


























































































Schwepker & Ingram (1996). title ofthe study. lmproving Sales Performance through Ethics. 

The swdy concluded: (I) the factors that affect the judgment of salesman's moral. among 

others: gender. marital status. age. education level. experience level. variation of income. t)pe 

ofproduct sold. 

Employee Regular Performance As essment is one of the tool o r techniques to improve 

e mployee performance. motivate employees to '' ork harder, development of potential 

cmplo)CCS. and even to increase the ability of employees in the fuwre. which in turn will be 

influenced by their performance feedback in the past as well as direction of the future 

development. Performance is the achievement records generated from a particular job funct ion 

or an activity over a specified period. 

If a performance a scs mcnt carried out proper!). then the purpose of the performance 
' I 

assessment'' ill be achieved. Werther and Davis ( 1996) states that one purpose of performance 

a sc smcm is to improve employee performance. Sin ( 1996) adds that one of the benefits of 

performance assessment is to impro\e emp loyee performance. Armstrong (1990) said that the 

performance assessment i useful in helping imprO\'e performance by knowing the strengths 

and weakne cs on the employee. James K\\ame Mensah (2004) has the findings that 

implementation of a TM system leads to employee performance, but a TM output mediates the 

relation hip between TM and employee performance. 

1\ number of empirical' study results also support theoretical studies stated that there is a 

positive reI at ionsh ip bet ween the performance assessment and the employee' performance. 

Thus there i need to find out whether there is a positive relationship between performance 

assessment and organi/ational performance in theoretical or empirical basis. 
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2.6 Teamwo rk and staff Perfo rma nce 

Teamwork refer to a group of individual who work interdependent ly to so lve problems or 

carry out tasks (Keller. 2001) Deming implies that an extraordinary degrees of employee· 

teamwork is vital to staff performance and for accomplishment of quality and productivity 

enhancement (Costa. 2003). 

There can be many procedures and methods to higher the performance of individuals within 

team at workplace: including practices linked to work environment, organizational cultu re, 

problem solving and cooperation among employees within numerous department (Keller. 

200 I). It i perceived that those employee who \-\Orking in a team instead ofthc conventional 

ba~ed workplace have higher fulfillment and performance. 

Lmployee arc being trained in teams to at1ain their organiza,t ional target linked to their 

concern rc ponsibilitics (Erdcm et al. 2003). According to Cohen and Bailey (1999). team is a 

group or co llect ion of individuals who arc interdependent in the task given to them and who 

hare accountability for the significances and outcome. the team permits and allows individuals 

to collaborate. he lp. improve ind ividua l ski lls and provide constructive feedback without any 

conOict between individuals (Jones, 2007). 

The work performance or productivity ofthe team is higher than ind ividual performance when 

the \-vork requires a broader scope of knowledge, judgments and opinion. The benefit of 

teamwork is sign ificant productivity grow1h in the ranges and operational management 

(Totterdill Ohondt & Milesome. 2002). Teamwork also creates an environment that simplifies 

and facilitate knowledge and information exchange and so-ca lled knowledge sharing. 
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Other benefits arc the ability of new forms of ,, ork organizat ion to increase the potential for 

innovation that ma) add va lue and importance to products o r services. moving them into less 

price-se ns itive marker. Moreover. the ability of new forms ofwork organization to increase the 

employabil ity of wo rkers through multiskilling and the acquisition or acquiring of higher 

competenc ies in problem so lving. communication and team working will he lp labor market 

adaptation and also s upport new form of local and regional economic growth and regeneratio n 

(O t·:C D. 2002). 

O rganizations which emphasize more on teams have resulted in increa ed employee 

performance. greater productivity and better problem so lving at work (Cohen & Baile). 1991 ). 

Bacon & Blyton (2006) highlighted the two important factors i.e Self-Managed ream and 

imerper o nal team kill. T hese factor enhance the communication as ''ell as interpersonal 

relation hip between team members and also boost the employee performance. Team\\ o rk i a 

s ign ifica nt instrument and too l o f a new type of work management. Teamwork is precise and 

accurate o rganizat ionaf measure that shows 'many different features in a ll t~pcs of 

organization . including no-profit (Mu lika 2010). 

In related dc,c lopmcm. Ingram (2000) observed that the good manager is the o ne who a signs 

there ponsibilit ie to his/ her workforces in a form of g ro up or team in order to take maximu m 

outputs from employee ·s, but to Waher (2006), it should be possible to design a proper scheme 

o r system of team building within every organization for emp loyees in order to encourage and 

distribute best practice and max imize outputs. The main emphasis in des igning and 

implementing uch a system according to him is ultimately to improve employees learning. 
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Ingram (2000) notes once again that teamwork is a strategy or policy that has a potcmial to 

improve the performance of individuals and organization. but it need to be encouraged over 

time. Organ izations need to look at tratcg ies for refining or improving performance in the light 

o 1· increasing com pet it ive environment. 

I fc stressed that top managers need to have vi ion to introduce teamwork activities within the 

organizations, the cnsitivity to nourish it and the courage to permit team to play an important 

part in decision making. Conti & Kleiner (2003) took it to another level as they reported that 

teams offer greater participation. challenges and feelings of accomplishments. 

They observed that organizations with team will anract and reta in the best people, which will 

I 

in turn create a high performance organization that is flexible, efficient and most importantly. 

profitable. Profitabi lity is the key factor that will allow the organization to continue to compete 

successfully in a hard competitive and global busines arena, they concluded. 

Teams as part of everyone's life and as part of organizational building is often view as a group 

(a collection of people) \'vhO interact to achieve a common goal but an effective. well-

functioning team is much more than this (Mu rray 2000). It has been found that it dramatically 

affects organizat ional performance. Some managers have cred ited teams with helping them to 

achieve incredible results. Participants in an effective team care about the group· s well-being 

skillfu lly combined ind ividual talents with a positive team spirit to achieve results regardless 

of whether the program1 effort is that of an individual or several ind ividuals. 
' 

Develo ping team skills have been seen as important because of the tremendous explosion in 

the usc of teams in work organint ion over the last decade. Organization which have 
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emphasi7ed more on teams have re uhs in increased employee performance. greater 

productivity and bcucr problem solv ing at work (Cohen and Bailey. 1999). One Report study 

concludes that to teach individuals on hO\v to work in teams is not an cas) task because to reach 

ind iv iduals to "'ork in teams is inappropriate (Crosby, 1991 ). 

Bacon and !31y1on (2006) highlighted the two important factors i.e. self-management team and 

interperso nal team skills. These facto rs enhance the communication as well as interpersonal 

relationship bet\vecn team members and also boo t the employee performances. Teamwork is 

a significant too l of nc\\ type of work organization. 

Teamwork is a precise o rgan izational measure that shows many different features in all type of 

organ i/ at ions including non-profit (;\1ulika. 20 I 0). One Report study cone luded that the good 

manager is the one " ho assign the respons ibilities to his/ her employee in a form of grou p or 

team in order to take maximum output from employees. 

(Ingram, 2000) . Another study concluded that it should be poss ible to design a system of team 

building " ithin ever) organizat ion for employees in order to promote and distribute be 1 

practice and maximize output. The main emphasis for designing and implementing such a 

system i ultimate!) to improve employee teaching (Washer. 2006). J\ccording to Ingram 

(2000) teamwork is a strategy that ha a potential to improve the performance of individuals 

and organizations, but it need to be nurtured over time. 

Organizations need to look at strategies for improving performance in the light of increas ingly 

competitive environments. Top managers need to have the vis ion to introduce teamwork 

activities within the organizations, the sensitivity to nourish it and the courage to permit teams 
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to play an important part in decis ion making. Conti and Kleiner (2003) reported that teams 

offer greater participation. challenges and fee lings of acco mp lishment. 

Organi;~.ation with teams will attract and retain the best people. This in turn will create a high 

performance organization that is ncxiblc. efricient and most importantly. profitable. 

According to Ylickan and Rodger (2000) there is pos itive relationship between the team 

perlo rmancc and trust. Trust generate the behavioral basis of tcam'>\ Ork. which results in 

organizational synergy and better performance of an employee. Development o f trust within 

the organizat ion is the responsibility of ind ividuals. Creation of conducive and the trustable 

environment for synergetic team\\·ork is the responsibility of organization. 

Organizations should transform the trust worthy behavior for measurement into performance 

assessment system to promote the organizat io nal values (Erdem et al.. 2003). According to 

Rabey (2003) recognition and rewards arc the primary focus ofthc individuals who are working 

in team . Perceptive managers know and constantly capture the benefits of the team. Teams 

sho '" the collective strength of the individuals and boost the motivation and morale of 

ind iv idua l as \\CII. Managers crit ica lly observe the team members hidden working potent ial 

othenvi c manager may lose them. 

Accord ing to (Stanifo rth, 2000) teamwork is the co llect ive way of wo rking which result in 

potl.!nt ial benefits and greater synergy. Managers must plan and des ign an appropriate reward 

systl.! m for the employee and encourage the ir participation in team projects. They must also set 

the group goals which arc connected towards the company strategic plan, building o f emplo yee 

performance and fa ir payment methods. After implementation of above captioned concern. 

manager arc able to establish their teams. Period ically monitoring the team wo rk activities in 
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order to check its effectiveness should be the primary focus of every business strateg) 

(:Yiussel" hite. 2001 ). Reporter fun her suggested that team \VOrk is a fragile process ''hich 

need. to be handling carefully in a supportive organizational environment. 

Anderson & 'vVcst (2002) argue that efTectivc organizational environment is one in which 

employee communicate. participate and ''ork in trtlstable atmosphere. According to l lcrzbcrg 

( 1987) rc'' ard and rccognit ion can prO\ ide both intrinsic and extrinsic motivation. llerzberg 

( 1968) reponed that extrinsic rewards arc the main factor to provide employee movement in 

posit ive manner. 
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3.0 [ntroduction 

CHAPTE R THREE 

METHODOLOGY 

This chapter presents a detailed description of the methodology that was emp loyed in the study. 

It focused on the adopted Research de ign. the population, sampling strategies. data collect ion 

methods. Re carch procedure. ethical considerations, validity and re liabi lity of Research 

instru ments. and methods of data collect ion. 

3.1 Research Design 

T he study used a cross sect ional survey design. According to Amin (2005). this is one of the 

most co mmon!) used Research design in social sciences and is used to gathe r data !Tom a 

sample population at a particu lar time. Oped un (2013) says that this design he lped to define 

better and understand respondents· opin io ns and att itudes when gathe ring information fi·om a 

sample population at a particular time. The Research used a cross sectional survey design 

because was also less expensive way of gathering data from the large number of respondents 

who were involved in this study. In this study, both quant itative and qualitative approaches 

were employed in data collection process. ana lys is. presentation a nd discussion of findings. 

Quantitative method was used in order to establish the ex1ent and rate of the problem while 

qualitat ive lillcd the gaps that were lefl: by quantitative data. 

3.2 Study Population 

Popu lation refers to an cnt ire group of ind ividua Is, events. o bjects. o r cleme nts hav ing a 

common observable characteristic (M ugenda & Mugenda. 2003). The in fo rmation on 

population at the Directorate is guided by KCCA manual, 201 6. It was comprised of Directors, 

Managers. Supervisors a nd Officers in Revenue Directorate- num ber ing approx imate ly 136 
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3.3 Sa mpling technique · 

~1ugcnda & Mugenda (2003) define ampling a a formu lation of a procedure of electing the 

subjects or cases to be included in the sample . This tudy used s imple rando m sampling and 

purpos ive sampling method to select the samp le. According to Mugenda & Mugenda (2003). 

imple random sampling involved allocati ng equal chance to the se lected clements in the 

population. Th is method involves g iving a number to every respondent in the accessible 

population. placing the numbers in a container and then picking an) number at random. This 

"as used during the selection of Revcnuc officer . Purposive sampling was used and allowed 

the researcher to u e ca:es that have required information with re pect to the objectives of one· 

stud~ . Ca cs of subjects arc therefore handpicked because they possess the required 

information. Purposive sampling ''as used to elect the director , section managers and 

supervisor who posse a lot of information and are knowledgeable abomthe study variables. 

3A a mplr izc Dctc r·m ina tio n 

1\ sample size is the portion representing the popu lation and selection invo lves the process of 

choosing the clements from the population Amin. (:~005). Given that the stud) population i 

large. a samp le size wa determined using Krejcie and Morgan {I 970) Table for determin ing 

sample si;:~ fr·om a given population. Details arc given in table I below 
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Table l : sample size 

Category Tar-get Sample izc Sampling Report instrument 

I populat io n technique 

Directors 2 2 Purposive Int erview 

:\.1anagcr 6 6 Purpo ive l ntervie\\ 

Supervisors 08 8 Purpos ive Quest ionnaire 

Rc\ cnue 120 92 Simple rando m Quest ionna ire 

officers 

n·ota~ 136 1 108 Purpos ive/ fntervicw/ questionnaire 

I I 
s imple random 

.. 
Gu1dcd by KreJclc and Morgan (1970) 

3.5 method of data collecti ons 

The researcher u ed the que tionnaire. inrcrview and documentary methods to collect data from 

the revenue directo rate st aff at KCC/\. 

3.6 Data Co llectio n Ins truments 

The study included self-administered que rio nnaires. interview guide and a documcntar) 

rc\ iev. gu ide as Research in truments for data collect ion. 

3.6.1 Self-Adminis tered Questionnaire 

Sclf-1\dmini tcred Questionnaire ( AQ) wa used as a data collection in trumem. These 

included semi structu red questio nnaires and were administered to revenue co llection o fficers 

and supervi o rs . Questionnaires help cover a large number of respondents in a relatively s hort 

time. Creswe ll (2009). Questionnaire were u cd to collect quantitative data. 

T he close-ended que tions predetermined multiple response which were measured aga inst a 

four l.ikcn scale. "hich was used to col lect quantitative data (Creswell, 2003) and it so ught to 

capture opinions ofrcspondems on the pos ible association of variables under study 
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3.6.2 Interview guide 

The researcher used imcrvie\\ s because they improve on the understanding and the credibility 

of the study and they lead to deeper under tanding of the topic Am in (2005). As they fe tch a 

"ide variet) of ideas needed for the stud). These included sem i-structured interviews which 

con. i_tcd of both open and clo cd inter\'iC\\S. Oral interviews were used to collect qualitative 

data fro m the Directors and managers. 

3.6.3 Document t·ev iew guide 

I\ Document rc\ icw guide "a used to 'ie\\ and analyze the exist ing documents that wou ld 

ho" e\ idcnce on stud) 'ariablcs at the directorate. 

3.7 Data Collection Procedut·e 

The researcher obta ined a letter fro m Kyambogo University introducing him to the KCC/\ to 

permit him collect data. Once permitted. the letter was presented to each category of the 

respondents \\hO were involved in the study. Since they arc two methods to be used, the 

researcher first administered questionnaires. co llected them and reviewed them to identify any 

un a nswered qucst ions~items and responses that need further probing. lt"s after this that 

interviews were conducted, putting into consideratio n the latte r two. 

The Researcher used some two Research ass istants; these were firs t trained on how to 

administer the Research ins truments ( qucstionna ire and interview guide) and too ls. 

3 .8 Data quality Control 

The study put into cons idcrat ion the validity and rei iabil ity of the Research instruments 
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3.8.1 Validity o f Resea rch ln strumcnt 

Validity refers to the accuracy of instrument used in Research to collect meaning ful and right 

data (/\min 2005). Content validity literally means the amount of substance in the study (Enon. 

2002). The in truments had adequate traits due to consultations~ ith the supervisor, colleagues 

and the Research expert. The Research expert helped in strengthening the validity of the 

Research in trumcnts and calculation ofthe content validity. CVI. The test of content validit) 

'"as established through inter judge with two Research consultants. The formula was 

The Contem Valid it) lnde;.. (C I) \\ ill final!) be computed ro determ ine the val idity of the set 

ofS/\Q using the formula: 

CVI - TaLa I number of items rated as valid ------------------------ X 100 
TaLa! number of items on Lhe insLrumem 

Where n is =- number of items related as relevant and r= total number of items in the 

instrument. 

The CV l for the interview guide and quest ionnaire to be regarded as va lid was accepted at 

above 0.8. This is because /\min (2005). Suggests that in a survey. the least CV I recommended 

in a survey study should be 0. 70 or 70%. Some adj ustments were made to make the questions 

more va I id. The results arc presented in tab lc I . 

3.8.2 RcliabilitJ 

Reliability refers to the degree of cons istency in which a measuring inst rument yields when the 

entity be ing measured has not changed (Leedy & Ormond. 2001 ). Reliabi lity refers to how 

con::.istcnt a Research procedure or instrument is (Abuja, 2005). The strategies that v.rere used 

to obtain reliability arc peer debriefing, prolonged engagement and audit trails. Peer debriefing 

invo lving the Researcher \\Orking with colleagues to examine the instruments and giving their 

views about their correctness. With pro longed engagement, the Researcher spends sufficient 
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time in the field to learn or understand the soc ial setting while audit trials im o lve a thorough 

collection o f information regarding all aspects of the Research. Data was systematically 

checked. focu maintained and there wa identification and correcting erro rs (Morse et al. 

2003). This helped to ensure establishment of accuracy of data collected. Reliabil ity fo r 

quantitati\c data \\ as o btained b~ carr;.ing out a test of reliabilit) anal) s is sca le (Alpha-

coefficient) using SPS . The instruments were found valid at a (alpha) above 0.8. A reliabi lit y 

of 0.80 ind icates 80% con istcncy in the cores that are prod uced by the instrument (Siege. 

2002). Th usc ofSPSS '' as because of its being easy to apply and fitting a two or more-point 

rati ng scale. Results ofCronbach are presented belo\\ in tab le 2. 

Table 2 : Reliability a nd Content Validity lndcx 

--
Items Content validity index Cronbach alpha (a) value 

In ser\'icc tra in ing 0.86 0.792 

~rea~'ork-- --
0.80 0. 755 

/\' ailabilit~ of 0.83 0.682 

instructional material 

Motivation challenges 0.79 0.751 

I 
LstafT performance 0.70 0.791 

I 

3.9 Data Presentation and Analysi : 

The data co llected from the respondents "'"as prepared or processed fo r ana lys is and then later 

actually analyzed as des,cribed below. 

The collected data on SAQs was edited , categorized or coded and entered into the computer 

using the Statistical Package for Socia l Sciences (SPSS) for generation of summary frequency 

tab les and graphics. 
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Data collected'' ith the intcn ic\\ guide \\ere edited. categori/ed according to theme and then 

ummari/ed into perc~ntagcs in a computa spreadsheet. This was done b) recording the data 

and organi/ing it in themes. Thercafler the theme \\ere anal)zed in line with the Re carch 

question that rcprc entcd them. The number of responses \\ere noted and the corresponding 

percentages computed. 

De'tcripti\e statistic - and rcgrc ion analy is \\ere u ed to analyze quantitati\'e data. e pcciall) 

the relation hip between career nurturing and -tafT performance. This '"as done through u e of 

the . tatistical Package for Social cicncc ( P ). Qualitative data ''as anal)/Cd u ·ing 

Com em anal) si method. 

3.10 Ethica l Cons iderations 

The Researcher ought the con ent of rc pondcnts before allo'' ing them to participate in the 

stud) . During data collection. anon)rnit) and extreme confidentialit) was ob cncd \.\hile 

handling the rc ponscs. The re pondent · \\ere informed of the purpose the tlld) and al ·o 

assure that the in format ion gi' en "a onl) for academic purpo es and the) "ere not 

endangered. 
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CIIAPTER FO ' R 

PRESE:'\'TATION ND ANAL Y I OF RESULT 

4.0 Introduction 

l'hi chapter presents the finding of the tudy. The study was about Supervisor- Employee 

relation. hip and tafT performance at KCCA re\'cnue directorate. It "as centered on the four 

Research question . The finding \\ere pre cnted in tables. There fo re. this chapter ''as divided 

into t\\O :.cctions: rc:.ponsc rate and R :,carch que tions that the stud) ought to an \\Cr. 

~ . I Rcs pon c rate 

The background information of the re pondem \\aS important because it inOuenccd the 

opinion ofthe respondent · on the relationship between study variables. The data gathered wa 

main I) on the social background of the respondents respectively. Interviews were conducted 

\\ith 8 rc pondcnt · and these included 6 manager of revenue directorate and 2 directors. The 

que. t ionnairc were as igned to 8 uper\'i ors and 92 revenue officers. A total of I 08 ample 

i;c \\a all met for the study. 

Table 3: Gender of the respondents 

--
Gender requcncy 0/o 

Female 8 44 

Male 60 56 

total 108 100 

Source: Pdmary data, 1018 

!'able 3 shO\'vS that of the I 08 respondent in the tudy. 44% were females while 56% were 

males. The implication of this finding is that the ex istence of a slight difference between the 

rna le and fema le population ind icatcs an equa I distribution of sex across the study. This created 
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a uniform platform for both male and female to give their understanding o f the study topic. 

The study \\·as there tore not biased by sex. 

Tahle 4: Distribution of Respondents by Age 

Age Gnmp Frequency 0/o 

21-30 30 28 

31 -40 4-+ ~I 

41-50 23 21 

50 above 11 10 

Tota l 108 100 

Sour·cc: Primary da ta, 20l8 

In rable -+.4 above. 28% of the re pondems were between 21-30 years. 41% between 31-40 

years. 21 % of rhe st udy respondents· bctween41-50 and I 0% between 50 years and above. 

This imp lie that they were able 10 give well thought information pertaining the tudy concepts. 

Fromrhe interview it \\a di covered that majority ofthe directors and managers were most ly 

between 40-49 while the rest were between 50- 59. 
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Table 5: Di tribution of Respondent by Educational Level 

Ed uca tion Level F requency 0/o 

A le\el II 10 

Diploma ~5 ~ 1.6 

Degree 34 31.4 

masters 10 9.2 

Others 08 7.4 

Total 108 100.0 

Source: Prima ry Data 2018 

The findings fi"om I 0% sho'' ed that the) attained A Leve l education. while as 41.6% were 

diploma holders and ''ere the majorit:. 31.4% were degree holders, while 9.2% had anained a 

ma ter's degree and \\Crc mostly the managers. some revenue office rs . 7.4% ''ere o leve l and 

primar) lcavcrs. The above results did not differ fi"om interviews held respectively. 

Table 6: Religious affiliation ofrespomlents 

r Religio n 
-

Frequency % 

Cathol ic 22 20 

- -
Prate tant 30 28 

Mus I im 16 15 

1-------
Born-again 40 37 

Christians. 

Source: Primaty data , 2018 

The results on religious affiliation ofrespondents indicated that 20% were Catholics, 28% were 

prote tams. 15 \\'ere Muslim. 37% were Born-Again ( Baloko le a nd were the majority. 
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Table 7: Marital statu.\· of respondents 

/ Item I f-'rcqucnC) % 

.\llarricd 136 33 
~ - - -

Single 60 56 

Divorced 08 7 

I Windo\\cd 0-t 4 

Source: Primat1' data, 20 18 

The . tud) rc uhs on marriage statu of respondents rc ealed that 33% were married. 56% ''ere 

single but majorit) o f the respondent \\ere cohabiting. 7% had divorced and 4% of the 

respondents -.vcrc "ido\\'cd. From the interview it was reponed that majority o f the 

respondents were still sing le. 

-L2 Presentation of Findings 

Thi ·section present data from all the instruments u ed tart ing with quest ionnaires, interviews 

and documentary rc ' ie'' respectively. Data was presenred question by question tarring with 

Research question one. 

4.3 Hcsults for objective one 

This objective ofthc study. set out to estab lish rhe re lat ionship between internal communication 

and sta!Tpcrformance at KCCA Revenue Directorate and was tested using Research quest io n 

one. which stated ' What is the re lationship between interna l communication and staff 

performance at KCC/\ revenue directorate?' The resu lts were presented in table 8 below 
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Table 8: lntemal commw1ication and staff p erformance 

Items SA J\ D so 
I 

I My supervisors always spread the goals. tasks. and rules of the 28 30 27 15 

d irectorate 

i 
:?. Arn alwa~s psychologically and physically ready to act upon 39 21 31 09 

''ork information being communicated I 
" .) Vl anagemem pro' ides U!> "ith reliable information regarding 13 44 :?.4 19 

I the condition of the directorate 

I -
-1 VI) u pc rv iso rs coordinate the activities of the organ ization 31 2-1 15 30 

efficiently 

5 My emplo) cr provide u with very es entia! information about 37 14 23 26 

I my job daily 

I 

6 Our \\ork communication channels ha\e improved my att itudes 18 30 36 16 

I towards m) '' ork 

7 We have a good information communication policy system 
...,., 

12 49 7 .)_ 

18 - --- -------- -
There is uncertaint) and fear "hen communicating with my 53 20 18 09 

I supervisor 
I 

Source: Pdma1-y data, 2018 

The study findings from 58% ofthe respondents revealed that their employer a lways spread 

the goals. tasks. and rules of the directorate wh ich was denied by 42% who disagreed. The 

study revealed that most of the goals rules and regular ions are emphasized mostly when you 

have just joined the directorate. From the open que t ionnaire wit h the respondent they showed 

that 
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·it"s mw1(1 ul lhl! limt! of joining when 1he allllwrities c:ommunicule 1he goals. mission 

und \"ision of 1he directorate. a/fer someone has been initialed 1hen they only 

communica/e the tusk\ to he done' said one o.f the revenue colleclOrs. (} 2111 October 

201 ,') . primw) daw 

Th i · "a · not an) far d iiTerent from the managers and directors'' ho responded to the intervic" s. 

On '' hether employees \\ere ah,ay p ychologicall) and ph)sieally ready to act upon work 

information being communicated 60% agreed \\hile 40% disagreed. many ofthem revealed 

that 

"If 1asks are ll'e!l communica1ed and understood. 1hen 1hey would just proceed to work 

as required. hmrerer 1hey revealed 1hat sometimes 1here was misc:ommunication of 

information ll'hich at!ects their pe!:formance ... (! 2111 October 2018), primWJ' data. 

From the inten iew . it '' ru revealed that mo t of the performances depended on how the) 

understood the communicated in format ion. sometimes there were dela) in the way me sage 

''as communicated and it has alwa)S affected us towards achieving our targets. 

l'he study further indicated from 57% ofthe re pondents that their Management prov ided them 

'' ith reliable information regard ing the condition ofthe directorate which was opposed to 43%. 

This brings out the implication that though majority gets reliable information. there is need for 

improvement in making al l employees understand the situation of the directorate. 

One of thc respondents had thi to ~a) 

·f rt.Jre~\ interac1 ll'ilh 1111' bosses. all I gel is an email directing me what to do and 

sometimes the systems are ei1her slow or doll'n' said one of the in1ervieH1ees, 12111 

Octoher 201 ~). primw)' data. 
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The study showed from 55% of the respondents that their supervisors did coordinate the 

activities ofthc organization efficiently "'hile 45% disagreed. Meaning that to a big extent the 

supervisors did their work though there is need for improvement. 

In the imerviews it was reponed that sometimes they send their employees out in different 

places. and it becomes very had to supervise all ofthem given the fact '"e have a very small 

number ofsupcn isors. 

On" hethcr the supervisors provided staff with very essential information about Ill)' job daily 

51% agreed \·vhilc 49% disagreed, which means that to a large extent essential information was 

communicated to the staff for effective job performance. 

The results rrom 48% ofthe respondents revealed that their work communication channels had 

improved my attitudes towards my work \vhich was opposed to 52%. This implies that the 

employees arc nor satisfied with work communication channels and they should be improved. 

·The directorate does not display il?(ormation say on a display board, all they do is 

sending emails and sometimes you come to know about the tasks through a colleague, 

now in a situation where there is no /rust with a workmate, it becomes hard to receive 

information· said a female manager, (12t" October 20/8), primaty data. 

The tudy established from 60% of the respondents that sometimes there is uncertainty and fear 

"hen communicating with their supervisors while 40% disagreed. Meaning that employees 

don't feel free to interact with their superiors. One ofrhem said. 

data 

'Some of our supervisors are not professional enough as their recruitment into the 
directorate is questionable, so they sometimes act on orders oft hose who brought them 
not in the interests of the directorate· said a supervisor, (12th October 20 I 8), primary 
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The level o fimernal communication depends on the quality o f feedback received and the 

number of times a giYcn res pon c appear . 1 umerous responses of the same issue are 

discussed during the evaluation discus ion bet,,een employee and superv isor. l f this '' as 

nc,~r addrcs ed before by supervisor it is not placed in evaluation o nly discussed during the 

meeting. We did u e this but it wa.n't done correctly by all. It was implemented but with no 

training. Repo ning comes from co-\vorker . who directly \\ Orked with ind iv idu als and 

omctimc it wa received in different ways not used consistently or g iven in a useful manner 

''hich doesn't ass is t in g iving a true rating. 

All in the bel of communicat ion bet ween supen isors and employees is not a ll that satisfactory 

as it i st ill low. There are Communication difficulties the directorate is facing which arc 

affecting staff performance. T he re is need to boost the level o f internal communication in 

d irectoratc 

4.4 Results ofl~cscarch que. tion two 

Thi~ objective or the s!Lidy set o ut to explore the relat ionship between Career urturing and 

taff pcr fo nnance at KCCJ\ revenue directorate. This was tested us ing Research question two 

which stated. · What is the re lat ionship between Career urtur ing a nd staff performance at 

KCCJ\ revenue directorate?' the resu lts \\ere summarized in table 3 below 
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Table 9: career nurturing and staff performance 

I 1 Career :"urturing SA1 A D I D 

I 
- - --

I Our directorate carries out ind ividual's career orientation and needs 29 30 I2 29 

ofthc organization' mi sion and vi ion 

2 Stafftraining is \\C II-pianned and given adequate importance 27 2I 33 I9 

I 
.., 
.) rhcrc is adequate empha is to deve lop managerial capabilit ies th rough 24 IS 28 13 

I r urturing I 

r 4-
--

The directorate provide Employee job urturing programs 36 22 3I 2I 

5 The Directorate ha a po licy that governs Career runuring for staff 39 20 34 7 

I 

6 The d irectorate recognize employees interests/goals and is " ill ing to 25 2I 34 20 

I meet employee imcrcst 

7 :vtanagcmcnt prO\ ides regular 'urt uring on all staff to enhance their 1') 
.)~ 24 20 24 

L 
capabilitic!> 

8 Career counseling is a funda mental human resource policy towards 31 IO 24 35 

I stafT career development 

9 KCC/\ gives incentives to staff for career achievement 23 24 35 18 

I 

I Io Management suggest specific trategies to accomplish work 30 2 I 28 2I 

I 
objectives 

l 
II Management exchanges expenences with junior employees to 39 21 I9 2I 

improve job challenges in the workplace 
l - - -

12 Teamwork encourages employees to broaden their skills and 43 20 30 07 

kno..,vledgc 
--- - ---

Sout·cc: Primat'Y Data 
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The objective ofthc study set out to establi h the level of career nurturing on taff pcrformancc 

in KCCJ\ revenue directorate. The study established fro m 59% of the respondents that their 

organi7ation carries out individual"s career orientatio n and needs of the organization's mission 

and 'i ion "hile 41 % disagreed. \\ hich indicates that the directorate oriematcs the employee 

especially "'hen they have just joined KCCA. 

In the imcrvie\\ S. it \\ as revealed that they hire affirm to come and sensitize their employees 

about their goals. mission and vision. but sometimes they arc let down by poor or late budget 

allocation to\\ards th i great acti\it~ . 

·1 he results on" hcthcr StaiTtraining ''as well-p lanned and given adequate importance showed 

that 48% agreed wh ile 52% disagreed. meaning that training of staff needed much more 

attention 

The results from 39% of the respondents showed that there was adequate emphas is to develop 

managerial capabilities through Training v. hile 61 % disagreed meaning that there " as still 

inadequate emphasis on developing capabilities through training. 

' It was indicated fi·om 41 % o f the respondents that the Directorate has a policy that governs 

Career 1 urturing for staff , hilc 59% disagreed. Meaning that majority were nor aware of this 

polic) to\·\ards their career nurturing. however this was not the case with intcrvie\\S. they 

reponed that KCCJ\ has a vcr) clear polic) on career development. We arc required to train 

our clients to become more effic ient and effective towards their work. 

The study showed from 46% of the respondents that the organization recognizes employees' 

interest /goa l and is willing to meet employees· interests while 54% disagreed. Meaning that 
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employees' imcrests and goal arc b gi' en le s priority. The interv iewees reported that it is 

mostly the organization interests and goal that arc prioritized first before our worl-.crs. 

··career counseling is a .fimdamental human resource policy towards staff career 
development. this is always done once year. we are taken for a retreat. ·· .(I 2'" Ocwber 

201 ). primm) data 

The tudy established !Tom 10% of the respondents that KCCA gives incentives to staff for 

career achic,·cmcnt '"hile 90% disagreed. ~leaning that rhc directorate docs not give incentives 

to raiT for career development. 

'fl an} employee wants to go for jim her studies he has to app~J' jar a study leave which 
has to be considered agreed upon with the employer. IIowever. the applicant has to 
meet all the study necessi1ies. ' said an interviewee, (12'" October 201 8). primm:y data 

64% of the respondems revealed that Management suggests specific trategies to accomplish 

work objccti,e. ''hile 36% denied. Meaning that management is al·ways coming up with ways 

of enhancing performance. llowe,·cr most ofrhe respondents agreed that they always suggest 

measure of enhancing performance but sometimes they remain on paper, with no clear 

implementation. Sometimes we lack adequate technology to do the ''ork effective!). 

On ''hether :'v1anagement exchange experience · with junior emplo)ces ro improve job 

problems in the \\ Orkplacc 58% agreed while 42% disagreed. Meaning that though there is 

exchange of experiences between juniors and their superiors. this is still lacking and needs to 

be revisited. 

In the intervie,vs it '' as aid , 

·We always have a workshop (retreat) annually where we hire an ex/ernalfirm to guide 
us on career nurturing. We always spend a week together with l1'orkmates discussing 
work related issues and wayjorward. 'Management encourages employees to broaden 

their skills and knowledge, (12'" October 2018), primary data 
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The documentary re ie'' . shO\\ ed that there ''as inadequate emphasis to develop managcria I 

capabilitie!> through training. taO' training i well-de igned and "idcl) shared polic) in the 

directorate. tafT training \\as \\CII-planned but given inadequate imponance and also 

management ga' c employees lcs opportunity for training. The respondents also revealed that 

Training needs analysis is conducted before embarking on any train ing. The respondents 

further revca led that management provided irregular training on all cadres of staff to enhance 

their engagement. In conelu ion. the records showed that the lc,·el of career nurturing towards 

taff performance at KCCA revenue directorate is still \\anting and needs serious attention to 

reinforce and prepare employees tO\\ards better performance. 

4.5 Results fo r objective three 

This objective of the study set out to establish the rclat ions hip between rcgu lar performance 

assc!>srnent and staff performance at KCC/\ Revenue d irectoratc: Thi \\a gu idcd b) a 

Re carch question '' hich stated. "\J hat is the relationship between regular performance 

assessment and staffpcrformance at KCC/\ revenue directorate?'" there ult arc pre cntcd in 

table 10 bela\\. 

58 



Table I 0: Re[:ular Performance assessment and staff performance 

[_ Item SA A D SD 

--
1 The directorate has a pol icy govern ing employee 34 21 20 15 

Regu lar performance Asses mcnts 

~~ 

2 The direc torate has perfo rmance standards 12 40 23 25 

established tor each position 

13 Employee performance is related to pay increases 24 19 50 7 

I (pay for performance) 

' --~--

4 F:mployce Regular performance /\ scssment rating 16 29 34 21 

I play a ro le in promotion at the directorate 

5 Our supervisors meet \Vith staff to discuss 34 31 13 22 

performance and goa ls 

6 In) employers have defined ways of recognizing 18 32 24 26 

cmp lo) ec job performance 

7 The directorate employee Regu lar performance 33 17 38 12 

Assessment process is an effective too I for the staff 

performance 

Source: field st udy data 

Th find ings from 65% of thc respondents revealed that the directorate has a policy governing 

employee Regular Performance Assessments while 35% denied, meaning that performance 

evaluation in planned for in the directorate. The challenge was that it was not given much 

attention as planned for. said one ofthe interviewees. 
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lh:: result fro m 59% ofthe respondents showed that sta ffperformance appraisals/evaluations 

were mandatory while 41 % disagreed. "hich indicated that though majority agreed that it was 

mandatory some ""ere not a" are and did not anach any attention to thi great activity in their 

organization. 

Furthermore. discoveries from 52% of the respondents showed that the directorate has 

performance s tandards established for each position ' ' hilc 48% disagreed, meaning that many 

sta ff \\ erc not 'veil conversant "ith standards, in the open questionnaire. 

·One of the respondents revealed thCJL for me I do the tasks as directed to me bu1 
sometimes there those that are he yond your control ·said one of the revenue collectors, 

(/ 2'11 October 20 I v. primm:v dala 

The finding from 45% ofthe respondents revealed that staff Regu lar Performance Assessment 

ratings play a ro le in promotions at the directorate wh ile 55% d isagreed. which implies that 

pro mot ions arc not bac;ed on regular assess ment . fn the interviews it was revca led by most of 

the respondents that promotion of young junior was based on performance tho ugh fo r big 

positions there i o rganizat ional po litics . 

On whether supervisors met w ith taff to discuss performance and goals 56% agreed while 

44% disagreed, meaning that supervisors rarely met \·Vith staff to discuss the goal and targets 

o f the organization. T his was not any different from interviews wh ich s howed that they once 

in a while met v. ith staff' to discuss goals and targets for the di recto rate. 

The study resu lts !Tom SO% ofthe respondents showed that their emp loyers had defined ways 

ofrccogni;dng staff job performa nce whic h was denied by 50% who d isagreed. Meaning that 

o n average the d irectorate tried to recognize the staff which motivated them to work hard. 
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The swd: disco,·ered !Tom 77% of the respondents that the directorate starT Regular 

performance asse ment procc sis an effective tool for the employee performance while 33% 

disagreed. 

One of the rcspondcm had this say. 

·Sta(f regular assessmem would be an elfecrive roo/ to improve production and 
e_fficiency o.f the employees hut it 's nor gi\·en much auention. 'Said a male supervisor·. 

( !1'h Octoher 20 I ). primW)' data 

llowevcr. in Ill) 0 \\11 observation of the documents. there were the employees '~ere high!) 

motivated to perform their job an indication of good management practices that shou ld be 

copied across all public sector organizations in Uganda. 

Findings of the study indicate that. the overall performance in terms of efficiency at KCCi\ is 

sati!.factor~ and performance tasks are done in a reasonably economic way in terms of 

Exploiting the usc of available resources. amount of time taken to deliver the services and 

enabled divisions to carry out their respective policies and plans more efficiently. This may 

imply that baring services in KCCA has not really impacted on costs reduction . 

In the interviews still. it was revealed that there were some delays in exploiting the usc of 

available resources, amount of time taken to deliver the services to client s and Divisio ns to 

carry out their respective policies and plans. 

The findings fl·om major ity (51 % ) oft he respondents revealed that staff performance 

C\aluations/appraisals concluded by a letter or number rating to determine his/her 

performance while 49% disagreed. 

In the interviews it was revealed that, 
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'J::va(uations are particularly effect ive when the employee understands and uses the 
finding to improve performance and grow on the job A properly designed pe1jormance 
e1•aluation that has employee huy in and is adminis!ered in !he proper manner is 
essential in documenting individual j ob peiformance. Which II'Ould give the employee 
and m·erat/ organi:::alion goals to work toward to he(p improve with the changing 
times?· . (] 9'11 October 20 I '), primary dala 

The per fo rmance management guide requires the supervisor to provide more extens ive and 

specific \vrincn feedback of the employee's performance which in turn enable the 

organ ization to understand and address deficiencies. It is effective, but ifthc rater docs not 

usc it as develo pmental too l and i too lavish on praises it doesn' t help the employee sec 

area of improvement. Perception plays a big piece of the evaluation. 

4.6 Result s for o bj ective fo ur 

The objective o f the stud) sought to exp lore the relationship of tcam.,vo rk on individual 

employee's performance at KCC/\ revenue directorate. It was tested using research question 

three'' hich stated "To" hat extent can teamwork. enhance ind ividual emp loyee ' s performance 

in an organization?'. the rcsu Its were presented in table be low 
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Table 11: The relation ship between team work 0 11 individual employees' performance at 

KCCA 

ltem S/\ A D SD 

I - - - - -

I I Mutual trust exist among employee 43 .., 
.) 27 27 

12 Employee~ have a great fee ling of belonging to the organ izat ion 29 30 I I 30 

. which makes them put in an extra productive efTort towards 

work 

.., 

.) Managers recogni/.e and rewards employees who arc work ing 39 24 25 12 

in teams 

4 Team members arc prepared to check among the mse lves to 35 36 19 10 

a sure progress and overcome obstacles to progress 

5 Work pressure is even ly distributed among team members 32 28 33 0 

6 Managers recogn ize and reward employees -.vho arc work ing in 35 24 27 14 
' team 

7 Working with team increase effi ciency of an employee 45 25 14 16 

7 Work is being accomplished wit hin the shortest period of time 23 26 29 22 

8 /\II members ofthe team have an equal opportun ity 35 21 31 13 

for part icipation to develop confide nce and ski lls 
,-- --- 1---

9 Var ious teams always work to improve the quality of service 24 28 20 18 

provided to customers 

Our employee teams ensure effective uti lization of 53 6 27 14 

10 organizat ional resources 

II Team members imimidate indi iduals to limits their 13 28 34 25 

part ic ipation and decreases overa ll team motivation and 

invo l vemen~. 
' 

Source: field study da ta 
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The stud) investigated the relationship between Influence o f teamwork o n individ ual 

employee ' s performance at KCCA revenue directorate. the study results !Tom 46% of the 

rcspondcms indicated that Mut ual t rust existed among emp loyees wh ile 54% disagreed. which 

implies that the KCCA staff did not trust one another as far as work was conce rned which 

afTcctcd ta ff performance. 

The study fi ndings from50.0% ofthc respo ndents stro ngly agreed that teamwork encouraged 

emp loyees to broaden their ski lls and knowledge. wh iles 50.0% agreed whiles none of the 

respondents were not ure. d isagreed o r strongly disagreed, and 23.3% of the respondents 

strong!) agreed that manager recognize and rewards employees who arc working in reams. 

whiles 53.3% agreed, and 3 .3% disagreed whiles none of the respondent s strongly disagreed . 

:vtore so, 46.7% of the respondents strongly agreed that working" ith team increase efficiency 

of an employee. whiles 43.3% agreed. whiles none o f the respondems e it her disagreed or 

strong!) d isagreed, and then a lso 40.0% ofthc respondents strongly agreed that all member of 

the team have an equal opportunity for partic ipation to develo p con fidence and sk ills. whiles 

46.7% agreed. 6.7% eli agreed and no ne stro ng ly disagree. 

The findings from 59% of the respondents revealed that employee had a great feel ing of 

belonging to the organization. which made them put in an extra productive efTort towards work , 

however this was opposed b. 41% ""ho di agreed. Mean ing that the staff had instinct issues 

which motivated them to wo rk for the ir o rgan ization. Fro m the interviews it was revea led that 

' I am mmiwiled to work because I have a family to look afier. pay fees and also promotions 
rhough lhe_v are rare and sometimes not based on merit ' said one of the female superviso rs. 
( 1 2'" Ocrober 201 8) , prim my data 
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The respondents were . amp led to find out whether '"ork pre ure is evenly distributed among 

team members 53% agreed "hile 47% disagreed meaning that work distribution among teem 

is not evenly distributed. One of the respondems reported rhat. ·sometimes you are allocated 

lO work on so many customers depending on where you have been sent ' said one oft he revenue 

collectors. (1 2'" October 201 c ').primary data 

The resu Its from 71% of the respondents revealed that Team members were always prepared 

to check among themse lves to assure progres and overcome obstacles to progress while 29% 

disagreed. Meaning that the staff " o r ked together. 

On whether the Managers recogn ized and rewarded employees w ho are working in 

Teams. 44 % agreed "h ilc 56% disagreed. meaning that recognition of staff was g iven much 

attention and needed impro,·ement. It wa also discovered fro m 59% of the respondents that 

effective tearm.,ork was dcve loped through shared experiences and pract ice whi le 41% 

disagreed. This implies that the staff at the directorate shared experiences and ski lls. 

/\ f1 cr carefu l analysis of the s tudy, it was discovered that 68.3% of respondents agreed that 

there arc trust among members which tru ly confirms that, t rust generales the behavio ra l bas is 

o ftcam~, ork. which resu Its in employee cooperatio n and better performance of an organization. 

More o. it was found that respondents agreed with K Ieiner (2003) that members are iewed as 

unique peo ple 'v ith irreplaceable experiences. points of v iew, knowledge, and op in ions to 

contribute to so lut ions of problems at hand that affect the organization performance, and 83.3% 

of respondents agreed that effective leadership team always associated with teamwork. That is 

to say that. truly c ffect ive leadershi p contr ibuted to a good teamwork performance that also 

affects the performance ofthc ind ividual and the organization. 
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Furthermore. it ''as al o found out that t truly diversity of cultures. talents and personalities 

were al o associated witl1 tcam\\'ork, and also respondents agreed to the fact that 

4 7 truly open communication affects teamwork performance, ' hich conftrms that people fcc I 

free to express their thoughts. opinions. and potential solutions to problems. People feel as if 

the) arc heard o ut and listened to b) team members '"ho are aucmpti ng to understand, was 

true. l .astly. it \\as found out from rcspondem that truly teamwork performances '>\ere affected 

\\ ith shared e:-.pcriencc and practice of team members. 

The results from 38% of the respondents revealed that their superviso r recognized and 

rewarded staff\\ ho worked in teams while 62% disagreed. meaning that the directorate did not 

give much attention to this hence needed improvement. In the interviews they reponed that. 

the work performance or productivity ofthe team is higher than individual performance when 

the ''ork requires a broader scope of knowledge. judgment and opinion. The benefit of 

teamwork is sign ificant productivity growth in the ranges and operational management 

The findings fr·om 76% of the rc pondcnts agreed that working with team increased efficiency 

of an employee while 24 % opposed, meaning that teamwork incrca cd on the effectiveness and 

efficiency ol'thc stafT 

The study went on to discover from 47% ofthe respondents that work was being accomplished 

within the shortest per iod of time while 53% disagreed, meaning that the level oftcam work in 

KCCA \\as lacking. T his was not different rrom interviews that s howed that very few teams 

always worked to improve the quality of ervice provided to customers 

66 



Furthermore, resu lts fl·om 52% of' the respondents showed that the staff team ensure effective 

utili/ation oforganintional rc ources \\hilc 48% disagreed. Meaning that though majority try 

to be effect ive in ut ilizing organ izat iona l resources, there is great need for improvement. 

The gener·al reg r·cssio n r·c u lts indica ti ng the re lationship between supervisor -emp loyee 

rela tion hip a nd s taff per·form a ncc 

The Binary logistic regression test was to tel l the effect of each of the tested variab le of 

supervisor employee relation hip and stafT performance. The effect can e ither be positive or 

negative to the dependent variable. 

Table 12: Omnibus Tests of Model Coefficients 

C hi-squa re I 
Of S ig. 

Step I Step 8.375 1 
.., 
J .039 

Block 8.375 1 
.., 
J .039 

Model 8.375 
.., 
J .039 

The table 12 shows that the model i s ignificant at 5% level of signi fica nce s ince the chi-square 

value 8.375 has a p- va lue 0.039 which is lc s than the alpha value 0.05 . 
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Table 13: Coefficient of each variable of motivation in th e m odel. 

B S.E. Wald 

I 
Df I Sig. Exp(B) 

Step In nucnce .53 5 .600 .796 I .025 1.707 

l(a) Supervisor I 
crnplo) ce 0.645 .546 4.779 l .029 .303 

relat io n hip 

I 
1.135 1 

I n-scrvicc 
0.331 .687 I .049 .481 

training 
I 

Constant 0.028 .934 1 3.367 I .Oi l 5.550 

Sou rcc: Primary d a ta , 2018 

In Table 4.8 the coefficient 0.535 shows that the probability that supervisor-employee 

relationship can cause good performance is 0.54. This is stat istically s ignificant at 5% level of 

signi ficance ince the p-valucs 0.025 is lcs than the alpha value 0.05 . Thus the relationship 

between supcrvi or-employee relationship and taffperformance. 

The coefficient 0.65 shows that the probabi lity of supervisor-employee relationsh ip that 

management provides can cause good performance is 0.65 . This is statistically s i.gnificant at 

5% level of s igni fica nee s ince the p-va lues 0.029 is less than the a lpha va lue 0.05. Thus the 

supervisors of employees can cause effects on staff perfo rmance. 

The coeffic ient 0.331 shows that the probabi lit y that in service training/ nurturing can cause 

good performance is 0.33. This is statistically s ignificant at 5% leve l of s ignificance since the 

p- valucs 0.049 is less than the alpha va lue 0.05. Thus the provis ion of in service training does 

a ffec t staff performance. 
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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 I ,,., 
_j 900 269 40000 380 

190 127 950 274 50000 381 

200 1 ... ? j_ 1000 278 75000 382 

210 136 1100 285 1000000 384 

Source: Krejcie and Morgan (1970) otc. - - is population size. S- is sample 
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