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ABSTRACT
The study aimed at assessing the Performance Management Systems on Staff Productivity in Rakai District. The specific objectives of the study are to examine the relationship between training and employee productivity, to establish the relationship between reward system and employee productivity, to find out the relationship between communication and employee productivity at RDLG.
The study employed a cross-sectional descriptive design where both qualitative and quantitative research approaches are used. The study targeted top management officials, line managers for different departments, human resource officials, employees and support staff of RDLG. The qualitative data is analyzed using thematic and content analysis whereas quantitative data is analyzed by the Statistic Package for Social Sciences (SPSS, version 21). The study results are interpreted with the use of descriptive and inferential statistics where percentages, mean standard deviation and Pearson correlations coefficients are used.
The findings revealed that training is the most important factor that influences employee productivity at RDLG which needs serious attention to ensure its continuity and quality. The results on reward systems indicated that when employees are well motivated and their efforts appreciated, there is a high possibility of increasing their productivity.
Results on communication revealed that effective communication plays a significant role in making awareness about organizational goals, objectives and activities among employees. The study recommended that there is a need for the management of RDLG to put in place mechanisms to ensure that training of employees continues and be well elaborated for the employees to gain the required skills and knowledge to continue providing good quality health services to the clients to enhance employee productivity levels, the study recommended that the organization should reward its employees. For every opportunity possible, the management at RDLG should formally recognize good employee efforts for enhanced work performance. Another recommendation by the study is that, effective communication should be used by RDLG management to avail information about the goals, objectives and activities of the organization.














CHAPTER ONE
INTRODUCTION
1.0 Introduction
This chapter presents the background to the study, statement of the problem, objectives of the study, research questions, purpose of the study, scope of the study, significance of the study, the conceptual frame work and constraints in Rakai District.
Chan and Lynn (1991), Building organizational capability and successful implementation of high-commitment in management practices is a key managerial responsibility. High performance management practices require consistent leadership attention. Most organizations, either by themselves or external help are able to develop right business strategy without much difficulty.
Baraza (2016), organizational performance criteria should include profitability, productivity, marketing effectiveness, customer satisfaction, but also employee morale. In this perspective, employee performance is tightly related to organizational performance, therefore effective and efficient employee performance positively influences organizational performance.
Similarly, Millar (2007) cited in Baraza (2016) built a framework of talent management which consists of planning, recruiting, performance, learning, career development, succession planning, compensation, measuring and reporting. In order to effectively organize a company, management must rethink how they hire, train and reward their employees; whereby employees can be encouraged to be competitive. Undoubtedly, the important factor is humans in organizations.
1.1 Background in the Study
Performance Management and Staff Productivity has been one of the most positive and crucial developments in the field of management. PM & SP comprises all activities that guarantee that organizational objectives are constantly being attained in an efficient and effective manner. Different authors view PM differently. For instance, Fowler (1990) views PM as the organization of work to achieve the best possible results while the Institute of Personnel Management (2002), sees it as a strategy which relates to every activity of the organization set in the context of its human resource policies, culture, style and communication systems. Employee performance on staff productivity in the organization is determined through performance management practice. In recent years the use of performance management practice has increased in many organizations. Performance Management Systems are implemented in organizations worldwide (Palethorpe, 2011). The major setback of evaluating the work performance of organizations around the world has been to determine the performance criteria in relation to the objective set by their organizations (Parker et al, 2013). Performance management systems cause strategic evolution and ensure goal congruence (Chan, 2004). Performance Management is also associated with creating a shared vision of the aims and purpose of the organization, helping each individual employee to understand and recognize their part in contributing to the organizational goals which help to manage and enhance employee and organizational performance (Williams, 2002). Performance management cycle begins and ends with formulating clear objectives for the organization (McDavid & Hawthorn, 2005). According to Storey and Sission (2003), PM involves an interlocking set of policies and practices which have as their focus, the enhanced achievement of organizational objectives through concentration on individual performance. Fletcher (2002) views PM as an approach to creating a shared vision of the purposes and aims of the organization, helping each individual employee undertake and recognize their part in contributing to the purposes and aims of the organization and in so doing manage and enhance the performance of both individuals and the organization. The Performance Management concept is mostly adopted in the private sector. This is mainly due to their profit maximization focus and their potential to generate income is maximal compared to their counterparts in the public sector.
1.2 Statement of the problem
The research problem for assessing the impact of performance management systems on staff productivity lies in understanding how various elements of the system influence employee performance and overall organizational productivity. This problem requires a comprehensive investigation into the effectiveness of the performance management practices in place, examining factors such as goal-setting, feedback mechanisms, recognition programs, and employee development opportunities. The research seeks to identify any gaps or inefficiencies within the current system that may hinder staff productivity. Additionally, it aims to explore employees' perceptions and experiences regarding the performance management processes to gain insights into their level of engagement and motivation. By addressing this research problem, organizations can uncover valuable insights to optimize their performance management systems and create a conducive work environment that fosters employee growth, empowerment, and improved productivity.

1.3 Purpose of the study
The main purpose of the study is to examine the impact of Performance Management on Staff Productivity at RDLG.
1.4 Specific objectives
The research study was guided by the following specific objectives:
· To find out training programs of received employee performance and staff productivity at RDLG.
· To establish the relationship between reward system and employee performance and staff productivity at RDLG.
· To find out the relationship between communication and employee performance and staff productivity at RDLG.
1.5 Research Questions
The research study was guided by the following research questions:
a. What is the relationship between training and employee performance and staff productivity at RDLG?
b. What is the relationship between rewards systems and employee performance and staff productivity at RDLG?
c. What is the relationship between communication and employee performance and staff productivity at RDLG?


1.6 Research hypothesis
H.0. Training provided by RDLG enhances employee performance and staff productivity.
H.1. The rewards systems at RDLG have an effect on employee performance and staff productivity.
H.2. The communication mode in RDLG influences employee performance and staff productivity.
1.7 Conceptual framework
This illustrates the relationship between the performance management and employee performance as indicated in Figure 1 below:








Figure 1.1: Conceptual frame work showing relationship between study variable’s (IV’s)
Independent Variables (IV’s)                                      Dependent Variable (DV)
Employee performance
Efficiency
Effectiveness
Timeliness/Completeness

Performance management
Coaching and Training
Rewards and remuneration
Feedback and communication







Intervening Variables
Local Government Policy 2006
Demand and supply for labour
Timely Funding
Employee Attitudes











The conceptual framework above looks at the relationship between coaching and training, rewards and salary and communication via employee performance and staff productivity in RDLG. The study results may also be influenced by intervening variables denoted by government policy, demand and supply of human resource (labor) and donor support.
1.8 Significance of the study
Most urban Local Governments, public organizations and NGOs are facing challenges in performance and employee performance and staff productivity. This study through the inquiry into the problem will help in coming up with possible measures and ways of improving organizational performance and productivity through effective training, remuneration and communication.
To the administration of RDLG, the study is important because it will provide the information on training processes and contents that can be used to enhance skills and experience of employees and also improve their skills for increased productivity. The study will also serve as a reference for ensuring prudent HRM, performance and productivity in work places.
To the policy makers, the study results will add value to the body of literature and knowledge on the effect of training and remuneration on performance of public servants and other employees in the private sector and serve as an impetus for future policy making.
To the future researchers, the study findings may be useful to future academicians by providing additional literature in the field of training, implementation and reward system management, as a means of enhancing organizational performance, employee performance and staff productivity.
1.9 Scope of the study
1.9.1 Geographical scope
The study will be carried out at Rakai District, the area corresponds to Wetlands Pen plain II. It is part of the mid-tertially or Buganda surface, which is essentially a plateau land. The same landscape is represented in large parts of East, Central and Southern Africa. The landscape is the result of a long period of in action from the end of the Karoo era to early tertiary, during which sub-aerial erosion reduced the plateau land to a very low relief. This almost perfect pine plantation was followed by slow uplift, which commenced in the early tertiary and the consequent dissection by the restored drainage system. As a result, an elevated and dissected plateau consisting of flat-topped hills or their remnants and intervening valleys was formed.
Today the remnant of this surface is well preserved in the hill areas of the district, with some of the hill ranges rising to between 1402m and 1463m with some peaks attaining 1520m. Such a range in 4 altitude is thought to have been caused by the warping in the late tertiary times and localized arching induced by rift valley formation. However, another most likely cause is the differential resistance of rocks to weathering. The rocks that have given rise to these hills are more resistant to weathering and erosion than the adjacent geological formation so that the difference in height is a product of differential erosion.
The North eastern and Western parts of Rakai District are hilly (Rakai highlands) only interrupted by two major lake depressions (Kijanebalola and Kacheera) and occasional wide flat valleys (psendoplains). The southern-eastern and north western parts of the district comprise almost flat to undulating plains topography. Therefore, Rakai District can be divided into three main topographic zones the Lake Victoria shores, the North Eastern and Western hills and the North Western plains. The geomorphology of the district renders some areas especially those that are hilly difficult to access and makes service delivery a great challenge. It also leads to soil erosion, accelerated degradation of the infrastructure and flooding of the low areas.
1.9.2 Content scope
The study was limited to examining the relationship between training and employee performance, the relationship between reward system and employee performance and relationship between communication and employee performance on employee productivity at RDLG.
1.9.3 Time scope
The study covered a period between 2015 and 2019 because it is during this period that the Local Government started raising salaries and having heavy workload. Due to the Covid-19 pandemic that induced a national lockdown by the government of Uganda, the study took longer in the collection of data and writing of the final report.
1.10 Operational definition
Performance Management Systems: This referred to both human resource and technical capacity, policy models put in place in organizations like performance-based-budgeting to ensure employee performance and staff productivity.
Employee performance: This referred to measures that are put in place to ensure efficiency, effectiveness, and timeliness/completeness of given assignments.
Training: This referred to processes, contents and type of activities which are planned, and implemented to enhance level of skill, knowledge and competency that are necessary to develop organizational intellectual property through building employee’s competencies.
Reward systems: This meant the rewards system like, the bonuses, benefits that are given to Support staff in terms of basic salary, wages, health schemes, pension schemes, transport, overtime and responsibility allowances.
Communication: This referred to the process through which information moves from top management levels to lower levels of administration and vice-versa at RDLG.








CHAPTER TWO
LITERATURE REVIEW
2.1 Theoretical perspective
Various theories have been advanced by many authors to explain the effects of performance management systems on employee performance and staff productivity. Some of the most pronounced ones include change management theory, demand and supply theory, systems theory among others. However, for this study and for proper understanding of how performance management systems like recruitment, training and orientation, reward systems influence the employee performance at RDLG, systems and change management theories will be employed.
Systems theory was advanced by Ludwig Von Bertalanaffy in the 1940’s as an interdisciplinary theory that explains the complex nature of things and how they interact in their system, society, and science as a group of objects that work together to produce the same result (Bertalanffy, 1968).Systems theory is relevant to the current study in that it emphasizes the continuous process of planning, implementing, monitoring, evaluation, motivational rewards, appraisal and development of organizational activities and objectives and human resources that ensure those objectives are completed successfully. In the same way, RDLG as an organization (system) cannot function well if one of the branches or departments is not doing its work and functions, therefore it is important to look at such bottlenecks which the current study seeks to address and suggest solutions (Bertalanffy, 1968).
Change Management Theory (Kurt Lewin, 1951; Mack et al., 1998) has been mainly applied to organizational reform to explain a reciprocal relationship between managers and their employees. In this case, employees at RDLG determine the effective performance of the organization. Change Management theory is considered suitable for reforms in many organizations where it suggests two sets of field forces that is the driving forces and the restraining forces (Graetz et al., 2010). Kurt Lewin’s (1951) force-field theory posits that change occurs in three stages: i) unfreezing, ii) moving and iii) refreezing. Unfreezing involves motivating individuals by preparing them to accept change; moving involves encouraging them to adopt new ways by having them realize that the current situation can be improved, and refreezing involves reinforcing new patterns of behavior embedded into operations of the organization.
According to Lewin’s theory, change is more likely to occur when resistance is lessened rather than when the drivers of change are increased (Bartol et al.2008). This theory is relevant to the current study in that it provides mechanisms through which changes in organizations can be implemented to ensure employee performance without facing much resistance.
2.2 The relationship between training and employee performance
Training and coaching basically deal with the acquirement of understanding, know-how, techniques and practices. In reality, training and development is one of the essentials of HRM as it can improve performance at individual, mutual and organizational levels. As the course of increasing, one’s capacity to take action, organizations are now progressively becoming meticulous with organizational learning and therefore collective development. Robert, (2014) explains that employers should not take training programs for granted. They should ensure that the people who conduct the training understand the difference between demonstrating a skill and teaching that skill to someone learning it for the first time. He further added that organizations should customize their activities to the level of ability of the employee being trained. Khawaja, etal., (2013) in their study on association of training satisfaction with employee development aspect of job satisfaction, training given to employees will result into improved levels of satisfaction of their current jobs.
Armstrong, (2004) cited in Zhang, (2012) stressed that coaching and training is an important tool in learning and improvement of employee performance and staff productivity in organizations. Coaching and training are very important elements that can be emphasized by organizations in order to enhance individual employee’s skills and knowledge so that employees’ job productivity is improved and eventually organizational objectives and targets are obtained. It is important that in order to improve employee performance, top management of the organization identifies and implements training needs for different organizational departments for smooth running of the organization (Bevan and Thompson, 1991). According to Armstrong, (2004), performance management is a strategic and integrated approach to delivering sustained success for organizations by improving the performance of the people who work in them and by developing the capabilities of teams and individual contributors through refresher courses and training.
Fletcher, (2001) cited in Zhang, (2012), stressed that a performance management system approach should include developing an organization’s mission and objectives, enhancing communication within the organization, clarifying individual responsibilities and accountabilities, then defining and measuring individual performance and rewarding performance, and finally improving staff performance and developing career progression in the future. This can be possible through coaching and training of the newly recruited staff to equip them with knowledge, skills and philosophy of the organization.
Similarly, (Black and Lynch, 1996) as in Ndafuda (2013), suggest that the training courses that are offered by organizations must be designed through considering the present and future needs of the employees and facilitate the learning of these skills. A good training or coaching course should improve the quantity and quality of organizations’ output, increase the chance of organizational success, decrease the organizational costs and expenses. Moreover, coaching is increasingly being recognized as a significant responsibility of managers, and can play an important role in an employee’s working life. Cunneen, (2006), as in Ndafuda, (2013), stressed that coaching comes naturally, and could take place during the review meetings or should be carried out throughout the year. Also, in this phase, training may be needed to improve the employees’ skills. Organizations seek to evaluate and develop the competencies of their employees and setting reward criteria based on results by applying performance appraisal (Saeed and Shahbaz, 2011).
The implementation of performance management systems takes time and effort, and participants must be convinced that the system is useful and fair (Cascio and Aguinis, 2005) as in Ndafuda, (2013). They further indicated that stakeholders’ negative perceptions of the system may carry numerous adverse consequences. Indeed, stakeholders’ negative perceptions of the performance management system may carry numerous adverse consequences. Although largely positive, a study by (Houldsworth and Jirasinghe, 2006) cited in Ndafuda, (2013), found that most managers find the performance appraisal process to be time consuming, inconsistent, inflexible, poorly communicated, having an insufficient reward link as well as lacking a high level of management capability to do it well.
Taking all of the above into account, Smit, (2015) argued that performance management may literally be seen as the management or coordination of organizational resources to render a service or create a product that will satisfy the organization as well as the clients’ expectations and goals. Smit (2015) noted that achievement in the other three perspectives relies heavily on the capacity of staff and the tools utilized in the execution of their tasks in order to realize the mission. Many organizations overlook these important aspects at their peril. Trained and skilled employees with effective tools will drive process enhancement and financial constraints, resulting in customer and mission success. The three areas important to capture in this perspective, include employee skills and competence, information flow and motivation and alignment.
Moreover, studies conducted in supermarkets, banks, Ministry of Energy and industries indicated that employee performance is influenced by performance management process (Gichuhi, Abaja and Ochieng, 2012); Fletcher, (2002) and (Omusebe, Kimani and Musiega, 2013) cited in (Kipsegerwo, Kimutai and, Kimani 2016). In Nigeria and Uganda, employee performance is of great concern as institutions face the obstacles of recruiting the right staff, redundancies, retaining talent, staff development, and performance management process issues. Performance appraisal, training and development and reward system are very genuine tools to act as remedies to the problems (Onyije, 2014 and Kyakulumbye, 2013) cited in (Kipsegerwo, Kimutai and Kimani, 2016).
In addition, employee performance in organizations is characterized by improved quality of the service in the organizations, reduced complaints, and increased number of clients and volume of sales (Oluoch, 2007) cited in (Kipsegerwo, Kimutai and Kimani, 2016). However, there still exists a dilemma when it comes to performance management process (Prowse and Prowse, 2009), cited in (Kipsegerwo, Kimutai and Kimani, 2016), therefore creating a gap in the literature. Performance management process is one of the most positive and essential developments in the domain of management as it yields higher levels of engagement, retention and employee performance (Fletcher, 2002) cited in (Kipsegerwo, Kimutai and Kimani, 2016).
2.3 The relationship between rewards and remuneration and employee performance
According to Schoeffler, (2005), reward systems are the instruments that make the relationship between rewards and remuneration and employee performance happen. An effective reward program may have three components e.g., immediate, short-term and long term. This implies instantaneous recognition of a good performance, short- term rewards for performance could be offered monthly or quarterly and long- term rewards could be given for having been loyal over the years. Randell, (2014) reports implicitly that when good performance is observed and then rewarded, the chances of it being repeated are increased, while poor performance is discouraged or even punishable to decrease the chance of it happening again.
In developing an appraisal system for organizations, management needs to think through pay increases and promotions Moulder, (2011). Employees who get a large bonus will possibly want to get it next year too. On the other hand, employees who receive little bonus reflects how the company assessed their performance, and might consider improving next year. Cash bonus is another way of rewarding employees for exemplary performance that is if they have performed highly or exceeded their set targets, hence making them eligible.
Kotelnikov, (2010) stressed that the only way employees will satisfy the employer’s dream is to share in their dream. If the employees fail to meet the set target, a career development plan can be implemented through training and provision of appropriate reward system to enhance their performance. The reward should reflect the business objectives and the fair contribution of individual employee efforts to achieve high performance. In addition, he noted employees who are appraised seem to have better acceptance of the appraisal process, and feel more satisfied with it, when the process is directly associated to rewards.
According to (Saeed and Shahbaz, 2011), performance management systems have direct implications for rewards and recognition. Organizations invest huge amounts of financial and non-financial resources in performance management systems, and it is important that such systems are owned and used effectively by all concerned. Therefore, employees’ perceptions of the system are vital. Fletcher, (2004) cited in Ndafuda, (2013), contends that employee consultation is vital because it enhances ownership of the system and its effectiveness. There is however a misconception among a large number of employees regarding performance management systems for instance appraisals, which they regard as not playing any role in an employees’ career planning and productivity.
Pay for performance or reward system can be used together as a tool to assess performance. Moreover, in an organization, employees are most likely to perceive that pay differences are made fairly when they are provided with information regarding the appraisal process and employees are allowed to discuss the appraisal results. According to the view of Locke, (2004), cited Zhang, (2012) the pay-for-performance principle involves providing monetary rewards through carefully designed compensation systems that base pay on measured performance within the participants. In most situations, properly designed pay-for-performance systems will lead to better performance results. Pay for performance systems make major contributions to performance through two main mechanisms. First, they positively influence motivation to perform. Second, they impact the attraction and retention patterns of organizations, thereby affecting the ability of individuals available to perform. Pay for performance systems can deliver monetary rewards at the individual, small group, and/or divisional or organizational level. All of this can positively impact performance at different levels.
2.4 The relationship between communication and employee performance
According to Guzzo, Jette and Katzell, (2005); Kopelman, (2000), in Ndafuda, (2013) performance management systems should ensure employee development and feedback. A well accepted finding in psychological research is the generally positive influence of feedback or knowledge of results on performance. Feedback can inform individuals as to the accuracy and progress of their performance as well as motivate them through affecting perceptions of competence and accomplishment. It has been shown that individuals are motivated to seek feedback, if the feedback is seen as a valuable resource, to reduce uncertainty and to provide information relevant to self-evaluations Ashford, (2007) in Ndafuda, (2013). There is also evidence that performance feedback, if given appropriately, can lead to substantial improvements in future performance.
According to Awases, (2008), effective and timely feedback is essential for ensuring effective performance of organizational activities and tasks. It should be given in a way that will contribute to improvement of performance. According to Jooste (1993), in Ndafuda, (2013), sufficient and immediate feedback should be given on a continuous basis to ensure immediate
response and improvement in performance. This should be done in intervals of four to six months and should not be left to the end of the year. He further suggests that supervisors should take their views from a wide range of perspectives, including from their colleagues, to help in providing a better assessment report.
Hargie and Tourish, (2009), in Ndafuda, (2013), stressed that enhancing communication within the organization, makes employees not only aware of the objectives and planned activities of the organization but also contribute to their formulation. Besides, employee communication could be discussed in the narrowly defined context of mediated communication, for instance, the impact of internal newsletters or specialized internal communication tactics. However, Cameron and McCollum, (1993) cited in Ndafuda, (2013), found that employees tended to prefer direct interpersonal communication to mediated communication when they need more information on ongoing issues of their organizations. According to Robertson (2005), in Ndafuda, (2013), an effective communication climate is based on such topics: job, personal, operational and strategic issues. He noted that favourable employee communication has been shown to increase job satisfaction and employee performance.
Moreover, effective performance feedback has the potential to enhance employee engagement, motivation, and job satisfaction Aguinis, (2009). Performance feedback is a critical component of all performance management systems. It can be defined as information about an employee's past behaviours with respect to established standards of employee behaviours and results. Effective performance feedback is timely, specific, behavioural in nature, and presented by a credible source. The goals of performance feedback are to improve individual and team performance, as well as employee engagement, motivation, and job satisfaction Aguinis, (2009). Performance feedback is effective in changing employee work behaviour and enhances job satisfaction and performance. On the other hand, he noted that it is necessary to analyse and understand the feedback which is always ignored because of its complexities.
Research by Ashford and Cummings, (2000) in Ndafuda, (2013), demonstrates that feedback has strong positive effects on the performance of both individuals and groups, specifically through role clarification, improved self-efficacy, the establishment of behaviour reward contingencies and increased self-regulatory control processes. Similarly, according to Armstrong and Baron, (2006), actual performance could also be compared to the desired performance, therefore the outcome is evaluated and a development plan is set based on the weakness. This comparative approach also provides a feedback mechanism to employees.
Fletcher, (2004) in Ndafuda, (2013) pointed out that enhancing communication within the organization so that employees are aware of the objectives and the business plan, and employees can continue with communication in the production process for exchanging information, discussing problems and seeking feedback. It is important for managers to develop a fully integrated strategy which enables the different forms of communication to contribute to the success of the firm’s mission or common goal. Moreover, continuous communication or exchanging information between an organization’s strategic managers and its internal stakeholders should be designed to promote commitment to the organization and be aware of its changing environment and understanding of its evolving aims Welch and Jackson, (2007).










CHAPTER THREE
RESEARCH METHODOLOGY
3.1 Introduction
This section covers the research design, the study population, the sample size and selection, sampling techniques, methods of data collection, procedure of data collection, data management and analysis, reliability and validity of the research instruments as well as data processing, analysis and interpretation.
3.2 Research design
According to Kombo and Tromp, (2006), a research design is the glue that holds all the elements in a research project together. The survey research design was used because it puts into consideration constraints of cost, it is created quickly, administered easily and is used to collect information on a wide range of issues that include personal facts, attitudes, past behaviours and opinions. In this research, the population was large and could not be managed easily, but with the use of samples taken it was possible to obtain accurate and ample information.
The study was carried out through a survey research design. According to Oso and Onen, (2009), surveys are used where populations are investigated by selecting a sample to analyse and discover occurrences at certain point in time. A survey provides numeric description of events of some parts of the population and explains the events as they were and how they ought to be, whereas the cross-sectional design helps to obtain data from a given section of the respondents at given times in the research process.
3.3 Study population
McMillan and Schumacher, (2001) state that population refers to a group of individuals that have one or more characteristics in common that are of interest to the researcher, therefore the study population comprised of Town Clerk, Line Administrators, human resource office, department employees and Support staff at RDLG.
According to UBOS it estimated the population of Rakai at approximately 484,400. On 27 August 2014, the national population census put Rakai's population at 518,008.
3.4 Sample size
A sample of 62 respondents as illustrated in Table 3.1 was selected to constitute respondents for the study. This was determined based on Source: Krejcie and Morgan (1970) in Amin (2005) as attached on the list of Appendix
Table 3.1 Category and target population, sample size and sampling techniques
	Population
Category
	Population
Size
	Sample
size
	Sampling
technique

	CAO
	1
	1
	Purposive

	Line Administrators
	8
	4
	Purposive

	Human Resource Office
	2
	2
	Purposive

	Department Employees
	41
	36
	Simple random sampling

	Support Staff
	30
	19
	Simple random sampling

	TOTAL
	82
	62
	


3.5 Stratified sampling
Each stratum is then sampled using another probability sampling method, such as cluster sampling or simple random sampling, allowing researchers to estimate statistical measures for each sub-population. Researchers rely on stratified sampling when a population’s characteristics are diverse and they want to ensure that every characteristic is properly represented in the sample. This helps with the generalizability and validity of the study, as well as avoiding research biases like under coverage bias.
3.5.1 Random Sampling
Random sampling is one of the simplest forms of collecting data from the total population. Under random sampling, each member of the subset carries an equal opportunity of being chosen as a part of the sampling process. For example, the total workforce in organisations is 300 and to conduct a survey, a sample group of 30 employees is selected to do the survey. In this case, the population is the total number of employees in the company and the sample group of 30 employees is the sample. Each member of the workforce has an equal opportunity of being chosen because all the employees which were chosen to be part of the survey were selected randomly. But there is always a possibility that the group or the sample does not represent the population as a whole, in that case, any random variation is termed as a sampling error.

3.5.2 Sampling techniques
The simple random sampling designs were used in the study.
3.6 Data collection methods
The study applied questionnaire surveys, on line and face to face interviews for data collection as used by Mugenda and Mugenda, (2003).
3.6.1 Questionnaire survey
A questionnaire survey is a data collection method that is used to collect views of a group of people from a target population. The survey methodology was guided by principles of statistics right from obtaining a sample to the time of analysis and interpretation. The steps followed in the process of conducting the questionnaire survey included: (i) clarifying the purpose, (ii) formulating survey goals, (iii) verifying the resources, (iv) choosing a survey method, (v)
performing the sampling, (vi) writing the questionnaire, (vii) pilot testing and revising or changing the questionnaire, (viii) administering the questionnaire, (ix) processing and storing data, (x) analysing and interpreting the survey results, (xi) making conclusions and reporting the survey results.
3.6.2 Interview
Interview technique as used by Mugenda and Mugenda, (2003) was deployed to collect data for the study. This method involved face to face interviews which had a distinguished advantage of creating rapport with potential participants and therefore gain their cooperation. During the face-to-face interviews, the Ministry of Health Covid-19 standard operation procedures were adhered to due to the Covid-19 pandemic in the country. Furthermore, online interviews using phones and emails were used for respondents who could not be met physically.
3.7 Data collection tools/instruments
According to Kavulia, (2007), data collection tools/instruments provide firsthand information from respondents. A number of tools were used for data collection and these included self-administered questionnaires and interview guides.
3.7.1 Self-administered questionnaire and interview guide
This study opted to use the questionnaire technique because it can be used to collect large amounts of information from a large number of people in a short period of time. In addition, the questionnaire technique was relatively cost effective, quick and easily quantifiable to be used in analysing data and comparing findings. This same questionnaire technique was used by Kavulia, (2007). The other tool used in this study was interview guide where questions were set to guide
oral interaction between the enumerators and respondents following the procedure according to Connaway and Powell, (2010).
3.8 Data quality control
The following criteria were applied to this qualitative and quantitative study in order to make the research credible in terms of reliability and validity. Respondents were checked for credibility through the Human Resource Office. This was so to ensure the correctness of information to be provided for the survey.
3.8.1 Reliability
Saunders et al. (2007) defines reliability as the characteristics of measurement regarding precision, accuracy and consistency. For the data to be reliable, it should yield the same results if the study is repeated a number of times. Usually, reliability is ensured through minimizing errors in the research tools. Reliability was ensured through a test-retest-strategy. This involved piloting about 07 questionnaires to the students of education at post graduate levels outside the study population. The questionnaires were re-piloted and results compared with the previous pilot study. Only those items with correlation coefficient greater or equal to 0.7 were included in the questionnaires because a value of at least 0.7 was acceptable for the study. The coefficients were determined through ranking items in the first study and those in the second study to determine the difference between ranks.
According to Babbie, (2010), reliability refers to the extent to which the same answers can be obtained using the same instruments more than one time. In simple terms, if your research is associated with high levels of reliability, then other researchers need to be able to generate the same results, using the same research methods under similar conditions. It is noted that reliability
problems crop up in many forms. Reliability is a concern every time a single observer is the source of data, because we have no certain guard against the impact of that observer’s subjectivity. According to Wilson, (2010) reliability issues are most of the time closely associated with subjectivity and once a researcher adopts a subjective approach towards the study, then the level of reliability of the work is going to be compromised.
Data was collected by the researcher thereby avoiding the potential of bias. Transcriptions were checked against verbatim notes. The internal consistency of data coding and analysis was enhanced since the researcher the coding and analysis.
3.8.2 Validity
Validity was explained as the extent to which requirements of scientific research methods had been followed during the process of generating findings. Oliver, (2010) considers validity to be a compulsory requirement for all types of studies. There are different forms of research validity and main ones are specified by Cohen et al (2007) as content validity, criterion-related validity, construct validity, internal validity, external validity, concurrent validity and face validity.
Measures to ensure validity of the study included, but not limited to the following:
a) Appropriate time scale for the study had to be selected;
b) Appropriate methodology had to be chosen, taking into account characteristics of the study;
c) The most suitable sample method for the study had to be selected;
d) The respondents were not to be pressured in any way to select specific choices among the answer sets.
It was important to understand that although threats to reliability and validity could never be totally eliminated, however the study needed to strive to minimize these threats as much as possible. To enhance confidence in the findings, data was collected using self-administered questionnaires and interviews which was a way of methodological triangulation.
3.9 Procedure of data collection
Tools such as questionnaires and interview guides were developed before the researcher visited RDLG.The researcher with an authority letter from the university introduced herself to the authorities of RDLG and the corresponding respondents. This was intended to obtain permission from authority and also enable her create rapport with the respondents.
In order to create a relationship between the researcher and respondents of the study, the study was undertaken in the environment of the respondents’ choice (Connaway and Powell, 2010). Key informants were also interviewed at their convenience. In this way the respondent guided the interview and thereafter, the researcher was able to direct, select and structure the story the way she wanted it. Data editing, coding and cleaning was done after data had been collected to ensure that all mistakes made by respondents were cleared and then data were entered into the computer for analysis and interpretation.









3.10 Data presentation and analysis
Raw data collected were coded, grouped and presented in tables and graphs as presented by Kothari, (2011). When data is coded, grouped and presented in tables and graphs, it allows for drawing of clear conclusions. Partington, (2003) states that there is little standardization with no absolute conclusion where a specific type of qualitative data relates to a specific type of analysis, Neuman (2011) further opines that no single qualitative data analysis approach is widely accepted, while Schurink et al., (2011) posit that there are always variations in the number and description of steps for the same process of data analysis by different authors.
From the above reviewed studies, each qualitative data analysis in this study was uniquely designed. Qualitative data analysis of this research (responses from the semi-structured interviews) was done according to a qualitative content analysis process that integrates Creswell’s (2013) analytic spiral with the process as described by Marshall and Rossman (1999).
3.11 Measurement of variables
The research variables (contribution of performance management and employee performance) were measured by the Likert scale: 5-strongly Agree, 4-Agree, 3-Neutral 2-Disagree and 1-strongly disagree.
3.12 Ethical consideration
The researcher considered the research values of voluntary participation, anonymity and protection of respondents from any possible harm that could arise from participating in the study. Thus, the researcher introduced the purpose of the study as a fulfillment of a master’s study program and not for any other hidden agenda. She requested the respondents to participate in the study on a voluntary basis. The researcher assured respondents of confidentiality of the information given and protection from any possible harm that could arise from the study since the finding would be used for the intended purpose. The respondents were provided with feedback about the findings of the study.



CHAPTER FOUR
PRSENTATION, ANALYSIS AND INTERPRETATION OF RESULTS
4.0 Introduction
This section presents the socio-demographic characteristics of the respondents online while the last part presents analysis of empirical findings where descriptive was used to examine the relationship between variables and statistical significance between the study variables.
4.1 Response rate of respondents
This refers to the percentage of people who responded to the survey online due to busy schedules and location. In the study, from 62 questionnaires which were administered to respondents online only 30 questionnaires were not answered leaving 32 questionnaires which the respondents answered online. There were seven (2) planned interviews of which six (0) of them were successfully conducted. The breakdown of the number of questionnaires and interviews conducted are presented in Table 4.1.






Table 4.1: Study of response
	Category of respondent
	No. of questionnaires administered
	Returned
	Percentages

	Department employees
	32
	32
	89%

	Support staff
	25
	20
	95%

	Key informants
	No. of interviews planned
	Conducted
	

	CAO
	2
	1
	100%

	Line Administrators
	3
	2
	75%

	Human resource officers
	2
	2
	100%



According to Mugenda and Mugenda (2012) a response rate of 40% is adequate for analysis and reporting, therefore during the study, the response rate was not commendable. Therefore, 30% on average for the study was a success response rate and this was attributed to the hard work of the researcher who conducted the study to respondents at RDLG online with a few of the employees. In addition, the researcher ensured that the study was made on time with different selected key informants which guaranteed that most of the planned interviews were conducted online in the required time frame for field work.
4.2 Socio-demographic characteristics of respondents
[bookmark: _Toc458704210]Information about the socio-demographic characteristics of respondents considered in this section included: gender, highest level of education and the time one has spent at the Local Government.

4.2.1 Gender of respondents
The gender of respondents was considered important during the study because men and women have different issues like domestic chores, attitude and expectations that affect their commitment and performance to work. The kind of job one performs provides different perspectives towards commitment and level of performance at work. Gender is a cross-cutting issue that influences performance management systems in many organisations, therefore, it was necessary to analyse this variable in respect to gender balance, gender roles and other factors that influence performance of employees at RDLG.
Figure 4:2:1
[image: ]


Results in Fig 4.1.2 revealed that majority of respondents (57%) were males compared to females (43%). This implies that most employees at RDLG are males since most of the Support staff is involved in casual activities like lifting heavy machines, cleaning which require a lot of energy and can be provided by male counterparts compared to females.
4.2.2 Education level of respondents
Education level of respondents was important since it influences the way people perceive and interpret issues that affect them, but also their experiences during interaction with colleagues while at work and the implications of such experiences on their levels of motivation and performance at work.
Table 4.2.2
	Education level
	Frequency
	Percentages

	Secondary level
	22
	35%

	Diploma level
	10
	16%

	Degree and above
	30
	48%

	Total
	62
	99





Results of the study as provided in Table 4.2.2 revealed that most of the respondents (48%) had obtained degree level of education, followed by those with diplomas at (16%) and lastly those who had secondary education were at (35%). This implied that all respondents were literate, hence were able to read and write which helped in administering of questionnaires as they were able to answer all questions and data collected could be relied upon as accurate and without bias.
4.2.3 Duration of respondents at the Local Government
It was important to find out the period each staff had spent at RDLG as employees who work in an organization for a long period have more experience which also determines the level of performance in the organization. In this context, the researcher wanted to establish how long employees have been in service and if such factors could in some way influence their level of performance.
[image: ]

Figure 4.2.3 Period staff spent at the Local Government
Fig. 4.2.3 indicates that majority of staff had spent more than seven (7) years at the Local Government (57%), followed by those who had spent 5-7 years at 25%, 14% of them had worked for 2-4 years while 4% had worked for a period of 1-2 years. These results tally with the age of selected key informants found within the top officials who had served for more than 7 years on average at the Local Government. Thus, this revealed that respondents have a wide range of working experience and this helps them perform better while at their duty stations.
4.2.5 The relationship between training and employee performance at the Local Government
The study undertook to find out the relationship between training and employee performance through administering questionnaires to respondents online. From the findings, results were presented under different sub-themes to make analysis more logical and easier to interpret.
4.3 Employees receiving training
It was important for the study to establish the number of respondents who had ever undergone training and those who had not as this information was meant to give insights on how seriously training is taken at the Local Government. In order to obtain these findings, respondents were asked if they had ever received any training session or not and the results were positive basing on the researcher.
Table 4.3 Training of employees at local government
	Ever received training
	Frequency
	Percentages

	Yes
	57
	91%

	No
	5
	8%

	Total
	62
	100



The results in Table 4.3 indicate that majority (91%) of respondents had received training while 8% had not been trained. This implied that at RDLG, training of employees is taken seriously. 8% of those who are not trained accounts for Support staff whose main activities are casual and do not require specific training. These findings are supported by information from key informants in top management who revealed that training is considered a very important resource for empowering Local Government employees in order to acquire the required skills and knowledge.
In line with that, one administrator had this to say during the online interview:
“As you are aware, the Local Government deals with urban service delivery which is a very sensitive issue, therefore an employee must be well trained to be professional in order to provide technical services and maintain accountability. Hence training is a very important element in all the Local Government activities” (Online interview with one of the administrators at the Local Government, June 2023).
4.3.1 Training and reward methods used at the Local Government
The training methods were used as an insight to find out whether employees under go comprehensive or basic training. Respondents were asked to mention the type of training methods used by the Local Government in imparting knowledge to them in order to effectively deliver on their assignments.
The findings made are supplemented by information from the key respondents who noted that coaching is increasingly becoming one of the most important methods of training employees in organizations. The Local Government has therefore integrated coaching in its training programs as it remains one of the important ones. They noted that although funding for training programs keeps on reducing, the Local Government has consistently kept training at the forefront of its activities since it greatly improves employee performance.
Table 4.3.1 Training and reward methods used at Local Government
N=62
	Training methods
	Yes
	No
	Not sure

	[bookmark: _Hlk141964909]Coaching
	50(80%)
	14(27%)
	5(10%)

	Job rotation
	19(30%)
	23(44%)
	10(20%)

	Workshops/seminars
	27(43%)
	16(31%)
	5(10%)

	Internships
	10(29%)
	24(46%)
	13(25%)

	Apprenticeship
	14(27%)
	28(53%)
	10(20%)



Results in Table 4.3.1 revealed that coaching (80%) was the most common method of training used, followed by workshops or seminars at 43%, job rotation at 30%, internships was 29% and lastly apprenticeship 27%. To enhance levels of employee performance, training methods like: coaching, workshops and job rotation which had bigger percentages need to be emphasized at the Local Government to ensure that each employee is provided with the opportunity to develop their full potential to perform effectively on assigned duties and responsibilities.
The above findings are supplemented by information from the key respondents who noted that coaching is increasingly becoming one of the most important methods of training employees in organizations. The Local Government has therefore integrated coaching in its training programs as it remains one of the important ones. They noted that although funding for training programs keeps on reducing, the Local Government has consistently kept training at the forefront of its activities since it greatly improves employee performance.
4.3.2 Training schedules at the Local Government
The study further had to establish how often employees receive training as this influence’s performance significantly. Employees who undergo training have skills and technical expertise to efficiently and effectively perform their tasks than those who have never been trained. In order to obtain information about how often the employees receive training, respondents were asked to select the most appropriate options as provided in the questionnaire.





Table 4.3.2: Training schedules at the Local Government
N=62
	Training duration at the Local Government
	Yes
	No
	Not sure

	Quarterly basis
	20(38%)
	24(46%)
	8(15%)

	Every after six months
	30(57%)
	15(28%)
	7(13%)

	Once in years
	13(25%)
	35(67%)
	4(7%)

	Once in our career time
	8(15%)
	31 (46%)
	13(25%)



From results in Table 4.9, majority of respondents (57%) mentioned that training was done every after six months, followed by those of quarterly basis (38%), once in a year were at 25% and lastly those of once in their career time (15%). This implied that training has been given special attention at the Local Government and employees are able to benefit from such performance management functions.
4.3.3 Challenges of training function at the Local Government
It was necessary to establish the challenges faced by employees and the Local Government when conducting training. If the challenges were found to be not so severe, then employee performance was expected to be high and vice versa. In order to obtain this information, the researcher asked the respondents to select the most appropriate options from the questionnaire as it was carried out online.

Table 4.3.3 Challenges of training function at RDLG
N=62
	Elements on the challenges in training
	Always
	Some times
	Never

	Lack of comprehensive training needs assessment
	14(27%)
	30(57%)
	8(15%)

	Lack of motivation about training among employees
	19(37%)
	23(44%)
	10(19%)

	Challenges with selection criteria of employees
	25(48%)
	22(42%)
	5(10%)

	Lack of a clear-cut written training development policy
	15(28%)
	24 (46%)
	13(25%)

	Failure to evaluate the effectiveness of training function
	28(54%)
	14(27%)
	10(19%)



According to the results in Table 4.10, majority of respondents said that failure to evaluate the effectiveness of the training function (54%); challenges with selection criteria of employees (48%); and lack of motivation about training among employees at 37% were the common challenges faced in meeting the needs for the training function. This implied that in order to effectively implement the training function, these factors need to be taken into consideration at RDLG. Other factors that were mentioned to be affecting the training function included: lack of comprehensive training needs assessment (57%) and lack of a clear-cut written training development policy (46%)


4.3.6 Relationship between reward systems and employee performance at the Local Government
Results concerning the relationship between reward systems and employee performance were obtained using the questionnaire where respondents were asked to select the most appropriate statements which were designed in 5 Likert scale format. In the Likert scale of 1-5 (Strongly Agree [SA] to Strongly Disagree [SD]). The responses were summarized using percentages, mean and StdD as given in table.












4.3.7 Relationship between reward systems and employee performance
	Statements on reward systems
	SA
	A
	N
	D
	SD
	Mean
	StdD

	I understand how benefits, salaries, and pay increases are determined
	10%
	69%
	27%
	9%
	4%
	4.441
	1.324

	I understand my pay grade and how the grade was determined
	15%
	55%
	5%
	15%
	10%
	4.281
	1.213

	I understand the criteria used for promotions at the Local Government
	10%
	42%
	11%
	28%
	9%
	3.556
	.8742

	I am contented with the Local Government’s benefits (pension, medical aid etc)
	12%
	51%
	18%
	14%
	15%
	3.982
	.9845

	Pay and rewards motivates me to have sense of belonging at work.
	25%
	42%
	4%
	15%
	14%
	3.874
	.9742

	I have a know-how in how my total pay is determined
	20%
	30%
	2%
	18%
	--
	3.669
	.8271

	The basic pay I earn is competitive when compared to other companies
	10%
	45%
	15%
	31%
	2%
	3.878
	.7462

	The basic pay I earn is competitive when compared to other companies
	12%
	65%
	28%
	8%
	6%
	4.262
	1.326



The table above revealed that majority of respondents were in agreement with statements that they understand how benefits, salaries, and pay increases are determined as reflected by 79%, the basic pay I earn is competitive when compared to other companies (77%), I understand my pay grade and how the grade was determined (70%) and pay and rewards motivates me to have sense of belonging at work (67%).














CHAPTER FIVE
SUMMARY, DISCUSSIONS, CONCLUSION AND RECOMMENDATION
5.0 Introduction
This chapter presents the conclusions and recommendations of the study basing on the data collected from the field.
The specific objectives of the study were:
To examine the relationship between training and employee performance at RDLG.
To establish the relationship between reward system and employee performance at RDLG.
To find out the relationship between communication and employee performance at RDLG.
5.1 Summary of findings
The assessment of the impact of performance management systems on staff productivity revealed several crucial findings. Firstly, employees expressed a desire for more regular feedback and communication with their supervisors. The lack of ongoing discussions hindered their understanding of performance expectations and resulted in disengagement. Secondly, transparent goal-setting was found to be pivotal in aligning employees' efforts with organizational objectives. When employees had clear and measurable goals, their motivation and commitment to achieving them increased significantly.
[bookmark: _Toc57192795]5.1.1 Summary of the major findings on the relationship between reward systems and employee performance at the Local Government
The study revealed that pressure from employees to attain increased quality & innovation, demands and directives of top management, changing business strategies and needs, wishes and demands of employees to be the four major drivers of training at RDLG. This implied that at RDLG, employees take training to be one of the avenues for developing their potential and hence competitive in executing duties.
From the findings, it was revealed that majority of employees receive training upon joining the Local Government, performance appraisal is conducted and supervisors’ give recommendation. Lastly, employees who request for training should also be considered for further training. This implies that training is one of the most important elements of performance management and has been given consideration at the Local Government.
It also relived that in order to effectively implement training, the above factors need to be taken into consideration at RDLG. Other factors that were revealed in affecting training sometimes included; lack of comprehensive training needs assessment and a clear-cut written training development policy.
From findings of the study, it was revealed that in order to enhance employee performance at RDLG, there is need to design: comprehensive training programs with rich content relevant to improving employees’ skills, proper training policy guidelines and schedules to enhance employee performance. The study further revealed that majority of respondents were in agreement with statements that: they understand how benefits, salaries, and pay increases are determined as reflected by the basic pay I earn is competitive when compared to other companies, I understand my pay grade and how the grade was determined and pay and rewards motivates me to have sense of belonging at RDLG. This implied a high level of agreement.
5.1.2 Summary of the major findings on the relationship between communication and employee performance
In summary, the relationship between communication and employee performance was found to be that majority of employees are in agreement that feedback helps them to inform the accuracy and progress of performance.
The findings of the study also revealed that majority of respondents were in agreement with statements that, improved productivity of each employee generates huge outcomes, reward systems improve self-confidence at the work place, members of the public are well attended to and it improves Local Government efficiency.
5.1.3 Summary of the findings on the relationship between training and employee performance at RDLG
From the findings, it was revealed that training is considered to be an important resource for empowering employees in executing their duties at RDLG. It was also revealed that training approaches like coaching, workshops, job rotation need to be emphasized in ensuring that each employee is provided with an opportunity to develop their full potential in performing their duties.
The study further revealed that training helps employees to be more productive and efficient when performing duties, training increases employees’ ability to be creative. From the study it was found that training enables employees to identify their strengths and weaknesses while at work and that training is aligned with the goals and objectives of the Local Government.
This implied that there was a high level of agreement for these statements concerning the relevance of training on employee performance at RDLG.



5.2 Conclusion
In conclusion, the study findings provide valuable insights into the impact of performance management systems on staff productivity a case in Rakai District Local Government (RDLG). The results highlight the importance of reward systems, communication and training needs in aligning the organizations objectives, performance of employees and their behaviors leading to improved performance. Job rotation and training were identified as effective training methods while coaching and mentoring contributed positively. Furthermore, conducting more training, coaching, job rotation, workshops, seminars internships and monitoring employee progress through the training evaluation were found to enhance organizational performance. These findings underscore the importance of a well-structured training and evaluation process in promoting growth and success within RDLG.Carrying out these practices can lead to a continued improvement in organizational performance and tremendously contribute to the success of Rakai district local government.




5.3 Recommendation
The study provides the recommendations on the impact of performance systems on staff productivity on organizational performance a case of Rakai District Local Government (RDLG).
Emphasize effective training methods: The study recommended that there is a need for Management at RDLG to put in place mechanisms to ensure that training of employees is continuous and well elaborated for employees to gain the required skills in providing quality services to clients. This can be attained through writing project proposals to donors and government agencies to lobby for more funds since one of the major challenges faced in ensuring training function is inadequate funds.
Implement training evaluation: The study highlights the importance of thorough training evaluation practices, including conducting assessments, giving tests and monitoring employee progress. Therefore, the study recommends that RDLG should establish a systematic training evaluation process to assess the effectiveness of training initiatives and measure their impact on employee performance and overall organizational success.
Collaborating and knowledge sharing: This study recommends the emphasis to encourage collaboration and knowledge sharing amongst departments and employees. Develop peer to peer learning opportunities to facilitate the dissemination of best practices and skills throughout the organization.
Strengthen training needs assessment: This study recommends RDLG to prioritize and strengthen the process of training needs assessment. Through identifying and understanding the specific objectives required for training will enable the organization to work on its training programs effectively, lining them with organizational goals and employee developmental needs.
Encourage effective communication: The study recommends that effective communication should be used by RDLG Management to avail information about goals, objectives and activities of Local Government. There should be an effective performance feedback that translates into improved employee performance. This is because feedback enables employees to recognize what is expected of them. Effective communication should be free from errors based upon personal biases like stereotyping, nepotism and favoritism which destroy the spirit of positive competition and performance among employees.
Recognizing well performing employees: The study recommends that RDLG should reward employees for enhanced productivity levels. For every opportunity possible, Management of Local Government should formally recognize good employee efforts towards enhanced performance. This will increase chances of high employee performance since employees will be competing to perform better and in the long run poor performance will be minimised. This can only be possible if the reward system and evaluation process is fair and transparent where each employee feels secure to share their opinions and challenges.
5.4 Areas of further research
Based on the findings of the study, it was not conclusive and here are the following areas for further research.
Performance appraisal systems and their effectiveness in reducing employee turnover in the public service.
The need to establish the effect of performance management processes on employee turnover in Local Governments in Uganda.
To gain an ample understanding on this subject, future research should be narrowed down to the effect of each indicator (training, reward systems and communication) on employee performance in micro-financial institutions since they cover many people in rural areas in Uganda.
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Appendix 1
QUESTIONAIRE for Employees and Support Staff
Dear Sir/Madam,
My name is ACEN KAREN NYAKATO, a Bachelor’s student of Uganda Christian University Mukono, conducting a research project titled, “Assessing the Impact of Performance Management Systems on Staff    Productivity: A Case of Rakai Local Government”. I am kindly requesting you to spare some time and provide answers to the questions as designed in the questionnaire. The answer or your opinions will be very helpful in the writing of my dissertation. The information you provide will be treated with confidentiality and no names will appear in final write up of this report.

Yours sincerely,
ACEN KAREN NYAKATO
Student.







Section A: General Profile of Respondents:
Instructions: Please tick the most appropriate item of your choice.
1. What is your gender?
a. Male (Yes) b. Female
2.What is your education level?
a) Primary level b. Secondary level c. Diploma d. Degree e. Masters and above (Yes)
3. Designation at RDLG
4.Experience/Duration at Magistrate court
a) Less than 1 year b. 1-2 years c. 2-4years d. 5-7 years (Yes) e. More than 7 years
Section B: Training and employee productivity at RDLG
5.Have you ever under gone job training?
1. Yes (Yes) 2. No
6. Which of the following training approaches is used by the Local Government to train its employees (Tick as many boxes)
1.Yes 2. No 3. Not sure
	Training approaches
	YES
	NO
	NOT SURE

	Job rotation
	1
	2
	3

	Coaching
	1
	2
	3

	Apprenticeship
	1
	2
	3

	Internships
	1
	2
	3

	Workshops/seminars
	1
	2
	3


9. To what extent do you agree with the following statements that indicate relevance of training to employees at RDLG? (Please circle the most appropriate according to your opinion using codes below)
1. Strongly Agree 2. Agree 3. Neutral 4. Disagree 5. Strongly disagree
	Elements on the relevance of training
	SA
	A
	N
	D
	SD

	Training increased my ability to have thinking and creativity
	1
	2
	3
	4
	5

	It helps me to make the best choices at the right time
	1
	2
	3
	4
	5

	The method of the training motivated me to perform better
	1
	2
	3
	4

	5

	The training program was not relevant to my work
	1
	2
	3
	4
	5

	I would be able to have the same output without training
	1
	2
	3
	4
	5

	The training program is aligned with the goals and objectives
	1
	2
	3
	4
	5

	It helps me to become productive and efficient
	1
	2
	3
	4
	5













10. In your opinion, what do you consider as the four (4) major driving forces for training at RDLG? (Tick the most appropriate boxes)
1.Most Important 2. Important 3. Less Important
	Drivers of training function
	Most important
	Important
	Less important

	Increased domestic competition
	1
	2
	3

	Global competition
	1
	2
	3

	Changing business strategies
	1
	2
	3

	Pressure to increased quality & innovation
	1
	2
	3

	Demands and directives of top management
	1
	2
	3

	Needs, wishes and demands of employees
	1
	2
	3



11. What criterion is used to select employees for training at the Local Government? (Please tick as many boxes as most appropriate)

1.Yes 2. No 3. Not Sure
	Criteria used to select staff for training
	Yes
	No
	Not sure

	On joining the Local Government
	1
	2
	3

	Supervisor’s recommendation
	1
	2
	3

	Upon request by the employee
	1
	2
	3

	Performance appraisal results
	1
	2
	3





12. How often do you go for training? (Please tick as many boxes as most appropriate)
1.Yes 2. No 3. Not sure
	Training duration at magistrate courts
	Yes
	No
	Not sure

	Quarterly basis
	1
	2
	3

	Every after six months
	1
	2
	3

	Once in a year
	1
	2
	3

	Once in our career time
	1
	2
	3



13. Major perceived difficulties/problem of training function at RDLG
1.	Always 		2.	Sometimes		3.	Never
	Elements on the challenges in training
	Always
	Some times
	Never

	Lack of comprehensive training needs assessment
	1
	2
	3

	Lack of motivation for training among employees
	1
	2
	3

	Lack of transfer of knowledge on the job
	1
	2
	3

	Lack of a clear-cut written training development policy
	1
	2
	3

	Failure to evaluate the effectiveness of training
	1
	2
	3





Section C: Reward systems and employee performance at RDLG
14. To what extent do you agree with the following statements that indicate relevance of remuneration and employee performance? (Circle the most appropriate answer using codes below)
1. Strongly Agree 2. Agree 	3. Neutral 	4. Disagree	 5.Strongly disagree
	Statement
	SA
	A
	N
	D
	SD

	I understand how benefits salaries, and pay increases are determined
	1
	2
	3
	4
	5

	I understand my pay grade and how the grade was determined
	1
	2
	3
	4
	5

	I understand the criterion used for promotions at the Local Government
	1
	2
	3
	4
	5

	I am contented with the Local Government’s benefits (pension, medical care etc.)
	1
	2
	3
	4
	5

	Pay and rewards motivates me to have sense of belonging and responsibility at work
	1
	2
	3
	4
	5

	I have a know-how on how my total pay is determined
	1
	2
	3
	4
	5

	The basic pay I earn is competitive when compared to other organizations
	1
	2
	3
	4
	5

	I am satisfied that my pay is fair as compared to the perceived pay of my co-workers
	1
	2
	3
	4
	5










Section D: The relationship between communication and employee performance
14. To what extent do you agree with the following statements that show relevance of communication to employee performance? (Please tick the most appropriate opinions according to the code below)

1.Strongly Agree 2. Agree	3. Neutral	4. Disagree	 5.Strongly disagree
	Statements
	SA
	A
	N
	D
	SD

	Feedback helps me to inform the accuracy and progress of performance
	1
	2
	3
	4
	5

	It provides a way for individuals to express emotions, share hopes and ambitions
	1
	2
	3
	4
	5

	Communication reduces uncertainty and provides information for specific tasks
	1
	2
	3
	4
	5

	Timely feedback ensures quick and immediate responses to the Local Government’s tasks
	1
	2
	3
	4
	5

	Effective communication helps to understand the objectives and planned activities of the Local Government
	1
	2
	3
	4
	5

	Employee communication increases job satisfaction and performance
	1
	2
	3
	4
	5

	Effective feedback enhances employee engagement and job satisfaction
	1
	2
	3
	4
	5

	It demonstrates role clarification and improved self-efficacy
	1
	2
	3
	4
	5

	It provides a platform for subordinates and supervisors to find solutions to problems
	1
	2
	3
	4
	5

	Continuous communication promotes commitment of employees to the Local Government
	1
	2
	3
	4
	5



























Section E: Employee performance
15. Indicate the extent to which you agree with the statements given on effects of employee performance at the Local Government (Please circle according to the code definitions)
1. Strongly Agree 	2. Agree 	3. Neutral 	4. Disagree 5.Strongly disagree
	Statements on employee productivity
	SA
	A
	N
	D
	SD

	Employees attend well to members of the public seeking services
	1
	2
	3
	4
	5

	It improves the Local Government efficiency and its achievements
	1
	2
	3
	4
	5

	Improved performance of each employee generates huge outcomes
	1
	2
	3
	4
	5

	It enhances the quality of commitment at the workplace
	1
	2
	3
	4
	5

	Employees perform their duties with accuracy and integrity
	1
	2
	3
	4
	5

	Employees are efficient in discharging their duties
	1
	2
	3
	4
	5

	Unexplained absenteeism is common among employees
	1
	2
	3
	4
	5

	It improves the technical knowledge of employees
	1
	2
	3
	4
	5

	Reward systems improve my self-confidence at the work place
	1
	2
	3
	4
	5

	Effective communication improves employee attitudes towards work
	1
	2
	3
	4
	5

	Training and remuneration have enhanced my job satisfaction
	1
	2
	3
	4
	5
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