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ABSTRACT 

The study focused on performance management and employee performance in financial 

institutions in Uganda using a case of Equity Bank Uganda Limited. The purpose of this was 

to assess the relationship between performance management and employee performance in 

financial institutions. The study objectives were; to establish the relationship between 

performance planning and employee performance, l o analyse the influence of performance 

monitoring on employee performance and to establish the relationship between performance 

reward and employee performance in financial institutions in Uganda. The study adopted a 

case study research design and both quantitative and qualitative approaches were used to 

collect data. Data was collected from a simple random sample of 100 participants and 

purposively selected samples of 9 respondents were able to fill and return the questionnaires 

and interviewed respectively out of the total targeted sample size of 118 individuals. A 5-

point Likert scale questionnaire, two interview guides and documentary review were used to 

collect data. 

The study findings indicated that there is a pos itive significant relationship between 

performance planning and employee performance at Equity Bank Uganda Limited. The 

results also revealed that performance monitoring strongly influences employee performance. 

The study findings established that performance reward had significant positive relationship 

with employee performance.The results of the study revealed that the selected 

performance management explained 52.4% of employee performance while 47.6% was 

explained by other factors. 

Basing on the study findings, it is recommended that the managers in financial institutions 

should ensure performance planning be decentralized in order to allow full employee 

pa1ticipation in setting goals and performance expectations by all workers regardless of their 

cadre. Secondly, institutional management must also ensure that performance management is 

continuous processes that provide immediate feedback to the concerned workers. Lastly, 

financial institutions' manager should ensure that the reward systems are modernized to 

create a competitive advantage that attractive and induce employee performance. In addition, 

managers must ensure that there is effective use of rewards that can encourage employees to 

gain the skills that are necessary to help them and sustain the institutional cooperate 

governance principles. 

xi 
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CHAPTER ONE 
1.1 

GENERAL INTRODUCTION 

The study sought to assess the relationship between performance management and employee 

performance at Equity Bank Uganda Limited. For this study, performance management as the 

independent variable was conceptualized with performance planning, performance 

monitoring and reward while dependent variable employee performance concerned itself with 

timeliness, cost-effectiveness, creativity at work, quality of work and quantity of work. 

In this chapter therefore, the researcher addressed the background to the study, theoretical 

process, conceptual framework, and statement of the problem, purpose of the study, the study 

objectives, research questions, scope and the significance of the operation definition. 

1.2 Background to the Study 

1.2.1 Historical background to the study 
The origins of performance can be traced back in the I 900's (Armstrong & Baron, 2005; 

Wright & Kehoe, 2007). Primarily the process was developed by managers to justify whether 

the salary paid to individual employees was justified. Since then, performance management 

processes have become much more sophisticated and have evolved to encompass variations 

in the usual line manager-employee appraisal to encompass areas such as competencies, 360 

degree feedback, and development planning. 

In the 1950's performance management was a source of income justification and was used to 

determine an employee ' s wage based on performance (Brumback, 2003) Organizations used 

performance management to drive behaviors from the employees (that is motivate 

employees) to get specific outcomes. In practice, this worked well for certain employees who 

were solely driven by financial revvards . However, where employees were driven by learning 
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and development of their skills, it failed miserably. The gap between justification of pay and 

development of skills and knowledge became a huge problem in the use of performance 

management. 

The term performance management gained its popularity in early J 980 ' s when total quality 

management programs received the impo1tance for achievement of supervisor standards and 

quality performance (Dessler, 2005). Tools such as job design, leadership development, 

training and reward system received an equal impetus along with the traditional performance 

appraisal process in the new comprehensive approach to manage and reward performance 

was needed (Wright, Gardner & Moynihan, 2003).This approach of managing performance 

was developed in the United States of America much earlier that it was developed in 

Australia and other developed countries. 

In the recent decade, however, the process of managing people has become formalized and 

specialized (Elias and Scarbrough, 2004). Many of the old performance appraisal methods 

have been absorbed into the concept of performance management, which aims at expecting a 

more extensive and comprehensive process of management. Some of the development that 

have shaped performance management develop in recent years are the differentiation of 

employees or talent management, Management by objectives and constant monitoring and 

reviewing of work was accelerated by the introduction of human resource management as a 

strategic driver and integrated approach to the management and development of employees. 

Thus given such background modern institutions are effused into the dilemma of completion 

and service delivery with this the only asset that institutions are left with is human resources 

which must be maintained wel I to achieve the corporate governance principles that is the 

researcher to examine the relationship to perfcmnance management and employee 

performance with specific emphasis on financial institutions. 
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1.2.2 Theoretical perspective. 
The study was guided by theoretical foundation for performance management that lie in 

motivation theory and, in particular, Locke's 1960 goal setting theory and Yroom's 1964 

expectancy theory (Fleteher, 2000; Mitchell, Thompson & Gerorge-Falvy, 2000) . The goal 

setting theory suggests that not only does the assignment of specific goals result in enhanced 

performance but that, assumes goal acceptance, increasing the challenge or difficult of goals 

leads to increased motivation and increases in performance (Mitchell , Thompson & George -

Falvy,2000; Mitchell et al, 2000; Locke & Latham, 1990). Expectancy theory hypothesizes 

that individuals change their behavior according to the ir anticipated satisfaction in achieving 

certain goals (Vroom as cited in London, Mone & Scott, 2004) implications for the 

performance management processes. 

Clark (as cited in Atkinson and Shaw 2006) suggest that both goal setting and expectancy 

theory are founded on the premise that human beings think in a rational, calculative and 

individualistic way . Indeed, he argues that performance management is based on 

rationalistic, directive views of the organization which assumes not only that strategy can be 

clearly articulated but also that the outcomes of human 1·esource processes can be framed in a 

way that makes clear their links to the organization 's strategic objectives. He further argues 

that the approach assumes causal links between different parts of the process that can be 

readily identified and enable under performance in one or more aspects of the process to be 

managed to ensure optimum functioning of the wider performance management system 

(PMS). However, such assumptions not only ignore the nature of strategy and its formulation, 

but also fail to recognize the context in which a performance management system operates 

(Torrington, Hall & Taylor, 2005). 
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1.2.3 Conceptual background to the study 
Stevers and Joyce (2000) defines performance management as a process for ensuring that 

employees remain focused on their work in ways that contribute to the achievement of an 

organization's mission. The practice includes various activities regarding training employees, 

empowerment. Supervisors and managers are responsible for managing the performance of 

their employees. Each organization's policy should specify how the performance management 

is execrated. Organizations should adopt performance management practices that are 

consistent with the requirements of their policies and those that best fit the nature of the work 

performed and the mission of the organization (Stevers & Joyce, 2000). According to 

Armstrong and Baron (1998), performance management is both a strategic and an integrated 

approach to delivering successful results in organizations by improving the performance and 

developing the capabilities of teams and individuals. The process of performance 

management includes, performance planning, monitoring and rewarding performance 

(Armstrong, 2006). 

Performance planning in this study refers to setting performance expectations, goals, how 

performance will be measured and competence needed to channel efforts of teams and 

individuals towards achieving organizational objective (Armstrong, 2011; Us Office 

personnel Management). 

Performance reward is seen as recognizing employees, individual and members of teams for 

their performance and acknowledges their contributions towards achievement of 

organization's objectives (US Office of personnel management, 2011 ). 

Performance monitoring is seen as a continuous process which involves monitoring progress 

of projects and assignments and consistently measuring performance and providing ongoing 
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feedback to employees, includes progress reviews with employees where their performance is 

compared against their objectives and standards (US Office of personnel management, 2011 ). 

Armstrong (2000) defines employee performance as record of outcome or record of a 

person's accomplishments. Similarly employee performance is seen as a systematic, 

continuous and flexible process which involves managers and employees acting as partners 

within the framework that sets out how best they can achieve the required results in the 

accomplishment of its goals (US Office of Personnel management, performance overview, 

2001). 

1.2.4 Contextual Background to the study 
The Banking and Microfinance sections currently is composed of commercial banks, credit 

institutions, micro-deposit taking institutions (M Di s), and more than 1,200 Tier 4 MF Is 

including savings and credit cooperatives (SACCOs) which offer a variety of financial 

products and services in both the rural and urban areas of Uganda. Equity Bank Limited -

Uganda (EBLU) which is the case to this study started in July 2008 when Equity Bank Kenya 

successfully acquired a 100% stake in Uganda Microfinance Limited (UML).Equity Bank 

Limited-Uganda t;1erefore entered the market with a footprint of3 I branches and 16 contact 

offices spread over 29 districts in Uganda. The entry to Uganda marked the first stride in 

Equity Bank's regional expansion strategy. 

However, in the last 10 years, Uganda has had more opening shops, mergers and take over's 

in Financial Institutions and yet these institutions have failed to build a pool ofexperienced 

and skilled labour to offer the kind of high level expertise required (Joanna and Victoria, 

2013). Because of this, most Financial Institutions recruit graduates with various academic 

and professional qualifications regardless of any banking and credit management skill and 

experience, with a hope of providing them with on job training to develop their skills and 
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experience. However like any other organization, Equity Bank Uganda limited is grappling 

with the retention challenges due to insistencies in their performance planning, performance 

monitoring and rewards. 

The Bank has 31 branches of which they are situated in the different regions in Uganda 

mainly in the central region. The Bank is experiencing a high rate of staff turnover (The 

Equity News, 2014). Much as some employees give many reasons for exit, others just quit 

without clear reasons and most times any warning (The Equity News, 2014). The institutions 

systems in term of human resource management are not clearly communicated to the 

workers. Worse still, new Financial Institutions seem to be offering better terms and salaries 

than that of Equity Bank Uganda Limited. As a result, more resignations are experienced by 

this Bank compared to other commercial Banks in the region. There are also some disparities 

in the salary structure where the increments are not communicated clearly yet overall 

performance of any organization depends upon the extent to which human resource is 

effectively utilized. Highlighting the importance of people in the organization, Khera (1999) 

opined that today when most business houses are obsessed with Total Quality Management 

(TQM) in order to stay ahead of competition, very few organizations realize that their most 

precious assets are their employees. The cardinal purpose of performance management is 

enhancement of employee performance. It is upon this background that I sought to gain an 

insight into the current performance management practices and its relationship on employee 's 

performance in finance institutions with a case study of Equity Bank Uganda limited 

6 



1.3 Statement of the problem 
Equity Bank uses various approaches to motivate its employees in order to achieve its vision 

and mission and one of the approaches is performance management. The Bank adopted a 

performance review process, which was a great opportunity to revisit expectations and goals 

within the organization Luyombo (2008), and performance supported to give employees 

chance to discuss their performance and facilitate talk to understand the job requirements . 

However, despite the adoption and implementation of the performance management, Equity 

Bank Uganda Limited is faced with the challenge reflected through low levels of employee 

performance which is characterized with poor quality of work, poor creativity at work, less 

quantity of work performed, too much time taken during work performance by employees 

from both lower manager, middle and top managers (Joanna and Victoria, 2013). 'According 

to the Equity Newspaper Issue 6t 11 November, (2014), the General Manager- Human 

Resources expressed the concern of low employee performance a situation which has resulted 

in poor performance appraisal results. If performance management approaches are not well 

informed as well as based on purely organizational demands and needs, it is likely to affect 

employee performance. It is for this reason therefore that there is need to carry out a study to 

assess the relationship between Performance Management on Employee performance at 

Equity Bank Uganda Limited. 

1.4 Purpose of the study 
The purpose of the study was to assess the relationship between performance management 

and employee performance at Equity Bank Uganda Limited. 

1.5 Objectives of the study 
I) To establish the relationship between performance planning and employee 

performance at Equity Bank Uganda Limited. 
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2) To analyze the influence of performance monitoring on employee performance at 

Equity Bank Uganda Limited. 

3) To establish the relationship between performance reward on employee performance 

at Equity Bank Uganda Limited. 

1.6 Research Questions 
1) What is the relationship between performance planning and employee performance at 

Equity Bank Uganda Limited? 

2) How does performance monitoring influence employee performance at Equity Bank 

Uganda Limited? 

3) What is the relationship between performance rewards on employee performance at 

Equity Bank Uganda Limited? 

1.7 Conceptual Framework 
The framework below conceptualizes the relationship between performance management and 

employee performance which is resourced either to timeliness, cost-effectiveness, creativity 

at work, quality of work, and quantity of work. 

Figure 1: Showing conceptual framework of the study 

Independent variable 

Performance Management 

• Performance planning 

• Performance monitoring 

• Performance reward 

... 

Moderatingj variable 

• Operational policy 

. ,.. 

Dependent variable 

Employee performance 

• Cost-Effectiveness 

• Creativity at work 

• Quality of work 

• Quantity of work 

• Occupational health and safety 

policy. 
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· ~. 

Source: Adapted from Armstrong (2006);Locke & Latham (2002), goal setting theory; 

Brody (2004) and Fleteher (2000); Mitchell, Thompson&Gerorge-Falvy (2000) 

The conceptual framework shows the independent variable as performance management in 

terms of performance planning, performance monitoring and performance reward and the 

dependent variable as employee performance measured in terms of timeliness, cost-

effectiveness, creativity at work, quality of work and quantity of work. It is conceptualized 

that the performance management affects employee performance. For example, poor 

performance management decrease employee performance and vice versa. In particular, it is 

hypothesized that poor performance planning decrease employee performance and vice-versa. 

Furthermore, it is hypothesized that poor performance appraisal and poor performance reward 

decreases employee performance and vice-versa. The frame work is moderated with 

operational policy and occupational health and safety policy; however this factor was not 

studied. 

1.9 Scope of the study 

1.9.1 Subject scope 

The research focused generally on the relationship between performance management on 

employee performance with more emphasis on the performance planning, performance 

monitoring and performance reward as the main performance management practices, thus 

leading to timeliness, cost-effectiveness, creativity at work, quality of work, quantity of work. 

1.9.2 Geographical scope 

This study was carried out at Equity Bank Uganda limited Head office located on Muteesa I 

Road, Kampala. 
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1.9.3 Time Scope 

The study concerned itself with the period from 2014 to 2015 because it is the period when 

the Manager Human Resources expressed her concern for low employee performance at 

Equity Bank Uganda Limited. 

1.10 Significance of the study 
l. The study is intended to identify and critically assess the relationship between 

performance management on employee perform;-:1ce in financial institutions. This 

may be used as feedback into the organization in ways of satisfying employees and 

creating organizational fit and adjustment will be carried out accordingly to promote 

better, effective and efficient performance management in different organizations. 

2. New investors could use the findings and recommendations of the study to appreciate 

the different performance management and their influence on employee performance 

in Ugandan institutions thus helping them create organizations that may have a 

competitive edge in the economy. 

3. At the research level, the findings are meant to bridge the gap between the theory 

studied in class and performance management. The findings will contribute to the 

existing literature about performance management and employee performance since 

the humans are the most valued asset of the organization . 

4. The information obtained may be utilized in formulation of policies at all financial 

and non-financial institutions, agencies, government institutions and non-government 

organizations in regard to performance management. This will help to curb employee 

and citizens unrests caused by complaints against such organizations. 

1.11 Justification of the study 
Low employee performance is costly in that it leads to a decrease in the organization 's 

performance, a loss of revenue to the organization, increased staff turnover. Thus there is a 
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need to conduct this study to find out how employees at Equity Bank are motivated with a 

focus on performance management. Employee performance is the desire to work that little bit 

harder. The Bank will try to improve employee performance in order to achieve a desired 

goal and sustains certain goal directed behaviors. The Bank could improve employee 

performance by their performance management in order for workers to work harder. The 

above have motivated the researcher to conduct a study to establish the relationship of 

performance planning, performance monitoring and performance reward on employee 

performance at Equity Bank Uganda limited. 

1.12 Operational Definitions 
Reward; refers to employee benefits and compensations. 

Performance planning; is the setting of goals for groups and individual to channel their 

efforts towards achieving organizational objectives. It also includes yard stick that will be 

used to determine whether expectations and objectives are being met. 

Performance measurement; is a process by which organizations establish the parameters 

within which programmes are reaching the desired results. 

Performance appraisal; providing judgment based on basement of relevance, 

appropriateness efficiency, impact and sustainability of performance management. 

Monitoring; regular qhecking of progress against the plan that aims at primarily to provide 

management and maintain stakeholders on an ongoing intervention with early indications of 

progress, or lack in the achievement of results. 

Performance Management; refers to both a strategic and an integrated approach of 

delivering successful results in organizations by improving the performance and developing 

the capabilities of teams and individuals. 
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2.1 Introduction 

CHAPTER TWO 

LITERATURE REVIEW 

This chapter consists of the theoretical review to the study, conceptual review to the study the 

assessment of literature on the independent variable, performance management mainly 

performance planning, performance monitoring and performance reward assessing their 

relationship on the dependent variable, employee performance as put forward by different 

scholars, conceptual review and theoretical review. It further reviews literature on how these 

two variables impact each other, clearly underscoring gaps in literatures of different 

a cad em icians. 

2.2.0 Theoretical review to the study 

The study was guided by theoretical foundation for performance management that lie in 

motivation theory and, in particular, Locke's 1960 goal setting theory and Vroom 's 1964 

expectancy theory (Fleteher, 2000; Mitchell, Thompson & Gerorge-Falvy, 2000). The goal 

setting theory suggests that not only does the assignment of specific goals result in enhanced 

performance but that, assumes goal acceptance, increasing the challenge or difficult of goals 

leads to increased motivation and increase~ in performance (Mitchell, Thompson & George -

Falvy, 2000; Mitchell et al, 2000; Locke & Latham, 1990). Expectancy theory hypothesizes 

that individuals change their behavior according to their anticipated satisfaction in achieving 

certain goals (Vroom as cited in London, Mone & Scott, 2004) implications for the 

performance management processes. 

Clark (as cited in Atkinson and Shaw 2006) suggest that both goal setting and expectancy 

theory are founded on the premise that human beings think in a rational, calculative and 
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individualistic way. Indeed, he argues that performance management is based on 

rationalistic, directive views of the organization which assumes not only that strategy can be 

clearly articulated but also that the outcomes of human resource processes can be framed in a 

way that makes clea r their links to the organization ' s strategic objectives. He futther argues 

that the approach assumes causal links between different parts of the process that can be 

readily identified and enable under performance in one or more aspects of the process to be 

managed to ensure optimum functioning of the wider performance management system 

(PMS). However, such assumptions not only ignore the nature of strategy and its formulation, 

but also fail to recognize the context in which a performance management system operates 

(Torrington, Hall & Taylor, 2005). 

2.3.0 Conceptual Review to the study 

Stevers and Joyce (2000) defines performance management as a process for ensuring that 

employees remains focused on their work in ways that contribute to the achievement of an 

organization's mission. The practice includes various activities regarding training employees, 

empowerment. Supervisors and managers are responsible for managing the performance of 

their employees. Each organization's policy should specify how performance management is 

execrated. Organizations should adopt performance management practices that are consistent 

with the requirements of their policies and those that best fit the nature of the work performed 

and the mission of the organization (Stevers & Joyce, 2000). According to Armstrong and 

Baron (1998), performance management is both a strategic and an integrated approach to 

delivering successful results in organizations by improving the performance and developing 

the capabilities of teams and individuals. The process of performance management include, 

performance planning, monitoring and rewarding performance (Armstrong, 2006) 
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Performance planning in this study refers setting performance expectations, goals, how 

performance will be measured and competence needed to channel efforts of teams and 

individuals towards achieving organizational objective (Armstrong, 2011; Us Office 

personnel Management) . Performance reward is seen as recognizing employees, individual 

and members of teams for their performance and acknowledges their contributions towards 

achievement of organization's objectives (US Office of personnel management, 2011). 

Performance monitoring is seen as a continuous process which involves monitoring 

progress of projects and assignments and consistently measuring performance and providing 

ongoing feedback to employees. It includes progress reviews with employees where their 

performance is compared against their objectives and standards (US Office of personnel 

management, 2011). 

2.3.1 Performance planning and employee performance 

Performance planning is often the most difficult phase which involves identity, clarity and 

agreeing upon expectations, identify how results will be measured, agreeing on monitoring 

process and documentation of the plan. Managers need to ensure that the objectives are good 

presentation of the full range of duties carried oul by employees, especially those everyday 

tasks that can take time but are often overlooked as a significant accomplishment. 

Performance planning is collaborative effort involving both managers and employees during 

which they will review employee job description to determine if it reflects the work that the 

employee is currently doing; identify and review links between work plan and organization 

objectives and strategic plan; develop work plan that outlines the task, to be accomplished, 

expected resu Its and measures that will be used to evaluate performance, identify key results 

areas determined by organization's strategic plan which are critical to the overall success of 

the position, identify training objectives that will help employee develop his/her skills, 
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knowledge and competencies that can be put of long-term career planning. Thus means 

performance planning is part of every good coach. Hence, these plans, which form a 

comprehensive road map designed for employees, specifically, detailing what they are 

expected to do (Nortion, 200 l). However, some organizations to day have no clear 

approaches on performance planning which involves identity, clarity and agreeing upon 

expectations; identify how results will be measured thus affecting employees performance. 

Various theories (Notably Goal setting theory by Locke, 2000) have been evolving overtime 

to explain the occurrence of events and issue in the field of performance planning and 

employee performance. This has consequently had far reaching benefit in positively 

impacting the process of selecting, developing and using performance planning tools and 

solutions to reverse employee performance related problems. Locke in the (1975, 2006); 

Locke & Lathem, (1990) indicate that specific agreed goals yield higher performance than 

when people strive to simply do their best to achieve ambiguous go ~ils. They further provide 

empirical evidence of performance benefit where specific goals have been achieved 111 

hundreds of laboratories and field studies (Locke & Lathem, 1990, 2002). Therefore, 111 

circumstances where an organization has no defined specific goals that employees have to 

achieve, it affects employee performance when people strive lo simply do their best to 

achieve ambiguous goals. 

The goal theory suggests that the joint setting of objectives, feedback and involvement, 

which are al I part of a managerial approach, can i rn prove performance. The theory 

places particular emphasis on goal-setting behavior and sti pu I ates that the goals need to be 

clear, specific and achievable if they are to motivate. Nagyms (2002) argued that 

employees are motivated if they are aware of what needs to be done in achieving a 

specific goal, irrespective of the difficulties they might encounter in doing so. This 
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theory lies at the center of performance based performance programme which are 

effectively applied in human resource management in form of management by 

objectives (MBO) technique that harbors employee involvement in goal setting, decision 

making and feedback. Robbins (1998) states the employees will perform better if they get 

continuous feedback in terms of how well they are progressing towards their goals. 

Employees granted the opportunity to be involved in the preparation of their own goals 

would be more committed in achieving such goals. 

According to Michelle (2007) and Helmut (2002) , argues that during performance planning 

there are decisions that are made and the most important decisions in an organization affect 

not only the decision maker but also other members of the organization. The allocation of 

decision rights according to Helmut (2002); Jensen and Mechelle (2007) can resolve the 

problem of externalities that may have impact on other stakeholders when important 

decisions concerning them are made without their participation. According to Osterman 

(1994), around 45% of workers decide the mode of doing their job. Aghion, and Tirole 

(1997) support the view when they observe that as interests between management and 

employees become more aligned, delegation of decision-making rights motivates employees 

to improve their performance without causing severe disruption to the decision-making 

process. Juliette and Jeff (2005) however argue that there are certain circumstances (such as 

sensitivity and nature of the matter) under which the employer may reserve authority over 

decision rights. However, much as interest bet\·Veen management and employees become 

more aligned where delegation of decision-making rights motivates employees to improve 

their performance, some do not perform as they are expected due to the performance results 

and increase in employee exit. 

16 



In performance planning, implementing the learning and development plans which involves 

coaching, training, attachments, monitoring and close supervision improves employee 

performance in an organization (Bhati, 2007) . Based on performance plans, each institution 

identifies critical competencies that need to be developed in order to accomplish the tasks. 

Individual development planning helps identify the employee's career development goals and 

the strategies for achieving them. Typically, the employee will complete an individual 

development plan on an annual basis. This plan is intended to encourage employee to the 

ownership of his/her career development provide an administrative mechanism for 

identifying and tracking development needs and plans, assist in planning for the agency's 

training and development requirement. Supervisors and employees working together to 

complete the employee's development plan, but employees are ultimately responsible for 

taking the initiative for their professional development. From this review a mix of 

relationship that is worthy explored is observed (Qureshi and Bhati, 2007). 

Patricia & Bernard (2001 ), in their guide book performance management is the regular 

collection and reporting of elate due to track work produced and results achieve several 

performance measurement systems are in use today, each with its own group of supporters. 

For example, the Balance score card (Kaplan &Nortion, 1993, 1996, 2001), designed for 

business wide implementation performance measurement is fundamental building block of 

total quality management and total quality organization. A simple performance measurement 

framework which includes defining and understanding metrics, collecting and analyzing data, 

prioritizing and taking improvement action (Patricia and Bernard consultant,2001). 

Qureshi (2007) asserted that there are two often quoted statements that demonstrate the 

importance of performance measurement, "when you can measure what you are speaking 

about and express it in number you know something about it" you cannot manage what you 
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cannot measure" these demonstrate the importance of performance measurement which plays 

a critical role in identifying and tracing process against set goals, identifying opportunities for 

improvement and comparing performance against the set targets. Qureshi and Bhati (2007) 

argue that the best way to improve employee performance is buy shared goals between 

employees, and supervisors . Further, by allowing vvorkers to input into development of 

mission statements, organizational policies and procedures, setting goals among others can 

improve employee performance. 

Further similar position is seen from Kaplan & Norton (1992) through their works about the 

balanced scorecard; as well as from works Frank (2008) who indicated that where there is 

lack of decision right that is lack of decision rights, that is lack of authority and responsibility 

for making particular decision, organization need to balance decision rights to lower levels in 

the organization against control losses from increased information system. While goal setting 

Theory is generally analyzed at individual level its principles are considered relevant that 

organizational level to Locke (2004) Banner & Cooke Coens & Jekins (2000) argue that goal 

setting is effective for any task where people have control over their performance. 

2.3.2 Performance monitoring and employee performance 

In the practice of modern day-today management recommended by Druck (1999), Baum & 

Lock (2004) observed that supervisors need not to be so close to their subordinate nor do 

business/organizational managers (owners) work so closely to their staff. That is 

staff/employees have to be trusted with some degree of confidence (Banner & Cooke, 1984; 

Banura & Cervone, 1983) that they can deliver to the assigned tasks with this emerging trend 

there is a need to have an appraisal mechanism established and well known way of how 

feedback about employee performance can be obtained arises. 
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In performance monitoring, there is an exchange relationship between employees and an 

organization and that employees believe that there is a value offered that forces them to 

perform as expected (Eisenberger et al, 1986). This relati onship is what these Scholars call 

"perceived organizational support theory (POS)" . These theories proceed today that an 

employee's perception that the organization values his/her contribution and cases about the 

employee's well-being catalyses the employee to performance as desired of him or her by the 

organization. That is , borrowing from the "social exchange theory" of Blau (1964), which is 

actually the basis from which POS was derived, we see that when employees feel that they 

are monitored and their performance is reviewed by the organization, they will reciprocate it 

with some valuable return. Not surprising however, the opposite will be recorded when 

employees feel they are not supported, monitored and th e ir input reviewed by organization. 

This opposite is far extreme when the employee is appraised with undesired feedback despite 

his/her effort to record positive performance. Hence from this review, we see that rationale 

embedded in organizational support theory is concept of " perceived organizational suppo1t" 

which is simply the relationship of employee and organization where both the parties 

"reciprocate" each other with something valuable. For such reciprocal relationship 

performance monitoring of set target and goals to be effective such goals should be 

measurable in forms of quality, quantity, time and cost. This would help employees to adjust 

their effort on performance strategies to match goal requirements (Locke & Latham, 2002). 

Employees should be involved in the process of designing appraisal instruments as well as 

well as communication channels and modes of providing feedback to them. 

In any performing organization, an implementation of a solution and/or course of action 

without a proper theoretical explanation on how the course of action is likely to operate 

so as to close the organization's performance gap is d isastrous(Greener,2003). 
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This is because monitoring and evaluation of the course of' action and/or solution is normally 

quite difficult. In addition, deLancer-Julnes & Holzer (200 I) suggest that management must 

continually monitor and measure the performance of employees after the implementation of a 

new course of action/solution to see if there is a posi live effect on em ployees D performance. 

If performance remains stagnant or declines, management must take appropriate action(s) 

in order to rectify the situation (Dixon & Ross, 1999). 

In performance monitoring, where the performance appraisal improves the work performance 

and employee satisfaction, it can also demotivate employees and leaves a bad impression on 

the good employees (Mackey and Johnson, 2000). Most of the employees do not approve of 

continuous performance appraisal and also consider it as a burdensome activity (Anderson, 

2002). According to Kuvaas (2006) and Rudman (2003), a performance appraisal and 

employee appraisal is a method by which the job per!'orrnance of an employee is evaluated 

(generally in terms of quality, quantity, cost and time) typically by the immediate line 

manager or supervisor. A performance appraisal is a part of the process of guiding and 

managing career development in both private and public sectors. It involves the task of 

obtaining, analyzing and recording information about the relative worth of an employee to the 

organization. Mani (2002) states that performance appraisal is an analysis of an employee's 

recent successes and failures, personal strengths and weakne5ses and suitability for promotion 

or further training. 

In any performing organization, managers and employees should agree on performance 

expectations in advance of the performance appraisal policy period as revealed by (Aguinis, 

2009). Employees cannot function effectively if they do not know what they are being 

measured against. On the other hand, if employees clearly understand the expectations, they 

can evaluate their performance and make timely adjustments as they perform their jobs 
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without having to wait for the formal evaluation review (Robbins and Coulter, 2002). 

According to Rudman (2003), performance management begins long before an employee's 

first annual performance appraisal policy. An employee's first day on the job is the first 

chance to establish performance expectations. Job descriptions contain a list of tasks and 

responsibilities . However, employee performance expectations include duties and 

responsibilities and the manner in which an employee should perform his/her job effectively 

(Markle, 2000). Tyson and York (2000) highlight that organizations routinely provide a job 

description, yet fail to discuss with new employees the pmpose of the job and how it relates 

overall for the organization and the employee. Stone (2002) contends that discussions about 

employee expectations reveal what underlies the day-to-day tasks in the employee's 

performance description. Clarifying employee performance expectations is one step to 

creating an effective performance appraisal policy. As a result of non-awareness of the 

employee performance expectations, employee efforts could be wasted or unrecognized 

(Robbins and Coulter, 2002). 

Appraisal is defined as the formal assessment and rating of individuals by their supervisors at 

a usually an annually review meeting (Armstrong, 2000). McBaeth (2000) argues that it 

limits performance appraisal to end of year activity. The purpose of performance appraisal is 

for continuous monitoring, reporting and guidance before actual documentation of 

performance is done. The purpose of performance review is to, assess progress made towards 

achievement of goals, assess performance on continuous basis in order to provide feedback 

and necessary action, identify skill gap, discuss challenges, and make plans of improvement 

(Williamson, 2002). Performance appraisal requires two way communication between 

appraised appraise about roles expectations, work relationships, performance appraisals is not 

just a routine exercise or annual event. Bissensser (2000) argues that appraisal objectives 

include, changing and modifying behavior, communicating to employees managerial 
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perception of quality of work, assessing the future potential of employees, recording 

appropriate training and development assessing the duti es of employee are appropriately 

compensated. 

In performance monitoring, for feedback to work well , it must be a two-way communication 

and joint responsibility of managers and employees as according to (Elain, 2012). Research 

has proved that for feedback to have most value, it needs to be given close proximity to the 

event. Effective feedback should provide immediate positive and developmental feedback in 

a privet location, ask for the employee's review about what could have been done differently, 

be specific about what behaviors were effective or ineffective, focus on what the person did 

or did not do, not personal characteristic, collaborati on plan steps adds development needs 

and offer help in addressing development needs and prnviding resources (Weley, 1986; 

Cederblom, l 982) . 

In performance monitoring, combination of goals and l'eedback is effective than goals alone 

(Bandara and Cervone, 1983). For challenging goals to lead to high performance, they need 

to be accompanied by adequate, timely and responsive feedback. Employees strive to 

increase their performance when they find out through feedback that their performance is 

below expectations (Matsui, Okeda and lnoshita, 1983). 

2.3.3 Performance reward and employee performance 

Rewarding has been found to be one of the main organizations policies which can increase 

the performance of staff and increase the outputs of' org::111i z:1t ions (Ajila, 2004) . Indeed, with 

the existing international economic development, many employers have comprehended 

this fact that productivity is needed for their organizations to compete strongly and 

also their employees productivity is required in shaping the organization achievements. On 
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the other hand, employee's performance, as a result of the development and the growth is 

critical for any organization. 

Rewards can be used to improve employee performance by setting targets in relation to the 

work given for example surpassing some sales targets . When the employee surpasses their 

target, he or she can be given an additional amount to their salary; this will make them strive 

to achieve more (Maund, 2001 ). Research has proven that when human being are appreciated 

and praised they tend to improve their performa nce. Praise could be shown in the 

organization newsletter or in meetings as another way to reward employees as to improve on 

their performance. When managers take time to meet and recognize employees who have 

performed well, it plays a big role in enhancing employees' performance (Torrington & Hall, 

2006). Thus Organizations should reward employees more often. This greatly improves 

performance compared to having the rewards maybe only once a year. This is because 

frequent rewards are easily linked to the performance (Thomson &Rampton, 2003). When 

rewards tend to be so g~neral, employees do not value them . Organizations can use rewards 

to improve employee performance by incorporating clpprHisa l or promotion for employees 

who have a good record of performance. Managers should be on the lookout for employees 

who perform wel I. 

Employee will give their maximum when they have a feeling or trust that their efforts will be 

rewarded by the management. There are many factors that affect employee performance like 

working conditions, worker and employer relationship, training and development 

oppo1iunities, job security, and company's overall pol icies and procedures for rewarding 

employees, etc. Among all those factors which affect employee performance, 

motivation that comes with rewards is of utm ost importance. Motivation is an 

accumulation of different processes which influence and dirl'ct our behavior to achieve some 
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specific goal (Baron, 1983).Rewards can be extrinsic or intrinsic, extrinsic rewards are 

tangible rewards and these rewards are external to the job or task performed by the employee. 

External rewards can be in terms of salary/ pay, incentives. bonuses, promotions, job security, 

etc. Intrinsic rewards are intangible rewards or psychological rewards like appreciation, 

meeting the new challenges, positive and caring attitude from employer, and job 

rotation after attaining the goal. According to Luthans (2000), there are two basic types of 

rewards, financial and non-financial and both can be utilized positively to enhance 

performance behaviors of employees. Financial rewards means pay-for performance such as 

performance bonus, job promotion, commission, lips, gratuities and gifts etc. Non-financial 

rewards are no1i-monetary/non cash and it is a social recognition such as 

acknowledgem ent. certificate, and genuine appreci11lion etc. The non-financial rewards is 

also called materials award (Neckermann and Kosfeld. 2008). 

Desired performance can only be achieved efficiently and effectively, if an employee 

gets a sense of mutual gain of organization as wcl I as of himself, with the attainment 

of that defined target or goal. An organization must c~1refully set the rewards system 

to evaluate the employee's performance at all levels and then rewarding them whether 

visible pay for performance of invisible satisfaction. The concept of performance 

managem,ent has given a rewards system which contains: needs and goals alignment between 

organization and employees, rewarding employee both n lrinsically and intrinsically. The 

system also suggests where training and development is needed by the employee in 

order to complete the defined goals. This training or development need assessment of 

employee gives them an intrinsic motivation. Frey ( 1997) argues that once pay exceeds a 

subsistence level, intrinsic factors are stronger motivators, and staff motivation requires 
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intrinsic rewards such as satisfaction at doing a good job and a sense of doing something 

worthwhile . 

The effectiveness of skilled employees is likely to be limited if they are not motivated to 

perform. One of the means that organizati ons can use to enhance employee 

performance is to provide performance related compensa tion (Delaney and Huselid, 1996). 

A reward and compensation system is based on the expectancy theory, which suggests that 

employees are more likely to be motivated to perfor111 when they perceive that there is a 

strong link between their performance and the reward they receive (Fey and Bjorkman,2001; 

Guest, 2002; Mendonca, 2002) . In other words, the compensation system (e.g. profit sharing) 

contributes to performance by linking the interest of employees to those of the team and the 

organization, thereby enhancing effort and performance (Kalleberg and Moody, 1994; 

Huselid, 1995 ; Klin g, 1995). According to Nelson & Spi tze r (2002) although cash rewards 

are welcomed by employees, managers should never use this as a tool to motivate their 

employees to improve their performance levels. Should this happen, there is a chance that the 

essence of the reward would be forgotten: 

Financial rewards are not the most motivating factor and financial results have a de

motivating effect among employee (Srivastava, 200 I). Several studies have found that 

among employee surveyed , money was not the most important motivator, and in some 

instances managers have found money to have a cl cmolivating or negative effect on 

employees. On the other hand, Ryan (2002) indicated th at non-monetary types of rewards 

can be very meaningful to employees and very motivating for performance improvement. 

According to him, creative use of personalized non -m onetary rewards reinforces positive 

behaviors and improves employee retention and pcrfor111ancc. These types of recogniti911 can 

be inexpensive to give, but priceless to receive. 
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Pay for performance is effective in employees' performance since their rewards and exact 

pay hinges on their actual performance (Sean, 2008). In line with Abraham Maslow's 

hierarchy of needs theory, Armstrong (2006) suggests that man will always want to 

satisfy his physiological needs first. Assuming that man can only satisfy his basic needs 

from his own pay and if his pay is realized from hi s own performance, then he will 

increase his effort in order to perform well and get higher pay so as to satisfy more basic 

needs. So, in this case, pay for performance would have acted as an inducement to an 

employee to perform better. 

It is good to reward employees basing on their social performance since financial institutions 

to a large extent have a social responsibility towards the public (McGuire et al, 2003). A lot 

of literature advocates for an executive incentive system (Burgess &Rotto, 2003; Rajesh 

&Samwick, 2003; Kyewalabye, 2008; and McGuire, et al., 2003) to be established in 

financial institutions their se rvices are to improve. They argue that executive incentives are 

a visible and potentially important mechanism through which manages in finan cial direct 

managerial attention to specific objectives having both financial and social implications to the 

public. Rewards can therefore be a potentially important mechanism for directing managerial 

attention to organ iza tiona I members. 

In a study conducted by (Bewen, 2000), the resemcher warns that managers should be aware 

of 'non rewards'. Such rewards should be utilized sparingly, and should not be used all the 

time. They are also described to be passive, <lnd they do not necessarily lead to positive 

behaviors in the long term . According to Shore & Shore ( 1995), employees who are able to 

experience and receive recognition for their work are also able to have a better perception of 

their work, their workplace and the people they work for. Thus, there is a need for the 

employer to reall y mak e an effort in showing the em ployee that his/her wellbeing is 
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of concern to the organization and the management and that the contribution of the 

employee towards the organization is highly valued. This idea is further reiterated by 

Buchanan (2007) who adds that the recognition of contributions towards the organization 

has a positive relationship towards increasing the cornrn itment of the employee towards 

the organization and its objectives. 

2.4 Summary to the study 

The chapter addressed I iterature related to perforrnance rnanagement and is guided by three 

performance management practices (performance planning, performance monitoring and 

performance reward) and employee performance. The review of literature finds that effective 

performance management is an important route towards the performance of employee. 

Literature review indicates that poor performance planning leads to poor performance of 

employees. Although the above studies highlight the importance of performance management 

practices on employee performance, most of the literature is faced with contextual and 

methodological gaps which needed to be addressed hence need for this study. 
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CHAPTER THREE 

RESEARCH METHODOLOGY 

3.1 Introduction 
This chapter presents the process and procedures involved in conducting the research study. It 

helps to explain the research design, study area and population, sampling selection techniques 

and sample size, data collection method, validity and reli ability of data, sources of data and 

study variable, data processing, analysis, presentation used in this study. 

3.2 Research Design 
The study adopted a case study design and both qualitative and quantitative techniques were 

used to collect data. Katebire (2007) states that, a case study research design permits a 

researcher to conduct an in-depth examination of a single phenomenon at a given point in 

time, to arrive at findings that are applicable to the broader phenomenon that the case 

represents. 

The study used both quantitative and qualitative data collection and analysis techniques. 

Amin (2005) says qualitative research design is exploratory, and it is used when we don't 

know what to expect, to define the problem or develop an approach to the problem. It was 

also used to go deeper into issues of interest and explore nuances related to performance 

management and employee performance. Qua! itative tech1iques were deployed for non-

numeric data, such as respondents ' views or op1111ons, preferences, attitudes and feelings 

which were collected mainly using the interview guide while quantitative techniques were 

applied to numeric data. because it was conclusive in its purpose as it tried to quantify the 

performance management practices and understand how prevalent it is by looking for 

projectable results to a larger population on performance (Punch, 2000) . All this helped the 

researcher to make clear conclusions on assessing the relationship between performance 

management on employee performance at Equity Bank Uga nda lim ited . 
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3.3 Study Arca 
The study was carried out at the Head office of Equity Bank located in Katwe Kampala 

Uganda. This study concentrated on performance management mainly performance planning, 

performance monitoring and performance reward by assess ing their relationship on employee 

performance using human resource department, branch manager, accounts relationship 

officers and supervisors, chief operations officer, banking officers, Business and growth 

development managers, Legal officer, Marketing department, Audit department, Finance and 

administration officer, Internal control department, InfCJrmation systems department and the 

chief executive officer. 

3.4 Study Population 
Population refers to the entire set of individual, events or objects having a common 

observable characteri sti c about vvhich generalization of research finding are made (Mugenda 

and Mugenda, 1999). The target population that provided primary data about the study 

variable included all the departments at the Head office; Human resource department, 

Banking service department, Marketing department, Operati ons and credit department, Legal 

department, Finance and administration department, Internal control department, Information 

systems department, Audit department and the managing Director. The target population in 

this study was 170 employees as provided by human resource department of Equity Bank 

Uganda limited using the Human pay roll of Equity Bank Uganda Limited, December, 2014. 

3.5 Sam pie size and selection 
In this study, the researcher used 118 using the Krejcie & Morgan (1970) table for 

determining sample size for research activities from respondents within the vanous 

departments of Equi ty Bank Uganda limited in this study is as shown in the table!. 
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Table 1: Represents the Sample Size of the respondents at Equity Bank Limited . 

.. 

Category Population Sample 
size 

Human resource department 8 8 

-
Banking service depaiiment 35 23 
Marketing department 20 15 
Audit department 7 4 .. 
Legal department s 2 
Finance an cl adrn in istration department 15 12 

Internal control department 14 8 
Information systems department IS 8 
Operations and credit department 50 35 

Managing Director I I 
Total Population 170 118 

Source; Adopted fi'om Human pay roll of Equity Bank Uganda Limited, 

December,2014 and Krejcie& Morgan, (1970) table for determining sample size 

3.6 Sampling Technique 
The researcher used simple random technique and purposive sampling technique. With 

simple random sampli11g technique, there were equal chances to all the members of the finite 

population to be incluclecl in a sample at the branch. Every member in the population was 

chosen on a chance basis. This helped to remove the possible biases that could arise as a 

result of the researcher favoring some members of the population (Mugenda and Mugenda, 

1999). Simple random sampling refers to a form of sampling where every entity in the 

population has an equal chance of being included in the sample (Mugenda and Mugenda, 

1999). A sample 01· 22 respondents from the Banking servi ce department, 33 from Operations 

and credit departm ent. 7 li·om Information systems department, 7 internal control department, 

3 Audit department, 2 from legal department,6 from the human resource 

department, 14 Mark cti ng and research department were rnndomly selected. Also purposive 

sampling technique, in thi s type, the researcher based on knowled ge rn1d expertise of the 
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subject, selects or hand picks the elements of the study. ln this case, the researcher took 

respondents from different department where 2 from the human resource department, 2 

finance and administration, 1 lnformation systems depan rnent, I legal department, I internal 

control department, I Aud it department, I Marketing and research department, 1 Operations 

and credit department and I managing Director because they were key informants on the 

human resource polices and know how they are affecting organizational setting. This 

provided consistency and accuracy of information and also enabled to minimize the sampling 

error to meet the purpose of the study. 

3.7 Study Procedure 
The researcher gol permission from the Graduate School, Department of Management 

Science, Kyambogo University and the introductory letter to introduce the researcher to the 

officer in charge of research and development at the company. The research ethics were 

observed and this made it easy to carry out the research study in the organization. Permission 

was sought from Equity Bank Uganda limited and respondents were assured of anonymity 

and confidentiality. 

3.8 Data Collection methods and instruments 
The main instruments for data collection i11 the research were questionnaire survey, collected 

by means of face-lo-face interviews with the different respondents so as to get primary data, 

as explained below;-

3.8.1 Questionnaire 
The researcher designed a set of questions and made questionnaires. This was comprehensive 

enough to cover the extent of the problem and all aspects of the study variables basing on the 

objectives of the study and research question. 

The questions \Vere both open and close ended which enabled the respondents to express their 

views and opinions. The questionnaires were delivered to employees and management by the 
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researcher thus self-administered and research administered questionnaires respectively were 

used which helped the researcher to get relevant information for the study. The method was 

chosen because the respondents are 1 iterate, a hard copy was filed for reference purposes and 

gave standard questions and almost gave uniform answers that were quantified and processed 

easily to give a tentative answer (Denscombe, 1998) . The questionnaires delivered to the 

respondents were broken down to capture background information and data related to each of 

the variables under investigation. However, the expected number of questionnaires 

distributed was I 00 questionnaires that were individually taken by the researcher were filled 

by respondents from different departments which included; Banking service department, 

from Operations and credit department, Information systems department, internal control 

department, Audit department, legal department. human ri::source department, Marketing and 

research department. 

3.8.2 Interview guide 
An intervie\-v guide was prepared based on the research objective. Face to face interview was 

conducted . This technique was used to gain an understa ting of the underlying reasons and 

motivations for people ' s attitudes, preference or behavior about organizational polices 

(Mbabazi, 2008). Still the interview was semi-structured in that the questions were 

predetermined but to allow the respondents to express their opinion at length . The questions 

were directed to clarify and assessing whether there was any relationship between 

performance management and employee performance. The questions sought suggestions on 

how to improve employee performance for longer retention. The interviews were held with 9 

respondents by the researcher who included the General manager human resources and head 

of development and learning manager, General Manager Banking Services, General Manager 

Operations and Credit, General manger 1 nforrnation systems, General manager internal 
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control, General manger Audit, General manager finance nncl administration, General manger 

Marketing and research and development. 

3.8.3 Documentary Review 

Documentary review was used to collect secondary cl<1ta during the study where a 

documentary checklist as an instrument was used . Documents under huma1i resource 

management were reviewed and these include human resource policy, performance appraisal 

reports and organizat ion newsletter. These helped the researcher to get an internal view of the 

relationship between performance management and employee performance. A documentary 

checklist (Appendix IV) was developed and used to guide the researcher on the data in order 

to generate the necessary information for the study (Mugenda & Mugenda, 2003). 

3.9 Validity and Reliability of Data. 

3.9.1 Validity of data 
Validity conccntraled on how accurately the instrument captures data that gives meaningful 

inferences (Mbabazi , 2008). Instrument validity was ascertained by discussing the 

questionnaires with colleagues, there after adjustments were done before submission to the 

supervisor who helped to assess the face validity. The instrument were then pretested, after 

which the content va I id i ty were measured (Denscom be, l 998). This helped to assess the 

appropriateness of sentence construction, comprehensivern::ss of instrument and language 

clarity. Comments were received on the acceptability of Lhe instrument in terms of length and 

the privacy of the respondents. These comments helped i11 des igning the final instruments that 

were used to generate data. To measure validity of v<lriable and measure of dimensions 

influencing employee performance at Equity Bank Uganda limited, a validity test was carried 

out, using content va liclity index (CVI) formula prior to the administration of the research 

instrument. This was intended to find out whether lhe questionnaires were capable of 

capturing the intended data that was stated in the researcher objectives and questions 
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CVI= n/N where n= Items rated relevant 

N=Total number of items 

Table 2: The validity analysis results 

Variables No. of items before No. of items after CVI 
Computing CVI Writing 

Performance planning 10 7 0.7 
-

Performance monitoring 9 6 0.7 

Performance reward 8 5 0.6 
Employee Perform ance 9 5 0.5 
Total 26 23 0.88 

Source: Primary data 

Table 2 above shows out of the 26 items, only those with the CVI of 75% remained and the 

rest were di scarded as indicated in Denscombe, ( 1998) resulting to 23 items scale and these 

were finally considered in the questionnaire for data collection. 

3.9.2 Reliability of da ta 
In this study, Reli ab ility concentrated on assessing the consistency and repeatability of tests 

used. Thus, Reliability was assessed using Cronbach 's Coefficient Alpha of the 

questionnaires instrument. The two scores were lhcn correlated and results were evaluated. 

The Cronbanch Alpha reliability coefficient was performance plrn1ning, performance 

monitoring and performance reward . The Cronbach 's Alpha coeflicient ranges from 0-1 with 

the higher values indicating greater reliability. 

Table 3: Reliability Test Findings 
Reliability Sta t istics 

Variables N of Items Cronbach's /\lpha 

Performance planning 7 .956 
·- · 

Perform ance monitoring 6 .954 
f-

Perfo rmance rewarding 5 .949 

Employee performance 5 .931 
~------· .. 
Source: Primary data 

34 



The results in table 3 above of the reliability analysis indicate that a high Cronbach's Alpha 

coefficient for the variables should be above the minimum coefficient level of 0.5 and the 

results in the tabl e above ranges from that ranges from 0.931 to 0.956. Based on the guideline 

by Mugenda & Mugenda (2003), this implies that item adopted in the questionnaire were 

deemed highly reliable . 

3.10 Measurement of variables 
Variables were measured to be able to generate data; the re;carclier used three measurement 

scales that are nominal , interval and ratio scales because they are what are suited in this 

study. 

3.10.1 Measurem ent using the Nominal Scale 

A nominal scak is a li st of categories to vvhich object:-. 1.:a11 be classified into mutually 

exclusive a11cl collectively exhaustive set (Sekaran, 2003). The researcher used this to 

measure vari ab I es Ii ke sex of the respondents to dcterrn i ne cl i stri bu ti on of the respondent that 

is male to female to further aid in the cross tabulation and analysis of the data on questions on 

the study variables. 

3.10.2 Measurement using interval scale 

An interval scale vvas used to sum and determine the magnitude of difference of the responses 

to the questions on a 5 Likert sca le . The responses were ran keel in the order of importance by 

determining the percentages of positive and negative responses to the questions in the 

questionnaires. 

After determining the preferred response for each question on the Likert scale, the researcher 

calculated the 1m1gn itudc of the preferences of' the re sponses. The dillerences assigned to 

each interval were ranked in order and the quality of the magnitudes of the differences in the 

variable determined. These were used to determine the mean, measure of central tendency 
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and the standard deviation , and data analysis using the Statistical Package for Social Science 

(SPSS) (Denscombe, 2000). 

3.10.3 Measurement using ratio scale 
Ratio scale is scale with an absolute zero origin a11cl hence Lhe magnitude and proportion of 

the differences (Denscombe, 2000). The unique zero origin allows mathematical and 

powerful statistical procedures to be used on the response n.:sults. This was used on the data 

that was generated from measurement using the norn i na I and i ntervn 1 scale to deterrn ine 

ratios for instance determining the rate of fern a lc and ma le in Lhe orgm1 ization, Analyzing 

using Statistical Package for Social Science (SPSS) to assess the influepce of the different 

variables. 

3.11 Data Sources 
These included both primary source and secondary sources. The primary dala is the first hand 

information collected from the field using collection tools such as questionnaires, interviews 

and focused group 's discussions . 

Secondary so u1TL: 3 of data included the i11ternet, newspaper. text books. journals, document 

and reports from the company about their performance 1rn1nagern ent issues. This method was 

used to analyze exi sting data. 

3.12 Data Processing, Analysis and Presentation 

3.12.1 Data Processi ng 
After gathering data, prncessing was done whi ch involved ccliti ng, rewriting and 

summarizing of all r~sponses. Editing included checking the responses to ensure that relevant 

questions were answered. Data collected from the questionnaires wns coded and entered into 

a computer using th e Statistical h1ckage for Social Science \S PSS). 
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3.12.2 Data Analysis 
After data processing, it was subjected to further analysis for easy understanding and 

interpretation where both qualitative and quantitative data was analyzed. To describe the 

characteristics of the population, Statistical Package for Social Science (SPSS) was used. The 

graphs were used in data presentation, ana lysis, interpretation ancl discussion of the findings. 

In addition cross tabulation was run to determine the in 11uence between staff position and 

time spent in Equity Bank Uganda limited, level of education and career growth and rewards. 

To answer the research objectives, frequency tables and charts were generated. To analyze 

each variable the frequency mean scores from statement under which respondents were 

requested to tick a long a continuum of strongly cl isagree ( 1) to strongly agree (5). Therefore 

Pearson's correlation was calculated to assess the relationship b.:!ween performance 

management and employee performance. 

Multiple regressions were computed lo make predictions about the values of the dependent 

variable (employee performance) by the inclepenclent variable (perfonn rrnce management). It 

was used to assess the relative relationship of each independent variable on employee 

performance. 

The data gathered from the interviews, related documents from previous researches and 

organization document were to support results in th e data anal ys is a1 .. l interpretation. The 

interpretation from the data analysis was used to draw c.011 :.: lusions and make 

recommendations. The suggestions from the employees \Vere in aciclition used to draw 

recommendations on how to improve emp loyee perfonnm1ce. 
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3.12.3 Data Presentation 
The data was presented in simple charts, graphs, frequencies and table format to allow fu11her 

analysis with the help of Statistical Package for Social Science (SPSS) in order to come up 

with clear tables showing correlation and regression . 

3.13. Limitations of the Study 
I. The researcher also experienced time constraint in dnla colkctio11, analyzing data and 

in final presentation of the report. However the resc:1rcher rnan :1!.!cd l u overcome this 

problem by ensuring that time element was put into consideration and all appointments 

agreed with the supervisor and respondents are fully meet. 

II. The researcher experienced a problem of non-response from respondents who were 

given questionnaires to fill. However, the researcher assmccl the ~ ·;.:spo ndents that any 

information given was to be treated with utmost confidenti:tlity. 

III. Costs regarding tli is I irn ital ion were transport, primi 11g and photocopying of relevant 

materials. However the re searcher managed to ovc1·comc them hy borrowing some 

money from relatives and fi·ien cls. 
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CHAPTER FOUR 

PRESENTATION, ANALYSIS AND INTERPRETATION OF RESULTS 

4.1 Introduction 
In this chapter, the data analysis and interpretation are presented . This was done using both 

qua! itative and quantitative data. It is systematically organized according to the variables, and 

research questions that guided the study and it is divided into three sections. The first section 

presents analyses and the results regarding the background information. The second section 

presents analyses and interprets the results on the relationship between performance plann ing 

and employee performance at Equity Bank Uganda Limited, the influence of performance 

monitoring on employee performance at Equity Bank Uganda Limited, The third section 

presents analyses and interprets the results on the relationship between performance rewards 

on employee performance at Equity Bank Uganda Limited. 

4.2 Response rate 

Table 4: Data response table 

Target No Released NO Percentage 

Questionnaire 105 100 

Interview 13 9 

Total 118 109 92 

Source: Primary data 

Basing on table 4 above of the response rate, the researcher was able to collect information 

on 109 (approximately 92%), out of 36 from the targeted population. However, out of 

the 105questionnaires expected to be filled and returned by the respondents, I OOwere filled 

and returned which was a good response rate for the research to base on for data analysis 

(Mugenda & Mugenda,2003) . The respondents that were interviewed by the researcher were 

13 out of the 9 respondents that were expected the researcher to provide qualitative 

information to add on the quantitative data. 
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4.3.0 Background information. 
In this section, data is presented on the soc io-demographic composition of the sample 

obtained through the questionnaire which included; sex, age bracket, level of education, 

management responsibility, length of service of the respondents . All the tables, charts and 

graphs are based on the 100 questionnaires returned and tilled by the respondents, thus giving 

the quantitative analysis and also 9 respondents were interviewed and information collected 

was organized into themes and sections thus helping in qualitative analysis. The purpose of 

collecting demographic data on respondents was to help in establishing the respondent 

sample characteristics and be able to form appropriate opinions about the research findings . 

The detailed analysis of these characteristics and interpretation are presented in the following 

subsections: 

4.3.1 Sex distribution 
The study aimed at establishing the ge nder of the respondents. This information was gathered 

using a questionnaire administered to the Equity Bank Uganda Limited employees from 

different departments that include; Banking service, Operations and credit, Information 

systems, internal control, legal , Human resource, finance and administration, Audit and 

Marketing and research department of Eq uity Bank Uganda Limited. The results are 

presented in figure 2. 
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Figure 2: Sex of the respondents 

sex oftl1e respondents 

Pri11Ut1J1 data 

DMcle 
Otemale 

Source: 

Figure 2 illustrates that the majority of the respondents sampled with a percentage of 55.00% 

were female, 45.00% of the respondents that were sampled were male. This shows that both 

males and females opinions were fairly captured . It implies that majority of the employees 

that engage in performance management are female compared to their male counterparts in 

this Bank are female. 

4.3.2 Distribution of respondents by age bracket 

The study sought of establishing the management responsibi lity by the respondents. This 

information was gathered using a questionnaire administered to the Equity Bank Uganda 

Limited employees from different departments that include ; Banking service, Operations and 

credit, Information systems, internal control, legal , Human resource, finance and 

administration, Audit and Marketing and research department of Equity Bank Uganda 

Limited. The results are presented in figure 3. 
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Figure 3: Age bracket of the respondents 
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The findings in figure 3 above illustrates that 53.00% of the respondents were 31-34 age 

bracket and 47.00% were between 20-30 age bracket. This implies that the respondents on 

average had the cognitive maturity to understand and interpret the questionnaire 

appropriately. Therefore, these respondents mature enough to assess the relationship between 

performance management and employee performance. 

4.3.2 Distribution by level of education 

The study also sought to establish the Level of Education attained by the respondents. This 

information was gathered using a questionnaire administered to the Equity Bank Uganda 

Limited employees from different departments that include; Banking service, Operations and 

credit, Information systems, internal control, legal, Human resource, finance and 
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administration, Audit and Marketing and research departrnentof Equity Bank Uganda 

Limited . The results are presented in figure 4. 

· Figure 4: Level of education of the respondents 
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Figure 4 above indicates that 86.00% of the respondents ' attained education up to Bachelors 

level , 13 .00% attained their education up to masters le ve l and onl y 1.00% have had edu ca tion 

up to a Diploma level of the total number of the respondents . This implies that most of the 

respondents were able to understand what was asked during the study given that it was 

conducted in English and thus they were able to read and write . Therefore, these respondents 

had knowledge on how performance management in terms of performance planning, 

performance monitoring and performance rewarding relates with employee performance. 
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4.3.3 Distribution of Respondents by Management responsibility 

The study also aimed at establishing the management responsibility by the respondents. This 

information was gathered using a questionnaire administered to the Equity Bank Uganda 

Limited employees from different departments that jnclude; Banking service, Operations and 

credit, Information systems, internal control, legal, human resource, finance and 

administration, Audit and Marketing and research department of Equity Bank Uganda 

Limited. The results are presented in figure 5 below. 

Figure 5: Management responsibility of the respondents. 
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Figure 5 above indicates that 64.00% of the total nurnbers of the respondents were suppo11 

staff, 24.00% were supervisory staff, and 10.00% were respondents at middle management 

and only 2.00% of the total nurnbers of the respondents were those at top rnanagernent. The 

findings imp I ies that rnajority of the respondents who responded to the questions asked , their 

management responsibility was support staff thus also had knowledge on the day to day 
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operation of the organization since most of their duties involve performance management like 

the banking officer and loans officers who contributes much in the revenue collection of the 

Bank. 

4.3.4 Distribution of Respondents by Length of service 

The study also sought of establishing the length of service by the respondents. This 

information was gathered using a questionnaire administered to the Equity Bank Uganda 

Limited employees from different departments that include; Banking service, Operations and 

credit, Information systems, internal control, legal, Human resource, finance and 

administration, Audit and Marketing and research department of Equity Bank Uganda 

Limited. The results are presented in figure 6. 

Figure 6: Length of seevice of the respondents 
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As it can be seen from figure 6, most of the respondents who participated in this study 

indicated that 69.00% of the majority respondents have worked with the institution for a 

45 



period between 2-5 years, 25 .00% have worked for a period between 5-10 years and 6.00% 

have worked between 1-2 years . Since the majority have worked with the institution for over 

two years, this indicates that the respondents had enough information and experience in the 

Bank and therefore properly knew the issues to do with performance management and 

employee performance. 
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4.4.1 Performance planning and employee performance. 

This section gives a description of research question one which was assessed using a 

variety of questions as per numeral I of Section B of the Instrument (Appendix I); What is 

the relationship between performance planning and employee performance at Equity Bank 

Uganda Limited?. This research question was conceptuali zed usi ng five questions which 

required each respondent to do self-rating on the relationship between performance planning 

and employee performance. Responses were based on Likert scale ranging from one which 

represented strongly disagree to four which reflected strongly agree, although these were 

thereafter categorized into agree and disagree sections and a mean above 3 implies that 

respondents agreed with the statement and a mean below implies that respondents disagreed 

with the statement. The resulting summary statistics are in Table 5; 
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Table 5: Findings on the relationship between performance planning and 
employee performance at Equity Bank Uganda Limited 

Std. 
Statement 

N Mean Deviation 
My organization has specific agreed goals that yield higher 100 4.40 .696 

performance 

I participate in setting goals and performance expectations for my 100 4.37 .917 

work 

My performance goals set up are reasonable and attainable 100 4.45 .730 

I am given enough time to achieve the set targets in the specified 100 4.45 .744 

time 

I am motivated to work if am aware of what needs to be done in 100 4.49 .674 

achieving a specific goal of this organization 

I identify my career development goals 100 4.43 .714 

I have a clear understanding of the level of performance that is 100 4.54 .558 

expected from me 

Source: primmJ1 data 

In addition, qualitative data on performance planning and employee performance at Equity 

Bank Uganda Limited generated through interview with some key informants were consistent 

with the quantitative findings as below; 

A respondent views during the interviews, 

One key informant fiwn human resource department revealed that employees are 

given enough iliformation about the plan details upon which they evaluated so that 

they understand what is expected of them. 

One general manager revealed that their role as managers and the first line contact 

with staff, they have a great influence on staff morale and pe1j"ormance. Jn ensuring 

good business etiquette, in extending courtesy and re!lpect to the employees, and in 

line with the organization core values, set a positive model that staff emulates. 

From the interviews held with one of the respondents, it was revealed that any 

business requires the identification of the core and support processes needed to 

deliver the business strategy, a proper identification design of the organization 

structure and written role descriptions. However the success with which the key tasks 
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are actually pe1formed is dependent on fairness, quality and uniformity in application 

of rules and procedures and recognition of staff achievement and pe1for111ance. 

Therefore, effective management and the approach in which people issues are 

handled will be important in enhancing staff morale, enthusiasm and commitment to 

duty. 

The findings fi1rther revealed that in this organization, the pe1formance of stciff on 

probation is reviewed by the immediate supervisor to conduct two on-going 

appraisals after one month and three months respectively and a pre-confirmation 

appraisal on completion of the six months' probation period. The objective of these 

appraisals is to determine the pe1for111ance of the employee and make appropriate 

recommendations on the employee. "This finding implies that employees in this 

organization cannot be jitlly confirmed as permanent employee their pe1jormance is 

being by the immediate supervisor in terms of quality and quantity of work and cost 

effectiveness". 

Table 6: The correlation coefficient on the relationship between 

performance planning and employee performance. 

Correlations 

PERFORMANCE EMPLOYEE 

PLANNING PERFORMANCE 

.. 
PERFORMANCE Pearson Correlation 1 .657 

PLANNING Sig. (2-tailed) .000 

N 100 100 
.. 

EMPLOYEE Pearson Correlation .657 1 

PERFORMANCE Sig . (2-tailed) .000 

N 100 100 

**. Correlation is significant at the 0.01 level (2-tailed) 
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From the correlation coefficient table 6, showing the relationship betv,ieen 

performance planning and employee performance was 0.657 with probability 

value (p = 0.000) that is less than a= 0.01 level of significance. This implies that 

there was a significant positive relationship between performance planning and 

employee performance. 

4.4.2 Performance monitoring and employee performance. 
This Section gives a description of research question two which was assessed using a 

variety of questions as per numeral 2 of Section B of the Instrument (Appendix 1); How 

does performance monitoring influence employee performance?. This research question was 

conceptualized using eleven questions which required each respondent to do self-rating on 

accountability. Responses were based on Likert scale ranging from one which represented 

strongly disagree to five which reflected strongly agree, although these were thereafter 

categorized into agree and disagree sections. The resulting summary statistics are in table 7; 
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Table 7: Findings on the influence of performance monitoring on 
employee performance. 

-

Statement Std. 
N Mean Deviation 

I clearly understand the organization expectations and I make timely 100 4.52 .674 

adjustments as to my performance 

I am given the necessary guidance on how to attain my performance 100 4.39 .920 

expectation and goals 

I always discuss wi th my supervisor the ways of improving my 100 4.46 .77 1 

performance in case the performance standards are not met 

My supervisor provides frequent feedback to improve on my job 100 4.42 .912 

performance 

I have a clear course of action to take in order to accomplish my 100 4.44 .880 

performance goals 

There is open communication with my supervisor about my 100 4.39 .952 

performance 

Source: primary data 

The above information was confirmed with the interview findin gs held with some the key 

informants 

Respondent views during interviews, 

One key informant as a manager reminded the employees that their pe1formance as 

per the Bank year to date is largely below the aspirations that were set out to achieve 

at the beginning of the year. As they plan for ream and individual strategies to best 

meet the targets going forward, they also need to take stock of their pe1formance in 

Q2 (and the first half) of 2015. This implies that employees in this organization are 

reminded by their bosses to always plan ways of meeting the organizational set goals 

and targets so as to improve on the quality qfwork, q11011riry of work they deliver. 

"From one of the documents reveal that one key inj(mnant reminded employees to 

remember that the Bank's pe1for111ance is an aggregation qf their individual 

pe1formance for the Bank to succeed, each and eve1y one of them must first succeed 

in their respective individual role and team. They must there.fore focus their energies 

in this coming half year on ensuring that each put his/her best foot .forward; 
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Management remains committed to ensuring that they have a supportive environment 

for them to be effective (in terms of tools of work, skills, etc.) but they equally 

drive/demand accountability Ji-om each one of them (Mid-Year Pe1formance Reviews 

July, 2015) . This finding implies that e111ployees in this organizational are given 

targets that they must meet with in a spec(fied period of time and this enables them to 

improve on their quality and quantity of'work that they deliver. 

Furthermore, in the document, it was also revealed that one key informant reminded 

e111ployees to note that their performance and/or performance rating informs 

important decisions relating to their continued employment with the Bank as well as 

other key decisions including but not limited to their growth 

opportunities/promotions, remuneration & compensation, etc. But even more 

importantly, and for their own personal satisfaction, would they not like to be on the 

winning side and celebrated amongst the Bank's pe1formance heroes? Personally he 

would (Mid-Year Pe1formance Reviews July, 2015) .This finding implies that 

employees in this organization are given targets that they must meet within a specified 

period of time and this enables them to improve on their quality and quantity of work 

that they deliver so as to meet the organizational goals. 

Table 8: The regression results on performance monitoring and employee 

performance. 

Model Summary 

Adjusted R Std. Error of the 
Model R R Square Square Estimate 
1 .789" .622 .569 .34601 

a. Predictors: (Constant) , Performance Monitoring 

From table 8 above , about 0.622 (62.2%) R square of the variation (Adjusted R2 =0 .569) 

indicates how much of the dependent variable, employee performance can be explained by 

the independent variable performance monitoring. It implies that employee performance was 

dependent on performance monitoring by 62 .2% and 3 7 .8% remains for variance in employee 

performance that are outside mode I used. 
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4.4.3 Performance rewards and employee performance at Equity Bank Uganda 

Limited. 
The section gives a description of research question three which was assessed using a 

variety of questions as per numeral 3 of Section B of the Instrument (Appendix I); what is 

the relationship between performance reward on employee performance at Equity Bank 

Uganda Limited? This research question was conceptualized using nine questions which 

required each respondent to do self-rating on separation of ownership. Responses were based 

on Likert scale ranging from one which represented strongly disagree to five which 

reflected strongly agree, although these were thereafter categorized into agree and disagree 

sections. The resulting summary statistics are in the Table 8; 

Table 9: Findings on the relationship between performance reward and employee 

performance at Equity Bank Uganda Limited 

Statement Std. 
N Mean Deviation 

I am satisfied with the rewards the organization gives 100 4.36 1.010 

me. 

I am always praised in the organization newsletter or 100 4.36 1.000 

in meetings as another way of reward to improve my 

performance. 

I am given an additional amount to my salary when I 100 4.31 1.051 

perform beyond my target. 

I am satisfied with the transport allowances given to 100 4.29 1.131 

me. 

I am satisfied with the total compensation package 100 4.29 1.094 

given to me. 

Source: Primary source 

From one of the documents of the company, The Equity Award1· Bulletin, (.July, 2015), 

it clearly shows that most of the best pe1formersfi'om January to July 2015 who were 

awarded included categories of The Best Pe1forming Branch Award, The Best Sales 

Team Award, The Most Improved Branch Award In his remarks at the fimction, the 

Ag. Managing Director Mr. Apollo Njoroge congratulated the award recipients 

and stressed the need for all other stqff to emulate the example set by the award 

recipients. He reiterated his and /\lfanagement 's unwavering commitment to 
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support each and eve1JJ unit in ensuring that they each do their part to exceed their 

individual and team targets. He challenged other branches and business units to 

also excel. 

The General Manager Finance handed over a cheque of UGX 750, 0001= to Aziz 

Epalat the BGDM Venus the most improved Branch. This implies that employees in 

this organization are always given bonus toward1· their belier pe1/orrnance hence this 

motivates other employees also to pe1:form well so as to auoin such reward1·. 

Respondent views during the interviews; 

From the intervievvs, one key informant fi'om human resource department revealed 

that the organization has pe1/ormance related pay and merit increment and salary 

reviews. For example all employees are eligible for merit pay adjustment in 

recognition of outstanding pe1/ormances. The merit pay concept means adequate 

compensation for excellent pe1formance and less pay or withholding annual salary 

increments for work ·which is average or unacceptable or where staff pe1formance 

merely meets the bare minimum requirements. In this contest therefore, when 

employees are given related pe1:for111a11ce pay, they will cilwa)JS improve on their out 

in terms of quality and quamity of work. 

The interview findings held with one respondent fiwn the human resource department 

revealed that the sala1JJ attached to a post represents appropriate remuneration of its 

holder for proper and efficient performance of duties in this organization. This 

implies that employees' salary is always increased in accordance to their work 

pe1forma11ce meaning an employee will always pe1:form well in order his or her 

salary to be increased and this also enable them to improve on the quality and 

quantity of work that they delive1JJ. 
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Table 10: The correlation coefficient on the relationship between 

performance reward and employee performance. 

Correlations 

PERFORMANCE EMPLOYEE 
REWARD PERFORMANCE 

.. 
PERFORMANCE REWARD 

Pearson Correlation 1 .682 

Sig. (2-tailed) .000 

N 100 100 
.. 

EMPLOYEE 
Pearson Correlation . 682 1 

PERFORMANCE 
Sig . (2-tailed) .000 

N 100 100 

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

From table I 0 of the correlation coefficient shows that the relationship between performance 

reward and employee performance was 0.682 with probability value (p = 0.000) that is less 

than a = 0.01 level of significance. This implies that there was a significant positive 

relationship between performance reward and employee performance. 

Table 11: The multiple regression results on performance planning, 

performance monitoring, and performance reward and employee 

performance. 

Model Summary 

Adjusted R Std. Error of the 

Model R R Square Square Estimate 

1 .724" .524 .509 

a. Predictors: (Constant), PERFORMANCE MONITORING, 

PERFORMANCE PLANNING, PERFORMANCE REWARD 

.377 

. It implies that employee performance was dependent on perfmrnance planning, performance 

monitoring and performance reward (Performance management) by 52.4% and 47.6% 

remains for variance in employee performance that are outside model used. 
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CHAPTER FIVE 

DISCUSSION, SUMMARY, CONCLUSION AND RECOMMENDATIONS 

5.1 Introduction 
This chapter presents discussion and the summary of the study findings as presented 1n 

chapter four, conclusions and recommendations plus areas for further research. 

5.2 Discussions of the study findings. 
This subsection looks at the discussion of the findings which are discussed according to the 

respective research questions as earlier presented in chapter one. 

5.2.1 Relationship between performance planning and employee performance 
The first objective of the study was to establish the relationship between performance 

planning and employee performance. The findings revealed that there is a significant positive 

relationship between performance planning and employee performance. Considering the first 

question, it was revealed that the organization has specific agreed goals that yield higher 

performance. However, these findings confirm with Locke& Lathem (2002), who revealed 

that specific agreed goals yield higher performance than when people strive to simply do their 

best to achieve ambiguous goals . They further provide empirical evidence of performance 

benefit where specific goals have been achieved in hundreds of laboratories and field studies 

(Locke & Lathem, 1990, 2002) . 

The study findings also revealed that employees participate in setting goals and performance 

expectations for their work. However, the respondents were in line with "The goal setting 

theory that suggests that the joint setting of objectives, feedback and involvement, which 

are all part of a managerial approach , can improve performance. The theory places 

particular emphasis on goal-setting behaviour and stipulates that the goals need to be clear, 

specific and achievable if they are to motivate employee performance in organization". 
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The study results indicated that performance goals set up are reasonable and attainable and 

given enough time to achieve such set goals and targets in the specified time. This was in line 

with Nagyms (2002) who argued that employees are motivated if they are aware of what 

needs to be done in achieving a specific goal , irrespective of the difficulties they might 

encounter in doing so. Also the goal setting theory indicates that performance goals set up 

in an organization, lies at the center of performance based performance programme which 

are effectively applied in human resource management in form of management by 

objectives (MBO) technique. 

The findings revealed that employees are motivated to work if they are aware of what needs 

to be done in achieving a specific goal of the organization. According to Michelle (2007), 

argues that during goal setting, there are decisions that are made and the most important 

decisions in an organization affect not only the decision maker but also other members 

notably the employees of the organization. The allocation of decision rights according to 

Mechelle (2007) can resolve the problem of externalities that may have impact on other 

stakeholders when important decisions concerning them are made without their participation. 

Therefore, employees in an organization like financial institutions need to be motivated to 

work if they are aware of what needs to be done in achieving a specific goal of the 

organization. 

It was found that employees identify their career development goals which confirms with 

Bernard (200 I) as he asserted that basing on performance plans, each institution identifies 

critical competencies that need to be developed in order to accomplish the tasks. Individual 

development planning helps the employees to identify their career development goals and the 

strategies for achieving them. Typically, the employee will complete an individual 

development plan on an annual basis. This plan is intended to encourage employee to the 
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ownership of his/her career development and provide an administrative mechanism for 

identifying and tracking development needs and plans 

Employees have a clear understanding of the level of performance that is expected from 

them. Aghion and Tirole (1997) support the view when they observe that as interests between 

management and employees become more aligned, delegation of decision-making rights 

motivates employees to improve their performance without causing severe disruption to the 

decision-making process thus gives a clear understanding of the level of performance to 

employees so that they can do what is expected from them. 

5.2.2 The influence of performance monitoring on employee performance. 
Basing on the second objective of the study as seen from the analysis and presentation of 

findings, there is a positive significant innuence of performance monitoring on employee 

performance at Equity Bank Uganda Limited. Findings in chapter four revealed that 

employees clearly understand the organization expectations and make timely adjustments as 

they perform their jobs without having to wait for the formal evaluation review. The findings 

correlate with Aguinis (2009), as reveals that managers and employees should agree on 

performance expectations in advance of the performance appraisal pol icy period . Employees 

cannot function effectively if they do not know what they are being measured against. 

Employees feel that they are given the necessary guidance on how to attain their performance 

expectation and goals as Stone (2002) contends that discussions about employee expectations 

reveal what underlies the day-to-day tasks in the employee's performance description . 

Clarifying employee performance expectations is one step to creating an effective 

performance appraisal policy. As a result or non-awareness or the employee performance 

expectations, employee efforts could be wasted or unrecognized (Robbins and Coulter, 2002). 
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The study results reveal that employees always discuss with their supervisor the ways of 

improving their performance in case the performance standards are not met. Baum & Lock 

(2004) also observed in a study survey that supervisors need not to be so close to their 

subordinate nor do business/organizational managers (owners) work so closely to their staff. 

That is employees have to be trusted with some degree of confidence (Banner & Cooke, 

1984) that they can deliver to the assigned tasks with this emerging trend there is a need to 

have an appraisal mechanism established and well known way of how feedback about 

employee performance can be obtained arises . 

The finding reveals that there is open communication between employees and supervisors 

and employees are provided with frequent feedback to improve on employee job performance 

at Equity Bank Uganda limited. These findings were in line with Williamson, (2002) who 

asserts that the purpose of performance review is to assess progress made towards 

achievement of goals, assess performance on continuous basis in order to provide feedback 

and necessary action , identify skill gap , discuss challenges, and make plans of improvement. 

From the findings, it is indicated that employees have a clear course of action to take in order 

to accomplish their performance goals . Literature reveals that an employee 's first day on the 

job is the first chance to establish performance expectations as they are given job descriptions 

which contain a list of tasks and responsibilities . In this case, Tyson and York (2000) 

highlight that organizations routinely provide a job description, yet fail to discuss with new 

employees the purpose of the job and how it relates overall for the organization and the 

employee it affects to accomplish their goals. 

5.2.3 The relationship between performance reward and employee performance. 
Considering the third objective of the study, the findings revealed that there is a positive 

strong relationship between performance reward and employee performance. Basing on the 
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first and second statement of this objective, the study findin gs revealed that employees are 

satisfied with the rewards the organization gives to them and are always praised in the 

organization newsletter or in meetings as another way of reward to improve their 

performance. This was in line with the literature review which revealed that an organization 

must carefully set the rewards system to evaluate the employee 's performance at a II 

levels and then rewarding them whether visible pay for performance of invisible satisfaction. 

Armstrong (2006) suggests that man will always want to satisfy his physiological needs 

first, assuming that man can only sati sfy hi s basic needs from his ovm pay and if his pay is 

realized from his own performance, then he vvill increase his effort in order to perform 

well and get higher pay so as to satisfy more basic needs. Also Torrington & Hall, (2006) 

suggest that praise can be shown in the organization newsletter or in meetings as another way 

to reward employees as to improve on their performance. When managers take time to meet 

and recognize employees who have performed well , it plays a big role in enhancing 

employees' performance. 

The findings revealed that employees are given an additional amount to their salary when 

they perform beyond their target at Equity Bank Uganda Limited as the documentary review 

information indicated that The General Manager Finance handed over a cheque of UGX. 750, 

0001= to Aziz Epalat the BGDM Venus the most improved Branchthus this correlates with 

Maund, (2001),as asserts that rewards can be used to improve employee performance by 

setting targets in relation to the work given for example surpassing some sales targets. When 

the employees surpass their target, he or she can be given an additional amount to their 

salary; this will make them strive to achieve more thus improving employee performance. 

From the findings, it was revealed that employees are satisfied with the transport allowances 

and total compensation package given to them. McGuire, et al (2003), suggests that it is good 
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to reward employees basing on their social performance since financial institutions to a large 

extent have a social responsibility towards the public which call to reward employees that 

participate in such activities in terms of transport allowances and compensation packages so 

that to motivate them to work up to their best as an additional pay to their salary hence 

enhancing the organization performance. 

5.3 Summary of major Findings 

5.3.1. The relationship between performance planning and employee performance. 
The study findings revealed that there is a significant positive relationship between 

performance planning and employee performance in Equity Bank Uganda Limited. This was 

observed at correlation coefficient at 0.657 which is above 0.5that signifies a positive 

relationship of the variables. 

5.3.2. The influence of performance monitoring on employee performance. 
Findings of the second objective revealed that performance monitoring positively influences 

employee performance in Equity Bank Uganda Limited. 

5.3.3. The relationship between performance reward and employee performance. 
The study findings confirmed the existence of a significant positive relationship between 

performance reward and employee performance in Equity Bank Uganda Limited . 

5.4 Conclusions 
The study findings revealed that the selected performance management practices of 

(performance planning, performance monitoring and performance reward) had a significant 

positive relationship with employee performance in financial in stitutions in Uganda. Findings 

also established that all the three dimensions of the independent variable indicated a high 

interactive effective (critical relationship) of 65% and above on employee pedonnance. 
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5.4.1 Performance planning and employee performance. 

The study revealed that there is a significant relationship between performance planning and 

employee performance. However, despite the existence of a positive relationship between 

performance planning and employee performance, performance planning IS not 

decentralized to include all employees in financial institutions . Performance Plans like 

goal setting and performance targets are mainly made by managers and supervisors thus their 

inability to enhance employee performance in financial institutions in Uganda. 

5.4.2 Performance monitoring and employee performance. 

The study revealed that there is a strong significant influence of performance monitoring on 

employee performance in financial institutions in Uganda. However, despite of the significant 

influence that performance monitoring has on employee performance, managers in financial 

institutions need to clearly spell out the key performance indicators along with the critical 

success factors to employees and enabling them to understand the organization expectations, 

make timely adjustments and give them the necessary guidance on how to attain their 

performance expectation and goals. 

5.4.3 Performance reward and employee performance. 

Finally, the study revealed that there is a significant relationship between performance reward 

and employee performance in financial institutions where employee are given realistic. 

However, there is need to make them more attractive so as to induce workers to perform 

optimally like giving them more time to develop their ca reer that is to say; upgrading in their 

fields to acquire more knowledge and skills which motivates employees to perform to their 

best. 

5.5 Recommendation 

i) From the study findings, it is recommended that managers in financial institutions should 

ensure that performance planning is decentralized in order to allow full employee 
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participation in setting goals and performance expectations by all workers regardless of their 

cadre which enables them to be aware of what needs to be done in achieving a specific goal 

of the organization. This will result in increased employee commitment to their jobs, 

responsibility and accountability for actions taken. Also the organization needs to evaluate 

the performance of managers in achieving strategic goals and evaluate how employees 

through guidance from management help in achieving both organizational and individual 

needs. Establishment of clear links between organizational development, the delivery of 

quality services and the development of employees at work is important. 

ii) Basing on the study findings ,it is recommended that managers in financial institutions 

shou Id ensure that they use modern izecl performance rnon itori ng techniques that other 

organizations use in evaluating employee performance so that the technique clearly spells 

out the key performance indicators along with the critical success factors. Managers and 

supervisors must also ensure that performance in the financial institution is continuously 

monitored and evaluated with immediate feedback given to the concerned workers. The 

performance gaps must be addressed in line with organizational policy that enables 

employees to check on their performance so that they improve according to the 

organizational set goal and also to achieve the targets under supervision with either their 

supervisors or line managers .Financial institutions should ensure that the reward systems are 

modernized by making the 

iii) The study also recommends that managers in financial institutions should ensure the 

reward systems are meaningful las compared to other organizations so as to make them more 

attractive to induce employee performance. In addition, managers must ensure that there is 

effective use of rewards that can encourage employees to gain the skills that are necessary to 

help them and the organization grow. This can also increase their desire to continue being 
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part of the organization. For example, the organization can pay and provide time off for 

employees who want to take advanced courses or support to help employees advance their 

own personal goals or skill sets in an area that is valuable for the organization. Otherwise, if 

employees detect any unfairness in the way rewards are distributed , it may demoralize 

them and thus force them to withhold effort. 

5.6 · Areas for Further Study I Research 
The study focused on only performance planning, performance monitoring, and performance 

reward on employee performance. Since the study was carried out in financial institutions in 

Uganda, a similar study should be conducted in order to establish the relationship between 

performance management practices on employee performance in SACCOs in Uganda since 

they are Micro-deposit taking institutions which provide similar services like financial 

institutions. 

The findings in this study indicated that the proposed performance management practices 

(Performance planning, performance monitoring and performance rewarding) explain only 

52.4% employee performance and 47.6% is explained by other factors explained in the 

dimensions used in performance management. However, more research should be carried out 

to investigate the influence of organizational policy on employee performance in financial 

intuitions in Uganda. 
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APPENDENCES 

APPENDIX I - QUESTIONNAIRE 
QUESTIONNAIRE FOR STAFF MEMBERS OF EQUITY BANK HEAD OFFICE 

Dear respondent, 

I am NY ANZI JENNIFER a Masters student of Kyambogo University and 1 am pleased to 

inform you that you are one of the selected individuals who were randomly selected to 

respond to this questionnaire . The data collected using this questionnaire will be used to 

compile an academic research report to be presented to Kyarnbogo University for award of a 

Master's Degree in Business Administration. 

You are cordially requested to spare some time and fill this simple questionnaire. The 

information obtained through this questionnaire shall be used for aforementioned purpose and 

will be taken with utmost confidentiality. For this reason, I do not seek to know the name or 

identity of any respondent. 

Yours Sincerely 

~-
NY ANZI JENNIFER 

RESEARCHER 

·~.) 



SECTION A: BACKGROUND INFORMATION 

Please answer the following questions by ticking the box with the most appropriate option: 

1. Sex: 

(a) Male D (b) Female D 

2. Age bracket 

(a) Below 20 Years D (b) 20-30 Years D (c) 31 -40 YearsD (d) Above 40 yea rs CJ 

3. Level of education? 

(a)CertificateD (b) DiplomaD (c) BachelorsD (d) MastersD (e) PhD D 

4. Management responsibility 

(a) Top managementD (b) Middle rnanagementD (c) Supervisory staffO (d) Suppo11D 

staff 

5. Length of service 

(a) Less than I year D (b) 1-2 years Qc) 2-5 years 0(d) 5-10 years Over I 0 years D 

SECTIONB 
From No. 6 of the following statements please tick the number that best indicate your opinion 

using the following scale ; strongl y di sagree (I) , disagree (2), Not sure (3) , Agree (4) and 

strongly agree (5). 

1. Performance Planning 

Statement 1 2 3 4 5 

6 My organization has specific agreed goal s that yield hi gher 

performance. 

7 l participate in setting goa ls and performance expectations for 

my work. 

8 My performance goals set up are reasonable and attainable 

9 I am given enough time to achieve the set targets in the 

specified time 

10 l am motivated to work if am aware of what needs to be done 

ii 



in achieving a specific goal of this organization . 

11 I identify my career development goals 

12 I have a clear understanding of the level of performance that 
is expected from me 

2. Performance Monitoring 

Statement 1 2 3 4 5 

13 I clearly understand the organization expectations and I make 
timely adjustments as to my performance. 

14 I am given the necessary guidance on how to attain my 
performance expectation and goals. 

15 l always discuss with my supervisor the ways of improving 
my performance in case the performance standards are not 
met. 

16 My supervisor provides frequent feedback to improve on my 
job performance. 

17 I have a clear course of action to take in order to accompli sh 
my performance goals 

18 There is open communication with my supervisor about my 
performance 

3. Performance Reward 

Statement 1 2 3 4 5 

19 I am satisfied with the rewards the organization gives me. 

20 I am always praised in the organization newsletter or in 
meetings as another way of reward to improve my 
performance. 

21 I am given an additional amount to my salary when 1 perform 
beyond my target. 

22 I am satisfied with the transport allowances given to me 

iii 

~ / 



• I 

23 I I am satisfied with the total compensation package given to 
me 

4 Employee Performance 

Statement 1 2 3 4 5 

24 I am able to produce the quantity of work as specified by my 
organization. 

25 I am able to produce the quantity of work as set by my 
Supervisor. 

26 I am able to produce quality work as specified by our customers. 

27 I am able to produce quality work in time. 

28 I am able to produce quality work as specified in the 
organization goals 

Thank you very much for your time 

Yours sincerely 

iv 
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APPENDIX II 

INTERVIEW GUIDE FOR TOP MANAGERS AND ADMINISTRATORS 
I) What activities entail your performance planning for employees? 

2) How are organizational and individual goals in Equity Bank? 

3) Which parameters do you use to measure if these goals are achieved or not achieved? 

4) How do you ensure that employees achieve set goals as agreed during planning? 

5) What strategies do you have to improve the goal setting process in order to ensure that 

you achieve the objective of improving employee performance? 

6) 

t<-1 hat strategies do you use in performance monitoring to ensure that employees are on 

track? 

7) 

t-i ow are employees rewarded? 

8) 

~~rewards improve employee performance? 

v 

w 

w 
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APPENDIX III 

INTERVIEW GUIDE FOR SUPERVISORS 
1) Do you feel satisfied with the rewards the organization gives workers? 

2) How are employed rewarded? 

3) To what extent do terms of employment help to enhance worker's performance? 

4) How adequate is workers' knowledge and skills in light of their job requirements and 

performance? 

5) How easy is it for the workers to access necessary information pertaining to their 
I . 

performance? 

6) How appropriate is your organization's performance monitoring criteria') 

7) Do employees always meet organization ' s expectations? 

vi 
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APPENDIX IV 

DOCUMENT ARY REVIEW 

Check the human resource policy manual 

Check performance appraisal reports 

Check the organization newsletter. 

viii 
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APPENDIX VI 

TABLE FOR DETERMINING SAMPLE SIZE FROM A GIVEN POPULATION 

N s N s N s 
10 10 220 140 1200 291 
15 14 230 144 1300 297 
20 19 240 148 1400 302 
25 24 250 152 1500 306 
30 28 260 155 1600 310 
35 32 270 159 1700 313 
40 36 280 162 1800 317 
45 40 290 165 1900 320 
50 44 300 169 2000 322 
55 48 320 175 2200 327 
60 52 340 181 2400 331 
65 56 360 186 2600 335 
70 59 380 191 2800 338 
75 63 400 196 3000 341 
80 66 420 201 3500 346 
85 70 440 205 4000 351 
90 73 460 210 4500 354 
95 76 480 214 5000 357 
100 80 500 217 6000 361 
110 86 550 226 7000 364 
120 92 600 234 8000 367 
130 97 650 242 9000 368 
140 103 700 248 10000 370 
150 108 750 254 15000 375 
160 113 800 260 20000 377 
170 118 850 265 30000 379 
180 123 900 269 40000 380 
190 127 950 274 50000 381 
200 132 1000 278 75000 382 
210 136 1100 285 100000 0 384 
Source: Krejcie & Morgan (1970) 
Note:-
N =is population size. S = is sample size 
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