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ABSTRACT
The study examined the extent to which selected performance management practices
influenced employee performancat the Office of the Prime Ministe(OPM) in Uganda.The
study was motivated by the lack of empirical evidence on the influence of performance
management practices on employee performance since performance management system was
introduced at OPM in 200Zour objectives were pursued in conducting the stadyding:To
examine the extent to which performance planning influences employee perforahariRig,
To examine the extent to which performance appraisal influences employee perfoahance
OPM; To examine the extent to which training influences emploggenmnanceat OPM; and
To examine the extent to which performance rewards influence employee perforatance
OPM. A case study design was used. A sample of 159 persons was selected for this study, and
a response rate @0.8% was realized. The findings realed that the influence of performance
planning on employee performance at Office of the Prime Minister was very weak but
statistically significant (r = 0.187 ang = 0.046). It was established that the influence of
performance appraisal on employee pemiance was very weak with no statistical significance
(r=0.109 andp = 0.248). It was further established that there was no evidence that training
influencaed employee performance (r=0.058 gmé 0.538). Finally it was established that the
influence of performance rewards on employee performance at Office of the Prime Minister
was weak but statistically significant (r=0.342 gmé 0.0001). Orthe other hand, a muiti
regression analysis of th¥ land OV showed that 25.9% variance in employee performance
could be explained by performance management praclitese findings suggest that to
achieve sustained high levels of employee performance tha&seneed to correspondingly
intensify theperfamance management interventions iealout. They further suggested that i
was possible for employees to perform to their best if manageroeid put in place the right
strategies and policies at the work place. It was recommended that OPM contimeoies\y
the intensity withwhich its performance management measwere beingimplemented for

improved and sustained employee performance.
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CHAPTER ONE
INTRODUCTION
1.0 Introduction
Todayods organi zat i ooyee penfamwarce becauseplidys & pivatal tole e mp |
in organisational performanda the context of increasing global competition and need for
good practice. Consequently, all organizations are looking for ways in which to improve the

performance of their employees.

This study consided performance management practicgs the main fetor deemed to
influence the performance of employees and these are; Performance planning, Performance
appraisal, Training and development and Performance rewahis.studywas about the
relationship between performance management practices and empkryeenanceat the

OPM in Uganda. Accordingl y f Rvere doceivehasdthe man
i ndependent vari abl e w hwat ¢he dependerit wvarigble. Thee r f o
dimensions of performance management practices, notapgrformance p@nning,
performanceappraisals, training and development and performance rewandshow they

interact with each other to influence employee performance measured in tegoentfy of

work outputs, quality of work outputs, timeliness in accomplishingigaments,and team

work, were the core of the study.

This chapter presents the historical, theoretical, conceptual and contextual backgrounds of the
research. It proposes the problem statement, research objectives, research questions and
hypotheses of #h study. This is followed by the conceptual framework, significance,
justification and scope of the study. The definition of operational terms and concepts are also

provided at the end of the chapter.



1.1 Backgroundto the study

1.1.1 HistoricalBackground

While traditional public administration, fas
(1887) policyad mi ni stration divide, and Taylorodés (1
organisation, was fascinating and symbolized businesshiitge by the close of the 30

century researchers and practitioners were already asking questions whether it provided an
effective form of management of public services especially when compared to the robust
systems used by the private sector. As a result, the general opinion arhoteyssand
practitioners was that most public services had failed to deliver on the purposes for which they
were established. This thinking brought about the need to inject an entrepreneurial spirit in the
running of government using techniques and appescborrowed from business
administration. New modes of delivering public services that relied on budikesstyles

were recommended (Basheka, 2013, p.298).

Subsequently, International organisations, notably the-Bassed Organisation for Economic
Cooperation and Development (OECD), the World Bank and the International Monetary Fund
(IMF), became interested in improving the public management of their member and client
countries. The emphasis was placed on organisational and individual performdrepublic
services, away from the traditional model of public administration that was characterised by
red tape where public service was immensely centralised, hierarchical and rule bound, which
made it difficult to hold individuals accountable. Publicves¥ employees were accountable

for following rules rather than for achieving results.

As a result, the public sector in the developed, and later in the developing world, embraced
what has been ter med ANew Public Ma ntra g e me n
performance management as one of its flagship tools; the others beimgutkion,

liberalization, privatization,corporatisation (conversion of departments into independent



agencies), outsourcingnd even minimizing the role of the public sector envice delivery

altogether (Owen, 1998)

The public service of Uganda was not spared this shift in focus as it also undertook various
reforms aimed at improving the performance of the public service. These reforms trace their
origin in the Civil Service Bform Program (CSRP) that the government of Uganda
implemented from 19931999, which focussed on redefining the role and core functions of the
central government so that the poore functions were decentralised to local governments and

executive agencig®lum, 2010; Osborne and Gaebler, 1992; Rhodes 1997).

The Public Service Reform Programme (PSRP) that was launched in 2000 involved the
introduction of the performance management system in all government Ministries and
Departments. A new appraisal systams implemented in the public service to operationalise

the new performance management system, and since then staff performance appraisal could
only be done in terms of the new performance management system. The change from the old
performance assessmettt a new performance assessment system signalled a change in
approach and philosophf.he new system emphasised empl oy«
setting as a way of ensuring that they fully understand their work responsibilities and the
standards of wérexpected of them, that they recelvegular and structured feedback on their
assessed performanceattvalued employee performancesmacognised and rewarded, and

that employee performance/as proactively developed througlacquisiton of required
competences. All these would be undertakenirtorease both employee commitment and
productivity and organisational effectivenessorder to achieve higher levels of efficient and

effective delivery of quality services to the pul{lditala, 2006)

Whereas OM put in place performance management practices geared to increase employee
productivity, no scientific research had been done to establish the precise effect of this

performance management system on the performance of OPM empldlydbsrefore



remaineddifficult to tell as to whether th@erformance managementeasures helped in

enhancing individual employee performance.

It is for this reason that the researcher was prompted to investigate whether performance
management practices influenced the levgbefformance of employees in OPM. Unless this
was done, OPM would have continued to spend time and money on a performance

management system whose benefits had not been tested empirically.

Indeed, the findings of this study showed that although sele@ddrmance management
practices were being implemented in Office of the Prime Minister very little had been achieved
as only a positive but weak influence of performance planning on employee performance was
detected; a very weak but insignificant influenof performance appraisal on employee
performance was realized; a very weak but insignificant influence of training on employee
performance was noticed; and a positive but weak influence of performance rewards on
employee performance was revealed. Thies@ings suggest that the greater the extent of
implementation of performance management practices the higher the level of employee

performance.

1.1.2 Theoretical Background

This studywasanchored on the Go&etting Theory put forward by Locke &atham (1990)

which has been widely used in all recent researches on performance management (Mullins,
2007). Itposits that utilizing goal setting in any human action can attain improved production
performance. It refers to a goal as the aim or sped#icdsrd of proficiency of an action or

task that a person consciously desires to achieve or obtain, usually within a certain time; and
goal setting as the conscious process of establishing levels of performance in order to obtain
desirable outcomes (Lock& Latham, 1990). If individuals or teams find that their current
performance is not achieving desired goals, they typically become encouraged to increase

effort or change their strategy (Locke & Latham, 200B)e theory holds that goals are

standards fof udgi ng oneds accomplishments and that



attain their goals or make meaningful progress towards them than when they fail or make little
progress. In view of th&oal Setting TheoryVecchio & Appelbaum (1995) establishelat

improved performance is achieved where managers and employees have agreed on
performance goals and expectations (Heskett et al., 1994). The goal theory will help the
researcher derive the di mension of A psesr f or m

that performance planning influences employee performance.

The study is furtheanchoredoM d a mé s T h e o whych states tlkagempldyses expect
fairness when being rewarded for the work done. Consequently the perceptions employees
have abouthte fairness of the reward they get in comparison with the inputs (efforts, time,
education, and experience) when compared with others in the organization intheneerk
performanceThe argument is that employees work well in accordance to whatebasd as

fair rewards. Employees consider whether management has treated them fairly when they look
at what they receive for the effort they make. The Equity theory states in effect that people will
be better motivated if they are treated equitably amdotigated if they are treated inequitably.
Adamés Theory helped the researcher derive

put forward a hypothesis that rewards positively influence performance of employees at OPM.

The study is also anchored dretHuman Capital Theory of Ehrenberg and Smith (1964) that
postulates that productive workers embody a set of knowledge and skills, which come from
education and training. The i mplication of
performance mampe me nt di mensi on. Ehrenberg and Smit
forward a hypothesis that training and development influences employee performance at OPM.
On the basis of the theories outlined above, this study sought to establish the exteahto wh
employee performance is improved or not when goals and targets are clearly laid out,

performance appraised and feedback given together with appropriate rewards and training



This study establishethat to achieve sustained high levels of employeeopednce thergvas
need to correspondinglintensify the performance management interniens carred out,
namely performance planning, performance appraisal, performance rewards and. ffliaing
study furtherestablisled that i was possible for employee® perform to their best if

managementouldput in place the right strategies and policies at the work place.
1.1.3 Conceptual Background

Performance management, which is the independent variable, has been defined as a means of
getting better resultérom the organisation, teams and individuals by understanding and
managing performance within an agreed framework of planned goals, standards, and
competene requirements (Armstrong, 2008ElsewhereArmstrong & Baron (2005, p)

defined performance managent as a process of establishing a shared understanding of what
is to be achieved by employees, while managing and developing them to ensure that they will
help the organisation achieve its objectives in the short and longlsmmWalters (1995, p.3)
viewed performance management as a process of directing and supporting employees to work
as effectively and efficiently as possible in line with the needs of the organidation.thee
definitionscan be gleaned the dimensions of performance managemectedefor this study
namely planned goalsappraisal competence requiremendsid rewards toenergize human
behaviourandhow theseelemens could bedirected and sustainéd bring abouperformance.

It was the finding of this study thahd leves at which theseelementsare practicedcan
influence how employees perform@PM. For purposes of this studsherefore performance
managementefers to the overall framework put in place at the workplace to ensure that all the
organi sat i onidwidualye dand coltestiveligoong About organisationaduccess,

growth and better results

It is therefore conceived that performance management is operationalised under four
dimensions namelyperformance planning, performance appraisal, Training, andrmmance

rewards.Performance planning has been defined agst@blishing of goals and objectives at



the beginning of the appraisal yeand breaking down those goals or set of intentions into
steps, so that they can be implemented automatically dicdlating the anticipated results
(Mintzberg, 1994 p.108). ElsewhereArmstrong (206, p65) explained that performance
planning consists of a joint setting of priorities of what employees are expected to do to
achieve organizational objectives, by waywmwrkplans, and how managers will provide the
support and guidance they nedtbr purposes of this study, performance planning is the
process ofclarifyingor gani zati onal e X pect a activiies,sactions,g ar di
and resultdrom theorgan s a & obeativ@sandexplaining how theeactivities, actions, and

results contribute tothe overall organizationalgoals This providesa linkage between

employee and organizational performance

Performance appraisal has been defined as measuring actual performance and comparing it to
established performance goals, plans and standards, and showing where deviations from
standards exist and helping to correct those devia{l@nheminaiset al, 1998269). According

to Couttsand Schneider (2004, p.6ferformance appraisal is a process within the overall
performance management proce$®valuating the extent to which eaehmp | oy ete-6s da
day performance is linked to the goals established bgrganization On the other hanBoice

& Kleiner (1997 p.197)viewedperformance appraisas most commonly undertaken to let an
employee know howmmi s/ her perf ormance compares with t
identify areasthat requireimprovement For purposs of this study, however, performance
appraisais a tool used to evaluate the extent to widnole mp | o0 y ete-dag perfoemance

is linked to the goals established by the organizatonand t o i dentify any

performance thatequire improvement.

Training and development has been defined as equipping employees with skills and knowledge
so that they can deliver to their fullest in the performance of their duiti@senou et a(2007,
p.252 definedtraining asa systematic ajuisition and development of the knowledge, skills,

and attitudesrequired by employees to adequately perform a task or job or to improve
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performance in the job environme@n the other han@eardwell & Holden (2001, p.324)

viewed training as planned pcess to modify attitude, knowledge or skill behaviour through
learning experience to achieve effective performance in any activity or raagswities.They

reasoned thatg purpose, in the work situation, is to develop the abilities oitieidual and

to satisfy the current and future needs of tnganization.For the purposes of this study,

training was taken tmean a specifically funded process where skills, knowledge and attitudes
areprovided to employees i n oiltg® mperfdrno betteen h a n c ¢
Training is the process okevelopng employeecompetenceso that they may acquirequired

knowledge skills and attituddor carrying out their duties

Reward and recognition has been definedhasmonetary, namonetary and psychological
payments that an organization provides for its employees in exchange for the work they
perform. Zigon (1998) defines rewards as "something that increases the frequency of an
employee action"According to Armsbng (20®, p.152 rewards encompasses the overall
value proposition that the employer offersthe@ employee. It is a total package that includes
compensation(Comprising of base pay, shdadrm incentives and loAggrm incentives),
benefits (includinghealth, retirement and work/life benefits, which account for an increasing
portion of the rewardgackage) and careers (including training and development, lateral
moves, stretch assignmermatsd career incentivedyor purposes of this studseward refes to

what an employeeearns as a result of his/her performance dedpséher skillfulness,

knowledge and the level of education

It is assumed that when performance planning, appraisal, training and development, and
rewards are promoted in the organizatemployee performance will be realized. On the other
hand, when performance management is not promoted under the above named dimensions,
employees will not deliver well and the results will be poor quality services, reduced outputs,

poor time managementhsenteeism, etc.



Lastly, Mathis & Jackson Z009 have defined employee performance as what an employee
does or does not do. They argue that the performance of an employee that contributes to the
organisation includes the quantity of output, quality of oytpmeliness of output, presence at

work and cooperativeness. For that matter the researcher measured employee perirmance
OPM by the dimensions of quantity of work output, quality of work output, timeliness of

output, presence at work and team work.

1.1.4 Contextual Background

Over the last decade, OPM has implemetitegperformance management system with a view
to improving employee efficiency and effectiveness in public service delivery. Since 2002,
OPM has implemented employee performaapgraisal in accordance with guidelines from
the Ministry of Public ServiceThis performance appraisalystem is based on the importance
of managi ng e ac h invalvds setting perfoimance objectiviés ared tadgets of

the forthcoming assessmteperiod, and review of the preceding assessment period.

Subsequently OPM developed its Strategic Plan, (OPM, 2004, revised 2011), in which
performance management is located firmly in its strategic framework and tied into its stated
objectives so that ghresulting employee performance meets organisational neealdition,

from 2006 OPM implemented training programmes to improve staff skills; while from 2010 it
implemented a client charter (OPM, 2010) to better serve its customers and stakeBélbers.

has 270 employeeg,ach of who i s required to understar

mission and goals

Whereas OPM has put in place the above measures geared to increase employee productivity,
no scientific research had been done to establishptiecise effect of this performance
management system on the performance of OPM emplojegas therefore difficult to tell
whether thosgerformance managememteasures helped in enhancing individual employee

performance.



It is for this reason that theesearcher was prompted to investigate whether performance
management practices influenced the level of performance of emplay®&3vi. Unless this
was done, OPM would have continued to spend time and money on a performance

management system whose betsafihad not empirically tested.

This study establishedhat the performance management inteniens of performance
planning, performance appraisal, performance rewards and tra@mbpad tesustained high
levels of employee performande properly wndertaken and integratedhe study further
established that was possible for employees to perform to their best if manageroeid put

in place the right strategies and policies at the work place.
1.2 Statement of the Problem

Over the last decade, OPM has implemented performance management system with a view to
improving employee efficiency and effectiveness in public service delividrg. entity has
usedperformancemanagement techniqueanging from performance planningerformance
appraisal, trainingo performanceewardsto encouragéts employeeso drive organisational

pefformance upwards

Despite these efforts, the level of employee performance is not upstatitardFor instance

data from t he GPearfemanoa®eportS 8014A2003u2012, 2011 and 2010
show that rating of OPMO0s performance of all
73% in 2010/2011 to 53%, 66% and 65% in financial years 2011/2012, 2012/2013 and
2013/2014 respectively againstitput targetsand percentage of approved budget released by
GOU. Thiswas of particular cause for concern as OPM places a high emphasmtimuous
improvement in the wait carries out itfunctions, having regard to economy, efficiency and

effectiveress

Data compared for twoounterparentities within the same sectfor the same period under

review revealed that National Planning Authority increased its rating from 67% in 2010/2011
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to 100% in financial year 2011/2012, and from 67% in 2012/2013 to 100% in 2013/2014; and
Public Service Commission increased its rating from 67% in 2010/2011 to 100% in financial
year 2011/2012, maintained 100% in 2012/2013 only to drop to 60% in 20132@ist

same parameters.

The notable decline i n OPM&dor anreggainy in®ahei on al
organi sationds perfor mance lonaproguteityeamipooras pec
quality of service rendered byits employeesUnless his was done, OPM would have
continued to spend time and money on a performance management system whose benefits it
had not empirically tested.

1.3 Purpose of the study

The purpose of the study was to examine the extent to which performance management

pradices influenced employee performarat©PM.

1.4 Objectives of study

The study was based on the following specific objectives namely:

a) To examine the extent to which performance planning influences employee perfoatnance
OPM.

b) To examine the extent to which performance appraisal influences employee perfoatmance
OPM.

c) To examine the extent to which training influences employee perforrab@€av.

d) To examine the extent to which performance rewards influence employeerzarteat

OPM.

1.5Research question

a) To what extent does performance planning influence employee perforatdDie#?
b) To what extent does performance appraisal influence employee perforat@iegl?
c) To what extent does training influence employee perfocamarOPM?

d) To what extent do performance rewards influence employee performaeDEd1?

11



1.6 Hypothesis

The study tested the following hypotheses including:

H1 Performance planning influences employee performance.
H2 Performance appraisal influences enyple performance.
H3 Training influences employee performance.

H4 Performance rewards influence employee performance.

1.7 Conceptual Framework

PERFORMANCE MANAGEMENT (IV)

Performance Planning
- Individual objectives

- Activity plans EMPLOYE E PERFORMANCE (DV)
- Performanceargets

Performance Appraisal

- Measuring performance - Quantity of work done.

- Performance feedback ,| - Quality of reports.
- Timeliness in meetindeadlines.
Training -Teamwork
- Knowledge
- Skills
- Behaviours

Performance rewards
- Financial rewards
- Nonfinancial rewards

Source Locke as cited in Mullins (2007), Adam as cited in Gibbs (1980) and Ehregberg

Smith (1964).

Figure 1. Conceptual Framework of the study

The conceptual framework above depicts the relationship between performance management
and employee performance. Performance management is the independent variable and
employee performance is the dependentvariabldh e r esear cher 6s vari abl

It was conceived that performance management is operationalised under fousiaitmen
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namely, performance planning, performance appraisal, Training, and performance rewards.
The framework explains that when performance planning, appraisal, training, and rewards are
promoted in the organization, employee performance will be realizethéother hand when
performance management is not operationalized under the above named dimensions,
employees would not deliver well and the results would be poor quality services, poor time

management, poor financial management, etc.

1.8 Significance othe study

The study issignificantin following ways namely:

The study findings maybe used to assist public organisations in formulating strategies to
enhance performance among employdé® findingsmay specificallyassist OPM managers

and employeesn updatingtheir application of performance managemenctices at the
workplacef o r O P Mtérs) orgaaizatgpnal success. This stungy further provide OPM

with information on the challenges of the performance management scheme, and guide top
managemet in making appropriate decisions to cope with the challenges. Themmtudsiso

help Ministry of Public Service draw lessons for evaluating the performance management
scheme so as to reduce problems associated with its implementaiotindings of tis study

may also add to the existing body of knowledge on performance managementagrizea

source of reference for further research in the field of performance management and employee
perfor mance. Finally, t he s texpdrignceeamchskilbschats t h
may be important in the practical world of business.

1.9 Justification of the study

This study was motivated by the lack of empirical evidence on the effect of the existing
performance management system on employee performa@é&\atSince the introduction of
performance management systenOPM in 2002, to the best of my knowledge, scientific

research had been done to establish the precise effect of this performance management system
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on the performance of OPM employeksvas therefore difficult to tell whether the introduced
performance managemaneasures helped in enhancing individual employee performance

1.10 Scope of the study

The scope of the study covered geographical scope, content scope and time scopdexs indica
in the sub sections below

1.10.1 Geographical scope
This study focused on the Office of the Prime Minister, situated in Kampala.

1.10.2 Content scope

The study looked at the dimensions of performance planning, performance appraisal, training
and performance rewards under the independent variable of performance management to find
out how theyinteract with each other to influence employee performatiee dependent
variable, measured in terms of quantity of work done, quality of work done, timeliness,
presence at work and team work in accomplishing assignments within OPM.

1.10.3 Time scope

The study covered periodof 5 years from July 2009 to June 20T he choice for this period

is the availability of reliablelata and reports cemnualperformanceof all government MDAs

and LGs Secondly, it was a period in time when OPM was strategically preparing for long
term commitment to executing its core vawipported by its staff (OPMevisedStrategic

Plan 2011)

1.11 Operational definition

Organisation

This is a social unit of people that is structured and managed to meet a need or to pursue
collective goals. It is where human resources are the mmpsirtant factor for effectiveness

and efficiency.

Employee
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Employee is any person given work in an organisation and earns a salary after accomplishing
the work.

Competency

It is a set of the knowledge, skills, abilities and attitudes that an employeresstp perform

in a desirable manner.

Public Sector

The part of the nation's affairs under governmental rather than private control.

Policy

A course of action adopted and pursued by an organization, government, ruler, political party
etc.

Target

A resultor something to be arrived at by a goal or objectives.
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CHAPTER TWO

LITERATURE REVIEW
2.0 Introduction
This chapter presents the scholarly literature and research findings on performance
management practices and employee performance chidugter reviews the theories behind
performance management as propounded by classical scholars. An overview of previous
studies and researches that have been done in performance management are also discussed to
show how the study variables have been ddrive
2.1 Theoretical review
This study is anchored on the G&a#tting Theory put forward by Locke & Latham (1990)
which has been widely used in all recent researches on performance management (Mullins,
2007). Itposits that utilizing goal setting in any human action can attain improved production
performance. It refers to a goal as the aim or specific standard of proficiency of an action or
task that a person consciously desires to achieve or obtain, usually svitleirtain time; and
goal setting as the conscious process of establishing levels of performance in order to obtain
desirable outcomes (Locke & Latham, 1990). If individuals or teams find that their current
performance is not achieving desired goals, tigpically become motivated to increase effort
or change their strategy (Locke & Latham, 2008)e theory holds that goals are standards for
judging oneds accomplishments and that peopl
or make meaningfulrpgress towards them than when they fail or make little progress. In view
of the Goal Setting Theory, Vecchio &Appelbaum (1995) established that improved
performance is achieved where managers and employees have agreed on performance goals
and expectation (Heskett et al., 1994). Thgoal theory therefore suggests that performance

planning positively influences employee performance.

In contrast, whereas the theory abadentifies goal setting as a standard practice that should

improve employee performanceand focuses on operationalising performance planning in an
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organisation and what it ought to entatl,would be beneficial to know the performance
increase enjoyed by those organisations and employees that have introduced performance
planning comparedotthose that have nothere are few comparative studies on the actual
improvement and continuous updating of performance planning practices to compare the
performance increase if at all that follows introduction of performance planning. This study

therefae contributes to new knowledge in this area.

The study is further guided by Adambés Theo
relationship between reward and individual f
Equity Theory, unpaid individualsay reduce their work input by decreasing the quality and
guantity of their work. Persons compensated on an incentive or piece rate basis may decrease
quality of performance and may or may not increase quantity depending on the input/outcome
ratioofeach ndi vi dual unit of production. Adamoés

hypothesis that rewards affect performance of individuals at OPM.

Although the theory offers interesting insights about employee behavior arising out of the use

of rewards asn employee training channel, there is still a lack of understanding concerning
reward and employee performance with regard to a public service organization that largely
implements a reward system that it does not decide. Particularly in OPM, where reward
determined by the central government that is reluctant to make wages comparably attractive, a

t heoretical Afgapo in regard to interwal con

detected and this studpught tocontribute to filling this gap.

The researcher was also guided by the Human Capital Theory of Ehrenberg and Smith (1964)
that postulates that productive workers embody a set of knowledge and skills, which come
from education and traininghis theory posits thdtaining represents an instenent in human

capital to provide it withbetter skillsfor increased productivity (Tharenou et, &007). It

further posits thatthe qualifications acquired are potentially usetol a number of

organizations antkads to an improveposition of theemployee in the labour mark@barcia
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2005) This theoryhelpedthe researchederive it r ai ni ngo as a perfor
dimension and also t@ut forward a hypothesis that training influences employee performance
at OPM.The theory is informed by @untitative data which paints a broad picture about the

successful support education and training gives to employee performance.

However the theory ignores th#éhe work environment in an organization may not favour the
training acquired by the employeerdamay therefore render the employee redundant in spite of
being in possession of such new skillkis study revealed that maeynployeesat OPMare
undertakingrainingsn ot r el ated to a parti cul movedstaffai ni n
training programme but ratherfor acquisition of formal qualifications in readiness for future

employment opportunities

2.2 Performance management and Employee performance

The purpose of performance management in an organisation is to influence each employee to
perform optimally in his/her position by ensuring that each employee understands his/her role
in the performance management process. A very important aspect ofr@eréer management

is that it does not entail one activity only; it is a cycle in which the employee agrees with the
manager on the expected performance of tasks, evaluation standards, required tools, important
dates when performance will be formally diseésand development actions to improve

performance.

Whereas the literaturiglentifies performance management as a standard practice that should
improve employee performancd focuses on what it ought to entailsibeneficial to know

the performancencrease enjoyed by those organisations and employees that have introduced
performance management compared to those that havéheoe are few comparative studies

on the actual improvement and continuous updating of performance management practices to
conmpare the performance increase, if at all, that follows introduction of performance

management practices. This study theresaneght tacontribute to filling the gap in this area.
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2.2.1Performance planning and Employee performance

Performance planning hdts roots in theGoalSetting Theorydeveloped and propounded by

Dr. Edwin Locke, who revealed a positive relationship between goal setting and improved
performance (Locke & Latham, 2002; Locke & Latham, 2006). He explained thatsgttaig

is the consious process of establishing levels of performance in order to obtain desired
outcomes. Latham, (2004) adds that goal mechanisms affect employees by increasing their
motivation to reach set goals. They ddnf ect ¢
energy, ability and persistence to achieve the goal. Redmond, (2010) has also stated that when
an employee focuses his attention on behaviours that will accomplish the goal, his attention is
diverted away from behaviours that will not achieve thel.gbl@ emphasises that goals

energise employees to expend more effort to reach the goal.

Knoop (1995) argues tha mp|l oyees who participate in the
processes feel that they have a voice in the organisation, which as a result increases employee
commitment and performance. Most people like to be given responsibility because it
demonstratefrust from the organisation and helps motivate employees to live up to that trust.
Responsibility gives the employee power, a feeling of importance and can also help speed up
work processes as employees can make decisions without having to wait for mamage
approval. Freedom to schedule work is a powerful motivational factor for employees and
improves work performance. When employees set goals, they feel as if their contributions are

important to the organisation, and are thus more likely to strive éb tmese goals.

The studies above were assessing the relationship between occurrence of performance planning
in an organisation and employee performance. They were dealing with organisational
performance planning status and not performance planning sdedtiagiour of employees in
organisationsConsequently, an investigation in a real life case was required to be able to

contribute new knowledge in this area.
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The findings of this study revealed that the performance planning techniques in place at OPM
have enabledemployeesto look forward to coming to the work placéo ensure timely
accomplishment of their planned activities. Employeeta sensef attachmento their work

and complete their assignments without follow up by superviséngployees becomenore
committed to workreport to work on timgandare generally cooperative in matters to do with

OPM. Theeffect of thisis desirablefor the organization in general.

2.2.2 Performance appraisal and Employee performance

As employees play a pivotalole in organisational performance, individual employee
performance has become a topical issue, so much so that organisations go to dheatdeng
appraise it. Weihrich &oontz (2005) stated thgperformance appraisal is measuring actual
performance ah comparing it to established performance goals, plans and standards and
showing where deviations from standards have occurred and helping to correct those

deviations.

Bartol & Martin (1994) looked at performance appraisal as a way of regulating organisational
activities so that the actual performance conforms to organisational standards and goals. They
noted that managers ought to monitor-gming activities, compare results with expected

standards or progress towards goals and taking corrective action.

According to Basset (1994performance appraisal is an avenue for feedback to the employee
about how well they are performing at the job. Without appraisal, employees have no way of
knowing whether they are doing things correctly or incorrectly. Appraisal enables employees to
know the areas in which they need improvement. Locke and Lath@@®)noted, however,

that performance appraisal will lead to training only if employees use the apfradiaack to

set goals to improve performance, are committed to those goals, and believe they can achieve
those goals.

Anderson &Carol (1984 )notedthat,most employees want and need to know four things about

their work so they can contribute and feeindortable about where they are in the organisation:
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what they need to accomplish, why they do it, how well they must do it, and how well they
have personally done it. Performance appraisal can provide information about how an

employee is doing.

The aboveiteraturedwells more orpoutlining the performance appraisal frameworks that are
important for a better comprehension of the subject of performance management, they are not
so clear about which performance indicators are most significant to measure itaking
consideration the dynamic nature of organizations and the environments in which they operate
and their direct effect on employee performance. Consequently, an investigation in a real life
case needed to be conducted to help in establishing the &xtehich certain performance

indicators are significant in influencing employee performance.

The findings of this studysuggest that extensive formaérformance appraisalill be most
effective whenits design and administrations tailor-made to match erployee and
organizational characteristics and qualiti€anployee performance should beeasurd
objectively against set objectives and all performance appraisal interactions between
employees and their supervisastsould becarried out in a positive arfdendly manner More
so he feedback oemployeeperformanceshouldhelp them better understand the tastkey

have to improve an

2.2.3Training and Employee performance

In the world of escalating competitiveness, technological advances, and ever changing
government regulations, organisational success is dependent on the quality of the workforce at
all levels (Temple, 2002). As a result organizations are seriously fogussifmettering the
performance of their employees. This involves investing heavily in recruiting highly qualified
employees and also training them to acquire necessary skills to compete favourably in a
competitive environment. Armstrong (2001) considerat, tin order for organisations to
produce better results constantly, they need to have employees who are innovative, flexible to

market demands and are knowledgeable compared to other organisations and this cannot be
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satisfied unless they invest in devalapskills and competencies. Indeed Amos, et al., (2004)
have argued that employee performance cannot be left in anticipation that it will develop

naturally.

However,the literaturemainly assumd that theintentions for trainingarewell understood by
everyone inan organization; and that when undertaken wobll/e asignificant positive
influenceon theemployeeperformance in every situation.iM@n the changing nature of the
environmentorganizationsand employeesperate init should be appreciated that skills and
knowledge that employees need are changing rapidly so much so that what is currently relevant
may not be relevant in futur®loreover, the concerns and perceptions of the employee with
regard to training may be @#rent from those of the organizatidrhis makes it difficult to tell
whether the identified training programmes bear any relationship with the reality on the ground
in OPM. Therefore, this researcher was interested to find out whether OPMtpandionto

the peculiar circumstances that training presgérand theinfluencethey would haveon the

capabilities of the employees.

The study revealed thawhile OPM pad attention to the identification of competencies
necessary for successful employee perforceand wasguided by the pressing needs at both
organisational and job levéb design and implemerdgssentialtraining interventiondor the
success of both the organisation and the individual emplty&e was an apparent divergence
betweenthe employe e 6 s theaimstdutional training needs. It appeared that while OPM
considered the benefitsattraining dferedfor the performance of the individual employess
theirimmediatetasks the employees weren the other hananore concerned with the future
chances of employment and promotion that the trainiauld offer. Because of this
divergence of needsiaining appead not to have had significantpositiveinfluenceon the

employeeperformance at OPM.
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2.2.4Performancerewards and Employeeperformance

The notion of rewarding employees WYamuyia jo
when piecevork systems were first implemented (Schiller, 1996, 89). Today many
organisations are implementing incentive pragms which recognise em

reward them accordingly in multiple ways.

Rewards are important to employees not only for what they can enable an employee to buy but
also for the feegood effect they offer the employee and the status thpyesent in society.
Because employees frequently measure their relative worth in financial terms, they are
concerned about the absolute amount of their remuneration packages and how they compare to
those of other employees doing similar work. Remuneratan be a great source of
dissatisfaction when employees feel they are underpaid or not recognised for the contribution

they make to organisations.

According to Crane (1982)emuneration packages maintain personnel effectiveness by
affecting work attitudepositively, leading to better productivity. Good and appropriate
remuneration removes the feeling of helplessness, disappointment, inadequacy, frustration and
laziness. Good rewards create and sustain high levels of productivity. When an employee is

well remunerated and well motivated, he is capable of achieving higher productivity.

According to Tracey Lloyd (2009), employees tend to be happier with more momeytba
they do not have sufficient money at their disposal. He further noted that perforrakated
pay could be used to increase employee productivity. According to Thomson (2005), the
premise of performance related pay is that higher achievement, either individually or

organisationally, will bring greater rewards.

Although the literature offers interesting insights about employee behavior arising out of the
use of rewards as an employewtivational channel, there is still a lack of understanding
concerning reward and employee performance with regard to a pubiiceserganization that

largely implements a reward system that is largely decided from outside the implementing
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organisation. Particularly &PM, where reward is determined by the central government that

is reluctant to make wages comparably attractilejat er at ur e Agapo in reg
and ownership of the reward system is detected and this study contributes to filling this gap.
WhereasOPM implements a reward system that is largely decided fitoencentre, it was

evident during this studyhat whether the reward system is determined from the centre or
internally, what is important is for the staff to be aware of it, and the managers in the entity to
embed it into the management systems of the organization. Respondents to this study were
awae of the existing reward system in the overall management of OPM, only that it requires

continuous improvement for it to be entrenched into the culture of OPM.

2.3Summary of the Literature review

The review of literature points to a relationship between performance management and
employee performance, which in turn influences the general performance of organisations.
Given the fact that performance is a major concern of all organizations, emp&yeenance
becomes an important variable in the running of organizations which deserves serious study to
understand the extent to which attention must be given to it in order to achieve organizational
goals and objectivesThe results from this studghowed that itis credibleto hold that
performance management is key to achieving outstanding employee performance (Armstrong,
2008, p.495).The findings from the study confirmetthat indeed performance planning,
performance appraisal, training and perforneamewards separately artdgetherhave a

positiveinfluenceon employee performance.

24



CHAPTER THREE

METHODOLOGY
3.0 Introduction
This chapter presents the methods that were used in establishing the extent to which
performance managemeptacticesinfluence employee performance in Office of the Prime
Minister. It focuses on the research design, the study population, sample size and selection
procedure. Measurement of variables, source of data, data collection instruments, procedures of
collecting data, reliaility and validity instruments, data analysis and limitation of the study.

The chapter ends with analysis of the data and the limitations that were faced during the study.
3.1 Research design

For purposes of this study, the researcher employed a case study design. Case study is an ideal
methodology when a holistic, in depth investigation is needed (Strass et al, 1990). Also because
of limited resources, it is very appropriate to select a pdaticcase to investigate as it
represents a majority of similar cases (Best & Khan, 1998) and out of thegoaaghment
ministriesin Uganda, the researchieok OPM for a case study in this investigation. The study

also involvel a tiangulation style wiah involvedboth qualitative and quantitative approaches.

According to Amin(2005) triangulation is a technique that involves collecting data from both
qualitative and quantitative methods, and tests the consistence of findings obtained through
differentinstrumentsQu al i t ati ve data was wusef ul becaus
management needed to be established. Quantitative data was important in establishing in a
numeric way the extent to which the dimensions of performance management influence
employee performance. And all this data was collected following permission from Uganda

Management Institute and the Permanent Secretary of OPM.

3.2 Study Population
Study population refers to the entire set of individuals, events, or objects having a common

observable characteristic about which generalization of research findings will be made (Doyle
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1999). This study targeted the 270 employees at OPM broken down in the following strata: the
PS and Heads of Directorate/Department (10), senior officers (3®)Jerievel officers (95)

lower level officers (51), an(V6) support staff (OPMstaff Listas at 38 June 2014).

3.3 Determination of the Sample Size

As Sé&karan (2004) observed, in research investigations involving hundreds of elements, it
would be pratically impossible to collect data from, and test or examine, every element. Even
if it were possible, it would be prohibitive in terms of time, cost and other resources. A sample
comprises of some members selected from the population. The sample seelegted and
determined basing on Krejcie & Morgan (19 p@pulationtable (Appendix, 1V) The guide to
minimum sample size is (95% confidence level,5% margin of error as shown in the table
below:

Table 1: Population sizeSample size and Sampling technique

Category of employees | Population size | Sample size | Sampling technique

Top management 10 10 Census

Senior officers 38 22

Middle level officers 95 62 SimpleRandom sampling
Junior officers 51 32

Support staff 76 33

Total 270 159

Source: OPM Staff List Jung(2014 and determined based Knejcie & Morgan (1970)

3.4 Sampling techniques and procedure

The appropriate samplezsi was derived from Krejcie 8Mor ganés t abl189 (197
from a population of 2700n the other hand, Mugenda Mugenda (2003) advised that

stratified random sampling be used if the researcher intends to achieve representation from
various subgroups of the population in the sample. Using this method the researcher stratified
the populabn by the hierarchical levels of top management, senior officers, middle level

officers, lower level officers and support staff as clearly shown in Table 1 above.
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3.5 Data Collection Methods

For the purposes of this study, data collection methods included questionnaires, interviews, and
documentary review. Consistent with the notion that the methods and instruments chosen
depend largely on the extent to which they can serve the purposestiidiye and address the
research questions posed (Siedman, 1991), questionnaires and interviews were chosen by the
researcher to be the appropriate instruments for data collection.

3.5.1 Interview method

The researcher conducted interviews with the stafiimers. The aim of the interviews was to
investigate and acquire a clear understanding of the application of thernperce
management practices tie OPM and to observe how the staff members responded to those
practices. For the purposes of this redeatbe staff members selected at different levels,
including the Permanent Secretary, heads of department and some section heads were
interviewed. The interviews were conducted as informally as possible, with each respondent

provided with the freedom to obse convenient times, which suited them.

According to Drew, Hardman &art (1996:174), the advantage of the interview techniques is
that it enables the participants to enlighten the researcher about unfamiliar aspects of the setting
and situationThe oher reason of choosing interviews is that some staff members were more
likely to be more comfortable with work interviews rather than complete a questionnaire.
Interviews therefore provided a deeper understanding of the issues being investigated, and

compkmented and provided deeper insights into the findings of the quantitative analysis.

3.5.2Questionnairemethod

The researcher administered questionnaires as they were considered appropriate because they
ensured quantifiable responses for the same ifeons all respondenisthereby allowing a
reasonable degree of generalizability of the findings. Both open anderidse questionnaires

were designed and distributed among the selected staff in order to elicit their views concerning

the peformance manageent practices &PM. This method helped to delimit the perceptions

27



and sentiments of the respondents that could have consequences to the subject under study. The
use of operended questions enabled the respondents to feel free andedftosin the
oppotunity to provide iadepth responses, whereas the clasded questionnaires elicited
guided responses. Therefore it saved both time and cost to distribute and analyze the responses.
3.5.3Documentary review method

Secondary data for the research veddained from other sources like the organizational
internal archives such as copies of letters, minutes of meetings and other business related
documents. These were a wealthy data sources for reading and analyzing the real performance
management implemaatton situation of the entity.

3.6 Data collection Instrument

The following instruments weraised for the study namely s@lfiministered questionnaire,
interviewguide anddocumentary reviewhecklist

3.6.1Selfadministered questionnaire

A questionnaireis a pref or mul ated written set of qguest.i
answers, usually within rather closely defined alternatives (Sekaran, 2003). It was designed and
sectioned according to the dimensions of the study to ascertain staff perceptidms on
performance management in place. The said questionnaire is attached hereto as Appendix II.
3.6.2Interview guide

An interview guide is a set of standardized questions for face to face interviewing or telephone
interviewing so that questions can beeagk i n t he same way, but
opinions, ideas and what they regard as the crucial factors, are more explained, which may not
be easily obtained using questionnaires. The interview guide was designed and sectioned
according to the dimensiorsf the study to ascertain staff perceptions on the performance

management in place. The said interview guide is attached hereto as Appendix III.
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3.7 Pre-testing of data collection instruments
The study tools were pitested to check for reliability, relaacy and validity of the tools to
address the research questions. Thetggewas conducted at those facilities which were not

included in the sample size. It was done before the researcher conducted the field study

3.7.1 Validity

Trochim (2004, stated hat val i dity i s b ewhichrefarsaotielexente d a
to which the researcher is able to demonstrate that the results are belléabididity of

research instruments was checked using content validity in order to ensure ythabtheed

adequate, comprehensive and deep coverage of variables and that they fully represented the
constructs being measured. This was done by asking three judges, i.e., the UMI research
supervisor, work based supervisor and one OPM head of depattmeté all items in the
instruments on whether all s@peas to include have been covered in the right proportions, as

suggested by Amin (2005).

A content validity index (CVI) was calculated as follows: CVI = no. of items in the instrument
declared valif total no. of items. The result was the intgudge coefficient of validity for

them. This was repeated for all the items in the instruments and a mean was computed for the
overall instrument. The CVI obtained for each questionnaire wasA@@rding to Amin

(2006), an average CVI of 0.7 or above would render the instrument acceptawier, in

case the result was less than 0.8, it would have implied that the instruments were invalid for use

in collecting data for this study.

3.7.2Reliability

Accordng to Yin (2003), reliability is predominantly concerned with demonstrating to the
reader that the collection of data can be replicated and that the operations of the study are clear
to the extent that others attempting the same type of research woirlel slerilar results. In

order to ensure that the data collection instruments were capable of supplying consistent

results, their reliability was checked using the internal consistency method. The internal
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correlation between scores on items within therumsents was determined by gesting them
on a sample of 5 subjects as recommended by Mugenda and Mugendald2d@gjhe results
of the pilot study, the reliability of the instrumemtessc o mput ed using the Cr

Coefficientrmul&delommsi ng the fo

K a sy
0= K-1 1. SOY

Where K= Number of items in the questionnaire

SD? = Standard deviation squared (Variance) for each individual item

SD? = Variance for the total items in the questionnaire

The U should also be ranggoh>th. t he statistical
The alpha coefficientfor all variables were above 0.7, amere taken to be reliable (Ahuja,
2005).

Table 2: Reliability results for the study

Variables Alpha score Number of questions
Performance planning 713 19
Performance appraisal .818 11
Performance training .753 13
Performance rewards 517 10
Employeeperformance .862 19

x (alpha score) [/ n3663

Source:primary data

The result obtained w73 (3.6635). The score revealed a high coefficient which implied

that items were highly correlated among themselves and there was consistency among the
items in measuring the concept of interest with a score above 0.5 as recommended by Amin

(2005).
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3.8 Procedureof data collection

Upon acceptance of the proposal by UMI, the researcher obtained a letter of introduction from
the School of Management Science at UsHe Appendix V)yequesting for OPM approval to
conduct the research in their organizatiteee Appendi VI). After all the above, the
researcher piloted the questionnaire on a sample of 5 respondents to improve the questionnaire
and interview guide.

3.9Data analysis

Little sense can be made of a huge collection of data unless it is analysed; therefsenéial

part of research is the analysis of the data in order to bring order and structure and meaning to
the mass of information gathered (Mugen®laMugenda, 2003). As sucHata from the
different data collection methods was examined and analysedltbabooherent justification

and possible answers to the research questions. The researcher used both qualitative and
guantitative methods of data analysis. Quantitadiaa from questionnaires was coded into a

coding sheet and analysed using a compuidzga analysis packag8HSS)

Qualitative data from interviews and open questions in the questionnaire was compiled, sorted,
and classified into themes according to the stated objectives, exposed to content analysis and
then presented in a narrative rfarUsing both methodshé extent to which the independent
variable influences the dependent variable was analysed and presented systeriEalys
consistent withJick (1979:602who noted that wheboth these methods are used and they
reach the saenconclusions, it provides a more certain portrayal of the phenomenon that is

being studied.

3.9.1 Quantitativedata analysis

To present and analyse the characteristics of the population, frequency tables were generated in
addition to cross tabulation ugirSPSS package. To answer the research questions, the sub
themes under each variable were investigated first. This was through interpreting the

percentage frequencies and mean scores. Mean scores belowr8gaeded akbw scores and
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implied that those areas needed attention. Mean sbtat®geen 3 and 4vere regarded as
moderateand impliedmoderatepositive areasMean scores abové were regarded asigh

scores and impliedtrongpositive areas. Subsequently, correlations were detedhfirstly to

examine the direction of the relationship between the variables. A positive value indicated a
positive correlation and a negative value I

moment correlation coefficient was used.

Lastly, his is a measure of the correlation (linear dependence) between two variables X and Y,
giving a value between +1 and inclusive where 1 is total positiveorrelation 0 is no
correlation and 1 1 i scorrelationalhe strergthat thecarelah was verbally
describd using the guide that Evans (1996) sugge$dr the absolute value of where.00
19 was regarded as very , @3 koA we a B®B59 asfi mo d e, r.6Ht7@ as

Ast r,and@d.0asivery strongo

3.9.1.1 Descriptive stistical analysis

Descriptive statistical analysiss concerned with makingcomprehensive and detailed
explanations of the findings from the data collection. It is intended to make the reader feel the
real experience thr ough -depth explanatisnsTae resbaeched s d e

made deductions to back up conclusiorele from the quantitative analysis.

3.9.1.2 Inferential statistical analysis

Inferential statistics is concerned with making predictions or inferences about a population
from observations and analyses of a sample. That is, the results of an analyses ssmge

can be used to generalize it to the larger population that the sample represents. In order to do
this, however, it is imperative that the sample is representative of the group to which it is being

generalized.

To address this issue of generdii@a, the researcher used linear regression aisdiys the
tests of significancen order totell the probability that the results of the analysis on the sample

were representative of the population that the sample repeeséiitese testsvould tell the
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probability that the results of the analysis could have occurred by chance when there is no

relationship at all between the variabileat werestudied in the population.

3.9.2 Qualitative data analysis

Qualitative data analysis refers to any kind odatalysis that produces findings not arrived at

by means of statistical procedures or other means of geativh (Strauss &orbin, 1990).
Qualitative data got from thaterviews and open questions in the questionnaire was compiled,
sorted, and cladgd into themes according to the stated objectives, exposed to content
analysis and then presented in a narrative form. Content analysis for the qualitative data was
done manually focusing on the two major areas of performance management and employee
performance.

3.10Measurement of variables

Since this study was quantitative and qualitative in nature, variables in the questionnaire were
measured using thepmint likert scale. The scale rating was from.1IThis scale was used to
indicate t h &evel rok agpeement avitht thes statements in the questionnaire.
Justification for use of this measurement technique is based on its popularity (Ochieng, 2009).
The interval scale, quant measure, enable the researcher to compute the mean and standard

deviatims of responses on the variables (Sekaran, 1992, Amin, 2005).
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CHAPTER FOUR

PRESENTATION, ANALYSIS AND INTERPRETATION OF FINDINGS
4.0 Introduction
This chapter presents and interprets the results of the quantitative and qualitative data analysis.
It shows the response rate as well as the demographic composition of respoFfients.
followed by both descriptive and inferential statistiper dimension of the independent
variable Under descriptive statistics, frequency, mean and standard deviabtes of the
guantitative scores, for each of the dimensions of the independent variable as collected from
t he guestionnaires ar e presented. Il nferent |
correlation, used to establish the relationship amibrgg variables, and simple regression
analysis, used to show the interactive effect of the independent variable on the dependent
variable and to test the hypothesase also provided per dimension of the independent
variable Finally, qualitative data catted from interviews are summarized, displayed and

triangulated with results from questionnaires and interpreted.

4.1 Response rate

Out of 21 planned interview sessions, only 13 sessions were conducted constituting 61.9% and
out of 138 questionnaires given out, 114 were returned filled in witfable responsges
amounting to a response rate of 8.60nly 28.4% (n=45) questionnaires were not returned.
For results se Table 3 below

Table 3: Response rate

Instrument Planned Actual Percentage (%)
Interview 21 13 61.9%
Questionnaire 138 114 82.6%
Total 159 127 79.8%

Source Primary data
Based on findings presented iable 3 aboveanoverallresponse ratef 79.8%was arrived at

by calculatingthe actualtotal divided by plannedotal multiplied by 100% thus (127/159 x
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100%). The result suggests that, theumber of returned questionnairesd interviews
conductedvas representative of the sample, enough to yield resulte/théd be analysed and

used to generalizelarger populatiorof OPM (Rubin& Babbie, 200, p.117)

4.2 Demographic Composition

It was important to analyze the background characteristicseofdhious respondents of the

study; that is the Heads of Department, Officers, Assistants and Support Staff of OPM who
participated in this study. Their characteristioge insight into the kind of population the study
sampledand have a strong bearingbrh e st udyés findings relati ng¢
4.2.1Age of the respondents

The ageof all respondents was analyzed with details obtained presented in the table below

Table 4: The Age distribution of the respondents

Age distribution Frequency (n) Percent (%)
Under 26years 2 1. 7%
2671 30 years 9 7.%%
3171 35years 18 15.8%
3671 40 years 36 31.6%
Above 40 years 49 43.0%
Total 114 100.0%0

Source:Primary data

The findings revealed tha49 of the officers (43%\)vho participated in the study were above

41 years, followed by those between the ages of 35 and 40 years (31.6%), those between the
ages of 31 and 35 yeanere(15.8%),those between the ages of 26 and 30 years(7.9%)

and a small percentage (1.7%)saander the age of 26 years.

Majority of respondents was above 35 years of age, which implied a clear indication of mature,
responsible and resourceful persons with vast knowledge and experience in the public service
relevant for the subject under studylost of the opinions on performance management

practices and their infence on employee performance @PM emerged from these
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respondents (above 35 years). The summary of the above analysis is clearly indicated in Table

4 above
4.2.2Time Spent at OPM

The r es gleraticheanQPbas analyzed. The findings revealdtht the majority of
respondents have served with OPM for over 4 years. This implies that their experience with the
organization is sufficient for them to give relevant and well founadéormation about the

organization for this study.

Table 5: Time spent at OPM

Time spent at OPM Frequency (n) Percent (%)
Under lyears 2 1. 7%
11 1.9years 17 15%
271 2.9years 6 5.3%
371 3.9years 20 17.5%
Above 4 years 69 60.5%
Total 114 100.0%

Source:Primary data

4.2.3 Educationlevel ofthe respondents

With regard to education, the majority of r
while others, i n chronol ogi crel7), Ordirchry Diplomh o | d
(14. 9%, n=17), Postgraduate Diploma (12. 4%,

(7%,n=8)and | astly AnOo0 | evel (6.2%, n=7).

These statistics on the education status of employees under OPM reveal that there are more
employes wi th qualifications from a bachel or 6s
This impliedthat the respondents on average had the cognitive maturity to understand and
interpret the questionnaire appropriateMoreover respondents were generalgducated
enough to appreciate effective performance management practices and therefore give reliable

information.
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Table 6: Education level of respondents

Education level [Frequency (n) Percent (%)
Masters 17 14.9%
Postgraduat®iploma 14 12.3%
Bachel ords 39 34.2%
Diploma 17 14.9%
Certificate 8 7.0%
AAO | evel 12 10.5%
AOoOo0 | evel 7 6.2%
Total 114 100.0%

Source Primary data

4.2 .4Position Level

In terms of position level, the officers formed the majority re§pondents (50%, n=57)
compared to the Heads of Department who constituted 6.1% (n=7). This did notwapseai

to the researcher as @PM the top managerial level positions take the least proportion of the
entire staffing structure (seable 1). Theother staff positions responded as follows: Support
staff accounted for 22.8% (n=26) and Assistants for 21.1% (n=24). Such a structure and
composition of the respondents could be used to explain the importance each position level
attaches to pwrmance mnagement practices@PM.

Table 7: Distribution of respondents by Position level

Position Level Frequency (n) Percent (%)
Head of Department 7 6.1%
Officer 57 50.0%
Assistant 24 21.1%
Support staff 26 22.8%
Total 114 100.0%

Source:Primary data
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4.2.5Gender of the respondents
In terms of gender there were more female respondents 56.1% (n=64) than male ones 43.9%
(n=50). This shows that both mal@and femaleSopinions were fairly capturedinterest was

picked in trying to establish the reason for this female dominance in response.

However, whereas coincidently the overall gender representation in OPM showed that females
were more than males (OPMtaff List 2014), it was noted that there svao specific
requirement to have gender equality in the staffing of OPM. As a result the researcher took this

as an exercise where femalesd quantity of ou

Table 8: Distribution of respondents by Gemde

Genderlevel [Frequency (n) Percent (%)
Female 64 56.1%
Male 50 43.9%
Total 114 100.0%

Source:Primary data

4.3 Findings onperformance management pacticesand employeeperformance

For ease of presentation, the data collected from questionnaires are presented, analysed and
interpreted according to each study objective. For each objective, scores of the studied items
are measured in relation to the five point Likert Scale, where: rax@y Disagree,
2=Disagree, 3=Neutral, 4=Agree and 5=Strongly Agitreeall cases, responses for strongly
agree and agree were considered together an
di sagree and strongly di e aDgpscrgtve staéstice, nanelp s s i f
frequency tables with computed percentage response rate, mean scores and standard deviation
of scores especially for the quantifiable questionnaire items are presented. Correlations
between the independent varialdanensonal items and EmployeeeFormance are also

presented. Thereafter, the corresponding hypothesis is tested by presenting and explaining the
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results of regression oheh dimension against Employeerformance. Finally qualitative data

collected from intariews and open ended questions are also presented.

4.3.1 The extent to which performance planning influences employee performanceat

OPM

To determine thextent to which performance planning influences employee performance in

OPM, the respondents weaisked to complete questionnaire items related to this objective. The

findings are presented as follows:

Table 9: Questions on Performance Planning

Questions on Performance| SA A NS D SD Mean | Stdev

Planning (5) (4) (3) (2) (1)

My performance objectives a| 22.81%| 61.4% 0% 0% | 15.79%| 3.75 |1.27

specific (26) (70) (0) (0) (18)

My performance objectives al 26.32%| 51.75%| 0% 0% | 21.93%|3.61 |1.45

measurable (30) (59) (0) (0) (15)

My individual objectives hav¢ 26.79%| 39.29%| 3.57% | 0% | 30.36%| 3.32 | 1.16

so far been relevant to ngb (30) (44) (4) (0) (34)

In my opinion my performanc| 48.25%| 44.74%| 0% 0% | 7.02% | 4.27 |1.02

objectives are achievable (55) (51) (0) (0) (8)

| am involved in setting my 21.93%| 9.65% | 42.11%| 0% | 26.32%| 3.01 | 1.43

individual performanceg (25) (11) (48) (0) (30)

objectives

Performance objectives inspi| 27.19%| 39.47%| 3.51% | 0% | 29.82%| 3.38 | 1.61

me to perform better (31) (45) (4) (0) (34)

I am involved in drawing uf 26.32%| 50% 0% 0% | 23.68%| 3.55 |1.49

my personal activity plans (30) (57) (0) (0) (27)

My personal activity plans hay 26.32%| 68.42%| 0% 0% | 10.53%| 3.55 |1.49

so far been useful in helpin (30) (78) (0) (0) (12)

me achieve objectives

My performance targets hay 16.67%| 50% | 4.39% | 0% | 23.68%/| 3.81 | 1.06

so far been realistic (19 (57) (0) (0) (27)

My performance targets al 28.07% % 0% 0% | 23.68%|3.62 |1.46

measurable (32) (57) (0) (0) (27)

I do understand my targets 24.56%| 51.75%| 0% 0% | 23.63%|3.54 |1.48
(28) (59) (0) (0) (30)

I know the consequences | 17.86%/| 39.29%| 33.93%| 0% | 8.93% | 3.57 | 1.07

achieving my targets (20) (44) (38) (0) (10)

Performance targets motiva 14.04%| 77.19%| 0% 0% | 8.77% | 3.88 | 0.96

me to achieve my objectives (16) (88) (0) (0) (10)

During appraisals, plans for nj 3.51% | 64.04%| 6.14% | 0% | 26.32%| 3.45 | 0.92

capacity building are discusse  (4) (73) (7) (0) (30)

OPM financially supports m{ 5.26% | 74.56%| 17.54%| 0% | 2.63% | 3.80 | 0.65

in achieving my capacit] (6) (85) (20) (0) 3)

building plans

Capacity building plans play g 16.67%| 72.81%| 0% 0% | 10.52%| 3.85 | 1.05

important role in thg (19) (83) (0) (0) (12)

achievement of performance

objectives

Source Primary Data
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Key: SD = Strongly disagree, D = Disagree, N = Neutral, A = Agree and SA = Strongly
agree Scale: Strongly Disagree =1, Disagree = 2, Neutrd, Agree = 4, Strongly Agree =5
Table 9aboveshows the distribution of responses for the different items under performance
planning; and results showath majority of the respondents reflected by a mean of 3.75 or
84.2%considered theiperformanceobjectives as specific/8.1% with a mean score of 3.61
indicated that performance objectives in OPM are measurable and (66.1%) considered their
individual objectives being relevant to their jokhis meahthat the higher the value of the
performance obpives the more important it is compared to other indicatorh@wariable

under observatian

To support the descriptive statistics analysis above was a comment held where an interviewee
observed that

fiMaking performance plans &PM is being given serious attention due to

the existence of a strategic plan and ministerial policy statement which

directedthe efforts of the employees @PM. Moreover the interface the

organisation has with many development partners in the implementation of

their activities, compelled having clear work plans with clear individual

objectives, targets, indicators and outputs, required by best practice

Regarding performance objectives, (93.0%)th a mean of 4.27%eveal that a majority
respondentagreedhat they were achievable}d.1%) of the respondents were neutral towards
involvement in setting individual performance objectives. Results also stagw(@6.6%) of
the respondents were inspired by performance objectives to perform better, , (6%
=3.38 indicated involvement in drawing up personal activity plans at their workplace. Also
(76.3%) of the respondents had their personal activity plesesul in helping achieving
objectives, (85.3% mean =3.8)l considered their performance targets to be realistic and

(79.0%) considered their performance targets as measufdiidemeans that the higher the
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value of theperformance objectiveshe more mportant it is compared to other indicators in

thevariableunder observatian

The above findings concur with a comment by a key official who observed that,

fiPerformance planning had madenployees realize the connection that their

individual job outputhave with the activities of others within their teams or

other departments in OPd/
Results also indicated that (76.3 #ean=3.5% of the respondents understood their targets,
(57.9%) knew the consequences of achieving their targets, (9te&m = 3.8Bindicated that
they were motivated by performance targets to achieve their set objettneseans that the
higher the value of th@erformance targetshe more important it is compared to other
indicators inthe variableunder observatiant wasalso agreed by (67.5%) of the respondents
that plans for their capacity building are discussed, (79.8%an =38P indicated receiving
financial support from OPM to achieve their capacity building plans and (89.5%) revealed that
capacity building planslay an important role in the achievement of performance objectives.
However,the overall average mean for all theaght statements was m=-2, a moderatemean
value whichimplied a moderate positive influence of performancenmilay on employee
performanceat OPM. In addition to these statistical findings obtained was a view by an official
who observed that,

fiWhereas performance planning was vital in the administration of the OPM,

there were instances where bosses caused distortions by engaging employees i

other work outside the planned activities and eventually breaking the

performance cycle

On the other hand, there were notable disagreements with some items under performance
planning. Results revealed30.36% dsagreed thatindividual objectives haveso far been
relevant totheir job; 29.82%disagreed thatperformance objectives inspiteemto perform

better 26.32%disagreed thathey wereinvolved in setting individual performance objectives
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or that diring appraisals, plans fdheir capacity buildingwere discussedanother 23.68%
disagreed thatheywereinvolved in drawing ugheir personal activity plans or that they do
understand their performance targefdhe above findings are supported by information

obtained from the intereiw where a responding official observed that,

iCapacity building plans that are written

the light of the day; they are never followed up by HR and integrated into an

overall OPM capacity building plan for actual ingmentatio®.
Another responderatiso revealed that
Al t hough employee capacity building plans a
never followed uq
It is worth noting thatthese statistics depict @oticeablyperformance planning@racticing
institution. However, thenotablevalues indisagreements with some items under performance
planningat OPM disqualify the organization as a compl@&rformance planningracticing
institution Nonetheless, as long as there ex$stimehigh values inmost of the items under
performanceplanning it is worth deducting that performangéanning has somelevel of

positive influence on the performance of employees in the organization.

fiPerformance planning is a very good thing. But, many erspbare
usually engaged by their bosses in other work outside the planned activities.
Many employees often spend most of their work time on these activities
which are not planned for and fall outside the domain of appraisable

activitie® st at edwean i ntervie

These results depict a divided opinion on the apem of performance planning &PM.
Insights from analyzing the qualitative data show,thatformance planning at OPM is at best
average. Theesponsesn agreement with existence of performancanping practices are
counteracted by those @isagreementThis can partly explain why the result of dhescriptive

statisticsshowed a weak positive influence of performance planning on employee performance.
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4.3.1.1 Corrdation coefficientresults for performance planning

Pearson correlatiorR] is a statisticatalculationthat summezes the direction and degree of
closeness ofwo variablesgoing together in a straight lineThe calculationgives a value

between +1 anel inclusive where 1 is totapositivecorrelation O is nocorrelaton and 1T 1 i
total negativecorrelation The closer the value of r gets to zetbe wealer the likely
correlation The closeR is to +1 or-1, the stronger the likely correlation. A perfect positive
correlation is +1 and a perfect negative correlatiof.is

Table 10: Correlation results foperformance planning

Performance Employee
Planning Performance

Performance planning Pearson Correlation 1 187

Sig. (2tailed) .044

N 114 114
Employee RBrformance Pearson Correlation 187 1

Sig. (2tailed) .046

N 114 114

*, Correlation is significant at the 0.05 levelt@led).

Source Primary Data

The performance planningimensionwas crossrelated with employee performance variable
(using the Pearson correlation coefficient) to determine the influence of performance
planning on employee performancéhe results in table 1@bove showd a correlation
coefficient value of 0.187and a probability (pyalue of.046 (the probability of being wrong
that the result ofour sample accurately reflects the relationstiipt exists in the total

population from which the sample was drawn

The Pearso correlation coefficient value of 0.18Bhowed avery weakpositiveinfluence of
performancelanningon employee performancé&he probability @) valueof .046suggested a
statistically significant Pearsocorrelation coefficientsince p =.046 < 0.05 implying that

there isevidence to believe that performance planning and employee rparfoe are linearly
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correlated atOPM. That being the case regression test was conducted to shawether
performance planning waseful as gredictor ofemployeeperformanceThe direction of this

relationship and the results are presented below.

4.3.1.2 Regression result®r performance planning
The tablell below presentsegressiondr performance planning and employssformance in
OPM.

Table 11. Regression results for Performance planning and Employee performance

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

1 187 .035 .026 32372
a.Predictors: (Constanterformancd’lanning

Source Primary Data

Table11 aboveshows the variables thawereincluded in the analysi$t gives us the measures

of how well our overall model fits, and how well our predicteerformance plannings able

to predictEmployee Performanc@he first measure ithe table called Rad a value 00.187,

which indicatel a very weakdegree of correlatignmeaningthat changes iriperformance

p | a n nwera gdaakly correlated with changes iife mpl oy ee p Ehe sezandna n c e
measure calle®-squared gvea value 0f0.035 which isthe amount of varianceime mp | oy e e
per f or emplainedeby the independent variable or predidiop, e r f or marmodre pl ar
this case0.035 or 3.86 of the variance imie mp | oy e e pcarr He explaiaed bye 0
fiper f or man c €hefmdl eolumniofrthg &able gee the standard error of the estimate

as 032372, being theneasure ohow much R is predicted to vary from one sample to the next.

4.3.13 Hypothesisone

These statistics revesl a veryweakpostive influenceof performanceplanningon employee
performancen the organization. The-value (0.@6) is significantly less than our statistical
unit of measurement 0.0%n that statistical basighe study accept the hypothesighat

performance planningostively influences the grformance of employees @PM.

44



4.3.2 The extent to which performance appraisal influences employee performanceat

OPM

This was the second objective of the study for which eleven items were used to test for
performance appraisal practices at OPM. Thes pondent s 6 emseca®pressnted n t h
in Table 12oelow:

Table 12 Questions on Performance Appraisal

Questions on Performance Results in % and Frequency (n) Mean | Stdev
Appraisal

SA A NS [ D SD
(5) (4) @ | @ @)

The measurement of m| 15.1860|49.186| 33.93| 0% | 1.79% |3.76 |0.77
performance against objectiv{ (17) (79 | (38 | (0 @)
is done objectively

The results of my performan¢ 30.%0 | 46.4% | 0% 0% | 21.80%6 | 3.62 | 1.50

are presented to me inaw (39 (53 © | © | (26
that | can understand them

| actively take part i 26.326 | 16.6P0 | 31.58 | 0% | 25.446 | 3.18 | 1.49
measuring my achieveme| (30 19 % | O | (29
against my objectives (36)

Measuring my performang 31.580 | 41.236 | 0% 0% | 27.19% | 3.50 | 1.59
encourages me to perfor (36) (47) © | © | &)
better

The feedback | get on m 20.18 | 67.546 | 0% 0% | 12.286 | 3.83 |1.14
performance helps me betf (23 (77) © | ©O | 19
understand the tasks | have
improve on

Discussions about m 11.%6 | 7982 | 0% | 0% | 87@0 |3.85 |1.06
performance are carried out| (13 (93) © | © | (109
a positive and friendlynanner

Performance feedbag 25.66%0 | 47. 7% 0% 0% | 26.55%0 | 3.46 0.72
discussions are useful (29) (54) 0) 0) (30)
improving my performance

Source Primary Cata

Key: SD = Strongly disagree, D = Disagree, N = Neutrak Agree and SA = Strongly
agreeScale: Strongly Disagree = 1, Disagree = 2, Neutrd, Agree = 4, Strongly Agree =5
With reference to Table 1@bove, seven items were used to test for performanueiaal
practices at OPMResults show that majority of the respondents (64.38€an=3.76,
stdev=0.7y were in agreement that supervisors concerned with measenmgjoyee
performance were objective. Results also show, ({7at2% mean=3.6Q agreed thathey

understand their performance results once presented, (43.0%) of the respondents agreed that
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they participatan measuring their achievement against their objectives, (758%v=1.59
expressed that they get encouragement to perform better froormanice measurements
undertaken and (87.6%mean=3.46, stdev=0.Y2agreed that feedback assists them understand

and improve their performance.
To further complement on the findings above was a responding official who observed that

fiThe heads of departme® ns ur e t hat t he empl oyeeso
appraised to assess whether they achieved their routine scheduled targets
which consolidate the OPM6s targets and
Ministry. At the end of the day, they are also assessed on what the

employees have been able to achieve

In a relatively interesting interview, another key informant argued that,

fiThere is need to be strict on the time performance appraisal is done in this

organisation. This business of filling forms as afterthoughtmeet the

requirement of interviews or other need is very deceptive. This is because

there is no serious thought put into what is being written in the forms, and it

is not genuine at all o.
At the workplace, discussing employees performance is cruciath@ncesults of this study
show that (91.2%) of the respondents would benefit from such discussions as they were also
carried out in a positive and friendly manner. It was further agreed by (70.6%) of the
respondents that performance feedback discussiare wseful in mproving employee
performance. This revelation is in line with one of the comments put across by an interviewee

who observed that

fiDiscussion of performance appraisal results has helped the OPM to know the
capabilities of employees with ragl to performance. This is attained through
having face to face discussions of the appraisal results against the set

performance standardsMoreoverthis is a means of acquiring performance
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information from employees and devising means of coming upstnatiegies
to enable every employee attain the set performance standard for their

respective jols .
While another key informant observed that,

fiMany employees fill forms retrospectively, which in any case does not serve the purpose of

performance appraida .

Yet another key informant observed that,

fiThe genuinely poor performing employees are counseled and guided to

enable them improve their performance in fuéure

However, it is important to point out thalke results also showed notable statistics on the side
of disagreement to some items used to test for performance appraisal practices at OPM. There
was 26.55% who strongly disagreed with the statementgédbrmance feedback discussions
are useful in mproving their performance27.1% strongly disagreed thatmeasuring their
performance encouraged them to perform be2er %% strongly disagreed that they actively
take part in measuring their achievement against their objectives. There were alabl@ not
number of respondents who remained neutral. 33.9% were neutral on whether the measurement
of their performance against objectives was done objectively;3amPo were neutrabn
whether they actively took part in measuring their achievement agaeistothjectives.To
support the numeric findings above, a management meméeiewed revealed that,

fiSometimes performance appraisal is more of a ritual to be performed at a

certain time of the year. So employees are given appraisal forms which they fil

casually and later forward them to their supervisors just like that. What is

written in those forms is never followed up to ensure that agreed actions are

implemented 0
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Anotherkey informant revealed that,

fAlthough performance appraisals are hgdriodically, and indeed employees
and supervisors hold appraisal meetings to highlight performance areas that
require improvement, what is recorded in employee appraisal forms is never

followed up to ensure that performance gaps identified are addiessed

And another key informant pointed out that,
fiThere is laxity in the way the appraisal process is handled. Whereas
setting of targets should be at the beginning and actual assessment of
performance at the end of every financial year, employeegapilaisal
forms only when they are due for promotional interviews or confirmation
It is worth noting thatthese statistics depict reoticeablyperformance appraisgracticing
institution. However, thenotablevalues indisagreement and neutral fornse items under
performance appraisat OPM disqualify the organization as a complpgrformance appraisal
practicing institution Nevertheless, as long as there exsimehigh values inmost of the
items under performanagpraisal it is worth deductig that performancappraisahassome

level of positive influence on the performance of employees in the organization.

Lastly, hese results depict a divided opinion on the dpmraof performance appraisal at
OPM. Insights from analyzing the qualitative data show that performance appraisal at OPM is
at best average. Thesponses agreement with existence of performance appraisal practices
are counteracted by those disagreementThis can partly explain whthe result of the
guantitative analysis showed a very weak positive influence of performance appraisal on

employee performance.

4.3.2.1 Correctioncoefficient results for performance appraisal
The study established whether a relationship existed betwedormance appraisal and

Employee pedrmance as reflected in Table A&low.
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Table 13: Correlation coefficient results for Performance Appraisal

Performance Employee
appraisal performance

Performance appraisal PearsorCorrelation 1 .109

Sig. (2tailed) 248

N 114 114
Employee performance  Pearson Correlation .109 1

Sig. (2tailed) .248

N 114 114

** Correlation is significant at the .0&vel (2tailed).

Source Primary Data

The performance appraisaimensionwas crossrelated with employee performance variable
(using the Pearson correlation coefficien} to determine the influence @rmeronthe latter
The results in @ble 13 above showd a correlation coefficient value of 09 and g value of
.248 the probability of being wronghat the result ofour sample accurately reflects the

relationshipthat exists in the total population from which the sample was drawn

The Pearson correlation coefficient value of0®.5howed avery weakpositive influence of
performanceappraisalon employee performanc&he pvalue of .248 suggests a statistically
insignificant Pearsoworrelation coefficientsince p =248 >0.05 implying that there isno
evidence to believe that performaneppraisaland employee p#armance are linearly

correlated a©OPM.

Lastly, being the casea regression test was conducted to sivdwetherperformance appraisal
wasuseful as gredictor ofemployee performancd&he direction of this relationship and the
results are present@&u Table 14below.

4.3.2.2 Regression result®r Performance appraisal and enployeeperformance

The inferential resultgpresented in d@ble 14below reveal the variance that was obtained that

performance appraisal had on emplogegormance aDPM.
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Table 14: Regression results for performance appraisal

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

1 109 012 .003 32757
a.Predictors: (Constanterformance ppraisal

Source Primary Data

The SPSS Statistics generatea linear regressiomesults for performance appraisal and
employee performanc@ he model summary table abogavethe measures of how wele

overall model fited and how welthe predictor,fiP e r f o r ma n c, &as abje porpeedict a | 0

Afempl oyee performanceo

The R valuan the table is 0.1Q9vhich indicatd a very weakdegree of correlatigrandgave

the amount of variance ihe mp | oy e e perptaihed bymilze nindependent variable or
predictor,i p e r f o r nassabcThe Raquaredvas 0012 which implied thatl.2% of the

variance inie mp | oy e e pcanrbé explamachb§i @ @ r f or ma nocTde fiagh pr ai s
columnof the table gee the standard error of the estimage 032757, being theneasure of

how muchR is predicted to vary from one sample to the next.

4.3.23 Hypothesistwo

These statistics revesl a veryweakpostive influenceof performance appraisah employee

performancan OPM. Thep-value (0248 was significantlygreaterthan our statistical unit of
measurement 0.0®n thatstatisticalbasisthe studyrejectedthe hypothesis thaierformance

appraisapostively influences the performance of employee<>fM.
4.3.3 The extento which training influences enployee performanceat OPM

This was the third objective of the study under which eight items in form of statements were

used to test for #htraining (trainingat OPM.The findings are presented as follows:
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Table 15: Questions o Training

Questions onTraining Results in % and Frequency (n) Mean | Stdev
SA A NS D SD
5) (4) (3) (2) 1)
Competence  assessme| 16.964 | 72.326 | 0% 0% 10.7%6 | 3.85 | 1.061
are important in improving (19 (81) ©) ©) (12
my performance
My supervisorguides me or| 55.286 | 0% | 40.3% | 0% 439 |3.46 |0.721
how to overcome challengg (63 ) (46) ©) (5)
in achieving my objectives
My supervisor guides me i 3.51% | 54.3% | 40.336 | 0% 1.7%%6 | 3.58 |0.651
understanding my (4 (62 (46) (0) 2
performance objectives
My supervisor adequate| 1.75% 0% | 40.3%% | 54.3%9% | 3.51% |3.58 | 0.653
guides me in achieving m (2 ) (46) (62 4
performance objectives
Coaching by my supervis¢ 3.51% 0% | 40.3% | 0% 1.7%% | 3.61 | 0.655
considerably improves m (4 ) (46) ©) 2
performance
Of all trainings you had g 12.286 | 33.33% | 18.246 | 149% | 0% |2.86 |1.50
OPM, how many wer{ (14) (39 (21) (41) (0)
relevant to your job?
Trainings arranged by OPIl 14.9%4 | 34.2%46 | 35.96%0 | 14.920 0% |3.34 |1.20
are adequate in addressi (17) (39 (42) (17) (0)
the training needs of m
job.
Trainings offered by OPN 62.286 | 1.736 | 35.960 | 0% 0% |4.26 |0.96
impact on my joo (71) ) (41) ©) )
performance.

Source Primary Data

Results in Table 15how thatamajority of the respondents (89.2%ean=3.8pby agreement

considered competence assessment as a requirement in the implementation of training to be

vital in improving their performance; and (55.3%) of the respondents agreed to receiving

guidance to overcome any performance challenges. Results alsottsto@b7.9%) of the

respondents agreed to being guided by their supervisors to understand their performance

objectives and (61.4%mean =3.61, stdev=0.6p&greed that training/coaching received had

improved their performance.The overall average mean for all theight statements was

m=357, a moderatemean value whichimplied a moderate positive influence of training on

employee performance @PM. The findingsare in line withresults obtainedfom one of the

interviews wherét wasreveded that,
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AOff-job and orjob training opportunities were being provided to employees in order to fill the
current institutional and individual training neeals

In addition, it was confirmed by some respondents that:

i . the trainings being run hav&rengthened staff skills in operational practices, procedures

and methodologies, and now staff can produetter within agreed deadlines. . . 0

Results also revealed thaomerespondents (45.6%) agreed thie training offered was
relevant to their jbs, (49.1%) revealed that the trainings were adequate in addressing their
specific job needs and (64.1%ean of 3.34, stdev=1.p@greed that their performance is
enhanced by the training offered by the OPM. These statistical findings are in lin@evith o

thekey informans who observed that,

AWhichever way you look at it, many of these trainings are really good.

Many times when these officers come from training, they become more

serious with their work. They do not have to be reminded of their roles.

They even develop a positive attitude to
loto .

In another interview heldytop management official observed that,

AOur supervisors provide guidance to staff whether they are new recruits or not and this has
enabledthese employees acquire knowledge and skills that enable them to perform their duties
well..0

However, some key respondents pointed to uneven distribution of training opportunities in

institutions of learning outside the country. For instance one aé#pondents argued that,

fiCases of same officers going for multiple trainings abroad at the expense
of more deserving onesrainings abroad are considered a measure of how

an employee is regarded useful to the development oftOPM
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Similarly, another rggndent stated that
fiOther employees are undertaking further studies on-spelfisorship
arrangements, where in most cases the courses being undertaken are not
related to a particular training need re
training programme. Their trainings are for acquisition of formal

qualifications in readiness for future employment opporturtities

However, t is noteworthy that a score of 40.35% (n=46) for neutral responses was posted on

the following respect igudes ne brehbvetoneerdorae: chafienggs s u p
in achieving my objectiveso, Amy supervisor
objectiveso, Aimy supervisor adequately gui d

and Acoaching by mhyysumproveer mgopsir tder mance

In addition,there was a notable disagreement with one i85196% disagreed that all trainings
they had had at OPM were relevant to their. jobanother relatively interesting interview held on

training at OPM, one respdimg official elaborated that,

fiThere are a few areas where OPM should direct more attention. One of
these is trainings abroad. Training opportunities abroad should be
evenly spread out to all deserving staff. You see, travelling out of the
country is abig factor that works up the feelings of employees. So
allocating these external training opportunities evenly can motivate

employees to performbetter was anot her observation by &

Whereadhese statistics depictrmticeablytraining practcing institution thenotablevalues in
disagreement and those in neutral for some items under trdisiopgglify the organization as a
completetraining practicing institutionThis would imply that a notable numbafrrespondents

do notconsider job pdormance as a possible target i@iningoffered by OPM

If that is the case, then thetent and content 0O P M6 s t effats may begontrary to

i mpr ovement o f peeampahce wheck draining ie supposed to address.
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Nonetheless, as lorgp there existsomehigh values irmost of the items undéraining it is

safe todedue that training has somelevel of positive influence orthe performance of
employees aOPM. By and large,lese results depiet divided opinion on training &PM.
Insights from analyzing the qualitative data show that training at OPM is at best average. The
responsesn agreement with existence of training practice are counteracted by those in
disagreementThis can partly explain why theeanresult of thedescripiive statisticalanalysis

showed anoderatepositive influence of training on employee performance.

4.3.3.1 Corrdation coefficientresults Training
The study established whether a relationship existed betwe@mnng and employee
performance with the findings obtained presented in THble

Table 16: Correlation coefficient results for Training

Employee
Training performance

Training Pearson Correlation 1 .05§

Sig. (2tailed) .53§

N 114 114
Employeeperformance Pearson Correlation .058 1

Sig. (2tailed) .538

N 114 114

** Correlation is significant at the Sevel (2tailed).

Source Primary [ata

The training dimensionwas crossrelated with employee performance variable (using the
Pearson correlation coefficient) to determine the influence tiie formeron the latter The
results n table16 above showda correlation coefficient value of @68 and g value 0f.538
(the probability of being wronthat the result obur sample accurately reflects the relationship
that exists in the total population from which the sample was drawn

The Pearson correlation coefficient value d358 showed avery weakpositive influence of
training on employee performancélhe pvalue of .538 suggests a statistically insignificant

Pearsorcorrelation coefficientsince p =538 >0.05 implying that there isno evidence to
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believe thatrainingand employee perforance are linearly catated atOPM. That being the
case,a regression test was conducted to shdvethertraining wasuseful as gredictor of
employee performanc&he direction of this relationship and the results are presanfeable

17 below.

4.3.3.2 Regression result®r training and employeeperformance
The inferential resultsbelow reveal theregressionresults for training and employee
performance ifOPM reflected in Tabld7 below.

Table 17: Regression results for training

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

1 .058 .003 -.005 .32897
a.Predictors: (ConstantJ;raining

Source Primary Data

The model summargbove,gavethe measures of how wete overall model fited and how

well the predictor,fit r a i, nvés mldedo predici e mp | oy e e pThe firsomeasare c e 0
in the table called Rad a value 00.058 which indicate a very weakdegree of correlatign
meaning that changes infit r a i rweren gad correlated with changes e mpl oyee
per f or.mhkensecendl measure call@®squared gve a value of0.003 which isthe
amount of variance i e mp| oy e e pexplained rbynthe indegendent variable or
predictor,i t r ad Imthisncgsd.003 or 0.%6 of the variance ii e mp | oy emanmganof or
be explained byi t r ad Tme finad columrof the table gee the standard error of the estimate

as 032897, being theneasure of how much R is predicted to vary from one sample to the next.
4.3.33 Hypothesisthree

These statistics revesl a veryweak postive influenceof training on employee performance

in OPM. The p-value (0538) is significantlygreaterthan our statistical unit of measurement
0.05 On this statisticalbasis the studyrejected the hypothesis that trainingostively

influence the performance of employee<Of@M.
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4.3.4 Theextent to which performance rewards influence mployeeperformance
The last objectivef the studyfocused on the examination of the extent to which performance
rewards mfluence employee performanee OPM. Different responses were obtained for the

six items that were used to test for this objective, the results are preged in Table 13

Table 18 Questions on &formance rewards

Questions onPerformance Results in% and Frequency (n) Mean | Stdev
Rewards

SA A NS D SD

() (4) 3) (2) (1)
The criteria for awardin¢ 13.18%6 | 6.140 | 39.4P0 | 39.4P0 | 1.7%90 |3.20 | 1.36
financial rewards at OPN (19 (7) (45) (45) )
are clear.
The criteria for giving ou] 9.6%% | 13.86 | 35.98%6 | 26.320 | 14.900 | 2.76 1.15
financial  rewards arf (11 (15 (41 (30) (17)
followed at OPM.
OPM financial rewards hel| 3.51% | 37.726 | 54.3% | 4.3%6 0% 3.40 0.63
me to perform. ©) (43 (62) € )
The criteria for awardin¢ 9.63%0 | 34.2%% | 56.14% 0% 0% 3.54 | 0.67
nonfinancial rewards a (11) (39 (64) 0) (0)
OPM are clear.
The criteria for giving ou] 0% 26.326 | 59.68% | 26.32%6 0% 2.93 |0.75
nonfinancial rewards ar{ (0 (30) (69) (30) (0)
followed at OPM.
OPM nonfinancial rewards 34.2%% 0% 61.460 | 4.3%0 0% 3.30 0.55
enhance my performance | (39 ) (70) 5 )

Source PrimaryData

Key: SD = Strongly disagree, D = Disagree, N = Neutral, A = Agree and SA = Strongly

agree

Scale: Strongly Disagree = 1, Disagree = 2, Neutrdl, Agree = 4, Strongly Agree =5

The resultan Table 18above show thaimost of the respondents (41.3%) disagreed that the
criteria for awarding financial rewards at OPM is clear, (41.2%) revealed that giving financial
rewards was unclear, (54.4%) were neutral regarding financial rewards heheimg to
perform. Results also show th§56.1% mean =2.93, stdev=0.ybf the respondents regarded
the criteria for awardg nonfinancial rewards as unclear, (59.7%)the respondents were
neutral about following the criteria for nwawards and (61.4%nean=3.3pwere also neutral

about performing their duties due to the +imrancial rewards from the OPM he overall
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average mean for all treeghtstatements was m=I8, amoderatanean value whicimplied a

moderate positive influence of performanceaeds on employee performanceORM.

Results from this table imply that most of the respondents could have feared to comment on
how their financial and nerfinancial rewards are given or using such rewards to perform after
the positive perception to otheariables (planning, appraisal and training & development) that
are received with beiits to increasegerformanceA couple of interviews were held to obtain
gualitative data from respondents. The data was obtained from interviews that were scheduled
and eventually held. Fdkey respondentsevealed thatfiReward is regarded as a supplement

to the salary, so that whenever it is given emplsyee it has covered a gap left by the little

salaryo

While another responding top management official had the thought lmigverformance
reward,
A reward was thought to be for exceptional performance and for
creativity and innovativeness of staff in order to tap into the high potential
of staff. It is such rewardswhich act as reinforcements to employee
performance.Otherwise annual salary increment was too little to be
regarded as a reward at all.
Furthermore another responding interviewee observed the following about performance
reward,
fiTo be haoest, | have never felt it in my pocket that | have earned a salary
increment. Look, when government increases my salary by about 50,000/=
shillings that money is also taxed and the net left is so little that I will not
even realize that | got a salary ie@ase. In any case such increase does not

create any feeling in me that it is a reward

Additionally another respondent observed that,
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AiThe financial performance rewards in the Standing Orders provide for a
rise to the next notch in the salary scaledoond performing employees. But
in practice every staff enjoys the same salary increments every year
irrespective of performanae.
More still some key respondents revealed that,
fiPerformance rewards exist aDP M, onl vy t hat S 0me emp |
perception of revards is too vague. Some employees perceive performance
rewards in material form able to flatter the ego of the recipient and attract
the attention of many .
Another intereshg view obtained abouperformance rewards and employee performance was
that thetwo variables werdinked to one another and it is common tlegmployees will
psychologically compare their performance level to what they get as s#laryinstance one

interviewee observed that,

i . .employees.seek employment with the expectatiearn from their work, so whatever is
paid as a compensation of effort put in acts as a motivator to employees to perform more and

more. And this includes the monthly safary

On the whole,lese results depict a divided opinion on the afp@m of performance rewards at
OPM. Insights from analyzing the qualitative datad the descriptive statistichow that
performance rewards at OPM are at best averagereBpenses agreement with existence of
performance rewards practices are cowattied by those imlisagreementThis can partly
explain why the result of the quantitative showed a weak positive influence of performance

rewards on employee performance.

4.3.4.1 Correction resultgperformance rewards
The study established whetheawelaionship existed betweemerformance rewards and

employee performanceith the findings obtained presented in Tab®dbelow.

58



Table 19: Correlation results for performance rewards

Performance Employee
rewards performance

Performance rewards Pearson Correlation 1 347"

Sig. (2tailed) .00d

N 114 114
Employee performance Pearson Correlation 347" 1

Sig. (2tailed) .000

N 114 114

**_Correlation is significant at the ®Blevel (2tailed).

The performancerewardsdimensionwas crossrelated with employee performance variable
(using the Pearson correlation coefficient) to determine the influence of performance
rewardson employee performancdhe results in &ble 19 above showd a correlation
coefficient value of 0342* and a probability (p)alue of .0001 the probability of being
wrong that the result obur sample accurately reflects the relationghgt exists in the total

population from which the sample was drawn

The Pearson correlation coeféat value of B42* showed aweak positive influence of
performanceplanningon employee performancélowever, he probability @) value of .0001
suggested a statistically significant Pearsomrelation coefficientsince p =.0001 < 0.05
implying that there isstrong evidence to believe that performamewardsand employee
perfomance are linearly correlated &PM. That being the casea regression test was
conducted to showvhetherperformance rewards wengseful as apredictor of employee

performanceThe direction of this relationship and the results are presented below.

4.3.4.2 Regression result®r performance reward
The sectionpresents inferential results specifically linear regressisults obtained for
performance reward and empleygerformanceat OPM. The results obtainedrereflected in

Table20 below.
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Table 20: Regression results for performance reward

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

1 342 A17 109 .30962
a.Predictors: (Constantperformance rewards

Source primary data

Themodel summargavethe measures of how wehle overall model fited and how welthe
predictor,fip e r f or ma n cwas able wapredicfice mp| oy ee p Ehe firstr manc
measure inthe table called Fhad a value 0f0.342 which indicatd a weak degree of
correlation meaningthat changes ifip e r f o r ma n cwere weaklyaorrdlated with
changesimie mpl oy e e pTHEe $econdmzeasure callBdsquared gve a value of

0.117 which isthe amount of variance iMie mpl oy e e p explainedr bypathec e 0
independent variable or predictér,p e r f o r ma 0, tnehis casdlELT a 41,% of the

variance infie mp | oy e e pcanrbk explared eer f or man cEe fna@ war ds
columnof the table gee the standard error of the estimage 030962, being theneasure of

how much R is predicted to vary from one sample to the next.

4.3.4.3 Hypothesis four

These statistics revesl a weak postive influence of performance rewardsn employee
performancen the organization. Thp-value (0.@01) is significantly less than our statistical

unit of measurement 0.0%n that statistical basisthe study accept the hypothesighat
performance rewardsostively influencethe performane of employees &@PM.

4.4 Multi -regression analysis fothe study

The study examined the extent to which the selected performance management practices
togetheraffected employee performance@®PM. This was done to show the variance that the
selected pdormance management practices collectively had on employee performance, and

the results ofained are presented in Tablelow.
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Table 21: Multi regression results for the study

Model R R Square | Adjusted R Squarg Std. Error ofthe Estimate

1 509 .259 232 .28879|
a. Predictors: (Constanperformanceplanning,appraisal, training and rewards

As it can be observed from Table ahove, the R value is 0.509, théiR 0.259, the adjusted
R? is 0.232 and standard error of estimate as 0.2883%®xplainedearlier on,the R value
measurs how well our predictor predisthe outcomélhe R value of 0.508uggests that there
is a strong relationship betwedhe two variables. This means that clgas in employee
performanceare strongly correlated with changes in #edected performance management
practices The R? gives us the amount of varianced@mployee performanocexplained by the

independent variable or predictperformance managemepriactices

In this casahe R value of 0.259mplies that25.9% of the variance iemployee performance
can be explained byhe selected performance management practiéé® remaining
percentage of 74.1% would be attributed to other factors, not pée¢ studyFor this reason,
we can conclude that there is a strong relationship betweerselleeted performance
management practicesnd employee performanceThis implies that improved employee
performance could be attributed to accurate and timelycapipin of the selected performance

management practices.
4.5 Employee performance

Employee performance for the study was measured using four indicators namely quantity of
work done, quality of reports produced, the timeliness in meeting deadlines asswell
teamwork. Br each of these indicators, questions were asked and opinions in form of

responses collecte@hese are presented in Tableliz2ow.
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Table 22 Questions on Employee performance

Questions on Employee Results in % and Frequency (n) Mean | Stdev
Performance

SA A NS D SD

5) (4) (3) (2) (1)
Many team members complg 5.2 | 94.7%%6 0% 0% 0% |4.05 |0.22
their assignments on time? (6) (108 (0) ()] (0)
Team members complete th¢ 0% 71% | 28.9% 0% 0% |3.71 |0.46
assignments with leg (0) (81 (33 ()] (0)
supervison
Team members report to wo| 0% |74.96| 965 | 0% |15.96|3.42 |1.10
daily © | 89 | (11 © | (18
Team members identiff 0% | 78.86 | 21.8% 0% 0% |3.79 |041
problems hindering thei (0) (90) (29 ©) ©)
performance out of their ow
initiative
Team members takmoretime| 0% |50.80| 33.36 [15.”6| 0% |3.35 |0.74
on work once their daily target (0) (598 (39 (18 ©)
are met before the end of day
Team members achieve th¢ 3.5% | 96.5%6 0% 0% 0% |4.04 |0.18
individual objectives (4) (110 (0) (0) (0)
Team members produce tl 32.6% | 47.80 | 20.186 | 0% 0% |4.12 |0.72
volume of work expected q (37) (59 (23 0) ©)
them by OPM
Work done by members of yoil 0.0% | 74.80 | 21.9 | 351% | 0% |3.71 |0.53
team is free from errors (0) (85) (25) (4) (0)
Work done by members of yoi 3.6% | 74.36 | 22.026 | 0% 0% |3.82 |0.47
team is delivered on time (4) (81 (29 (0) 0
The official 8 working houry 64.6% | 0% 5.3% | 11.8% | 18.30 | 4.32 | 0.47
well spenton OPM work (73 0 (6) (13 (21
Team members work long¢ 15.26 | 79.826 | 4.5% 0% |0.89|3.81 |1.68
thanthe normal 8 working hour, (17) (89 ) ()] Q)
a day
Team members report to wo| 80.7%6 | 19.3%6 0% 0% 0% |4.08 |0.52
on time (92 (22 (0 (V)] (0
Team members set aside time 54.86 | 0% 8.7 0% |54.4846|4.81 |0.40
di scuss how t (¢ (62 ©) (10 ()] (62
performance
Team membersliscuss how tq¢ 0% | 5.26 | 36.8%6 0% 58% |1.89 |1.08
improvet eamds per (0)] (6) (42 (V)] (66)
Department members are| 61.426| 18.86 | 36.8% 0% |20.26|4.01 |1.57
cooperative with mend otherg (70) (21 (42 ()] (23
in line with OPM work.
My team members wor| 38.6% | 59.6% 0% 0% 1.8 | 4.33 |0.66
together to achieve performan| (44) (69 ©) ()] 2
objectives
My team members combeelps| 0% | 100% 0% 0% 0% |4.00 |0.00
each other to better understa (0) (114 O (0)] O
their roles
In my team members help ea 11.46 | 72.8% 0% 0% |15.86|3.64 |1.19
other to achieve our commq (13) (83 O (0)] (18

performance objectives

Source:PrimaryData

The results in @ble 22 above show thaall the respondentsl00%) agreed thatther team

members completktheir assignments on tim8imilarly, (71%) respondents agreed tlean
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members completetheir assignments with lessupervison meaning that most OPM staff
appreciated time as a resource to enable them execute their duties and accomplish them on
time. Secondly it can be argued that with less supervision from their superiors OPM staff have
selfdrive to execute their assignments addition,it can be noted that all responde(t60%)

agreed that their team members achieve their individual objectivasp (100%) agreed that

their team members repedto work on timemeaning that OPM staff worked as a synergy to
achieve indivilual objectives which implied that staff were contributing positively to the core

objectives of OPM hence a sign of employee performance.

Additionally, (100%) agreed thatheir team members come in to help each other to better
understand their roles wherex there is a misunderstanding of the saResults also show that
(98.25%) of the respondents agreed that tteim members work together to achig¢keir

common performance objectiveanother(94.64%) of the respondenggreed thatmany of

their teammembers work longer than the normal 8 working hours a dlagse revelations can

be attributed to the fact that each individual staff had key roles to execute on time and in cases
of failure, they consulted thus a good sign of quick learning on theosittee OPM staff. In
addition, it can be suggested that all assigned tasks were mapped to specific time frame thus a

sign of improved employee performance.

Lastly, results showd thatdepartments members were cooperative with 78.8% agreeing, 98%
agreed thia team members worked together meaning that teamwork was encouraged and was
a basis to coordinate and manage a number of office tasks hence a sign of improved employee
performanceHowever, he overallaverage mean for all the@ghteenstatements was m=E3, a

fairly strongmean value whicimplied a strong positive influence of the selected performance
management practices on employee performan€#ii. On the whole,liese resultfom the
descriptive statistical analystkepict afairly strongopinion on theinfluence ofapplication of

the selected performance management praaticesnployegerformance in OPM.
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CHAPTER FIVE
SUMMARY, DISCUSSION, CONCLUSION SAND RECOMMENDATIONS
5.0 Introduction

This chapter presents the summaryh& major findings in relation to the study objectives and
hypotheses. It discusses the findings presented in chapter four with reference to the literature
review and methods used. Conclusions are then drawn on the research findings under each
study objedtre together with practical implications of the study on OPM and suggestions
meant to influence management thinking and practice, and on further areas of research in an

attempt to bridge the gaps existing in knowledge and practice.
5.1 Summary of the findngs

The study sought to examine four dimensions of performance management practices, notably,
performance planing, performance appraisalsaihing and performance rewards, and how
they interact with each other to influence employee performand@ffice of the Prime
Minister in Uganda, measured in terms of quantity of work outputs, quality of work outputs,

timeliness in accomplishing assignments, and team work.
5.1.1Performance planning and enployee performance

Linearregression results showed tipagtformance planningpada veryweakpositive influence

on employee performanca OPM(r = 0.187) Thep-value (0.046)wassignificantly less than

our statistical unit of measurement 0.05. On that statistical basis the study accepted the
hypothesis that performance planning positively influences the performance of employees at
OPM. This correlated positively with the qualita findings which revealed thaerformance
planning at OPMwas at best average. Theesponsesin agreement with existence of

performance planning practice®re counteracted by thosedisagreement
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5.1.2Summary of findings on Performance appraisal andEmployee performance

Linearregression results showed tipatrformanceppraisahada veryweakpositive influence
on employee performancat OPM(r = 0.109) The p-value (0248 was significantly greater
thanthe statistical unit of measurement 0.05. On that statistical basis thefatledlyto accept
the hypothesis that performanappraisapositively influence the performance of employees
at OPM. This correlated positively with the qualitative findings whicbvealed that
performanceappraisalt OPMwas at best average. Thesponses agreement witlusage of

performance planning practice®re counteracted by thosedisagreement
5.1.3Summary of findings on Training and Employeeperformance

Linearregression results showed thi@tininghada veryweakpositive influenceon employee
performanceat OPM (r = 0.058) The p-value (0528 was significantly greatethan the
statistical unit of measurement 0.05. On that statistical basis the fstilety to acceptthe
hypothesis thatraining positively influences the performance of employees at OPMs
correlated positively with the qualitative findings which revealedttrattrainingat OPMwas
at best average. Thesponsesn agreement wittcarrying outtraining were counteracted by

those indisagreement
5.1.4Summary of Performance rewards and Enployeeperformance

Linear regression results showed thprformance rewardsad a weak positive influenceon
employee performance in the organiaat(r = 0.342) Thep-value (00001) was significantly
lessthanthe statistical unit of measurement 0.05. On that statistical basis theagiceiyed the
hypothesis thaperformance rewardpositively influences the performance of employees at
OPM. This correlated positively with the qualitative findings which revealedpgbgbrmance
rewardsat OPM was at best average. Thesponsesn agreement withapplication of

performanceewardswvere counteracted by thosedisagreement
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5.2 Discussion of tk findings

The purpose of this study was to establish the influence of performance management practices
on employee performaneethe Office of the Prim#linisterin Uganda. This section discusses

the findings of the study in light of the specific objeet and hypotheses of the study.
5.2.1Discusson of findings on Performance planning and Employee @rformance

Performance Planning was found to hawgeak positiveinfluenceon employee performance.

The results confirmed the positive influence of performance planning activities on employee
performance that is evident in most contemporary literature. Thesgtadg theory by Locke

& Latham (1990) posits that utilizing goattéing in any human action can attain improved
production performancéocke & Latham (2005) revealed a positive relationship between goal
setting and improved performance. Latham (2004) added that goal mechanisms affected
employees by increasing their nwattion to reach set goals. Redmond (2010) stated that when
an employee focuses his attention on behaviours that will accomplish the goal, his attention is
diverted away from behaviours that will not achieve the goal. He emphasised that goals

energise emplyees to expend more effort to reach the goal.

However, the results of this study cast doubt on the traditional perception of the causal
sequence and strength of thesitive relationshipThey show that the kind of performance
planning practiced at the ganization is not one that promotes high performance among
employees; it is very constrained at OPM. The regression result revealed a significant statistical
positive influence but the amount of increase in employee performance that can be explained
by peformance planning is only 3.5%. By the fact that there is a very pesikive influence

of performance planning on employee performaaic®PM, it shows that either performance
planning has not been given a chance to grow to a level where it stronggnodgk employee
performance at OPM operformance planning by itselfloes not influence employee

performance.

66



If the former is the case, it would imply that OPM has not followed the principles of goal
setting theory which require taking into consideratioe complexity of the task, using clear,
challenging goals, committing to achieving them and providing feedback on goal performance
(Locke & Latham, 1990). That being the case, these results seem to reflect the level of
commitment to implementation of thperformance rewards by OPM management more than
they reflect the acceptance or rejection of
and priorities of OPM management and the commitment and competence of employees that are
reflected in the wealnfluence of performance rewards on employee performance. If the latter

is true, then these results show that employees are yet to experience positive performance
planning reactions, to be sufficiently influenced to expend their energy and abilitieegoea

consistent with that required for efficient and effective delivery.

These results make an important contribution to understanding the influence of performance
planning on employee performance for two main reasons: they provide evidence concerning
the requirement of a major shift in management and employee thinking to be able to exhibit
performance planning seeking behaviour by way of meeting their targets, timely
accomplishment of planned activities, completing assignments without follow up by
supervsors, cooperation in matters to do with organisational work for the sake of delivering a
guality service and they offer strong evidence that performance planning provides an excellent
opportunity for employees to manage their work in ways that will alleewm to set their own

objectives in line with organisational goals and strive to achieve them.
5.2.2Discussion of findings on Performance appraisal and Employgeerformance

Performanceappraisalwas found to have mainsignificant positive influence on employee
performance(r = 0.109,p= 0.248). The result implied that the positive influence may have
occurred by chanceOn that statistical basis the stuthiled to accepthe hypothesis that
performanceappraisapositively influences the performanoéemployees at OPM his result

controvertedthe findings of reviewed contemporaryliterature that performance appraisal
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activities positively influence employgeerformancgBartol & Martin, 1994 de Waal,2007;
Kaplan 200)). Similarly, qualitative findingsevealed thaperformanceappraisaat OPMwas
not to the required standar@he responsesn agreement withapplication ofperformance

appraisalvere counteracted by thosedisagreement

The result could be attributed &ither the presence afiultifacetedactivities associated with
dimensions of performance which hardly can dggprai®d hencedistoring the overall
appraisal of employees; d@he results ofemployee performance apprasalere not being
followed up to engre thatsuggestectorrective measuref®r identified performance gaper
recognition measures of identified good performaaneeaddressedhis suggests that despite
the existence gberformance appraisal activities P M6 s w o th&appraisaprosess is
not completed fullyto include implementation of suggested recognition acalrective

measures for future improvememdsachieve the desirggerformance improvements

Where poor performing employees do not receive constructive feedback ellsdhém what

and how to improve they will think that the current level of performance is acceptable in the
organisation, and they may not put any extra efforts to impriwwehe absence of joint
implementation oagreed recognitioandcorrective measesfor the employeeshere isa gap

in thelinkage between themployee performance arlde overall goals and objectives of the
organisation. fl performance appraisa$ intended to contribute significantly to the overall
goals and objectives of thmrgansation, thenlie gap in the performance appraisal cycle of

implementingagreed recognitioandcorrective measures should be addressed.

There is need to be guided by the views@tke & Latham(2005)that performance appraisal

will lead to performanceimprovementonly if employees use the appraisal feedback to set
goals to improve performance, are committed to those goals, and believe they can achieve
those goalsThis means the onus is on the employ#esy have to take the initiativeéo ensure

that implementation obhgreed recognitiomnd corrective measures takes pldoerespond to

the gaps identified in the performance appraisal cyéle effective performance appraisal
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systemshould beableto create inthe employeeghe desire tochange in a posve direction; to
recognize that performance appraisamore than a simple annual event in whechployees
andsupervisos fill out aperformance appraisédrm; and torealize thaperformance appraisal
is a continuous and ogoing dialogue between themployeeand thesuperviso on the
e mp | o pedoentasce andompetencyeeds, and jointly siahg and agreg onclear goals

and priorities.

These results seem to reflect the level of commitmemth¢éamplementation of performance
appraisalby OPM management more than they reflect the acceptance or rejection of the
influence of performanceppraisalon empl oyee performancehe | tos
policies and prioritiesof OPM management and the commitment and competence of
employes that are reflected in the weak influence of performaameraisalon employee
performanceThis is echoed berson & Linton(2006) who arguwed that it is necessaryor
organisations t@et the necessary organizational cultanel leadership behaviour place to

makeperformance appraisaffectiveandachieve its objectives
5.2.3Discussion on Taining and Employeeperformance

Trainingwas found to haverainsignificantpositive influenceon employee performance =
0.058, p= 0528. The result implied that training was virtually unrelated to employee
performance, hence the positive influence may have occurred by cliamdbat statistical
basis the studyfailed to acceptthe hypothesis thatraining positively influences the
perfomance of employees at OPNMhis result contradictedthe findings of reviewed
contemporaryliterature which show that trainingactivities positively influence employee
performance(Bartol & Martin, 1994 de Waal,2007; Kaplan 200]). Similarly, qualitative
findings revealed thatraining at OPMwas at best averagélheresponse#n agreement with

usage ofrainingpracticeswvere counteracted by thosedisagreement

The result could point to existence of otkenditions within which training could improve job

performancesince his result hasreveaéd that training might not directly gear towaldb
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performanceor the managers and employees at OPM perdbegrimary aim otraining as
acquiring papegualificationsas againsperformance improvemernthis suggests that despite
the existence ofraining activities inOPM, they have lessto do with leaning, improving

performanceandmeetingorganizational neex

In light of these results, employees shoulcdfieredonly that type of training that adequately
addresses the training needs of their jobs in order to help them aceguieedup-to-date
knowledge and skills that enable them to improve service delivery. It is such training that is
pivotal in makingemployees become aware of their role in the overall achievement of the
organi zationds mission and Vvision. 't enabl e
to the high priorities of the organization. It helps create an organization thatciereffand

effective in reaching ever more complex service goals, regardless of the difficulties posed by
the external environment and increases the likelihood that policy decisions made will respond
accurately to high priority problems. Having employee® wahe well equipped with relevant

knowledge and skills enables an organisation deliver superior performance.

Lastly, results from this research gport Amoset al., (2004) who argued thamployee
performance cannot be left in anticipation that it wielep naturally. This research has also
provided empirical suppotd the Human Capital Theory of Ehrenberg and Smith (1@64Hh

postulates that productive workers embody a set of knowledge and skills, which come from
education and trainingHowever, itis noteworthy thathtese results seem to reflect the level of
commitment to implementation dfaining by OPM management more than they reflect the
acceptance or rejection of the influence toiiningon e mpl oyee perf or ma
environment set by glicies and prioritiesof OPM management and the commitment and
competence of employees that are reflected initisegnificant influence of training on

employee performance.
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5.2.4 Discussion on Rtormance rewards and Employee grformance

The Linearregression results showed thperformance rewardbad a significant but weak
positive influenceon employee performance in the organizat{or= 0.342,p = 0.0001). As
performance rewardscrease, according to theresults performance among employesso
increases The resultsconfirmed thatperformance rewardén the form of salaries and
allowancesnfluencethe quality and quantity of employg@erformancan OPM. Thiswasin
agreement wittAd a mo s E q uin Gipbs, 98 which posits thatpaid indviduals
increaseheir work input byincreasing the quality and quantity of their watierebyreveaing

a positive relationship betwe@erformance rewardsnd improved performancé&he theory is
backed by observations and empirical evidence by Bark@dj2who confirmed the necessity
for adequate rewards in order enhance employee performangemstrong (2006, viewed
performancerewards as motivational devices intended to encourage and sustain good efforts
for a desired action or behavior; abldyd (2009)stated that performance related paydsto

increase employee productivity.

However, the results of this study cast doubt on the traditional perception of the causal
sequencend strength of thepositive relationshipThey show that the kind operformance
rewards practiced at the organization is not one that promotes high performance among
employeesit is very constrained aDPM. Theregression result revealadsignificant statistical
positive influencebut theamount ofincreaseén employee performance that can dlained

by performance rewards is only 11.78y the fact that theres a weakpositive influence of
performance rewards on employee performagtc®PM, it shows that performance rewards
have not been givera chance togrow to a level where they strongly influeneenployee
performanceat OPM. These results seem to reflect the level of commitment to implementation
of the performanceewardsby OPM management more than they reflect the acceptance or
rejection of the influere o f perf or mance rewar ds on emp

environment set by policies and prioritie§ OPM management and the commitment and
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competence of employees that are reflected in the weak influence of performance rewards on
employee performancéhis lends credence to the views Bymstrong (2000:167when he

alerted about the disadvantages of having a performance related pay systamy. others he
argued thatit may be difficult to produce realistic performance measuassiatings or
assessmestmay be unfaj subjective and inconsistent; so much that performance rewards may

actually impedes rather than improve employee performance.

The observedveak positive influencef performance rewardsn employee performance in
OPM could be attributed toan underlying unfair reward system thmakesemployeesseem
less concernednd enthusiastiaboutthe existing reward system all together. Thisw was
reinforced by the qualitative data whicbvealed that respondents felt teisting rewards

were toosmall toqualify as a performance incentive

These results revedhat the condition forincreased work efficiency and effectivenass
equitable administration eéwards When employeegerceive fairness in the administration of
rewards they become rigrous and energized talo their work well. On the other hand,
employees who are denied fair treatment by management in the administratiewantls
become frustrated which is likely to force them to withhold their effort and thus perform
poorly. With this kind of result the management of OPM ought to review the internal

administration of the existing reward mechanism for equity.

Whether the reward system is determined from the centre or internally, what is important is for
the employees to be aware f and the managers in the entity to embed it into the
management systems of the organization for continuous improvement and entrenchment into

the culture of the organisation.
5.3 Conclusions

This section presents the conclusions arrived at diteussion of the findings. It also presents

the implication of the results of the study on OPM.
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5.3.1Conclusions onPerformance management and Eployee performance

It has been widely held that investing heavily in performance management is the key to
achieving outstanding employee performan@mstrong, 2008, p.495)Until before this
research, this holding was largely a statement of faith to this researcher. The results from this
study add to the growing empirical research evidence suggesting tHatldey is credible

and that indeed performance planning, performance appraisal, training and performance
rewards separately artdgetherhave a positive correlation on employee performance. The
findings from the study confirmed the positive influence bé& performance planning,

performance appraisal, training and performance revaar@snployee performance.
5.3.2Conclusions on Peformance planning and Employee prformance

An organisation that wants to improve employee performance through perforplanoeg

has to have knowledge of the principles that govern performance planning, get the right
attitude, allow the knowledge and attitude influence their behaviour, and be consistent in
practising performance plannin@his requires a major shift in magement and employee
thinking to be able to exhibit performance planning seeking behaviour through meeting targets,
timely accomplishment of planned activities, completing assignments without follow up by
supervisors, cooperatiomith team members mattes to do with organisational work for the
sake of delivering quality servisein the right quantitieswhen this is doneperformance
planningwould provide an excellent opportunity for employees to manage their work in ways

that will allow them to set thieown objectives in line with organisational goals.
5.3.3Conclusions on Performance appraisal and Employee performance

A complete performance appraisal process a prerequisite forimproved employee
performanceTo ensure thathe performance appraigadocess is complete, organisatidras/e
to undertake tamplementagreed recognitioandcorrective measurds respectively reinforce

success and improve performant@ the employeesin order to achieve the desired
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organisationabbjectives In so doingmanagemenrand operationgbracticesare improved and

employee performance atiie overallorganisationagjoals and objectivdmked.
5.3.4Conclusions on Taining and Employee performance

While training is an important element in improving employedopmance, this study reveals

that for it to be so it has to be administered in a purpose oriented manner. The findings of this
study suggest that training has more to do with learning and applying the acquired new
competencies for improving performancanhacquiring paper qualifications not really directed

at getting significant results. Therefore when the process of training is administered well, the
skills and knowledge acquired enables the employees to produce quality output in the right
guantity. In @dition, training opportunities ought to be accessed by all employees, within the

wider framework of equity and fairness, for meaningful improved employee performance.
5.3.5Conclusions on Performance rewards and Employee performance

An organisation that wants to improve employee performance through perforneaverels

has to have knowledge of the principles that govern performeewards get the right
attitude, allow the knowledge and attitude influence their behaviour, and bistenhsn
practising performanceaewards Performance awards influence employee performance
positively depending orthe type of financial rewards received by the employees and the

perception held before such a reward.
5.4 Recommendations

This section preents a way forward for OPM to take advantage of the opportunities identified

during the study.
5.4.1Recommendations for Performance planning and Employeegoformance

OPM management should strengthen and consolidate its efforts at strategic planning and
preparing the annual ministerial policy statement. These documents are the cornerstone for the

formulation of specific objectives and targets for OPM departments anvidunal employees.
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The Human Resources Department should coordinate the customization of these documents
and implementation of performance planning to ensure that all departments have clear, specific
and measurable objectives and targets for their staffiadly. In addition OPM Management
should identify key employees with high social and networking skills to champion performance
planning activities in each department. These key employees should promote innovation and
creativity to advance performance piarg activities in theirrespective departments in the

organization.
5.4.2Recommendations for Performance appraisal and Employgeerformance

OPM needs testrengthen and consolidatee advantages derives fromperformance appraisal

for continuel improvement inemployee performance. The appraisal prosésalld be carried

out in full andshould be continually under review strengthen the strengths and weed out the
weaknessed he intendegberformance appraisattivitiesshould be currenundertaken o the

due datesLines of communication should be developed to ensure that essential job functions
are being evaluated. Employee comments should be obtained to understand perceptions that are

being developed with regard to the process
5.4.3Recommendationdor Training and Employee performance

The Human Resource Department of OPM should plan and execute training programmes that
adequately address the training needs ofip | o s enordler to help them acquire-tgp

date knowledge and skills that enatiiem to improve service delivery. It is such training that
wouldmakke mpl oyees become aware of their role i
mission and visionThe Human Resource Department should also consider the desired work
related attitudes such as organizational performance, punctuality, job satisfaction and
motivation to be an additional outcome of traini@PM should continue its efforts to train

employees from institutions both within and outside the country.
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5.4.4Recommendations for Performance rewards and Employgeerformance

The current system of rewarding employees in OPM is limited in scope because the financial
rewards are given according to levelf seniority, experience and formal qualifications instead

of performanceThis approach overlooks performance as an element to be considered when
rewarding employee§.he management of OPM ought to review the internal administration of

the existing rewa mechanism for equityThere is need to base rewards on performance
considerations. The offer of rewards based onpenfiormance considerations should only be
done after a fair and accurate evaluation of its effects on the beneficiary. On the other hand
there is need for the HR department to educate staff on what constitutes a rewards system in the

organisation so that aimployeesre clear orits scope and meaning
5.5 Areas for further studies

While carrying out tfs research, a number of areas weoged as suitable for further research.
OPM needs to have a clear and full picture of what it takes to have high performing employees.
For that matterfurther studies are required on the other factors that influence the performance
of employees at OPM e the full extent of the influence was nfilly explained
guantitatively. Factors like employee attitude, distance from home to work, work environment,
adherence to work procedures, available technology surfaced in the interviews and could be
studied. Tle research also needs to be expanded to look at the influence of performance
management on the entire organisational performance. Lastly, this kind of research could be

carried out orother government ministries to see what results will be revealed
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APPENDICES

Appendix I: Self-Administered Questionnaire for Officers, Assistants and Support Staff

In the subsequent questions and with respect to the years ZI® please choose the most
appropria¢ answer at the end of each statement.

1) PERFORMANCE MANAGEMENT
a) Performance planning
Performance objectives: Please choose the most appropriate answer on how
individual objectives are set.
1.1 | I have individual performance objectives set
5. Every3 months 4. Every 6 months 3. Every year 2. Every 2 years 1. Never
For the following responses, please indicate whether you strongly agree (SA), ag
(A), are neutral (N), disagree (D) or strongly disagree (SD) with the statement.
1.2 | My performance objectives are specific SA|A|N|D |SD
1.3 | My performance objectives are measurable SA|A|N|D |SD
1.4 | My individual objectives have so far been relevanttomyjob |SA|A [N |D |SD
1.5 | In my opinion my performance objectives are achievable SA|A [N |D |SD
1.6 | I aminvolved in setting my individual performance objectives | SA|A [N |D |SD
1.7 | Performance objectives inspire me to perform better SA|A|N|D |SD
Activity plans are usually drawn up to specify the steps that each person will tg
achieve his/heperformance objectives. Please select the most appropriate answer bg
1.8 | Personal activity plans are drawn up in line with my performance objectives
5. Every month 4. Every 3 months 3. Every 6 months 4. Every year 1. Never
1.9 | I am involved indrawing up my personal activity plans SA|A|N|D |SD
1.10| My personal activity plans have so far been useful in helping SA|A |[N |D | SD
achieve objectives
Performance targets: Please select the most appropriate response for the follg
questions
1.11| I have at least one one performance target set for each of my objectives
5. Every 3 months 4. Every 6 months 3. Every year 2. Every 2 years 1. Never
1.12| My performance targets have so far been realistic SA|A N |D |SD
1.13| My performance targets aneeasurable SA|A|N|D |SD
1.14| 1 do understand my targets SA|A|N|D |SD
1.15] | know the consequences of achieving my targets SA|A|N|D |SD
1.16 | Performance targets motivate me to achieve my objectives SA|A|N|D |SD
Capacity building plans focus on helping you cquire the skills and knowledge to exc
your job. Please choose the most appropriate response
1.17| During appraisals, plans for my capacity building are discusse SA|A |N |D |SD
1.18| OPM financially supports me in achieving rogpacity building SA|A [N [D | SD
plans
1.19| Capacity building plans play an important role in the achievef SA|A |N |D | SD

of performance objectives

Please suggest ways in which OPM management can improve the process of in
performance planning ipour department




b)

Performance appraisal

Please select the most appropriate response on hoywgdarmance is measured

2.1 | My performance is measured against my individual objectives
5. Every month 4. Every 3 months 3. Every 6 months 4. Bxeay 1. Never

2.2 | The measurement of my performance against objectives is| SA|A [N |D |SD
objectively

2.3 | The results of my performance are presented to me inaway| SA|A [N |D |SD
can understand them

2.4 || actively take part in measuring mgchievement against nf SA|A [N |D |SD
objectives

2.5 | Measuring my performance encourages me to perform better | SA|A [N |D |SD
How feedback on your performances handled

2.6 | My supervisor and | discuss my performance
5. Every month 4. Every 3 months Brzery 6 months 4. Every year 1. Never

2.7 | The feedback | get on my performance helps me better undel SA|A |N |D |SD
the tasks | have to improve on

2.8 | Discussions about my performance are carried out in a positivf SA|A |N |D |SD
friendly manner

2.9 | Feedback discussions on my performance are documented for further review
5. Every month 4. Every 3 months 3. Every 6 months 4. Every year 1. Never

2.10| My supervisor and | discuss ways to help me improve my performance
5. Every month 4. Every®onths 3. Every 6 months 4. Every year 1. Never

2.11| Performance feedback discussions are useful in improving SA|A [N |D |SD
performance
Please suggest ways in which OPM management can improve the process of ap
performance in your department

C) Performance Improvement
Job competency assessmenfecus on finding out whether the skills and knowledge
excel in your job. Please choose the most appropriate response on how OPM hand
assessments

3.1 | An assessment is done to find out e | have the skills to do my job
5. Every 3 months 4. Every 6 months 3. Every year 2. Every 2 years 1. Never

3.2 | An assessment is done to find out whether | have the knowledge to do my job
5. Every 3 months 4. Every 6 months 3. Ewagr 2. Every 2 years 1. Never

3.3 | An assessment is done to find out whether | have the physical ability to do my job
5. Every 3 months 4. Every 6 months 3. Every year 2. Every 2 years 1. Never

3.4 | Competence assessments are important in vmmgomy|SA |A [N |D | SD
assessments
Coachingrefers to directions, advice and instructions given to an employee by his
supervisors whenever required in order to guide him/her to achieve objectives.
respond to the questions below using the most appropriate alternative

3.5 | My supervisorguides me on how to overcome challengey SA |A [N |D | SD

achieving my objectives




3.6 | My supervisor guides me in understanding my performance SA |A [N | D | SD
objectives

3.7 | My supervisor adequately guides me in achieving my SA|A|N |D|SD
performance objectives

3.8 | Coaching by my supervisor considerably improves |[SA|A |N |D |SD
performance

3.9 | Please indicate how often your supervisor sets aside time to coach you on the job

5. Every week 4. Every month 3. Every 6 months 2. Every year 1. Never

Training practices at OPM: In what areas has OPM trained you on in the past 5 yg
Please mention here below:

3.10 | How often did you attend trainings arranged by OPM?

5. Every 3 months 4. Every 6 months 3. Every year 2. Every 2 years 1. Never

3.11| Of dl trainings you had at OPM, how many were relevant to your job?

5.81:100% (all) 4.6380% 3.4160% 2.2140% 1.020% (Almost none)

3.12 | How adequate are trainings arranged by OPM in addressing the training needs of you

5. Adequate Somewhat adequat e 3. Dond6t knoy

3.13 | How do trainings offered by OPM impact on your job performance?

5. Positively 4 . Somewhat positivel
Negatively

Please suggest ways which OPM management can best support you to improve
performance.

d) Performance Rewards

Financial rewards are usually monetary awards given to employees who perform
well. Please choose the best response to the following questions in connection to financial
rewards:

4.1 | Which financial rewards have you received for good performance at OPM?

1. Performancéonus 2. Gratuity 3. Salary step 4. Other (please mention)

4.2 | How clear are the criteria for awarding financial rewards at OPM?

5. Clear 4. Somewhat <cl ear 3. Donot
4.3 | How often have you received a finanaiavard from OPM for good performance in the g
5 years?

5. Every 6 months 4. Every year 3. Every 2 years 2. Once in5 years 1. Never

4.4 | To what extent is the criteria for giving out financial rewards followed at OPM?

5. Always followed 4. Usdal v f ol | owed 3. Donoét Know
followed

4.5 | To what extent do OPM financial rewards help you to perform?

5. Hi ghly enhancing 4. Enhancing 3. Do

Non- financial rewards are usuallynonrmonetary awards given to employees who perform
well. Please choose the best response to the following questions in connection to
financial rewards:



4.6 | Which nonfinancial rewards have you received for good performance at OPM iraghé
years? Please select all applicable.

1. Certificate of recognition 2. Employee of month award 3. Other (please mention)

4.7 | How clear are the criteria for awarding ribmancial rewards at OPM?

5. Clear 4 . S 0 me wh Somewhat gnalear 1. BncleaD o n 6 t

4.8 | How often have you received a ntinancial reward from OPM for good performance in
past 5 years?
5. Every 6 months 4. Every year 3. Every 2 years 2.0Once in5 years 1. Never

4.9 | To what extent is the criterfar giving out norfinancial rewards followed at OPM?

5. Al ways foll owed 4. Usually foll owec¢
followed

4.10 | To what extent do OPM neimancial rewards help you to perform?

5. Highly enhancing 4. Enhanciidg. Dondét know 2. Somewh

2. EMPLOYEE PERFORMANCE

Please select the most appropriate response for each of the questions below. It should be
noted that team members as used in this questionnaire can be defined as emgloyees
share the same immediate supervisor.

Quantity of work outputs

5.1 | How many of your team members complete their assignments on time?

5. 81:100% (all) 4.6380% 3.4160% 2.2140% 1.020% (Almost none)

5.2 | How many of your team members completheir assignments without follow up
supervisors?

5. 81:100% (all) 4.6380% 3.4160% 2.2140% 1.020% (Almost none)

5.3 | How often do your team members identify problems hindering their performance out ¢
own initiative?

5.81:100% @ll) 4.6180% 3.4160% 2.2140% 1.020% (Almost none)

5.4 | How often do yodvur team members identify and resolve work related problems o
own?

5. 81100% (all) 4.6380% 3.4160% 2.2140% 1.020% (Almost none)

5.5 | How many ofyour team members take on more work once their daily targets are met
the end of day?

5.81100% (all) 4.63180% 3.4160% 2.2140% 1.020% (Almost none)

Quality of work outputs

5.6 | To what extent do your team members achieve their ishgifiobjectives?

5.81100% (all) 4.6380% 3.4160% 2.2140% 1.020% (Almost none)

5.7 | How many of your team members produce the volume of work expected of them by O

5. 81:100% (all) 4.6380% 3.4160% 2.2140% 1.0620% (Almostnone)

5.8 | How much of the work done by members of your team is free from errors?

iv



5. 81:100% (all) 4.6380% 3.4160% 2.2140% 1.020% (Almost none)

5.9

How much of the work done by members of your team is delivered on time?

5. 81100% (all) 4. 61-80% 3.4160% 2.2140% 1.020% (Almost none)

Time

liness in accomplishing assignments

5.10

How much of the official 8 working hours do your team members spend on OPM wor

5.81100% (all) 4.6180% 3.4160% 2.2140% 1.020% (Almost none)

5.11

How many of your team members work longer than the normal 8 working hours a day

5. 81:100% (all) 4.6380% 3.4160% 2.2140% 1.020% (Almost none)

5.12

How many of your team members report to work on time?

5. 81100% (all) 4. 61:-80% 3.4160% 2.2140% 1.0620% (Almost none)

5.13

How often do your team members report to work?

5. 5/5 days 4. 4/5 days 3.3/5 days 2. 2/5days 1. Never

5.14

How often do your team members set aside time to discuss how to improve goar
performance?

5. Weekly 4. Every 2 weeks 3. monthly 2. Every 6 months 1. Annually or less frequ

5.15

How much time per week do your team members set aside to discuss how to improg
teamds performance?

5.2.23hours 4.1 hours 3.1.31.5hours 2.0-@ hour 1.0.5hours orless

Team work

5.16

Most members in my department are generally cooperative wit SA|A |N |D | SD
and others in matters to do with OPM work.

5.17

My team members work together to achieve our com/SA|A [N |[D |SD
performance objectives

5.18

My team members come in to help each other to better undet SA|A |N |D | SD
their roles whenever there is a misunderstanding of the same.

5.17

In my team members each other to achieve our com SA|A [N |D |SD
performancebjectives

Please suggest ways in which staff members in your department can improv¢
performance.




Personal Data

Finally please fill in or tick the most appropriate response that describes you.

Department at OPM

Age in years

Under

26-30

31-35

35-40

Above

Position

1. Head of department 2. Officer 3. Assistant 4. Support staff 5. Other (specify).

Gender: Male

Female

Time spent at OPM in years

1.Under 1lyear 2-1.9 3.22.9 4.33.9 5. Above 4 years

Highest level of education attained

1. noOo | evel

iAo

| evel

3.

Bachel

Scale: Strongly Agree

Agree
Neutral
Disagree

Strongly Disagree

Vi




Appendix II: Interview Guide

(All answers to be given in the context of the time frame ZIMEB)
PERFORMANCE MANAGEMENT

a) Performance planning:

i) Around what key areas are individual objectives in your department set?

-
-
-
-

ceéeeéeecéecéecéecéecceccecéceeéeeceée

-
-
-
-

eeéeeéeecéecéecéecéecceccececéeecéeeccée

n your ohegrdf

i) How has the setting of objectives influenced performance of staff

-
-
-
-
-
-
-

ceéeéeeéeceéecéecéeceecececececéeeccée

D~
D~
D~
D~
D~
D~
D~

eeeceééeeceeceééeececeeééeeceeceééeececcet

iii) How often are employee activity plans done?

D~
D~
D~
D~
D~
D~
D~
D~
D~
D~

eeeceééeeceeceééececeeceééececeeceéecce

D~
D~
D~
D~
D~
D~
D~
D~
D~
D~

eeeceééeeceeceééecececeééeecececeéecce

iv) What performance targets are usually set irr yipartment?

-
-
-
-
-
-

éeeceééeeecéééececeeééecececeéeéecececceee

-
-
-
-
-
-

eéeéeéeéeéeéeeéeéeéeéeéeéececcece
v) How do you plan for capacity building of staff in your department?
céeéeéeéeéeéeceecéeéeéeéeéeéeéeéececcece

vi) Is the OPM performance planning system adequate inwew? Why do you think so?
eééeeéeecééeceeééecééecéeceééeecéteceéeecétece

vii) How do you think performance planning can be improved in OPM?
eééeeéeecééeceeééecééecéecééeecéeceéecétece

b) Performance appraisal

i) Please briefly describe the system of measuring indiVigleiilormance in your department
(what is measured, when, and by whom?)
eééeeééeecééeecééecééeecéeceéeecéeeceéecéece

i) How is measurement done and why?



eéeéeéeéeéeéeceeccéeceéeéeéeéeéeéecéececcece
i) How does measuring individual performance influence employee npeaftce in your

department?

[N
[N

eéeéeéeéeéeéeceecéeéeéeéeéeéecéececcece
iv) How is performance feedback to employees managed in your department?
eéeéeéeéeéeéececéeéeéeéeéeéeéeéececcec

v) How does performance feedback influence the performance of individuals m you

department?

[N

eeeceééeeceééeecececeééeececeééeececeecééeeceecceccee

vi) How do you think performance appraisal can be improved at OPM?

[N

eéeéeéeéeéeéeéeéeceecéeéeéeéeéeéeéecée
c) Training

i) Do you periodically assess the ability of your departmental staff to perform impahs?
céeéeéeéeéeéeécceecéeéeéeéeéeéeéeéecececece

i) If your answer is yes, how often is this done and by who?

D~
D~
D~

eéeéeéeéeéeceéeéeéceceecéeéeéeéeéeéecée
iii) Which competencies are assessed?
céeéeéeéeéeéeécceecéeéeéeéeéeéeéeéececcece

iv) How do the above competencesassments affect the performance of staff in your

department?

-
-
-
-
-
-

ceéeeéecéecéecéecéecceccececéeecceee

-
-
-
-
-
-

ceéeeéeecéecéecéecéeccecceceeecceee

v) Do you have an arrangement for on the job coaching of your staff?

-
-
-
-
-
-

ceéeeéecéecéecéecéecceccececéeecceee

vi) If your answer is yes, who coaches staff and how often?

-
-
-
-
-
-

ceéeeéecéecéecéecéecececceéeeccétee

vii) In what areas are employees coached?



eéeéeéeéeéeéeceeccéeceéeéeéeéeéeéecéececcece
viii) How useful is coaching in improving employee performance in your department?
eéeéeéeéeéeéeceecéeéeéeéeéeéeéeéececcec
eéeéeéeéeéeéececéeéeéeéeéeéeéeéececcec
ix) In what areas has OPM trained your departmental staff in the past 4 years?

s 7 s 7z oz s 7

eeeceééeeceééeeceececeééeeceeceééeececeecéeéeececceccet

[N

[N

eeeceééeeceééeeceececeééeeceeceééeececeecéeéeececceccet

X) Has training had any effect ¢ime performance of individuals in your department?

[N

eeeceééeeceééeecececeééeececeééeececeecééeeceecceccee

xi) If your answer is yes, please describe how.

D~
D~
D~
D~
D~
D~
D~
D~
D~
D~
D~
D~
D~
D~
D~
D~

eeeceééeeceecéeééeececeeéeéeccece

D~
D~
D~
D~
D~
D~
D~
D~
D~
D~
D~
D~
D~
D~
D~
D~

eéeéeéeéeceéeéecéeéeéed
xii) How do you think OPM can better suppatt a f f members to perfor

expectations?

-
-
-
-
-
-
-
-
-
-
-

céeéeéeéeéeéeeéeéeéeéeéeée
c) Performance rewards

i) Do staff members in your department get performance rewards?

i) If your answer is yes, please mention the various types of performanaeds ever

received by your staff in the past four years.

M-

ceéeeéeecéecéecéecéecéeccecceceececéeeccée

iii) What are the criteria for awarding performance rewards in your department?

M-

ceéeeéeecéecéecéecéecéeccecceceeceecéeeccée

iv) How do performance rewards affect doyge performance in your department?

M-

ceéeeéeecéecéecéecéecéecceccecéeecéeeccée

v) How do you think OPM can improve on its performance reward system?

M-

ceéeeéecéecéecéecéecéeceeccececéeceéececcée



EMPLOYEE PERFORMANCE

Please describe the level of performance of ympadmental staff in the past four years
ending June 2013 in the following areas. Please give any reasons why you think the
performance was as described.

i) Self initiative

i) Achieving performance objectives

D~
D~
D~
D~
D~
D~
D~
D~
D~
D~
D~
D~
D~
D~
D~
D~
D~
D~
D~
D~
D~

eeeeééeeceééeecece

D~
D~
D~
D~
D~
D~
D~
D~
D~
D~
D~
D~
D~
D~
D~
D~
D~
D~
D~
D~
D~

eeeeééeeceééeeccece

iii) Quality of work done

D~
D~
D~
D~
D~
D~
D~
D~
D~
D~
D~
D~
D~
D~
D~
D~
D~
D~

eeeeééeeceeceééeeceeceéeéee

D~
D~
D~
D~
D~
D~
D~
D~
D~
D~
D~
D~
D~
D~
D~
D~
D~
D~

eeeeééeeeceééeeceeceéeéee

iv) Timeliness of work (meeting deadlines)

-
-
-
-
-
-
-
-
-
-
-
-
-
-
-
-

éeeeééeeecéééceeceeééeccece

-
-
-
-
-
-
-
-
-
-
-
-
-
-
-
-

éeeeééeeecéééceeceeééeccee

v) Amount of time (working hours) dedicated to OPM work

-
-
-
-
-
-
-
-
-
-
-
-
-
-
-
-

éeeeééeeecéééeceeceeééecee

-
-
-
-
-
-
-
-
-
-
-
-
-
-
-
-

éeeeééeeecéééeceeceeééecee

vi) Reporting time and attendance

-
-
-
-
-
-
-
-
-

ceéeeéecéecéecéeccécecceeceeecéee

-
-
-
-
-
-
-
-
-

ceéeeéecéecéecéeccececcececeeecéee

vii) Effort dedicated to improving inputs, systems and products.

-
-
-
-
-
-
-
-
-

ceéeeéecéecéecéeccécecceeceeecéee

-
-
-
-
-
-
-
-
-

ceéeeéeecéecéecéecececceeceecéee

viii) Team work to achieve OPM objectives?
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é

ixX) What are the major factors affecting employee
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é

é

é

é

é

N
N
N
N
N

é

N
N
N
N
N

é

performance at OPM?

eee

eee

é

é

x) How can employee performance be improved at OPM?

é

é

é

é

é

é

é

é

é

é

eee

éeee

Personal Data
Finally please fill in or tick the most appropriate response that describes you.

é
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é

é
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é

éee

éee

é

é

é

é

é

é

é

é

eee

éeee

é

é

é

é

[N

[N

é

é

[N

[N

é

é

[N

[N

é

é

(O

(O

é

é

[N

[N

N
N
N
N
N

é

N
N
N
N
N

é

D
D
D
D
D
D

D~
D~
D~
D~
D~
D~

Department at OPM Age in years
Under 26-30 31-35 3540 Above

Position

1. Head of department 2. Officer 3. Assistant 4. Support staff 5. Other (specify).

Gender: Time spent at OPM in years

Male Femal 1. 2.1-1.9 3.22.9 4.33.9 5. Above

Under 1 4 years

Highest level of education attained

1.AOO | evel 2. HAAO | evel 3. Bachel or6s




Appendix Ill: Documentary Review Checklist

The following documents were reviewed namely:

OPM developed its Strategiian, (OPM, 2004, revised 2011),

Office of the Prime minister (2014Gkovernment Annual Performance Report (2013/14)
Kampala: Uganda.

Office of the Prime minister (2014Gkovernment Annual Performance Report (2012/13)
Kampala: Uganda.

Office of the Pnine minister (2013)Government Annual Performance Report (2011/12)
Kampala: Uganda.

Office of the Prime minister (2012rovernment Annual Performance Report (2010/11)
Kampala: Uganda.

OPM Staff list June 2014



Appendix IV: Krejcie & Morgan Table of 1970

N S N S N S N S N S

10 10 100 80 280 162 800 260 2800 | 338
15 14 110 86 290 165 850 265 3000 |341
20 19 120 92 300 169 900 269 3500 | 246
25 24 130 97 320 175 950 274 4000 |351
30 28 140 103 340 181 1000 | 278 4500 | 351
35 32 150 108 360 186 1100 | 285 5000 | 357
40 36 160 113 380 181 1200 | 291 6000 | 361
45 40 180 118 400 196 1300 | 297 7000 | 364
50 44 190 123 420 201 1400 | 302 8000 | 367
55 48 200 127 440 205 1500 | 306 9000 | 368
60 52 210 132 460 210 1600 | 310 10000 | 373
65 56 220 136 480 214 1700 |313 15000 | 375
70 59 230 140 500 217 1800 | 317 20000 | 377
75 63 240 144 550 225 1900 | 320 30000 | 379
80 66 250 148 600 234 2000 | 322 40000 | 380
85 70 260 152 650 242 2200 | 327 50000 | 381
90 73 270 155 700 248 2400 | 331 75000 | 382
95 76 270 159 750 256 2600 | 335 100000, 384




Appendix V: Uganda Management Institute field attachmentetter

UGANDA MANAGEMENT INSTITUTE

Telephones: 256-41-4259722 /4223748 /4346620 Plot 44-52, Jinja Road
256-31-2265138 /39 /40 P.O. Box 20131
256-75-2259722 Kampala, Uganda

Telefax: 256-41-4259581 /314 Website: http://www.umi.ac.ug

E-mail: admin@umi.ac.ug

Your Ref:

Our Ref:

November 19, 2014

The Permanent Secretary
Office of the Prime Minister
P.O. Box 341

KAMPALA.

MASTERS IN PUBLIC ADMINISTRATION RESEARCH

Mr. Francis Asiimwe is a student of the Masters in Public Administration of
Uganda Management Institute 3™ Intake 2012/2013, Reg. Number
12/MPA/3/037.

The purpose of this letter is to formally request you to allow this participant to
access any information in your custody/organisation, which is relevant to his
research.

His Research Topic is: ‘Performance Management Practices that
Influence Employee Performance in Office of the Prime Minister in
Uganda”

o T .
Stella Kyohairwe (PhD)
Ag. Head, Dept. of Political and Administrative Science



Appendix VI: OPM acceptance letter

/

Vision 2040

THE REPUBLIC OF UGANDA

OFFICE OF THE PRIME MINISTER

PLOT 9-11 APOLLO KAGGWA ROAD. P.0. BOX 341, KAMPALA, UGANDA
TELEPHONES: General Line 0417 770500, Web: www.opm.go.ug, E-mail: ps@opm.go.ug

In any correspondence on this subject, please quote No: ADM 118/142/02

24th November 2014

Ms. Stella Kyohairwe (PhD)
Uganda Management Institute
KAMPALA.

RESEARCH FOR MR. ASIIMWE FRANCIS

Reference is made to your letter dated 19t November 2014 in which you sought
permission for Mr. Asiimwe Francis to carryout research on “Performance
Management Practices that influence Employee Performance in the Office of the
Prime Minister”.

I am pleased to inform you that your request to access information in the Office
of the Prime Minister has been granted. This research should be entirely
academic and for no other intentions.

You are requested to inform Mr. Asiimwe Francis to report to the Department of
Finance and Administration, Human Resource and Management Unit, as soon as
possible.

For: PERMANENT SECRETARY

Vision: A Public Sector that is responsive and accountable in steering
Uganda towards rapid economic growth and development.



