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ABSTRACT 
The quality of IIuman resources of an orgnni7ation is essential to its success. Thus every 
organization must seck to improY' th qualit. or its work Coree. The most important area 
which can be ignored in human r ·s ur '1..'~ mana 1Cmcnt is the performance management 
practices. For the organiz ui lll t 

throu 'h pcrketin' 

nwna 'CllH.'ttt pw li 

th:1t it s ob.i ·ctivcs arc converted into results is 

tll,\11<1 1 ·mcnt practices. These performance 

sctti n ', pcrf'ormance review/appraisal, reward , 
cmplo ' l'l' tr rin in · 111 I I· ·lc Jlllent, career planning and succession management. The 
imp{nlau 'l' {ll p ., t\ltl\1111 m,magement practices can only be appreciated with a clear 
umkr ·tumlin • ~I it ircct impact on employees' performance. /\n improvement in 
{)rganizatilm· · p ·r!'l. rm::mcc i as a result of an employee improved performance which is 
b~:cau .' or gl. l)d p~rlormancc management practices. 

l'1..: otjccti\c of thi tudy was to determine employee perception or the e1Tectiveness of 
performance management practices at Ilarambee SA CO Society LTD. To meet this 
bjccti\e. the re earcher used a descriptive survey which was appropriate to gather all the 

necc ary information. The researcher targeted one hundred and thirty six ( 136) 
employee but the respondents were one hundred and twenty seven ( 127) employees. 
!'he primar) data \\a collected using questionnaires dropped to the respondents and 
picked later. fhc collected data was analyzed using descripti c statistics which included 
frcquen ic . mean. standard deviation and percentages. It wa. presented in tables and 

chart.. 

'I he stud~ c. tablishcd that then: is positive relationship between pcrf'orm.tncc 
mana' Ill\.: Ill pra tk~ ·md the employee · perceptiOn about th\.: d !'ectiH:ness in the 

rganization. P rflmn· n ~;: mana <.:111\.:lll practic~.:s cnhanc~.:s cmplO)c.!e moth at ion. career. 

to t k high~.:r rl.! p m ihilitic ~.:nhan~.:e commitm~.:nt to "ork .md 

am 11) bd\\l.!\.:11 th "mplo)<.:t.: 'Ill I lhl· 

ti if\ II int I \\ ith nr ''lniz 1tion II 

hi •h fl ti\ I th 

lllJ r lit ll1 pr u ti it . . 
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CHAPTER ONE: INTI~ODUCTION 

1.1 Background of the study 

In Kenya today, succe<>sful lr >aniz,Hi )11~ knm th·lt to wm m today 's competitive 

marketplace they must attt'l '!, I., l\ 1 .lnd tl'tnin tnknted and productive employees. The 

most serious challcn • · ft in • 1h · ()tP:tni:rltions is linding how they can improve the 

eiTcctivcness of tit ·it 111 • 1111 /.llt n lo h' om' more competitive. Winning organizations 

•ct tlt\.'lt ·otttp ·tith • n unn' that performance management practices help to 

n" mployccs. hiring the right talented people, place them in the 

rit>hl p{)Sitit)n. Iii '11 their abilities and reward performance commensurate with 

contributions to the organization's success (Varma, Budwar, and Denisi, 2008). 

\ccording to Ann ·tr ng and Barron (1998), performance management has several aims 

and rca ·on a· to ''h~ it i conducted in organization. Performance management practices 

arc aimed at a ·i ting in achieving sustainable improvements in an organization overall 

performance. en ing as a lever for change in developing a more performance-oriented 

culture. increa e employee motivation and commitment, improving team spirit and 

performance. offering a mechanism for regular dialogue and improved communication 

bctwet:n indi\ idual employees and their managers, providing an outlet for employees to 

C.\.prc · their a pirations and concerns and to give individual employees the means to 

de\ dop compeh.:ncics. improve job satisfaction and reach their lull potential to their 0\\n 

bene lit and that of the organization. PerformJnce management practtccs concept has been 

on\? of the mo. t important and positi' e de\ elopm~..:nts in the sector of human resources 

manag ment. Perli.mnancc manag~..:ment rai cs the bar lor organi:tational mana ,emcnt. It 

· im im1 r \C de i. ion making at all organiz·ttionallc\d . 

In r r t p r~ nn n . m tion 

. \ ullin d that 

unp 

1 

UJ \\ ith 1 ·rformanc · 

li 1 tl, ti( n 1t ork i 

.md 1 

In II m 



all other countries worldwide, organization have realized that performance management 

is the key to effective Human Rcsour 1anag mcnt. 

1.1.1 Employee perception 

According to Robins ct al (_00 .•Jl't 'l'ptit)n can b • de lined as the process by which 

individuals in an or •ani1 ui II\ .111 t t!',li\IZl' nnd interpret sensory impressions in order to 

give meanin • to th ·it 'II' it, tun ·nt . 1-tnplo e ·s' perception can therefore be stated as how 

cmplo L'L'S ill\' tbl · 111 ·anin' to the. events or activities that occur in the 

or 'illli:talitlll · 'tl\ iwnm nt. 11 of the most critical areas that greatly influence employee 

(KTCL'ptHHl 1 • tln p •tl\mnancc management practices. 

\II lln..'.anization. ha\ e a face to their performance management system what it is 

pcn:ci\ cd to be b~ it · many stakeholders. 'I hcse perceptions and attitudes about the 

·y ·tcm o!kn iniluencc behavior and motivation. A negative perception of the system may 

lead a manager to not take the process seriously, fail to document performance, or not 

provide feedback to employees. A positive perception of the system, on the other hand, 

ma) lead a manager to utilize the system to help employees develop and achic c their 

performance objectives Gallup (2008). Wagner (2006) has done extensive research on 

managerial performance discussions with subordinates and has found that when 

employee recei\ e feedback on their progres . the; arc not only more engaged, but also 

more like!~ to percci\c the performance management proce s to be fair and aluable. In 

turn. the\' also \ ie\\ their compensation as more l~1ir. arc more likd) to sta) \vith the 

organization. and e\ en recommend it as a great place to work . 

J. 1.2 Effective Performance 1anagem nt Practi cs 

r ing t Ja k. m 200 I . p rformane · management i a formal. tructun.:d pn ces 

m influ llCl: ~:rnJI )) 1.: ' ·oh-rdat I attitud . hdla\ iour · nd 

lllJ ll) · ln 

ti ttin 1 I r 



individuals and department, appropriate training programmes and performance - related 

pay. Managing employee or system performance facilitated the effective delivery of 

strategic and operational goal . Th re i. n knr and immediate correlation between using 

performance management prognms .m :1 improv 'd business and organizational results 

(Daniels, I 999). 

The primmy ~>oal or Ill) If 1 t.li .II \ st 'Ill is pcrf'onnance management. To manage and 

improve their L'tnpl(l\ · ·• p 'I fmman ',mana ,ers must explore the causes of action plans 

unci L'lllp(lWL'r "111" 'I · 11 lin I s' lutions and usc performance focused communication, 

(I mv~on I t)t) ) I• II · ·ti' ' Performance management is concerned with the actions taken 

to impnn ~: p ·rf rman e in order to achieve organizational , team or individual 

dlcdi' ~:n ·ss. Imr n 'ing performance is only achievable where there arc effective 

proc~:.s.sc: or continuou development. This in turn addresses the core competencies of the 

organization and the capabilities of individuals and teams. EJTective Performance 

management i all about a shift in scope from just registering the corporate results for 

accounting purposes to effectively managing a rich and balanced set of organizational 

pc..;rformance a pects. ultimately helping to establish the enterprise's strategic identity, 

(Lawson. 1995). 

Dereck ct al (2005). state that. the approach in many organizations has traditionally been 

centered on the assessment of performance and the allocation of reward. Performance is 

t) pi call) ·een a· the result ol the interaction bdv,:ccn indi\ idual abilit and moti\ation. 

l he) further argued that organi/ations arc increasing!} rccogni/ing that planning and 

cnahhng p~.:rf(m11ancc have a critical effect on individual perf(>nnancc. ccording to 

them. the organi:~ation must Inn c variahlcs such as: clarity of performtmc~.: •oals and 

tan lar . ppropriatc rc oun.:c . guidance and support from the individual'~ mana •er as 

1111 rt. nt t in j,j luniJ rf'ormam:e. 

ti tion impkm nt p r l rm n man·t th,tt :u tl ult -

ri \ ith th 

fl I h ld t n 11111 rt nt n rminin' 

mpl mmitm nt. I ani I. I nn th t 1 rf m n · 



management is not a form of exercise where personnel managers spend time chasing up 

line managers to complete their apprai.·al forms and return them to the personnel 

department. I Je outlines that the pr) 'CSS includes, basis themes such as; Agreed 

objectives, agreed performanc ani 1 ·rstmaltk\ l'lnpment phns, a review of performance 

against objectives and a 1\~\ 1 '\\ M, ·hk\ cnwnts against the personal development plan. 

According to his argum 'Ills, 1 11 tlll.llll'~' management practices include extensive and 

nt d '\ ·lopment ac ti vities, inccntivi1.cd pay systems and 

perl(> mt anr~.o· tn 111:1 • ·111 ·nl I' · 

I ksskr ( )()() ') w· • · t ·J th,lt the performance management practices may include goal 

SL'IIing. \Wrk.~rs ·d~cti n and placement, performance appraisal, compensations training 

and d~' dor m~nt and career management. Performance management practices generall y 

can b~ tcrm~d a: \\ays and means through which manager defines the employee's goals 

and \\ork. d~\elops the employee's capabilities and evaluates and rewards the person 's 

effort. 

,\ccording to Armstrong (200 1 ). the essential component of a performance management 

system include. performance plan, which is negotiated between a manager and employee 

for a giYen period. usually a year. During the year, management gives employees 

feedback on their performance and may suggest how it can be improved. 1 he 

performance is appraised at the end of the year to reward or develop the emplO) ce. 1 he 

c~ de 1s then completed with a nevv performance plan. It is only through a well designt.:d 

p~rformance managt.:ment system that organt/atton gets pmver to retain tht.: ht.:st 

employees. gi' c these ~.:mplo~ ces reasons to mamtain their good performance. dt.:al with 

poor pcrlormers appropriately and attract the needt.:d t) pc or employees t()r the 

organi~ation. Philphntt and l...,heppard ( 1992 . pcrformance mtna lt.:nH.:nt practice is a 

rn , n of ' ttin 1 !"l: ~ Uits fi·orn a ''hole organiz, tion h) untkr tandin 1 ·md m·1111 1in, 

r~ nn Ul • ithin an a 1 rt.: d fr llll:\\OI"k or plann. I 'Oat tan lard n I c.:om1 11 .. ·nc · 

r quir m ·nt . 



1.1.3 Harambee SACCO 

IIarambee Co-operative Savings and redit ~ ociet 1 started from a merry-go-round into a 

leading institution . The Sacco \\a : t llJ b) ::t handful of small income earners and 

struggling subordinate staff at tht: ni 'l' l r thL Pr ·sidcnt in 1970. From a single unit at 

the orlice of the Presid ·nt, lltrtml ~ · .'.lt't'l) has nov b ·en devolved into 155 delegate or 

eleetornl bran<.:hcs a ·roo.;-; K ·m ·'· l'l till' m ·mbcrs .in the remotest of locations in the 

country. 'I ht•Jt vt-.wn i Ill t ·nt.tin th • l:u 'CSt Sacco in membership and be the leader in 

quality ol' uo.;srt . ''" in• ml r dit in Africa. 'I heir mission is to continuously improve 

linunl'itd pwdul't ·. t(h pl I ·ading-cdgc practices in service and give competitive returns to 

th<:ir mL·mb~o:ro.; I h ·ir m llo is empowerment, development and security. The organization 

is lh~: biggest in member ·hip base Sacco in Kenya and Africa. 

llarambee 'acco has t\\O major divisions which are:-Back Office Service Activities 

(BO '. \) and Front office er\'ice Activities (FOSA) which operates along the banking 

sector. BO A offers er\'iccs such as development loan, emergency loan, school/co llege 

fc · loan. Ji aidi loan. mkombozi loan, share (savings) boost product, save as you earn 

( ,\ YE). alary adYancc. retirement savings account insurance premium loan and instant 

lo:111. FO A offers services such as Member savings accounts, FOSJ\ personal loan, 

alary ad,ancc. I 0 A loan advance. I·OSA instant loan, FO 'A saving account, FOS 

emcrgcnC) loan. FO A bridging finance produce and FO !\ M-Banking. Sacco Society 

Limited is divided into three main divisions. which arc 1cncral Manager's Division. 

Opcrat1ons Di' isions and 1-inancc Division . 'cncral \1anagcr's J)j, tsion mcludcs: 

Information and Communication J cchnology (f I). \1arkctmg I cam ,Legal .'crvH.:cs, 

ccurit en icc ,Compliance I Internal Unit and 'rcdi t , 1onitorin, Unit. Opcrutions 

Dh i i n in ·Ju lc : I ,tlalh Department nnd !Iuman Rcsoun.:L . Hnancc Di\ ision indudcs· 

J.inan ial Ac mntinll, (a h 011icc t:n i c nd Di~patch. kmhLr:-. PLr ·onal A· ount 

II 

mull ( oil tion n I Pr ur m nt. 

m r hiJ r m 

Prim lini tl:r, 
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Intelligence Service (NSIS), Ministry of Ilome Affairs, Ministry of Immigration and 

Registration of Persons, Ministr) of Labour and Iluman Resource Development, Ministry 

of Education, Ministr) of Land .• 1ini. tr~ or Roads, Ministry of Finance, Ministry of 

Energy, Ministry of 'l radc, 1ini ·tr~ 1r ln iustrialization, Ministry of Public Works, 

Hlll:ll R~.sou rc 'S, Mini stry or Tourism and Wildlife 
' Ministry of Environmental ·m I 

Mini stry of Agricultut , lini'tt) )f Puhli · I k alth and Sanitation and Ministry of 

Medi ca l Scrvtccs utton, 111h ·r "" \ .harambccsacco.com). 

Cotnpl' lt ttt)n h,t · l "t)mc me of the biggest chall enges faced by organizations prompting 

them to be nwr • catcful about the choice of strategies they adapt to standout and remain 

on the ·utting edge and achieve organizational objecti ves or goals as stipulated in the 

·trategic plan. ln achie' ing competitive advantage, performance management is one of 

the areas that need more concentration. I low employees perceive the performance 

management practices is quite important in achieving the organi zation's goals and 

objcctiYes. Employees· perception is how employees are able to give meaning to the 

event or acti\'i ties that occur in the organizations environment. One of the most criti cal 

area that greatly influence employee perception is on performance management 

practice. (Robin et al 2000). The process of performance management is one of the mos t 

recent de\ elopments in the . phere of human rc ource management. ccording to 

t\rm-;trong (2001 ). man) companies no" make usc of this process since it has prO\cd to 

be a strategic and integrated process that d liYers sustained success to organ11ations b) 

unpnwmg the p rlormancc ol the people who work in them and b) dt.!\cloping the 

capahilitic to indi' idual contribution and teams. 1:.\'crvone and evcrythtn, in the 

rganiz ti n mu. t b • lon~ in a \\H) th, t en ur~~ that th~ ~Irate •ics ar~ im1 km~nteJ 

c11 ti\ I •. In r I r to L:ll ur~.: b tt nr or •aniz tiona I p rfonnan 1.:, unplo) 1.:1.: 1 rlonmtnl'l' 

111 tum 

Ill( 

1111 m m 1 m nt J 

th ~hi'" m nt of (lJ" •·miz•uinn tl •o.tl ' hk h 

tron I link I t\\ n I u in 

ti m 1 r 'idin 

l th' 

utlin I th 

in • m h mi m 



for resourcing policies and procedure , evaluating the quality of recruits and hence the 

underlying decision making procc s. It also monitors employee's commitment and the 

relevance of their working bchaYiour t husin~ss, as well as providing rationale for an 

organization's pay policies. 

The mi cro-finance industr i 11 'l.lll'l 1n :1 lib •ra li :t.l.!d economy and competition among 

the players is no · 'Ill~ ti 111 , ll.u.llllll ' SACCO as a micro- finance institution has 

adopted perlon11.111 · · tlllll 1 m ·nt pnl ·ticcs without exemption Cor them to remain 

conlpl'lilr\'l.' 111 th · lm 111 industr . 'I he success that results from managing people 

ciTl-rliwh l\11 l ·ttl 1 'llll~ often not transparent as to its source, and therefore virtually 

imptls:ibk ltl du1li utc. I Iarambee SACCO, been the largest SACCO in Kenya and more 

so in \ll:tc,t "nh u p pulation of one hundred and fifty two employees, the application 

and adoption of p 'rformance management practices is of paramount importance to them 

and ~u·c "~11 put into action for right purpose. In order to translate strategies into results 

then I larambee CCO has embraced performance management practices. 

(http: '\\\\\\.harambeesacco.com/membership2.html). 

c\eral tudies haYc been conducted about the performance management concept in 

organization . Obi)e (2002). in his study on the survey of preferred methods, raters and 

us, of performance appraisals by employees in selected tertiary public institutions in 

·airohi found out that'' bile all respondents had the full knowledge and understanding or 
the wmponcnts or performance management the on! important parts in the components 

\\US planning and contract ·. lhc) admitted the need for training in perlorm<ll1Ct 

management for their cmplo)eCs. ~luitock (2008) in his study on perl'ormance appraisal 

practi~.:e. among media houses. found out that paformance appraisal which is part of' 

p rformanc, m na ~::m~nt arc u cd to ~.:nhancc performance and career 1 ro 'ression. 

rmm ) in hi tu ) . Rdation hi1 b h\ n 1 ~riormanc~ man •<.:m<.:nt princi1 1c 

un uut I in th ck c dt·m 'l'. 

tt I littl · th 

m 1 t d n th n in h r tu ) 

mpl nn m nt p mt n • in u m mp ni m ·n ' 
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found out there was a general dissatisfaction on the level o[ application of the various 

performance management practices. f/ mo (20 I 0) in her study on employee 

participation in performance manag 'm nt 'On ' lud 'd thnt employees had less influence 

on their final results and so th ') m l) 11t)t he 'Ommittcd to their work because there was 

high participation in settm' >f 1.\P '1. \\hkh is al the initial stage of the performance 

management proce;;;; hut lo" 1 .uli i1 .11 ion at lall'r stage. 

As murh us l:lf(>tl (>II th · tl ' r ·s '< r 'h has been applied, no research has been done to 

show the l'tnph>) \: • p 1 • ption of the c!Tectivcness of performance management 

prm:tiL'L·s in ll ~u tml · · 0 and more so in all SACCOs in Kenya to help guide the 

orgunitalion l111 ho" t achie\c effective results and gaining competitive edge against 

upcominl'. pia) cr · through dfective performance with the complex organizational 

li·amc\\ ork. I he . tud) therefore intends to come up with a cone] usion that provides an 

insight into the eiTecti\cness of performance management practices in Ilarambcc 

,\CCO. 

Thi provide the rationale of the purposed study which seeks to provide an answer on 

the following question. how employees perceive the effectiveness of performance 

management practices at Hararnbcc SACCO Ltd? 

1.3 Research Objective. 

'I o determine employee perception of the cfTcctivcness of performance management 

practices at I Iarambcc • '\C 0 I I D. 

l.t Value of the . tudy 

I h, r l:ar h \ a. of grull importance to the mana •cmcnt in the or •anization t.e. 

llaramb ( ( 0 h) cm:ouraging them t< cmhr t:e pl:rformant:e mana •cmult practil:cs 

to 

I h t oth r h 'c th in nn, ti n in- I Jlh 111 1 

t imp t t n th 1r 



The study contributed to wider kno,vledgc both in research and academics in the area of 

performance management. It also added to th existing knowledge and stimulate further 

research on different aspects of pcrformnn '~ mnnng ' mcnt practices. 



CHAPTER TWO: LITERATURE REVIEW 

2.1 Introduction 

This chapter gives the overall and mt~lbt\L' Ct) 1 k · t ion or data covering the effectiveness 

of performance managcm ·nt p1 1 .,, ·'·:-. . 

2.2 Pcrforman('C m ·an:a 'l'mt•nf 

l\:rl(lt'llHtlllT lltitll 1 • ·m 'Ill in lc da ':-;business environment, it is a broad, sweeping, living 

sysiL'tll. rlwm ·t ·l'iz ·I I) ongoing interactions, feedback and mutual ownership. In this 

chapll'r rdl'\ ,mt lit~raturc b. different authors on the concept of performance 

numagl'tm:nt ,, ill b, n.~\ icwcd and will give light on how organizations have to 

incr~asingl: us~ performance management practices to communicate organizational 

objl'cli\1.~ · and ·ct goal . Performance management includes activities that goals arc 

con ·i tentl) being met in an effective and efficient manner, Brignall, (2000). 

Performance management can be regarded as a proactive system of managing employee 

performance for driYing the individuals and the organizations toward desired 

performance and results \vhich is achieved through striking a harmonious alignment 

bct\\Cen indi' idual and organizational objectives for accomplishment of excellence in 

performance and meeting organizational goals. 'I he fundamental goal of performance 

management i to establish a culture in which indi iduals and groups take responsibility 

for continuous imprO\ emcnt of busine. s processes and for their O\ n skills and 

contribution I Iarackic\\ icz. (I 987). 

'l he main goal of r~rrormancc management is to ensure that thl' orl!anization as a system 

ar ,d iL ) t m: "ork togdher in an inte •rated lash ion f'or ac omplishing optimum I\:sults 

r that pcrlormance numagern~nt is a holi~tic 

0\ r ~ C\ I) a p~.:ct of the tHganiz Ilion H11U is b:t ~d 011 the t~._•Jjl'f th·tt 

dl) I H:l ntril ut • to a~.:hi \ill th~.: l\ I til 

lhr HI 

hli •ht d u ti( I r nnm 

ith r I r t n rl int r nnin ' ·II if th 
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know and understand what is expected of them and have had an involvement in 

specifying those expectations. nd employe '. abilit to meet performance expectations 

is based on; individual' s 1 \" 1 or .lpnhilit)' th' degree or support provided by 

management and the proccs ' ") st 'tn~ ani r 'sour ·cs made avai !able to them by the 

organization. 

1\ccordin • to Mcrkt:ll. (I''> .u:uc 1 ~·r lormanccs management processes or practices 

nn: bcin • us~:d to i I ·utih 1111 I ·r per f(mners from high-flyers and such practices 

cmplwsizL: pl>Stlt\ · impr 'em ·nt and developmen t plans for individuals and teams. 

pprnisuls 'l1ndu ·t ·d l) cmplo crs or line managers, results to rewards on excellent 

pcrfonnn lie~· in th, procc of performance management. Training and development 

goals should be aliened \\ith the reward system of the organization in accordance to 

pcrt<.mmmcc management practices in the organization. This enables the employees to 

·ec them eh c as worth\\hilc in their own right and valued by the organization. 

The performances management approach has become an indispensable tool in the hands 

of the corporate as it ensures that the people uphold the corporate va lues and trend in the 

path accomplishment of the ultimate corporate vision and mission. It is a forward looking 

proce s as it im·olves both the supervisor and also the employee in a process of joint 

planning and goal setting in the beginning of the year or the stipulated time by 

management \1iller. (1986). Perfonnancc Management is focused on enabling goal 

clarity for making people do the right things in the right time with the aim of achieving 

the capacit) of employee . to the full potential in fa or of both the mploycc and the 

organization hy defining the e pcctattons in terms or roles. rcsponsihthtics and 

uceountahilitics. required compctcnctcs and the c ·pcctcd hchavinrs .trma (_omn. 

\\hen n " ituation misc. updating ohj~~th 1.: and \\Ork plan hccom~ ·1 major issu~· in 

p r m1, n c mana ~.:m nt h~.:nc~.: pnn i ions mu t he mud~.: l(H· up hll~·s and · 1 m~.:n lm~.:nts . 

I 1i m.) in lud ha lon~.: and hie\ I th ir hort •til In 

fi r th m. I h n t< 1111prl \ 

11th Ill 
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manager and the employee know about it in advance and have prepared themselves 

effectively. Therefore performance managem nt a process and not an event. 

Performance management en ur s that the n 'eds and expectations of stakeholders, 

owners, management, emplo) '' . ·ust m1l'r~ . ~upp licrs ·md the public, that is it ensures 

that not only the organiLation ' I ·h1 ., :.. 11~ '11):tls and objectives; it also achieves its social 

corporate goals Communi· ui 111s ,11\d 111 !llv ·m ·nt through, continuous dialogue between 

managers nnd ~mplo · · ·strlli h ·~ mutual understanding of what is it is to be achieved, 

1\ rrnst ron g. ( 00 1 ). II • Ill! th ·r m 1UCs that Performance Management operates as a 

purtm·rslup b 'I\\ · ·n tit· (lrg.mization and each individual working in it. Both parties 

contributL' ll1 th~ d ·linition of objective, tasks, standards and performance measures, 

monitorin~ progr~ ·:~·and dcYcloping performance. 

l U\\ lcr ( 19 6). highlights that Performance Management is about ensuring that managers 

them ·clvc arc aware of the impact of their own behavior on the peoples they manage 

and arc cncourag d to identify and exhibit positive behavior. Performance management is 

about c tabli hing a culture in which individuals and groups take responsibility for the 

cominuou improvement of business process and of their own skills, behavior and 

contribution . 

Performance management should be seen as a joint process through dialogue among the 

emplover (management) and the cmplo)CC and should be seen as a top-down 

assessment thu · it hould be regarded as a Oe iblc process and not as a S) stem. 

According to Armstrong (2006). performance management is a process and not a system. 

'J he use of the tt:m1 S)Stem implies a rigid. standardized and hurt:aucratic approach that is 

inc msistent ,, 1th the concept of performance management as a lk. iblt: and evolutionarv .. 
ulb ·it cohat:nt. process that i applied hy manal!crs \\Orking "ith tht:ir tl:ams in 

ordan e '' ith the circum tatH.:es in \\ hich they opl:ratc. I It: continu< us and ar ,UL' that. 

it rn na tho l: "hom th ) man 't: actin , as 1 .lflner . lut "ithin a 

fr m ,, " t \ rk to• th t. 1\:rl rman nh:nt j 
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have prepared themselves effectively. (Daniels, 1999) argues that, the mangers must 

create the right atmosphere, usc prai c. in\'itc If- appraisal and discuss performance not 

personality. lie also cites that. d spite arc!'ul training and guidance, some mangers will 

be better at conducting rcvr '" m' I inns !han nth 'rs therefore it is good to evaluate their 

pcrf'ormancc before usin' th' r• 1 tHI as n basis l'or any decision. Performance 

Management hL:Ips or, utiltd 1n. m:tkc mor' dlicicnt usc of' their Jinancial , human, 

material and otltt·t 1 'Sllllt • ~~~-, lo11n,m ·c management is based on the principle of 

11\Hilii!!L' Illi:rll b\ r 'lilt 1 ' t tn ,t 'r ·m<.:nt rather than management by command. It relics of 

<.:onst·rtw• llttd t'l' Pp ., uti1 n rather than control or coercion (Armstrong 2006). 

2.3 Prrformanc' lanagcmcnt Practices 

Fmplo) ~~ management practices focuses on future performance planning and 

imprm ement rather than on retrospective performance appraisal, Armstrong (2006). 1 [c 

further argues that Performance management practices provide the basis for regular and 

frequent dialogues between managers and individuals about performance and 

de\·clopment needs. To be effective performance management practices must be aligned 

with the organizational internal environment, particular its business strategy and 

organizational culture. 1\lso. Performance management practices must be aligned with its 

external em ironment, taking into considerations the legal en ironment, the labor 

markets. and national culture. Jackson (2009). 

1\lan) organizations and their I IR manager · have reali/cd that high performance 

manal!.ement practices arc just equal to hrgh cmplo;ce perfi.mnance According to 

C umnungs and Worley (:::!00- ). Pcrl(mnan<.:c ~vlanagcmcnt is an inte ,ratcd process of' 

dclinin ,, a st.:.' ing and reinforcing cmplo~ cc '' ork behaviors and outcomes. Performance 

m, n, g m nt inclu lc prm:ticc and method ror goal sctting, pcrfonnanc · appmi •tis. and 

\hich influ nc~.: th · 1 "rformancc o indi,•iduals · nd \\ork ,roup . 

20 ). ullin· P rfi rmmcc I na' lllt.:lll Pr, ~.:tic ttin ,, \\ orh·r 

Ill( n IIi 
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training, management development, incentive pay systems and performance management 

process . Jackson (2009) outline Performance Management Practices as defining goals 

and their measures, performanc apprni:al, providing feedback, performance based 

incentives and development and tr"r pl.mning. 

2.3.1 Goal setting 

The I(Hmdation l(>t p ., lt>t 11.111 • tll.lll:IP '1!1 'Jll is a role prolilc that defines the role in 

lcnns ol kl· ' rtsult "hat mlc holders need to know and be able to do 

(Cotnp 'll'lll'tl.' ·) tml lw" th arc expected to behave in terms of behavioral 

compl'll'm:iL·s and uph )!ding the organintion's core value, (Armstrong 2006). Employees 

must k.nn" "h.tt th~) n~cd to do to perform their jobs successfully. Generally, planning is 

the initial stag~ in p ·rtormancc management practices for it entails setting performance 

c~r celation· and goal for individuals and groups to channel their efforts toward 

organizational goals. \\'hen planning it is important to involve the employees si nce it 

will help them understand the performance expectations need and where possible, 

(Armstrong 2006). When individuals participate in a group goal-setting procedure, the 

Ic, cl of performance and commitment to achieve the goals increases, Participation 

im olvcs contributing to the deliberations. not having someone, such as a coach, impose 

goal · on the group. (La,\Jcr. & Hackman. 1969). 

,' ctting the goals or objectives of employee. performance management manager and 

cmplo) ec: ·hould jointly participate. I hesc objective de cribes ·omcthing that has to be 

accomplished \\hich when both parties arc in ohcd v.ill result on an arrccment on ,,hat 

the role holder has to achi~\ c. 'I his 1~ an important part of the Performam:~ manag~m~nt 

proc~ s of ddinim.! and managing c. 'I cctations and l(>rms th~ point or refer~ nee fo
1 

p rlorm nee rL'\i~,,~ (t\rm:trong _001 ). ummin •s and Work) (_oo-) :u ·u~s that 

mph) p"r(; nmmcc plannin • fleet pa ormanl:c throu •h inllu~ncin, \\hat 1 
~opk 
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emphasize task-evaluation not comparisons ' ith others. Short-term or immediate goals 

can provide more opportunities for task-mastery and evaluation than long-term goals, and 

so motivation can be increased. ComJ titi m produces social comparisons and so is not as 

important for affecting perform 'r 1ppli '.lfi()l1 as is commonly claimed, (lJarackiewicz, 

Abrahams, & Wagerman, 19 ..,) 

!\('cording to Derek & 1 .. 1111 1 ohj '·ti es an.: designed to stretch the individual, and 

oiTer potl·ntinl dt.•v ·!ppm ·nt 1 ' ·II as meeting business needs and be prioritized . The 

objl:tliVL's ..;!Jptdd b · '.\ I \R I· i.e. specific, Measurable, Appropriate, Relevant and 

Timl'l). L'l'tnding l~) \rm ·trong & Baron (2004), achieving objectives, the performance 

l'an be measured tim ugh: achievement of objectives, competences, quality, contribution 

to te:.m1. cu ·tomcr care. working relationships, productivity, flexibility, skills 1 learning 

targets. aligning per onal objectives with organizational goals, business and financial 

awareness. General!). performance planning involves agreement between the manager 

at.d the individual on what the latter needs to do to achieve objectives of the organization, 

raise standards. improve performance and develop the required competencies. Goal 

etting involves managers and subordinates jointly establishing and clarifying employees' 

goals. It aiiect performance through influencing what people think and do by focusing 

their beha\ iour in the direction of goals. energize behaviour, motivate people to put for1h 

the effort to reach difficult goals that arc accepted and clarifies duties and responsibilities, 

. \rmstrong & Baron (2004 ). 

2.3.2 Performance Revie'" /apprai al 

!though performance is a continuous process. it is still necessary to have a f(mnal 

review or assessment once or l\\ice yearly. 'J his will cn.1blc concentration on 

de, clopmcnt is ues and to moti\'ate the ~.:mployce. Accordmg to Desslcr. (200X) 

p rfonnan ~.: appr i al is any proccdun: that imohc~: ~.:tting \\mk ~tan,hrd . as L' in, 

th em I ) ... · ' I tu·l J ·rfonnancc. rclathc ll th~.: tandard ml r 1'0\ idin l fcc II a~.:k to 

th cmr lo) • "ith th aim 1f moth ating th m t r~ rm 

ntinu p rfl rrnin tb ' 11 

t u tur: 1 p u d to m • urc . • m inOu n 
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. d fi ance results, Jackson (2009). Performance appraisal is attitudes behav10rs an per orm 
' . d 1 cc indi idual and group ciTort to continually intended to engage, ahgn. an con . . 

. . 1 mi i n n omplishment. lt provtdes a basts for improve overall orgamzatlOna . . . . . . " . d' . ··ti, in I ~rl(mnan · '. Thus, 1t ts acttvtttcs onented. It also identifying and correctmg LP1111 · . . 
. . . 1 , . ., tHHll..l :\ ·tions which typtcally mclude: performance may provide the basts fot H 1 1 P · .. 

. . . .. 1 . 1 m .111 1 1()\lH)\i()n and placement, recog,mtton and rewards, pay, trammg and cmcl:t ' I 
. . . 1 • 1 t\\\ 1 "', "·\ • ·tion crit ·ria. lts succ ss d nds primm:\\ on dtsc tpltnut ' u ·twn • \1\ ' • 

ll I I I Ill • ( •11't ·r1'a) culture, and the ['JCrceived attitudes and needs of 1l: s s l' lll Ill Ill • . 

pmtil'ipa11 ts i. -.. th ·ir 1 • rcc of''cng,ag,cmcnt" with their jobs, (Todd Grubb2007). 

ccording to ummmg and Worley (2005) performance Appraisal represents an 
important link. hct\\ccn goal setting and process and reward systems. Managers should do 
three thing· \\ell in the process of Performance Management. Namely; define 
perf rmance through goal setting, measures and assessment; facilitate performance by 
identifying obstacles to good performance and providing resources to accomplish 
objectives: and encourage performance by providing a sufficient number of rewards that 
people care about and doing so in a timely and fair manner. Allan Price (2007), pointed 
out that performance appraisal can be basically conducted for contradictory strategic 
tht.mes. rhese strategic themes include reward driven integration and development 
driven integration. Reward-driven integration emphasize performance on a related pay, 
based on hort-term targets \\.ith a consequent under aluing of an lluman Rcsourc 
acti\ tties. While dcn~Jopment driven integration. here the appraisals arc used to provide 
information tor developing an organi/ation · s people geared for long-term objectives. 

De. l r - () ') as ~rts that p ·rl'ormance appraisal from a practical point or\ ie\\; most 
till ba ~ pa~ and promotional decisi ns on the employee's dppraisal. \lso it 

pi • 'ral rol • in th~.: ~.:mplo. a·s pcrfom1anc~ management process. 1 he result of 
mplo. ~.:r nd mplo)~.:c dc\'cl( p a plan for corrcct 111 ~ an) 

thin 1 ub rdinatc dt~.:s ri •llt. I k al o pointl·d out 
th t th 1 rf nn n 
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simply because they provide an opportuni ty to review the employee 's career plans in 

light of hi s or her exhibited strengths and "caknc, scs. 

2.3.3 Reward 

Brignall and Modell {2000) outli\1~.· that ' aluation of employee performance against 

agreed goals helps 111 m·tkin ' 1.. ~·mplo '' reward decisions. The big challenges of 

l()llowin, this sltat · ') u · it ·ntif' in 1 the real performers, providing a competitive 

<.:<'mpcns~ttiotl l\l, ·t lin Ill lm ti' at' them and improve employee skills and competencies 

to nHtilltuiu th · bu ·in··· < mpcttttveness. 'J he e1Icctive implementation of employee 

pL·rl'ornumc , 111unug ·m ·nt ·_ 'tern can help an organization meet these big challenges of 

impn)\ ing ~mpl ) cc performance. Maslow's need hierarchy theory (1943), supposed to 

l ~ a motiYation ba i ha been used to interpret the entire spectrum of human behavior. 

laskm l ropo eel that motivation is a function of five basic needs-physiological , safety, 

love. e ·teem and elf-actualization-which arc arranged in the predictable stair-step 

fashion and he explained that a person's physiological needs must be firstly met followed 

b) afety needs. and so on up the need hierarchy. When designing total reward strategy, 

employee · multifarious needs must be well considered, Maslow's points will help the 

organization reach its expectation. 

Pearce Robinson. ( 1997) states that reward system should align the action· and 

objecti\es of individuals v ith objectives and needs of the firm's strategy. Financial 

inccntiYes arc important rc'v\ard mechanisms becau e they encourage managerial success 

\\hen they arc direct!) linked to specific activitie · andre ults. Intrinsic non financial 

rC\\ard . uch a flexibility and autonomy in the job arc important managerial moti ators. 

• 'cgati' c :anctwns such a: withholding or financial and intrinsic re\. ards for poor 

p~.:rfonnancc , re necessary to encourage managers' efforts. C'ummin 'S and Workle) 

(2 that organizational rc,\ard an.: po,\erf'ul incentives for improving 

\\lHk group perl(mnance. It can also produce high lc\ cis r ~.:mplo}ee 
ti 11. 

R m int n cnti n arl: u · I li ·it an I m tint·tin tk ir d 1c, d. )r 
' ilnhl • lu bl • tim 1 , i ibk ·md 

7 



performance contingent, they can reinforce and upport organizational goal, work designs 

and employee involvement. Total reward tratcg is a holistic approach aligning with 

business strategy and people strat g): it 'n' mpnsscs everything employees value in their 

employment relationship lik.' 'omp 'nsntion, b ' n ' lits, development and the work 

environment (Kaplan, 2007). llus n'-\\ I~ ' ()min' mana 'Cment approach acts according to 

the circumstance, helps "ith · sllllt' ..;a in'S, brings about maximum return on the 

rewnrds stratl'' adoptilllt .• 111 I huikb up employment brand, all of which arc likely to 

contribull' I() b(l(lt ·ltlltl-l ·tm and long-term goals of an organization. As a reward 

strat~.:gy or ~:IT~: ·tn ~:n~.: ': . it' able to gain enough good information of employees and 

conduct nbj~:di\, ~mal) ·is. so that the organization can make wise decisions and assess 

th~.:ir inllu~:nce , internal and external (Zhou, 2009).). 

2.3.4 Employee Training and Developing 

Effccti\'e performance management requires cmpowenng workers to improve their 

performance. The supervisors in addition to creating a supportive, empowered work 

cnvirom11cnt. the superv1sor clarify performance expectations, provide immediate 

feedback and strive to eliminate unnecessary rules, procedures and other constraints 

(Gomez et a! (20 1 O). Human resource development makes a major contribution to the 

succe sful attainment of the organization's objectives and that investment in it benefits all 

the takeholder of the organization. I Ie also argues that I Iuman resource development 

should alway be performance-related designed to achieve specified improvement in 

corporate. functional. team and indi\ idual performance and make a major contribution to 

bottom line results. 

According to Ann. trong (2006) Dc,clopmcnt is an unfolding proc~.:ss that ~.:nablcs 1 coplc 

to progrc. s from a present stat~.: of understanding and capability to future state 111 \\ hich 

higher le\ 1 kills. kn<m kd 'e and compet~nei~. ar~ required. \\ hik tram1ng is thl: usc 

of ) 111 ti and 1 Jannl: 1 in ~truction acti\ itie to promot~.: learn in 1 • It im oh es the us~ of 

on11 1 imi art kntm I" I e n I h lJ p · pic to cquin .. • th kill nc l:~ ar~ lot 

th ·m t p r rm th ·ir j b . ti fa t ril). 



2.3.5 Career planning 

Hall & Associates (1986) had dcfin d a ·arcer as a life long process made up of a 

sequence of activities and r ·lat d attitudes or lrha ior, that take place in a person 's work 

life. It is also viewed as: a patt 'rn or" t)!'k rclal ·d experiences, such as j ob positions, j obs . 
duti es or activities, 'v\ork r ·lat ·I I ' t'l1()n~ ~ nnd sub,iccti ve interpreta ti ons of work related 

events, such 11s 'v\or k tspir 11i 111 '. 1 • ·tattons, a lues, needs and fee lings about particul ar 

work c ' IH:I'li.'lltTs. th,tl 1 111 th' ·ourse of' a person's lif'e (Greenha us, e t a l. 2000). 

Lcihowit;. ·t ·11., t 1 l 1'( d ·line career planning as a process by which ind ividuals 

dcll'rmin~ th~ir ·"dl ·. int ·rests. and values. Moreover, these authors contend that people 

~:onsid~r "hi~h 01 t1on · "fit them. and set goals and establish plans for achieving the ir 

cxp~~:tations. Furthermore. Leibowitz et al. , (1986) argue that individuals arc respons ible 

!'or initiating their O\\n career planning as well as identify their ski lls, values and 

interest·. and sec" out their career options in order to set goals and establish thei r career 

plan . Baruch (-004) points out that career is the property of individuals, but for the 

employed. it i organizations that will plan and manage employee careers. However, 

dt:ring the last few decades the notion that individuals are also responsible to cater to and 

build their own careers. instead of leaving it entirely to the organization to manage, has 

been well documented For career planning to be effective, career development is major 

concern. Career development is about the de elopment of employees that i · beneficial to 

both the indi\ idual and organization, and i a complex process. 

Greenhaus eta!., (2000) suggests that career development i an ongoing process by which 

individual's progn.:ss through a serie<; or stages. each or \\hich is charactcri;ed by a 

rclati,cl~ unique set or issues. themes. and tasks. !!all and Assoc1<1ks ( 19X6) define 

career de\ clopment as the outcomes emanating !'rom the interaction of individual C<ln.:er 

planning an 1 in titutional career management processes. Lcihlm itz. Farren and "<
1
) c 

c nt ·n 1 that career dc,·dopmcnt im oh c. an organil'cd l'ormaliz ·d. plann~d cllort 
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employees' job satisfaction and organizational commitment, an empirical study has not 

been applied to develop and test a compr hen iv model o[ these relationships 

2.3.6. Succession management 

Succession managements ·cur ·s ruuirc kn krship capability, which is critical for driving 

organizational pcrfonnnnc · th.u "tll:-> tll th' ·han ,ing world of work (De Cieri). It is an 

active und vital on '(llll' busin ·s. p10c ·ss, embracing dynamic market imperatives to 

integntk thl.· idrnttli · 1titlll. ,t · · ':-lsmcnt and development of talent with long-range 

slrttlcgi · p!,mnin '. 1 1111 mr ·au. (2009). Succession planning is a valuable tool by 

business lirms to de' ·I p talented employees to implement their strategies and achieve 

their organintti nJ.l objectives. Succession plans, it is argued, arc essential to 

the 'uccc ,, and long-term development of business organizations. There arc strong 

po 'itin~ conelation between such features as line-manager involvement, non-political 

ucces ion criteria. the credibility of succession-planning staff, review and feedback 
' 

cflcctive information systems, and degree of formalization on the one hand, and 1 IR 

performance on the other. 

Lamoureaux (2009), suggested that actively managing succession is key to achieving 

strategic viability. It unlocks the potential for busines direction, continuity, retention of 

high-value talent and institutional knowledge, and it builds a formidable culture that will 

Outpace the competition. ] ~ ntcrprisc-wide performance depends on the eJTcctiveness, 

depth and breadth of an organi;ation 's succession management errorts. Baruch (200..J. ). 

outlined fi,e ke) 1 p in\'ohed in de\'eloping an eflcctive succession management 

Process. Rc\ ie\\ and r Jine with executi' e leader 'hip the strategic hu ·iness imperati\ cs 

r~:quir~d lor success: Determine critical roles required to achieve the husincs: impcratiYcs 

and al 0 

rc, i ,, 
curn.:nt and lutun.: kaJcrship capahilitics: Conduct '>)'Skmatic talent 

\\ ith the hu. inc. s plmnin I proc. s· Rein Ioree lht.: c ·ccution or 

nd ton it )f pro •rc 1 •ain t wliCCC 111l:<l llr\.: 'llH.l adapt in I \\ h\.:1\.' 

ll lllUilU 01\.:llt j at thc \.:OTC of' tral\.: 1 i\.:, l111 1-1\.:rrn 01, tnizatiOil'll 

'i hilit_. li nin' 1 1 nt ''ith bu in in thi th IIO 
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delivering on short- and long-term objectives. IIaving a solid, systemic approach to 

succession management is essential for organizational growth and sustainabil ity. 

"The time and attention given to th \. 'uti on or d 'vclopment plans and ensuring the 

achievement of desired outeom s s 1;\ c:s tn :1,, 'I 'rate the capability and capacity of a 

company's leaders and dm· •s 'tlll1l lirn 1.' ;l(h <l llta 1 •" 
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CHAPTER THREE: RESEARCH METHODOLOGY Introduction 

This chapter describe'> the r 'ur ·h m~thodo\og that will be used in the study. These 
include the research d~S\ •n I~ ntm m, data ·ol\ ·ction, and data analysis techniques. 
3.1. Research I t•si •u 
'llw n:sl·at ·h ·1 \I · · I 1 rit ti · sur c . It was deemed prcCcrrcd because it allowed a unit in details, in context and holistically. This was appropriate 
l~w th~ r • · • 1r ·h l" • ·uu ·, there was an in-depth investigation of the employee perception 
l) l\ th~ ·l'r ··then·~ f paformance management practices in llarambcc SACCO. It was 
al:o a1 pn.1I rial~ bccau ·c the study was carri ed out in all employees of llarambcc SACCO 
l td. 

3.2. Population 

fhe re earch was conducted on the targeted llarambee SACCO Ltd employees. The total 
population of Harambee SACCO employees is one hundred and thirty six (1 36). Since 
the population was smalL the researcher collected data from all the employees of the 
organization but the filled and collected questionnaires were one hundred and twenty 
:e\ en ( \ '27) to ome up with a comprehensive and informed conclusion and fi ndings. 3.3. Data ollcction 

'\he tudy \\as based on primary data collection. A questionnaire \\a distributed to the and co\kcted later. i.e. ..drop-and-pick later method··. 1 his ga e the mplc time to be abk to resp md to the que ·tion c!Ticient\y and c1Tcctive\y. 
nn ir con i ll.:d o l\\ o sections \;ction and , cction B. ,' cction \\as 
I l th\.: background information or the cmp\o~ CC and the organization . l hen 1 r • tin the inlonnation a 'ut the empll ycc pcn:~.:ption in p ·rformancc 
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3.4. Data Analysis 
The research was quantitatiYc m nature . De cripti e statistics technique was used to analyze the findings from th que ' ti nn ire. \'he descriptive statistics includes measure of central tendency (mean scores . p 'r' 'ntnncs, measure of variability (standard deviation) . and measure ol' rela\1\ ft 'l\1 n ·i " \ ns used to show the employee perception in pcrf'ormancc m<m,t • m~.:nt 1 r,t ' It 'l's I h' results were presented in tables. 

2 



CHAPTER FOUR: DATA ANALYSIS, FINDINGS AND 
INTERPRETATION 

4.1 Introduction 
The objective of the stud) is t 1 ktL'rmin' the perception of employees of the 
ciTcctivcncss of performan · m·m,,n 'tn(nt pra ·tices at I larambec Sacco Society Ltd. The 
data wus colkctcd usin • r ·s \It ·h ttt ·stionnairc that was administered and later collected. 
Ot~t or the 011 • hundr · 1 111 I thin 1. (I 6) targeted respondents, one hundred and twenty 
sewn ( 1 ing a rate of ninety three point three eight (93.38) 
PL't\:cnt . 

4.2 D~mographic Data of Respondents 
This ·~c tion co\ cr · the general information about the respondents who took part in 
· unc~ c:-..crcise. The general information covers respondent's department, job level, 
gender. year of service. age and level of education. 

4.2.1 Respondent's Department 

l'hc departments of the respondents may have an implication on employee's perception 
of the effectiveness of performance management practices. When the researcher enquired 
about the departments the respondents gave their findings as tabulated below. 

~ a) 

h) 

c) 

d) 

0 DEPARTME T 

t l·I \ CF 
Ill;. 1 \ Rl · OURCI·.· 
I. TbR1 ,\I \l DI I 
OPERAIIO 
i\1J\RKI~' II C1 

.1: t>cp ·utml•nt 

2 

RESPONSE 
FREQ F..NCY 

60 

5 
3 

40 

4 

2 

6 

7 

127 

RESPONSE% 

47.24 

3.94 

2.36 

I. 
.15 

I ~8 

4 .72 

.: l 

l 00.00 



from the above analys is in table 4.1. the majority of the respondents arc in finance 

depatimcnt at 47.24%, follov.cd b) operations department at 31.5%, then general 

manager 's office at 5.21 %, then information t 'chnology department at 4.72%, followed 

by human resources at 3. 94°/o. loll )\\ ~ i b marketing at 3 .15%, then internal audit at 

2.36% and finally procurem 111 .it 1 .. <)
0 n. This means that organization has most 

employees in linam·c 111 I )r r,\1 i()l\S ·tnd the least in procurement department. All 

department s w~o;r · l'O\ •t • 1 in th • . tud and hence the study was a representation of the 

4.2.2 ,Job L~v ~t 

The job k\ d or the re pondcnts had a significant contribution on the employees' 

p~rcq tion on pertormance management practices. The researcher 's findings of job level 

\\ere a· tabulated in the table below. 

S! 0 JOB LEVEL 
a) SE lOR MA AGEME T 

b) MID LEVEL MA AGEME 

c) IO !SABLE STAFF 

TOTAL 

Table 4.2: Jobl~cvcl 

T 

FREQUENCY PERCENTAGE 

9 7.09 

38 

80 

127 

29.92 

62.99 

100.00 

From the abo\c analysi in table 4.2, the majorit of the respondents arc in the category 

or lo\\er cadre at 62.99%. followed b; middle manag mcnt at 29.92°-
0

, then the top 

management at 7.09%. '1 his indicates that the organi/ation has more emplo ecs in the 

lo\\er c, Ire. i.e. unionisable -;tafT. I his is a normal distribution in a hierarchical 
organiz tion. 

4.2.3 , ndcr 

f1 11 the p n:cption o the rc p mLh.:nt . ·1 h · p ·n.:cption about the 

p rform n m·mt 'em nt 1 rn ticc dil c1 I t\\cen the genders thus 
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causing a significant implication. When the respondents were questioned about their 
gender the outcome was as tabulat d below. 

-
GENDER 

MALE 

FEMALE 

·roT 1 

'FREQlJE Y OR RESPONSE PERCENTAGE OF RESI>ONSE 

59.84 

40.16 

100 
-------

hlHII lh · u\1 )\ • analysis in table 4.3, it is indicated that male respondents were the 
mail)l'll\ ut the rc:ponse rate of 59.84% while the females had a response rate of 40.16%. 
Thi: a ·certain· that the organization has more male than female employees, and that the 
dillcrcnce is not significant. 

.t.2.4 Years of Service 
The respondents were required to indicate the years of service at the organization because 
this might have an implication on their perception on the performance management 
practices. The findings were as tabulated below. 

YEARS OFSERVICE FREQUENCY OF RESPONSE 

0 5 Year 

6 I 0 Years 

II 15 Year 

16 20 Years 

_I- 25 car-; 

_6 "0 Y cars 

Abn' c :oYcars 

t I tal 

Tahir 4.-t: Yrar' of St•n icc 

15 

24 

30 

-l-

9 
.., 
-' 

L7 

2 

PERCENTAGE OF 

RESPONSE 

11.81 

18.90 

23.62 

15.41 

7.09 

- 6 

0.79 

I 00.00 
\ 
I 



From the above table 4.4, it indicates that majority of the employees have been workino 
b 

in the organization for 16 ~ 0 y ars at 35.43% of the respondents, followed by 11- 15 

years at 23.62 %, then 6 10 y ars at 18.9%, then 0 - 5 years at 11.81% followed by 21 _ 

25 years at 7.09%, th 'n ... 6 - 0 1Cnrs at 2. 36% and finally above 30 years at 0.79%. This 

m~ans that most of th mr hl '·s hav~ b~cn working with the organization for over 5 

years and hen·· 11 • .II k t(l d 'V •lop a perception on the effectiveness of performance 

mana 'l'lltl'ttl 1 1 1 ·ti ·s. 

4.2.5 ••c 

Th · r~spom.h:nt · "ere asked to indicate their age bracket. This is because age indicates 

hu\\ lonu the employee have been in the organization hence affects the perception of the 

~mplo) ce or performance management practices. 

A~E BRACKET FREQUENCY O.F RESPONSE 

--- --
20 - 30Years 12 

31 40 Years 30 

~ 50 Years 78 

tsT -- -
7 60 Years 

bO\'e 60 0 

Total 127 
- --

Table -t.S: Age Bracket 

-

PERCENTAGE OF 

RESJ>ONSE 

9.45 

23.62 

61.42 

5.5 1 

0.00 

100.00 

From the abo\'e analysis in table 4.-, most of the respondents arc aged bet v.een 41 ami -
0 

) cars at 61.42%, then 31 40 years at 2" .62°/o, then 20 30 years at 9.4 .:; 0 ·
0

, then 51 60 

years at - -I o, 0 and finally no respondents above 60 ) cars. I his mdicatcs that most or the 

emplo) ·es an: middle <tgt:d (31- -o). this is normal dtstnbution orworkin. population 

4.2.6 Lr' I of Education 

r 1 ondcnt ,, ·re a ke I to in li at th"ir k\ cl of education bccau c thi mi •ht ha\ l' 

n impli ation Jl th ir I rc pti ll of th or I ~liOIIllanc. m.tna l IHl'llt 
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practices as the more learned an employee is the more they tend to question management 

and the level of education is like!) to impact on employee performance. 

S/No LEVEL 

a) Post ~n h1.tk 

b) 

l') 

d) 

·) th •rs(Certilicate) 

ll1l~tl 

FREQUENCY 

6 

19 

38 

28 

36 

127 

PI~RCENTAGE 

4.72 

14.96 

29.92 ---

22.05 
--

28.35 

100.00 

Table ... 6: Lc' cl of Education 

From the above analysis in table 4.6, most respondents had diploma level of education at 

~9.9_ 0, 0 • followed by certificate level at 28 .35%, those with secondary level were at 

-2.0 -o/o. graduate level at 14.96%, then finally post graduates at 4. 72%. This means that 

the majority of the staff had diploma education and secondary level and only a few have 

uni\'er ity education. 

4.3 Perception of employees about effectiveness of performance 

management practices. 

This ection co\ ers the employee's perception of the effeeti cncss of performance 

management practices in the organi/ation. lhe performance management practices 

include goal setting. performance appraisal trc\ ie\\, reward, employee training and 

de\ clopmcnt, career planning and succession management. 

On call.: of 1-5 \\here. 1 m<.:ans no exknt at all. 2 is mild e. ·t<.:nt .l is fltirly hi ,he. tent. 4 

is hiuh e. ·tent and -is great c. ·ll:nt those \\ith a m~.:an core > I - I .~ \\en.· trL'atcd as 110 

~.: , · t nd at all. > 1. 1 _ < 2.- ''ere treated as 1<)\\ c knd. > 2.6 - < . - "ns motkm!L'. > ~ ,(, 

< ' a hi d1 ~.:. t nt the > . - an I , b n " \\c..' I\.' a kc I 

th 1r p r ptit n ab ut th L' r rmmll: in th~· 

r niz ti n. I h • tc I dat th fin lin' \ len . 



4.3.1 Goal setting perception 

The researcher ~a fo u d t) kn m hm the employees perceive different practices 

about goal setting as on I' th I crt' rman '' management practices. This is because goal 

setting is the initial t·t'' m 1 'rrnrnwn · · mana •ement practices Cor it entails setting 

pcrl(mnancc · pe ·ttli ns .111 I !'():!Is lor individuals and groups lo channel their eiTorts 
towards ot •aniz tti lll.d •1 .tb. I h · ·mp loyees should be made a wa re ol' w hut is expected 

01' lh 'Ill , 

S/ Mean Std. Deviation 

Purtt 'tratwn in goal setting 1.91 1.109 

Fni 'icn ~ in communication of performance . 2 .925 
c. pcctation 

Goal etting increases customer demand 3.28 1.02 1 

Participation in idea generation 3.85 .960 

MART and achievable goals 3.65 1.0 19 

6 Effective and efficient resources for goal 3.11 .9'J7 
accomplishment 

19.32 
'I otal mean 

3.22 Mean ofmcan 

Table ~.7 : Perception about goal ctting 

'lite r pond nts \\Crc a. ked give their perception about g al s~..:tting and th~..: anal. sis in 

table 4 7 shov,. the findings. \\ h~..:n the respomknts ''ere asked about th~..:ir perception on 

\\hether start~-; arc ~..:ncour<~ged to partlctpat~..: in •cncrating id as and o1utions. till· mean 

core \\as 
3

.
8

-. 'I hi: indicates that the n:. J ondcnl had hich c. llnt 1 r~..:~..:ption aloutth~..: 
~..:ncouragcment accord 'U hy the organiz·Hion on id~..:a •cncr 1tion. ·1 he re 1 ondent ha 1 

I "' · 1 ··t t ) • a hi ' R I '' ith a o a goou ' JC\\ nn goa ... 

I 1i indi ate th. t th 
il I l rc ult . 

lh 
t) II 

mmuni t I ith 111 • n 



expectations hence working towards them hence improving performance. When the 

respondents were asked about th ir perception about whether the organization provides 

effective and efficient rc our cs to a· ·omplish the goals set, the mean was 3.31. This 

indicates that the organi:tntinn It) 'Used to a ·hi 've the goals set. The respondents also had 

a good vic\\ that p ·rfmnm 'l ' 1(ds nr' sd to stretch people, reflecting ever-increasing 

customer d m m l "illt .t llll ;ut s 'ot\' OJ' 3.28. This indicates that the employees had a 

modcral • fK'tl.: 'Jlit>ll 1h 11 p ·tfonnan ·e 'Oals arc set to stretch people, reflecting cver­

illt:l\.'(tSilt, 'lt ltllll 1 1 ·m,md. About their participation in goal setting the mean score was 

l .lJ I llldt · tlm ' that there was low extend perception for the respondents to be involved in 

lh~ go,ll · ·ttmg e. erci ·c. 

(), crJ.Il the re pondents had fairly high extent perception of the encouragement to 

participate in generating ideas and solution, that the organization is committed in ctting 

achic' able and ~ !ART goals, also that the performance expectations arc communicated 

e1Ticiently. that the organization provides effective and ct1icicnt resources for goal 

accomplishment, and that goal are stretch people, reflecting ever-increasing customer 

demand. The respondents had a no extend at all perception about them being in olvcd in 

the goal setting process. 

The tandard deviation of the perception about participation in goal setting , as high. 1 his 

shov •. that there \\as no consensus from the emplo) ecs · of perception or cflcctiH~ncss or 

performance management practices in terms or goal setting in parttctpatton or goal 

setting. 

4.3.2 Performance apprai al/ r view 

I he re. earchcr collected data to kmm the pcrccption or ~mplo) ccs about th · 

clfccti\ •ness of the pt:rl(nm·mcc mana •emenl pnt ·tico. 'J h~ r' •tn:h~:r ailllL'd ,It 

Cl !lectin, data to kmm \\hdhcr I rformam: HJ I r li nl 1lll lor th t i •Ill 

purpo ~. that i!'l. to de;\ clop th~ '\\h( k P n.· 1 ond~nt • 

ppr·ti I 1 n th p r nn n 

fi IJ ' in •. 

0 



SINO Employee perception Mean 

2 

3 

4 

Performance apprai al 4.39 

Self appraisal 3.22 

Link bet\\ · ·n g nl s~o: ttin' nnd r ' \ ard 3.28 

]·air p Tfonn Ill' .11 p1.1is:tl 3.58 

Starr I ·n ·ttl 111 nt I ~.·in' appraised 3.94 

()Jl •et 11 1.50 

I' · ult · u ., ·lot om:ction for dcJi ciencies 3.76 

Lilt ·ien ~ in feedback communicati on 3.42 

lean Of lean 

27.09 

3.39 

Table -t 8: Performance appraisal 

Std. Deviation 

.605 

1.098 

.975 

.988 

.962 

.700 

1.052 

1.050 

From the analysis in the table 4.8, the respondents gave a feedback of variou · areas in 

term of performance appraisal. About whether the organi:;rations conducts performance 

appraisal. the mean score is 4.39. This indicates that the employees have high extend or 
perception of the effectiveness of performance appraisal. 'J he respondents were asked 

whether the performance appraisal is developed so that all staff can benefit from it, the 

mean score wa 3.94. This indicates that the performance appraisal <.;erves the right 

purpo e of identifying where the emplo. ees have weakness and the correct measures to 

take in order to rectify the issue in hand and to knO\\ how to imprm e the emplo) ce as a 

\\hole. rhc respondent also gave ". 76 mean score on whether the performance appraisal 

develop: a plan for correcting and ddictencies and to n:infon:c the thin'S that 

ubordinatc docs right. J his means that the resJ ondcnts ha\e a hi ,he ·tent 1 ctccption that 

performance apprai:al is based on buildin , thc "hole 1 cr on in , .tppt ai cd. 

Rc. pondents ,,ere a ked if the p rfonnan c < ppr.ti al i a lair tlldho I. thc m . 111 
•
01 

, is 

. -.' m an in ' that thc rc JlHllknt h d hi 'h :t nt pti 

• ppmi I i ndu n J r th ri ht JllrJ tl lit 

h th r th k mmuni t d n ti 1 .. 
in , th 1\ th 11 i 1 m ti n 

th r nd m n 

1 



from the employees and they get to know \Vhat to do and not to do. The respondents also 

gave a mean score of 3.28 of the perception that performance appraisal in the 

organization represents a link. t ctw"cn goa l setting and reward which is main reason for 

conducting performan nppni~nl. About th' self appraising the mean score is 3.22 

indicating that the r' r~ n I 'nls lud :1 mod ·rate perception that they appraise themselves 

bel()re being so 1h 11 1h ., .ut I ' .thk to know their weaknesses and strengths and know 

how to 0\'1..'1 '(lilt· 1h 'II ' ca"n ·ss ·s to build on their strengths hence improving 

jl'tl(ltllhllt · ._ I· in til). \11 ·n respondents were asked to give their perception about 

whcth T th · mana ' ·ment docsn 't care about them when it comes to appraisal time, they 

run through the m tions to get the job done, the mean score is 1.5. This indicates that the 

n:spondcnt · had a no extent at all perception that management doesn't care about their 

employee· · welfare hence promoting the relationship between the employees and the 

cmplo}cr. 

Q, crall. the respondents had a high extent of perception that performance appraisal IS 

being conducted in the organization. That staff benefits from being appraised, that results 

develop correction for deficiencies, that performance appraisal is a fair method . The 

re pondent~ had moderate perceptions that there IS erticienc) 111 feedback. 

communication. that there is link between goal etting and reward in performance 

apprai a1 and that employee appraise themsel es before being appraised. I lowcver the 

re~pondents had a no extent at all perception about whether the management docsn 't care 

when it come to performance appraisal. 

!he ·tandard de\ iation about Eflicienc} 111 feedback communication, Results de' clop 

correction lor ddidencies and ''hethl:r the ernplo}el:s conduct clf'apJ raisal \\l:rL' hi 'h. 

I his . hm\ s that the emplo} l: do~: not ha\'e a con •nsus nhout the 'ariahk thus 

indicating more light needs to h' hale to th~: cmpl ))l:C about P"tlorm lll.:l: .tppt ti al. 

~.3.3 RC\\'AJU) 

\\"h ·n th rc on k:nt ''' th 1r 1 rl pth n n n < 1 th~.: 

nn.tn 
ut th ir 1 I " . ~ h 

Jill thi tu .. ' 
' rd t rn u d in th niz ti n i 



and encouraging and to kno\ whether there is good alignment between the reward and 

performance of the employee . 

SINO Employee perception 

I ks11 •d I ·vds 

Mean 

3.31 

3.37 

3.24 

9.92 

3.31 
l. 

Std. Deviation 

.930 

1.060 

.998 

From the anal~ i in table 4.9, respondents had different views in terms of reward in the 

organization. \\hen the respondents were asked to give their perception of whether the 

re\\ard , ~ tern aligns the action and objectives of the individuals with those of the 

organization. the mean score is 3.37 showing that the respondents have a moderate 

perception that the organization caters for their actions and objections when setting 

organizational objectives. About whether there is a good and encouraging reward system 

the mean score is 3.31. Indicating that the employees have a moderate perception that the 

re\vard system i well designed and cater for their needs and that their ·crviccs a well 

rewarded . And about whether the reward system interventions arc used to elicit and 

maintain desired JcycJs of performance. the mean score was 3.24 showing moderate 

perception. 

, ·crall the rc pendent· had a moderate perception that the rc'' ard S) stem aligns the 

action and objective · of the individuals with those of the organi;ation. That then: is a 

g( od and encouraging reward s~stern in the organization and finally that the re\\ard 

., tem in ten ention em.: used to elicit and maintain d sired k\ d ol performance. 

'I ht.: tanJmd k\ iation about \\hdha n:\\Urd ) lCill ali •n thl' 'H;tion md ohjcdh~o: o(' 

th · in li\ i lu ·tl '' ith tho o1 th hi •h. 'I hi 1.: til fot th ·or • miz· tion to 

m up , ith rn an 111 p lli i th t ,,jJI h" l\\ 1\ th l'lllpl l) t.:l' • 



perception m the matters conccrnmg the reward system as one of performance 

management practices. 

4.3.4 Employee training and development 

The researcher sought tt 'd th~ informati on about the employee's perception of the 

c!Tcctivcncss of trnini n 1 ami development. Employee training and 

dcvcloptm·nt ·uh.ut ., < mmttm ·nt to work and he lps employees to cope with emerging 

n\:v. !i:dtll\ll\l ·i · . It ,tl < ·nhan ·es career building, motivation and enables the employees 

l\l tuh· hi ·It ·• r · ponsibilitics. When the respondents were asked to give the ir perception 

1111 L'mpl11, · · training and development as part of the performance management prac tices, 

thl') ga' · ut their perception as tabled below. 

Sf 0 Emplo~ee Perception Mean Std. Deviation 

l Conducting staff training 4.27 .955 
--

4.24 j Impact of training 
-- -

.852 -
1-- - -

3.97 
1 -.., Management focus on staff development 1.054 

- - l-

4 Regularity in attending conferences, 
3.2 1 1.028 

courses and workshops 
-

5 Employee motivation for attending the 
1.31 .542 

conferences 
1- - -
6 Personal development encouragement 3.62 l.147 

~ -- ~~~ 

rota! 20.62 

·~ 1can or j 1ean 3A.t 

'I ab le 4. 10: Emp lo~ ee trammg a nd developm ent 

hom the analy ·is in table 4.1 0. respondents \\ere asked whether the organi/ation 

condu ts staff training. the mean score was 4.27 tn<.hcating that th~.:: emplo) ecs had a ht ,h 

ct nt pdccption that the organization is conductin 1 good tram in 1 to its sta! I. 

Rc I IH.knts \\en.: or the \'icw Lhat th~ training has a great impact to th<.:m !"or it assists 

th m ' ith m an 

. 7. I hi indi t th t th m "ith imt 1 t 'in • the 



employees' knowledge and skills hence promoting performance thus high extent in the 

employees' perception. bout "hcther the organization enc Olirages personal 

development, the mean score is _, ,6_. In iicnting that, the respondents had a high extend 

that they get all the ne • ·sur) SUJ port nnd ·n ·ouragement from the management in terms 

personal devclopm ·nt \\ h ·n the r~~pond ·nts were asked whether they regularly attend 

courses, confer ·n · · .tnl \\ork~h<)PS to keep a breast with the developments in their field 

of' work. thl') ·hn" ·I ,1 hi '11 '/tent of' perception with a mean score of 3.2l. The 

respondl'lll · h.t I 1 no • tent at all perception that they attend courses just to get away 

l'ro 111 \\ lnk. b · uu · their work docs not interest them, the mean score is 1 .31. This means 

thut the n:~r und ·nt · got to know the reasons for attending training and conferences. 

o, ~:raiL rc ·pondcnt had a high extend perception that the organization conducts training 

l{1l· it · · tan~ that training assists them in performance improvement, that management 

focusing Jots of energies on staff development and that the organization encourages 

per onal development. The respondents had a moderate perception that they regularly 

attend courses, conferences and workshops. The respondents had a no extend at all 

perception when asked whether they attend courses to get away l'rom work. 

The standard deviation about whether the management focuses lots or energies 011 starr 

development. and that the organi/ation encourages personal de\ elopment were high . 1 his 

clearl) shov.s that there \\as no conscn ·us from the emplo}ees on these perceptions 

because employee training and d \elopment arc normally allocated to the emplo}ces who 

critical!) needs to on their performance. 

4.3.5. Career Planning 

arccr planning is the proper!) of in )j\ iduaJ:.;. hut for l:lllpiO) cd. it i. organizations that 

"ilJ plan and m~magc cmJ Jo) 'l: career . I hl: rc carchcr \\allll: I to kno\\ till' "IK·thl:t the 

r plm n it houll l: m· I lor 1 rlormanu.: 

I\ r 1 phnnin ' " 

P n th p ·rfl nn m c Ill< n. ' m nt p t ti ut th ir 1 r pti n 1 t bl d 
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SINO Employee perception 

Management's career planning 

encouragement 

2 Skills interest and 'nltlL's ktermin ·d 

through car· ·r plmnin 11 

3 Staff perform m · ltnL. d (() ' <ll' ·~ r 

de\ dopm ·m 

4 Hal m · · I 'I\\ • ·n ·:11 • ., n ·~d and 

or •:uti l lli HI tl' ( rk force requirements 

Tuhlc .t.ll: arccr planning 

Mean 

4.23 

4.35 

3. 13 

4.08 

15.79 

3.95 

Std. Deviation 

.847 

.81.0 

1.076 

--
1.1 31 

--
- - -

From the andl) s1 in table 4.1 I, the respondents also had a great extend perception that 

career planning helps them determine their skills, interest and values, at a mean score of 

4. 5. fhis indicates career planning a lot in advancing on their way of things effectively 

and eHiciently. The respondents were asked whether they arc enco uraged by the 

management to have a career planning, and the mean score was 4.23. This indicates that 

the employees had a high extend perception that the organization gives encouragement its 

stall to have a career planning. The respondents were also asked to give a perception 

response about whether there is a balance between career need and organizationa l work 

force requirements. the mean score was 4.08. This shows that there is a high extend of the 

perception that career need and organirational work force requirements hence great 

impact in performance. When asked about whether the organization links staff 

performance to career de, ·elopment. the mean was 3.13. I hrs I mhcakd a moderate 

perception that the organinllion is concerned in ensuring that career de\ dopment goes 

hand m hand ,, ith th • staff performance. 

·1 hL' 0\ era II perception from the rc pomknts had a hi 'h ·. tend pen.:eption that carnr 

planning hell thL'I11 determine their kill • int ·re t nnd \Him: •• th ·tt the) at"L' en ·oura 'e 1 

b. th m, na em nt t hm e 1 t I alan ll lll:ll 

uir m nt . l th I 

11 l ut ' h th r th tfT 



This means that the employees get high support and encouragement 111 terms career 

planning. 

There was high standard d ' inti m nbnut ' hcther organization links staff performance to 

career development an I th·ll thl l'l i:-; n halan ·c between career need and organizational 

work force requtrcm ·nt:-o. llw ()J'!l:lllil:ttion based on these findings should encourage the 

empiO) ces ntor ·to h,l\ · .1 ctH.' ·r planni n , schedule. 

4 ... ~.6. Sm:l·c~o~~o~ion management 

Sun: ·s wn munug ·m~:nt is critical for driving organizational performance that wins in the 

dmn •inl! "orld of work. This is a valuable tool by business firms to develop talented 

cm1 lo) cc- to implement their strategies and achieve their organizational objectives. The 

rcs1 nndcnt- \\ere asked to give their perception on succession management as part of the 

performance management practices; they gave out their perception as tabled below. 

SINO Employee perception Mean Std. Deviation 

1 Top management support management succession 3.86 1.1 18 
- ,_ --

Organization encourages upward mobility -2 4.13 1.039 
-

Succession is essential to success and long term .., 
-' 

development 
4.24 .980 

-+ uccession is essential for growth and sustainabi lity 4.54 .5 88 

Total 16.77 

-- -
rvtean of mean 4.2 

-
Table 4.12: ~ ucce sion Management 

From the analysis in tahle 4.12. when the respondents \\ere asked "hether succession is 

e.'s~.:ntial for gnm th and sustainahility. the mean was 4.-4. showing that the employees 

had great c ·tent p~.:n:eption and hcli~.:' e that suc~.:ession is an ess~.:ntial tool in 

p rform, nee mana ~.:m~.:nt practict: that promotes 11'0\\ th . When the rl: pondents "er~.: 

k 1 "hdher 111 nagunl:nt . Ul:C H n 1 tn ~ ntial to th~.: u~..:~..:~ . and I on I ll'nn 

rga11iznti 11 th 

t nd 11 I ' lu th rt 

7 
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succession practices. About whether the organization encourages upward mobility, the 
mean score was 4.13. This sho"s that the respondents had high extent of perception 
hence the staff have the moti' nti m that their efforts will rewarded. And finally 
respondents were ask :1 \\ h ·thcr thl' top management support management succession, 
the mean was 1 86 I ht~ in It ' .It ·s thnt the respondents have a high extend perception that 
the mana ,ement u un th · l mpl<) ·'who will replaces those who about to retire or reigns 

l(>r vmious 1 ·a ' llll • 

( ;Uil'I ,d ty. p ., · ·pti,,n fn 111 the rc~pondcnts had a great extend perception that succession 
matwg~:m ·nt i c · ~entia! f()r growth and sustainability, the respondents had a high extend 

1 ~-:rcq twn that uccession management is essential to success and long term 
de\ dopment. and that the organization encourages upward mobility, that top 
management upports management succession. This clearly indicates that there was no 
con en u from the employees on these perceptions because succession management 
practices are normally allocated to the employees who critically fit for the management. 

The tandard deviation about whether top management support management succession 
was high. indicating that there was no consensus that the top management supports 
management successwn. 

-'A. Integration of organizational objective and the performance 

management practice . 

Generally an organi:tation should integrate organi1ational objccti c · and the per!'ormance 
management practices 111 ordl:r to achieve objccti\e5 cffccti\cl and cC!icientl . 1 he 
re. pondcnts "ere asked about their perception whether the organi:~ational ohjccti' es an.! 
\H:ll intcgratl:d "ith the pl:rfonnancl: mana 'l:ll1Cnt practtces. l he lindings \\Crl: g<lthcrcd 
nd pr ~:nh.:d a . IHmn hchm . 
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4.4.1 Integration of organizational objectives and goal setting 

SINO Employee perception 

1 Integration of organintional objectives and 

goal setting 

2 IntegratiOn of r 1ani41'.1ti\)n:ll objc ·ti ves and 

cmplo) TIt 1inin, .111! d 'V ·lopmcnt 

llllLTL Hhln I< t 1ant/ational objectives and 

· II'· ·• 1 l,umin 

I ·rll.,rmancc appraisal 

- lntegrati n of organizational objectives and 

re\\ard and incentives 

Integration of organizational objectives and 

uccession management 

Total 

Mean of mean 

Mean 

4.02 

4.43 

3.91 

4.27 

3. 86 I 

3.86 

24.35 

4.06 

Std. Deviation 

1.155 

.822 

1.151 

.980 

1.029 

1.233 

--
---

Table .t.13: Integration of organizational objectives and the performance 

management practices 

From the analysis in table 4.13. the respondents had a high perception that there is 

integration of organizational objective and employee training and development at a 

mean core of 4.43. This indicates that the respondents arc con inced that the 

organization concerned about developing its employees to improve n their 

performance in order to enhance the achievement of its goals. When the respondents , ere 

asked about "hether there is good integration or the organi1ational objectiYes and 

performance appraisaL tht: respondents' mean score v as 4.27 . ·1 his shows that the 

cmplo~ ees had a high e\.tcnd pt:rct:ption that the organi1ation is doing its best in 

intt:grating the organizational objecli\ es and performance appraisal ht:nce achit:\ ing tht: 

01 in r a on of the devclopinc the \\hole person \\ht:n pcrl(mnancc ap1 r:.usal is 

ked •th Hll \\ h tht:r th n: i 

.o_. I his in li ''Ill' that thl· 

mpl .; pti n ol th \ 
'll 



integrated with goal setting. This leads to high performance because the employees know 
very well about the objectives of the organization hence works towards the achievement 
of them. When the respondents '' 'rt: '1Sked about the integration of the organizational 
objectives and career planning. the respond 'nts' had a mean of 3.91. This shows that the 
respondents had a ht •h ' t 'n l nf p ·rc ·ption that the organizational objectives arc 
integrated with c n · 't 1 Lmnll\' h 'll ·' scttin' goals which a SMART and achievable. 
Finnll th ·1 • " ts .1 ti • in th' p •r • ·ption about whether there is an integration of the 
or •nni;·1tilln.d 1bj · ti' ' and rewards and incentives and about whether there is good 
inll' 't'i.tlHlll lll th · <'r ,,mintional objectives and succession management at a mean score 
(lr , ~6 1 hi · indicatl.:s that the respondents had a high extend of perception that their 
dTorts tl "ard · the achievement of the goals and objectives arc rewarded and that 
· u~cc .. ion management is being practiced in the organization hence making leadership in 
the ornanization ea ier and upward mobility is highly encouraged. c 

Qy rall the respondents had high extend perception that there JS integration of 
organizational objectives with all the performance management practices in the 
organization hence giving the organization an upper hand in achieving its objectives. This 
enables the organization to achieve competitive advantage hence large market share. 

The standard de iations about whether there is an integration of organizational objectives 
and uccession management, goal setting, and career planning were high. This indicated 
that there 110 conscnsu in the perception among the respondents about the int gration or 
organizational objecti,cs and ·ucccssion management goal etting, and career planning. 

4.5 Interpretation of Re ult 

•1 he majority of the n.:sp mdents arc 111 finance department, followed b) operations 
1.h.:partm~nt. then 'eneral manag~r·s ollie~ tht:n information technology department. 

, 1 by human re oun.:t:. foll \\C I l Y markctin ', then intt:rnal audit and finally 

1 
r ur~llll:llt. 1 hi~ m n that org niz, ti n ha mo t t:mplo) et: in finance .md OJ erations 
nd th 1 11 lq at1tnt:nt ' t:l cm er d in th~.: tu !) ·md 

h 11 th tll r pr nt ti n n. 'f h 'r niz ttion h \ Ill\)(~.: 
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employees in the lower cadre i.e. unionisablc staff. This is a normal distribution in a 

hierarchical organization. It al o has more male than female employees, and that the 

difference is not significant. \Yith most or the employees been working with the 

organization for O\ cr - ) c ws ·m i hen '' arc able to develop a perception on the 

c fTcct ivcness of perform m ·c man:1 '1.'mcnt practices. Most of the employees arc middle 

aged (1 1-50), this is mHm.li lt:o~trihution of wo rking population. The majority of the staiT 

hPd diploma ·du · tti HI .1111 ~ · ·ondary level and only a few have university education. 

btllll '\l,tl · ·llin . th • respondents had fairly high extent perception of the 

l:tll'tllll"d •em ·nt to articipatc in generating ideas and solution, that the organization is 

t:ommittcd in ·cuing achievable and SMART goals, also that the performance 

c pcctatwn arc communicated efficiently, that the organization provides effective and 

d1icient re ·ourccs for goal accomplishment, and that goal arc stretch people, reflecting 

e' er-increa ing customer demand. The respondents had a no extend at all perception 

about them being involved in the goal setting process. When the employees were asked 

about performance appraisal, the respondents had a high exten t of perception that 

performance appraisal is being conducted in the organization. That staff benefits from 

being appraised, that results develop correction for deficiencies, that performance 

appraisal is a fair method. The respondents had moderate perceptions that there is 

efficicnC) in feedback communication, that there is link between goal setting and re-ward 

in performance apprai al and that cmplo_ ec apprai ·c themselves be Core being appraised. 

Jim, c,·cr the respondents had a no C:\tent at all perception about whether the management 

doc ·n 't care" ht:n it comes to performance appraisal. 

'1 he respondents g.a\ e the !{)Ill)\\ mg. rc. ponse about reward system in the organi/atton . 

·1 he n.:.·pondents had a motlcrate perception that the re\\artl system aligns the actions and 

objective. of the individuals \\ tlh tho ' or the Ofl.!i.tnization. I hat then: is a good and 

ncoura 1ing reward !->)stem in the organization and tina II) that the re\\ o.ml system 

int n ention an: u e I to elicit an I m·tintnin de ite I lc' ds of perli.Hm · mc~.: . About 

nt r · 1 nd nt had ' I hi ~h . ll:nd 1 •r · 1 tinn that till· 

th t t .tinin 1 

1 

th m in p rfnrm, n · 

11 t f d ' I pm nt ·m I th·tt 



the organization encourages personal development. The respondents had a moderate 

perception that they regular!) attend courses, conferences and workshops. The 

respondents had a no ext nd at all p'r'cption' hen asked whether they attend courses to 

get away from work. 

About career plannin •, th' r '"plmd~·nts had a hi 1h extend perception that career planning 

helps them dct~:uni11 · th •it "kills. interest and values, , that they arc encouraged by the 

mHnarcttll:llt to h,l\ · ,1 .11 • ., planning, and that there is a balance between career need 

uml {1rg 1ut · tlillll d \\C rk force requirements. Also the respondents had a moderate 

JL'tn·pltt111 bl1Ut "hcthcr the organization links staJI performance to career development. 

!'his mean: that the employees get high support and encouragement in terms career 

pLuming. \\hen the respondents were asked about succession management, the 

r cn:cption from the respondents had a great extend perception that succession 

management is essential for growth and sustainabi lity, the respondents had a high extend 

perception that succession management is essential to success and long term 

development. and that the organization encourages upward mobility, that top 

management supports management succession. This clearly indicates that there was no 

consensus from the employees on these perceptions because succession management 

practices arc normally allocated to the employees who critically fit for the management. 

o, crall the rc pondents had high extend perception that there is integration of 

organi/ational objccti,·cs with all the performance management practices in the 

organization hcnc • giving the organization an upper hand in achic\ ing its objecti' cs. This 

enable the organization to achie\'e competitive advantage hence large market shar •. lhe 

~tandard de\ wtions ahout \\hcth~:r there is an integration of organizational ohjccti\es and 

~ucce .. ion management, goal . etting. and career planning \\~o:rc hi •h. 'I his indicated that 

thd~.: 110 ·onsen:u in th~o: p~.:re~.:ption amon' the re pond~.:nts •tbnut th~.: intc •ration of 

r •aniz ti mal ohjecth c. and uc c sion mana mcnt. •oal dtin . and e 11 er plunnin ' · 
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CHAPTER FIVE: SUMMARY OF FINDINGS, CONCLUSION AND 
RECOMMENDATIONS 

5.1 Introduction 
This chapter prc<>cnts summ u~. 'tm ·lusion and recommendations of the study in line 
with the purpose of th • ;,;tul. nim •d to determine employees' perception of the 

c!Tectivcness ol p tl\ltl\1.11\ 'l' mana' •tm~nt practices at llarambcc SACCO LTD. 

5 .... Sunuuary of findings 
·1 IlL' t1bi · ·ti ' · 1! th · tud • was to establish employees' perception of the effectiveness of 
pc.:rll.mnan ·c.: management practices at I Iarambcc SACCO LTD. The following is the 

Slll11111~U·) f the findings. 

rhe organization has most employees in finance and operations and the least in 

procurement department. All departments were covered in the study and hence the study 
wa a reprc entation of the organization. Also most of the employees arc in the lower 

cadres. This is normal distribution in any hierarchical organization. It has more males 

than females. This ascertains that the organization that the di(Tercncc is not significant. 

Majority of the staff have more than 16 years of service in the organization who arc 
middle aged hence a normal distribution of working population. Majority of the staff had 

diploma and secondary level education and only a few have university education. 

\\hen it comes to the different performance practices, the organi/.ation embraces them for 

it to ._tand out in the murkct and achie\"e the compctitiYe advantage that enables it to he 

the largest ,'acco and a market leader in membership. Goal setting being th, base or 
performance management practices should he given the biggest concentration and the 

org: nizatwn has done that hut needs to much in terms or gettin, the cmplo) ees bein, 
im !H:d. J\hlntt the cfticicncy in communication of the 1 cr(()tmanc~.: c:pcctat10ns. th~.: 

me atisf etion a \\~:II a th~.: 'Htl ~ cttin • in rcascs ·ustom~r 

n in i I a g n r, ti \R I and a ·hic\"tbk •nab and l'lkt.:tiv~..: and 

r ' Hnpli. hm nt it i ' l~~.:ord d hi 'h prio1 it_'. I his indic ll~ 

ttin h hi h imp t n impi1 l\ in ' i I n 1 h 1 th 



least effect in employees' participation m goal setting. There was a high standard 

deviation of the perception about participation of employees in goal setting which is 

normal because goal setting is don' by mid level of management and above with very 

I ittle invo lvement of the uni mis.1hk :-> In tl 

The organization con lu ' Is 1 ·rl\mnnn '' r ·view/appraisal provides a basis for identifying 

and corrcctin • di l·uiti · in 1 ~rt'orman ce. Thus, it is activities oriented. It also may 

provide th · ln-.;i l\lt th •t p ·rsonnel actions which typically include: performance pay, 

truini 11 , •1nd · tr ·'I ., dopmcnt, promotion and placement, recognition and rewards, 

di ~l:ip linLll\ a ·tit n ·. and identifying selection criteria. The respondents showed a great 

c tent per ·cption that the organization conducts performance appraisal is aimed at the 

right { urro ·c. I'hu · the organization shows commitment of follow ups that the employees 

m~ committed to performance and improving employees' performance in the future. 

rhcrc "a high extend of perception that the organization conducts performance 

apprai al and there was no extend at all perception that management docs not care when 

it comes to performance appraisal. This is very normal in any organization for it to be 

able to stand out in the market. There is a high standard deviation about efficiency in 

feedback communication, results developing correction for defi ciencies and that 

employee conduct self appraisal thus the organization should ensure there a consensus in 

its ,vay in performance appraisal as one of the performance management practices. 

Tht.: organi/ation has an effective and efficient employee training and de elopment 

program as tudy shO\\etL l his indicates that training is accorded high priorit) because it 

has improYcd sen ices in the organtzation. I he cmplo_ ccs arc c;;atio.;licd h) the wa · the 

organization carries out the training. Training enhances cotmmtment to work and hdps 

emplo:ecs to el)pc \\ith the emerging nt.:\\S technologtt.:s. It also enhances career budding. 

moti\ation and cnahks t.:mplo:ce to take highl:r responsJhihtH.:s. Cherall. res1 omknts 

h 1 , high ,· tend p rccption that th or •,mization conduct~ training ror 1ts starr. that 

ining th m in 1 r mnan impm\ l:llll:nt. that mana 1Ulll.:nt 1 )Cll in, h ts ol 

11 nt nd th. t th )r, nizati Hl \.: nl:Ollt H '\.: 1 on·tl 

c) pm nt . I h h Ill th '. uhtly lth:nd 



courses, conferences and workshops. The respondents had a no extend at all perception 
when asked whether they attend ourscs to get away from work. There was high standard 
deviation that management focuses lots of ' ncrgics on staff development and that the 

organization cncourag s p 'r om I k' dopm ' nt. 

The respondents had a ht 'h ' ll'nd p 'r' •ption that the organization has a good and 
encouraging rc,,,nd s st ·m. tlut thl' n ·til)I1S and objectives of the individuals are aligned 
to thosi.: ol' th1.' \H • tni1.11ion . I h or ,anizational rewards arc powerful incentives for 
impro' 111 • •tnph)\ · · .ml \\ork 'roup performance. It can also produce high levels of 
l'll'J1hlVl'l: · tti ·11 ti< n. \lso they can reinforce and support organizational goal, work 
d~:~ign~ ani ·m1 I ~ cc in olvement. 'I otal reward strategy is a holistic approach aligning 
"ith t usinc~ · ·trateg; and people strategy; it encompasses everything employees value in 
their cmpl ~ ment relationship like compensation, benefits, development and the work 
em ironment. ince the research proved that the organization has a good and encouraging 
re\\ ard ~stem. the employees are encouraged to improve their performance hence 
achic' ing the set goals. There was a high standard deviation that the reward system aligns 
the actions and the objectives of the organization. 

The response about whether the organization encourages its members to have a Career 
Planning. indicating that the employees had high extend perception that career planning 
i one of performance management practices accorded high priority hence leading to hi gh 
performance. Career is the property of indi iduals, but for the employed, it is 
organi1ations that will plan and manage employee careers. I lowe er, during the last few 
decade the notion those individuals arc also responsible to cater to and build their own 
career. rhere wa a high e tend perception that career planning helps the emplo_ ees 
determine the1r skills. interest and values. 'I hen.: 1s a moderate perception that the 
organi...:ation links staff performance to career development. I here IS a hi ,h standard 
k' iation tlrtt the organi:t·ttion link ·taff performance to care~r development and that 

b, lanc~o.' hd\\e ncar 'cr n ·d and or 'ani:t. tiona\ \\mk forl:e n:quiremcnts. 

ir 1 re pti m nn \\h thu th~ m·ma 'ement 

p 1 ti hi •h . t nd. impl in , th 11 
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5.4Recommendations for further research 

The scope of research carried out wa limited only to one SACCO organization that of 

IIarambee SACCO society LTD out or three thousand, two hundred and ten (3,21 O) 

registered SACCOs in K 11) a this "ns a narrow scope. Therefore other researchers 

should conduct res ar ·h in all the n .. • 1iskr ·d SJ\CCOs to find out if all of them carry out 

their pcrl'ormanc · m 111.1 • ·nw•ll 1 1.1 ·ti ··sin the same way or if a difference exists. Further 

gHps to b<.: !til· I 'tlld II ·in 11..';l hm ':how the performance management practices can be 

itlll: •rHl ·d "ith \ll , tnizatJOnal objectives, the appropriate and effective performance 

nHllllt 'L'Ill 'Ill p• u ti • • t< he employed for employees to improve on their performance 

ati i llu: p ·rr nn:.mcc management practices in micro finance institutes in Kenya. 
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APPENDIX 1: QUESTIONNAIRE 

This questionnaire is designed to colic t information on the employees ' perception on the 

effectiveness of the pcrforman c m·mnn ' 111 ' nt practices in llarambec SACCO Ltd. The 

information obtained \-\ill < nl) 1 c usc l Cor a ' adcmic purpose and shall be treated with 

confidence. 

SECTION : IH l()( ;lt \Pill( I>ATA 

Whi <: h d ·p,ltlm ·nt 11 • ~ < u ~tationcd? ............... . .. . .. . .. .... .. .. . . .. . 

What is ) t1Ut it)! I \ cl r position? ................... . . .... .. .... . . .. .... . . . 

What is you 'cndcr? 

lak ( ) or l· cmalc ( ) 

Y cars of en ice at I larambee SACCO? 

0-5 Years ( ) 16-20 Years ( ) above 30 Y cars ( ) 

6- 10 Years ( ) 2 1-25 Years ( ) 

11-15 Y cars ( ) 26-30 Years ( ) 

What i your age catcgol)? 

20-30 Years ( ) 51-60 Years ( ) 

3 1-40 Y cars ( ) abmc 60 Year ( ) 

1-50 Year~ ( ) 

What is )llllr. cadcmic qualilication'! 

p t ,ra unt ) (In\ ll'\h.: ( ) Olhl:l"S, S! Cl:ify ( ) 

I ipl m. ( nd I) ( I 

1 



What do you like best abat\t your current position? 

What do you like least about) ur 'lltT 'nt position? 

SECTION B: E I PL( Yl• E S PERCEPTION TOWARDS THE EFI•'ECTIVENESS 

OF TllF PERFOR L\ CE MANAGEMENT PRACTICES AT JIARAMBEE 

s (' 0. 

On a ·cale of 1 to 5 \\here 

no extend at all. 2 mild extend, 3 fairly high extend, 4 high extend and 5 great 

extend 

Indicate your perception with the following on how the following practices at 1 Iarambee 

ACCO. 

Goal setting 

I participate in the goal setting process 

Performance c. pectations arc efficiently 

communicated 

1\:rfl mwncc goab arc set to stretch p~.:oplc. reflecting 

, r- in ~r~ ~dng cu tom~.:r tkmand. 

tr n ur·t' Ill partkipatc in g naatin' ideas 

n . 

2 

1 2 3 4 5 



The goals set in my organization arc achievabl and 

SM!\RT, (specific, Measurable. Apprnpriat . Relevant 

and Timely.) 

My organization pn)\ t I ' II~· ·ti ~..· and cflicient 

resources to 1u.:complt h th • I( ,th s ·t 

My or 'dnihtlt~m 't nduct · performance appraisal 

I do ,tpprdisc tn) 'elf bdore being appraised. 

Performance appraisal in my organization represent a 

link between goal setting and rewards 

The Performance Appraisal (P A) method IS a fair 

method. 

The Performance Appraisal IS developed so that all 

staff can benefit from it. 

1anagemcnt don't care about me when it comes to 

appraisal time. the; run through the motions to get the 

job done. 

P A results develops a plan for correcting an 

dclicicncie: and to remforce the things that ubordinatc 

doc. ri!..!ht. 

I· dba k n 1 rfmmanc · i commun1 nh.:d dfecti\l:ly 

----
1 2 3 4 5 

----- ----

-



L 

-------

Reward 

My organization has a good and n 'ournning reward 

system. 

The reward system dign th · .1 ·tions :tnd objectives or 

the individuals wtth thtl ·' 1 I 1!1 ·organization. 

Reward ~ '~ t~.:m int ·n cntions arc used to elicit and 

maintain dc-.;m~d h:\ d · f performance. 

Ji:mplo) cc training and development 

l) organization conducts training for its staff. 

rraining as i ts in performance improvement 111 my 

organization. 

lanagement focuses lots of energtes on staff 

de\ elopment. 

I regular!) attend cour es, conferences, workshops, etc 

to keep abreast with the developments in my field of 

work. 

I attend courses just to get away from '"'·ork, because 

my \\Ork docs not interest me. 

l\1) org·mization encourage personal dcvdopment 

4 

2 3 
---.---

4 5 

-

----

- ----



---------

Career Planning 

J am encouraged b) the man 1 1L'l111.'11t tn ha ' a career 

planning. 

C'iirLTI' pl~tllllill • h ·lp · 111 • I ·t 'rminc my ski ll s, interests 

and vatu ·s. 

My t)('ganizatwn hnk ·taff performance to career 

tkn~lopm 'nt 

rhcrc i · a balance betvveen my career need and the 

organizational \\Ork force requirements 

St~cccssion management 

rop management upport management succession 

M) organiLation encourages upward mobility 

Management succession is an essential to the success 

I and long tenn development in the organi.1.ation . 

.'ucccssion management is essential for organi;ational 

l gro\\ th and ')ustainability 

-,.-- -.---
2 3 4 5 

-t-----

1- . 



Kindly indicate how well organizational objectives are integrated with the following 

practices on a scale of 1 to 5 \vhere 1 no extend at all, 2 =-- mild extend, 3= fairly high 

extend, 4 - high extend, and 5 great c. ·t nd. 

Performance management practkcs 2 3 4 

Goal scttin ' 

( 'urL'l't" plannin • 

R~.." ard , ~md incenti\CS 

-------------~· ·-----

uccc 'sion management 

Thank you for sparing time to complete this questionnaire. Be bles ed. 
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