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Abstract
The focus of the study was to assess the performnaanagement practices of the Obuasi Senior Highriieal
School (OSHTS), Obuasi. Performance managemeps elrate the performance of the employee andiatal
their contributions towards organization achievetmemowever, the careful development of performance
management processes and performance measurencbmiqtees poses a number of detailed analytical
problems that takes on a particular significancéhm education sector, which merit further exani@matTo
achieve this goal, data was collected using sdifinistered questionnaires on a population of ®&thing and
15 non-teaching staff. The findings of the studdicate that performance was managed mostly through
performance appraisal, done annually, termly or rwha employee was due for promotion. It was further
revealed that performance results were not linkecktvard; promotion interview was done based ogtleof
service for poor and good performers. Again, thigpse of appraisal was not clear to the staff|enthie results
of appraisal were not discussed with the appraisBased on the findings it is recommended thatriterval of
assessing staff should be increased to weekly amdhty. It was further recommended that appraikaui be
linked to the goal of the institution, rewardingdguunishing when due and should also be used &ssi$sining
needs of personnel lacking requisite skills.

1 Introduction

Education is currently an area with a high natigmority, in the form of a high weight given by
politicians and the general public on the raisifgeducational standards and performance, partigular
primary and secondary education. However, the ahdefvelopment of performance management processks
performance measurement techniques poses a nurhbdetailed analytical problems that take on a palar
significance in the education sector, which menittfer examination.

Performance management helps to rate the perfeenaf the employee and evaluate their
contributions towards organization achievement. e¥®tthe process is formally and properly structuiteldelps
the employees to clearly understand their rolesrasgonsibilities and give directions to the orgational goals
and also review their performance. Clearly, the emndpbaradigm shift is that performance managensst
into account the performance of the employees awdsks on the improvement of their future perforrean
(Bacal, 2008).

Performance management is the continuous procesdentifying, measuring, and developing the
individuals and teams; aligning their performanéthwthe organization’s goals (Dessler, 2011). Ustngployee
appraisal to manage performance enables the manageipervisor to be fair and balanced in the assest
process. This is very important to assess perfocmdecause no two people are the same when itsctime
individual capabilities, competencies and executiba given task.

Employees should be able to have access to ctristatback on their performance to reduce any form
of suspicion or thought of unfairness on the pdrsupervisors. This can be done if a further regeas
conducted to divulge any form of possible impeditnivat can thwart the success of the process afiitido
alternative methods of dealing with the problemmdeethis study.

The Mission of Obuasi Senior High Technical Schadhich is under the Ghana Education Service
(GES), is to provide relevant education for Ghamaiaildren at the secondary level to enable thequiae skills
that will equip them for higher education. Althouygierformance management is supposed to be in duelp
the school achieve its vision and mission, theityeah the ground is far from the goal. In provigiits services,
the school is guided by these principles: qualdyaation, efficient management of resources, adebility,
transparency and equity.

Some shortfalls have been identified in the perforoe management processes at the school. Sonibl@oss
causes could be:
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i.  Lack of supervision for various reasons and théyeor unwillingness of employees to follow laid
down regulations.
ii. Various systems have been labelled performance geament in the school, but in actual fact, it is
performance appraisal which takes place.
iii. The assessment by management is usually casaalyowhen some personnel are due for promotion.
iv. Another gap which calls for this study is the idiépiof the school to align performance results to
compensation.
Thus, performance management has failed in mastitutions due to lack of commitment, improper
coordination and supervision, lack of consisteneyl an-depth knowledge among others on the part of
management and employees. This study seeks toa¢@glerformance management practices in the OSHTS i
relation to measurable results, how these residtaehieved and suggest ways of improving on theentistate
of staff performance.
The study intends to address the following spedfijectives in the study of performance management
practices at the OSHTS:
a. To examine performance management practices @&h¢TS.
b.  To explore the challenges that confront the effectierformance management practices at OSHTS.
c.  To assess the link between performance resulte@mgensation at the OSHTS.

2.0 Literature Review

2.1 Performance Management Practicesin Organisations

Most organizations today think, and wrongly sogttthey will have positive results by constantly
concentrating on revising the appraisal form teaised as a performance management tool in thainagian,
or by copying or benchmarking the rating schemel liseother best practice companies. However, ilityethe
performance management practices that work andumeessful in one organization may not necessardgte
the same kind of value in another, even if the éngmnizations are working within the same industrgxternal
environment.

The effectiveness of any human resource perforemananagement tool depends mostly on its fit
within the broader internal organizational system which it operates. The most powerful performance
management tools are organization-specific. Sonmoipeance management practices are outlined briefly
ensuing sections.

2.1.1 Performance Planning.

Aguinis (2007) stated that performance planningudes the consideration of results and behaviour.
The issue needs to be considered at the team legelfs expected of teams, behaviours expectéehais and
developmental objectives to be achieved by the $esmd its members.

MacMillan A., (2016) states tha&®erformance planning, as with all other steps, isobaborative
process between the manager and employee, alththegh will always be some elements that are non-
negotiable. Begin with the job description and iifgrmajor job expectations; expectations then barclarified
for each major area.

2.1.2  Objectives and Performance Standards
Torrington et al. (2005), Bevan and Thompson (1992) identified thatformance management
organizations were more likely than others to hawerganizational mission statement and to comnatmithis
to employees. Aguinis (2007, p. 172-3) indicatedt,tfiperformance management objectives can be &bt w
stated standards and mode of measurement that vbauldsed to assess whether the objectives have been
achieved”. Learning objectives should be desigethke into account both the needs of the indiaicand
those of the organization. He further stated thatdevelopmental objectives can be achieved irfial@ving
ways: on-the-job training, self-guided reading, rs@s, mentoring, getting a degree, job rotatiotending a
conference, temporary assignment and membersipifassional or trade organizations.
2.1.3 Performance Measurement and Review
Neely et al. (2005) defined performance measurement as a Earfeguantifying the efficiency and
effectiveness of action. They further added that dltivities required to measure performance ireltidee
elements as follows:
a. Individual measure that qualify the efficiency asftectiveness of actions.
b. A set of measurements that are combined to assegetformance of an organization as a whole.
c. A supporting infrastructure that enables data t@bguired, collated, sorted, analysed, interpretedi
disseminated.
2.14  On-going Coaching
According to Cole (2002), coaching helps a coliesago solve a problem, or to do a task better.
Coaching is an important tool in learning and depelent. Coaching is developing a person’s skifid a
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knowledge so that their job performance improveading to the achievement of organizational objesti

Boris E., Bryan H., and Asmus K., (2016) on thechéininks that the growing need for companies to
inspire and motivate performance makes it crittoahnovate in coaching—and to do so at scale. Witlyreat
and frequent coaching, it's difficult to set gofiéxibly and often, to help employees stretch tlelis, or to give
people greater responsibility and autonomy whileaeding more expertise and judgment from them.

215 Competencies

Dessler (2011, p. 435), defines competencies amddstrating knowledge, skills or behaviour that
enables effective performance.” Different organat have defined competencies in somewhat diffesays.
Aguinis (2007, p. 106), identifies competencies“amasurable clusters of knowledge, skills and tédi
(KSAs) that are critical in determining how resuliifl be achieved.

216. Reward

Performance management is often related to PeafacerRelated Pay (PRP), although by no means all
organizations claim to use performance managemehhave PRP. Nevertheless, PRP is an importamesie
in many performance schemes because it is beli¢wethotivate; it is said to deliver the message that
performance and competencies are important, aigltitought to be fair to reward people accordinghteir
performance, contribution or competence.

Boris E., Bryan H., and Asmus K., (2016) thinksfeliént that linking performance ratings and
compensation in this way ignores recent findingshi@ cognitive sciences and behavioral economibgesd
practices, discredit the performance system andnofirown out valuable feedback. They breed cynicism
demotivate employees, and can make them combatiteollaborative.

217 Teams

A team is in place when two or more people intedynamically and inter-dependently; share a
common and valued goal, objective, or mission.\iuldials can be members of the same team evenyifutbhek
in different organization and different geograploications. Teams are pervasive in today’s orgaioizand it is
difficult to find an organization with some type wbrk not done in teams. Because teams are peeyasiis
important that the performance management systemss fnot only on individuals but on teams too (Axgi
2007).

Neil I. C., (2015) suggest that in team performamzgagement the goal is important, so the firsttlyiou had
better do is make sure that each member of the teatarstands what that goal is. That is not tothay all
team leaders always know and understand the gbtie team.

Brakenbury, et al. (2016) explain that as these teams grow in competeand confidence,
organizations’ typically find that they become atdegake on more responsibility and get increasimgVolved
in making day to day decisions. If managers ar@amed to delegate the necessary authority, theskplace
improvement teams can grow in stature until theéke thull responsibility for complete work areas, amay
eventually evolve into self-managed teams.

2.1.8 360 Degree Feedback

Aguinis (2007, p. 179) asserts that “360-degreslif@ck systems are tools that help employees build
new skills and improve their performance in genésabathering and analysing performance informafiom
several sources, including peers, managers (supgrimbordinates, suppliers, customers and oifie-sel

Dessler (2011, p. 353) advances in his submigkatn‘360-degree feedback is an ‘all round’ sureey
an individual employee by parties such as peepgrsisors, subordinates and customers for developofehe
employee rather than for pay increases.”

2.2 Challenges of Performance Management

There have been major effects of performance nemagt in the public sector around the world over.
Many employees are now learning about organizatision, goals and quantified objectives. Torringeb al.
(2005) asserts that performance management seesufféo from the same problems as traditional peréoce
appraisal system. These include rater biasesraukquate training for performance raters. Theleddhat
performance management faces serious challenges theéusiness strategies of the organization atrelear.
This is because in performance management, indiVidbjectives should be linked to the organizason’
objectives.

Most researchers dwell on the difficulty of perfance appraisal than performance management.
Dessler (2011, p. 347) has identified that, “sujsems find it difficult to administer performancpaisal”’. He
has listed the following as some of the potenti@bpems of performance appraisal: ‘graphic raticgless,
unclear standards, halo effect, central tendeecyghcy/strictness, recency effects, and bias.’

Dessler (2005) also added that to avoid thesderigds or to minimize their effects on performance
management, managers must first learn and unddrét@npotential problems of the organisation. Theyst
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also endeavour to use the appropriate tools. Igindley should train supervisors to reduce ragngrs in
performance management. Dessler further notedrimbving appraisal accuracy calls for not justrtireg, but
also demands reducing the effects of outside faabor performance. These factors include: workeisru
pressure, employee turnover and time constraifités implies that no one solution is a guaranteebpéctivity.
Managers should therefore, be guided to keep theitbee nature of the performance process in mind.

Aguinis (2007, p.7-8) argues that, “poorly deswjnend implemented performance management
systems can have disastrous consequences fovalV@d”. For example, employees may quit, those stay
may be less motivated, relationships, especiallyvden supervisor and subordinate can suffer iredgar
damage. Also, ‘poorly designed system can be 8jasesulting in costly lawsuits and wasted time and
resources. In the end, low-quality and poorly iempeénted systems can be a source of enormous frosteand
suspicion for all involved'.

Risher and Fay (2007) emphasized that performammeagement becomes a powerful and effective
tool only when it is done correctly, but if it i®Ke poorly, it will result in creating an atmospherf distrust
between managers and employees which will ultigdiellimiting performance and the organization’dighto
achieve its full potential. In view of this it @ritical that managers understand and effectivegctice the
fundamentals of performance management which iesluglanning, monitoring, developing, appraisingl an
rewarding employee performance.

Lotich (2012) affirms the following as possible atlenges of performance management: time
consumption, discouragement, inconsistent messagdsbiases. It is difficult to keep biases outtlod
performance appraisal process and it takes a wargtgred objective process and a mature managemtain
unbiased through the process. Performance appreasal errors are common to managers who assess
performance, so understanding natural biases ysingyortant in fair evaluations.

25 Links between Performance Management and Organizational Performance

To Torringtonet al. (2005), one of the key advantages of performanaaagement is its capacity to
integrate all activities concerned with the managenof the organization’s performance.

Aguinis (2007) suggest performance management filengom three perspectives. From the
employees’ point of view, it increases motivatiardaself-esteem, help to improve performance, derifob
tasks and duties, provides self-insight and dewety opportunities and also clarifies supervisexpectation.
From the perspective of managers, good system alflbem to gain insight into employees’ activities goals.
Performance management allows for more fair androgpjate administrative action to communicate
organizational goals more clearly, to differentigteod and poor performers. Finally, it providestpction to
the HR function from litigation.

Performance management is useful in the makirgiaffing decisions. According to Bernadin (2003),
many organizations rely on performance appraisté ta decide on which employee to be promoted Ito fi
openings and which employee to retain. It alsistssgreatly in the execution of training needsaoalysis. He
further suggested that most firms use the datareatgrom appraisal to determine the training oredepment
needs of their employees.

Dessler (2011) says that performance managemeaefitseorganizations because it has basic blocks
which direct (goals) sharing, goal alignment, oimngoperformance monitoring, on-going feedback, bdaag,
and rewards and recognition. He further implieg thaeflects a total quality philosophy toward fsemance
and more importantly, focuses on aligning and nwimg the link between the company’s overall syyateyoal
and what each individual employee and team arecaguapto accomplish.

2.6 Conceptual framework
Figure 1 explains the concept of performance mamnagé using goals and core competencies as an 0ig-goi
process, it includes four components and these are:

1. Performance Planning: A dialogue between a supareisd employee to establish clear, specific
performance goals and expectations at the begirofittte performance cycle.

2. Coaching: Two-way discussions focusing on recoggizmployee excellence and areas for
improvement and learning, as well as identifyingieas to performance.

3. Multiple Sources of Feedback: A process which ptesiemployees with performance information to
supplement supervisory feedback; may include fegkdbaurces such as self, peers, constituents, or
direct reports.

4. Performance Review: A summative two-way discussiod written documentation focusing on
employee performance: areas of excellence, achieneai goals and development needs.
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Performance Planning

Dialogue between a supervizor and
employee to establish clear. specafic
performance goals and expectations at
the beginnuing of the performance cycle

Performance Review Ongoing Coaching
Performance Criteria
. ) Information that provides the
Cumulative two-way foundation for performance: Two-way discussions which

dﬂdﬁf‘-‘“m“ 3—“? wntten competencies, expectations. and goals focus on recognizing emploves
cumentation focusing on excellence and areas for

E?‘lﬂﬂ}ﬁ? Peﬁﬂfilﬂﬂf{ce 31'1931;_ umprovement and leaming. as
o E;(CE 311;‘?-. ’o\f e ET?H g well as idenufving barners to
goals, and development needs performance

Multiple Sources of Feedback

Process which provides emplovees with
performance informanoen 1o supplement
supervisory feedback: may include
feedback sources such as self peers.
customers, or direct reports

Figure 1 Performance M anagement M odel
Sour ce: City of American Canyon, 2005

3. Methodology
31 Study Site

The Obuasi Senior High Technical School, formédyown as Government Secondary Technical
School (GSTS) located in the Obuasi Municipalitgswestablished in November, 1965 under the aediseof
Ministry of Education.

The management team is made up of the headmalsteiswhe academic and administrative head of
the school; and the chief disciplinary officer. ldeassisted by three assistant headmasters/mnsissrethese are
assistant headmaster academic, assistant headmdstigistration and assistant headmaster domddtey are
assisted by the senior housemaster and the houstersimistresses as well as heads of the variqertieents
in addition to form masters/mistresses who mantagiests at the class level.

The guidance and counselling need of staffs andesits are undertaken by the coordinator in charge.
The accounts section is headed by the bursar Wtkscunder him, he also report to the headmastes kitchen
staff are managed by the domestic bursar who reépdite assistant headmaster domestic and sometiinges
to the headmaster.

The library is taken care of by two assistantditans, whiles in charge of the stores and procentis
the procurement officer and storekeeper. Othesquerel in the chain are security, general labouagis
conservancies who all report to assistant headmasteestic.

3.2 Methods

The case study method was used for this work. &irdata were gathered using survey techniques,
self-administered questionnaires comprising botiseland open-ended questions to teachers and aciirtg
staff of OSHTS. The purposive sampling method agslied for the selection of the non-teaching staffotal
of 141 respondents were selected for the study \{thele population was used). Analytical tools sush
percentages, tables and charts as well as quaditatethods like words of belief, conceptions, dgsions,
meanings, phenomena, perceptions and thoughtsusetefor the analysis of the data.

4.0 Results and Discussions
4.1 Status of Performance Management Practicesat OSHTS

Performance management practices include a vasfedgtivities for different disciplines. These yna
include the planning and execution of requiredomito ensure that performance objectives are \aathim an
organization. As Garetét al. (2000) suggest, performance can best be managettam when members work
intensely with each other to achieve a specific mmm goal or objective.
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In order to ascertain the status of performanc@agement practices at the OSHTS, certain key
indicators were used. These were: how often pedooa is assessed, the assessors of performance, the
communication of appraisal results, and feedbatie fiesults for these indicators are captured inetisuiing
discussions.

411 How often Performance is assessed in OSHTS
Figure 2 below shows results of respondents viewhersubject.
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Figure 2: How often Performanceisassessed in OSHTS
Source: Field Survey, 2013

From the distribution of the responses in Figuré s observed that assessment of staff is rmilae.
The highest responses of the variable is yearlgsassent of employees with 53 (36%), followed byntgrwith
45 (31%) and 23(16%) when one is due for promot#mminority number of the responses representing 10
(7%), 9 (6%) and 1 (1%) agreed that performanceasasssed weekly, never and other ways respectivedy
researcher cannot agree more with Mayston (200ft) gerformance appraisal has a limited functiorthia
sense that it concentrates only on the evaluatidcheopast performances and it is usually done amcat the
most twice a year.

412  The Assessors of Saff Performance

Treasury (2001) describes performance managersefitianaging the performance of an organization
or individual”. In finding out who assesses perfanoe of employees it was revealed in Tablel belaw 21
(14%) do self-assessment while 125 (86%) do natelieassessment, the majority view is not in agesgrwith
Treasury’s position above.

Findings from Table 1 also indicated that aboli (719%) were supervised by the heads of department
and 31 (21%) disagreed that their heads of depattmgervised their work. It is possible some pengb were
reporting to the headmaster or other supervisors.

The findings again showed that 29 (20%) of th@oedents report directly to the headmaster, while
117 (80%) reported to other superiors. The migdhat report to the headmaster directly, the numniey still
be too large which can affect other important assignt of the headmaster. The researcher agreedvitims’
(2010) assertion that if the span of control is wide, it becomes difficult to supervise subordasaeffectively
and this places more stress on the manager.
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Table 1: Assessors of Staff Perfor mance

Responses Frequency Frequency
(Agree) (Disagree)
Myself 21 (14%) 126 (86%)
Head of Department 115 (79%) 31 (21%)
Headmaster 29 (20%) 117 (80%)
Colleague 5 (3%) 141 (97%)
Assistant Headmaster 13 (9%) 133 (91%)
Bursar 7 (5%) 139 (95%)
Others 0 146 (100%)

Source: Field Survey, 2013

It was also realised in Table 1 that 5 (3%) ofb&pondents were assessed by their colleagueseos, p
whiles the majority 141 (97%) were not assessethéy peers. This revelation is quite worrying adnié not in
consonance with McAdam, R., Hazlet, S. and Casey2@05), view concerning team work that positst tha
teamwork is not an option for a successful orgaimmabut a necessity with increasing empowerment of
employees. It is necessary to put staff in groopsupervise and help each other in difficulty.

Other respondents 13 (9%) said they were supehlbiyethe assistant headmasters, whilst 133 (91%)
said they were not supervised by the assistantrhastérs. This may probably be that this group sffeadents
are supervised by their immediate heads of depattmhich is a good development, since they arellystree
closest to the staff. The bursar supervised a ritingroup as indicated, 7 (5%), the rest 139 (95%@ the
teaching staff who are supervised by the identifiedds of departments.

4.1.3 Communication of Appraisal Results

Torringtonet al. (2005) and Bevan & Thompson (1992) assert thadetharganizations that practice
performance management are more likely than otteerbave an organizational mission statement and to
communicate this to employees.

From the findings of respondents, 84 (58%) seemdbé agreeing with the above assertion that
supervisors communicate appraisal results with libates while 62(42%) disagree. If the school was
practising performance management effectively, gfaecentage of ‘yes’ would have been more. Howeker t
difference could be individual supervisor’s lapsken than the whole school. This is shown in Figdire

W vES
Eno

Figure 3: Communications of Performance Results

Source: Field Survey, 2013

4.2 Difficulties Encountered with Performance Management Process

Organizations that do not have strong performanaeagement systems can have a negative effect lboth o
employees as well as their managers. However, kdesigned and consistently managed performance
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management process can be rewarding for both tiptogee as well as the manager (Lotich, 2012). Resu
from the questionnaires revealed that OSHTS pedosome form of performance management process in
various degrees. Respondents appreciate theultiffin the process and have identified a few mirthesponses
analysed in Table 3 below.

Table 3: Difficulties of Performance M anagement at OSTS

KEY: SA = Strongly Agree; A = Agree; D = Disagree; SD = Strongly Disagree

Statement SA A D SD
The purpose and mode of appraising is not clear (48%) | 51 28 6
35%) (19%) (4%)
There is too much favouritism 31(219%) 60 42 13
(41%) (29%) (9%)
There is high cost in managing performance of eyg#s 19 (13%)| 49 60 18
(34%) (41%) (12%)
It is time wasting 13 (9%) 27 49 57
(19%) (34%) (39%)

Source: Field Survey, 2013

The difficulties staff perceived to be associatéth performance management are revealed in their
responses in Table 3. For the purpose of discustienresponses are fused into two instead of fothus,
Strongly Agree andAgree becomeAgree and StronglyDisagree andDisagree becomeDisagree.

From the findings 112 (77%) of the respondenteadrthat the purpose and mode of appraisal is not
clear to the staff while 34 (23%) disagreed to thésv. The researcher is in agreement with Aguia07), who
states that poorly designed and implemented pedocen management systems can have disastrous
consequences for all involved.

On favouritism, 91 (62%) of the respondents agteatithe system of appraisal is bias, while 53488
disagreed to this stance. Dessler (2010) desctiteesituation where “appraisees” are favoured otbers as,
halo effect. It is where the supervisor often natdriendly employees lower on all traits, rathiean just on
“gets along well with others.”

On the high cost of appraisal, 68 (47%) agreetitha costly while78 (53%) disagreed that these i
high cost in performance appraisal. This may haweée different from what is generally known; apgah
surely is costly which agrees with the minority iios above.

From the analysis of the responses 40 (28%) adheg@ppraising employees’ is time wasting but 106
(72%) disagreed that it is time wasting. This heeveis not in consonance with Lotich (2012) siteckarlier
literature. She enumeratéuk following as possible challenges of performance management: time consuming,
discouragement, inconsistent message and biasaseawier finding also proves that the school hasheen
having regular performance management of staffs Tbuld be a reason for the long interval of agmgithe
staff.

43 Link between Performance Results and Compensation

Aguinis (2007, p.248), states that “pay is notdhéy factor that motivates people. People want nouteof a job
than a pay check.” People seek an environment@asérust and respect, where they can have furdandlop
relationships with others, and engage in meaningfull interesting work. To assess the link between
performance results and compensation, responsesréspondents were analyzed based on four factotstia

for promotion, promotion as reward, reward for adaverage performance, and poor performance.

431 Promotion as Reward

The findings from respondents in Figure 4 agred Wiguinis (2007) that motivation of staff shouldt i@ only
monetary. Reward systems that focus on pay andr ationetary rewards exclusively at the expense of
nonfinancial rewards are basically bribing theirpéogees and eventually pay a high price in lackemployee
loyalty and commitment.
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Figure 4: Promotions of Staff
Source: Field Survey, 2013

The situation is different from the following respses analysed. The distribution of responseatede
that 88 (60%) of the respondents have been promufeite 58 (40%) have not been promoted. Thisigicted
on the pie chart in Figure 4. However, a carehdlgsis further showed that the majority of thdfstaho said
‘no’ to promotion since they were employed, were taspondents in the non-teaching category, prglzhid to
lack of the requisite qualification.
4.3.2 Criteria for Promotion

Revelation from the analysis as indicated on Tdbéhows that an equal percentage of 67 (46%) were
registered for promotion by interview and promotibased on number of years spent in employment. The
remaining had an equal number of 6 (4%) for exatiinand promotion based on performance measurement
Table4: Criteriafor Promotion

Responses Frequency Per centages
By interview 67 46
Based on number of years spent 67 46
By examination 6 4
Based on results of performance measurement 6 4
Others 0 0
Total 146 100

Source: Field Survey, 2013

It is very clear that promotion is not based orfgrenance but long service and interview. Thigasd
for loyal employees who stay in an organizationlforg, as in the words of Mikovich & Newman (2008)at
promotion shows employees that there is benefitontinuation of desirable behaviour. This resultveeer
confirms the problem identified earlier in the stuthat the school does not align performance measent
results with rewards.

433 Reward for Above-Average Performance

According to Dessler (2011), how to distinguishvimen high and low performers is a pay related
policy. Other pay policies usually cover how to aaeh salary increases and promotion, overtime pay,
probationary pay, leave for military service, julyty and holiday.
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Figure 5: Rewardsfor Performance above Average
Source: Field Survey, 2013

The analysis revealed that the school mostly réwabove average performance with verbal
commendation and 77 (53%) of the respondents tiiakway. This is contrary to Dessler’'s stancevaband
the researcher agrees with him that there shoula ey rated policy in the school. Another grouptsf(31%)
respondents affirms that the school rewards harkimgremployees with awards which is in agreemerth wi
Dessler’s position above.

434 Poor Performance

Analysis of the findings from Figure 6 indicateattf76 (52%) of the respondents think the schoabisdoing
anything to staff whose performance continually fellow standard. This could lead to apathy onqrerance
of staff; it could also de-motivate others who arking hard.
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Figure 6: Poor Performance
Source: Field Survey, 2013
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This development in the school as revealed irrésponses is at variance with The British Instifte
Management (BIM), as (cited in Turkson, 1997) fjodis are evaluated to ascertain reliably their jousing
assessment as the basis for a balanced wageusgruct

Performance standards are based on intuition ichai judgment from this finding as (Debrah, 2001)
affirms, that management in public sector has comgged the integrity and efficiency of the formal
bureaucratic system by introducing an element tfestivity in management practices, such as remerit,
performance appraisal, and compensation. Howe&(23%) think verbal warning is given, 25 (17%)nthi
written query is given to defaulting staff for npefformance.

50 Summary of findings and Conclusions

51 The Performance Management Practicesat OSHTS

It was revealed that the school goes through sdmigegperformance management practices as idehtifjethe
Performance Management Survey Report (2005) byChartered Institute of Personnel and Development
(CIPD). The process includes performance planrdng reviews, objectives and performance standards,
competencies, measurement, rewards, teams andegéfedfeedback.

The study has shown that performance managemeutiges were adhered to in the school, especially
performance appraisal and performance planningweier, staff view of performance management wageimn

to appraisal of employees. The school can be gaithe into performance appraisal than performance
management. It can also be concluded that rewargdod performance was devoid of performance result
Both good and bad performers were rewarded equallich is not different from most government agesdn

the country. Long service is rewarded more thafop@ing according to standards.

5.2 Difficulties Encountered with Performance Management Practices

Some identified challenges were that the appraigstem in the school is full of inefficiencies buas
the purpose and mode of appraising not clear asm @laracterized by favouritism on the part of ajgers
which defeats the purpose of assessment of perfarena

Like any human activity, the performance managdnpeactice is not free from challenges such as
unclear purpose and mode of appraising and alsouféism, but this may be peculiar to OSHTS and albt
schools. What needs to be done to solve such atersus to follow laid down processes and starslacdthat
staff will be satisfied with the results. In ligbf the foregoing, certain appropriate measurks General
improvement of the conditions of service were patl to overcome some of the challenges.

53 Link between Performance Results and Compensation

The study revealed that performance results ardinl@d to reward. The School rewarded both poat good
performers equally; there is no equity in the relvsystem. However, staff promotion is based on leenyice
and interview of expected performance appraisailt®s

5.3 Recommendations

The study has come out with various important comeéhat have suggestions on the performance mareage
practices at OSHTS. The following are the recormaaéinns made centred on the findings of the study:

It was revealed from the analysis that majoritytlod staff were assessed by more than one supelias
recommended that every subordinate has one immeedigierior, and the superior has the right authdoit
exact obedience and employ sanctions against dewamffenders.

It was also found from the study that the purpdsgppraisal is not known to employees and alsorsigms do
not discuss performance results with subordinatezppraisees. It is suggested that the objectifeppraisal
should be explained and the results discussedgland after the assessment.

The study again revealed a positive outlook ofdppraisal process at OSHTS that staff were alraadye that
the system is used to identify good performers ftbenbad ones. The results of performance apprstisaild be
used to reward, train or punish deserving employeéarestall confidence of staff in the system.

Finally, it was deduced from the findings that toeduct of performance appraisal is a mere forgnalit light
of this backdrop, management of OSHTS is urgedmolément the results of staff assessment to therlett
could take the form of annual best worker schem&reiment for best performers, demotion of poorgrerérs
and training where staff lack requisite skills.islfurther recommended that governance shouldeberdralized
to the school management level.

6.0 Recommendationsfor Further Research

The study explored the conditions relating to adhly OSHTS teaching and selected non-teaching staff
The research could be simulated in diverse settmg®ver different subjects. It may be extendedifferent
institutions in Ghana. This might be useful sipeeformance management has a positive effect grubut
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