









































































































































2.6 Teamwork and staff Performance

Teamwork refers to a group of individuals who work interdependently to solve problems or
carry out tasks (Keller. 2001) Deming implies that an extraordinary degrees of employee’s
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 culture,
problem solving and cooperation among employees within numerous departments (Keller,
2001). It is perceived that those employvees who working in a team instead of the conventional
based workplace have higher fulfillment and performance.

Employees are being trained in teams to attain their orgraniza.liona] targets linked to their
concern responsibilitics (Erdem et al. 2003). According to Cohen and Bailey (1999). team is a
group or collection of individuals who are interdependent in the task given to them and who
share accountability for the significances and outcome, the team permits and allows individuals
to collaborate, help, improve individual skills and provide constructive feedback without any

conflict between individuals (Jones, 2007).

The work performance or productivity of the team is higher than individual performance when
the work requires a broader scope of knowledge, judgments and opinion. The benefit of
teamwork is significant productivity growth in the ranges and operational management
(Totterdill Dhondt & Milesome, 2002). Teamwork also creates an environment that simplifies

and facilitate knowledge and information exchange and so-called knowledge sharing.
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Other benefits are the ability of new forms of work organization to increase the potential for
innovation that may add value and importance to products or services, moving them into less
price-sensitive market. Moreover. the ability of new forms of work organization to increase the
employability of workers through multiskilling and the acquisition or acquiring of higher
competencies in problem solving, communication and team working will help labor market
adaptation and also support new form of local and regional economic growth and regeneration

(OECD, 2002).

Organizations which emphasize more on teams have resulted in increased employee
performance. greater productivity and better problem solving at work (Cohen & Bailey, 1991).
Bacon & Blyton (2006) highlighted the two important factors i.e Self-Managed team and
interpersonal team skill. These factors enhance the communication as well as interpersonal
relationship between team members and also boost the employee performance. Teamwork is a
significant instrument and tool of a new type of work management. Teamwork is precise and
accurate organizational[ measure that shows 'many different features in all types of

organizations. including no-profit (Mulika 2010).

In related development, Ingram (2000) observed that the good manager is the one who assigns
the responsibilities to his/her workforces in a form of group or team in order to take maximum
outputs from employee’s, but to Waher (2006), it should be possible to design a proper scheme
or system of team building within every organization for employees in order to encourage and
distribute best practice and maximize outputs. The main emphasis in designing and

implementing such a system according to him is ultimately to improve employees learning.



Ingram (2000) notes once again that teamwork is a strategy or policy that has a potential to
improve the performance of individuals and organization, but it need to be encouraged over
time. Organizations need to look at strategies for refining or improving performance in the light

of increasing competitive environment.

Ie stressed that top managers need to have vision to introduce teamwork activities within the
organizations, the sensitivity 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 attract and retain the best people, which will
in turn create a high performance organization that is flexible, efficient and most importantly,
profitable. Profitability is the key factor that will allow the organization to continue to compete

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

‘Tcams as part of everyone’s life and as part of organizational building is often view as a group
(a collection of people) who interact to achieve a common goal but an effective, well-
functioning team is much more than this (Murray 2000). It has been found that it dramatically
affects organizational performance. Some managers have credited teams with helping them to
achicve incredible results. Participants in an effective team care about the group’s well-being
skillfully combined individual talents with a positive team spirit to achieve results regardless

of whether the program,effort is that of an individual or several individuals.

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

the use of teams in work organization over the last decade. Organization which have
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emphasized more on teams have results in increased employee performance. greater
productivity and better problem solving at work (Cohen and Bailey, 1999). One Report study
concludes that to teach individuals on how to work in teams is not an easy task because to teach
individuals to work in teams is inappropriate (Crosby, 1991).

Bacon and Blyton (2006) highlighted the two important factors i.e. self~-management team and
interpersonal team skills. These factors enhance the communication as well as interpersonal
relationship between tcam members and also boost the employee performances. Teamwork is

a significant tool of new type of work organization.

Teamwork is a precise organizational measure that shows many different features in all type of
organizations including non-profit (Mulika. 2010). One Report study concluded that the good
manager is the one who assigns the responsibilities to his/her employee in a form of group or

team in order to take maximum output from employees.

(Ingram, 2000). Another study concluded that it should be possible to design a system of team
building within every organization for employees in order to promote and distribute best
practice and maximize output. The main emphasis for designing and implementing such a
system is ultimately to improve employee teaching (Washer, 2006). According to Ingram
(2000) teamwork is a stlrateg_v that has a potential to improve the performance of individuals

and organizations, but it needs to be nurtured over time.
Organizations need to look at strategies for improving performance in the light of increasingly

competitive environments. Top managers need to have the vision 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 decision making. Conti and Kleiner (2003) reported that teams
offer greater participation, challenges and feelings of accomplishment.
Organizations with teams will attract and retain the best people. This in turn will create a high

performance organization that is flexible, efficient and most importantly, profitable.

According to Mickan and Rodger (2000) there is positive relationship between the team
performance and trust. Trust gencrates the behavioral basis of teamwork, which results in
organizational synergy and better performance of an employee. Development of trust within
the organization is the responsibility of individuals. Creation of conducive and the trustable

environment for synergetic teamwork is the responsibility of organization.

Organizations should transform the trustworthy behavior for measurement into performance
asscssment system to promote the organizational values (Erdem et al.. 2003). According to
Rabey (2003) recognition and rewards are the primary focus of'the individuals who are working
in teams. Perceptive managers know and constantly capture the benefits of the team. Teams
show the collective strength of the individuals and boost the motivation and morale of
individual as well. Managers critically observe the team members hidden working potential

otherwise managers may lose them.

According to (Staniforth, 2000) teamwork is the collective way of working which result in
potential benefits and greater synergy. Managers must plan and design an appropriate reward
system for the employee and encourage their participation in team projects. They must also set
the group goals which are connected towards the company strategic plan, building of employee
performance and fair payment methods. After implementation of above captioned concern,

managers are able to establish their teams. Periodically monitoring the team work activities in
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order to check its effectiveness should be the primary focus of every business strategy
(Musselwhite, 2001). Reporter further suggested that team work is a fragile process which

needs to be handling carcfully in a supportive organizational environment.

Anderson & West (2002) arguc that effective organizational environment is one in which
employee communicate, participate and work in trustable atmosphere. According to Herzberg
(1987) reward and recognition can provide both intrinsic and extrinsic motivation. Herzberg
(1968) reported that extrinsic rewards are the main factor to provide employee movement in

positive manner.
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CHAPTER THREE
METHODOLOGY

3.0 Introduction

This chapter presents a detailed description ofthe methodology that was employed in the study.
It focused on the adopted Research design, the population, sampling strategies. data collection
methods, Research procedure, ethical considerations, validity and reliability of Research

instruments, and methods of data collection.

3.1 Research Design

The study used a cross sectional survey design. According to Amin (2005), this is one of the
most commonly used Research design in social sciences and is used to gather data from a
sample population at a particular time. Opedun (2013) says that this design helped to define
better and understand respondents’ opinions and attitudes when gathering information from 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 quantitative and qualitative approaches
were employed in data collection process, analysis, presentation and discussion of findings.
Quantitative method was used in order to establish the extent and rate of the problem while

qualitative filled the gaps that were left by quantitative data.

3.2 Study Population

Population refers to an entire group of individuals, events, objects, or elements having a
common observable characteristic (Mugenda & Mugenda, 2003). The information on
population at the Directorate is guided by KCCA manual, 2016. It was comprised of Directors,

Managers, Supervisors and Officers in Revenue Directorate- numbering approximately 136
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3.3 Sampling techniques

Mugenda & Mugenda (2003) define sampling as a formulation of a procedure of selecting the
subjects or cases to be included in the sample. This study used simple random sampling and
purposive sampling methods to select the sample. According to Mugenda & Mugenda (2003),
simple random samplil{g involved allocating equal chance to the selected elements in the
population. This method involves giving a number to every respondent in the accessible
population, placing the numbers in a container and then picking any number at random. This
was used during the selection of Revenue officers. Purposive sampling was used and allowed
the researcher to use cases that have required information with respect to the objectives of one’s
study. Cases of subjects are therefore handpicked because they possess the required
information. Purposive sampling was used to select the directors, section managers and

supervisors who possess a lot of information and are knowledgeable about the study variables.

3.4 Sample Size Determination

A sample size is the portion representing the population and selection involves the process of
choosing the clements from the population Amin, (2005). Given that the study population is
large. a sample size was determined using Krejcie and Morgan (1970) Table for determining

sample sizc from a given population. Details are given in table 1 below
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Table 1: sample size

' Category Target Sample size | Sampling Report instrument
population | technique

| Directors 2 |- 2 Purposive Interview
| Managers 6 | 6 Purposive Interview

Supervisors | 08 ‘ 8 Purposive Questionnaire

!

Revenue 120 i 92 Simple random | Questionnaire

officers
Total 136 | 108 Purposive/ Interview/ questionnaire

‘ simple random

I = =
Guided by Krejcie and Morgan (1970)

3.5 methods of data collections

The researcher used the questionnaire, interview and documentary methods to collect data from

the revenue directorate staff at KCCA.

3.6 Data Collection Instruments

The study included self-administered questionnaires. interview guides and a documentary

review guide as Research instruments for data collection.

3.6.1 Self-Administered Questionnaire

Self~Administered Questionnaire (SAQ) was used as a data collection instrument. These
included semi structured questionnaires and were administered to revenue collection officers
and supervisors. Questionnaires help cover a large number of respondents in a relatively short
time, Creswell (2009). Questionnaires were used to collect quantitative data.

The closc-ended questions predetermined multiple responses which were measured against a
four Likert scale. which was used to collect quantitative data (Creswell, 2003) and it sought to

capture opinions of respondents on the possible association of variables under study
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3.6.2 Interview guide

The researcher used interviews because they improve on the understanding and the credibility
of the study and they lead 1o deeper understanding of the topic Amin (2005). As they fetch a
wide variety of ideas needed for the study. These included semi-structured interviews which
consisted of both open and closed interviews. Oral interviews were used to collect qualitative

data from the Directors and managers.

3.6.3 Document review guide

A Document review cuide was used to view and analyze the existing documents that would
= o =

show evidence on study variables at the directorate.

3.7 Data Collection Procedure

The researcher obtained a letter from Kyambogo University introducing him to the KCCA to
permit him collect data. Once permitted, the letter was presented to each category of the
respondents who were involved in the study. Since they are two methods to be used. the
rescarcher first administered questionnaires, collected them and reviewed them to identify any
un answered questions/items and responses that need further probing. It's after this that
interviews were conducted, putting into consideration the latter two.

The Resecarcher used some two Research assistants; these were first trained on how to

administer the Research instruments (questionnaire and interview guide) and tools.

3.8 Data quality Control

The study put into consideration the validity and reliability of the Research instruments
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3.8.1 Validity of Research Instrument

Validity refers to the accuracy of instrument used in Research to collect meaningful and right
data (Amin 2003). Content validity literally means the amount of substance in the study (Enon,
2002). The instruments had adequate traits due to consultations with the supervisor, colleagues
and the Rescarch expert. The Research expert helped in strengthening the validity of the
Research instruments and calculation of the content validity, CVI. The test of content validity
was established through inter judge with two Research consultants. The formula was

The Content Validity Index (CVI) will finally be computed to determine the validity of the set

of SAQ using the formula:

% Total number of items rated as valid
CVl= % 100

Total number of items on the instrument

Where n is = number of items related as relevant and N= total number of items in the
instrument.
The CVI for the interview guide and questionnaire to be regarded as valid was accepted at
above 0.8. This is because Amin (2005), Suggests that in a survey, the least CVI recommended
in a survey study should be 0.70 or 70%. Some adjustments were made to make the questions

more valid. The results are presented in table 1.

3.8.2 Reliability

Reliability refers to the degree of consistency in which a measuring instrument yields when the
entity being measured has not changed (Leedy & Ormond, 2001). Reliability refers to how
consistent a Rescarch procedure or instrument is (Abuja, 2005). The strategies that were used
to obtain reliability are peer debriefing, prolonged engagement and audit trails. Peer debriefing
involving the Researcher working with colleagues to examine the instruments and giving their

views about their correctness. With prolonged engagement. the Researcher spends sufficient
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time in the field to learn or understand the soc ial setting while audit trials involve a thorough
collection of information regarding all aspects of the Research. Data was systematically
checked, focus maintained and there was identification and correcting errors (Morse et al,
2003). This helped to ensure establishment of accuracy of data collected. Reliability for
quantitative data was obtained by carrying out a test of reliability analysis scale (Alpha-
coeficient) using SPSS. The instruments were found valid at a (alpha) above 0.8. A reliability
of 0.80 indicates 80% consistency in the scores that are produced by the instrument (Siege.
2002). The use of SPSS was because of its being easy to apply and fitting a two or more-point

rating scale. Results of Cronbach are presented below in table 2.

Table 2: Reliability and Content Validity Index

ltems | Content validity index | Cronbach alpha (a) value
I
‘ In service training i 0.86 0.792
T i g s
| Team work ‘ 0.80 0.755
" Availability of | 0.83 0.682
| |
|
| instructional materials
|
' Motivation challenges | 0.79 0.751
1 l
i staff performance J 0.70 0.791

3.9 Data Presentation and Analysis:

The data collected from the respondents was prepared or processed for analysis and then later
actually analyzed as described below.

The collected data on SAQs was edited, categorized or coded and entered into the computer
using the Statistical Package for Social Sciences (SPSS) for generation of summary frequency
tables and graphics.

45



Data collected with the interview guide were edited. categorized according to themes and then
summarized into percentages in a computer spreadsheet. This was done by recording the data
and organizing it in themes. Thereafier the themes were analyzed in line with the Research
questions that represented them. The numbers of responses were noted and the corresponding
percentages computed.

Descriptive statistics and regression analysis were used to analyze quantitative data, especially
the relationship between career nurturing and staff performance. This was done through use of
the Statistical Package for Social Sciences (SPSS). Qualitative data was analyzed using

Content analysis method.

3.10 Ethical Considerations

The Researcher sought the consent of respondents before allowing them to participate in the
study. During data collection, anonymity and extreme confidentiality was observed while
handling the responses. The respondents were informed of the purpose the study and also
assure that the information given was only for academic purposes and they were not

endangered.
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4.0 Introduction

This chapter presents the findings of the study. The study was about Supervisor- Employece
relationship and staff performance at KCCA revenue directorate. It was centered on the four
Rescarch questions. The findings were presented in tables. Therefore, this chapter was divided

into two sections: response rate and Research questions that the study sought to answer.

4.1 Response rate

The background information of the respondents was important because it influenced the
opinion of the respondents on the relationship between study variables. The data gathered was
mainly on the social background of the respondents respectively. Interviews were conducted
with 8 respondents and these included 6 managers of revenue directorate and 2 directors. The

questionnaires were assigned to 8 supervisors and 92 revenue officers. A total of 108 sample

CHAPTER FOUR

size was all met for the study.

Table 3: Gender of the respondents

Gender Frequency

Female 4
Male 60
(otal 08

PRESENTATION AND ANALYSIS OF RESULTS

Source: Primary data, 2018

Table 3 shows that of the 108 respondents in the study, 44% were females while 56% were
males. The implication of this finding is that the existence of a slight difference between the

male and female population indicates an equal distribution of sex across the study. This created
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a uniform platform for both male and female to give their understanding of the study topic.
The study was therefore not biased by sex.

Table 4: Distribution of Respondents by Age

Age Group Frequency Yo
21-30 30 28
31-40 44 41
41-30 23 21
50 above 11 10
Total 108 100

Source: Primary data, 2018

[n Table 4.4 above. 28% of the respondents were between 21-30 years, 41% between 31-40
years. 21% of the study respondents’ betweend1-50 and 10% between 50 years and above.
This implies that they were able to give well thought information pertaining the study concepts.
Irom the interviews it was discovered that majority of the directors and managers were mostly

between 40-49 while the rest were between 50- 59.
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Table 5: Distribution of Respondents by Educational Level

Education Level Frequency %o

A level 11 10
Diploma 45 41.6
Degree 34 31.4
masters 10 9.2
Others 08 7.4
Total 108 100.0

Source: Primary Data, 2018

The findings from 10% showed that they attained A Level education, while as 41.6% were
diploma holders and were the majority, 31.4% were degree holders, while 9.2% had attained a
master’s degree and were mostly the managers, some revenue officers, 7.4 % were o level and

primary leavers. The above results did not differ from interviews held respectively.

Table 6: Religious affiliation of respondents

‘ Iieiligioir 7’ l-'r?qucnc_\‘ %
Catholic 22 20

| Protestant 3@ |28

|

| Muslim 16 15

|

jgrgom-agai-n_ - la0 |37

‘ Christians,

Source: Primary data, 2018
The results on religious affiliation of respondents indicated that 20% were Catholics, 28% were

protestants, 15 were Muslim, 37% were Born-Again ( Balokole and were the majority.
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Table 7: Marital status of respondents

Item Frequency %
"Marricd 36 33
'Single 60 56
Divorced 08 7

Windowed l 04 4
L

Source: Primary data, 2018

The study results on marriage status of respondents revealed that 33% were married. 56% were
single but majority of the respondents were cohabiting, 7% had divorced and 4% of the
respondents were widowed. From the interviews it was reported that majority of the

respondents were still single.

4.2 Presentation of Findings

This section presents data from all the instruments used starting with questionnaires, interviews
and documentary review respectively. Data was presented question by question starting with

Research question one.

4.3 Results for objective one

This objective of the study, set out to establish the relationship between internal communication
and staff performance at KCCA Revenue Directorate and was tested using Research question
one, which stated ‘What is the relationship between internal communication and staff

performance at KCCA revenue directorate?” The results were presented in table § below
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Table 8: Internal communication and staff performance

[tems SA|A |D |SD
[ 1 My supervisors always spread the goals. tasks, and rules of the| 28 | 30 |27 | 15
\
| directorate
F 5 3 = ~ o1
| 2 Am always psychologically and physically ready to act upon |39 |21 |31 |09
|
work information being communicated
3 Management provides us with reliable information regarding | 13 | 44 |24 | 19
|
| the condition of the directorate
N
: 4 My supervisors coordinate the activities of the organization| 31 |24 |15 |30
I efficiently
|
| S My employers provide us with very essential information about| 37 | 14 |23 | 26
my job daily
f
i 6 Our work communication channels have improved my attitudes| 18 | 30 |36 |16
|
‘ towards my work
; 7 We have a good information communication policy system 32 |12 (49 |7
e o 2 N - . —
| 8 lhere is uncertainty and fear when communicating with my| 53 |20 |18 |09
SUpPervisors

Source: Primary data, 2018

The study findings from 58% of the respondents revealed that their employers always spread
the goals. tasks. and rules of the directorate which was denied by 42% who disagreed. The
study revealed that most of the goals rules and regulations are emphasized mostly when you
have just joined the directorate. From the open questionnaire with the respondents they showed

that

51



"iU's mostly at the time of joining when the authorities communicate the goals, mission
and vision of the directorate, after someone has been initiated then they only
communicate the tasks to be done’ said one of the revenue collectors, (12" October

2018). primary data.
This was not any far different from the managers and directors who responded to the interviews.

On whether employees were always psychologically and physically ready to act upon work
information being communicated 60% agreed while 40% disagreed, many of them revealed

that

*If tasks are well communicated and understood, then they would just proceed to work
as required, however they revealed that sometimes there was miscommunication of

information which affects their performance”, (12" October 2018), primary data.

From the interviews. it was revealed that most of the performances depended on how they
understood the communicated information, sometimes there were delays in the way message

was communicated and it has always affected us towards achieving our targets.

The study further indicated from 57% of the respondents that their Management provided them
with reliable informatior} regarding the condition of the directorate which was opposed to 43%.
This brings out the implication that though majority gets reliable information, there is need for
improvement in making all employees understand the situation of the directorate.
Once of the respondents had this to say

I rarely interact with my bosses, all | get is an email directing me what to do and

sometimes the systems are either slow or down' said one of the interviewees, 12"
October 2018), primary data.
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The study showed from 55% of the respondents that their supervisors did coordinate the
activities of the organization efficiently while 45% disagreed. Meaning that to a big extent the

supervisors did their work though there is need for improvement,

In the interviews it was reported that sometimes they send their employees out in different
places, and it becomes very had to supervise all of them given the fact we have a very small

number of supervisors.

On whether the supervisors provided staff with very essential information about my job daily
51% agreed while 49% disagreed, which means that to a large extent essential information was

communicated to the staff for effective job performance.

The results from 48% of the respondents revealed that their work communication channels had
improved my attitudes towards my work which was opposed to 52%. This implies that the

employees are not satisfied with work communication channels and they should be improved.

*The directorate does not display information 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 trust with a workmate, it becomes hard to receive

information’ said a female manager, (12" October 2018), primary data.

The study established from 60% of the respondents that sometimes there is uncertainty and fear
when communicating with their supervisors while 40% disagreed. Meaning that employees

don’t feel free to interact with their superiors. One of them said.

‘Some of our supervisors are not professional enough as their recruitment into the

directorate is questionable, so they sometimes act on orders of those who brought them

not in the interests of the directorate’ said a supervisor, (12" October 2018), primary
data
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The level of internal communication depends on the quality of feedback received and the
number of times a given response appears. Numerous responses of the same issue are
discussed during the evaluation discussion between employee and supervisor. If this was
never addressed before by supervisor it is not placed in evaluation only discussed during the
mecting. We did use this but it wasn’t done correctly by all. [t was implemented but with no
training, Reporting comes from co-workers, who directly worked with individuals and
sometimes it was received in different ways not used consistently or given in a useful manner

which doesn't assist in giving a true rating.

Allin the level of communication between supervisors and employees is not all that satisfactory
as it is still low. There are Communication difficulties the directorate is facing which are
affecting staff performance. There is need to boost the level of internal communication in

directorate

4.4 Results of Research question two

This objective of the study set out to explore the relationship between Career Nurturing and
staff performance at KCCA revenue directorate, This was tested using Research question two
which stated, “What is the relationship between Career Nurturing and staff performance at

KCCA revenue directorate?’ the results were summarized in table 3 below
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Table 9: career nurturing and staff performance
]I Career Nurturing SA|A |D |SD

11 Our directorate carries out individual's career orientation and needs | 29 | 30 | 12 | 29
1 of the organization's mission and vision
{

2 | Stafftraining is well-planned and given adequate importance 272133 |19

3 [There is adequate emphasis to develop managerial capabilities through| 24 | 15| 28 | 13
| nurturing
| 4 The directorate provides Employee job Nurturing programs 36 | 22131 |21
| 5| The Directorate has a policy that governs Career Nurturing for staff |39 /20|34 |7
\ = . : . e =

6 | The directorate recognizes employees interests/goals and is willing to| 25 | 21 | 34 | 20
| meet employces interests

7 Management provides regular Nurturing on all staff to enhance their| 32 | 24 | 20 | 24
i capabilities
i
| 8 | Career counseling is a fundamental human resource policy towards| 31 | 10| 24 | 35
| staff career development
| 9 KCCA gives incentives to staff for career achievement 232435 |18
h
[ 10 | Management suggests specific strategies to accomplish work| 30 | 21 | 28 | 21
\
‘ objectives
’ Il | Management exchanges experiences with junior employees to| 39 [ 21|19 | 21
.L improve job challenges in the workplace
I 12 | Teamwork encourages employees to broaden their skills and| 43 | 20 | 30 | 07
f knowledge
S i os TR

Source: Primary Data
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The objective of the study set out to establish the level of career nurturing on staff performance
in KCCA revenue directorate. The study established from 59% of the respondents that their
organization carries out individual's career orientation and needs of the organization's mission
and vision while 41% disagreed. which indicates that the directorate orientates the employees

especially when they have just joined KCCA.

In the interviews, it was revealed that they hire affirm to come and sensitize their employees
about their goals. mission and vision, but sometimes they are let down by poor or late budget

allocation towards this great activity.

The results on whether Staff training was well-planned and given adequate importance showed
that 48% agreed while 52% disagreed. meaning that training of staff neceded much more

attention

The results from 39% of the respondents showed that there was adequate emphasis to develop
managerial capabilities through Training while 61% disagreed meaning that there was still

inadequate emphasis on developing capabilities through training.

It was indicated from 41% of the respondents that the Directorate has a policy that governs
Career Nurturing for staff while 59% disagreed. Meaning that majority were not aware of this
policy towards their career nurturing, however this was not the case with interviews, they
reported that KCCA has a very clear policy on career development. We are required to train

our clients to become more efficient and effective towards their work.

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

interests/goals and is willing to meet employees’ interests while 54% disagreed. Meaning that
2 ploy g g
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employees’ interests and goals are b given less priority. The interviewees reported that it is
mostly the organization interests and goals that are prioritized first before our workers.
“Career counseling is a fundamental human resource policy towards staff career

development, this is always done once year; we are taken for a retreat. " (12" October
2018), primary data

The study established from 10% of the respondents that KCCA gives incentives to staff for
career achievement while 90% disagreed. Meaning that the directorate does not give incentives

to staff for career development.

“If any employee wants to go for further studies he has to apply for a study leave which
has to be considered/ agreed upon with the employer. However, the applicant has to
meet all the study necessities.” said an interviewee, (12" October 2018), primary data
64% of the respondents revealed that Management suggests specific strategies to accomplish
work objectives while 36% denied. Meaning that management is always coming up with ways
of enhancing performance. However most of the respondents agreed that they always suggest

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

implementation. Sometimes we lack adequate technology to do the work effectively.

On whether Management exchanges experiences with junior employees to improve job
problems in the workplace 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.
[n the interviews it was said,

‘We always have a workshop (retreat) annually where we hire an external firm to guide

us on career nurturing. We always spend a week together with workmates discussing

work related issues and way forward.’ Management encourages employees to broaden
their skills and knowledge, (12" October 2018), primary data
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The documentary review. showed that there was inadequate emphasis to develop managerial
capabilitics through training. staff training is well-designed and widely shared policy in the
directorate, staff training was well-planned but given inadequate importance and also
management gave emplovees less opportunity for training. The respondents also revealed that
Training needs analysis is conducted before embarking on any training. The respondents
further revealed that management provided irregular training on all cadres of staff to enhance
their engagement. In conclusion, the records showed that the level of career nurturing towards
staff performance at KCCA revenue directorate is still wanting and needs serious attention to

reinforce and prepare employees towards better performance.

4.5 Results for objective three

This objective of the study set out to establish the relationship between regular performance
assessment and staff’ performance at KCCA Revenue directorate; This was guided by a
Rescarch question which stated. “What is the relationship between regular performance
assessment and staff performance at KCCA revenue directorate?” the results are presented in

table 10 below,

58



Table 10): Regular Performance assessment and staff performance

‘ [tem SA A D SD

1 “The directorate has a policy governing employee | 34 21 20 15

‘ Regular performance Assessments

’T’E_ ‘The directorate has performance standards | 12 40 23 25

established for each position

3 Employee performance is related to pay increases | 24 19 50 g

(pay for performance)

4 _ﬂn_pg\_cc Regﬁlar performance Assessment ratings | 16 29 34 21
play a role in promotions at the directorate
i_i Our supervisors meet with staff to discuss | 34 31 13 22
| performance and goals

6 my employers have defined ways of recognizing | 18 32 24 26
| employee job performance

7 The directorate employee Regular performance | 33 17 38 12

Assessment process is an effective tool for the staff

performance

Source: field study data

The findings from 65% of the 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 onc of the interviewees.
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The results from 59% of the respondents showed that staff performance appraisals/evaluations
were mandatory while 41% disagreed, which indicated that though majority agreed that it was
mandatory some were not aware and did not attach any attention to this great activity in their

organization.

Furthermore, discoveries from 52% of the respondents showed that the directorate has
performance standards established for each position while 48% disagreed. meaning that many
staff were not well conversant with standards, in the open questionnaire,
*One of the respondents revealed that for me I do the tasks as directed to me but
sometimes there those that are beyond your control ‘said one of the revenue collectors,
(12" October 2018), primary data
The findings from 45% of the respondents revealed that staff Regular Performance Assessment
ratings play a role in promotions at the directorate while 55% disagreed. which implies that
promotions are not bas&lzd on regular assessment. In the interviews it was revealed by most of

the respondents that promotion of young juniors was based on performance though for big

positions there is organizational politics.

On whether supervisors met with staff to discuss performance and goals 56% agreed while
44% disagreed, meaning that supervisors rarely met with staff to discuss the goals and targets
of the organization. This was not any different from interviews which showed that they once
in a while met with staff to discuss goals and targets for the directorate.

The study results from 50% of the respondents showed that their employers had defined ways
of recognizing staff job performance which was denied by 50% who disagreed. Meaning that

on average the directorate tried to recognize the staff which motivated them to work hard.
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The study discovered from 77% of the respondents that the directorate staff Regular
performance assessment process is an effective tool for the employee performance while 33%
disagreed.
One of the respondents had this say.
*Staff” regular assessment would be an effective tool to improve production and
efficiency of the employees but it 's not given much attention. * Said a male supervisor’,
(12" October 2018), primary data
However, in my own observation of the documents, there were the employees were highly

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

copied across all public sector organizations in Uganda.

Findings of the study indicate that, the overall performance in terms of efficiency at KCCA is
satisfactory and performance tasks are done in a reasonably economic way in terms of
Exploiting the use 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 sharing 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 use of
available resources, amount of time taken to deliver the services to clients and Divisions to

carry out their respective policies and plans.

The findings from majority (51%) of the respondents revealed that staff performance
cvaluations/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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*Evaluations are particularly effective when the employee understands and uses the
finding to improve performance and grow on the job. A properly designed performance
evaluation that has emplovee buv in and is administered in the proper manner is
essential in documenting individual job performance. Which would give the employee
and overall organization goals to work toward to help improve with the changing
times?" (19" October 2018), primary data

The performance management guide requires the supervisor to provide more extensive and

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

organization to understand and address deficiencies. It is effective, but if the rater does not

usc it as developmental tool and is too lavish on praises it doesn’t help the employee see

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

4.6 Results for objective four

The objective of the study sought to explore the relationship of teamwork on individual
employee’s performance at KCCA revenue directorate. It was tested using research question
three which stated “To what extent can teamwork, enhance individual employee’s performance

in an organization?” the results were presented in table below



Table 11: The relationship between teamwork on individual employees’ performance at

KCCA
| Items SA [A D [SD
|
[ d Mutual trust exists among employees 43 |3 29 | 2y
I 2 Employees have a great feeling of belonging to the organization| 29 |30 |11 | 30
|
‘ . which makes them put in an extra productive effort towards|
| work
| 3 Managers recognize and rewards employces who are working | 39 |24 (25 |12
| in tcams
’4 Team members are prepared to check among themselves to| 35 |36 |19 |10
| assure progress and overcome obstacles to progress
E Work pressure is evenly distributed among team members az |28 |33 |6
[
6 Managers recognize and rewards employees who are working inf 35 24 |27 | 14
teams J
T Working with team increase efficiency of an employee 45 |25 |14 |16
i3 Work is being accomplished within the shortest period of time | 23 |26 |29 |22
| 8 All members of the team have an equal opportunity 35 |21 (31 | L3
for participation to develop confidence and skills
(R S S —
9 Various tecams always work to improve the quality of service| 24 |28 |20 | I8
‘ provided to customers
i Our employee teams ensure effective utilization of] 53 |6 27 | 14
i 10 organizational resources
}L
11 Team members intimidate individuals to limits their 13 (28 [34 |25

participation and decreases overall team motivation and

involvement.

Source: field study data
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The study investigated the relationship between Influence of teamwork on individual
employee’s performance at KCCA revenue directorate, the study results from 46% of the
respondents indicated that Mutual trust existed among employees while 54% disagreed, which
implies that the KCCA staff did not trust one another as far as work was concerned which

affected staff performance.

The study findings from50.0% of the respondents strongly agreed that teamwork encouraged
employees to broaden their skills and knowledge, whiles 50.0% agreed whiles none of the
respondents were not sure, disagreed or strongly disagreed, and 23.3% of the respondents
strongly agreed that managers recognize and rewards employees who are working in teams,

whiles 53.3% agreed, and 3.3% disagreed whiles none of the respondents strongly disagreed.

More s0, 46.7% of the respondents strongly agreed that working with team increase efficiency
of an employee. whiles 43.3% agreed. whiles none of the respondents either disagreed or
strongly disagreed, and then also 40.0% of the respondents strongly agreed that all members of
the team have an equal opportunity for participation to develop confidence and skills, whiles

46.7% agreed. 6.7% disagreed and none strongly disagree.

The findings from 59% of the respondents revealed that employees had a great feeling of
belonging to the organization, which made them put in an extra productive effort towards work,
however this was opposed by 41% who disagreed. Meaning that the staff had instinct issues

which mativated them to work for their organization. From the interviews it was revealed that

‘I am motivated to work because I have a family to look afier, pay fees and also promotions
though they are rare and sometimes not based on merit’ said one of the female supervisors,
(12" October 2018), primary data
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The respondents were sampled to find out whether work pressure is evenly distributed among
team members 53% agreed while 47% disagreed meaning that work distribution among teems
is not evenly distributed. One of the respondents reported that, ‘sometimes you are allocated
to work on so many customers depending on where you have been sent’ said one of the revenue

~th

collectors, (12" October 2018), primary data

The results from 71% of the respondents revealed that Team members were always prepared
to check among themselves to assure progress and overcome obstacles to progress while 29%

disagreed. Meaning that the staff worked together.

On whether the Managers recognized and rewarded employees who are working in

Teams, 44% agreed while 56% disagreed, meaning that recognition of staff was given much
attention and needed improvement. It was also discovered from 59% of the respondents that
effective teamwork was developed through shared experiences and practice while 41%

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

Afier careful analysis of the study, it was discovered that 68.3% of respondents agreed that
there are trust among members which truly confirms that, trust generates the behavioral basis

of teamwork, which results in employee cooperation and better performance ofan organization.

More so. it was found that respondents agreed with Kleiner (2003) that members are viewed as
unique people with irreplaceable experiences, points of view, knowledge, and opinions to
contribute to solutions 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 effective lcadership contributed to a good teamwork performance that also

affects the performance of the individual and the organization.
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Furthermore, it was also found out that t truly diversity of cultures, talents and personalities
were also associated with teamwork, and also respondents agreed to the fact that

47 truly open communication affects teamwork performance. which confirms that people feel
free to express their thoughts. opinions, and potential solutions to problems. People feel as if
they are heard out and listened to by team members who are attempting to understand, was
true. Lastly. it was found out from respondents that truly teamwork performances were affected

with shared experiences and practice of team members.

The results from 38% of the respondents revealed that their supervisors recognized and
rewarded staff who worked in teams while 62% disagreed, meaning that the directorate did not
give much attention to this hence needed improvement. In the interviews they reported that,
the work performance or productivity of the team is higher than individual performance when
the work requires a broader scope of knowledge. judgments and opinion. The benefit of

teamwork is significant productivity growth in the ranges and operational management

The findings from 76% of the respondents agreed that working with team increased efficiency
of an employee while 24% opposed, meaning that teamwork increased on the effectiveness and

efficiency of the staft.

The study went on to discover from 47% of the respondents that work was being accomplished
within the shortest period of time while 53% disagreed, meaning that the level of team work in
KCCA was lacking. This was not different from interviews that showed that very few teams

always worked to improve the quality of service provided to customers
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Furthermore, results from 52% of the respondents showed that the staff teams ensure effective
utilization of organizational resources while 48% disagreed. Meaning that though majority try

to be effective in utilizing organizational resources, there is great need for improvement.

The general regression results indicating the relationship between supervisor —employee
relationship and staff performance

The Binary logistic regression test was to tell the effect of each of the tested variable of
supervisor employee relationship and staff performance. The effect can either be positive or

negative to the dependent variable.

Table 12: Omnibus Tests of Model Coefficients

Chi-square | Df Sig.
Step | Step 8.375 | 3 .039
Block 8.375 | 3 .039
Model 8.375 | 3 | .039

The table 12 shows that the model is significant at 3% level of significance since the chi-square
g g q

value 8.375 has a p-value 0.039 which is less than the alpha value 0.05.
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Table 13: Coefficient of each variable of motivation in the model.

B SE.  Wald Df | Sig. | Exp(B)

Step  Influence 535 .600¥ .796 1 ‘ 025 l[ 1.707
I(a) Supervisor |

employee 0.645 546 4.779 | 1 ‘ 029 | 303
relationship | ‘ : |
[n-service ; | | |

. 0.331 687 1.135I 1 | .049 481
tramning | . |

Constant 0.028 934 | 3.367 1 011 | 5.550
| |

Source: Primary data, 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 statistically significant at 5% level of
significance since the p-values 0.025 is less than the alpha value 0.05. Thus the relationship

between supervisor-employee relationship and staff performance.

The coefficient 0.65 shows that the probability of supervisor-employee relationship that
management provides can cause good performance is 0.65. This is statistically significant at
5% level of significance since the p-values 0.029 is less than the alpha value 0.05. Thus the

supervisors of employees can cause effects on staff performance.

The coefficient 0.331 shows that the probability that in service training/ nurturing can cause
good performance is 0.33. This is statistically significant at 5% level of significance since the
p-values 0.049 is less than the alpha value 0.05. Thus the provision of in service training does

affect staff performance,
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130 97 650 242 9000 368
140 1103 700 248 10000 370
1150 108 750 254 15000 375
160 113 800 1260 20000 377
|

70 118 850 265 30000 1379
180 123 1900 269 40000 380
1190 127 ‘t)sn 1274 150000 381
200 ‘ 132 1000 1278 75000 382
1210 [I 36 1100 285 1000000  |384

- i

Source: Krejcie and Morgan (1970))

Note. -N - is population size, S- is sample






