RELATIONSHIP BETWEEN TAX POLICIES AND EMPLOYEE JOB
SATISFACTION IN PUBLIC SECTOR: A CASE OF EMPLOYEES IN UASIN

GISHU COUNTYGOVERNMENT, KENYA

NICHOLAS KIPTOO

PROJECT SUBMITTED TO THE DEPARTMENT OF MANAGEMENT,
SCHOOL OF BUSINESS AND ECONOMICS IN PARTIAL FULFILMENT OF
THE REQUIREMENTS FOR THE DEGREE OF MASTER OF BUSINESS
ADMINISTRATION INHUMAN RESOURCE MANAGEMENT

MOUNT KENYA UNIVERSITY

OCTOBER, 2024



DECLARATION AND APPROVAL

Declaration by the Candidate
This project is my original work and has not been presented for a degree or any other
award in this or any other institution.

. \
Signature: ..... }h” ................ Date: ...29/10/2024. ...

Nicholas Kiptoo

MBA/2023/41494

Approval by the Supervisor

I confirm that the work reported in this proposal was carried out by the student under my

supervision.

—

SIgNature: ... .o, Date: ...29/10/2024....
Dr. Ibrahim Nyaboga (PhD)
School of Business and Economics

Mount Kenya University



DEDICATION

| dedicate this study to my family



ACKNOWLEDGEMENTS
This work is the result of many people's and institutions' efforts, without which it would
not have been conceivable. First of all, 1 would like to thank our almighty God for
sustaining me during the time of writing this proposal. I would like also to thank my
family, my loving wife, Carnilla Jeptoo, my children Bravin Kimutai, Matilda Jekosgel,
Cyprian Kipchirchir, Benedict Kiprono and Blessings Jeruto for the moral and financial
support. | would also want to thank the Mount Kenya University for providing a
conducive atmosphere to pursue my studies. I'd like to thank my supervisor Dr. Ibrahim

Nyaboga, for his continuous guidance given to me through every stage of this research.



ABSTRACT

The public sector in Kenya faces challenges related to employee job satisfaction, which
may be influenced by tax policies. Despite the importance of this relationship, there is
limited research specific to this context. Therefore, this study aimed at exploring the
relationship between tax policies and employee job satisfaction in the public sector. This
study was guided by the following specific objectives: to examine the influence of
progressive tax structures on employee job satisfaction in the public sector, to determine
the influence of tax deductions on benefits on employee job satisfaction in the public
sector, to establish the influence of tax transparency on communication employee job
satisfaction in the public sector and assess the influence of tax reform initiatives on
employee job satisfaction in the public sector. The study was conducted in Uasin Gishu
County Government. This study was anchored on Expectancy theory, by Victor Vroom
(1960). The study employed a cross-sectional research design, utilizing questionnaire and
interview schedule. Data collected from employees and human resource officers in
various departments in Uasin Gishu County Government. The target population for the
study involved 931 public sector employees. A sample size of 136 employees was arrived
at using Krejcie and Morgan (1970) sample sized determination formulae, ensuring
representation from various departments and levels of in the county government of Uasin
Gishu. Further, 8 human resource officers were selected from all the departments making
a total of 144 respondents. Quantitative data was analyzed using statistical methods,
descriptive statistics such as frequencies and percentages and inferential statistics such as
correlation analysis and regression analysis, to assess the relationships between tax
policies and employee job satisfaction. Qualitative data from interviews was presented
thematically in line with objectives of the study. The findings from the study revealed
that progressive tax structures are generally perceived as unfair and do not significantly
contribute to employee job satisfaction, with many employees feeling that these policies
fail to meet their expectations for fairness and financial security. Tax deductions and
benefits are also viewed negatively, as a majority of employees do not consider them
valuable or sufficient incentives to enhance job satisfaction and loyalty. In contrast,
transparent communication about tax policies is seen as crucial for building trust and
engagement among employees, highlighting the importance of organizational
transparency. Lastly, tax reform initiatives were largely supported by employees, with
many believing that these reforms simplify tax processes, reduce the tax burden, and
positively impact job satisfaction, though some skepticism remains. The findings of this
study will contribute to the understanding of how tax policies impact employee job
satisfaction in the public sector in Uasin Gishu County Government, Kenya. The results
will provide valuable recommendations for policymakers, public sector managers, and
other stakeholders involved in tax policy formulation and implementation by identifying
areas for improvement in tax policies and their communication.
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CHAPTER ONE
INTRODUCTION

1.0 Introduction

This chapter introduces the study by outlining the essential components and structure that
guide the research. It begins with the Statement of the Problem, which identifies the
specific issue the study aims to address, including the underlying challenges and gaps in
existing knowledge. The Purpose of the Study then defines the central aims of the
research, highlighting the intended outcomes and contributions to both academic and
practical applications. To achieve these aims, the study establishes clear Objectives,
detailing the specific aspects of the problem that was examined in depth. Following the
objectives are the Research Hypotheses, which set testable predictions based on prior
research and theoretical foundations. Each hypothesis sought to address a particular

aspect of the research question, offering a basis for data analysis and interpretation.

The Significance of the Study elaborated on the potential impact of the research findings,
both in terms of theoretical advancement and practical application, particularly for
stakeholders affected by the research topic. The Scope of the Study defines the
boundaries within which the research was conducted, including geographical and
thematic limits. Limitations of the Study address any anticipated constraints that could
have affected the research process or outcomes, such as data access or methodological
challenges. Furthermore, the Assumptions of the Study are outlined to clarify any
foundational beliefs taken as true for the purposes of conducting the research. The

chapter also presents the Theoretical Framework, which grounds the study in relevant
1



theories that shape the interpretation of findings, as well as the Conceptual Framework,
which visually represents the relationships between variables. Finally, Operational
Definitions of Key Terms are provided to ensure clarity and consistency in how central

concepts are understood and applied throughout the study.

1.1 Background of the study

The relationship between tax policies and employee job satisfaction has gained increasing
attention in recent years, as organizations strive to create positive work environments that
promote employee retention and productivity. Tax policies can significantly impact an
employee’s perception of fairness and equity within the workplace, influencing overall
job satisfaction. For instance, when employees feel that tax policies are equitable and
transparent, they are more likely to experience higher levels of job satisfaction, leading to
increased commitment to their organization. Equally, dissatisfaction with tax structures,
including perceived unfairness in tax burdens or lack of benefits, can result in decreased
morale and higher turnover rates, particularly in the public sector, where employees may
have different expectations regarding job security and compensation (Muthoni, 2023;

Nyagah, 2023).

Tax policies refer to the laws and regulations that govern how taxes are levied on income,
assets, and transactions, which can vary widely between different jurisdictions and
sectors (Muturi, 2023). Employee job satisfaction encompasses the feelings and attitudes
that employees hold regarding their jobs, including aspects such as compensation, work
conditions, and the overall organizational climate. Job satisfaction is critical, as it

influences employee behavior, performance, and organizational commitment (Muthoni,
2



2023; Nyagah, 2023). Understanding the relationship between tax policies and job
satisfaction is vital for policymakers and organizations aiming to foster a motivated and

engaged workforce.

1.1.1 Tax policies linking to past studies

Past studies have extensively examined the connection between tax policies and
employee job satisfaction, revealing a complex interplay that significantly influences
workforce dynamics. Research indicates that perceived fairness and transparency in tax
systems can lead to higher levels of job satisfaction among employees. For instance, a
study by Rizzo et al. (2020) found that employees who perceived tax policies as equitable
were more likely to report higher job satisfaction and commitment to their organizations.
The study highlighted that when employees feel that their contributions are recognized
and fairly taxed, they are more motivated and engaged, fostering a positive organizational
culture. In contrast, other studies have shown that dissatisfaction with tax policies can
lead to increased turnover intentions, particularly in sectors where employees feel

undervalued or unfairly treated (Wang & Li, 2021).

Moreover, research has also indicated that tax incentives and benefits can serve as crucial
factors in enhancing employee job satisfaction. A study by O'Brien and Smith (2022)
explored how tax deductions related to retirement savings and health benefits positively
impacted employee perceptions of their overall compensation package. This finding
suggests that well-structured tax policies can not only improve job satisfaction but also
attract and retain talent within organizations. Additionally, the impact of tax reforms on

employee morale has been a significant area of focus, with findings indicating that
3



positive reforms can lead to sustained improvements in job satisfaction and productivity
over time (Davis et al., 2023). Collectively, these studies underscore the importance of
understanding how tax policies affect employee perceptions and satisfaction, prompting

organizations and policymakers to consider these factors in their strategic planning.

1.1.2 Employee job satisfaction

Employee job satisfaction is a critical component of organizational success, reflecting
how employees feel about their roles, work environment, and overall experience within
the organization. It encompasses various factors, including compensation, work-life
balance, opportunities for advancement, recognition, and relationships with colleagues
and supervisors. High levels of job satisfaction are associated with increased
productivity, improved morale, and reduced turnover rates, which can significantly
benefit organizations by fostering a positive workplace culture and enhancing overall
performance. Research has shown that satisfied employees are more likely to be engaged
in their work, exhibit loyalty to their employer, and contribute to a collaborative

environment, ultimately leading to better organizational outcomes (Harter et al., 2022).

Moreover, understanding the determinants of job satisfaction is essential for
organizations seeking to create effective retention strategies and enhance employee
engagement. Factors such as meaningful work, supportive management, and
opportunities for professional development play a crucial role in shaping employees'

perceptions of their job satisfaction. According to a meta-analysis by Judge and Bono



(2023), job satisfaction is significantly influenced by both intrinsic factors—such as the
nature of the work and the alignment of job roles with personal values—and extrinsic
factors like salary and benefits. Organizations that actively measure and address
employee satisfaction levels can make informed decisions that enhance their workplace
environment, promote employee well-being, and ultimately achieve higher performance

standards.

1.1.3 Tax policies and employee job satisfaction

Tax policies play a significant role in shaping employee job satisfaction, as they directly
influence employees' perceptions of fairness, equity, and financial well-being. When tax
policies are perceived as equitable and transparent, employees are more likely to feel that
their contributions are valued, leading to increased job satisfaction. Conversely, if
employees perceive the tax burden as disproportionately heavy or unfair, it can lead to
feelings of dissatisfaction and disengagement. For instance, a study by Gupta and Sahu
(2021) highlighted that public sector employees expressed lower job satisfaction levels
when they believed tax policies did not adequately reflect their compensation and
benefits, leading to increased turnover intentions. This perception of inequity can
significantly impact morale and productivity within organizations, especially in the
public sector, where expectations regarding compensation and job security are typically

higher.

Additionally, tax policies can influence employee satisfaction through their effects on
benefits and incentives. For example, tax deductions and credits related to retirement

savings, health care, and education can enhance the overall compensation package for
5



employees, making them feel more secure and satisfied in their jobs. Research by Chen et
al. (2023) found that when organizations offer tax-advantaged benefits, employees
reported higher job satisfaction and commitment to their employer. Furthermore, tax
reforms that simplify compliance and improve transparency can foster a more positive
perception of the tax system among employees, reinforcing their satisfaction and loyalty
to the organization. Thus, understanding the connection between tax policies and
employee job satisfaction is crucial for organizations seeking to enhance employee

engagement and retention through effective compensation strategies.

1.1.4 Tax policies globally, regionally, locally

Globally, tax policies play a critical role in shaping economic landscapes, influencing
various aspects of both public and private sectors (Anderson & Brown, 2020). In
developed countries such as Canada, the United States, and Australia have implemented
diverse tax policies that impact businesses, individuals, and the overall economy. These
policies often influence factors such as investment decisions, employment rates, and
consumer behavior, consequently affecting job satisfaction among employees. In the
context of the public sector, where governmental bodies are major employers, tax policies

can have significant implications for employee job satisfaction.

In Canada, for instance, tax policies undergo periodic revisions to accommodate
changing economic dynamics and social needs. According to research by Smith (2019),
tax reforms aimed at reducing income inequality have been linked to higher job
satisfaction among public sector employees. Similarly, in the United States, tax

incentives for businesses and progressive taxation structures have been associated with
6



improved job satisfaction levels, as indicated by studies such as those conducted by Jones
et al. (2018). In Australia, the implementation of tax policies that promote work-life
balance, such as childcare subsidies and flexible work arrangements, has been found to

positively influence employee morale and satisfaction (Anderson & Brown, 2020).

In Africa, countries like Ghana, Morocco, and Nigeria also grapple with the complexities
of tax policy and their impacts on public sector employment and job satisfaction. In
Ghana, tax reforms aimed at enhancing revenue collection and promoting economic
growth have been implemented over the years. Research by Addo and Owusu (2017)
suggests that improvements in tax administration and the allocation of tax revenues
towards public sector wages can contribute to higher job satisfaction levels among
employees. Furthermore, in Morocco, where tax policies have undergone transformations
to attract foreign investment and stimulate domestic entrepreneurship, the relationship
between tax reforms and employee job satisfaction remains a subject of scholarly inquiry

(El Attar &Gourchane, 2019).

Similarly, Nigeria's tax landscape is marked by ongoing reforms aimed at enhancing
revenue generation and fiscal sustainability. Studies by Adejuwon et al. (2020) highlight
the significance of tax policies in shaping public sector employment dynamics and
employee satisfaction in Nigeria. Factors such as tax compliance costs, the efficiency of
tax administration, and the equitable distribution of tax revenues can significantly

influence the job satisfaction of public sector workers in the country.

In Kenya, the relationship between tax policies and employee job satisfaction has

garnered attention amid ongoing reforms in the country's tax system. The government has
7



implemented various tax policies aimed at enhancing revenue generation while
promoting fairness and transparency. However, perceptions of tax equity remain a
concern among employees, particularly in the public sector, where dissatisfaction with
tax burdens can lead to lower job satisfaction and increased turnover. A study by
Muthoni (2023) revealed that many Kenyan employees felt that the tax system
disproportionately affects their disposable income, leading to frustrations that affect their
overall job satisfaction. The nationwide protest which saw finance bill 2024 dropped and
2023 which was eventually quashed by the courts showed how these taxes were
perceived punitive and could not see light of day. This situation highlights the need for
policies that not only ensure fair tax contributions but also address employees' concerns

regarding the impact of taxation on their financial well-being.

In Uasin Gishu County, these issues are particularly relevant given the region's diverse
workforce and economic activities. The local government's tax policies play a crucial role
in shaping employee experiences in both the public and private sectors. Research
conducted in the county indicates that employees often perceive the tax system as
complex and burdensome, which detracts from their job satisfaction (Nyagah, 2023).
Furthermore, the disconnect between tax policy benefits and employees' expectations can
exacerbate feelings of dissatisfaction, particularly among those in lower-income brackets.
An examination needs to be done to fill this gap. Therefore, this study sought to fill this
gap by exploring the relationship between tax policies and employee job satisfaction in

Uasin Gishu County Government, Kenya.



1.2 Statement of the problem

Tax policies are crucial components of economic governance, playing a fundamental role
in shaping the fiscal landscape and socio-economic development of nations, including
Kenya (Musyoka, 2019). Despite their significance, there is a growing concern about the
level of employee job satisfaction within the public sector, with particular attention to the
impact of tax policies (Ndirangu, 2022). The relationship between tax policies and
employee job satisfaction is complex and multidimensional, influenced by factors such as
progressive tax structures, tax deductions, transparency, and reform initiatives. However,
there is a notable gap in research focusing on this relationship. This gap highlights the
need for a targeted investigation into how tax policies influence employee perceptions

and attitudes, addressing the challenges faced by public sector employees.

Furthermore, the effectiveness of tax policies in promoting employee job satisfaction
remains uncertain due to the lack of empirical evidence and insights from local studies
(Ouma, 2019). Despite theoretical frameworks like expectancy theory providing insights
into employee motivation, empirical research exploring the impact of tax policies on
employee perceptions and attitudes the public sector is scarce. This knowledge gap
impedes the development of tailored interventions and policy measures aimed at
enhancing employee well-being and organizational effectiveness in the public sector.
Given the potential consequences of low employee job satisfaction, including decreased
productivity and organizational commitment, understanding the factors influencing job
satisfaction in relation to tax policies is essential for informing evidence-based policy

decisions and organizational practices (Ouma, 2019). Therefore, this study sought to



address this gap by examining the relationship between tax policies and job satisfaction
among public sector employees in Kenya taking a case of Uasin-Gishu County

Government.

1.3 Purpose of the study
The purpose of the study was to examine the relationship between Tax policies and

Employee Job satisfaction in public sector in Uasin Gishu County Government, Kenya

1.4 Objectives of the study

The study was guided by the following research objectives

I. To examine the influence of progressive tax structures on employee job
satisfaction in the public sector in Uasin Gishu County Government
ii. To determine the influence of tax deductions and benefits on employee job
satisfaction in the public sector in Uasin Gishu County Government
iii.  To establish the influence of tax transparency and communication on employee
job satisfaction in the public sector in Uasin Gishu County Government
iv.  To assess the influence of tax reform initiatives on employee job satisfaction in

the public sector in Uasin Gishu County Government

1.5 Research Hypotheses

The study tested the following Research Hypotheses;

HO1: There is no influence between progressive tax structures on employee job

satisfaction in the public sector in Uasin Gishu County Government

10



HO02: There is no influence between tax deductions and benefits on employee job
satisfaction in the public sector in Uasin Gishu County Government

HO03: There is no influence between tax transparency and communication on employee
job satisfaction in the public sector in Uasin Gishu County Government

HO4: There is no influence between tax reform initiatives on employee job satisfaction

in the public sector in Uasin Gishu County Government

1.6 Significance of the study

The relationship between tax policies and employee job satisfaction in the public sector
carries significant implications for both organizational performance and socio-economic
development. Firstly, job satisfaction among public sector employees directly impacts
their productivity, motivation, and overall performance. Studies have consistently shown
that satisfied employees are more likely to exhibit higher levels of commitment,
engagement, and job performance, ultimately contributing to the efficient delivery of
public services. Therefore, investigating how tax policies influence employee job
satisfaction in this context is essential for enhancing organizational effectiveness and
service delivery. Secondly, the public sector plays a critical role in implementing and
administering tax policies at the local level, making it imperative to understand the
impact of these policies on the workforce. Taxation directly affects public sector
employees through various channels, including changes in income tax rates, payroll
deductions, and the allocation of public resources. Consequently, an examination of the

relationship between tax policies and employee job satisfaction can provide insights into

11



how taxation influences the financial well-being, morale, and job perceptions of public

sector workers.

Furthermore, the significance of this study extends beyond the organizational level to
broader socio-economic considerations. Job satisfaction is intricately linked to employee
retention, turnover rates, and talent attraction within the public sector. A motivated and
satisfied workforce is more likely to stay in their roles, reducing turnover costs and
ensuring continuity in service provision. In understanding the factors that influence
employee job satisfaction, particularly in relation to tax policies, policymakers and public
administrators can devise strategies to enhance employee retention and talent
management practices, thereby promoting stability and continuity in public service

delivery.

Moreover, employee job satisfaction can have ripple effects on the overall socio-
economic development. Satisfied employees are more likely to engage positively with
their communities, contribute to local economic activities, and foster a conducive
working environment for collaboration and innovation. Equally, low levels of job
satisfaction can lead to absenteeism, poor performance, and disengagement, which may
hinder the County's efforts towards achieving its development objectives. Therefore, by
exploring the relationship between tax policies and employee job satisfaction, this study
has the potential to inform policy interventions aimed at enhancing both organizational

effectiveness and socio-economic development outcomes in Uasin Gishu County.
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1.7 Scope of the study

Tax regime is applicable to all the public sector employees in Kenya. However this study
concentrated specifically on the public sector workforce in Uasin Gishu County
Government. This includes employees working across various government departments,
agencies, and institutions within the County's administrative jurisdiction. By narrowing
the scope to the public sector, the study aims to provide a targeted analysis of how tax
policies affect job satisfaction within this particular context, considering the unique
dynamics and challenges associated with public sector employment. Secondly, the study
primarily investigated the influence of tax policies on employee job satisfaction, with a
focus on aspects such as income taxation, payroll deductions, and the allocation of public
resources. This entails examining how changes in tax policies, such as adjustments in tax
rates or deductions, impact the financial well-being, perceptions of fairness, and overall

job satisfaction of public sector employees in Uasin Gishu County Government.

Furthermore, the scope of the study encompassed both quantitative and qualitative
research methods to gain a comprehensive understanding of the relationship between tax
policies and employee job satisfaction. Quantitative methods, such as questionnaires and
statistical analysis, was employed to quantify the extent of the relationship and identify
significant patterns or correlations. Qualitative methods, including interviews were
utilized to explore the underlying mechanisms, perceptions, and experiences shaping this

relationship from the perspective of public sector employees.

Additionally, the study considered contextual factors that may influence the relationship

between tax policies and employee job satisfaction within Uasin Gishu County

13



Government. This includes factors such as the County's socio-economic characteristics,
organizational culture, governance structures, and the broader political and regulatory
environment. By contextualizing the analysis within the specific socio-economic and
institutional context of Uasin Gishu County Government, the study aims to provide
insights that are relevant and actionable for local policymakers, administrators, and
stakeholders. Finally, while the primary focus of the study is on understanding the
relationship between tax policies and employee job satisfaction, it may also explore
related factors that could moderate or mediate this relationship. These factors could
include organizational policies and practices, leadership styles, employee perceptions of
fairness and equity, as well as broader socio-economic trends impacting the public sector

workforce in Uasin Gishu County Government.

1.8 Limitations of the study

While the study offers valuable data, it is essential to acknowledge several limitations
that may impact the interpretation and generalizability of its findings. Firstly, the study's
scope is confined to a specific geographic area Uasin Gishu County Government. As a
result, the findings may not be representative of other regions within Kenya or countries
with different socio-economic contexts. The unique characteristics of Uasin Gishu
County Government, including its demographics, economic structure, and political
landscape, may limit the generalizability of the study's findings to broader populations or

contexts.

Secondly, the study's reliance on self-reported data from public sector employees

introduces the potential for response bias and social desirability bias. Participants may
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provide responses that they perceive as socially acceptable or favorable, leading to
inflated or distorted estimates of job satisfaction levels or perceptions of tax policies.
Additionally, self-reported data may be subject to memory biases or inaccuracies,

particularly when recalling past experiences or perceptions of tax-related matters.

Furthermore, the study may face challenges related to sample representativeness and
selection bias. The recruitment of participants from the public sector workforce in Uasin
Gishu County Government may encounter difficulties in reaching certain subgroups or
individuals, potentially leading to a non-representative sample. Additionally, voluntary
participation in the study may introduce bias if individuals with strong opinions or
experiences regarding tax policies or job satisfaction are more likely to participate.
Finally, external factors beyond the study's control, such as changes in tax policies,
economic conditions, or organizational dynamics, may influence the relationship between
tax policies and employee job satisfaction over time. While effort was made to account
for these factors through robust study design and analysis, their potential impact cannot

be entirely mitigated.

1.9 Delimitations of the study

In conducting this study, certain delimitations have been established to focus the research
within manageable boundaries. Firstly, the study primarily focused on employees within
the public sector in Uasin Gishu County Government. While this sector is crucial for
understanding the dynamics of tax policies and their impact on job satisfaction, it

excludes employees from other sectors such as the private sector or non-governmental
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organizations. This delimitation is necessary to maintain the specificity and depth of the
study within a defined context. Secondly, the study focuses on specific dimensions of tax
policies, including progressive tax structures, tax deductions and benefits, tax
transparency and communication, and tax reform initiatives. While these dimensions are
important for understanding the broader landscape of tax policies, the study does not
delve into other aspects such as tax compliance, enforcement mechanisms, or
international taxation. By narrowing the scope to these specific dimensions, the study
aims to provide focused insights into their impact on employee job satisfaction.

Thirdly, the study was delimited to the geographical context of Uasin Gishu County
Government in Kenya. While this county provides a rich context for exploring the
relationship between tax policies and employee job satisfaction, findings may not be
generalizable to other counties or regions within Kenya or other countries. This
delimitation ensures that the research remains grounded within a specific context,

allowing for in-depth analysis and understanding of local dynamics and nuances.

1.10Assumptions of the study

The study was based on several key assumptions that provide the foundation for the
research methodology and analysis. Firstly, it assumes that tax policies implemented in
Uasin Gishu County Government significantly impact employee job satisfaction within
the public sector. This assumption suggests that there exists a causal relationship between
tax policies and job satisfaction among public sector employees. The study aims to
explore the nature and extent of this relationship to provide valuable insights for

policymakers and organizational leaders. Secondly, the study assumes that employee job
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satisfaction is influenced by various dimensions of tax policies, including progressive tax
structures, tax deductions and benefits, tax transparency and communication, and tax
reform initiatives. It posits that these aspects of tax policies can affect employees'
perceptions of fairness, equity, and the overall effectiveness of the tax system, thereby

shaping their levels of job satisfaction.

Thirdly, the study assumed that employees in the public sector in Uasin Gishu County
Government have diverse experiences, perceptions, and expectations regarding tax
policies and their impact on job satisfaction. It recognizes the heterogeneity among
employees in terms of their income levels, job roles, and personal circumstances, which
may influence their attitudes towards tax policies and their effects on job satisfaction.
Additionally, the study assumes that tax policies are subject to change over time due to
various economic, social, and political factors. It acknowledges the dynamic nature of tax
systems and the potential for reforms or adjustments that may impact employee job
satisfaction. Therefore, the study sought to provide data not only into the current state of
tax policies but also into potential future developments and their implications for
employee satisfaction. Furthermore, the study assumes that data collected through
questionnaires, interviews, or other research methods accurately reflect employees'
perceptions, attitudes, and experiences related to tax policies and job satisfaction. It relies
on the validity and reliability of the data to draw meaningful conclusions and make

informed recommendations for policy and practice.
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1.110perational definition of key terms

Employee Job Satisfaction: Refers to the subjective evaluation of an individual's overall
satisfaction with their job and work environment. It encompasses various
factors, including but not limited to job tasks, relationships with
colleagues and supervisors, compensation, opportunities for advancement,
and organizational culture. In this study, employee job satisfaction is
measured using validated scales or surveys designed to assess employees'

perceptions of their job satisfaction levels.

Progressive Tax Structures: Refers to a tax system in which the tax rate increases as the
taxable income increases. Specifically, in the context of this study,
progressive tax structures refer to a taxation model where higher-income
individuals are subject to higher tax rates than lower-income individuals.
The degree of progressivity can be measured by the magnitude of the tax

rate increases at different income levels.

Tax Deductions and Benefits: These are various allowances, exemptions, and incentives
provided by the tax system to reduce taxable income or offset tax
liabilities. In this study, tax deductions and benefits refer to specific
provisions within the tax code that allow individuals to reduce their tax
burdens by deducting certain expenses (e.g., healthcare expenses,
education expenses) or claiming tax credits for specific activities or

circumstances (e.g., charitable donations, investment in renewable

energy).
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Tax Policy: Refers to the set of principles, laws, regulations, and administrative practices
governing the imposition and collection of taxes within a specific
jurisdiction. This includes decisions regarding tax rates, tax bases, tax
exemptions, deductions, credits, enforcement mechanisms, and
compliance procedures. In the study, tax policy encompasses all aspects of

the tax system that directly or indirectly affect taxpayers

Tax Reform Initiatives: Tax reform initiatives encompass legislative or administrative
changes aimed at modifying or improving the structure, administration, or
effectiveness of the tax system. This can include changes to tax rates, tax
brackets, deductions, credits, enforcement mechanisms, or compliance
procedures. In the context of this study, tax reform initiatives refer to
specific measures or policies implemented to reform the tax system during

the study period.

Tax Transparency and Communication: Tax transparency and communication entail
the accessibility, clarity, and comprehensibility of tax-related information
provided to taxpayers by tax authorities or employers. This includes the
disclosure of tax policies, procedures, and obligations in a manner that is
easily understood and accessible to the public. In the study, tax
transparency and communication refer to the extent to which tax
authorities or employers effectively communicate tax-related information

to employees in a transparent and comprehensible manner.
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Work Environment: Refers to the physical, social, and organizational conditions in
which employees perform their job tasks. This includes factors such as
workplace safety, ergonomics, workload, interpersonal relationships,
organizational culture, and leadership style. In the study, the work
environment is assessed based on objective indicators (e.g., safety records,
ergonomic assessments) and subjective perceptions of employees obtained

through questionnaires or interviews.
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CHAPTER TWO
LITERATURE REVIEW
2.0 Introduction
This chapter takes a review of literature of past studies on the relationship between tax
policies and employee job satisfaction. The key thematic areas include; progressive tax
structures, tax deductions and benefits, tax transparency and communication and tax

reform initiatives in relation to employee job Satisfaction.

2.1 Empirical Review

There has been a lot of attention and scholarly research on the connection between tax
laws and public sector employee work satisfaction. According to Abu-Shanab (2011), tax
policies have a significant impact on how fairness, equity, and general job satisfaction are
seen by employees. Public sector workers frequently examine tax laws carefully since
they have a direct impact on their take-home income and financial security. The
significance of open communication and administration of tax rules in promoting
employee satisfaction and trust is emphasized by Ahmad, Ahmad, and Shah (2010). They
contend that employees are more likely to view the tax system as fair and equitable when
it is efficiently communicated and implemented transparently, which will increase their

level of job satisfaction.

Furthermore, Al-Nsour (2012) highlights how progressive tax regimes affect public
sector employee job satisfaction. Progressive tax regimes, which impose greater tax rates
on individuals with higher incomes, may have an impact on the fairness and motivation

levels of employees. Workers with greater job satisfaction are more inclined to believe
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that progressive tax systems are fair and beneficial to society as a whole. Progressive tax
policies, however, may provide difficulties if they are viewed as onerous or unfair, which

could result in a decline in employee job satisfaction.

Moreover, studies indicate that benefits and tax deductions have a big influence on how
happy public sector employees are with their jobs. According to Ahmad, Ahmad, and
Shah (2010), tax deductions and benefits like housing, healthcare, or educational expense
allowances can improve workers' financial security and sense of job satisfaction. On the
other hand, employees may become dissatisfied if they receive unfair or insufficient tax

deductions and perks, especially if they are low-income or have special financial needs.

2.1.1 Influence of progressive tax structures on employee job satisfaction

Progressive tax systems, in which people with higher incomes pay more in taxes than
people with lower incomes, can have complicated effects on workers' job satisfaction.
Progressive taxation can, on the one hand, promote better social fairness and income
equality, which can improve employee morale and work satisfaction as well as the
general well-being of society. According to research by Piketty and Saez (2014), social
cohesiveness and trust are positively correlated with higher levels of work satisfaction,
and these outcomes may be achieved by decreasing income inequality through
progressive taxation. In a community where opportunities and resources are distributed
fairly, workers may be happier, which could increase their perception of job security and

stability.
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Progressive tax systems, however, can also have disadvantages that could lower worker
job satisfaction. Elevated tax rates on persons with higher incomes could potentially
diminish the net income that can be allocated towards salaries and benefits, thereby
constraining businesses' capacity to provide attractive compensation packages.
Employees who believe their pay does not fairly represent their contributions or the
worth of their job may become dissatisfied as a result of this. Furthermore, progressive
taxation may encourage wealthy people to use tax evasion techniques or cut back on
employment, which could have a detrimental impact on economic output and
employment prospects. Therefore, while progressive tax arrangements may benefit
society overall, a variety of social and economic factors may also have an impact on how

satisfied employees are with their jobs (Afonso, 20221).

Research on the connection between progressive taxation and work satisfaction among
public sector employees has attracted a lot of interest on a global scale. Research on this
link has yielded conflicting results throughout Europe. For example, research conducted
in the UK by Smith et al. (2019) indicates that although progressive tax systems may
result in more income equality, they can also cause higher tax burdens for some people,
which may have an impact on work satisfaction. Similarly, Johnson and Smith's (2020)
studies conducted in the United States have discovered that progressive tax policies can
affect public sector workers' perceptions of equity and fairness, which in turn affects their
job satisfaction levels. To fully comprehend the complex impacts of progressive tax
regimes on worker well-being in various situations, more research is necessary.

According to Jones and Brown's (2018) research, progressive tax policies are crucial for
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fostering social cohesion and economic redistribution in Australia. They contend that
progressive tax policies are essential for tackling income inequality and advancing social
justice, both of which have a favorable effect on public sector employee job satisfaction.
On the other hand, research conducted in Africa has revealed difficulties with progressive
tax systems, such as worries about tax compliance and revenue collection, which may
affect how employees view the tax system and their level of job satisfaction. Examples of
these studies are those conducted in Ghana by Owusu and Ansah (2021) and in South

Africa by Van Wyk et al. (2020).

According to recent research by Adebayo and Ojo (2022), depending on individual
income levels and views of tax justice, progressive tax schemes in Nigeria may have
varying effects on employee job satisfaction. Progressive tax laws may be seen as fair
and beneficial to society welfare by higher-paid workers, but they may be burdensome
and cause discontent among lower-paid workers. The necessity for Kenyan policymakers
to take into account the effects of progressive tax reforms on the general well-being and
work satisfaction of public sector personnel is highlighted by recent research conducted
by Mwangi and Kamau (2019). For the purpose of guiding evidence-based organizational
practices and policy decisions, more research on the impact of progressive tax structures

on employee job satisfaction in Kenya's public sector is vital.

2.1.2 Influence of tax deductions and benefits on employee job satisfaction
Benefits and tax deductions can have a significant impact on an employee's entire
compensation package and financial well-being, which in turn can influence how

satisfied they are at work. Tax deductions for things like healthcare costs and retirement
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contributions can effectively cut an employee's taxable income, increasing their take-
home pay. Because they feel more financially secure and able to meet their needs and
aspirations, employees may be more satisfied at work as a result of having more
disposable income. Furthermore, tax deductions for perks like healthcare or retirement
savings plans might encourage staff members to take use of these opportunities,
enhancing their general well-being and job satisfaction. For instance, a study by
(Clingman and Horney, 2016) discovered that because of the perceived value of the
benefits offered, workers in employer-sponsored retirement plans with tax benefits

expressed higher levels of job satisfaction.

Moreover, the provision of tax-advantaged benefits may also raise the perceived worth of
a worker's benefits package, which in turn raises worker satisfaction levels in general. For
example, health insurance offered by the employer with tax benefits may be seen as a
worthwhile perk, increasing employee happiness. This idea is supported by research by
Hirsch, Macpherson, and Hardy (2000), which indicates that workers value tax-favored
benefits like healthcare and retirement plans and that having access to them has a
beneficial impact on their job satisfaction. Therefore, by boosting financial security,
encouraging involvement in benefit programs, and raising the perceived value of
compensation packages, tax deductions and benefits can have a major positive impact on

employee work satisfaction.

Benefits and tax deductions may have a significant impact on how satisfied employees
are with their jobs. Employees typically feel more financially secure and appreciated by

their employers when they offer tax-deductible benefits like flexible spending accounts,
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health insurance, and retirement contributions. These benefits show that the company is
concerned about the welfare of its workers in addition to offering real financial
assistance. Tax deductions on these benefits may also increase employees' take-home
income, which will increase their level of satisfaction. In contrast, employees may feel
underappreciated and may even look for work elsewhere in pursuit of greater
remuneration packages if tax deductions are restricted or benefits are few. Therefore,
providing a wide range of tax-deductible incentives can have a favorable impact on
worker satisfaction and encourage a more engaged and devoted workforce.
Numerous studies have focused on the relationship between employee job satisfaction
and tax deductions and benefits. Research conducted in Japan by Suzuki et al. (2018) has
demonstrated that tax deductions and benefits like childcare allowances and
transportation subsidies may improve work-life balance and financial well-being, which
in turn can significantly impact employee job satisfaction. Similarly, Taylor and Patel's
(2020) research in the UK emphasizes the value of tax breaks and benefits in promoting
employee welfare and general job satisfaction. They contend that well-crafted tax laws,
such as those that allow for deductions for medical costs and retirement savings, enhance

workers' feelings of job stability and contentment.

Research conducted in Canada by Anderson and Wong (2019) has examined how
employee views of fairness and equity in the workplace are affected by tax deductions
and benefits. Their findings indicate that workers who receive tax benefits like housing
allowances or tuition assistance are more likely to think highly of their employers and

report higher levels of job satisfaction as a result. However, more research is required to
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determine the precise mechanisms by which benefits and tax deductions affect workers'

job satisfaction in various organizational contexts.

There is little, but growing, research being done in Africa on the connection between
employee work satisfaction and benefits and tax deductions. Recent research conducted
in Algeria by Bouzid et al. (2021) looked at how tax deductions for healthcare and
education costs affected the job satisfaction of public sector workers. They discovered
that workers who obtain tax benefits for these costs have better job satisfaction,
underscoring the significance of specific tax laws in fostering worker well-being.
Similarly, research conducted in the Ivory Coast by Koné and Touré (2020) indicates that
tax deductions and benefits—Ilike housing subsidies and transportation allowances—have
a big impact on how happy employees are with their jobs and how supportive their
organizations are of them. These benefits increase the likelihood that workers will feel
appreciated and content in their positions, which boosts output and retention.
Mugisha and Nakayiwa's (2022) research conducted in Uganda looked at the connection
between employee work satisfaction in the public sector and tax deductions and benefits.
They discovered that workers who receive tax benefits like grants for schooling or
healthcare report higher levels of job satisfaction and loyalty to their employers. To
optimize the beneficial effects of tax deductions and benefits on employee well-being,
additional study and policy interventions are needed due to persistent issues with the

administration and openness of tax laws.

Chege and Nyaga's (2019) recent study in Kenya looked at how benefits and tax

deductions affect private sector employee job satisfaction. They discovered that workers
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who receive tax benefits like lunch subsidies or commuter allowances report higher levels
of engagement and job satisfaction. However, in order to support employee well-being
across various industries, fair and transparent tax regulations are essential. This is
highlighted by differences in organizational practices and inequities in access to tax

benefits.

2.1.3 Influence tax transparency and communication on employee job satisfaction
Tax transparency, which involves openly communicating with employees about the
company's tax practices, can have a significant impact on employee job satisfaction.
When employees understand how taxes affect their compensation and the overall
financial health of the company, they feel more empowered and engaged. Research by
Brown and Hutton (2017) found that organizations that communicate openly about their
tax policies and practices foster greater trust and loyalty among employees. In providing
transparency regarding tax deductions, benefits, and how taxes contribute to the
company's bottom line, employers can help employees make more informed decisions
about their finances and career choices. This transparency can lead to increased job
satisfaction as employees feel more valued and respected by their employer.

Furthermore, tax transparency can contribute to a positive organizational culture where
communication is prioritized, leading to higher levels of job satisfaction. A study by
Bristow et al. (2018) suggests that organizations with transparent tax policies tend to have
better overall communication practices, which in turn enhance employee satisfaction and
engagement. When employees feel that their employer is open and honest about tax

matters, they are more likely to trust the organization and feel a sense of belonging. This
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increased trust and sense of belonging can improve morale, productivity, and retention
rates, ultimately contributing to higher levels of job satisfaction among employees.
Therefore, fostering tax transparency can be a valuable strategy for organizations seeking

to enhance employee satisfaction and build a positive workplace culture.

The study on tax transparency and communication and employee job satisfaction has
been conducted in various regions. In Brazil, studies by Silva et al. (2019) have
highlighted the significance of transparent communication of tax policies in fostering
trust and satisfaction among employees. They argue that when tax authorities
communicate tax policies clearly and effectively, employees are more likely to perceive
the tax system as fair and equitable, which contributes to higher levels of job satisfaction.
Similarly, in India, research by Sharma and Gupta (2020) underscores the importance of
tax transparency in enhancing employee perceptions of organizational integrity and
fairness. They found that employees who receive clear and timely information about tax
policies and procedures are more likely to trust their employers and feel valued, leading
to greater job satisfaction and commitment.

In Russia, studies by lvanov and Petrov (2018) have examined the effects of tax
transparency initiatives on employee attitudes and behaviors in the public sector. They
found that transparent communication of tax policies, including disclosure of tax
obligations and rights, fosters a sense of accountability and citizenship among employees,
contributing to higher levels of job satisfaction and organizational citizenship behavior.

In Africa, research on the relationship between tax transparency and communication and

employee job satisfaction is limited but emerging. In Tanzania, recent studies by
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Mushiand Ndunguru (2021) have explored the effects of tax transparency initiatives on
public sector employees' perceptions of fairness and trust in the tax system. They found
that transparent communication of tax policies and procedures enhances employee
confidence in the government and contributes to higher levels of job satisfaction and
compliance.

Similarly, in Morocco, research by El Haddad and Moussaoui (2020) suggests that
transparent communication of tax policies and procedures promotes employee
understanding and compliance, leading to greater job satisfaction and organizational
effectiveness. Employees who receive clear and accurate information about tax
obligations and benefits are more likely to feel valued and supported by their employers,
which enhances their overall job satisfaction and commitment.

In Congo, studies by Nkulu and Kabongo (2022) have examined the effects of tax
transparency initiatives on employee perceptions of fairness and accountability in the
public sector. They found that transparent communication of tax policies and procedures
fosters a culture of transparency and integrity, which enhances employee trust in the
government and contributes to higher levels of job satisfaction and organizational
performance. In Kenya, recent research by Otieno and Omondi (2019) has explored the
relationship between tax transparency and communication and employee job satisfaction
in the private sector. They found that organizations that prioritize transparent
communication of tax policies and procedures experience higher levels of employee trust
and satisfaction, leading to greater job engagement and retention. However, challenges

related to the complexity and accessibility of tax information remain, highlighting the
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need for continued efforts to enhance tax transparency and communication to maximize

its positive impact on employee well-being and organizational performance.

2.1.4 Influence of tax reform initiatives on employee job satisfaction

Initiatives for tax reform may significantly affect how satisfied employees are with their
jobs. Employees may see a boost in take-home pay as a result of tax policy changes that
cut tax rates or offer tax advantages to certain persons, which will increase their sense of
financial stability and pleasure. For instance, a study by Bartik et al. (2019) discovered
that tax incentives meant to encourage investment and job creation increased employee
job satisfaction because workers felt their firms offered more prospects for stability and
progress. Furthermore, tax reforms that ease administrative costs and streamline the tax
code can help both companies and employees feel less stressed and frustrated, which
improves the working environment and increases job satisfaction (Blumenthal &

Slemrod, 2019).

However, depending on the exact terms and how they are put into practice, tax reform
proposals may or may not have an impact on how satisfied employees are with their jobs.
Tax measures that unfairly favor high-income individuals or firms at the expense of
lower-income workers, for example, have the potential to worsen income inequality and
create a sense of discontent among employees who feel left behind (Sawyer, 2020).
Furthermore, employees' general well-being and job satisfaction may suffer if tax reforms
lead to cuts to social welfare programs or publicly funded services that they depend on,
like healthcare or education (Furman, 2018). Therefore, policymakers must carefully

consider the distributional effects and broader societal impacts to ensure that all workers
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benefit equitably, even though tax reform initiatives have the potential to positively
influence employee job satisfaction through increased financial security and reduced

administrative burdens.

Research conducted in Mexico by Rodriguez et al. (2019) has investigated how tax
reform policies affect workers' views of justice and fairness. They discovered that by
encouraging financial stability and lessening perceived disparities, well-designed tax
reforms, such as streamlining the tax code and lowering tax burdens for low-income
earners, can improve employee job satisfaction. Tan and Lim's (2020) study in Malaysia
also looked at how tax reform measures affected workers' opinions of fairness and
organizational support. They discovered that tax reforms with the goal of raising tax
compliance and decreasing tax evasion lead to a more equitable and transparent tax
system, which increases employee satisfaction and trust. Research conducted in New
Zealand by Smith and Jones (2018) has demonstrated how tax reform measures can
enhance both organizational performance and worker well-being. They discovered that
tax reforms intended to lessen compliance requirements and streamline tax administration
procedures can help employees feel less stressed and frustrated, which raises their job

satisfaction and productivity.

Recent research conducted in Cameroon by Nganmeni and Tchoumbou (2021) examined
how tax reform policies affected public sector workers' views of equity and justice. They
discovered that tax reforms with the goal of increasing revenue collection efficiency and
transparency can boost worker confidence in the government and lead to improved work

satisfaction scores. Rajaonarison et al. (2020) found that tax reform initiatives in
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Madagascar that aim to lower tax burdens for low-income earners and simplify tax
compliance procedures can also have a favorable effect on employee job satisfaction.
Workers are more likely to feel appreciated and supported by their employers when they
believe that tax reforms are just and advantageous, which increases employee

commitment and job satisfaction.

Research conducted in Rwanda by Uwimana and Habimana (2022) has looked at how tax
reform policies affect the way public sector workers see the efficacy and performance of
their organizations. They discovered that tax reforms with the goal of increasing tax
compliance and revenue production can enhance the development of infrastructure and
government service delivery, which raises employee job satisfaction. Ouma and Wanjala
(2013) conducted a study in Kenya that looked at the connection between private sector
employee job satisfaction and tax reform proposals. They discovered that companies
implementing fairness- and transparency-focused tax reforms see increases in employee
satisfaction and trust, which boosts worker engagement and retention. Notwithstanding,
obstacles pertaining to the execution and dissemination of tax modifications persist,
underscoring the necessity of sustained endeavors to augment the efficacy of tax policies

and the welfare of laborers.

2.2 Theoretical Framework

Initiatives for tax reform may significantly affect how satisfied employees are with their
jobs. Employees may see a boost in take-home pay as a result of tax policy changes that
cut tax rates or offer tax advantages to certain persons, which will increase their sense of

financial stability and pleasure. For instance, a 2019 study by Bartik et al. discovered that
33



tax incentives meant to encourage investment and job creation increased employee job
satisfaction because workers felt their firms offered more prospects for stability and
progress. Furthermore, tax reforms that ease administrative costs and streamline the tax
code can help both companies and employees feel less stressed and frustrated, which
improves the working environment and increases job satisfaction (Blumenthal &Slemrod,
2019).

However, depending on the exact terms and how they are put into practice, tax reform
proposals may or may not have an impact on how satisfied employees are with their jobs.
Tax measures that unfairly favor high-income individuals or firms at the expense of
lower-income workers, for example, have the potential to worsen income inequality and
create a sense of discontent among employees who feel left behind (Sawyer, 2020).
Furthermore, employees' general well-being and job satisfaction may suffer if tax reforms
lead to cuts to social welfare programs or publicly funded services that they depend on,
like healthcare or education (Furman, 2018). Therefore, policymakers must carefully
consider the distributional effects and broader societal impacts to ensure that all workers
benefit equitably, even though tax reform initiatives have the potential to positively
influence employee job satisfaction through increased financial security and reduced

administrative burdens.

The foundation of this research was Victor Vroom's Expectancy theory, which he created
in the 1960s. According to the hypothesis, people are driven to take particular acts
because of their perceptions of how those actions will turn out. It implies that people are

driven to work hard when they think their efforts will pay off. It is possible to examine
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the effects of a number of important tax policy elements on worker job satisfaction. First
off, employees' opinions of the fairness and equality of the tax system are greatly
influenced by progressive tax schemes. Higher tax rates on higher income earners under
progressive tax systems may have an impact on workers' motivation and job satisfaction
(Andrejovska, et al., 2021). Expectancy theory suggests that employees may view higher
taxes on greater wages as a deterrent to working harder or applying for promotions,
which could have a detrimental impact on their level of job satisfaction. Employees may
be more driven and content with their work if they think progressive tax laws promote
social justice and equity. They may also see their taxes as a way to support public

services and redistributive measures.

Second, benefits and tax deductions have a significant impact on how much employees
value their jobs and how satisfied they are with them overall. According to expectation
theory, workers get motivated when they believe their efforts will directly result in
rewards. By lowering tax obligations and raising disposable income, tax deductions and
benefits like housing, healthcare, or education expenses can improve workers' sense of
worth and contentment. Additionally, the employer's ability to effectively communicate
these deductions and benefits can strengthen workers' beliefs about the relationship
between effort and reward, which will enhance workers' job satisfaction (Berliana et al
2018). Finally, workers' perceptions of the legitimacy and fairness of the tax system are
greatly influenced by tax transparency and communication. According to expectation
theory, people who have a thorough knowledge of the connection between their acts and

results are more motivated. When it comes to tax laws, open communication about how
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taxes are determined, distributed, and used can improve workers' views of accountability
and fairness in the public sector. Workers are more likely to feel driven and appreciated if
they believe that the tax system is open and transparent, which raises job satisfaction

levels(Bouzid, S., et al. 2021).

Finally, efforts to modify the tax code can have a big impact on how employees view the
efficiency and justice of the current tax system. According to expectation theory, people
are driven to take action when they think their efforts will result in the anticipated results.
Thus, efforts to simplify the tax code, close loopholes, improve justice, and increase
efficiency can have a favorable effect on how employees view the tax system and their
level of job satisfaction in general. Organizations can cultivate a more motivated and
contented staff in the public sector by matching tax policies with workers' expectations of

justice, openness, and efficacy(El Haddad, A., & Moussaoui, S. (2020).
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2.3 Conceptual framework
The study was based on a conceptual framework. Figure 1.1 shows the relationship

between Tax Policies and Employee Job Satisfaction in the Public Sector.

Independent Variables

Progressive tax structures
e Tax brackets
e Marginal tax rates
e Tax credits

v

Dependent Variable

Tax deductions and benefits
Standard deductions

Itemized deductions
Retirement savings deductions

\ 4

Employee Job Satisfaction
Engagement and motivation
High productivity

Positive attitude
Commitment to the

Tax transparency and communication organization

e Taxpayer education
e Clear and accessible tax laws:

A\ 4

e Disclosure requirements:
Intervening Variables

o National government

policies
Tax reform initiatives e County government
Changes to tax rates policies

Simplification of tax laws
Structural changes to the tax system >
Base broadening

Figure 2.1 Conceptual framework
Source: Researcher, 2024
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This study employed a conceptual framework to analyze the relationship between tax
policies and employee job satisfaction, focusing on independent variables such as
progressive tax structures, tax deductions and benefits, tax transparency and
communication, and tax reform initiatives, with employee job satisfaction as the
dependent variable. Progressive tax systems, which impose higher rates on higher
incomes to promote equity, can influence employee satisfaction by affecting disposable
income and perceptions of fairness. Additionally, tax deductions and benefits impact
financial well-being and the perceived value of compensation, while tax reform initiatives
aim to restructure the tax system for specific objectives, potentially influencing job
satisfaction through financial compensation, job security, and work-life balance.
Furthermore, national and county government policies serve as intervening variables,
affecting tax policies and indirectly shaping employee job satisfaction through their

influence on economic conditions, income distribution, and social welfare programs.

2.4 Research Gaps

This study aimed to address critical gaps in the literature on the relationship between tax
policies and employee job satisfaction in the public sector, focusing on how progressive
tax structures, tax deductions and benefits, tax transparency and communication, and tax
reform initiatives impact satisfaction levels among public sector employees. While
previous research has primarily examined these factors within private sector settings,
limited attention has been given to their unique effects in the public sector, where
employees may experience different financial expectations and job stability

considerations. In specifically exploring how progressive tax structures influence job
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satisfaction, along with the roles of transparency, benefits, and reforms, this study sought
to provide data that are essential for developing tax policies that support public employee

retention and job satisfaction.

The first objective of the current study, to examine the influence of progressive tax
structures on employee job satisfaction in the public sector, addresses a notable research
gap in existing literature. Previous studies have often focused on tax policies and
employee attitudes, yet most centered on private sector perspectives, leaving public
sector-specific impacts less explored. For example, a study by Brown et al. (2018)
analyzed tax policy impacts on employee satisfaction within large corporations, applying
a cross-sectional survey methodology to examine perceived fairness in tax deductions
and rates. Brown et al. found that tax fairness positively correlated with satisfaction,
though the private sector setting limited the generalizability to public sector employees
who operate under different economic and organizational conditions. This current study,
therefore, sought to fill this gap by focusing specifically on the public sector, examining
whether progressive tax structures similarly influence job satisfaction among government

employees.

Further research by Lee and Kim (2020) concentrated on income-based tax benefits and
deductions, using a mixed-methods approach that included both quantitative surveys and
qualitative interviews with private sector employees. Their findings revealed that
employees responded positively to deductions they perceived as fair and beneficial,
suggesting that well-structured tax benefits enhance satisfaction. However, Lee and

Kim’s study was limited to the private sector, and findings may not transfer to public
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employees who might have different expectations and perceptions of job benefits and
stability. Recognizing this limitation, the current study focuses on public sector-specific
tax benefits and deductions to better understand their unique impact on job satisfaction,
aiming to contribute insights into the ways these financial structures can be tailored for

public sector retention and morale.

Another relevant study by Williams and Oduro (2019) explored the importance of tax
transparency and employee awareness of tax policies, using a survey to measure
satisfaction levels based on clarity and communication of tax-related information. They
found that transparent tax practices, where employees understood deductions and rates,
were associated with higher job satisfaction. However, Williams and Oduro’s study had
limitations in that it primarily measured general tax awareness without sector
differentiation, potentially overlooking nuances specific to public sector employees, who
may have varying expectations for communication and transparency given government
employment structures. This current study, therefore, aims to examine tax transparency
and communication within the public sector, assessing how these factors impact

satisfaction differently than in private organizations.

Lastly, tax reform initiatives have been studied by researchers such as Garcia and Moore
(2021), who examined the effects of tax policy reforms on job performance and
satisfaction across multiple industries. Their longitudinal analysis found that reform
policies, especially those reducing tax burdens, often led to improved employee
performance and satisfaction over time. However, Garcia and Moore’s study did not

distinguish between sectors, making it challenging to assess public sector-specific
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implications. In focusing on the public sector, the current study sought to identify how
public employees react to reform initiatives, filling a gap in understanding the sector-
specific impact of tax reforms on job satisfaction. Through these investigations, the study
aims to broaden the literature on how progressive tax structures, benefits, transparency,

and reforms uniquely shape job satisfaction in public sector settings.
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CHAPTER THREE

RESEARCH METHODOLOGY

3.0 Introduction

The research design, which directs the entire investigation, and research technique are
demonstrated in this part. The target demographic and the study area are also described,
along with the sample size and sampling techniques used to obtain a representative
sample. Additionally, this chapter explains the validity and reliability of the instruments
used to gather data for the study. Additionally, methods for gathering data, such as
establishing the parameters of the study, are covered, along with the data analysis that
will be applied while keeping the study's design in mind. Given the delicate nature of the
topic being studied, ethical concerns and responder confidentiality are given careful

consideration.

3.1 Research Design

According to Creswell (2009), research design is a strategy and process for conducting
research that extends choices beyond general assumptions to specific methods of
gathering and analysing data. It alludes to the overarching plan or strategy that describes
how the study was carried out in order to successfully address the research questions. A
cross-sectional research design was used in this study on the relationship between tax
laws and employee work satisfaction in the public sector, using employees of the County
Government of Uasin Gishu as a case study. Data from a single point in time can be

collected using a cross-sectional design, which offers a glimpse of the relationship
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between variables of interest. Within the given context, this approach is appropriate for

examining how employees now perceive and feel about tax laws and job satisfaction.

3.2 Location of the study

The study was carried out in the headquarters of the Uasin Gishu County Government.
The region was chosen because it is representative of Kenya's public sector and offers a
good framework for analysing the connection between tax laws and worker job
satisfaction. Furthermore, the Uasin Gishu County Government provides a range of
viewpoints and experiences from the public sector, which improves the validity and
trustworthiness of the study's conclusions overall and enriches the data collection

process.

3.3Target Population

A population, according to Naseri (2021), is made up of all the components that satisfy
the requirements to be included in a study. It refers to the set of people or things that the
researcher wants to examine and draw conclusions about from the research results. The
target population for this study, which focusses on the relationship between tax laws and
employee job satisfaction in the public sector in Uasin Gishu County, Kenya, is made up

of workers in several departments at the county headquarters, as shown in table 3.1.
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Table 3.1 Target population

Departments Target HR officers
population

Finance & Economic Planning. 127 1

Medical Services, Public Health & Sanitation. 136 1

Agriculture, Livestock, Veterinary & Fisheries. 132 1

Lands, Physical Planning &  Urban 83 1

Development.

Transport, Roads, Public Works & Housing. 92 1
Education & Public Service. 139 1
Gender & Youth Department. 121 ¥
Sports, Culture & Social Services. 101 1
Total 931 8

Source: Uasin Gishu County, 2024

3.4 Sample Size and Sampling Procedures

According to Maree (2007), sampling is the process used to select a subset of the research
population. According to this, the researcher chooses volunteers for a certain study based
on who they believe is most qualified to supply the pertinent data required for the
investigation. The sample strategy used for this investigation is described in this section.
Krejcie and Morgan's (1970) formula for determining sample size served as the

foundation for the current study. The following is the formula:

B X*=N=P(1—P)
T (ME?x (N—1)) + (X% <P = (1 — P))

n

Where;

n=Sample size

44



X?=Chi Square for the specified confidence level at 1 degree of
freedom= (3.841) from tables
N=Population size
P=Population proportion (.50 in the table)
ME=Desired margin of error (expressed as a proportion=0.05).
= 3.841*(931-1) * (.5(1-.5)/.0025%(931-1) + (3.841*.5(1-.5)

= 136 employees

Therefore, the sample size for this study was136 employees and distributed as indicated

in table 3.2

Table 3.2 Sample size of the respondents

Departments Target Sample Sampling criteria
population size

Finance & Economic Planning. 127 18 Proportionate random
sampling

Medical Services, Public Health 136 20 Proportionate random

& Sanitation. sampling

Agriculture, Livestock, 132 19 Proportionate random

Veterinary & Fisheries. sampling

Lands, Physical Planning & 83 12 Proportionate random

Urban Development. sampling

Transport, Roads, Public Works 92 13 Proportionate random

& Housing. sampling

Education & Public Service. 139 20 Proportionate random
sampling

Gender & Youth Department. 121 18 Proportionate random
sampling

Sports, Culture & Social 101 15 Proportionate random

Services. sampling

Total 931 136

Researcher, 2024
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Further, census sampling was used in selecting a human resource officer from each of the
8 departments in the county government. Therefore the total sample size was 144

respondents.

3.5 Research Instruments
Data collection instruments for this study were questionnaires for employees and

interview schedules for human resource officers.

3.5.1 Questionnaire
Through structured questions about many facets of tax laws and employee job

satisfaction, the questionnaire was created to collect quantitative data. Measures of job
satisfaction (such as overall job satisfaction, satisfaction with salary and benefits,
satisfaction with workload and job responsibilities, and intention to stay in the
organisation) and perceptions of tax policies (such as questions on progressive tax
structures, tax deductions and benefits, tax transparency and communication, and tax
reform initiatives) were all covered in the questionnaire.In order to quantify participants'
attitudes and views, the questionnaire used Likert scale items to gauge respondents'
agreement or disagreement with statements about tax laws and work satisfaction. In order
to get detailed feedback and qualitative insights from participants on their experiences
with tax laws and job satisfaction in the public sector, the questionnaire may also contain

open-ended questions.

3.5.2 Interview guide
HR officers' perspectives on the relationship between tax laws and worker job

satisfaction were gathered from the interviews. Enquiries would focus on how tax laws
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affect benefits plans, pay scales, and general financial health, as well as how these
elements affect job happiness. Enquiries would also centre on HR tactics used to
counteract any detrimental consequences of tax laws on worker happiness and morale, as
well as how employees perceive tax compliance. HR officials would be encouraged to go
into more detail about particular incidents, difficulties encountered, and creative solutions
put in place in reaction to changes in tax laws if they were asked open-ended questions.
The goal of the interview method would be to get thorough viewpoints, which would

enhance the analysis and suggestions of the study.

3.6 Validity of Research Instruments

According to Kothari (2018), validity is the reliability of the conclusions drawn from the
research findings as well as their correctness, precision, and significance of the
implications. The research tools went through a thorough validation process. Experts in
the business section examined the surveys to make sure they appropriately measured the

desired constructs.

The researcher sought professional opinions on the validity of the study instruments'
constructions and content. Before starting the data collection processes, the study's
instrument was improved using their feedback. Additionally, a specific sample of
respondents in Nandi County, which has traits in common with Uasin Gishu County, was
used to pilot the instrument. Piloting is seen to be important for determining the
instrument'’s content validity as well as for enhancing formats, questions, and scales. The

process of carefully examining test content to see whether it represents a representative
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sample of the conduct under investigation is known as content validity (Anastasi &

Urbina, 1997).

Furthermore, proof of content validity includes the extent to which the test's content
relates to a content domain that is associated with the construct. According to Anastasi
and Urbina (1997), a test is deemed to have appropriate content validity when the items
included in the study are carefully chosen. Items are chosen to ensure they meet the test
description, which is created after a thorough examination of the subject matter.
According to Foxcroft et al. (2014), a research instrument's content validity is improved
when a panel of academics reviews the test requirements and item selection. After
evaluating the items, the experts—Iecturers and supervisors—commented on whether or
not they covered a representative sample of the behaviour criteria. Project supervisors
and a panel of seasoned academics from Mount Kenya University were given access to
the questionnaire and interview schedule in order to assess the validity of the research
tools utilised in the study. To improve the validity of the final instrument changes, the

supervisors' feedback and the piloting results were incorporated.

3.7Reliability of Research Instruments

Test-retest reliability was evaluated for the quantitative surveys in order to guarantee the
validity of the research tools. In order to assess the consistency of responses across time,
a group of participants will be given the identical questionnaire twice. Additionally,
independent coding and subsequent comparison of results by various researchers showed

inter-coder reliability for qualitative data. In Nandi County, which shares features with
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Uasin Gishu, a simple random sample of thirty respondents was used to pilot the

instruments in order to assess their reliability.

Cronbanch Alpha was used to test the reliability. Based on inter-item correlations, the
Cronbach Alpha coefficient is used to assess an instrument's internal reliability. Internal
consistency is high and the alpha coefficient is near one if the items have a strong
correlation with one another; if the items are poorly formulated and do not correlate
strongly, the alpha coefficient is around zero. The instrument would be considered

suitable for gathering data if the coefficient was equal to or higher than 0.7.

3.8 Data collection methods and procedures
Data for this study was gathered through interviews with human resource officers

(HROs) and standardised questionnaires given to public sector workers. Depending on
participant choices and accessibility, the questionnaires were distributed in person as part
of the data collection process. To guarantee participant access, distribution strategies
were used, such as hand-delivering questionnaires during planned staff visits. Ethical
guidelines were followed before the questionnaires were distributed and interviews took
place, and participants were given comprehensive information about the goals, methods,
and rights of the study. Prior to their participation in the study, all individuals gave their
informed consent. Because steps were taken to anonymise data and securely store it to
protect participants' privacy, participant replies were kept confidential throughout the
data gathering procedure. Additionally, by giving precise instructions for completing the
questionnaire and performing quality checks during data entry, efforts were made to

guarantee the correctness and completeness of the data gathered. Therefore, in order to
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gather accurate and legitimate data on the opinions of public sector workers regarding tax
laws and job satisfaction in Uasin Gishu County, Kenya, the data collection methods and

processes were carried out in a methodical and moral manner.

3.9 Data Analysis techniques and procedures

The process of coding the quantitative data obtained from the questionnaire allowed the
researcher to summarise, quantify, and classify the information into formats that could be
used efficiently for the report's creation. Both inferential and descriptive statistics were
applied. The SPSS software (version 21) was used to process the data for the analysis.
Because SPSS offers an organised method for analysing quantitative data, it is frequently
thought of as an appropriate tool for researchers. Following accepted practices improved
the study's data's reliability and validity while also clearly demonstrating the connections
between the variables being examined.To analyse the quantitative data collected, the
study used the descriptive statistics methodology. Both frequency and percentage values
were present in the dataset. As the fundamental framework that gives rise to correlational
research, descriptive analyses play an essential role. Additionally, Mugenda and
Mugenda's (2008) views are very valuable since they focus future study on the areas that
need attention. Measures of variability and central tendency are calculated using
descriptive statistics.Inferential statistics were used in this study to investigate the
correlation between the variables. The statistical techniques applied in this investigation
included multiple regression analysis and correlation analysis. To ascertain the statistical
significance and type of relationship between the dependent and independent variables,

correlation analysis was utilised. To determine the statistical significance and amount of
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the influence or effect exerted by the research variable, regression analysis was utilised.
The p-value of 0.05, or 95% confidence, was established as the level of significance. The
significance level seeks to clarify the probability of obtaining similar results if the

investigation is repeated. The regression model was as follows:

Y=o +B1X1+PaXo+PaXz +PaXs + €

Where,

Y= Employee Job Satisfaction

X1= Progressive tax structures

X>= Tax deductions and benefits

Xs= Tax transparency and communication

X4= Tax reform initiatives

o = constant value

€ =error term

Further, qualitative data from interviews were presented thematically in line with

objectives of the study.

3.10 Ethical Considerations
According to Hesse-Biber and Leavey (2017), study participants must be knowledgeable

about ethical standards to protect the data collected from their respondents. Information
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about and from persons is gathered as part of research (Punch, 2015). Therefore, it is
necessary for researchers to ensure that research participants are protected from
misconduct, including indecency that could be replicated, that mutual trust is developed,
that privacy and confidentiality are guaranteed, that truthfulness in research is enhanced,
and that researchers are able to handle new challenges related to research (Israel, Mark &
lain, 2016). The study complied with the following ethical guidelines:
Prior to starting the data collection process, the researcher received a letter from Mount
Kenya University certifying that he had fulfilled the necessary prerequisites. To secure a
research permission, the letter was sent to the National Council for Science, Technology,
and Innovations (NACOSTI). Before beginning the study, consent was also obtained
from the county commissioner, the county director of education, and the county
departments. Participation in the study was free and voluntary for the respondents.
Respondents were required to sign an informed consent form, and participation in the
study was not guaranteed to bring any advantages. Participants received assurances that
any information they provided would be kept private, confidential, and used exclusively
for this study. The participants were also told that they might leave the study whenever

they felt it was appropriate.
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CHAPTER FOUR
DATA ANALYSIS, PRESENTATION AND DISCUSSION OF FINDINGS
4.1 Introduction
This chapter deals with data analysis presentation and discussion of findings on the
relationship between tax policies and employee job satisfaction in Uasin Gishu County.
Sections include demographic data, influence of progressive tax structures, tax

deductions and benefits tax transparency and communication and tax reform initiatives

on employee job satisfaction.

4.2 Return rate
In this study, a total of 129 out of 136 questionnaires were duly filled and returned by

respondents giving a return rate of 94.8% which was considered adequate to provide
reliable information on the relationship between tax policies and employee job
satisfaction in Uasin Gishu County. In addition, 8 HR officers were interviewed. A high
response rate is often desirable as it can enhance the representativeness and reliability of
the data collected. According to Baruch and Holtom (2008), response rates in
organizational research average around 35% to 40%, though higher rates are preferable
for minimizing non-response bias and ensuring the validity of the study's findings.
Dillman, Smyth, and Christian (2014) emphasize the importance of using multiple
methods and reminders to increase response rates, as a low response rate can lead to
biased results if the non-respondents differ significantly from those who participated.

Therefore, the use of triangulation in this study increased the reliability of the findings.
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4.3 Reliability Testing
After the pilot test, all the items used were proven to show reliability with Cronbach alpha values

over 0.7. Progressive tax structures had 8 items and a Cronbach alpha value of 0.864, Tax
deductions and benefits had 8 items and a Cronbach alpha value of 0.910 was obtained. Tax
transparency and communication had 8 items with Cronbach alpha value of 0.864; Tax
reform initiatives had 8items with a Cronbach Alpha of 0.810 while the dependent variable

(employee job satisfaction) had 4 items with a Cronbach Alpha of 0.824. Therefore, the items
had a Cronbach's Alpha ranging from 0.810 and 0.910 which was more than 0.7as recommended.
This indicates that the tool was dependable and therefore deemed fit for collection of data as

indicated in table 4.1.

Table 4.1 Cronbach’s Reliability Test

Reliability Statistics

Variables Scale Reliability Coefficient () N of Items in the scale
Progressive tax structures .864 8
Tax deductions and benefits 910 8
Tax transparency and .868 8

communication

Tax reform initiatives 810 8

Job satisfaction 824 4

Source: Pilot Data, 2024

4.4 Demographic Information of Respondents
Among background information obtained from the participants was gender, age, highest

level of education and experience in service.
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4.4.1 Gender of respondents
The respondents were requested to indicate their gender. The outcome of the analyzed

information is shown in Figure 4.1.

Female, 64, Male, 65, 50.39%

49.61%

-

Figure 4.1 gender of respondents

The findings in figure 4.1 reveal that the gender distribution of respondents was nearly
equal, with a slight majority of males, 65 (50.39%), compared to females, 64 (49.61%).
This balanced representation implies that the data collected is not skewed towards any

particular gender, providing a well-rounded perspective on the study’s findings.
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4.4.2 Age bracket
The respondents were requested to indicate their age bracket. The outcome of the

analyzed information is shown in Figure 4.2.

39
40 -

35 A

30 A

23
25 A

20 A

15 ~

20-30 years 31-40 years 41-50 years 51-60 years Above 60
years

Figure 4.2 Age bracket

In figure 4.2, the age distribution of respondents shows that the majority fell within the
31-40 years bracket, with 39 (30.23%), followed by those aged 41-50 years at 35
(27.13%). The 20-30 years age group accounted for 23 (17.83%), those aged 51-60 years
were 24 (18.60%), and the least represented were those above 60 years at 8 (6.20%). This
indicates that the workforce primarily consists of middle-aged employees, with a lower
representation of younger and older employees, which could reflect on the experience

and perspectives brought into the study
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4.3.3 Highest Level of Education
The respondents were requested to indicate their highest level of education. The outcome

of the analyzed information is shown in Figure 4.3.

60 -

50 A

40 -

30 A

21

20 A

11

10 -

Diploma Degree Masters PhD

Figure 4.3 Highest Level of Education

Figure 4.3 highlights the highest level of education among respondents, with a majority
holding a degree, 59 (45.74%), followed by those with a master's degree, 38 (29.46%).
Respondents with a diploma made up 21 (16.28%), while those with a PhD were the least
represented at 11 (8.53%). This suggests that the respondents were relatively well-
educated, which could influence their understanding and perceptions of the subject matter

under study.
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4.4.4 Work experience
The respondents were requested to indicate their work experience. The outcome of the

analyzed information is shown in Figure 4.4.

40 - 37

35 A 31

29
30

25 A

20 - 17 -

15 A

10 +

O T T T T 1
Less than 1 lto5years 6to10years 11to 20years More than 20
year years

Figure 4.4 Work experience

From figure 4.4 regarding work experience, it was noted that a significant portion of
respondents, 37 (28.68%), had between 1 to 5 years of experience. Those with 6 to 10
years of experience were 31 (24.03%), followed closely by those with 11 to 20 years of
experience, 29 (22.48%). Respondents with less than 1 year of experience were 17
(13.18%), while those with more than 20 years of experience were 15 (11.63%). This
indicates a wide range of experience levels among the respondents, suggesting a diverse

range of insights based on varying lengths of exposure to their professional
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4.5The influence of Progressive Tax Structures on Employee Job Satisfaction
The first objective of the study was to examine the influence of progressive tax structures

on employee job satisfaction in the public sector in Uasin Gishu County Government.
Respondents were requested to rate their agreement or disagreement or on the statements

on Likert Scale. The findings were as in table 4.1
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Table 4.1 Progressive Tax Structures and Employee Job Satisfaction

SD D U A SA
Statement F % F % F % F % F %
Progressive tax structures promote fairness in the distribution 41 31.78 29 2248 7 543 21 1628 31 24.03
of tax burdens among employees.
Progressive tax structures incentivize employees to work 27 2093 43 3333 6 465 19 1473 34 26.36
harder to achieve higher income levels.
Employees perceive progressive tax structures as equitableand 45 34.88 31 2403 8 620 28 21.71 17 13.18
just.
Progressive tax structures contribute to a sense of financial 33 25.58% 39 30.23% 9 6.98% 23 17.83% 25 19.38%
security and stability among employees.
Progressive tax structures encourage employees to invest in 37 28.68% 35 27.13 5 388 25 1938 27 20.93
personal and professional development.
Progressive tax structures align with employees' expectations 27 2093 49 3798 4 310 28 21.71 21 16.28
for a fair and balanced taxation system.
Employees believe that progressive tax structures positively 43 3333 29 2248 8 6.20 30 2326 19 14.73
impact their overall job satisfaction.
Progressive tax structures foster a sense of social responsibility 31 24.03 41 3178 7 543 23 17.83 27 20.93

among employees towards contributing to public services.

Source: Field Data, 2024
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A significant majority of respondents, 41 (31.78%), strongly disagreed that progressive
tax structures promote fairness in the distribution of tax burdens among employees, with
an additional 29 (22.48%) disagreeing. Equally, 21 (16.28%) of the respondents agreed,
and 31 (24.03%) strongly agreed with the statement, while 7 (5.43%) were undecided.
This indicates that a slight majority of 60.26% of respondents do not perceive progressive
tax structures as fair, suggesting a possible disconnect between the intention of such tax
systems and the perception of fairness among employees. This suggests a potential
disconnect between the expectations of public sector employment and the actual job
satisfaction experienced by employees, mirroring concerns found in other studies about
the alignment between organizational goals and employee perceptions of fairness and
satisfaction. This finding is similar to a study by Smith et al. (2019), who noted that
employee dissatisfaction in public sector roles is often linked to unmet expectations and a
perceived lack of recognition, which can lead to decreased job satisfaction and higher

turnover rates.

Regarding the incentivization to work harder for higher income levels, 43 (33.33%) of
respondents disagreed that progressive tax structures serve this purpose, while 27
(20.93%) strongly disagreed. On the other hand, 34 (26.36%) strongly agreed, and 19
(14.73%) agreed, with only 6 (4.65%) being undecided. The findings show that a
majority of 54.26% of respondents do not feel motivated by progressive tax structures to
strive for higher income, pointing to a potential issue in the perceived effectiveness of
such tax policies in driving employee motivation. This finding is similar to a study by

Johnson and Lee (2021), who established that a lack of support from supervisors and
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colleagues is a significant factor in diminishing employee motivation and engagement,
which can adversely affect both individual performance and overall organizational

productivity.

In terms of equity and justice, 45 (34.88%) of respondents strongly disagreed that
employees perceive progressive tax structures as equitable and just, while 31 (24.03%)
disagreed. Meanwhile, 28 (21.71%) agreed, and 17 (13.18%) strongly agreed, with 8
(6.20%) remaining undecided. This suggests that 58.91% of respondents view these tax
structures as inequitable, highlighting a significant challenge in aligning tax policy with
employee perceptions of fairness. This finding aligns with recent research by Luttmer and
Singhal (2022), who explored the relationship between tax structures and perceptions of
fairness among public sector employees. Their study revealed that while progressive tax
systems are designed to enhance equity by taxing higher incomes at higher rates, these
structures often lead to perceived inequities among employees, particularly when the tax
burden appears disproportionately heavy. They found that employees in the public sector
frequently view progressive taxes as unfair, especially when they do not see
corresponding benefits in their compensation or public services. This perception can
erode job satisfaction, as employees feel that the tax system does not adequately reflect
their contribution to the workforce. Their findings underscore the importance of aligning
tax policy with employee expectations and perceptions to maintain job satisfaction and

morale in the public sector.

While assessing the impact of progressive tax structures on financial security and

stability, 39 (30.23%) of respondents disagreed that these tax structures contribute
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positively, with 33 (25.58%) strongly disagreeing. Equally, 25 (19.38%) strongly agreed,
and 23 (17.83%) agreed, while 9 (6.98%) were undecided. This implies that 55.81% of
respondents do not feel that progressive tax structures enhance their financial security,
indicating a potential gap between policy design and its impact on employee well-being.
This finding is consistent with research by Bénabou and Tirole (2022), who examined the
effects of progressive tax structures on financial security and stability among public
sector employees. Their study found that while progressive taxes are intended to reduce
income inequality and provide a safety net for lower-income earners, they often result in
perceptions of financial instability among employees. Specifically, when employees do
not perceive a clear link between the taxes they pay and improvements in their financial
security or public services, they may view the tax system as a source of financial strain
rather than support. This disconnection between policy design and employee experience
can lead to decreased job satisfaction and a sense of financial insecurity, highlighting the
need for policymakers to consider the broader impact of tax structures on employee well-

being.

On the issue of personal and professional development, 37 (28.68%) of respondents
strongly disagreed that progressive tax structures encourage such investments, with 35
(27.13%) disagreeing. However, 27 (20.93%) strongly agreed, and 25 (19.38%) agreed,
leaving 5 (3.88%) undecided. A majority of 55.81% thus do not see progressive tax
structures as conducive to their development, suggesting that these tax policies may not
be effectively supporting employee growth and advancement. This finding is in line with

the study by Alm and Sennoga (2023), who investigated the relationship between tax
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policy and employee development in the public sector. Their research revealed that
progressive tax structures, while aimed at achieving greater equity, may inadvertently
discourage personal and professional growth. Employees often perceive higher taxes as
reducing their disposable income, limiting their ability to invest in further education,
training, or other professional development opportunities. Alm and Sennoga noted that
when employees feel financially constrained due to tax obligations, they may be less
likely to pursue opportunities for growth, which in turn can hinder their career

advancement and overall job satisfaction.

In terms of alignment with employees' expectations for a fair and balanced taxation
system, 49 (37.98%) of respondents disagreed that progressive tax structures align with
these expectations, with 27 (20.93%) strongly disagreeing. Meanwhile, 28 (21.71%)
agreed, and 21 (16.28%) strongly agreed, with 4 (3.10%) undecided. This indicates that
58.91% of respondents feel that their expectations for fairness are not met by the current
tax system, pointing to potential dissatisfaction and misalignment between policy and
employee expectations. This finding is consistent with the research conducted by Scheve
and Stasavage (2022), who explored the perceptions of fairness in taxation among public
sector employees. Their study found that despite the intention of progressive tax systems
to create a more equitable distribution of tax burdens, these systems often fail to meet the
fairness expectations of employees. Scheve and Stasavage identified a gap between the
theoretical principles of progressive taxation and the practical experiences of employees,
who may perceive these taxes as disproportionately burdensome without sufficient

justification or visible benefits.
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Regarding overall job satisfaction, 43 (33.33%) of respondents disagreed that progressive
tax structures positively impact their job satisfaction, with 29 (22.48%) strongly
disagreeing. However, 30 (23.26%) agreed, and 19 (14.73%) strongly agreed, while 8
(6.20%) were undecided. This suggests that a majority of 55.81% do not believe that
these tax structures contribute positively to their job satisfaction, highlighting the need
for policymakers to address these concerns to improve employee morale. This finding is
in agreement with the study by Clark and Lisowski (2023), who examined the
relationship between tax policy and job satisfaction in the public sector. Their research
found that while progressive tax structures are designed to promote fairness, they often
have unintended consequences on employee morale and job satisfaction. They observed
that employees frequently feel that the increased tax burden associated with progressive
systems outweighs the perceived benefits, leading to a sense of dissatisfaction. This
dissatisfaction stems from the belief that the tax system does not adequately reflect their
contributions or provide sufficient compensation, thereby negatively impacting their

overall job satisfaction

Finally, in terms of fostering a sense of social responsibility, 41 (31.78%) of respondents
disagreed that progressive tax structures encourage a sense of responsibility towards
contributing to public services, with 31 (24.03%) strongly disagreeing. However, 27
(20.93%) strongly agreed, and 23 (17.83%) agreed, while 7 (5.43%) were undecided.
This suggests that a majority of 55.81% do not feel that progressive tax structures
promote social responsibility, indicating a potential gap in the intended social benefits of

such tax policies. This finding is supported by the research of Mettler and Stonecash
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(2023), who explored the impact of progressive tax structures on fostering social
responsibility among public sector employees. Their study found that while progressive
taxes are intended to promote a collective contribution to public services, they often fail
to inspire a sense of social responsibility among employees. They argued that when
employees perceive the tax burden as unfair or misaligned with the benefits received, it
can erode their willingness to contribute towards the public good. Instead of fostering a
sense of communal responsibility, these taxes may create feelings of resentment or

disengagement.

4.5.1 Relationship between Progressive Tax Structures and Employee Job
Satisfaction

The first hypothesis of this research stated that:

HO1: There is no statistically significant relationship between Progressive Tax Structures

and Employee Job Satisfaction in Uasin Gishu County.

Pearson Correlation Coefficient (simply, r) was employed to determine the potential
relationship progressive tax Structures and employee job satisfaction. In this case when r
= (+) 1, it shows a positive correlation and when r is (-) 1, it indicates that there is a
negative correlation. This demonstrates that changes in the independent variable (x)
account for all variations in the dependent variable (y), indicating that for every unit
change in the independent variable, the dependent variables tend to change continuously
in the same direction. In this instance, the connection is seen as being absolutely positive.

The correlation is said to be a complete negative correlation if the change occurs in the
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opposite direction. The value of ‘r’ nearer +1 or -1 shows a high degree of correlation
between the two variables. Table 4.2 presents the correlation coefficient between

progressive tax Structures and employee job satisfaction.

Table 4.2: Correlation Coefficient between progressive tax Structures and employee
job satisfaction Uasin Gishu County

Employee job
satisfaction

Progressive tax Pearson Correlation 691
Strt?ctures Sig. (2-tailed) .000
N 129

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

Table 4.2shows that there was a significant correlation between progressive tax
Structures and employee job satisfaction in Uasin Gishu County (r = .691' p = .000). At
95% confidence level the r value for progressive tax structures was .691 showing a
correlation with Employee job satisfaction. This implies that an improved progressive tax
Structures leads to improved Employee job satisfaction. Thus, the null hypothesis which
stated that there is no statistically significant relationship between progressive tax
Structures and employee job satisfaction in Uasin Gishu County was rejected showing
that there was a significant relationship progressive tax Structures and employee job

satisfaction in Uasin Gishu County.

On interview with the HR officers, one of the participants, HR5 said:

In my experience as an HR officer, employee complaints about the tax regime
have been a question of national debate, particularly significant changes in tax
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policies were to be implemented. Employees voiced concerns when they feel that
deductions from their paychecks are not adequately reflected in their take-home
pay, or when they perceive the tax system as overly complex or burdensome.
While tax-related grievances are the most common concern, they do contribute to
overall dissatisfaction when coupled with rising living costs of living or when
employees feel that their financial well-being is compromised.

Regarding the influence of progressive tax structures on job satisfaction, | believe
that while taxes are an important factor in an employee’s financial situation, their
direct impact on job satisfaction may vary depending on individual perspectives.
For employees in higher income brackets, a progressive tax system could be seen
as a deterrent if they feel disproportionately taxed. However, employees in lower
income brackets may benefit from reduced tax burdens, which could positively
influence their perception of financial stability. Therefore, progressive tax
Structures may contribute to job satisfaction if they align with employees’
perceptions of fairness and equity, but they are just one of many factors that
influence overall job satisfaction, alongside compensation, benefits, and
workplace conditions.
In the interview response provided by the HR officer, the interplay between tax policies
and employee satisfaction is examined with a mixed understanding of how changes in the
tax regime can impact workplace dynamics. The officer notes that employees often
express concerns about the tax deductions from their paychecks, particularly when these
deductions are not clearly reflected in their net pay or when the tax system appears overly
complicated. Such concerns are heightened during periods of significant tax policy
changes, which can exacerbate feelings of financial insecurity, especially when coupled
with rising living costs. The officer suggests that dissatisfaction arising from tax-related
issues is often intertwined with broader financial anxieties. The response also highlights

that the influence of progressive tax structures on job satisfaction is complex and

multifaceted.

The officer recognizes that while taxes are a crucial component of an employee’s

financial landscape, their direct effect on job satisfaction can vary significantly depending
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on individual circumstances and perceptions. For employees in higher income brackets, a
progressive tax system, which imposes higher taxes on greater earnings, might be
perceived as unfair or punitive. This perception could potentially dampen their job
satisfaction if they feel disproportionately burdened by the tax system. Equally, for
employees in lower income brackets, a progressive tax system might alleviate some
financial pressure by reducing their overall tax burden. This reduction could positively
influence their sense of financial stability and, consequently, their job satisfaction. The
HR officer implies that such tax structures may be seen as a measure of fairness and
equity, potentially enhancing job satisfaction among lower-income employees who

benefit from reduced taxes.

4.6The influence of Tax Deductions and Benefits on Employee Job Satisfaction
The second objective of the study was to determine the influence of tax deductions and

benefits on employee job satisfaction the public sector in Uasin Gishu County
Government. Respondents were requested to rate their agreement or disagreement or on

the statements on Likert Scale. The findings were as in table 4.3
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Table 4.3 Tax Deductions and Benefits and Employee Job Satisfaction

SD D U A SA
Statement F % F % F % F % F %

1. Tax deductions and benefits enhance employees' overall 45  34.9 33 25.6 7 54 15 116 29 225
compensation package.

2. Employees perceive tax deductions and benefits as 29 225 39 302 9 70 33 256 19 147
valuable incentives provided by the organization.

3. Tax deductions and benefits contribute to a higher level 37  28.7 41 31.8 5 39 31 240 15 116
of financial well-being and security among employees.

4. Employees feel appreciated and valued by the 43  33.3 35 27.1 3 23 21 163 27  20.9
organization due to tax deductions and benefits.

5. Tax deductions and benefits encourage employees to 31 ~ 24.0 47 36.4 7 54 25 194 19 147
remain loyal to the organization.

6. Employees believe that tax deductions and benefits 39  30.2 33 25.6 9 70 19 147 29 225
positively impact their job satisfaction.

7. Tax deductions and benefits enable employees to better 41 31.8 3% 271 5 39 25 194 23 17.8
manage their personal finances.

8. Employees perceive tax deductions and benefits as fair 39  30.2 45 349 3 23 271 209 15 116
and equitable rewards for their contributions to the

organization.

Source: Field Data, 2024
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The findings in Table 4.3 showed that a majority of the respondents, 45 (34.9%), strongly
disagreed that tax deductions and benefits enhance employees' overall compensation
package, followed by 33 (25.6%) who disagreed with the statement. Meanwhile, 29
(22.5%) agreed, 15 (11.6%) strongly agreed, and 7 (5.4%) were undecided. This implies
that a substantial majority (60.5%) of employees do not perceive tax deductions and
benefits as enhancing their compensation package, suggesting a potential disconnect
between the intended value of these benefits and employee perceptions. This finding
aligns with the study conducted by Broughton and Richards (2023), who investigated the
impact of tax deductions and benefits on employee compensation satisfaction in the
public sector. Their research revealed that while tax deductions and benefits are intended
to enhance the overall compensation package by providing financial relief and incentives,
many employees do not perceive them as adding significant value. Broughton and
Richards found that employees often view these benefits as complex, insufficient, or not
well-aligned with their financial needs, leading to a sense of disconnect between the

benefits provided and their actual impact on compensation satisfaction.

Similarly, a significant portion of the respondents, 39 (30.2%), disagreed that employees
perceive tax deductions and benefits as valuable incentives provided by the organization,
with 29 (22.5%) strongly disagreeing. In contrast, 33 (25.6%) agreed, 19 (14.7%)
strongly agreed, and 9 (7.0%) were undecided. This indicates that while a notable
proportion (52.7%) of employees do not find these benefits valuable, there remains a
considerable portion who do, highlighting a divided perception among the workforce.

This finding concurs with the research by Green and Howard (2023), who explored
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employee perceptions of tax deductions and benefits as organizational incentives. Their
study found that while tax deductions and benefits are intended to serve as valuable
incentives and enhance job satisfaction, the perception of their value is often mixed
among employees. They observed that a significant number of employees felt that these
benefits were not substantial or meaningful enough to impact their overall job satisfaction

positively.

Regarding the contribution of tax deductions and benefits to financial well-being, 41
(31.8%) of the respondents disagreed that these benefits contribute to a higher level of
financial well-being and security among employees, with 37 (28.7%) strongly
disagreeing. On the other hand, 31 (24.0%) agreed, 15 (11.6%) strongly agreed, and 5
(3.9%) were undecided. This implies that a majority (60.5%) of employees do not feel
that these benefits significantly improve their financial security, suggesting that the
intended financial support may not be fully realized by employees. This finding is
consistent with the study by DeBacker and Kearney (2023), which investigated the
impact of tax deductions and benefits on employees' financial well-being. Their research
revealed that while tax deductions and benefits are designed to enhance financial
security, many employees do not perceive these benefits as significantly improving their
financial situation. They found that a substantial number of employees felt that the
financial support provided through these benefits was inadequate or not effectively
communicated, leading to a perception that these benefits do not substantially contribute

to their overall financial security.
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Moreover, the study found that 43 (33.3%) of respondents disagreed that employees feel
appreciated and valued by the organization due to tax deductions and benefits, with 35
(27.1%) strongly disagreeing. Meanwhile, 27 (20.9%) agreed, 21 (16.3%) strongly
agreed, and 3 (2.3%) were undecided. This implies that a majority (60.4%) of employees
do not feel appreciated by these benefits, which could negatively affect their job
satisfaction and motivation. This finding aligns with the research by Kiefer and Morrow
(2023), who examined the relationship between tax deductions and benefits and
employee perceptions of appreciation and value within organizations. Their study found
that while tax deductions and benefits are intended to serve as tokens of appreciation,
many employees do not perceive these benefits as indicative of being valued by their
employers. They observed that a significant portion of employees felt that these benefits
were insufficient to convey genuine appreciation or enhance their sense of being valued,

which in turn negatively impacted their job satisfaction and motivation.

In addition, 47 (36.4%) of the respondents disagreed that tax deductions and benefits
encourage employees to remain loyal to the organization, followed by 31 (24.0%) who
strongly disagreed. On the other hand, 25 (19.4%) agreed, 19 (14.7%) strongly agreed,
and 7 (5.4%) were undecided. This suggests that a substantial majority (60.4%) of
employees do not believe that these benefits are sufficient to foster loyalty, indicating a
potential area for improvement in employee retention strategies. This finding is consistent
with the study by Lee and Koo (2023), who investigated the effectiveness of tax
deductions and benefits in fostering employee loyalty. Their research found that while

these benefits are intended to enhance employee retention, many employees do not view
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them as sufficient to promote long-term loyalty to the organization. Lee and Koo
discovered that a significant number of employees felt that the benefits offered were

inadequate in creating a strong sense of commitment or attachment to the organization.

Similarly, a majority of respondents, 39 (30.2%), strongly disagreed that tax deductions
and benefits positively impact their job satisfaction, with 33 (25.6%) disagreeing. On the
other hand, 29 (22.5%) agreed, 19 (14.7%) strongly agreed, and 9 (7.0%) were
undecided. This implies that a majority (55.8%) of employees do not feel that these
benefits contribute to their job satisfaction, suggesting a need to reevaluate how these

benefits are structured or communicated.

Regarding the impact of tax deductions and benefits on personal financial management,
41 (31.8%) of respondents strongly disagreed that these benefits enable employees to
better manage their personal finances, with 35 (27.1%) disagreeing. In contrast, 25
(19.4%) agreed, 23 (17.8%) strongly agreed, and 5 (3.9%) were undecided. This indicates
that a significant majority (58.9%) of employees do not find these benefits helpful in
managing their finances, pointing to a potential gap in the effectiveness of these benefits.
This finding aligns with the research by Williams and Zhang (2023), who explored the
effectiveness of tax deductions and benefits in aiding personal financial management
among employees. Their study found that while these benefits are intended to support
better financial management, a significant portion of employees do not perceive them as
effective tools for managing their personal finances. Williams and Zhang noted that many
employees felt that the benefits did not provide sufficient support or tangible

improvement in their financial management practices.
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Lastly, the findings showed that 45 (34.9%) of respondents disagreed that employees
perceive tax deductions and benefits as fair and equitable rewards for their contributions
to the organization, followed by 39 (30.2%) who strongly disagreed. On the other hand,
27 (20.9%) agreed, 15 (11.6%) strongly agreed, and 3 (2.3%) were undecided. This
suggests that a majority (65.1%) of employees do not view these benefits as fair or
equitable, which could impact their overall sense of fairness and job satisfaction within
the organization. This finding concurs with the research by Adams and Kessler (2023),
who examined employee perceptions of fairness in relation to tax deductions and
benefits. Their study found that many employees view these benefits as inadequate in
reflecting fairness and equity in reward distribution. Adams and Kessler observed that a
significant portion of employees felt that tax benefits did not align with their
contributions or expectations, leading to perceptions of unfairness. This disconnects
between employees’ expectations and the perceived fairness of these benefits can
negatively impact their overall job satisfaction and sense of equity within the

organization.

4.6.1 Relationship between Tax Deductions and Benefits and employee job
satisfaction in Uasin Gishu County

The second hypothesis of this research stated that:

HO2: There is no statistically significant relationship between relationship between Tax

Deductions and Benefits and employee job satisfaction in Uasin Gishu County.
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Table 4.4: Correlation Coefficient between Tax Deductions and Benefits and
employee job satisfaction in Uasin Gishu County in Uasin Gishu County

Employee Job
Satisfaction

*%

Tax Deductions and szarson (?orrelatlon 681
N 129

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

Table 4.4 shows that there was a significant correlation between relationship between
Tax Deductions and Benefits and employee job satisfaction in Uasin Gishu County (r =
.681'p = .000). At 95% confidence level the r value for tax deductions and benefits was
.681 showing a correlation with employee job satisfaction. This implies that an improved
measures in Tax Deductions and Benefits leads to better employee job satisfaction. Thus,
the null hypothesis which stated that there is no statistically significant relationship
between Tax Deductions and Benefits and employee job satisfaction in Uasin Gishu
County was rejected showing that there was a significant relationship between
relationship between tax deductions and benefits and employee job satisfaction in Uasin

Gishu County.

On interviewing the HR officers, one of the participants HR3 said:

| believe that tax deductions and benefits have a significant impact on employee
job satisfaction as they directly affect employees' take-home pay and overall
financial well-being. When tax deductions are perceived as fair and transparent,
and when benefits are perceived as valuable and equitable, employees are more
likely to feel satisfied with their compensation packages. Equally, if tax
deductions are unclear or seem disproportionately high, or if benefits do not align
with employees’ needs and expectations, dissatisfaction can arise. This
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dissatisfaction can be exacerbated if employees feel that their financial stability is
compromised, highlighting the importance of clear communication and well-
structured benefits in maintaining high levels of job satisfaction.

The HR officer's response underlines the critical link between tax deductions, benefits,
and employee job satisfaction. The officer highlights that transparent and fair tax
deductions contribute positively to employee satisfaction by ensuring that employees
understand and accept the deductions made from their paychecks. Clear communication
about tax policies and benefits, along with perceived fairness in these deductions, helps in
building trust and reducing dissatisfaction. When employees feel that their financial
contributions through taxes are reasonable and their benefits are aligned with their needs,

they are more likely to experience higher job satisfaction.

Equally, when tax deductions are complex, perceived as excessive, or not well-explained,
employees may feel financially strained, which can negatively impact their job
satisfaction. Additionally, if the benefits offered do not meet employees’ expectations or
are perceived as inadequate, it can further diminish their satisfaction. This response
suggests that the interplay between tax policies and benefits is crucial in shaping
employees' perceptions of their overall compensation and financial well-being,
emphasizing the importance of transparent, fair, and well-communicated financial

policies in enhancing job satisfaction.

4.7 Influence of Tax Transparency and Communication on Employee Job
Satisfaction
The third objective of the study was to establish the influence of tax transparency

communication on employee job satisfaction the public sector in Uasin Gishu County
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Government. Respondents were requested to rate their agreement or disagreement or on the statements on Likert Scale. The findings

were as in table 4.5

Table 4.5Tax transparency and communication employee Job satisfaction

SD D SA
Statement F % F % % % F %

m C
m >

1. Transparent communication about tax policies fosters 17  13.2 21  16.3 5 39 45 349 41 3138
trust and confidence among employees.

2. Employees perceive transparent communication about 23  17.8 15 116 3 23 39 302 49  38.0
tax policies as a sign of organizational integrity.

3. Clear communication about tax policies enhances 19  14.7 25 194 3 23 47 364 3B 271
employees' understanding of their tax obligations and

benefits.

4. Employees feel valued and respected by the organization 13  10.1 27 209 5 39 43 333 41 3138
when tax policies are communicated transparently.

5. Transparent communication about tax policies leads to 29  22.5 11 85 7 54 45 349 37 28.7
greater employee engagement and commitment.

6. Employees believe that transparent communication 15 11.6 21 16.3 5 39 47 364 41 3138
about tax policies positively impacts their job satisfaction.

7. Transparent communication about tax policies promotes 17  13.2 23 178 5 39 41 318 43 333
a sense of fairness and equity in the workplace.

8. Employees perceive transparent communication about 13  10.1 27 20.9 7 54 371 287 45 349
tax policies as essential for organizational transparency and

accountability.

Source: Field Data, 2024
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A majority of the respondents, 45 (34.9%), agreed that transparent communication about
tax policies fosters trust and confidence among employees, followed by 41 (31.8%) who
strongly agreed. A smaller percentage, 21 (16.3%), disagreed, 17 (13.2%) strongly
disagreed, and 5 (3.9%) were undecided. This suggests that 66.7% of employees feel that
transparent communication about tax policies positively influences trust and confidence,
highlighting the importance of transparency in organizational communication. This
finding is consistent with the research by Johnson and Roberts (2023), who investigated
the impact of transparent communication on employee trust and confidence regarding tax
policies. Their study found that clear and open communication about tax policies
significantly enhances employees' trust and confidence in their organization. They
observed that when organizations provide transparent information about how tax policies
are implemented and how they affect employees, it fosters a greater sense of trust and

alignment with organizational goals.

The findings also indicated that 49 (38.0%) of respondents strongly agreed that they
perceive transparent communication about tax policies as a sign of organizational
integrity, and 39 (30.2%) agreed. Meanwhile, 23 (17.8%) strongly disagreed, 15 (11.6%)
disagreed, and 3 (2.3%) were undecided. This implies that 68.2% of employees view
transparent communication as integral to maintaining organizational integrity. This
finding aligns with the research by Turner and Thompson (2023), who examined the role
of transparent communication in reinforcing organizational integrity. Their study found
that employees, who perceive clear and honest communication about policies, including

tax-related issues, are more likely to view their organization as having strong ethical
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standards and integrity. Turner and Thompson discovered that transparent
communication not only enhances trust but also strengthens the overall perception of
organizational integrity, as it demonstrates a commitment to openness and accountability.
This underscores the importance of transparent communication as a key element in

fostering a culture of integrity within organizations.

In terms of understanding tax obligations and benefits, 47 (36.4%) of respondents agreed
that clear communication enhances their understanding, while 35 (27.1%) strongly
agreed. On the other hand, 25 (19.4%) disagreed, 19 (14.7%) strongly disagreed, and 3
(2.3%) were undecided. This indicates that 63.5% of employees feel that clear
communication about tax policies is essential for their comprehension of tax-related
matters. This finding concurs with the study by Garcia and Nguyen (2023), who
investigated the impact of clear communication on employees' understanding of tax
obligations and benefits. Their research revealed that effective and transparent
communication significantly improves employees' comprehension of tax-related matters.
Garcia and Nguyen found that employees who receive clear and detailed information
about tax policies are better equipped to understand their obligations and benefits, leading
to greater confidence in managing their tax affairs. This highlights the critical role of
communication in ensuring employees are well-informed and feel secure about their tax-

related issues.

Regarding feeling valued and respected by the organization, 43 (33.3%) of respondents
agreed, and 41 (31.8%) strongly agreed that transparent communication about tax

policies contributes to this feeling. In contrast, 27 (20.9%) disagreed, 13 (10.1%) strongly
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disagreed, and 5 (3.9%) were undecided. This suggests that 65.1% of employees feel
appreciated when tax policies are communicated transparently. This finding aligns with
the research by Nelson and Harris (2023), who explored the relationship between
transparent communication and employees' feelings of being valued and respected by
their organization. Their study found that transparent communication about policies,
including tax-related matters, plays a significant role in enhancing employees'
perceptions of appreciation and respect. Nelson and Harris observed that when
organizations openly communicate and provide clear information about policies, it fosters
a sense of inclusion and value among employees. This transparency helps employees feel
more respected and acknowledged, thereby strengthening their connection to the

organization and their overall job satisfaction.

Similarly, a significant majority of respondents, 45 (34.9%), agreed that transparent
communication about tax policies leads to greater employee engagement and
commitment, with 37 (28.7%) strongly agreeing. Meanwhile, 29 (22.5%) strongly
disagreed, 11 (8.5%) disagreed, and 7 (5.4%) were undecided. This indicates that 63.6%
of employees believe that transparency in tax communication enhances their engagement
and commitment. This finding concurs with the study by Anderson and Martinez (2023),
who investigated the effects of transparent communication on employee engagement and
commitment. Their research revealed that clear and open communication about policies,
including tax-related matters, significantly boosts employee engagement and
commitment. Anderson and Martinez found that when employees are well-informed and

feel that their organization is transparent about important issues, they are more likely to

81



be engaged and committed to their roles. This enhanced engagement is driven by a sense
of trust and alignment with organizational values, underscoring the importance of

transparency in fostering a dedicated and motivated workforce.

Additionally, the findings revealed that 47 (36.4%) of respondents agreed that transparent
communication positively impacts their job satisfaction, followed by 41 (31.8%) who
strongly agreed. However, 21 (16.3%) disagreed, 15 (11.6%) strongly disagreed, and 5
(3.9%) were undecided. This implies that a majority (68.2%) of employees feel that

transparent communication about tax policies improves their job satisfaction.

Concerning fairness and equity in the workplace, 43 (33.3%) of respondents strongly
agreed that transparent communication promotes these values, and 41 (31.8%) agreed. On
the contrary, 23 (17.8%) strongly disagreed, 17 (13.2%) disagreed, and 5 (3.9%) were
undecided. This implies that 65.1% of employees associate transparent communication
with fairness and equity. This finding aligns with the research by White and Kim (2023),
who explored the impact of transparent communication on job satisfaction among
employees. Their study found that transparent and clear communication about
organizational policies, including tax-related issues, significantly enhances job
satisfaction. White and Kim discovered that employees who receive open and honest
information about policies are more likely to experience higher levels of job satisfaction,
as it fosters a sense of trust and understanding. This transparency helps employees feel
more informed and valued, contributing to a more positive and satisfying work

experience.
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Moreover, 45 (34.9%) of respondents strongly agreed that transparent communication
about tax policies is essential for organizational transparency and accountability, and 37
(28.7%) agreed. However, 27 (20.9%) disagreed, 13 (10.1%) strongly disagreed, and 7
(5.4%) were undecided. This suggests that 63.6% of employees recognize the importance
of transparent communication for fostering organizational transparency and
accountability this finding concurs with the research by Roberts and Carter (2023), who
examined the role of transparent communication in promoting organizational
transparency and accountability. Their study found that clear and open communication
about policies, including tax-related matters, is crucial for fostering a culture of
transparency and accountability within organizations. Roberts and Carter observed that
employees, who perceive their organization as transparent and accountable, particularly
regarding tax policies, are more likely to trust the organization and believe in its
commitment to ethical practices. This perception reinforces the importance of transparent

communication in building a credible and accountable organizational environment.

4.7.1 Relationship between tax transparency and communication on employee Job
satisfaction in Uasin Gishu County

The third hypothesis of this research stated that:

HO2: There is no statistically significant relationship between relationship tax

transparency and communication employee Job satisfaction in Uasin Gishu County.
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Table 4.6: Correlation Coefficient between tax transparency and communication on
employee Job satisfaction in Uasin Gishu County

Employee Job
Satisfaction

*%

Tax transparency and Pearson Correlation 599
communirc)ation ’ Sig. (2-tailed) .000
N 129

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

Table 4.6 shows that there was a significant correlation between tax transparency and
communication employee Job satisfaction in Uasin Gishu County (r = .599' p = .000). At
95% confidence level the r value for tax transparency was .599 showing a correlation
with Employee Job Satisfaction. This implies that an improved measures in Tax
Deductions and Benefits leads to better Employee Job Satisfaction. Thus, the null
hypothesis which stated that there is no statistically significant relationship between Tax
Deductions and Benefits and employee job satisfaction in Uasin Gishu County was
rejected showing that there was a significant relationship between tax deductions and

benefits and employee job satisfaction in Uasin Gishu County.

On interview, one of the participants HR1 said,

Tax transparency and communication are crucial in shaping employee job
satisfaction within our department. When employees are well-informed about tax-
related policies and practices, it fosters a sense of trust and security. Clear
communication about how taxes are handled, including any changes in tax
legislation that might affect them, helps in reducing anxiety and uncertainty
among staff.



Moreover, effective communication channels for addressing any tax-related
queries or concerns contribute to a supportive atmosphere where employees feel
valued and respected. Therefore transparent tax practices and clear
communication significantly enhance job satisfaction by promoting trust,
reducing stress, and reinforcing our commitment to employee welfare.

The response highlights the importance of tax transparency and communication in
fostering employee job satisfaction. It emphasizes that when employees are informed
about tax policies and any changes that might affect them, it helps in building trust and
reducing uncertainty. This clarity about how taxes are handled, including regular updates

and explanations, contributes to a more secure and supportive work environment.

Additionally, the response underscores that effective communication channels for
addressing tax-related concerns are vital. By providing employees with a platform to ask
questions and express concerns, the department demonstrates its commitment to fairness
and respect. Therefore, transparent tax practices and clear communication play a
significant role in enhancing job satisfaction by promoting trust, reducing stress, and

reinforcing the organization's dedication to employee well-being.

4.8: Influence of Tax Reform Initiatives on Employee Job Satisfaction
The fourth objective of the study was to assess the influence of tax reform initiatives on

employee job satisfaction in the public sector in Uasin Gishu County Government.
Respondents were requested to rate their agreement or disagreement or on the statements

on Likert Scale. The findings were as in table 4.4
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Table 4.7 Tax Reform Initiatives on Employee Job Satisfaction

SD D U A SA
Statement F % F % F % F % F %

1. Tax reform initiatives simplify tax processes making it easier for 13 10.1 23 178 5 3.9 51 395 37 287
employees to comply.

2. Tax reform initiatives reduce the tax burden on employees leading to 19 14.7 15 116 7 54 43 333 45 349
increased income.

3. Employees perceive tax reform initiatives as positive steps towards 11 85 21 163 3 23 55 426 39 30.2
improving the system.

4. Tax reform initiatives enhance transparency and fairness in the process. 15 11.6 27 209 5 39 47 364 35 27.1

5. Employees believe that tax reform initiatives positively impact their job 17 132 25 194 9 7.0 49 38.0 29 225
satisfaction.

6. Tax reform initiatives align with employees' expectations for a fair tax 21 16.3 19 147 7 54 41 318 41 318
system.

7. Employees feel more confident in the tax system with ongoing reforms. 13 10.1 23 178 3 23 39 30.2 51 395

8. Tax reform initiatives contribute to organizational responsiveness to 19 14.7 15 116 5 39 43 333 47 364

concerns.

Source: Field Data, 2024
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The findings in Table 4.7 showed that a majority of the respondents, 51 (39.5%), agreed
that tax reform initiatives simplify tax processes, making it easier for employees to
comply with tax regulations. Additionally, 37 (28.7%) strongly agreed with this
statement, indicating a positive perception among a significant portion of the
respondents. However, 23(17.8%) disagreed, and 13 (10.1%) strongly disagreed with the
statement, reflecting some skepticism or negative experiences among these individuals. A
small minority, 5 (3.9%), were undecided. This implies that a considerable majority
(68.2%) of employees believe that tax reform initiatives have positively impacted the
ease of compliance, though there remains a notable portion (27.9%) who are either

neutral or disagree.

This finding aligns with the research by Thompson and Hughes (2023), who investigated
the impact of tax reform initiatives on tax compliance processes. Their study found that
tax reforms designed to simplify tax regulations are generally perceived positively by
employees, as they reduce the complexity of compliance and make the process more
manageable. Thompson and Hughes observed that a majority of employees feel that these
reforms have made it easier to adhere to tax regulations. However, they also noted that
some employees remained skeptical or face challenges, reflecting a mix of positive and
negative experiences with the reforms. This underscores the overall beneficial impact of
tax reforms on compliance ease, while also highlighting areas where further

improvements may be needed.

For the statement on tax reform initiatives reducing the tax burden on employees and

leading to increased disposable income, 45(34.9%) strongly agreed, and 43(33.3%)
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agreed, making up the majority who perceive the reforms as financially beneficial.
Meanwhile, 19(14.7%) strongly disagreed, and 15(11.6%) disagreed, suggesting that a
smaller segment feels differently. Only 7(5.4%) were undecided. This indicates that the
majority (68.2%) view tax reforms as reducing their tax burden. This finding concurs
with the research by Patel and Foster (2023), who analyzed the impact of tax reform
initiatives on employees' financial well-being. Their study found that a significant
proportion of employees view tax reforms positively, specifically regarding reductions in
tax burdens and increases in disposable income. Patel and Foster observed that these
reforms are generally perceived as financially beneficial, leading to a reduction in the
overall tax burden for employees. However, their research also highlighted that a
minority of employees may not experience these benefits as strongly, reflecting varying
impacts depending on individual circumstances. This underscores the general positive
effect of tax reforms on reducing tax burdens and enhancing financial flexibility for the

majority of employees.

Regarding the perception that tax reform initiatives are positive steps towards improving
the tax system, the majority, 55(42.6%), agreed, and 39(30.2%) strongly agreed with the
statement, indicating strong support for the reforms. Equally, 21 (16.3%) disagreed, and
11(8.5%) strongly disagreed, while only 3(2.3%) were undecided. This suggests that a
substantial majority (72.8%) view tax reforms as beneficial to the system's improvement,
with a smaller portion (24.8%) being less favorable. This finding concurs with the
research by Martin and Ellis (2023), who evaluated employee perceptions of tax reform

initiatives and their impact on the tax system. Their study found that a significant
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majority of employees view tax reforms as positive developments, contributing to
improvements in the overall tax system. Martin and Ellis observed that employees
generally support reforms that enhance the efficiency and fairness of tax processes. This
support is reflected in the high percentage of employees who believe that the reforms are
beneficial steps toward system improvement, though a smaller segment remains
skeptical. Their findings reinforce the notion that most employees perceive tax reforms as

a constructive move toward bettering the tax framework.

When asked about the impact of tax reform initiatives on transparency and fairness in the
taxation process, 47(36.4%) agreed, and 35(27.1%) strongly agreed, making up a
majority that sees these reforms as contributing to a fairer system. However, 27(20.9%)
disagreed, and 15 (11.6%) strongly disagreed, indicating some concern or dissatisfaction.
A minimal number, 5 (3.9%), were undecided. This implies that most employees (63.5%)
believe that tax reforms enhance transparency and fairness, although a notable percentage
(32.5%) remains critical. This finding concurs with the research by Williams and Lee
(2023), who explored the effects of tax reform initiatives on transparency and fairness
within the taxation system. Their study found that a majority of employees perceive tax
reforms as contributing positively to the fairness and transparency of the tax process.
Williams and Lee observed that these reforms are generally viewed as steps toward
improving the equity and openness of the taxation system. However, their research also
highlighted that a segment of employees remains critical or skeptical about the

effectiveness of these reforms in addressing transparency and fairness issues.
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On whether tax reform initiatives positively impact overall job satisfaction, 49(38.0%)
agreed, and 29(22.5%) strongly agreed, showing a majority with a favorable view. In
contrast, 25(19.4%) disagreed, and 17(13.2%) strongly disagreed, with 9(7.0%)
undecided. This indicates that while a majority (60.5%) feels that tax reforms enhance
job satisfaction, there is a significant minority (32.6%) who are less convinced. This
finding concurs with the research by Green and Taylor (2023), who examined the impact
of tax reform initiatives on overall job satisfaction. Their study found that a majority of
employees believe tax reforms positively influence their job satisfaction by providing
financial relief and reducing complexity in tax compliance. Green and Taylor observed
that these reforms are generally seen as beneficial, contributing to enhanced job
satisfaction for most employees. However, they also noted that a notable minority of
employees remain unconvinced about the extent of the reforms' positive impact on their
job satisfaction, reflecting a range of responses to the changes. This highlights both the
overall favorable perception of tax reforms and the persistent skepticism among a

segment of employees.

Concerning whether tax reform initiatives align with employees' expectations for a fair
tax system, 41(31.8%) agreed, and another 41(31.8%) strongly agreed, suggesting that
the reforms meet expectations for a significant portion of the respondents. However,
19(14.7%) disagreed, and 21 (16.3%) strongly disagreed, with 7(5.4%) undecided. This
indicates that although the majority (63.6%) is satisfied with the alignment of the reforms
with their expectations, a noteworthy portion (31.0%) remains dissatisfied. This finding

concurs with the research by Roberts and Johnson (2023), who investigated how tax
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reform initiatives align with employees' expectations for a fair tax system. Their study
found that a substantial majority of employees perceive the reforms as meeting their
expectations for fairness, reflecting satisfaction with the changes. Roberts and Johnson
observed that while most employees feel that the reforms address their fairness concerns;
a significant minority remains dissatisfied, indicating some misalignment between
employee expectations and the outcomes of the reforms. This highlights the generally

positive but uneven impact of tax reforms on perceived fairness

When evaluating confidence in the tax system due to ongoing reforms, 51(39.5%)
strongly agreed, and 39 (30.2%) agreed, making up the majority who feel more confident
in the system. Meanwhile, 23 (17.8%) disagreed, and 13(10.1%) strongly disagreed,
while only 3 (2.3%) were undecided. This suggests that a substantial majority (69.7%)
feel more confident in the tax system, with a smaller portion (27.9%) expressing doubts.
This finding concurs with the research by Miller and Clark (2023), which assessed the
impact of tax reform initiatives on employees' confidence in the tax system. Their study
found that a majority of employees experience increased confidence in the tax system due
to the reforms, reflecting a positive reception of the changes. Miller and Clark observed
that these reforms contribute to a greater sense of trust and assurance in the system,
although a smaller segment of employees remains doubtful about the effectiveness of the
reforms. This demonstrates the overall enhancement in confidence among most

employees while acknowledging ongoing concerns among a minority

Lastly, on whether tax reform initiatives contribute to organizational responsiveness to

employees' tax-related concerns, 47 (36.4%) strongly agreed, and 43 (33.3%) agreed,
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showing that most respondents feel the reforms address their concerns. On the other
hand, 15 (11.6%) disagreed, and 19 (14.7%) strongly disagreed, with 5 (3.9%) undecided.
This implies that while significant majority (69.7%) believe the reforms make the
organization more responsive, a notable minority (26.3%) do not share this sentiment.
This finding concurs with the research by Patel and Singh (2023), who investigated the
impact of tax reform initiatives on organizational responsiveness to employees' tax-
related concerns. Their study found that a significant majority of employees feel that the
reforms improve the organization's ability to address tax-related issues, reflecting
enhanced responsiveness. Patel and Singh observed that while most employees perceive
the reforms as addressing their concerns effectively, a notable minority remains skeptical
about the extent of the improvements. This highlights the overall positive perception of
increased organizational responsiveness due to the reforms, alongside some persistent

concerns.

4.8.1 Relationship between Tax Reform Initiatives and Employee Job Satisfaction in
Uasin Gishu County

The third hypothesis of this research stated that:

HO2: There is no statistically significant relationship between Tax Reform Initiatives and

Employee Job Satisfaction.
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Table 4.8: Correlation Coefficient between Tax Reform Initiatives and Employee
Job Satisfaction in Uasin Gishu County

Employee Job
Satisfaction

*%

Pearson Correlation .633
Tax reform initiatives  Sig. (2-tailed) .000
N 129

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

Table 4.5 shows that there was a significant correlation between tax reform initiatives and
employee job satisfaction in Uasin Gishu County (r = .633:p = .000). At 95% confidence
level the r value for tax reform initiatives was .633 showing a correlation with employee
job satisfaction. This implies that an improved measures in tax reform leads to better
Employee job satisfaction. Thus, the null hypothesis which stated that there is no
statistically significant relationship between tax reform initiatives and employee job
satisfaction and employee job satisfaction in Uasin Gishu County was rejected showing
that there was a significant relationship between tax reform initiatives and employee job

satisfaction in Uasin Gishu County.

On interview, one of the participants HR4 said;

In our organization, the recent tax reform initiatives, perceived by many as
punitive, initially had a noticeable impact on employee morale. Employees were
concerned that these reforms would lead to reduced disposable income, affecting
their financial stability and job satisfaction. This uncertainty created an
environment of apprehension and frustration, as individuals felt their
compensation was being undermined by factors beyond their control.



The response highlights that the tax reform initiatives had a negative impact on employee
morale due to perceptions of unfairness. Employees were worried that the reforms would
decrease their take-home pay, leading to financial instability and diminished job
satisfaction. This anxiety caused a sense of unease and dissatisfaction among staff, as

they felt their earnings were being compromised by external policies.

The response also emphasizes that these concerns led to a broader atmosphere of
frustration within the organization. Employees were troubled not only by the potential
financial consequences but also by the feeling that their compensation was being unfairly
affected by changes they could not control. This overall sense of frustration and

insecurity affected their morale and engagement at work.

4.9 Employee Job Satisfaction
The purpose of the study was to examine the relationship between Tax policies and

Employee Job satisfaction in public sector in Uasin Gishu County Government, Kenya.
Respondents were requested to rate their agreement or disagreement on Likert Scale. The

findings were as indicated in table 4.9.
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Table 4.9 Employee Job Satisfaction

SD D U A SA
Statement F % F % % F % F %
1. I am satisfied with my overall job experience in the public sector. 41 31.78 45 34.88 543 19 1473 17 13.18
2. | feel valued and appreciated for my contributions to the organization. 17 13.18 47 36.43 3.88 27 20.93 33 25.58
3. I am satisfied with the salary and benefits | receive from my employer. 45 34.88 37 28.68 2.33 29 2248 15 11.63
4. | find my job challenging and rewarding. 13 10.08 45 34.88 6.98 23 17.83 39 30.23
5. I have opportunities for growth and development in my current role. 43 33.33 41 31.78 543 23 17.83 15 11.63
6. | have a good work-life balance in my current job. 21 16.28 39 30.23 388 49 37.98 15 11.63
7. | feel supported by my supervisors and colleagues in my work. 37 28.68 43 33.33 6.98 21 16.28 19 14.73
8. I intend to stay with the organization for the foreseeable future. 41 31.78 45 34.88 543 19 1473 17 13.18

Source: Field Data, 2024
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The findings showed that a majority of the respondents, 45 (34.88%), disagreed with the
statement that they are satisfied with their overall job experience in the public sector,
while 41 (31.78%) strongly disagreed with the statement. On the other hand, 19 (14.73%)
agreed with the statement, 17 (13.18%) strongly agreed, and 7 (5.43%) were undecided.
This suggests that a majority (66.66%) of employees are dissatisfied with their job
experience in the public sector. This finding concurs with the research by Brown and Lee
(2024), who explored job satisfaction among public sector employees. Their study found
that a significant proportion of employees express dissatisfaction with their overall job
experience, reflecting a trend of low job satisfaction in the public sector. Brown and Lee
identified that many employees feel unfulfilled and discontented with their roles, aligning
with the current study's findings that a majority of employees are dissatisfied with their

job experience.

In terms of feeling valued and appreciated for their contributions, 47 (36.43%) of the
respondents disagreed, 33 (25.58%) strongly agreed, 27 (20.93%) agreed, 17 (13.18%)
strongly disagreed, and 5 (3.88%) were undecided. This implies that a substantial number
of employees (49.61%) feel undervalued in their workplace. This finding relates to the
research by Johnson and Miller (2024), who examined employee perceptions of value
and appreciation in the workplace. Their study found that a significant portion of
employees feel undervalued and underappreciated for their contributions, which mirrors
the current study's results. Johnson and Miller highlighted that a substantial number of

employees report dissatisfaction with the recognition and appreciation they receive,
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aligning with the finding that nearly half of the respondents feel undervalued. This
underscores a common issue in many workplaces where employees' contributions are not

sufficiently acknowledged or rewarded.

Regarding satisfaction with salary and benefits, 45 (34.88%) strongly disagreed, and 37
(28.68%) disagreed with the statement, while 29 (22.48%) agreed, 15 (11.63%) strongly
agreed, and 3 (2.33%) were undecided. These results indicate that a majority (63.56%) of
employees are not satisfied with their compensation. This finding relates to the study by
Smith and Taylor (2024), which investigated employee satisfaction with salary and
benefits. Their research found that a majority of employees are dissatisfied with their
compensation packages, reflecting a widespread concern similar to the current study's
results. Smith and Taylor reported that a significant portion of employees felt their
salaries and benefits were inadequate, aligning with the finding that 63.56% of
respondents are not satisfied with their compensation. This highlights a prevalent issue in
employee compensation, indicating a need for organizations to reevaluate and potentially

enhance their remuneration structures to better meet employee expectations.

When asked if they find their job challenging and rewarding, 45 (34.88%) disagreed, 39
(30.23%) strongly agreed, 23 (17.83%) agreed, 13 (10.08%) strongly disagreed, and 9
(6.98%) were undecided. This reflects a divided sentiment regarding the fulfillment
employees derive from their work. This finding relates to the research conducted by
Williams and Brown (2023), who explored job satisfaction and the perceived challenges
and rewards of employment. Their study revealed a similar division among employees,

where a significant portion expressed dissatisfaction with the challenge and reward
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aspects of their jobs. Williams and Brown found that a considerable number of
employees felt their work lacked challenge and fulfillment, aligning with the current
study's observation of a split in employee sentiment. This highlights a common issue
where employees experience mixed feelings about the reward and challenge of their
roles, suggesting the need for organizations to address these aspects to enhance overall

job satisfaction.

As for opportunities for growth and development, 43 (33.33%) strongly disagreed, 41
(31.78%) disagreed, 23 (17.83%) agreed, 15 (11.63%) strongly agreed, and 7 (5.43%)
were undecided. This suggests that a considerable number of employees (65.11%)
perceive limited opportunities for advancement in their current roles. This finding relates
to the research conducted by Smith and Johnson (2022), who investigated career
development and growth opportunities within various sectors. Their study found that a
significant proportion of employees perceived a lack of advancement opportunities in
their roles, which closely mirrors the current study's results. Smith and Johnson observed
that many employees felt their career prospects were limited, reflecting a similar concern
about insufficient opportunities for growth and development. This alignment underscores
a prevalent issue in employee satisfaction, indicating that addressing career advancement

concerns is crucial for enhancing overall employee engagement and retention.

In terms of work-life balance, 49 (37.98%) agreed, 39 (30.23%) disagreed, 21 (16.28%)
strongly disagreed, 15 (11.63%) strongly agreed, and 5 (3.88%) were undecided. These
findings indicate that 42.51% of respondents feel they lack a satisfactory work-life

balance. This finding is similar to the research by Brown and Lee (2023), who explored
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work-life balance in various organizational contexts. Their study revealed that a
significant portion of employees experienced challenges in achieving a satisfactory work-
life balance, with many expressing dissatisfaction similar to the results observed in this
study. Brown and Lee identified that inadequate work-life balance was a common issue,
affecting employee well-being and job satisfaction. This similarity highlights the ongoing
concern about work-life balance and suggests a need for organizations to implement more
effective strategies to support employees in managing their professional and personal

lives.

Regarding support from supervisors and colleagues, 43 (33.33%) disagreed, 37 (28.68%)
strongly disagreed, 21 (16.28%) agreed, 19 (14.73%) strongly agreed, and 9 (6.98%)
were undecided. This shows that a significant portion (62.01%) of employees feel
unsupported in their work environment. This finding is similar to the study conducted by
Smith and Johnson (2022), which investigated support systems within organizations.
Their research found that a substantial number of employees felt unsupported by both
supervisors and colleagues, reflecting a significant gap in perceived workplace support.
Smith and Johnson highlighted that inadequate support from management and peers
adversely impacted employee morale and productivity, aligning with the results observed

in this study.

Finally, when asked about their intention to stay with the organization for the foreseeable
future, 45 (34.88%) disagreed, 41 (31.78%) strongly disagreed, 19 (14.73%) agreed, 17
(13.18%) strongly agreed, and 7 (5.43%) were undecided. This indicates that a large

number (66.66%) of employees are not committed to remaining with their current
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organization. This finding is similar to the research conducted by Brown and Lee (2023),
which examined employee retention and commitment. Their study revealed that a
significant proportion of employees expressed intentions to leave their organizations,
citing various factors such as dissatisfaction with job roles and lack of career
advancement opportunities. Brown and Lee's findings align with this study's results,
which show that a considerable number of employees are not committed to staying with
their current organization. The consistency across these studies highlights the need for
organizations to address factors affecting employee retention to improve long-term

commitment and reduce turnover.

4.10 Regression analysis
Regression analysis was employed to test the relationship between tax policies and

employee job satisfaction in public sector in Uasin Gishu County. The regression method
was used to determine the effects of these factors (progressive tax structures, tax,
deductions and benefits, tax transparency and communication and tax reform initiatives)
as the independent variables and employee job satisfaction as the dependent variable. The
term “independent" variables and "dependent" variables are derived from the

mathematical expression;

Y=o +f1X1+B2Xo+PsXs +PaXs + €

Where,

Y= Employee Job Satisfaction

X1= Progressive tax structures
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X>= Tax deductions and benefits

Xs= Tax transparency and communication

X4= Tax reform initiatives

o = constant value

& =error term

The regression coefficient ‘o' is the Y intercept: while 1, B2, B3 and Psare the net change

in y for each change of either of the variables (factors), X1, X2, X3 and Xa.

Employee satisfaction was the dependent variable in a regression study that integrated
specific independent factors (progressive tax structures, tax, deductions and benefits, tax
transparency and communication and tax reform initiatives). Based on the size and
direction of the relationship, this was done to establish whether the presumed links had
any importance. The R2 described the extent to which the predictors account for tax
policies (independent variables). According to the model, all factors account for 83.4% of
the variation in employee motivation (R2 =.834). As a result, the model's predictors well

represented the variation in Employee motivation in the research area.

In an ideal world, its value would be identical to or extremely close to R2, giving an
insight of how well the model simplifies. In this instance, the adjusted R2 value is.828,
indicating that if the data were drawn from the population rather than the sample, it

would explain for roughly 82.8% of the variation in the employee motivation in the study
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area. The change statistics were used to test whether the change in R? is significant using

the F ratio as indicated in Table 4.10.

Table 4.10: Regression Model Summary for employee motivation in Uasin Gishu

County
Model R R Adjusted Std. Change Statistics Durbin-
Square R Error of R F dfl df2 Sig.F Watson
Square the  Square Change Change
Estimate Change
1 929 863 839 27039  .863 478.735 4 304  .000 1.286

a. Predictors: (Constant), progressive tax structures, tax, deductions and benefits, tax
transparency and communication and tax reform initiatives
b. Dependent Variable: Employee motivation

Analysis of variance (ANOVA) was used to examine if the regression model significantly

fitted in forecasting the results over the usage of the mean as shown in Table 4.11.

Table 4.11: ANOVA for Combined Influence of progressive tax structures, tax,
deductions and benefits, tax transparency and communication and tax reform

initiatives

Model Sum of df Mean Square F Sig.
Squares
Regression 139.998 3 34.999 467.735 .000°
1 Residual 22.225 198 073
Total 162.223 200

a. Dependent Variable: Employee job satisfaction
b. Predictors: (Constant), progressive tax structures, tax, deductions and benefits, tax

transparency and communication and tax reform initiatives

The F-ratio is a measurement of how much better predictions are made when a regression
model is fitted compared to how inaccurate the model actually is. The F- ratio was

467.735, which is significant (P .05) and more likely to occur by chance. The model
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considerably increased the capacity to forecast the influence of tax policies in Uasin

Gishu County.

4.10.1 Coefficients of tax policies employee job satisfaction in Uasin Gishu County

Table 4.12 expresses the estimations of [ values and provides contribution of each
predictor to the regression model. The 3 value gives the existing association between tax
policies and Employee job satisfaction with each predictor. Positive B values indicate a
positive association between the predictors and the outcome whereas a negative
coefficient represents a negative association. Therefore, progressive tax structures, tax,
deductions and benefits, tax transparency and communication and tax reform initiatives
had positive coefficients indicating a positive relationship. The negative and positive 3

values indicate the direction of relationship between predictors and outcome.

Table 4.12: Coefficients of Employee job satisfaction in Uasin Gishu County

Model Unstandardized Standardized t Sig. Collinearity
Coefficients Coefficients Statistics
B Std. Beta Tolerance VIF
Error
(Constant) 145 126 971 332
Progressive tax 597 g3g 055 2.076 .039 650 1.537
structures
Tax deductions 0 59 113 3.958 .000 554 1.805
and benefits
1 Tax
gﬁgsr’arency 509  .026 029 -1.039 299 584 1.713
communication
Tax reform 827 027 852 30.320 .000 571 1.752
Initiatives

a. Dependent Variable: Employee job satisfaction
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The coefficients for each variable show how much of a change in Employee job
satisfaction in Uasin Gishu County can be predicted by changing that variable's value by
one unit. The constant in the regression model is.145, and when all the independent
variables are equal to zero, this value is what is projected to occur. The standardized
regression coefficient for progressive tax structures .097, meaning that for a one-unit
increase in t we would expect a unit increase in effective Employee job satisfaction in the
county and a one-unit increase in tax deductions and benefit Tax transparency and
communication would yield a positive change of .509 units in Employee job satisfaction
showing a positive relationship. The relative potency of the various factors within the
regression model was assessed using the standardized regression coefficients. The beta
coefficients were all related to one another because standard deviations were used to
calculate them instead of the units of the variables. The beta coefficients are the
coefficients that would be discovered if all of the outcomes and predictor variables were
converted to standard scores (also known as z-scores) before the regression was

conducted. From the results in Table 4.13, this study model can then be specified as:-

Employee job satisfaction=.145 +.097Xy + .165 X --.509 X3+ .827Xs + €
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CHAPTER FIVE
SUMMARY OF FINDINGS, CONCLUSIONS AND RECOMMENDATIONS
5.1 Introduction
This chapter provides summary of findings, conclusions and recommendations based on

the findings from the study on the relationship between tax policies and employee job

satisfaction in Uasin Gishu County.

5.2. Summary of findings

5.2.1 Influence of Progressive Tax Structures on Employee Job Satisfaction

The first objective aimed to examine the impact of progressive tax structures on
employee job satisfaction within the public sector in Uasin Gishu County Government.
The findings revealed a general dissatisfaction with progressive tax structures among
employees. A significant portion of respondents (60.26%) did not perceive progressive
tax structures as fair, indicating a disconnect between the intention of such tax systems
and their perception among employees. This dissatisfaction was further mirrored in the
lack of motivation associated with progressive tax structures, where 54.26% of
respondents did not feel incentivized to work harder for higher income levels. The study
also found that a majority (58.91%) viewed these tax structures as inequitable and unjust,
suggesting a significant challenge in aligning tax policy with employee perceptions of

fairness.
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Moreover, the research highlighted concerns about the impact of progressive tax
structures on financial security and personal development. A majority of respondents
(55.81%) did not believe that these tax policies enhanced their financial security or
supported their professional growth. The alignment of these tax structures with
employees' expectations for fairness was also questioned, with 58.91% expressing
dissatisfaction. Overall, the findings suggest that progressive tax structures do not
significantly contribute to employee job satisfaction, with many employees feeling that
these policies fail to meet their expectations for fairness, financial security, and

professional development.

5.2.2 Influence of Tax Deductions and Benefits on Employee Job Satisfaction

The second objective focused on the role of tax deductions and benefits in influencing
employee job satisfaction. The findings indicated that a majority of employees (60.5%)
did not perceive tax deductions and benefits as enhancing their overall compensation
package, highlighting a potential disconnect between the intended value of these benefits
and their actual perception. Additionally, 52.7% of employees did not find these benefits
valuable incentives, further underscoring the divided perception among the workforce.
The study also found that a substantial majority (60.5%) did not feel that these benefits

significantly contributed to their financial well-being and security.

Furthermore, the research revealed that many employees (60.4%) did not feel appreciated
by the organization due to tax deductions and benefits, which could negatively affect

their job satisfaction and motivation. A similar majority (60.4%) did not believe that
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these benefits were sufficient to foster loyalty to the organization, indicating a potential
area for improvement in employee retention strategies. Additionally, a significant portion
of respondents (55.8%) did not find these benefits helpful in managing their personal
finances, and 65.1% did not view them as fair or equitable rewards. These findings
suggest a need to reevaluate the structure and communication of tax deductions and

benefits to better align with employee expectations and enhance job satisfaction.

5.2.3 Relationship between Tax Transparency and Communication Employee Job
Satisfaction

The third objective aimed to explore the impact of tax transparency on the job satisfaction
of communication employees within the public sector in Uasin Gishu County
Government. Findings revealed that a significant portion of respondents (66.7%) believe
that transparent communication about tax policies fosters trust and confidence among
employees. This suggests that transparency in organizational communication plays a
crucial role in establishing trust within the workforce. Furthermore, 68.2% of employees
perceive transparent communication as a sign of organizational integrity, underscoring its

importance in maintaining a reputable and trustworthy organizational culture.

Additionally, 63.5% of respondents indicated that clear communication about tax
obligations and benefits is vital for their understanding of tax-related matters. This
highlights the necessity of transparency for effective communication within the
organization. Moreover, 65.1% of employees felt valued and respected when tax policies
were communicated transparently, indicating that transparency contributes to a positive

work environment. A notable 63.6% also agreed that transparent communication
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enhances employee engagement and commitment, further emphasizing the role of

transparency in fostering a motivated and committed workforce.

5.3.4: Relationship between Tax Reform Initiatives and Employee Job Satisfaction

The fourth objective assessed the influence of tax reform initiatives on the job
satisfaction of communication employees within the public sector. Results indicated that
a majority (68.2%) of respondents believe that tax reform initiatives simplify tax
processes, making it easier for employees to comply with regulations. This suggests that
the reforms have positively impacted the ease of compliance for many employees,
although there remains a significant minority who express skepticism. Moreover, 68.2%
of respondents perceive these reforms as reducing the tax burden on employees, leading

to increased disposable income, which is seen as financially beneficial.

In terms of broader impacts, 72.8% of employees view tax reform initiatives as positive
steps towards improving the tax system, reflecting strong support for these reforms.
Additionally, 63.5% believe that these initiatives contribute to a fairer taxation process,
although a notable percentage remains critical. The study also found that 60.5% of
employees feel that tax reforms enhance their overall job satisfaction, though a
substantial minority remains unconvinced. Furthermore, 69.7% of respondents indicated
increased confidence in the tax system due to the reforms, and a similar percentage
believe that these initiatives make the organization more responsive to employees' tax-
related concerns. This suggests that while the reforms are largely seen as beneficial, there

is still room for improvement to address the concerns of the dissenting minority.
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5.3 Conclusions

The study concludes that progressive tax structures negatively impact employee job
satisfaction within the public sector in Uasin Gishu County Government. A significant
portion of employees perceive these tax policies as unfair and demotivating, particularly
concerning their financial security and professional development. This disconnect
between the intent of progressive tax systems and employee perceptions suggests that
these structures do not meet expectations for fairness, equity, or support for personal and
financial growth. Furthermore, the findings indicate that tax deductions and benefits do
not significantly enhance employee job satisfaction. A majority of employees feel that
these deductions and benefits do not improve their overall compensation, financial well-
being, or sense of appreciation by the organization. This disconnect highlights the need
for better alignment of these benefits with employee expectations to foster loyalty,

motivation, and job satisfaction.

Additionally, the research underscores the importance of tax transparency and
communication in enhancing employee job satisfaction. Transparent communication
about tax policies fosters trust, confidence, and a sense of value among employees. This
positive impact suggests that maintaining transparency in organizational communication
is crucial for building a motivated, engaged, and committed workforce. Finally, the study
concludes that tax reform initiatives positively influence employee job satisfaction by
simplifying tax processes, reducing the tax burden, and increasing disposable income. A
majority of employees view these reforms as steps towards a fairer and more efficient tax

system, which enhances their confidence in the tax system and the organization's
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responsiveness to their concerns. However, a significant minority remains skeptical,
indicating that further improvements may be necessary to address all employee concerns

and maximize the benefits of these reforms.

5.4 Recommendations

There is a need to reform progressive tax structures to better align with employee
perceptions of fairness and equity. The government should consider revising these tax
policies to enhance their effectiveness in promoting financial security and professional
development, thereby improving employee job satisfaction and job satisfaction. There is
also need to reassess and redesign the structure and communication of tax deductions and
benefits to better match employee expectations. The organization should focus on making
these benefits more valuable and clearly communicated, ensuring they contribute
positively to employees' financial well-being, motivation, and loyalty. Further, there is a
need to prioritize transparent and consistent communication about tax policies within the
organization. By ensuring that employees fully understand tax obligations and benefits,
the organization can foster greater trust, engagement, and job satisfaction among the
workforce. It is also necessary to continue and expand tax reform initiatives while
addressing the concerns of the dissenting minority. The government should focus on
further simplifying tax processes, reducing the tax burden, and improving the fairness of
the tax system, all while ensuring that these reforms are clearly communicated and

understood by all employees to maximize their positive impact on job satisfaction.

110



5.5 Areas for further studies

The study suggested that further research should explore how different tax structures and
policies influence employee retention and turnover rates, particularly in the public sector,
to determine if dissatisfaction with tax systems contributes to higher employee turnover.
Additionally, there is a need to compare employee satisfaction with tax structures
between the public and private sectors, examining whether sector-specific factors
influence perceptions differently or if similar dissatisfaction is present across sectors.
Moreover, it is important to investigate the long-term impact of tax reform initiatives on
employee performance and productivity to assess whether such reforms lead to sustained
improvements in job satisfaction and organizational outcomes. The study also highlights
the need to examine whether financial education programs can enhance employee
understanding and perception of tax policies, potentially increasing their satisfaction with
tax-related matters and overall job satisfaction. Finally, given the influence of
globalization and international tax regulations, it is necessary to study the impact of
global tax trends and policies on local employee satisfaction to better understand the

effects on the workforce in different regions.
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APPENDICES

APPENDIX I: LETTER OF INTRODUCTION

Nicholas Kiptoo

Mount Kenya University
P.O Box 8315-30100,
Eldoret

| am a student at Mount Kenya University pursuing Master of Business Administration in
Human Resource Management. As part of the requirements for the award, | am
undertaking a study on “RELATIONSHIP BETWEEN TAX POLICIES AND
EMPLOYEE JOB SATISFACTION IN PUBLIC SECTOR: A CASE OF
EMPLOYEES IN UASIN GISHU COUNTY GOVERNMENT, KENYA”

You have been selected to be one of our respondents in this study. The information
provided will be treated with strict confidentiality and shall not be used for any other

purpose except for academic purposes.

| therefore request for your honest response to the items on the questionnaire. The
response provided by you will be treated confidential and is only meant for academic
purpose.

Your assistance is highly appreciated.

Thank you.

Yours sincerely,

Nicholas Kiptoo

120



APPENDIX I1: INFORMED CONSENT

I am Nicholas Kiptoo., a Masters student at Mount Kenya University conducting a study,
as part of the requirements for the Master of Business Management. The Study is
entitled, “Relationship Between Tax Policies And Employee Job Satisfaction In Public
Sector: A Case Of Employees In Uasin Gishu County government, Kenya.”.”

During the research, you have the rights to:
I. Participate voluntarily, withdraw at any time and not to be coerced.
ii. Understand the procedures of the Study and reasonably know what to expect.
iii. Understand the nature of the Study, what it proposes and its likely impact.
Iv. Ask questions during the research, contacts are provided below.
v. Obtain a copy of the results of the research, contacts are provided below.
vi. Have your privacy respected, the information you provide will be kept strictly
confidential and used for the purpose of this Study only.

Since the Study is of great importance, kindly participate by filling the attached
questionnaire and give your responses with as much honesty as possible.

| have carefully read and agreed to the above provisions of the research.
Kindly do not indicate your name on the questionnaire.

PARTICIPANT’S

Yours sincerely,

Nicholas Kiptoo
Researcher.
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APPENDIX I11: QUESTIONNAIRE FOR EMPLOYEES

Section A: Background Information

1. Gender Male [ ]

Female [ ]

2. Age Bracket 20-30years|[ ]31-40years|[ ]41-50years[ ]

51-60 years [
3. Highest level of education
a. Diploma
b. Degree
c. Masters
d. PhD

] above 60 years [ ]

[ ]
[ ]
[ ]
[ ]

4. How long have worked in the current institution/ organization?

a. Lessthan 1 year
b. 1to5years

c. 61to 10 years

d. 11to 20 years

e. More than 20 years

[ ]
[ ]
[ ]
[ ]
[ ]

Section B: Relationship between Progressive Tax Structures and Employee Job

Satisfaction

5. Using a scale of 1-5 where 1= strongly disagree, 2= disagree, 3= Neutral, 4=

agree 5= strongly agree. Please show to what extent you agree or disagree with

the following statement on the Relationship between Progressive Tax Structures

and Employee Job Satisfaction.

Statement

Strongly Neutral

Disagree

Disagree

Agree

Strongly
Agree

1. Progressive tax structures
promote fairness in the distribution
of tax burdens among employees.

2. Progressive tax structures
incentivize employees to work
harder to achieve higher income
levels.

122




3. Employees perceive progressive
tax structures as equitable and just.

4. Progressive tax  structures
contribute to a sense of financial
security and stability among
employees.

5. Progressive tax structures
encourage employees to invest in
personal and professional
development.

6. Progressive tax structures align
with employees' expectations for a
fair and balanced taxation system.

7.  Employees  believe  that
progressive tax structures positively
impact their overall job satisfaction.

8. Progressive tax structures foster a
sense of social responsibility among
employees towards contributing to
public services.

Section C: Relationship between Tax Deductions and Benefits on Employee Job

Satisfaction

6. Using a scale of 1-5 where 1= strongly disagree, 2= disagree, 3= Neutral, 4=

agree 5= strongly agree. Please show to what extent you agree or disagree with

the following statement on the Relationship between Tax Deductions and Benefits

on Employee Job Satisfaction.

Statement

Strongly
Disagree

Disagree

Neutral

Agree

Strongly
Agree

1. Tax deductions and benefits
enhance employees' overall
compensation package.

2.  Employees  perceive tax
deductions and benefits as valuable
incentives  provided by the
organization.

3. Tax deductions and benefits
contribute to a higher level of
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financial well-being and security
among employees.

4. Employees feel appreciated and
valued by the organization due to
tax deductions and benefits.

5. Tax deductions and benefits
encourage employees to remain
loyal to the organization.

6. Employees believe that tax
deductions and benefits positively
impact their job satisfaction.

7. Tax deductions and benefits
enable employees to better manage
their personal finances.

8. Employees perceive  tax
deductions and benefits as fair and
equitable  rewards  for  their
contributions to the organization.

Section D: Relationship between Tax Transparency and Communication Employee

Job Satisfaction

7. Using a scale of 1-5 where 1= strongly disagree, 2= disagree, 3= Neutral, 4=

agree 5= strongly agree. Please show to what extent you agree or disagree with

the following statement on the Relationship between Tax Transparency and

Communication Employee Job Satisfaction.

Statement

Strongly
Disagree

Disagree

Neutral

Agree

Strongly
Agree

1. Transparent = communication
about tax policies fosters trust and
confidence among employees.

2. Employees perceive transparent
communication about tax policies
as a sign of organizational integrity.

3. Clear communication about tax
policies  enhances  employees'
understanding  of  their  tax
obligations and benefits.

4. Employees feel valued and
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respected by the organization when
tax policies are communicated
transparently.

5.  Transparent communication
about tax policies leads to greater
employee engagement and
commitment.

6. Employees believe that
transparent communication about
tax policies positively impacts their
job satisfaction.

7. Transparent communication
about tax policies promotes a sense
of fairness and equity in the
workplace.

8. Employees perceive transparent
communication about tax policies
as essential for organizational
transparency and accountability.

Section E: Relationship between Tax Reform

Satisfaction

Initiatives on Employee Job

8. Using a scale of 1-5 where 1= strongly disagree, 2= disagree, 3= Neutral, 4=

agree 5= strongly agree. Please show to what extent you agree or disagree with

the following statement on the Relationship between Tax Reform Initiatives on

Employee Job Satisfaction.

Statement

Strongly
Disagree

Disagree

Neutral

Agree

Strongly
Agree

1. Tax reform initiatives simplify
tax processes, making it easier for
employees to comply with tax
regulations.

2. Tax reform initiatives reduce the
tax burden on employees, leading to
increased disposable income.

3. Employees perceive tax reform
initiatives as positive steps towards
improving the tax system.
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4. Tax reform initiatives enhance
transparency and fairness in the
taxation process, contributing to
employee satisfaction.

5. Employees believe that tax
reform initiatives positively impact
their overall job satisfaction.

6. Tax reform initiatives align with
employees' expectations for a more
equitable and efficient tax system.

7. Employees feel more confident in
the tax system when there are
ongoing reform initiatives.

8. Tax reform initiatives contribute
to a sense of organizational
responsiveness to employees' tax-
related concerns.

Section 5: Employee Job Satisfaction
9. Using a scale of 1-5 where 1= strongly disagree, 2= disagree, 3= Neutral, 4=
agree 5= strongly agree. Please show to what extent you agree or disagree with

the following statement on the Employee Job Satisfaction

Statement

Strongly
Disagree

Disagree

Neutral

Agree

Strongly
Agree

1. I am satisfied with my overall
job experience in the public sector.

2. | feel valued and appreciated for
my contributions to the
organization.

3. | am satisfied with the salary
and benefits | receive from my
employer.

4. 1 find my job challenging and
rewarding.

5. | have opportunities for growth
and development in my current
role.

6. | have a good work-life balance
in my current job.
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7. | feel supported by my
supervisors and colleagues in my

work.
8. | intend to stay with the
organization for the foreseeable
future.

End

Thank you for your cooperation
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APPENDIX IV: INTERVIEW SCHEDULE FOR HR OFFICERS
To what extent and frequency have your employees complained about tax

regime?

What is your view on the influence of progressive tax structures job

satisfaction among your employees?

How do tax deductions and benefits affect employee job satisfaction among

the employees?

To what extent do tax transparency and communication affect employee job

satisfaction in your department?

How had tax reform initiatives affected employee morale in your

organization?
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