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Abstract

A performance appraisal system is important to aryanisational work performance; it determines the
organization’s success or failure. Several studigsh as Nzuve (2007), Yee and Chen (2009) defin@afA
means of evaluating employees’ work performancer @a/given period of time. According Horsoo (2010)
reports that employees viewed performance apprasaliscriminatory, punitive and judgemental presess
where cronyism and biased considerations dominatgdctivity and thus ineffectiveness of the apphis
system. The main objective of the present studg tm assess the effects of job related factorshen t
effectiveness of employee performance appraisdaksysn institutions of higher learning in Nakuru (@wy.
The study adopted a survey design. The study ptpol comprised of all academic personnel in public
universities Nakuru County. A sample size of 28dpondents was selected randomly from a population
507. This number was distributed among acaderaft atross all the departments and sections. fi$teument

for collecting data was a questionnaire which wseduto collect get both qualitative and quantitathata. The
guestionnaire was distributed amongst the all anédstaff in public universities in Nakuru County total of
220 out of 224 academic staff completed questigrsaivhich represented all public universitieshia tounty
with varying demographic backgrounds. Analysisqafntitative data was done to test hypothesis ugiag
ANOVA and regression analysis. The results indidathat job related factors (training and developime
promotion and tasks in organisation had a positmpact on the effectiveness of employee performance
appraisal system among the selected institutiotsgbfer learning in Nakuru County. An effectivefoemance
appraisal system enables organizations realize goails as well as employees personal growth.

Keywords. Employee performance appraisal systenganisational work performance

1.0 Introduction

Performance appraisal (PA) refers to a processshwsiudies and evaluates the job performance copeel
formally (Mondy, 2008, Najafiet al., (2000)). Performance appraisal evaluates the iddali overall
contribution to the organization through assessroéhis internal characteristics, working perforrarand his
capability to pursue higher position(s) in an oigation (Gruman & Saks, 2011). Nzuve (2007), Yed €hen
(2009) define PA as a means of evaluating employeak performance over a given period of time. Agipal
is an effective instrument in the human resourcasagement, which if performed correctly and lodycahe
organization will get its personnel to achieve thigiterests (Rezghi, 2000). EPAS is a key task tdwa
managing the human resources of an organizatipariicular positions (Mooret al,, 2007).

Human resources are arguably the most valuablésassany organization and obviously constitute ldrgest
corporate investment (Roslendsral., 2009). Employees’ skills and competencies haveifgignt bearing on
organizations’ productivity, profitability and cantied survival (International Labour Conference 020
Therefore, in order to achieve corporate goalsranthin in business there is the need to asses®ygeas! job
performance and device strategies to manage theranireffective manner. Performance appraisals are
indispensable for the effective supervision andtiogsof staff (Jabeen, 2011). It is an importanttda in
identifying people's talents and capacities andeissilts can make them aware of advancements, ptahgoals
(Hamidi, 2010).

The issue of employees’ performance in relatioadbieving organizational goals has occupied thentittn of
managements for a long time. Differences in leeélemployees’ performance are attributed to diffiees in
skill and ability in one part and difference levelsmotivation in another (Boachie-Mensah and Dodgii¥ 1).
Inadequate skills and ability are usually rectifitttough training and development (Soh, 1998), evhil
differences in motivation are corrected throughrappgate motivational strategies and policies.
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Therefore, for well- functioning organizations, thee of performance appraisal cannot be overengsusi
However, the extent to which appraisals play aafaliei role in the organization depends on how ébisducted.
PA is arguably an important aspect of contempotaumman resource management, where each individual
institution/organization sets out uniform critedad processes, and procedures for assessing aiftptaff in
terms of quality, quantity, cost, and time overeaiqd, usually during the preceding year.

Performance appraisal widely used for determiniragy@s and salaries, promotion, training and devedopm
providing performance feedback, and identifying tyee strengths and weaknesses (Mathis & Jack€ig;2
Noe, et al. 2006; Khan, 2008). Bohlander and S26I07), and Mathis and Jackson (2005) identifieol twes of
performance appraisal information: (a) developmienses, and (b) administrative uses. Developmeamntak
include, providing performance feedback, identifyiimdividual strengths/weaknesses, recognizingviddal
performance, assisting in goal identification, exdihg goal achievement, identifying individualitiag needs,
determining organisational training needs, reinfaggcauthority structure, allowing employees to dise
concerns, improving communication, and providingpeum for leaders to help (Bohlander & Snell, 207
Administrative uses include, documenting persomtagisions, determining promotion candidates, deateng
transfers and assignments, identifying poor peréoree, deciding retention or termination, decidimglayoffs,
validating selection criteria, meeting legal reguients, evaluating training programs/progress, opeed
planning, and making reward/compensation decigiBoklander & Snell, 2007).

Generally, PA performs three functions; to provatiequate feedback to support employees’ developrtent
serve as a basis for modifying or changing behavtouproduce more effectively for organization; ated
provide useful information to supervisors (Erdogafp0; Coens and Jenkins, 2002; Law, 2007). These
various traditional appraisal techniques presensigd by different organizations according to tldijectives.
Yee and Chen (2009) identify different techniquésperformance appraisal, including: ranking; tradale;
critical incident; narrative; and criteria basecerrence and Joyce (2004) also identifies other ousthof
measuring staff job performance including managerngnobjective (MBO); work planning and review; 360
degree appraisal; and peer review. Some organizatiould choose the multifactorial approach, teabi“mix
and match” or combine different techniques for rtheivn performance appraisal that would meet their
organizational needs. All available methods hawdr thdvantages and disadvantages. Whatever thHeochef
an appraisal, it must effectively address a pdgrcorganization’s human resource deficiencies.el designed
and an effective performance appraisal system dhwlp the organization achieve its goals and ¢bged it is
properly implemented. But a poorly designed appiasgstem can create anxiety and sometimes carokgov
the morale of employee (Chen and Mia, 2004; MulyaivcKinney and Grodsky, 2008).

This analysis draws on the work of Brown and Heya@®005), and four groups of variables are included
explanatory factors in our regression equation:kfaoce characteristics, level of job control, compentary
HRM practices and structural factors. Accordingréém (2010) reports that employees viewed employee
performance appraisal systems as discriminatorpjtipe and judgemental processes, where cronyisth an
biased considerations dominated objectivity ands timeffectiveness of the appraisal system. Thiglystu
therefore focused on analyzing determinants ofcéffeness of employee performance appraisal system
selected institutes of higher learning in Nakurwty which were Egerton University and Laikipia Wgiisity.
The specific objective was to assess the effepplfelated factors on effectiveness of employedopeance
appraisal systems in institutions of higher leagrimNakuru county.

2.0 Effect of Job-related Factors on Effectiveness of EPAS

Training and Development- Training and development is one of the job reldtadors influencing effective
performance appraisal system. It plays centra inolchanging behaviors of people. In businessrozgtions
this factor multiplies due to more focused actestiand need of specific skills for performing ataierjob and
achieving a goal (Murphy, 2006). Abbott (2007) dfieally concluded in his research that trainingda
development needs arise when an employee is dealthgan issue or problem that may affect his pssienal
development. The issue may be of any type rangimm behavioral to technical needs that leads ttidotve
employee performance. Durkhiem (2009) believed ifhaibdern society ever gets threatened then thrageed
professionals save the society.

Promotion- Promotion may be an employee's reward for goodopmdnce, which is positive appraisal. Before
a company promotes an employee to a particulatipost ensures that the person is able to harteatided
responsibilities by screening the employee witterviews and tests and giving them training or cajtb
experience. A promaotion can involve advancementeims of designation, salary and benefits, andoimes
organizations the type of job activities may chaaggreat deal. The opposite of a promotion is acdiem
(Hamidi Y. (2010)).

Tasks- Brown and Heywood (2005) state that the expectedirée of the workforce may influence the
probability of adopting a formal system of perfomoa appraisal. In particular, the authors argu¢ the
proportions of casual workers, women and long-teduemployees, as well as the turnover rate of the
establishment, are related to the use of a foriystem of evaluation. He points out that if the gmge of
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appraisal is to promote worker identification witganisational objectives and develop human camtédng-
tenured workforce will have a positive influence tire adoption of performance appraisal. Following h
argument, it is expected that workforce charadiesiscan be related to the measures used to egaluat
performance. Milkovich and Widgor (1991) mentidmatt a system of appraisal that pursues this goal is
characterized by an “emphasis on standardizatibjective measurement, psychometric properties digji
reliability, bias, and others)”. In firms of anyzei performance appraisals are conducted by theediate
supervisor. While it is widely recognized in theademic literature that supervisors monitor job genance, it

is less well acknowledged that they also directleyges as to which tasks to perform and how toyctoem

out (Mosely et al. 2010).

3.0 METHOD

The study employed a survey design a target pdpolaif 507 where a sample of 224 respondents were
selected. The questionnaire categorized job reldéedors as one of the important factors influegcin
effectiveness of an appraisal system in highenlagrinstitutions (Egerton and Laikipia Universitihhis factor
was subdivided into three: training and developmembmotion and finally tasks nature. Training and
development had four items (TD4), promotion witht@&ms (P3) and task (6 items). In order to carry ou
appropriate analysis, variable scores for each nfsin@ were summed up to get the total scale sawrtufther
analysis. The items scale were ordinal from a I6@& e strongly disagrees to a high of 5 — stroragyee.

4.0 Results

From the study, training was selected as a critoahponent of employee performance. Proper andseacg
training of staff while in-service like attendingamemic conferences, training in research and auumn
development is part and parcel of staff developnmtiatives in academic institutions. Resultsamfalysis on
“Training” show academic staff members who parttgal in the survey indicating they did receive isight
training to do a good job, 78 percent. The responseluded professional training undertaken before
employment and also any other in-service trainirgyidled by the university. However, 10 percent sh&ly had

not received sufficient training more probably refgg to in-service training while carrying out thduties.

On the matter of quality improvement skills, 67 qet agreed to have had it. Conversely, 18 pemtiennot
agree that they had received sufficient trainingjoality improvements.

Results for mentorship which traces the link betwesentorship programmes and job performance inglicat
that a great majority of the respondents 63 peragmeé not mentored to improve performance. Onlyuatdi®
percent were mentored for improved performance.uAbb/ percent were either missing data or unsure.
Mentorship programmes are necessary for employeecdevelopment.

From the study, the responses on regular trainiag elose with 45% percent indicating no and 44 qrérges.
However, a big proportion 9 percent were neutral eould therefore hold the answers to this questivrerall

the response is not that impressive since the nsggowere average. Therefore, this matter was laatly
addressed in the study.

Promotion - Results on promotion policy indicated that morenthalf 53 percent of the sampled respondents
from the two institutions of higher learning agréechave a working policy on promotion. Togethethwhose
who strongly agreed, the figure reaches 63 perddmtse who did not think so were in total aboup&8cent of

the 220 respondents.

Those who are promoted usually deserve by way aftipa and performance. The question was whether
deserving cases were promoted. What the respondemtswas that indeed promotions were fair to désgr
cases, 52 percent agreed, 23 percent disagreede That were not sure were 14 percent and thosegbgr
disagreed were 6 percent. So largely promotiong figer to the respondents (55 percent).

Results indicated 44 percent agreed, 6 percentsteongly, 28 percent disagreed with 4 percentegsiitongly
disagreeing on promotion on merit. Therefore,wpre half of those who responded 50% agreed tkét in
followed in promotions. Conversely, 32 percent dat agree. The interpretation is that confidencly tes in

half of the members of academic staff about qualifons for promotion.

Task - Questions that were asked on the issues of tadksated respondents stating that, task targetantia
performance with 40 percent agreeing, 32 percesagiéed. About 20 percent were neutral and 5 percen
strongly agreed. A clear flowing task process impe performance which then affects the way staffwi
performance evaluation.

Respondents were then asked whether the appragthbchwas acceptable based on the tasks. Heret af%ou
percent disagreed while 31 percent agreed. A fuBhmercent agreed strongly. There was a big gé@upercent
that was unsure which is considered average orrdinab scale. It was also important to ask theoeslents
whether on the basis of appraisal standards retategsk, they felt the rater was fair. Resultsidate that 40
percent disagreed while 27 percent agreed. Overayl did not think the rate had been fair as alredfuhe
weakness.
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Responses on the issue of expectations at worksstitat almost 60 percent were aware of what is @ggeof
them at work. Another 29 percent strongly agreeth wiis. These shows academic staffs are well anftigeir
duties at work. After all they are highly traineadequalified for the job they are hired to perform.
Correlation Statisticsfor the dimensions of job Factors.

A correlation coefficient table was then create@dtablish how the three dimensions, training anibpment,
promotion, and task are related to the scale tbtabther words, how were the dimensions correlatéd job
related factors? The table 1 reveals that assoni@itttween training and development, promotiontaskl with
job factors is training and development (0.614@npotion (0.49); and task (0.836). the correlatiares all quite
significant (0.000) with N=159. Task was leadingildwed by training then promotion. This means taskies
link very strongly and positively to job factordlfiwed by training and development matters. Theesfm order
to promote job factors, attention must be paidagit training and promotion respectively.

Table 1. Correlations

Training &
Dev. Promotion Task
Spearman's rho  Job factors Correlation 614 490 836
Coefficient
Sig. (1-tailed) .000 .000 .000
N 159 159 159

**_Correlation is significant at the 0.05 leveldiled).

Regression between Appraisal System Effectiveness and Job Related Factors

A logistic regression was used to predict the iil@d of job factors to enhance the perceptionfigicéiveness
of an appraisal system. Total scale scores fotvtloewere used in this analysis. The equation dessrlog of
the odds ratio in favour of employee performangeraisal system being perceived effective.

Given the logistic equation:

Ln:[ pI_J:e—z
1- pi

Z =0+ BXi+ i Vo= oc+ BXi+ pui ; X = Job factors

Where:-

-10.483 + 0.224x
e

Table 2, show that the likelihood of the respondepborting appraisal is effective increases by li2f&s when
job factors improve by a unit. This shows that Ifancing job factors by a unit, increases the giiba of

reporting effectiveness of an appraisal system ®ye@rcent. At 95 percent, confidence level, thebphdlity

values would line between 15 and 35 percent.

Table 2 .Variablesin the Equation

95% C.l.for EXP(B)

B S.E. Wald Df Sig. Exp(B) Lower  Upper
Step £ Job factors 224 .042 28.246 1 .000 1.251 1.152 1.359
Constant -10.483 1.861 31.745 1 .000 .000

a. Variable(s) entered on step 1: Job factors.

Table 3 ‘model summary’ illustrates that job fast@one explain between 26.6 and 37.4 percenttigrian
effectiveness of appraisal system reported (CoxSmadl R Square and Nigelkerke R. Square).
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Table 3. Model Summary

Step -2 Log likelihood Cox & Snell R Square Nagelkerke R Square

1 138.208 .266 374

a. Estimation terminated at iteration number 5 beegarameter estimates changed by less than .001.

5.0 Discussion

The present study shows that effectiveness of gmaplgerformance appraisal system in higher learning
institution is equally important if only the joblaged factors (training, promotions and tasks) la@eput into
consideration. Satisfaction level with EPAS at Egerand Laikipia universities among members of aoad
staff is how only 39% of respondents were satisiiddle 40 percent were dissatisfied. Respondents 169
and 51 from Egerton and Laikipia universities resipely. The objective of this study was to assthe effect
of job-related factors on effectiveness of emplopeeformance appraisal systems in institutions ighér
learning in Nakuru county. Below, the major coiséhims drawn from this study are discussed as fallow
Employee performance appraisal system is the amigible metric way by which an organization canwribe
level of performance of its diverse employees. h@dltgh most employees are aware of the EPAS us#tin
public universities, the conclusion to that inde¢édhe universities studied, satisfaction is betowgrage, there
are problems with EPAS that can be addressed nooteaely to improve performance of employeesorbter
to predict possibility of EPAS being judged as efffee, a necessary tool for improving performarob,related
factors should be addressed. The elements tottsingeld be lead by nature of task, followed byniry and
development and lastly promotion issues. The ehtsnare positively and strongly related to job dast In
turn, job factor leads in influencing EPAS.

5.0 Conclusion and Recommendation

The study revealed that the university should havgroper training oftaff while in-service like attending
academic conferences, training in research andcaium development is part and parcel of staff dgweent
initiatives in academic institutions since it iscdtical component of EPAS. A high level of traigirand
development programmes for staff and managers pethgsized to positively and significantly improjod
performance and consequently be included in art@ffeappraisal tool. It is important that sufficidraining be
done to enhance academic staff performance.

Promotions should be provided to the employees déserve them since it help employees progressein th
work. It is known to motivate employees who are #imirs and thus a fair promotion policy would enban
employee satisfaction and as a result promote otodhy.

The nature of tasks based on tenure, targets, a@m@nd expectations influences how performangediped
(Brown and Heywood, 2005). Tasks are those indalidactivities involved in discharging ones duties.
Employees should understand their tasks and apeetiie role in the work process. A clear flowiagk
process improves performance which then affectsvihestaff view performance appraisal system.
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