financial improvements at working 

conditions.  So as to maximize productivity and personnel (staff) satisfaction 1 

it is positive to know that all you need at the workplace is to create good relationship with 

the employees to perform even better by being honest to them in upgrading current job 

status hakuna ufisadi kupata post 1 

It is their secret because can’t ask them, no 1 

KPA employees should be well trained on their areas of specialization because of the 

heavy and big machine being work with can cause serious harm and can cause death the 

employees.  Protective measures should also be provided and observed to reduce risk 1 

KPA has structures that enhance transparency and employees know the procedures to 

follow when there is any dispute or dissatisfaction 1 

KPA married employees (women) are not open to their spouses for you will see an 

employee you know is married but several records all indicates that she in single   1 

KPA should increase the allowance of crane operators and drivers 1 

Lack of adequate time with their families. KPA employees work for eight hours daily for 

the organization.  They leave their women early and get there late  1 

Lack of enough finance to look for their children; commitments as are has no enough time 

to spend with his family; stress from both work place and his family 1 

Lack of enough time for their families; Much stress as their partners involve into much 

debts in faking loans financially 1 

Lack of free time with their families hence domestic problems arise in their homes  1 

Mismanagement of salaries ; female employees earn more than their spouses hence 

friction in families ; men in the authority are not responsible that is they do not support 

their families; most married men have affairs out of their marriages 1 

Lack of social places where alcohol is not sold, the few that are there are turned into 

members clubs where they go mostly to drink alcohol, alcohol is not good for all because 

finally it leads to satanic activities 1 

Lack of transparency at home in terms of late arrival at home after work.  Your parents 

should be okay with you even when you arrive late because you could have extended your 

working hours 1 

Lack of trust and openness, borrowing too much loans affects the families due to heavy 

deductions affecting the pay, having unknown relationships-mpango wa kando 1 

Lack of trust between couple for married employees in KPA can cause problems due to 

working hours and financially 1 

Leads to frustrations which impairs progressive development of families since employees 

are caught up in a continuum of financial debts  1 

Life is difficult and workers need to be paid well e.g. increase commuter allowances, 

leave and overtime allowances 1 

Long working hours and night shifts 1 

Low pay rates which leads to employees seeking to work extra hours in order to meet 

basic needs thus unable to be home most of the time with their families, lack of 

motivation, thus low morale at work place 1 

Low salaries payment for union members, working night shifts, contracts should be 

changed to performance, family medical kitty should be increased, tribalism should be 

eradicated at work place, respect to all employees, yes 1 
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Machines should be improved and modernized 1 

Majority of workers need bonus to boast their income. They also need safe and increased 

benefits in order to be motivated 1 

Married and unmarried employees get same while allocating duties 1 

Married couples at KPA are affected by many factors but generally they are doing well 

those that know 1 

Married couples especially women tend to have low output in relation to men.  Un 

married employees without Kiosk tend to be more productive because they are not 

attached to anything and can offer most of their time and energy  1 

Married employee especially women are more stressed because since there is conflict,  

they want to have sharing 1 

Married employees should  work to avoid stress and should be given off  duty to  do their 

work  and rest with their family and avoid some domestic home affairs problems 1 

Married employees are affected by the working arrangements because of limited time with 

their families 1 

Married employees are subjected to working for long duration of time without being 

considered for promotion, also the unprivileged employee are paid very little to cater for 

their families creating stress, a yes, b yes, c no, d no 1 

Married employees at Kenya ports authority, majority engage themselves taking alcohol 

thus resulting in breakages in marriages 1 

Married employees at KPA are well organized  1 

Married employees at the Kenya ports authority have no time to attend to family social 

matters except during burial activities  1 

Married employees, due to the burden of high cost of living should avoid family stress at 

work places and be honest with each other by being transparent, maintaining trust, social 

integrity and openness at work places 1 

Married employees get settled and reduce stress of here and there.  Married employees 

know how to control the budget and may work properly without thinking about so many 

things 1 

Married employees in KPA have very limited time with their families 1 

Married employees of KPA work normally as others there is nothing serious affecting 

their routine work, what i think KPA is a good employer and workers enjoy working in 

KPA as an organization 1 

married employees should be faithful because family welfare is well attended to by Kenya 

ports authority 1 

Married employees should be given enough time to have fun with their family members  

in order to reduce family conflicts  1 

Married employees should be given special consideration when they have issues affecting 

their families such as sick children so that they are able to continue working properly.  

They should be able to take care of their children until they get well 1 

Married employees should their children come to the age 18 and above, KPA should give 

medical so long the child is in school or college still depending on you  1 

Married employees who are both working at KPA should be open to each other for they 

are aware of the rules and other benefits  1 

Married employees will always work when their domestic issues are taken care of;   Issues 1 
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such as school fees for their children and their own health and their children’s health 

affect productivity of employees. Removal of incentives affect employees 

Married has nothing to do with working at KPA 1 

Married people should avoid engaging themselves with outside affairs but concentrate 

with their families 1 

Medical care for families in well catered for by KPA the only factors that could affect 

employees 1 

Men working and are married have no problem but women seem to misunderstand their 

husbands especially  who are not working in KPA 1 

More financial commitments by married couples and low salary which leads to borrowing 

and triggers family conflicts which affect employees at place of work  1 

Most employed are underutilized and end up over socializing and forget they are married.  

They forget and disrespect their spouses at home in favor of their workmates.  They end 

up breaking marriages at home and get stressed and hence unproductive 1 

Most employees work on 24-7 shifts which affects couples especially those who are 

newly married, it therefore requires mutual understanding between the couples for 

marriage to stay 1 

Most of the married workers’ marriage are being spoiled by senior management because 

of money temptation in KPA 2 

Most of them are suspected to sexual harassment which  will other way lead to separation 

and divorce  1 

Mpango wa kando  1 

Nature of work especially when one is assigned operational areas at night might be called 

upon to work on shift 1 

Night shift  1 

Night shift, financial, gossip  1 

Night shifts i.e. women working on night shifts; long working hours 1 

Nothing affects them  1 

Nothing is affecting them  1 

Nothing is affecting them since we all get the same facilities and other benefits or 

privileges  1 

Once you have your job being married does not become an issue 1 

One major factor is alcoholism, where majority spend their income there should be 

teachings and rehabilitation facilities in order to control/minimize it 1 

Operators need more pay 1 

Other shifts or timing like night shift affect the working condition of married women. 

Family problems e.g. fatigue and stress also affects.  Promotion is also not some in a 

transparent manner, sometimes it is not based on academic qualifications  1 

Overburden of work, wages should be looked at, one job should be given at a time, 

respect should be maintained, social retreat should be encouraged 1 

Perception – Its all to do with how one perceives issues 2 

Please employees should be given more time to work and trained on different areas 2 

Poor financial management by employees lack of proper education on financial 

management; Living environment of some workers affect their performances at work 2 
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Poor payment  2 

Pressure at work that affect employees who  are married 2 

Proper communication helps to reduce loses and increases productivity of the company. 

Well trained people should be employed as many as possible to reduce the overwork time 2 

Respect to each other 2 

Respecting marriages- people or employees should respect fellow work mates’ wife or 

husbands even daughters, sons, (children in particular) so we men should stop seducing 

other peoples’ wives, same applies to women  2 

Rules and regulations in the company should always be reviewed to improve working 

conditions and reduce the rates of accident that may occur during handling of electric 

machines and also proper care should be observed 2 

Separation and divorce, sickness and disease, financial constraints, extravagance, stress, 

lack of recognition,  2 

Several factors affect married employees of KPA;  being one of the women whose 

husband do not work in KPA doubt us spouses because of working hours especially those 

who work on shift or long hours 2 

Shift; long working hours if your spouse does not trust you, this will bring conflicts in 

marriage; reporting time e.g. (clocking in 6.45am) 2 

Some factors depend on relationship of particular staff with immediate boss. a frustrated 

employee will always carry his stresses home hence affecting his or her marriage 2 

Sometimes because of work, you find that someone has no free time with his or her 

family.  2 

Sometimes those who are highly paid do not perform well since they tend  to riot and 

engage themselves in over drinking, being well paid is not an indicator of good 

performance  2 

Stress – this comes about when there is domestic conflicts between married employees as 

a result the stress which comes about form conflicts reduces the efficiency of the worker 

hence affects the productivity ; Time – Lack of enough time 2 

Stress at work place, poor management and payment, a yes, b yes, c no, d yes 2 

Stress from families can also affect performance  at work  2 

Stress is the major factor that affects married employees because this may lead to low 

productivity.  Time- lack of enough time to be with the family; this may occur due to 

employee attending colleges/training after work; Too much of work may cause fatigue 2 

The comment is more than what you earn thus leading to frustration financially, straining 

to meet your target 2 

The employees are lowly paid, employees are not motivated on promotion and salary 

increment, long serving employees are denied promotion, promotion based on certificates 

and not experience 1 

The employees are lowly paid, employees are not motivated on promotion and salary 

increment, long serving employees are denied promotion, promotion based on certificates 

and not experience 1 

The factors are diverse and hard to quantify because not everybody shares his/her private 

life; from a personal observation, an expectant female employees tend to be complacent 

the work place and less productive. 2 

The KPA married men are supposed to get long rest days so that to maintain their families 2 
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The KPA married women are supposed to get long resting days so that to maintain their 

families 2 

The major factors health relationships all round affecting married employees at the KPA 

are relational.  How people relate at all levels affects their efficiency and productivity.  I 

believe if the following are addressed adequately. 2 

The management should be able to give more off days for the employees to be with their 

families for bonding; We should also be given trainings and seminars for married 

employees in order to know how to deal with our families and how to invest for future 2 

The married employees have problems for going for higher education/training at the same 

time pay school fees for their children 2 

The number of female employees should be minimal and restricted to office and isolated 

cases , the policy should be like other private sector where married employees should not 

share same departments 2 

Their grievances should be taken seriously 2 

There are no factors as married and unmarried employees equally exist at work place so 

there is no special effect on the side of married employees 2 

There are others who frustrate married people for relationship which affects them at work 2 

There is no objection on employee men and women in one company, no 2 

They are stressed up because most of the employees are married in the same firm and 

sometimes they work in the same department so they see each other every now and then  2 

They have frustrations 1 

They should be better salaries due to the high cost of living in Kenya so that our spouse 

can stop bickering all the time due to lack of money 2 

They should be paid well so that they become productive to the authority 2 

Those married employees reporting  very early have no time with their families and in 

preparing their children and for those who are on call work any time and have to abandon 

their family 2 

Those who are hardworking should be paid highly so that they be motivated 2 

Those who handle machines should be paid highly even if they do not have degree 

qualification, they risk their life  2 

Those working night shift should be given one week rest off. Those working in places like 

permanent ways (railway line) should be paid hard shift allowances; all employees should 

be give training by the Authority to work also in the field- sandy areas  2 

Time factor affect married employee at KPA because lay shifts for those staff working on 

operational hours  2 

Time factor affects married employees’ welfare 2 

Time factor and financial factors are the major factors affecting employees 2 

Time and financial factors 2 

Time factor and financial factors are the main source of misunderstandings, a yes, b yes, c 

no, d no 2 

Time factor; Financial factor  2 

Time frames set for both employees is limited, financial strains, lack of gender based 

institution at that place of work especially at technical services department  2 

Two factors are the main for married employees (i) Financial (i) time factor 2 
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We employees need pay rise 2 

Welfare of the family is affected due to working arrangements 2 

Well, they end up losing their spouses they meet with much competition all the times 1 

Well they end up losing their spouses they meet with much competition all the times they 

have frustrations 1 

When dependants fall sick and medical attention required, over use the budget allocation 

of 80% then they are forced to cater for the different  2 

When married employees work in one section under one boss, there should be honesty 

and trustworthiness. 2 

When an employee dies no medical cover for children and wife, in case the wife is young 

and has children to bring up the family will be hurt, all she will get is 5 years  2 

When the employer does not allow us to attend your child  and wife when they fall sick ; 

when one has financial problems the employer does not give us out of pocket allowance to 

deal with the domestic problems 2 

When they die their families are paid on the lump sum while married men their families 

are paid up to 5 years after their death; Working on shifts affects the smooth running of 

the family affairs; Reporting time sometime it is not favorable for those 1 

When work is much it affects the married employees  2 

When a couple is working at KPA, any domestic issues affecting work means that the 

impact will be about twice as much as each of them will impact something negative at 

his/her workplace 2 

With the current escalating fuel prizes, married employees of KPA are not spared either 

they are not able to meet basic necessities i.e. paying school fees, food and shelter for 

their families 2 

Women and men working on shifts especially 2nd and 3rd shift tend to associate 

themselves in bad moral by seducing women,  hence causing conflicts among couples 2 

Women who are married should be given a choice, especially concerning night shifts, to 

enable them take care of their babies at night, mother care is better than father 2 

Work related stress, lifestyle of an individual may affect the person since they may want 

to have the same lifestyle, unfaithfulness depending on the individual  2 

Workers desire better pays and more benefits together with impressive welfare services 2 

Workers desire to have regular trainings, seminars/conferences which are both job related 

and also dealing with the social aspect, they want improved working conditions, 

appropriate working hours with proper payment to motivate them 2 

Workers want more training and certificate of the training they have qualified for 2 

Working hours i.e. doing extension up to late; some sections have shifts e.g. 2nd and 3rd 

shift generally affects them; Reporting time for those reporting at 6.25am also affects 

them.  Reporting time as one has to wake up very early in the morning  1 

Working hours i.e. doing extension up to late; some sections have shifts e.g. 2nd and 3rd 

shift generally affects them; Reporting time for those reporting at 6.25am also affects the,; 

Reporting them as one has to wake up very early in the morning  1 

Working long hours; women are exposed to another environment where they  are easily 

seduced by men hence causing conflict between them 2 

Working night shifts is a nightmare especially to women whose husbands don't work at 

KPA 2 

Daystar University Repository

Library Archives Copy



 

 131 

Working of long hours at the authority and drugs and alcohol abuse is an major factor in 

some departments  2 

Working on shifts 2 

Working setup in the authorities, well structured depending on the roles and job 

description, the need for a job and maintaining very important hence wise control of  

home affairs and tactfully control private matters or family cases 2 

You will find that too much stress reduces the work morale of the employees 2 
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Appendix (vi) 

 Focus group discussion with the Welfare Staff of K.P.A 

Introduction, 

1. What are some of the issues you deal with most of the time as the welfare staff? 

2. Describe the challenges you have faced as welfare staff? 

-Hospital visitation 

-Salary of admitted patients 

-Traveling during funerals 

-Family of patients 

-Liaison with Children’s department 

3. What is your opinion on how the employees of K.P.A need to be handled incase they 

are faced with work family related issues? 
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Appendix (vii) Interview guide for Medical Staff at K.P.A 

Job status: 

i. Medical officer (  ) 

ii. Clinical Officer (  ) 

iii. Nursing Officer (  ) 

iv. Laboratory Technologist (  ) 

v. Records Officer (  ) 

vi. Pharmacist (  ) 

vii. V.C.T Counselor (  ) 

Marital Status:  Single (  )     Married (  ) 

Duration: 30 Minutes 

Venue: _________________________ 

 

Date: _______________________    Time: ____________________ 

 

1. For how long have you worked with K.P.A? 

2. How can you describe your work in a month? 

 a) Month end 

b) Mid month 

c) First week of the month? 

3. What is your observation and reaction to question number 2? 

4. What are some of the psychosocial factors you have seen in employees as you handle 

them? 
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- Family relationship factors 

-Work relationship factors 

-Alcohol use and abuse 

-Stress related issues 

- Professional burnout 

-Financial management 

5. What suggestions and recommendations can you give to help manage psychosocial 

factors affecting married employees at K.P.A? 
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Appendix (viii) Summary of KPA employees’ marital status                                                                              

 

Department 

 

Marital status of  K.P.A employees 

 

 

 

Married 

 

Single 

 

Divorced 

 

Separated 

 

Widowed 

 

Unknown 

 

Technical 

 

817 

 

220 

 

10 

 

2 

 

4 

 

21 

Operations  

2903 

 

926 

 

21 

 

6 

 

12 

 

128 

Marine  

307 

 

87 

 

1 

 

- 

 

1 

 

8 

Audit Section  

308 

 

113 

 

1 

 

- 

 

2 

 

20 

Legal 18 

 

13 - - - 4 

 

Finance 

 

234 

 

 

143 

 

- 

 

1 

 

4 

 

14 

Managing 

Director’s 

office 

 

6 

 

1 

 

- 

 

- 

 

- 

 

- 

Human 

Resource 

 

447 

 

270 

 

2 

 

- 

 

12 

 

25 

 

Total 

 

5040 

 

 

1773 

 

35 

 

9 

 

35 

 

220 
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