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ABSTRACT

The study was conducted to establish the effieet effect of appraisal methods on staff
performance with specific reference to AAR, Buga)@inic as the case study. The research
objectives were to establish the effect of balaswme card with key performance indicators
appraisal method on staff performance in AAR, BogolClinic, to determine the effects of
past job experience on staff performance in AARgdabi, Clinic and to establish the
relationship between self-appraisal and staff parémce in AAR, Bugolobi, Clinic.

The study was carried out using a case study deSiym researcher worked with a sample
size of 25 respondents which was the entire pojpulatf staff members at AAR, Bugolobi,
Clinic

Questionnaire method was administered by the relseaso as to obtain data from the field.

The data was analysed so as to populate the datagdily obtain inferences on the
relationship between appraisal systems and orgamshperformance.

The researcher made recommendations which inchatethie Clinic should give updates on
their appraisal methods results to the staff memlaed train them more on the appraisal
system as well as use more various methods to a@arrythe evaluation of their staff
members.
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CHAPTER ONE

GENERAL INTRODUCTION

1.0 Introduction

1.1 Background of the study

The main purpose or objective of this researchoisnvestigate the effect of appraisal
methods on staff performance at AAR, Bugolobi, €lihis will act as a clear explanation
and basis on which managers can be able to sitpasitive and negative effects of different

appraisal methods on staff output levels or sesvice

Appraisal methods or an appraisal system refeesjtmlgment of the value, performance or
nature of somebody or something. It is an assedsoreestimation of the worth value or
quality of a person or thing. It can also be defimes the act of estimating or judging the

nature or value of something or someone as reghaeitscontribution to a given activity.

Rendering to the Business Dictionary, appraisathis impartial analysis and evaluation
conducted according to established criteria tordete the acceptability, merit or worth of

an item.

It is seen as an important and meaningful functtonontemporary organizations despite the
dissatisfaction of management and some employdetimas the function is treated as

challenging and the engagement in its process eatréssful both to the rater and the ratee.

Despite this hurdle, performance appraisal playsiagor role as an indicator of better
performance and it is related to a number of fumgi such as planning, selection,

compensation, training, motivation, communicatiod discipline.



Appraisal methods however, have been adopted by m@anizations and can be defined as
a way in which evaluators come up with job perfanoe evaluation strategies to evaluate
and determine workers performance and contribubahe organizations accomplishment of

its objectives and goals.

The performance is measured against such factohsasiknowledge, quality and quantity of
output, leadership, skills one has, interactiorhvgpatients and fellow workers, supervision,
dependability, co-operation and health. Numerouthaus have been devised to measure the
quality and quantity of performance appraisal byamizations like the past job presentation
approach, the Peter Principle, behavior orientéidgamethods, results or production levels
of the workers or staff, ranking, paired compargdorced distribution, behavioral checklist,

immediate supervisors and peers. However eachhigpés benefits and drawbacks.

According to Lloyd. L. Byars (2004), most organipas use the appraisal system to
determine legal and formal organization justificatifor employment decisions to promote
outstanding performers to weed out the marginalveeak performers, to train and discipline
others, provide feedback to employees and theretwe sas a vehicle for personal and career
development as well as diagnose organizational lgnod by identifying training needs

among workers.

In the case study, AAR, Bugolobi, Clinic uses masfythe above mentioned appraisal
methods to determine the services rendered byt#fiead that is both the permanent and
temporary staff. These have enabled the managemnéhé Human Resource department to

have performance measures like cooperation anchdapéity.

Staff performance is a rating system used in masparations and organizations to
determine the abilities and output of an employ&ed it is divided into five modules;

Planning, Monitoring, Developing, Rating and Revitagd In the planning stage, goals are set



which goals are given and spelt out for workersebeample AAR, Bugolobi, Clinic’s goal is

to ensure high quality health and be the providdrealth care solutions in Africa.

The mission is to provide health care solutions that makefgemince to life this prepares
workers for their future fields of occupation thiere this gives the staff a clear explanation
of this goal to be achieved and different methodksbe set up to monitor their performance
which are appraisal methods to polish up all weaikts and keep up with those that uphold
the clinic’'s goal which is more of the developirigge and a rating is carried out, under this
stage the staff is evaluated basing on the levekNldth they are attaining the goal, a
rewarding phase is the final stage were each staffiber that has been able to achieve the
organizational goal isgiven a positive feedbackfanm of shopping vouchers, bonus

payments or promotions.

Staff performance also refers to the job relatetviies expected of a worker and how well
those activities were executed. According to thporein 2010/2012 of the ministry of Health
in Uganda, staff performance refers to the methm#sl by the employees to achieve the set

out goals to accomplish in an organization.

This research which was carried out in AAR, Bugagl@linic a branch of the main AAR,
upper Kololo clinic was established 31 years back984 by Bengt Beckmann and his wife
Maryjka as Africa Air Rescue Company, this orgaim@s name has changed more than
once but they have managed to always retain thaiweg of quality, innovation and

excellence.

It is currently one of the largest providers of -patient healthcare services in East Africa
with a network of 15 out-patient centers across y@eand serving over 250,000 clients

annually.



The clinic’s vision is to be the provider of choice for innovative amqaklity health care

solutions in Africa.

Themissionis to provide health care solutions that makeffemince to life.

It also renders its services of quality health dase four medical values which are;

Nurturing

Excellence

Integrity

Heritage

This Clinic has got a number of staff both tempgrand permanent and there have been a
number of appraisal methods put into place to ecddheir performance for example the

balance score card, past job experience and spHaigpl forms after probation.

1.2 Problem statement

According to Omboi (2011), in an organization, fegformance appraisal system influences
other Human Resource systems as well as employdeadministrative strategy. The
efficiency of an organization’s performance apphisystem on staff performance is a
prerequisite for ensuring the success of its asmmt, preparation and worker incentive
practices. The appraisal systems of AAR, Bugol6Giinic are in place but they do very little

to exactly test and provide viable evaluationshtodtaff.

The necessity to frequently re-align performancearatterizes many organizational
departments which continue to struggle with gettithggir members to embrace the

philosophy and practices that are geared at enhguparformance (Scrivner, 1995).



The balance score card with key performance indisdtas some inconsistencies, most staff
do not see their fellow members as critical evaltsabut rather as friends or even as rivals

and do not give a fair and just evaluation.

As noted by Kane et al. (1995, p. 285), an appragstem “must be considered a major
organizational change effort which should be pulsue context of improving the
organization’s effectiveness.” Hence, the existipgraisal systems at AAR, Bugolobi Clinic
were put into place to motivate effective stafffpenance yet performance is increasingly
declining. By this the assessment process andstdts do not seem to arouse improved staff
performance. It is the purpose of this researchethee to investigate the effect of appraisal

methods on staff performance at AAR, Bugolobi, €lin

1.3 Objectives of the study

1.3.1 Major objectives

The study’s broad objective is to determine theaf of appraisal methods on performance

of staff in AAR, Bugolobi, Clinic.

1.3.2 Specific objectives

 To establish the effect of balance score card vy performance indicators

appraisal method on staff performance in AAR, BogglClinic.

» To determine the effects of past job experiencestaif performance in AAR,

Bugolobi, Clinic.

* To establish the relationship between self-appraisd staff performance in AAR,

Bugolobi, Clinic.



1.4 Research questions

* Is there an effect of balance score card with kesfgpmance indicators appraisal

method on staff performance?
» Isthere an effect of past job performance and pa&aformance?

* What is the relationship between self- appraisal ataff performance in AAR,

Bugolobi, Clinic?
1.4.1 Research hypothesis

* There is a high and significant effect of balancers card with key performance

indicators appraisal method on staff performance.

* There is a significant effect of past job expereemn staff performance in AAR,

Bugolobi, Clinic.
* The clinic’s self- appraisal system has a corretatith staff performance.
1.5 Scope of the study
1.5.1 Geographical scope

This research was carried out in AAR, Bugolobi,n@liplot 10, Solent Avenue,Msstreet,
Kampala Uganda. It is one of the 9 branches oh#eal office clinic located at upper Kololo

which oversees the activities of the other clinics.
1.5.2 Content scope

This deals with the study variables that were paihelent variables and these included
balance score card with key performance indicatoast job experience and self-appraisal,

the dependent variables which were Managementarigdy organization leadership, quality

6



of health services as well as the interveningaldeis the Human Resource Manual, ethical
policies and organizational appraisal policies Whiere all used to evaluate the workers and
other staff members in order to generate suffictkta from all stakeholders for a meaningful

assessment.

1.5.3 Time scope

The data collected covers a time scope of 20124 .20kis period was chosen because this
when the researcher was completely involved in @taic’s affairs and the data to be

collected was up to date as per the activitiesggoimin the organization.

1.6 Significance of the study

The research is useful to the health sector anchdlayes as well as those that seek it to
appreciate and understand the pros and challenfyjgbeoappraisal methods on staff
performance the management of AAR, Bugolobi, Cliniterms of offering efficient health
services, meeting the mission which is to providalti care solutions that make a difference

to life.

Better methods will be created by sectors likeNt@@H as they will innovate methods like an

appraisal model for other universities and clinic’s

This study also helps other future researcherglfamtiuman resource department of AAR on
further study findings as regards why their pasenumbers could be fluctuating over time
or why their employees resort to opting for a atar way of offering their medical

services.



1.7 Justification

This study brought out the necessity of appraisathods as regards staff performance in
AAR, Bugolobi, Clinic and how it affects its actiMis in terms of health provision to the
patients and correlation with other workers, migsiand vision and objectives achievement
by the administration and the clinic’'s image asardg providing quality health services to

the patients.

1.8 Definition of key terms

According to Lloyd L. Byars (2004), appraisal methoor an appraisal system refers to a
judgment of the value, performance or nature ofemody or something. It is an assessment

or estimation of the worth value or quality of agmn or thing.

Staff performance also refers to the job related/ities expected of a worker and how well
those activities were executed. According to thmorein 2010/2012 of the ministry of health
in Uganda, staff performance refers to the methaesl by the employees to achieve the set

out goals to accomplish in an organization.



1.9 Conceptual framework

Independent variables Dependent variables
APPRAISAL METHODS STAFF PERFORMANCE
Balance score card with key Number of customers daily
performance indicators R Profitability
Past job experience Utilization of resources
Self-appraisal

Intervening variables y

The Human Resource Manual
Ethical policies

Organizational appraisal policies

Source: Adopted and modified from Komunda B.M (2006

1.9.1 Independent variables

According to Komunda B.M (2006), The Independenialdes are procedures presented by
organizations managers to workers or staff memibeosder to have a constructive influence
on the performance of the staff as a way of meatig@nizational expectations. They also
act as incentives to see that all organizationpketations are met or achieved by the staff

and most of their weaknesses are cited out anckasiell by management.

1.9.2 Dependent variables

According to Komunda B.M (2006), these are derias]l an outcome of the training

techniques offered or availed to the staff or weskand they include Number of customers



daily, level of profitability and the utilizationfaesources and this can be explained as
follows, as one is evaluated according to theit paperiences in other organizations to the
way they managed or contributed to the level ofifgror the profitability of the organization
as well as maintain all organizational expectationgnagement is able to gauge how
beneficial this individual will be to the curremtganization or how well they can train him or
her to raise the required profits needed, for apffraisal one is able determine and gauge
how well they are performing in their duties andsthlso relates them to their mode of
utilizing the available resources, is it minimatcessive or low as regards the expectations of
management, and the balance score card with keprpamce indicators enables staff
sustain and meet the required number of customess sn a daily, weekly, monthly or
annual basis and even one is able to find out ashio patients numbers are increasing or

decreasing.

1.9.3 Intervening variables

These have positive influence of the staff andrthetivities in organizations Komunda B.M
(2006). The Human Resource Manual, ethical polialed Organizational appraisal policies
provide the staff with a guideline of how to perfothe different appraisal methods so as to

achieve expected organizational demands.

1.10 Conclusion

This chapter aims at showing how important andl\afgpraisal is in an organization to
management and the workers as regards accomplishohemganisational objectives and
carrying out all organizational expectations. #cashows how each appraisal method used by
AAR, Bugolobi, Clinic facilitates its workers apjsal system in order to improve quality of

health services provided.
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CHAPTER TWO

LITERATURE REVIEW

2.0 Introduction

This research is intended to assess the effecépfaisal methods on the performance of
staff with emphasis to provision of health servieesl in this case it is AAR, Bugolobi,
Clinic. The review therefore is an attempt to elsshbwvhether there is a correlation between
appraisal systems as an independent variable affdpstformance as a dependent variable
as based on the different presented relevant #eedry different authors underlying this
study. This review examines the common systemppfasal employed by AAR, Bugolobi,
Clinic in order to determine the main objectivegstems of appraisal are normally intended

to achieve.

2.1 Theoretical framework

Numerous theories have been created and have cpnie defense of the assertion that
appraisal methods or systems will have an impacthenperformance of an organization.
This is fronted most by behavioral scientists thave created most of these motivational

theories as explained below;

According to Singh.K (2000) the relationship betwd4R practices and business results or
organizational performance is built on a ratherpepremise that better deployment and use
of HR practices should correlate with higher bussperformance, performance of which is

achievable by the personnel in the organization.

Duggan.T (2013) explains that employees have tommtivated by managers and he
endeavor’s to apply Adam’s equity theory when catithg a company's performance

appraisals. It involves balancing the assessmeah @mployee's contribution to his job with
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the compensation and other rewards associatedmwgitbuccess. It also involves encouraging
the weak employees in order for them not to fekldeat or discouraged. Since the theory
asserts that an employee will be motivated by feation based on his or her perception of
fairness, he asserts that, highly-paid and rewaemheployees tend to be the most motivated

to continue performing well on the job.

According to John Stacey Adams, the father anddeuf the equity theory, describes the
relationship between the perception of fairness aodker motivation. He explains that

employees will value fair treatment and positivetivadion and encourages managers and
other business leaders to continuously put it outheir employees that through assessing

how they perform one can be able to determine howhnthey have achieved.

According to Abraham Maslow’s theory of needs tlyeteveloped in the 1940s, through the
five levels of personal needs: physiological, safeelonging, esteem and self-actualization

in their hierarchical order motivate people anddeemake them produce more.

Thetheory of positive and negative reinforcement Boff. Skinner asserts that negative
reinforcement leads to negative outcomes in termhsperformance of the overall
organization. As stated these show how an empleyasbtivation enables proper
performance and thus managers have to enable igngeb responsibilities and potentials,
evaluate the workers and develop an employee's emmpes in order to achieve

administrative expectations.

A manager that evaluates the employees’ allegiamlaiggation, skill and eagerness, admits
activities, creates a platform of trust and bu#dseam of employees, through encouraging
them by positive support through good human resoymactices like appraising them
encourages the accomplishment of the organizatiadievements and uplifts the

relationship between managers and employees.
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According to Luthans (2008), performance apprais@lmerica is based on production if an
American employee does not do a decent job, theopemay be replaced. However this is
seldom trendy in Japan, Kaizen, M., Imai (1986) nghstaffs are more absorbed in everyone
in the team being cooperative and helpful and theet performer is straightened out in an
informal setting such as over drinks or on a fightrip and other freedom activities. He
further goes on to explain that performance andagg@ systems in America are governed
by managers as they try very hard to let their peekpow what is to be completed, when it is
to be accomplished and how progress or performasitde determined. Precisely, he was
apprehensive with the linkage between effort amfiopmance that employees need to know
what to expect after a given task, neverthelesswhil all drive on after administration has

communicated what is expected of the staff or Worke.
2.2 Actual review
2.2.1 Balance score card with key performance indators and staff performance

The Balance score card (BSC) is a strategy perfiecsananagement tool, a semi-standard
structured report, supported by design methodsaamoimation tools that can be used by a
manager to keep track of the execution of actwitiy the staff within their control and to

monitor the consequences arising from these actions

The critical characteristics that define a balansedrecard are its focus on the strategic
agenda of the organization concerned, the seleafoa small number of data items to
monitor and a mix of financial and non-financiatalitems. It has three generations, tffe 1
generation used a ‘4-perspective’ approach, thepeetives being financial, customer,
internal business processes, and learning and kyrdikie 2 generation in practice ignored
the fact that opportunities to intervene, to influe strategic goals are and need to be

anchored in current and real management activitjlenthe & generation refined the"®
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generation to give more relevance and functiondlitystrategic objectives, Addison and

Belfield (2007).

According to Harvard Business Review, (1992), thkhce scorecard is a new performance
measurement system that gives top management abdhstomprehensive view of the

business and the staff performance. It includeanitial measures that tell the results of
actions already take. He further states that b ateludes financial measures that tell the
results of actions already taken and complememtsetfinancial measures with three sets of
operational measures having to do with customasfaation, internal processes and the
organization’s ability to learn and improve theiates that drive future financial and staff

performance.

(Armstrong 2009), states that this approach thesefgives a further analysis and
understanding of an employee’s performance. Theasgad is done by more than one person
that is the worker as well as the managers therefiimdrances like bias by a particular

individual are limited.

Torrington et al. 2008 writes that, frequently tmethod is used for workers at middle and
senior level that is in this case the doctors, esiend support staff because the complexity of
their roles enables the organization to generaticiemt data from all stakeholders for a

meaningful assessment.

According to Margret Carlson (1998) adds that widngg people work together are changing,
while the outdated appearance of the organizatiaybe of a manager and his/her employees
working in the same location and conferring freglyethrough the day, reality may be
different and increasingly organizations are recxgg the gap between those responsible
for evaluating an employee and the way work is abtustructured in an organization

(http://www.nova.edu/ssss/QR/QR 15 son.pdf).
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The balance score card with key performance indisails mainly a way of reviewing an
individual staff performance with a view to improwemeself. It is mainly carried out to
improve the efficiency of the organization howeveris also carried out to increase
motivation of the employees, review their sala®y. imeasuring the extent to which an
employee is deserving of salary increase as cordpaitd the peers, subordinates, managers
and customers. The system is fairly straightfornsirte employees themselves gauge their

performance and are also evaluated by the managers.

Based on John W. and Keith Davis philosophy wrjtargpraisal methods like the balance
score card with key performance indicators and qaog tended to emphasize worker
characters, absences and skills but current assassphilosophy emphasizes present
performance and future goals. It also stressesamelparticipation in mutually setting goals
with the supervisor as this will make people wosdtder for goals and objectives that they
have contributed in setting. For instance, emplsy@bo in goal setting for performance
appraisal also show significantly better perforneas the saying goes, ‘if you recognize

anywhere you need to go, you are further expecgetthere.’

According to Alice Waagen, the balance score caitth Wwey performance indicators is
essential at maintaining right and appropriate worgresentation, it is characterized as
impeccable to apply to identify underperformers aachove them from the organization.
‘Everybody is unlimited at providing response ahdia mortal feature,’ thus it permits all
administrators comprehend the team that they arkimgp with and clearly meet their

expectations.

15



Scott Wimer and Kenneth M. Nowack, describe thartad score card with key performance
indicators to be a method that cannot operateaftwas no clear purpose for it, as a manager
one should understand why he or she is using ibbog efficiently used with a goal then the

greater the expectancy to reap results from it.

2.2.2 Past job performance and Staff Performance

Past work performance or past job performance chaok one of the factors of the merit that
must be assessed during a modest procedure. Thgyise of an employment position from

a current supervisor or equivalent.

According to Luthans (2008), Past Job Performasitiee worth as well as the magnitude of
workers’ capabilities and magnitudes as substaatidhrough their actions or conducts
during previous work-related undertakings. Wheteasdistinguishing feature of proficiency
describes what was done, the past work performdeseribes how well it was done. It also

describes the qualitative aspects of an applicarpsrience.

Past Work Performance is normally assessed thougifeeence check, although additional
methods may include the use of a past work samppeidormance review and through this
managers are able to determine who best suitestiaytar activity. However as Past job
Performance is assessed, it must be done congystentall successful applicants it is a
competition requirement that must be done for evappointment, even for applicants
identified for placement to an eligibility list f@xample hiring a manager, one should look at
possible solutions such as providing context fer $ituation or managing the timing of the

reference request.
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Past Work Performance checks are usually carried amal are the final step in the

recruitment process but may be conducted earleyr tan be scored with a point system or
marked as a pass/fail. The types of questions aagenmay ask during the past work
performance check should be related to the jobirepents for the position in question and
as one is being asked the manager should reldhe tactivities being carried out as well as

the expectations of the organization.

Greenberg et al (2000) recommended that data oergloyee’s previous performance is

routinely collected as part of the performance ajgat process and thus available for use in
internal selection. The author goes ahead to @uthat the data collected is based on many
factors some of which include; their former immeeigupervisors, the subordinates, the
peers and managers to assess how one relatedhtgreap so as to compare the former and

the present and draw out a clear conclusion ofaagpgir

According to Naukrihub (2012) performance appramakesses are one of the central pillars
of the performance management however, assessuogkar on how much they achieved in

a previous assignment can have a direct impacharganization since an employee is able
to know well they are able to carry out a partic@etivity basing on what they have already

been exposed to.

The authors go on to say that despite the factapptaisals directly affect an individual’'s
performance, means that the organization’s perfoomawill be an aggregate of the
employees’ combined present and past performantiesrefore, apart from the direct
benefits to the organization, appraisals contridotemployee contentment, which in turn

leads to better-quality performance.

The authors go on to provide a linkage between @agtloyee performance appraisals and

how it facilitates the achievement of organizatiogeals as backed by Ivancevich (2001).
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This supplementary banishes any suppositions higge tis no strong evidence to prove that

appraisals positively impact the performance ofdimployees Bernardin, H.J., (2003).

According to Birungi (2006), past job performance mainly a way of reviewing an
individual's performance with a view to develop sek. It is predominantly practiced to
develop the proficiency of the organization, nelveless it is also carried out to upturn
motivation of the workers, assess their earningsnstance determining the scope to which
an employee is deserving of salary increase as a@dpo previous job performance. It can
be based on the following four components; admitiste performance, functional
performance, division or sectional performance, pesonal/individual performance. These
components affect staff performance in such a wt they generate a feedback on

individual performance.

G, A., Cole. (2004) narrates that a staff membabls to gage his/her activities as to whether
they are reaping positive effects as compared tat was done in the previous job on both
his patients and the clinic’'s objectives, it idéas potential in employees and provides a
platform for the other weak performers to improneheir specific fields of operation hence
being a booster to improved staff efficiency angafves as far as administering knowledge
to their patients is concerned, as managers ofclihe’s for example the Health Center
managers, are able to ascertain the performaneaaf of their staff members and reward
them according to performance as regards theirystazh levels in the previous jobs or

organizations as they also correct the weakneksgscbme with.
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2.2.3 Self-appraisal and Staff Performance

Luthans (2008) suggests that a glaring weaknesmasdt human resource management
programs is the absence of a slightly methodiaalbuilt assessment. It comprises of
manager’'s opinions and judgements about their eysple productivity, quality and

quantity.

This is divided into four levels of evaluation (pesise, learning, behavioral change, and
performance enhancement) which are continuouslpwaged. The response level refers
modestly to whether the people using the approacdhtlaose having it used on them like it
for example if one is to evaluate how well they peeforming also known as self-appraisal
or self-evaluation, he or she should be able tbdemfortable using it and the results found

or generated should be those that one can work apke@ep maintaining.

In addition, if this reaction evaluation is wellceaved and there is a positive reaction to it,
there is a better chance of it being used effelgtimad staff will be able to feel free to voice

out their concerns as they relate with their lesder

According to Hertzberg’s two factor theory of mation and evaluation, he extended the
work of Maslow and developed a specific contenbtizef work evaluation and motivation,
the author conducted a widely reported motivaticstady on about 200 accountants and
engineers employed by firms in and around PittdbuREnnsylvania and responses obtained
were interestingly fairly consistent he labeled thissatisfiers as hygiene factors and labeled
the satisfiers as motivators and this brought alloeitaspect of increasing satisfiers among
workers. These were noted to have been workers gaiteed their motivation in terms of
determining as to whether they are competent endaghave met the accounting and
engineering standards of the organizations theyk&for hence the and urge to carry out

work from being assessed and feedback given which .
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According to Luis, R., Mejia, G. and David, B., Bal. (2002) positive reactions from

individual self-assessment enable staff memberairensrganizational goals, they also
provide information for planning future programsragards what one wishes to achieve in
the organization, how, when and unfavorable findirgan enhance the other levels of
evaluation since one will involve other peers orkmoates to determine if what he or she has

assessed is right this can provide useful compardita between units and across time.

The self-evaluation process also involves learnivigch is especially about workers learning
and understanding how to handle themselves acaptditheir presentation. The third level
is intended at behavioral and interactive adjustimiaterrogations like, ‘are behaviors truly
being reformed and is the staff performing as etqus® The fourth and final level,
performance enhancement, and is the most signifiddard’ procedures for example, data
on capacity and quality, turnover, abseentism,usexl whenever possible to systematically

evaluate the impact of evaluation on performance.

Regarding evaluation activities on workers perfarogg Judge (2003) explains that the
intervening goal of all evaluation activities is &xhieve effective person/job matches.
Evaluation is the degree to which an organizati@tagf/workers/members contributions to
the daily activities are weighed. Research cleaHgws that the norm is not to conduct
evaluation studies for example, in one survey & ¥eaind that 10% of organizations conduct
evaluation activities, and only 24% of the existorganizations conducted either criterion-

related or content evaluation studies and act&/aied thought it important to do so.

Primary reasons given by organizations for not cetidg evaluation activities are lack of
familiarity with assessment processes, and in @ddr self-evaluation is that employees are

not sure of what their strengths or weaknessesoatiee organization, workers are not well
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vast with the company’s requirement and also tHeefothat evaluation is not useful, and

resource constraints.

However, any evaluation of staff performance carabé should begin with assessment of
the evaluation techniques going to be used failordo so means the organization will not
know how well to determine who is doing better @sdto why some are not performing to
the organization’s performance. As regards stafffopmance, laying out the agreed
evaluation methods enables them plan out for sdbedike job distribution, a program for
the institution for example a timetable on whictvarker will carry out an activity mostly if

they perform them in shifts.

Greenberg et al (2000) recommended and categonweedorms of worker assessment and
that is summative and constructive assessment.ummstive assessment of worker
achievements of each performance criterion, GragniZ000) argued that, the evaluator
rates the worker as meeting, or not meeting dimigppectations. He further argues that, the
constructive appraisals involve the process of gyaily performance statistics, examining it

and using the consequences to develop performance.

On the other hand summative appraisal is the psooksising performance data to make
formal written judgement about the quality of seed using the quality of services criteria
for worker/staff performance established by thditumson. Through this workers are able to
determine how much impact they have on their pttiand how far they have managed to
meet the organization’s expectations and as atresal is able to think of better and more
lucrative ideas to enhance his or her performarit@mthe class and amongst the other staff

members.
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In conclusion the literature review provides anights on the balance score card, past job
performance and self-evaluation appraisal systdins.researcher however recognizes that
these are not the only appraisal systems appliedrganizations today and thus further
research can be done on the effect of other agprsyrstems like Management by objectives,

ratings scale approach and behavioral and perfareniamked appraisal systems.
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CHAPTER THREE

RESEARCH METHODOLOGY

3.0 Introduction

In order to find out how appraisal methods do affgaff performance at AAR, Bugolobi,
Clinic which in this case is the problem, quanitatand qualitative information was used
since this research involves description thus igsliand insights are considered important as

stated by Oradho ND Kombo (2002).

This chapter presents a detailed description ofréisearch methodology that was used in
carrying out the study. It clearly describes thsigie methods and techniques that were used
in carrying out research Such as; research desigdy population, research sample size and
sampling procedures, data collection methods asttuments, validity and reliability of
measuring procedures, data analysis techniques;aktbonsiderations, and anticipated

limitations of the research study.

A case study which as referred to as a single stagly design by Creswell (2006) was used
because it brings out an in depth of the orgarmanatir a group of people, it also shows the
researcher how things were before and how theyawe thus the study was conducted at

AAR, Bugolobi, Clinic .

3.1 Research Design

The study involved evaluation of the effect of appal methods on staff performance in
AAR, Bugolobi, Clinic. The researcher used a casdysdesign and this included analyses of
persons, events, decisions, periods, projects;ipslor other systems at the clinic. It will also

be an instance of a class of phenomena that pwddeanalytical frame within which the
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study was conducted and which the case illumiratesexplicates. According to J. Creswell,

data collection in a case study occurs over a sestgperiod of time.
3.2 Area of the study

The researcher focused on AAR, Bugolobi, Clinid (10, Solent Avenue,"5street, Kampala
Uganda. It is one of the 9 branches of the headeofflinic located at upper Kololo which

oversees the activities of the other clinics.
3.3 Study Population

According to William (2005), a study populationasgroup of individuals taken from the
general population who share a common characteriBtie researcher’s population study in
AAR, Bugolobi, Clinic was 25 staff members which svaeterogeneous in nature that is

consisting of both males and females.

This information was derived from the Human Reseubzpartment of AAR, Bugolobi,
Clinic as well as the head office located at upigelolo. However at this clinic the staff
comprised of two groups the temporary workers dmel germanent workers and this is
indicated in the appointment letter as to whethee as a temporary worker and this
individual at AAR Bugolobi, Clinic is one where be she is expected to remain in a position
for a certain period of time while a permanent veoris one who has been hired for the

position without a pre-determined time limit.
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3.4 Sampling Procedures

3.4.1 Sample size

The researcher targeted the total population (2kers of AAR, Bugolobi, Clinic since it
was a small number and this gave a better and wigsy of analysis of the appraisal

activities carried out and the workers' reactidnstno sampling was done.

3.5 Data Sources

The researcher used several sources of data asel ith@duded both secondary and primary
data sources. The research was carried out usenghtbrmation records from the Human

Resource manager, AAR Clinic Bugolobi, journalgt teooks, newspapers and the internet.

3.5.1 Primary sources

For primary sources, data was obtained from orlgisaurces such as structured
guestionnaires, interviews with ‘Key informant mesrdj, workers of different departments,
coordinators, Health Center managers who are ieebla the appraisal process these have

immediate information about the clinic’s activities

This was advantageous in such a way that the @smawas able to get first-hand

information as regards the topic at hand and intena with the correspondents was regular.

3.5.2 Secondary Sources

For secondary sources, this data was collected febewant materials related to the variables
under investigation such as dissertations of thloaeresearched about this topic, textbooks,
the internet, the records of performance in AARg®&obi, Clinic like the audited health

performance records, other clinic publications andny others found necessary these
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provided a wider view and comparison with othemislees and even provided knowledge to

this research.

These secondary data sources provided a vastdrasisacked up the primary data collected
as regards the other findings by other scholars imiped the researcher clearly understand

the research that was carried out.

3.6 Data Collection Instruments

This research was precisely carried out using ouestires which were answered by
different staff appraisal method users, it was astjon answer form as attached to this
proposal, interviews with ‘Key informant membersfferent departmental heads like the
head nurse who acts as the office administratoeglthl Center managers, the Head Doctor,
the Head pharmacist and the Head of Laboratory avkanvolved in the appraisal process
these have immediate information about the clinecBvities, document reviews like audited

health performance records.

The questionnaires (paper-pen questionnaires) e in by the staff while responding to
the questionnaires regarding controversial issnggmiticular how they relate and feel about
the appraisal systems carried out by the Cliniesehhelped the researcher cover a number

of the population and interact with the staff menst®nce they are literate.

Questions were prepared in advance, and they wlesr, aunderstandable and directed
towards research questions and objectives witlear @xplanation of each appraisal method
in order for the respondents to understand what Were answering. Some questions were
closed ended and required ticking of appropriatgpaase by respondents while others
involved one clearly explaining as to how, theoughts on the methods and the benefits of

the appraisal system in AAR, Bugolobi, Clinic.

26



Interviewing, involved questioning or discussinguss with people. Interviews were carried
out on the Health Center managers on a face tofasis. This was very important because it
helped in collecting data which could probably bet accessible using techniques such as

guestionnaires since facial reactions, emotionsogmions could be seen.

3.7 Quality Assurance

3.7.1 Data validity

Data validity is the truthfulness in data. The d#yji was also proved by using the cumulative
validation where the study was validated by findomg whether the research findings were

supported by other studies.

According to Rob Davis PE (2014), data validitytl® correctness and reasonableness of
data. This can be ensured by using the date, tgmality of the figures and corresponding

data entries.

Validity is when the research instruments will megasaccurately what is supposed to be
measured. To ensure validity, the research instnisneere checked to ensure that they
tallied with the objectives of the research antbbashether the methods picked out under the

objectives were practiced within the Clinic.

3.7.2 Data reliability

Data reliability is the consistence of data. Itaisstate that exists when data sufficiently
complete and error free to be convincing for itgpoge of context. Reliability of an
instrument is the ability to measure the consistesfovhat is supposed to be measured and

also meet other tests of evidence.
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As regards reliability the research tools were gite different workers to determine as to
whether each appraisal method met the demandsadfrtfanization and those with similar
views gave the researcher the impression thatwesg effective and those that didn’t also
gave an impression of being ineffective as regatdff performance and meeting the clinic’'s

objectives.

3.8 Data analysis and presentation

The researcher used both qualitative and quanttatiethods when analyzing data. Under
guantitative analysis, content analysis was useduse it contained information both written
and recorded. The data collected from questionmawwas categorized and tabulated

according to the hypotheses.

In an attempt to analyze the data both inferemiial descriptive analyses become important
for making research judgments on the data colledtdmeaningful conclusions and

recommendations.

3.9 Ethical Issues

As research was carried out, there were a numbethafal considerations while carrying out

the research and they include:

Getting clear authorization from the supervisocaory out the research; this made sure that
as the research was carried out all activities vilieag monitored by the supervisor and

guided accordingly.

Getting permission from the respondents; this eststinat their participation to the study is

out of their own wiill.
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Getting an introductory letter from the dean of theulty as evidence that this research is for

only staff purposes.

The researcher made sure that the respondentsvare af the objectives and intentions of

the research.

No money was paid for any information.

3.10 Study Limitations

The researcher met the following limitations asvet below;

There was difficulty in setting up appointments twithose who were providing the

information since most of the identified workersrevén and out of their offices.

The researcher also encountered a problem of #fiensembers being too busy to volunteer
help since they were always caught up with carrgiagtheir staff activities like carrying out

workers, attending meetings and organizing workHerpatients.

The limited number in respondents since they arst@f in AAR, Bugolobi, Clinic branch
the ability to track the full time workers was auhectic since most of the staff rotate around

the different branches and this made informati@ngcand hard to attain.

Attaining some of the information which was vitalthe research was quite difficult as most

of the workers feared that it would be used agdiresh once they shared it.

Lack of interest by some of the respondents fomgpta some of the workers were quite
biased about the appraisal systems and did notecat®p as regards answering the

guestionnaires hence limiting information.
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3.11 Conclusion

This chapter provides information on how all thievant data was gathered that was used by
the researcher and other methods that were alsbagseell as the hindrances incurred as the

research was carried out.
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CHAPTER FOUR

PRESENTATION, ANALYSIS AND DISCUSSION OF FINDINGS

4.0 Introduction

This chapter seeks to provide detailed researcHings and interpretation from the
guestionnaires collected on the effect of appramsathods on staff performance at AAR,
Bugolobi, Clinic. The chapter presents the backgdounformation of respondents,
presentation and discussion of the research fisdaogording to the research objectives and

the conclusion. The data was analyzed using SP@®Puter package.

The analysis however was done with the followingeotives as a guide;

 To establish the effect of balance score card Wy performance indicators

appraisal method on staff performance in AAR, BobglClinic.

 To determine the effects of past job experiencestaif performance in AAR,

Bugolobi, Clinic.

* To establish the relationship between self-appraisd staff performance in AAR,

Bugolobi, Clinic.

4.1 Background information of the respondents

* Out of the 25 questionnaires that were handed ¢oréspondents all were fully
answered according to the questions given to thevering 100% of the population

at AAR, Bugolobi, Clinic.
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4.2 Sex distribution of respondents

Table 4.1: Sex distribution of respondents

sex
Cumulative
Frequency Percent Valid Percent Percent
Valid Male 8 32.0 32.0 32.0
female 17 68.0 68.0 100.0
Total 25 100.0 100.0
Source: Primary Data 2015

Figure 4.1: Sex distribution of respondents
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Figure 4.1 above shows that the majority of 68.G%e respondents were female while the
minority of 32.0% were male. This suggests that steff appraisal methods at AAR,

Bugolobi, Clinic appeal to both the male and fenaald are not segregative to the gender of
employees. It also indicates that the degree qforesiveness was higher among the female

than the male respondents.

4.3 Age of respondents

Table 4.2: Age of the respondents

age
Cumulative
Frequency Percent | Valid Percent Percent
Valid  20-30 15 60.0 60.0 60.0
31-40 10 40.0 40.0 100.0
Total 25 100.0 100.0

Source: Primary Data 2015

Figure 4.2: Age of the respondents

age

60+

507

.
=]
1

Percent
ad
(=]
[

207

107

I T
20-30 31-40

age

Source: Primary Data 2015

33



From the table above, majority of the staff at theic are between 20-30 shown by 60.0%

who constitute of mainly youth that are very indiasts and hardworking with fresh skills

attained from school making them take up more pastthe clinic to enable it attain its

organizational goal however the other age groupstitoed of those between 31-40 who

were 40.0% and these assist in running the progeswhthe clinic and guide the new team

members and most of them hold high ranking postésARt like the Head nurse, Head Doctor

etc.

4.4 Educational level of respondents

Table 4.3: Educational level of respondents

educational level

Frequency Percent Valid Percent

Cumulative

Percent

Valid under-graduate 25 100.0 100.0

100.0|

Source: Primary Data 2015

Figure 4.3: Education level of respondents
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All the workers or staff at AAR, Bugolobi, Clinioe under-graduates because there is no
other higher post that entails them to aim for aimg higher than an under-graduate degree

thus majority resort to the position of an undeaeyrate.

4.5 Numbers of years respondents have as servedeasployees of AAR, Bugolobi,

Clinic

Table 4.4: number of years respondents have as servas employees of AAR, Bugolobi,

Clinic
length of service
Cumulative
Frequency Percent | Valid Percent Percent
Valid 1-2 years 6 24.0 24.0 24.0
2-4 years 18 72.0 72.0 96.0
6-8 years 1 4.0 4.0 100.0
Total 25 100.0 100.0

Source: Primary Data 2015

Figure 4.4: number of years respondents have as sed as employees of AAR, Bugolobi,
Clinic
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According to the figure shown above majority whoken&d2.0% of the staff population have

been at AAR Bugolobi Clinic for 2-4 years and as thsearcher gathered information she
found out that this is because majority of those Herve for long are taken to the head office
at Kololo while those between 1-2 years made u@%4of the respondents and the least
being 6-8years who are mainly the strategic workére oversee the others and guide them

in carrying out appraisal methods in order to ntleetclinic’s expectations.

4.6 Appraisal assessments are based on the goalsl atandards of the organization

Table 4.5: Appraisal assessments are based on theats and standards of the

organization

Cumulative
Frequency Percent Valid Percent Percent

Valid  strongly disagree 1 4.0 4.0 4.0
disagree 2 8.0 8.0 12.0}
neutral 1 4.0 4.0 16.0
Agree 14 56.0 56.0 72.0]
strongly agree 7 28.0 28.0 100.0
Total 25 100.0 100.0

Source: Primary Data 2015
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Figure 4.5: Appraisal assessments are based on theals and standards of the

organization

appraisal assessments are based on the goals and standards of the
organization
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appraisal assessments are based on the goals and standards of the
organization

Source: Primary Data 2015

As shown above in the figure, 56.0% agree thatap@rassessments are based on the goals
and standards of the organization so as to havéegarpose of carrying out the process and
it also gives the workers an aim to set their @iy at, while 28.0% strongly agree to this
and this showed that the clinic sets its appraisaéssments based on their set goals however,

8.0% disagree, and 4.0% both strongly disagreeaemdeutral.
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4.7 The timing of the appraisal is carefully takerinto consideration by the organization

Table 4.6: The timing of the appraisal is carefull taken into consideration by the

organization

Cumulative
Frequency Percent Valid Percent Percent
Valid  strongly disagree 4 16.0 16.0 16.0

disagree 2 8.0 8.0 24.0}
neutral 8 32.0 32.0 56.0
Agree 8 32.0 32.0 88.0]
strongly disagree 3 12.0 12.0 100.0
Total 25 100.0 100.0

Source: Primary Data 2015

Figure 4.6: The timing of the appraisal is carefuly taken into consideration by the

organization

the timing of the appraisal is carefully taken into consideration by the
organization
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According to the figure above, 32.08b the staff agree and are neutral as regardsrtheg

for the appraisal to take place which is done auarterly basis as illustrated below in the
other questions answered while 16.0% strongly desgince they came up with reasons
such as at times it is necessary to evaluate thkensomostly in times of promotion or urgent

recruitment. 12.0% and 8.0% of the respondentsiglyalisagree and disagree respectively.

4.8 The organization carries out pay increases omngloyment promotions on an annual

basis

Table 4.7: The organization carries out pay increass or employment promotions on an

annual basis
Cumulative
Frequency Percent Valid Percent Percent
Valid  strongly disagree 6 24.0 24.0 24.0}
disagree 2 8.0 8.0 32.0
neutral 11 44.0 44.0 76.0|
Agree 5 20.0 20.0 96.0
strongly agree 1 4.0 4.0 100.0]
Total 25 100.0 100.0

Source: Primary Data 2015
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Figure 4.7: The organization carries out pay increaes or employment promotions on an

annual basis

the organization carries out pay increases or employment promotions on an
annual basis
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Source: Primary Data 2015

As shown above 44.0% of the respondents were neloat the clinic management carrying
out pay increases or employment promotions on dnimasis however, 24.0% and 20.0%
strongly disagreed and agreed to this respectiaety as the researcher found out that this
was so because of the few profits and low numbérustomers at this branch. However,

8.0% and 4.0% disagreed and strongly agreed regglgct
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4.9 Employees expect salary increments especialljh@n they have achieved the

expectations of the key performance indicators

Table 4.8: Employees expect salary increments espedty when they have achieved the

expectations of the key performance indicators

Cumulative
Frequency Percent Valid Percent Percent

Valid  strongly disagree 1 4.0 4.0 4.0
disagree 3 12.0 12.0 16.0}
neutral 10 40.0 40.0 56.0
Agree 6 24.0 24.0 80.0]
strongly agree 5 20.0 20.0 100.0
Total 25 100.0 100.0

Source: Primary Data 2015

Figure 4.8: Employees expect salary increments espally when they have achieved the

expectations of the key performance indicators
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As shown above 40.0% of the respondents were nealicait expecting salary increments
when they have achieved the expectations of thepkelprmance indicators, however 24.0%
agree to this because they claim that it is inédan their appointment letters as an incentive
to encourage efficient performance though 20.0%ngfly agree and 12% disagree with a

minority of 4% who strongly disagree to this.

4.10 The organization continuously provides feedb&and counseling to employees

Table 4.9: The organization continuously providesdedback and counseling to

employees
Cumulative
Frequency Percent Valid Percent Percent
Valid  strongly disagree 1 4.0 4.0 4.0]
disagree 5 20.0 20.0 24.0
neutral 9 36.0 36.0 60.0|
Agree 8 32.0 32.0 92.0
strongly agree 2 8.0 8.0 100.0]
Total 25 100.0 100.0

Source: Primary Data 2015
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Figure 4.9: The organization continuously provideseedback and counseling to

employees
the organization continuosly provides feedback and counselling to
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As shown above, 36.0% of the respondents werealalibut the organization continuously
providing feedback and counseling to employees kew8&2.0% agreed to this and it is
normally carried out by the Human Resource Managéne head office, 20.0% disagreed to
this claiming that most of the appraisal forms aoé returned and well explained to them.
8.0% and 4.0% responded as strongly agree andgstralisagree respectively to the

feedback and counseling by the management of AARp®Dbi, Clinic.
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4.11 The organization conducts reviews/appraisalsew employees more frequently than

old ones

Table 4.10: The organization conducts reviews/appisals new employees more

frequently than old ones

Cumulative
Frequency Percent Valid Percent Percent

Valid  strongly disagree 3 12.0 12.0 12.0
disagree 4 16.0 16.0 28.0}
neutral 11 44.0 44.0 72.0
Agree 6 24.0 24.0 96.0]
strongly agree 1 4.0 4.0 100.0
Total 25 100.0 100.0

Source: Primary Data 2015

Figure 4.10: The organization conducts reviews/appiisals new employees more
frequently than old ones
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than old ones

50

40

)
=]
|

Percent

5]
o
1

109

0

T T T T T
strongly disagree disagree neutral agree strongly agree

the organization conducts reviewslappraisals new employees more
frequently than old ones

Source: Primary Data 2015
44



The results as shown above illustrate that 44.0%hefrespondents are neutral about the
organization conducting reviews/appraisals on newleyees more frequently than old ones,
24.0% agree to this on the basis that they needuide them to meet the required
expectations of the organization as compared toltteones who are well vast with them.
However, 16.0% did not agree to this and 12.0%nglyodisagreed as they explained to the
researcher that they are made to learn from thevotters and are appraised as often as they

are while 4.0% strongly agreed.

4.12 Supervisors keep track of one's performancelgberiod round, and take note of

critical incidents upon which your appraisal will be based

Table 4.11: Supervisors keep track of one's perforance all period round, and take note

of critical incidents upon which your appraisal will be based

Cumulative
Frequency Percent Valid Percent Percent

Valid  strongly disagree 3 12.0 12.0 12.0}
disagree 3 12.0 12.0 24.0
neutral 13 52.0 52.0 76.0)
Agree 5 20.0 20.0 96.0
strongly agree 1 4.0 4.0 100.0]
Total 25 100.0 100.0

Source: Primary Data 2015
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Figure 4.11: Supervisors keep track of one's perfanance all period round, and take

note of critical incidents upon which your appraisawill be based
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4.13 The balance scorecard reveals problems that ylae restricting employees progress

and hindering their efficiency in the organization

Table 4.12: The balance scorecard reveals problentisat maybe restricting employees

progress and hindering their efficiency in the orgaization

Cumulative
Frequency Percent Valid Percent Percent
Valid  Agree 5 20.0 20.0 20.0
neutral 3 12.0 12.0 32.0)
strongly disagree 11 44.0 44.0 76.0
disagree 6 24.0 24.0 100.0]
Total 25 100.0 100.0

Source: Primary Data 2015

Figure 4.12: The balance scorecard reveals problentisat maybe restricting employees
progress and hindering their efficiency in the orgaization
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As shown above the collected results show that%440the respondents strongly disagreed
and 24.0% disagreed to the balance scorecard meydhke problems that maybe restricting
employees progress and hindering their efficiemcthe organization as they explained that it
does not fully cover all the affairs of the clirbat rather a portion of them. However, 20.0%
and 12.0% strongly agreed and agreed respectiodhis while 24.0% were neutral about the

balance score card’s effect on the progress amdezfty of the workers.

PAST JOB EXPERIENCE METHOD:

4.14 The organization gathers all possible feedbackbout an individual from all past
angles in which one conducted his job i.e. former gers, subordinates, managers,

customers and supervisors

Table 4.13: The organization gathers all possibleeedback about an individual from all
past angles in which one conducted his job i.e. fer peers, subordinates, managers,

customers and supervisors

Cumulative
Frequency Percent Valid Percent Percent

Valid  strongly disagree 1 4.0 4.0 4.0
disagree 2 8.0 8.0 12.0}
neutral 5 20.0 20.0 32.0
Agree 14 56.0 56.0 88.0]
strongly agree 3 12.0 12.0 100.0
Total 25 100.0 100.0

Source: Primary Data 2015
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Figure 4.13: The organization gathers all possibleeedback about an individual from all
past angles in which one conducted his job i.e. fmer peers, subordinates, managers,

customers and supervisors

the organization gathers all possible feeback about an individual from all past
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Source: Primary Data 2015

56.0% and 12.0% as shown above in figure 4.13 edlgged strongly agreed respectively that
the organization gathers all possible feedback attmuindividual from all past angles even
when recruiting them so as to avoid employing inpetant workers that can hinder the

clinic’s activities, however 8.0% and 4.0% disagresnd strongly disagreed respectively

while 20.0% were neutral.
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4.15 The more the sources of past appraisal infornian (many raters) i.e. subordinates,
managers, supervisors, peers and customers the hgytthe chances of having an honest

appraisal process

Table 4.14: The more the sources of past appraisgiformation (many raters) i.e.

subordinates, managers, supervisors, peers and casters the higher the chances of

having an honest appraisal process

Cumulative
Frequency Percent Valid Percent Percent
Valid  disagree 1 4.0 4.0 4.0
neutral 9 36.0 36.0 40.0
Agree 14 56.0 56.0 96.0
strongly agree 1 4.0 4.0 100.0
Total 25 100.0 100.0

Source: Primary Data 2015
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Figure 4.14: The more the sources of past appraisaiformation (many raters) i.e.

subordinates, managers, supervisors, peers and casters the higher the chances of

having an honest appraisal process

the more the sources of past appraisal information (many raters) i.e
subodinates, managers, supervisors, peers and customers the higher the
chances of having an honest appraisal process
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Source: Primary Data 2015

As shown above, 56.0% and 4.0% agree and strormgyBearespectively that the more the
sources of past appraisal information the higher ¢hances of honest appraisal because

management has a record of one’s strengths andnessés which act as a basis while 4.0%

disagreed to this and 36.0% were neutral.
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4.16 The reviews got from the former work place areised in the clinic and are a good

source of appraisal information

Table 4.15: The reviews got from the former work phce are used in the clinic and are a

good source of appraisal information

Cumulative
Frequency Percent Valid Percent Percent

Valid  strongly disagree 1 4.0 4.0 4.0
disagree 4 16.0 16.0 20.0}
neutral 12 48.0 48.0 68.0
Agree 6 24.0 24.0 92.0]
strongly agree 2 8.0 8.0 100.0
Total 25 100.0 100.0

Source: Primary Data 2015

Figure 4.15: The reviews got from the former work pace are used in the clinic and are a

good source of appraisal information

the reviews got from the former work place are used in the clinic and are a
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As shown above, 48.0% of the respodents were neutnareas 24.0% and 8.0% agreed and
strngly agreed respectively since it provides df@ten for both the manager and workers to
determine how they are to achieve and maintains#teout goals while 16.0% and 4.0%

strongly disgareed and disagreed respectivleyab th

4.17 The organization has its employee developmgmogram/plan which dependent on

feedback from the appraisal process

Table 4.16: The organization has its employee dewglment program/plan which

dependent on feedback from the appraisal process

Cumulative
Frequency Percent | Valid Percent Percent
Valid  disagree 3 12.0 12.0 12.0
neutral 12 48.0 48.0 60.0
Agree 9 36.0 36.0 96.0
strongly agree 1 4.0 4.0 100.0
Total 25 100.0 100.0

Source: Primary Data 2015
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Figure 4.16: The organization has its employee delepment program/plan which

dependent on feedback from the appraisal process

the organization has its employee development program/plan which
dependent on feedback from the appraisal process
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Source: Primary Data 2015

According to the figure above, 48.0% of the resmmtsl were neutral while 36.0% and
4.0%of them agreed and strongly agreed respectitredy the clinic has an employee

development plan which entirely depends on thelfaekl from the appraisal process as it

guides them on how to handle the staff while 12d%nem disagreed to this.
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4.18 Follow up on one's performance is done aftehé appraisal process

Table 4.17: follow up on one's performance is donafter the appraisal process

Cumulative
Frequency Percent Valid Percent Percent

Valid  strongly disagree 1 4.0 4.0 4.0
disagree 3 12.0 12.0 16.0
neutral 10 40.0 40.0 56.0
Agree 9 36.0 36.0 92.0
strongly agree 2 8.0 8.0 100.0
Total 25 100.0 100.0

Source: Primary Data 2015

Figure 4.17: follow up on one's performance is donafter the appraisal process
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40.0% of the staff who responded were neutral abehether follow up on one’s

performance is done after the appraisal processeveny 36.0% and 8.0% agreed and
strongly agreed respectively as through reseansiastfound out that it enables them cite out
weak workers and motivate them. 12.0% and 4.0%gdeeal and strongly disagreed about

this as shown above.

SELF APPRAISAL METHOD

4.19 The results show deficiencies which serioushterfere with the attainment of

organizational goals

Table 4.18: The results show deficiencies which seusly interfere with the attainment

of organizational goals

Cumulative
Frequency Percent Valid Percent Percent
Valid  disagree 4 16.0 16.0 16.0
neutral 5 20.0 20.0 36.0
Agree 15 60.0 60.0 96.0
strongly agree 1 4.0 4.0 100.0
Total 25 100.0 100.0

Source: Primary Data 2015
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Figure 4.18: The results show deficiencies whichsausly interfere with the attainment

of organizational goals

the results show deficiencies which seriously interfere with the attainment of
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60.0% and 4.0% of the respondents strongly agreed agreed to the appraisal results
showing the deficiencies that interfere with thi@iament of organizational goals since each
worker is evaluated on how well they have managedanéet the laid out goals and the

obstacles met in the different methods. HoweverQ%6disagreed to this and 20.0% were

neutral.
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Table 4.20: it has enhanced leadership within therganization among employee

Table 4.19: it has enhanced leadership within therganization among employee

Cumulative
Frequency Percent Valid Percent Percent
Valid  strongly disagree 1 4.0 4.0 4.0
neutral 12 48.0 48.0 52.0
Agree 12 48.0 48.0 100.0
Total 25 100.0 100.0

Source: Primary Data 2015

Figure 4.19: it has enhanced leadership within therganization among employee
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As shown above 48.0% of the respondents were bmitral and agreed to the self-appraisal

method enhancing leadership because one looks e¢ ofohis or her strengths and is
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motivated to improve and maintain and achieve sbimgtgood and recognizable at the end

of the day, while 4.0% strongly disagreed to this.

4.20 Appraisal results hint on factors that would mprove customer satisfaction from

service

Table 4.20: Appraisal results hint on factors thatwould improve customer satisfaction

from service

Cumulative
Frequency Percent Valid Percent Percent
Valid  disagree 6 24.0 24.0 24.0
neutral 5 20.0 20.0 44.0
Agree 12 48.0 48.0 92.0
strongly agree 2 8.0 8.0 100.0
Total 25 100.0 100.0

Source: Primary Data 2015
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Figure 4.20: Appraisal results hint on factors thatwould improve customer satisfaction

from service
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4.21 Appraisal results enhance an organization's pacity to manage change

Table 4.21: Appraisal results enhance an organizain's capacity to manage change

Cumulative
Frequency Percent Valid Percent Percent
Valid  disagree 3 12.0 12.0 12.0
neutral 9 36.0 36.0 48.0]
Agree 9 36.0 36.0 84.0
strongly agree 4 16.0 16.0 100.0]
Total 25 100.0 100.0

Source: Primary Data 2015

Figure 4.21: Appraisal results enhance an organizain's capacity to manage change
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36.0% agreed and were also neutral as regardsisgp@sults enhancing the organization’s
capacity to manage change like a change in theitesi run in the clinic, a change in the
distribution of resources and duties while 16.0%rgily agreed to this and 12.0% disagreed

on grounds that the results at times do not cnexten for change but rather demoralizes the

workers performance.

Figure 4.22: Do you receive any training on how toarry out the appraisal

do you receive any training on how to carry out the appraisal?
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Source: Primary Data 2015

65% of the respondents at AAR, Bugolobi, Clinic dmt agree to receive training on how to
carry out appraisal but rather were picked up frivie other workers within the clinic

especially those that had worked there for a lotigez than the others.

However, 24% agreed to having received trainingpaw to appraise their activities and how

frequent they are to carry it out.
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Figure 4.23: How often are staff appraisals or pedrmance reviews conducted

how often are staff appraisals or performance reviews conducted?
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Source: Primary Data 2015

89% of the staff as shown above agreed to beingaeggal on a quarterly basis that is every
after three months and 15% upon task completio&av is evaluated to see how efficient

and effective they are as they carry out theivéacs.
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4.22 Since the balance score card method is a methewhere the worker rates his or her
performance based on key performance indicators thaare set by the organization

management. Has this method been effective on thetwities you carry out?

Table 4.22: Since the balance score card methodasnethod where the worker rates his
or her performance based on key performance indicats that are set by the

organization management. Has this method been effiae on the activities you carry

out?
Cumulative
Frequency Percent | Valid Percent Percent
Valid Yes 16 64.0 64.0 64.0
No 9 36.0 36.0 100.0
Total 25 100.0 100.0

Source: Primary Data 2015
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Figure 4.24: Since the balance score card methodasmethod where the worker rates
his or her performance based on key performance indators that are set by the
organization management. Has this method been effiae on the activities you carry

out?
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Source: Primary Data 2015

Figure 4.24 shows that 64.0% of the respondentseatipat the balance score card has been
effective on the activities since they are ablerdte their performance according to the
clinic’'s goals that are set by management whil®@%#esponded to the effectiveness of the

score card as no in terms of being effective orathiwities carried out.
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4.23 The self-appraisal involves evaluation of org'own strengths and weaknesses as
regards their performance. Has this method been edttive as regards the activities you

carry out?

Table 4.23: The self-appraisal involves evaluatioaf one's own strengths and
weaknesses as regards their performance. Has thisethod been effective as regards the

activities you carry out?

Cumulative
Frequency Percent | Valid Percent Percent
Valid Yes 19 76.0 76.0 76.0
No 6 24.0 24.0 100.0
Total 25 100.0 100.0

Source: Primary Data 2015

Figure 4.25: The self-appraisal involves evaluatioof one's own strengths and
weaknesses as regards their performance. Has thisethod been effective as regards the
activities you carry out?

the self appraisal involves evaluation of one's own strengths and weaknesses
as regards their performance. Has this method been effective as regards the
activities you carry out?

60

Percent

204

0 T T
Yes no

the self appraisal involves evaluation of one's own strengths and
weaknesses as regards their performance. Has this method been effective
as regards the activities you carry out?

Source: Primary Data 2015
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According to the figure above, 76.0% of the resmotsl agree that self-appraisal has been
effective as regards the strengths and weaknesses bhe possesses since one is able to
gauge how well vast they are meeting the clinidalg however, 24.0% did not agree to this
but rather saw it as a method that did not pointomes weaknesses since it is quite difficult

to assess how well you are performing but easiesdmeone else to do so.

4.24 Past job experience is one where the achieverts skills and knowledge attained in
one's previous job are used to evaluate how competehey are for the current job. Has

this past job experience method been effective asgards the activities carried out?

Table 4.24: Past job experience is one where thehaevements, skills and knowledge
attained in one's previous job are used to evaluateow competent they are for the
current job. Has this past job experience method len effective as regards the activities

carried out?

Cumulative
Frequency Percent | Valid Percent Percent
Valid  Yes 25 100.0 100.0 100.0}

Source: Primary Data 2015
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Figure 4.26: Past job experience is one where theldevements, skills and knowledge
attained in one's previous job are used to evaluateow competent they are for the

current job. Has this past job experience method len effective as regards the activities

carried out?

past job experience is one where the achievements, skills and knowledge
attained in one's previous job is used to evaluate how competent they are for
the current job. Has this past job experience method been effective as regards
the activities carried out?

100+

Percent

40

20

0 T
yEes

past job experience is one where the achievements, skills and knowledge

attained in one's l;;revious job is used to evaluate how competent they are

for the current job. Has this past job experience method been effective as
regards the activities carried out?

Source: Primary Data 2015

According to figure 4.26, 100% of the staff agreleat past job experience method has been
effective as regards the activities carried outeiane is able to relate how they performed
before to how they conduct themselves in the clagowell as gain more skills on how to

carry out their activities.
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CHAPTER FIVE

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS

5.0 Introduction

This chapter presents the summary of the findingmclusions, and corresponding
recommendations from the study basing on each tgecThe objectives include to
establish the effect of balance score card with p&yformance indicators appraisal method
on staff performance in AAR, Bugolobi, Clinic, tcetdrmine the effects of past job
experience on staff performance in AAR, BugolohiniC and to establish the relationship
between self-appraisal and staff performance in AARgolobi, Clinic. It also gives

suggestions for persons that will be conductinghferrstudies.

5.1 Summary of Findings

5.1.1 Establishing the effect of balance score cawith key performance indicators

appraisal method on staff performance in AAR, Bugabbi, Clinic

From the analysis presented on the information hapter four, the balance score card
method does not reveal the problems that hinderethelency of the workers but rather
points out how well one is performing accordingtibe set standards of the clinic. It also
reminds employees about the goals they had sdteabéginning of recruitment and an
individual is able to rank him or herself basing lmow well the goals are achieved. The
findings also showed that those who meet or extledet targets are re- energized and those
who don’t tend to lose morale hence making manageseek for ways to boost everyone’s

ability to improve their performance or maintain it

For the case of the top management like the Heatdicenanager and different departmental

heads at the clinic the balance score card methasl dnabled them improve their
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performance by giving them an eye opener on planfon clinical operations, for example

what to achieve, how to achieve it and when to ekba it.

5.1.2 Determining the effects of past job experieeoon staff performance in AAR,

Bugolobi, Clinic

Findings from the research indicate that the pagsinvolving past job informants in
evaluation of the staff is profitable and wise simore sources enable a more honest and
wide appraisal about an individual and their cdmition to the clinic. It also provides a basis
to show management how competent one is for acpéatijob or position and hence reduces
costs like training costs since one is well vaghva particular field of work. It also enable
management note out one’s weakness and provides\ilih time to improve it in order to

avoid continuous repetition of past mistakes ambwgskers.

5.1.3 Establish the relationship between self-appisal and staff performance in AAR,

Bugolobi, Clinic

From the analysis of the findings presented in tdrap, it was revealed that 60.0% of the

staff agree that the results obtained from selfaippl show deficiencies which seriously

interfere with the attainment of organizational Igosince one is able to establish as to
whether they are competent enough for a parti@adavity or not. It also enhances leadership
among workers, self-appraisal points out one’s weak and strengths in terms of the set
goals of the clinic thus if one evaluates him orsk# and ranks out as a 90% good team
worker then they are able to guide the rest eslhetise that feel that they have lost morale

or need more motivation in carrying out their aitis.
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5.2 Recommendations

Better methods on how to maintain feedback as dsgtre evaluation of staff members
should be sought so that they are able to determira¢ and how to improve their activities

at the clinic.

More analysis should be made by the senior managiemseregards the appraisal system and
the impacts it might have on staff performance sacimprove or encourage particular

methods among the staff.

More training should be given to the staff on haacarry out the appraisal since majority

learn how to do so from the old staff members.

More motivation should be given to the workers egly those who meet organizational

expectations for example gifts in order for thenh todose morale to keep working hard.
5.3 Suggestions for further research

Further study should be conducted to determine WweWappraisal systems in organizations
should be laid out in terms of training, giving déack to workers and how to maintain their

existence in the organization.

Further study should also be conducted on the teffiethe balance score card method, self-

appraisal and past job performance on the perfocemahstaff in different organizations.
5.4 Conclusions

From the findings, it is clearly shown that AAR, dguobi, Clinic uses appraisal methods to
evaluate their employees. It has affected the pmidiace of the organization positively as
shown in chapter 4 above where it was observedaghyataisal improves the way most of the
staff carry out their activities and how they relatith both their peers and management as

well as boosts their ability to satisfy the clim@&xpectations.

71



REFERENCES

Bernardin, H.J., (2003) Human Resource ManagentenE®. New York: McGraw-Hill

[rwin.

Cascio, F., Wayne. (1998) Managing Human resouRexiuctivity, quality of work life,

profits. Boston: Irwin McGraw-Hill.

Duggan, T. (2013) The equity theory in performaragpraisal, New York: SAGE

Publications, Inc.

Evan, J., R and Lindsay, W., M. (1999) The Manag#mad control quality.4th Ed.

Cincinnati Ohio: South- Western College Publicasion

G, A., Cole. (2004) Management Theory and PracéiteEd: Thomson learning.

lvancevich, J.M., (2001) Human Resource Manage®i#nEd. Canada: McGraw-Hill Irwin.

Kaizen, M., Imai. (1986) the key to Japan’s contpetisuccess. New York: Mc Graw-

Hill.inc.

Kinicki, A. and Brian, K., Williams. (2003) Managemt. Sydney: McGraw-Hill Irwin.

Komunda, M., Birungi. (2006) Human Resource Manag@simplified. 2nd Ed. Kampala:

Fountain publishers.

Krejcie, R.V &, D.W (1974)’s table of determiningraple size of research activities in the

NEA research Bulletin (December, 1960).

Lloyd, L., Byars. and Leslie, W., Rue. (2004) HuniResource Management. New York:

McGraw-Hill Irwin.

72



Lloyd, L., Byars. and Leslie, W., Rue. (2006) HunResource Management. 9th Ed:

McGraw-Hill International Edition.

Luis, R., Mejia, G. and David, B., Balkin. (2002)kkgement. New York: McGraw-Hill

Irwin companies.

Raymond. A., Noe, John, R., Hollenbeck, Barry, @erhand Patrick, M., Wright. (2010)
Human Resource Management: Gaining a competitiveaiichge.7th Ed. McGraw-Hill

International edition.

Robert, L., Craig. (1987) A guide to Human Resouegelopment. 3rd Ed. New York:

McGraw-Hill.

Journals:

http://appraisals.naukrihub.com/pa-and-organisatiperformance.html

http://www.businessdictionary.com/definition/human-

resources.html#ixzz3TzvI34¢dccessed 18/02/2015)

http://www.nova.edu/ssss/QR/QR15-5/carlson (adtessed 2804/2015)

73



APPENDICES
APPENDIX I: QUESTIONNAIRE FOR THE EMPLOYEES
Dear respondent,

| am Atuhe Christina a third year student at UgaMidatyrs University and | am carrying out
a research on "The effect of appraisal methods taff performance.” The information
provided to me is purely for academic purposesanequirement for the attainment of my
bachelor's degree in Business Administration anchddament. This information provided

will be kept confidential.

This questionnaire is to gather information aboLhée' effect of appraisal methods on staff

performance.”

PART ONE

Instructions

Please tick in the boxes provided as honestly aswyoan

1. Sex:

Male |:| Femal|:|

2. Age
20-30 I:I
31-40 I:I
40-50 [ ]

51 and above |:|

74



3. Educational level:
Masters |:| Under-graduat1:|

Other (please SPECITY) ..o e
4. How long have you been an employee of AAR, BalbipIClinic?
a)1-2year{ | b) between 2- 4 y{ ] c) between 4- (]
d) Between 6 and 8 yeei:| e) beyond ESD

PART TWO

This section tries to assess the effect of cersaif appraisal systems on the overall

performance of the staff at AAR, Bugolobi, Clini®lease tick against the most appropriate

answer.
KEY:

1 = Strongly disagree, 3 = Neutral 5 = Strongly agree

2 = Disagree, 4 = Agree N/A = Not Applicable

Please answer the following questions;

BALANCE SCORE CARD;

a. The Balance Score Card method is a method whengorker rates his or her performance

based on key performance indicators that are s#tdogrganization management.

QUESTION RANKING

Balance Score Card 11213 4 5

Appraisal assessments are based on the goalsaarthsls of the

organisation.

The timing of the appraisal is carefully taken intmsideration by

the organization
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The organization carries out pay increases or eynpbot

promotions on an annual basis.

Employees expect salary increments especially winenhave

achieved the expectations of the key performandieators

The organization continuously provides feedback@ndseling to

employees

The organization conducts reviews / appraisals eployees

more frequently than old ones.

Supervisors keep track of one’s performance albgeround, and
take note of critical incidents upon which your epgal will be

based.

The balance score card reveals problems that nraghrécting
employees progress and hindering their efficiemche

organization

PAST JOB EXPERIENCE METHOD;

b. Past job experience method is one where thewasments, skills and knowledge attained

in one's previous job is used to evaluate how ademni they are for the current job.

RANKING

Past job performance 1123 |4 |5

The organization gathers all possible feedback edoundividual
from all past angles in which one conducted hisijebformer

peers, subordinates, managers, customers and Bquerv

The more the sources of past appraisal informdttany raters)
i.e. subordinates, managers, supervisors, peersustomers, the

higher the chances of having an honest appraieakps.

The reviews got from the former work place are usdtie clinic
and are a good source of appraisal information.

The organization has its employee development profpian

which is dependent on feedback from the appraisagss.

Follow up on one’s performance is done after th@apal process,
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SELF-APPRAISAL METHOD;

c. Self-appraisal involves evaluation of one's @ivengths and weaknesses as regards their

performance.

RANKING
Self-appraisal 1123 |4 |5

The results show deficiencies which seriously fieter with the

attainment of organizational goals.

It has enhanced leadership within the organisatoong

employees.

Appraisals results are a motivation tool to empésy do the best

possible job.

Appraisal results hint on factors that would impr@ustomer

satisfaction from service.

Appraisal results enhance an organization’s capazithanage
change.

SECTION 1;

1. Do you receive any training on how to carry it appraisal?

ves [ ] Nd ]

a). If yes, what are the benefits?

b). If no, what other measures are you given?
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c). How often are staff appraisals or performaresgews conducted?

On a single Calendar date i.e. a single appraesabg for all employees

Upon task completion

Quarterly

Monthly

o ug i

On Arbitrary dates e.g. on an employee’s annivgrsathe organisation

SECTION 2;

a. Since the Balance Score Card method is a metheck the worker rates his or her
performance based on key performance indicatotsatieaset by the organization

management.

Has this method been effective on the activitias garry out?

Yes [ ] No ]

a) If no, what measures do you think need to berpplace to make it more effective?
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SECTION 3;

b. The Self-appraisal involves evaluation of o strengths and weaknesses as regards

their performance. Has this method been effectsveegards the activities you carry out?
ves [_] N__]

a). If no what measures do you think need to berpptace?

SECTION 4;

c. Past job experience method is one where thewaaments, skills and knowledge attained
in one's previous job is used to evaluate how @ier they are for the current job. Has this

past job experience method been effective as redhedactivities carried out?
Yes I:I No I:I

a) If no what measures do you think need to be pptane?

INTERVIEW GUIDE
(Managers)

1. How is the general performance of the employafter appraising their activities?

2. Why do you prefer those particular appraisalhoes?
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. What impact is appraising them having on the lesfektaff performance and the

clinic’'s expectations?

. Briefly explain the appraisal procedures used lf@er top management like the Head

center manager, and different departmental headsAAR, Bugolobi, Clinic.

. How do you follow up on the remarks identified whte different appraisal methods

are carried out?

. How do the employees learn how to use these apprasthods?

Thank you for your co-operation
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