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ABSTRACT

Despite the recent research efforts into the antecedents of organizational commitment
most especially in the developing economies, little empirical work has been conducted
examining the relationship between performance appraisal and teacher commitment in schools.
Most teachers develop a negative attitude towards performance appraisals that are biased- in
terms of not involving them in decision making and in structuring them (appraisals). However,
research shows that perceived fairness of performance appraisal has influenced teacher
commitment towards schools through the mediating factor of satisfaction. This finding is
consistent with the efforts by the government to establish a more transparent and more
accountable decision-making process in an organization. To improve performance evaluation to
be more effective in influencing organizational commitment, satisfaction of the teachers as well
as fair performance management within the school should be given priority. In this project
report, the researcher examined the relationship between commitment and appraisal of teachers
in selected schools in Nakuru County. The research also reviewed the process and purpose of
performance appraisal, appraisal tools, challenges curbing Performance Appraisal tools,
employee preparedness, commitment of teachers, importance of continuous performance
appraisal and appraisal feedback. The target group for this study was secondary school teachers
in public boarding schools. The main focus was on Nakuru county schools. There are about 2000
public boarding secondary schools in the eleven constituencies of Nakuru county .A
representative sample of the chosen schools was selected. Data was collected by administration
of two sets of questionnaires, for the appraisers and appraisees. Analysis thereafter followed
through use of a computer software package (SPSS).Descriptive and inferential statistics were
performed, data was then presented in charts, tables and graphs. The findings of the study
indicated that there is a relationship between performance appraisal and commitment of teachers,
this is a significant correlation. The findings of this study would be useful in future evaluations
of employees in different organizations for better performance.
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OPERATIONAL DEFINITION OF TERMS

Appraisal Tools -These are techniques of evaluating employee’s job performance.

Appraisees - The employees whose performance is being evaluated

Appraisers -The person carrying out performance appraisal of employees

Feedback -These are periodic discussions between the supervisor and the subordinates  to
monitor the latters™ progress in achieving the standards and making plans for any required
developments.

High Schools- Secondary schools

Policy-A course of action for dealing with a particular matter or situation

Target Population-That population to which a researcher wants to generate the results of a
study

Training-Methods used to give new or present employees the skills they need to perform their

jobs
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CHAPTER ONE

INTRODUCTION
1.1 Background to the Study
Performance appraisal refers to a process, which studies and evaluates the job
performance of personnel formally (Mondy, 2008). Appraisal is an effective instrument
in the human resources management, which if performed correctly and logically, the
organization will get its personnel to achieve their interest (Rezghi, 2000). Human
resources are arguably the most valuable assets of any organization and obviously
constitute the largest corporate investment (Roslender et al., 2009).
According to Angelo S. DeNisi and Robert D. Pritchard (2006) “Performance appraisal” is
a discrete, formal, organizationally sanctioned event, usually not occurring more
frequently than once or twice a year, which has clearly stated performance dimensions
and or criteria that are used in the evaluation process. Furthermore, it is an evaluation
process, in that quantitative scores are often assigned based on the judged level of the
employees job performance on the dimensions or criteria used, and the scores are
shared with the employee being evaluated.
There are various traditional appraisal techniques presently used by different
organizations according to their objectives. Yee & Chen (2009) identifies different
techniques of performance appraisal, including: ranking; trait scale; critical incident;
narrative; and criteria based. Terrence & Joyce (2004) also identifies other methods of
measuring staff job performance including management by objective (MBO); work

planning and review; 360 degree appraisal; and peer review. Some organizations would



choose the multi-factorial approach, that is to“ mix and match” or combine different
techniques for their own performance appraisal that would meet their organizational
needs. All available methods have their advantages and disadvantages. Whatever the method
of an appraisal, it must effectively address a particular organization’s human resource
deficiencies. An effective performance appraisal system should help the organization achieve

its goals and objective if it is properly implemented.

1.1.1 Employee Commitment and Satisfaction

In contemporary organizational management literature, the most common measures of job
attitude are job satisfaction and employee commitment (Johns, 1996; Salancik, 1995). The
seminal work by Herzberg, Mausner and Snyderman (1959) in the late 1950s laid the
groundwork for research that continues today on job attitudes, factors determining those
attitudes, and the effects of job attitudes on employees. Their stated purpose in studying job
attitudes was to build a definitive understanding of human work motivation, particularly the
meaningfulness of work in bureaucratic organizations of their era.

Nearly 50 years later, much of their work remains relevant to investigating teacher labor
force behavior. Among other things, the early work of Herzberg et al. brought attention to the
differences between factors associated with work itself (i.e., the nature of the type of job or
profession) and those associated with the specific workplace. Influenced by the theories of
Maslow, Herzberg et al. (1959) claimed that employees’ needs for “self-actualization™ are
primary determinants of job attitude. The five factors most common among employees with
high job attitudes were: achievement, recognition, the work itself, responsibility, and

advancement. The researchers identified a second class of needs associated with the



particular job context and asserted these needs are secondary factors influencing job attitude.
Among these workplace factors are company policy and administration, supervision
associated with both technical and interpersonal issues, and working conditions.

Further, data from their study led Herzberg et al. to hypothesize that the two classes of
psychological need are not arrayed along a continuum, but rather are two more or less
distinct sets of factors: Theoretically, given an individual operating from a neutral point, with
neither positive nor negative attitudes towards his job, the satisfaction of the factors, which
we may call the “satisfiers,” would increase his job satisfaction beyond the neutral point.

The absence of satisfaction to these factors would merely drop him back to this neutral level
but would not turn him into a dis-satisfied employee. Contrariwise, there should be a group
of factors that would act as “dis-satisfiers.” Existence of these negative factors would lead to
an unhappy employee. The satisfying of these factors, however, would not create a happy
employee (pp. 111-112). Although more recent research has vyielded various other
conceptualizations and measures of job attitude, the viability of this relatively simple
construct of satisfaction playing out within two domains that of work itself and that of a
specific job context—continues to ring true. Since the time of Herzberg et al. (1959), there
has been abundant research on job satisfaction in a wide range of occupational fields,
including education. Indeed, Kottkamp (1990) asserts, “job and career satisfaction are
without doubt the most studied of all teacher attitudes” (p. 97). And yet, as a result of his
review of research on teacher attitudes, he concluded that the state of teacher attitude and job
satisfaction research at that time had not yet led to an understanding of teacher behaviors in
or relative to the workplace. Satisfaction has, though, come to be widely accepted as an

antecedent, or at least a correlate, of employee commitment in both the management
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literature (Cohen, 2003; Lambert, Hogan, & Barton, 2001) and the education literature
(Bogler, 2001; Reyes, 1990; Rosenholtz, 1989). And the idea of two distinct but intersecting
“worlds” to which teachers develop commitment—their work and their workplaces—
continues to be useful as researchers examine the interconnections among teachers, the
teaching profession, and school organizations (Firestone & Pennell, 1993; Somech & Bogler,
2002).

In applying the concept of commitment to teachers, two types of commitment are widely
discussed in the literature. The first is professional commitment, which is characterized by
“client orientation, loyalty, professional autonomy, conformity to professional standards, and
ethics” (Somech & Bogler, 2002, p. 558). The second, organizational commitment, centers
on the teacher’s commitment to the specific school in which he or she is working. Committed
employees are more likely to be loyal to their organization, support organizational goals,
demonstrate positive work behaviors (e.g., low absenteeism), and exhibit motivation to

perform well (Mitchell et al., 2001; Reyes, 1990; Somech & Bogler, 2002; Van Dick, 2001).

1.1.2 Performance Appraisal and Employee Commitment

The efforts of employees can determine the success and survival of an organization
(Drucker, 1994; Barney, 1995), and appraisal is potentially one way in which those
efforts can be aligned with the aims of an organization, employees can be motivated
and their performance managed (Orpen, 1997; Martin & Bartol, 1998; Cook & Crossman,
2004). Performance appraisal is among the most important human resource (HR)

practices (Boswell & Boudreau, 2002; Judge & Ferris, 1993; Yehuda Baruch, 1996) and one



of the more heavily researched topics (Fletcher, 2002),it is also a subject of research
for over 70 years (Landy & Farr, 1980).

However, many organizations express dissatisfaction with their appraisal schemes (Fletcher,
1997). According to Fletcher (2001), this may signal a lack of success of performance
appraisal as a mechanism for developing and motivating people. There is general
consensus among performance appraisal researchers and practitioners that assessment
of appraisal reactions is important (Keeping & Levy, 2000). For instance, it is frequently
argued that in order for performance appraisal to positively influence employee
behavior and future development, employees must experience positive appraisal
reactions. If not, any appraisal system will be doomed to failure (see, e.g. Cardy & Dobbins,
1994; Murphy & Cleveland, 1995). Performance Appraisal satisfaction is the most frequently
measured appraisal reaction (Giles & Mossholder, 1990; Keeping & Levy, 2000).

One of the most important success factors in today’s turbulent and competitive
business environment is an energetic, competent, motivated, productive and highly
committed and innovative human resource. With the realization that Human Resource
(HR) is indeed an organization’s valuable asset and hence, a source of competitive
advantage, there is a need for organizations to address the effectiveness of their
employee participation in decision making, performance appraisal and career planning
systems as well as how responsive these practices are in enhancing job commitment
of employees. The success, survival and competing power of organizations depends on
the commitment of their members, and this may to a large extent depend on how
satisfied the employees are in respect of the organization’s appraisal mechanism, extent

of participation in decision making as well as career planning strategies.
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1.1.3 Performance Appraisal in Public Schools

P.A of teachers is very critical in that it helps in the identification of individual's current
level of job performance, motivation and helps them (teachers) in identifying training and
development needs, provides information for succession planning, enables coaching and
counseling of teachers, controls the behavior of both teachers and principals, improves
internal communication and thus helping in setting performance goals and assessing potential
for promotion of employees among many others.

According to Ontario (2006) report on Teachers Performance Appraisal systems, it noted that
the current teacher P.A system requires experienced teachers to be appraised every 3 years. It
also noted that teachers received an overall rating of exemplary good, satisfactory, or
unsatisfactory. If unsatisfactory rating, the principal and teachers would prepare an
improvement plan outlining the steps that the teacher would take to improve his or her
performance and the supports that would be needed in order to carry them out. According to
Brown (2003), the appraisal system is the mechanism that is used to translate the school's
strategic plan into action. The current appraisal system used by schools lacks focus of
organizational objectives. Such systems fail to emphasize goal setting, assessment, and skill
development and ultimately contribute little to school success and learning.

P.A of public high school teachers in Kenya is currently faced by a lot of challenges thus
denotes some weakness. According to MOEST (2005) session paper no 1 report, teacher
promotion has not been based on performance but on qualifications, which have contributed

to internal inefficiencies.



1.2 Statement of the Problem

In the broad context of commitment, research indicates that some authors raise a concern as
to whether or not commitment is a reasonable expectation for employers to hold for their
employees in today’s work environment where changes in leadership and organizational
focus may occur rapidly (Hawkins, 1998). Laabs (1996) stated that the old employment
contract of lifetime employment in exchange for loyalty is gone. Unfortunately for many
institutions, commitment fled with it. Morrow & McElroy (1993) reported however that the
notions concerning the lack of commitment among employees today has served as a catalyst
for the further study of employee commitment. Most schools are under constant pressure to
evaluate their employees within the stipulated terms in the year. The appraisal process takes
place within poor environment and conditions leading to less commitment among teachers.
This in turn leads to a core of employees who are less committed to the values, and goals of
the institution; and hence perform dismally (caudron, 1996; Meyer &Allen, 1997)

Carrel (1989) identifies some of the factors causing decline in commitment of public
secondary teachers. He outlines failure to provide the necessary customized appraisal
systems and motivation to these teachers by the concerned agents. He further says that in
most cases, the public secondary school teachers have been used as a tool of production that
may only come to the picture during analysis of the final examination results. While this is
the case, the Kenya government on the other hand, has constantly increased its budget
allocation to the ministry of education. This has been the surprise of many Kenyans who
have been left wondering whether the government ever factored a portion of this budget
rewards towards the aversion of commitment trend that has impacted very adversely on the

overall performance of form four graduates.



Ogutu (2010) looked into factors affecting commitment of public school teachers where he
postulated that monetary reward and leadership style are some of the major factors that affect
commitment of teachers .He further said that there is need for principals of all public schools
to undergo training through seminars and workshops in order to equip them with relevant
skills pertaining evaluation system. Agesa (2005) did a thorough work in trying to show the
effects of employee appraisal on performance of teachers. He argues that the appraisal
systems should not be used by principals to discriminate against teachers on basis of age,
gender, ethnicity political affiliations among others.

Ngeno (2007) recommends that teachers should be informed of the appraisal tools and the
content of the tools .More so the feedback and involvement of employees should be done
promptly to avoid delays. He further says that there is need to put up a better policy on
performance appraisal of teachers in the country. In relation to the above no research seems
to have been done on teacher performance appraisal and its influence on their work
commitment. The current literatures are still unclear in giving explanations of the
relationship between performance appraisal and teacher commitment in Kenya. The process
of assessing the relationship of performance appraisal and teacher commitment is very
important in enhancing employee performance; therefore this study attempts to investigate
the relationship that exists between performance appraisal and the commitment of teachers in

Nakuru public schools.



1.3 Research Objectives

General Objective
The general objective of this study was to examine the relationship between performance
appraisal and the commitment of teachers in Nakuru county schools
Specific Objectives
i. To assess the relationship between the time of appraisal and the commitment of
teachers in Nakuru county
ii.  To find out how the various appraisal methods used in schools affect commitment of
teachers
iili.  To assess the relationship between performance appraisal feedback and commitment
of teachers
iv. To find out how performance appraisal decisions affect commitment of teachers in

schools

1.4 Research Questions

The study sought to answer the following questions
I.  What is the relationship between the time of appraisal and commitment of teachers in
Nakuru County?
ii. How do the various appraisal methods used in schools affect commitment of
teachers?
iii.  What is the relationship between Performance Appraisal feedback and commitment
of teachers?

iv.  How do performance Appraisal decisions affect commitment of teachers in schools?



1.5 Significance of the Study

According to research which was carried out by Mzenge (1983) appraisal systems
used by most supervisors are strictly confidential and the workers have no chance of
knowing the contents of the evaluation reports. This study recommended a participatory
approach to appraisal system. Appraisal of teachers is triggered when an employee,
especially teachers apply for promotion or renewal of contract. This should not be the
case as appraisal is supposed to be an ongoing process. The study also shed some light
on commitment whereby it elaborated on effective ways in which performance appraisal
could be incorporated in order to increase the level of commitment among teachers.

Most appraisal systems rely on personality traits. Job performance and ability to achieve
is given little emphasis as can be deduced from confidential reports. This study
emphasizes that principals should be given formal instructions or guidance on how to
handle teacher performance evaluation as the current system does not have a
provision for the same. Its aim is to advice principals to give feedback to employees
after appraisal. Other researchers could use the research findings as it adds to the existing

pool of knowledge.

1.6 Scope of the Study

The study attempted to assess the relationship between performance appraisal and teacher
commitment in public schools in Nakuru County Kenya. The major focus was on all teachers

employed by TSC.
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CHAPTER TWO
LITERATURE REVIEW

2.1. Introduction

Employee appraisal which is also known as Performance appraisal is a process
designed to evaluate, manage and ultimately improve employee performance. It should
allow the employer and employee to openly discuss the expectations of the
organization and the achievements of the employee. That is, the primary emphasis is
on future development of the employee within the objectives of the organization.
There is no universally accepted model of performance appraisal. However , more often
than not this process is designed around the following elements: setting performance
goals and objectives; measurement of performance against those goals and objectives;
feedback of results; amendments to goals and objectives. Performance appraisal
systems can provide organizations with valuable information to assist in the
developments of organizational strategies and planning. The information gained from
this process can assist: in identifying and developing future management potential; in
increasing performance and overall productivity; it works towards identifying strengths
and managing weaknesses; in providing clarity to employees about an organization’s
expectations regarding performance levels; in providing an opportunity to audit and
evaluate current human resources and identify areas for future development.

Managers may conduct appraisals primarily to affect employee input through the
feedback process, or justify some sort of human resource action (termination, transfer,
promotion etc). Jawroski & Kohli (1991) identify other benefits that can be obtained

from performance appraisals. Among these benefits are increase in role clarity,
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performance, and job satisfaction. Given the positive returns obtained from performance
appraisals, one could reasonably expect that organizations would devote considerable
resource to the appraisal process. Correspondingly , It may be anticipated that managers
try to make certain that the dimensions of the appraisal process are known,
understood, and supported by the participants.

There's probably no management process that has been the subject of more research
than the employee appraisal. At the best managed companies, the employee appraisal
is no joke —it is a serious business that powers the success of the organization.
(Montague, 2007)

It has been suggested that to enhance satisfaction, managers should consider
expanding the evaluation criteria to include those criteria which are important to the
employee, perhaps creating a participatory employee appraisal system. (Thomas & Bertz,
1994) In fact, employee input into the process has been described as having an impact
on the perceived fairness of the evaluation (Latham at el. 1993).

It has been stated that the opinions of employees, as they pertain to the appraisal
system, may be greater determinant of the system's effectiveness than the validity or
reliability of the system itself (Wanguri ,1995). As stated by Thomas & Bretz (1994)
without a sense of ownership, both managers and employees may view the process
with fear and loathing. Thus, they contend that a major concern in the evaluation
process is an acceptance of the system by those employees being evaluated. To this
end, if employees believe they are evaluated based upon inappropriate criteria, it
would follow that their commitment to and satisfaction with the organization

supporting this particular evaluation system would be correspondingly reduced.

12



According to Brown (2003) new industrial type of techniques such as, performance —
based evaluations and the introduction of market type consumerism in education with
emphasis on customer choice should be embraced in the teaching profession.

According to Garry (2003) performance Appraisal means evaluating an employee's
current or performance to the person’s performance standard. Appraisals involve
:setting work standards, assessing the employee's actual performance relative to these
standards and proving feedback to the employee with the aim of motivating that
person to eliminate deficiencies or to continue to perform above par. Performance
appraisal was a method of evaluating employee behavior at the workplace. It included
both quantitative and qualitative analysis. This include, an organization's evaluation of
individual's level performance and a review of how well an employee was carrying
out the tasks associated with his job. It was therefore systematic and objective way of
judging the relative worth or ability of an employee in performing his task.

Brown (2003) stated that modern appraisal systems increasingly seek to incorporate
objective —setting measurements of results and potential for performance improvement.
Appraisals were therefore designed around targets set for each employee. However, a
balance must be struck so as not to lose the personality traits altogether Ways of
stricking a balance included -:behavior —based generic tasks, performance indicators
,Standards in the annual appraisal, developing value statements for the school,
assessment of whether the code of conduct had been adhered to and developing and
including a set of desired core competencies in the appraisal. Employee appraisals
helps to identify those who are performing their assigned tasks well and those who

are not and the reasons for such performance.
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Other reasons/purposes for appraisal include-:ldentification of individual's current level
of job performance, identification of individual's strength and weaknesses and a basis
for rewarding employees in relation to their contribution to the organization's goals. It
motivates individuals and also helps them identify training and development needs. It
also provides information for succession planning ,enables counseling and coaching
of individuals and helps control their behavior of both the individual and their
supervisor. Finally, it improves internal communication, sets performance goals and

assesses potential for promotion

2.2 Theoretical Review
2.2.1 Organizational Commitment

Organizational commitment is the relative strength of the individual’s identification with, and
involvement in, a particular organization. It consists of three factors as highlighted by
Armstrong (2006)They include: a strong desire to remain a member of the organization;
a strong belief in, and acceptance of, the values and goals of the organization; and a
readiness to exert considerable effort on behalf of the organization.

An alternative definition of organizational commitment emphasizes the importance of
emotions, costs and personal values in creating commitment. Meyer & Allen (1993)
identified and defined three components of organizational commitment namely: Affective
Commitment: Continuance Commitment; and Normative Commitment

These three components of commitment are alternatively described by Brief (1998) as

the product of (i) emotional attachments (affective commitment), (ii) the costs of leaving,
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such as losing attractive benefits or seniority (continuance commitment) and (iii) the
individual personal values (hormative commitment).

According to Meyer & Allen (1993), affective commitment is concerned with
employees’ attachment to, identification with and involvement in the organization. It
therefore, follows that; affective commitment to the organization could be characterized
by a sharing the values, a desire to maintain membership and working without any
expectations for the benefit of the organization.

In consequence of the affective commitment, employees want to maintain their
memberships in the organization (Dawley et al., 2005). Affective commitment refers to
feelings of belonging and sense of attachment to the organization and it has been
related to personal characteristics, organizational structures, and work experiences, for
example; pay, supervision, role clarity and skill variety(Hartmann, 2000).

Continuance commitment on the other hand refers to employees’ assessment of
whether the costs of leaving the organization are greater than the costs of staying.
Employees who perceive that the costs of leaving the organization are greater than the
costs of staying remain because they need to. In other words, individuals do not leave
a company for fear of losing their benefits, taking a pay cut, and not being able to
find another job (Murray et al., 1991).Normative commitment refers to an employee’s
feelings of obligation to remain with the organization. According to Meyer & Allen’s
(1991), the individual commits to and remains with an organization because of feelings
of obligation. These feelings may be derived from many sources. For example, the
organization may have invested resources in training an employee who then feels a

‘moral’ obligation to put forth effort on the job and stay with the organization to
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‘repay the debt.” It may also reflect an internalized norm, developed before the
person joins the organization through family or other socialization processes, that one

should be loyal to one’s organization.

2.2.2 Approaches to Organizational Commitment

Approach to organization is conceptualized in a variety of ways Stevens (1978) suggested
that the different conceptions of organizational commitment can be subsumed in two
categories, exchange approach and psychological approach. Exchange approach view
commitment as an outcome of inducement / contribution transactions between the
organization and member, with explicit emphasis on the instrumentalities of membership as
the primary determinant of the member‘s accrual of advantage or disadvantage in the
ongoing process of exchange-based conception of commitment, the psychological approach
as originally conceived by porter and smith (1970) is a more active and positive orientation
toward the organization. The two approaches will be discussed further in the following
sections.

A. Exchange Approaches

The exchange approach is made up of the approaches, namely behavioral and attributions
approach. The two approaches are discussed in detail in the following paragraphs.
i.  Behavioural Approach

The behavioural approach grew out of (Becker’s, 1960) work. This is known as the
exchange-based or side —bet theory (Becker’s ,1960) and hold that individuals are committed
to the organization as far as they hold their positions and accumulate better (or incur greater

costs at departure), this may dissuade them for seeking alternative employment. Individuals
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are committed to the organization because the benefit assimilated with staying in the
organization are higher than the alternative opportunities and cost to leave (Blau & Boal,
1987; Collins &Seller, 1988).Commitment is thus an outcome of Inducement or contribution
transactions between an organization and its members (Blau & Boal, 1987).
According to Stevens (1987), a limitation of exchange-based measure of commitment stems
from the lack of empirical evidence that they are, in fact related to particular ongoing
behavior outcomes within the organization.

Attributions Approach
This approach focuses on attitudes that result in the attribution of commitment according to
Johnston and Snizek (1991); these attributions are made in part in order to maintain
consistency between one’s behavior and attitudes. This is a moral or attitudinal approach in
which the individual behavior is guided by emotion or heart, or what Etzioni called
affective/value rationality (Johnston&Snizek,1991).The individual is socialized by showing
active participation and affective participation for the goals of the of the organization (Bar-
Hayim & Berman 1992;Randall ,1990).Accordingly ,organizational commitment is
conceptualized as a state in which an individual identifies with particular organization and its
goals, and he/she wishes to maintain membership in the organization in order to facilitate its
goals(Blau &Boal,1987).
The attributions approach (Reichers, 1985) conceptualizes commitment as a binding of the
individual to behavioural acts, which occurs when individual's attribute of commitment to

themselves after engaging in behaviors that are volitional, explicit, and irrevocable.
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B. Psychological Approach

The psychological approach relates to the process of identification and dedication of one’s
own energies to the organization’s goals. An organization has to foster in its employee
feeling of commitment to their work world, commitment to the organization and its values
and goals, commitment to one’s occupation, commitment to one’s career, and a strong work
ethic (Dalton Tudor,1993; & Porter,1985).This is also known as the psychological approach,
and conceptualizes commitment as an attitude or an orientation toward the organization that
links or attaches the identity of the person to the organization. The three component of this
orientation consist of (a) identification with the goals and value of the organization, (b) high
involved in its work activities and (c) a strong desire to maintain membership in the
organization (Porter, Streets, Mowday &Boulian, 1974, Streers, 1977).

According to Buchanan (1974), together these psychological approaches to commitment
depict a decidedly positive, high-intensity orientation toward the organization. In additional,
they include, but go beyond the hesitancy to leave component that has been the fundamental
dimension represented in exchange-based measure of organizational commitment.

There are thus two approaches to organizational commitment, namely exchange based and

psychological approaches.

2.2.3 Models of Organizational Commitment

A Search in the literature shows that the study of organization commitment can be classified
into various models. Models are important in study of organizational commitment as they
explore the different perspectives studied and documented and how they are expressed in an

organizational setting. The various models classify organizational commitment as either one-
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dimensional or multidimensional. The following paragraph will explore these models in
detail.

a) O’Reilly and Chatman model
O’Reilly and Chatman (1986), as discussed in Meyer and Herskovits (2001p305), developed
their multidimensional framework based on the assumption that commitment represent an
attitude toward the organization, and that there are various mechanism through which attitude
and behavior changes, O’Reilly and Chatman(1986)argued that commitment takes on three
forms, namely:
Compliance: This occurs when attitude and corresponding behavior are adopted in order to
gain specific rewards.
Identification; This occurs when an individual accept influence to establish or maintain a
satisfying relationship
Internalization: This occurs when influence is accepted because the attitude and behavior an
employee is being encourage to adopt are congruent with existing value. The employee’s
psychological attachment can reflect varying combination of these three psychological
foundations (O’Reilly & Chatman 1986).
Organizational commitment is thus multidimensional and takes on three forms namely:
compliance, identification and internalization.

b) Etzioni’s model
Etzioni’s model encompasses three perspectives, namely: Moral commitment Calculative
commitment and Alienative commitment. These perspectives will be explored in the

paragraphs below.
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i) Moral commitment
Moral commitment represents one of the two affective perspectives of organizational
commitment. Calling it moral commitment, Etzioni (1961), viewed it as emanating from a
symbol compliance structure. Moral commitment is characterized by the acceptance of and
identification with organizational goal (Patchen, 1970).According to Hall (1970), it may be
bought off as a kind of organizational identification. Wiener (1982) labeled such forms of
affective organizational attachment (e.g. moral involvement), commitment. He used this label
because of his association of organization identification with the commitment work of porter
and his colleagues (porter, Mowday & Boulians, 1974; Steers,1977).Thus measure such as
those of Hall (1970)and Porter(1974)are currently intended to operationalize affective
dimensions of commitment ,similar to Etzioni’s (1961)moral involvement.
i) Calculative commitment

Calculative commitment is based on the employee receiving inducements to match
contributions. Etzioni (1961 saw this type of organizational attachment as typical compliance
systems which are based on an exchanges. Thus, it is conceptually rooted in the exchange
theory of Barnard (1938) & March & Simon (1958).Calculative commitment needs not to be
reduced to willingness to retain organizational membership. It may be thought of in the
broader terms of an instrumental organizational membership-the traditional concept of
calculative commitment may be more closely associated with an affective form of
organizational commitment. For example, a willingness to forfeit organizational membership
may result of anger (negative affect) toward the organizational. Consistent with Etzioni’s
(1961) model, such feeling emanate from alienation (affective organizational attachment)

rather than a calculative commitment. Moreover retention of membership may reflect a
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personal identification with the organization, and such positive affect may be more
appropriately associated with moral involvement in the Etzioni model (Etzioni, 1961).
iii) Alienative commitment

Alternative commitment represents an affective attachment to the organization. Etzioni
(1961) originally describe alternative involvements as typical of a prison or military basic
training camp in which coercive compliance system is prevalent. Alienation can be viewed as
a basis for organizational commitment if one thinks of an employee’s commitment to the
organization as a consequence of (a) a lack of control over the internal organizational
environment and (b) the perceived absence of alternative for organizational commitment.
Etzioni (1961) borrowed the word alienation from the work of Karl Marx who gave
alienation its classic definition, a lack of control which is a perceived inability to change or
control the organization in this context. To the alternatively committed worker, reward and
punishment may seem random rather than a direct result of the quality or the quantity of
work (Etzioni, 1961).The employee’s perceived sense of randomness provided the sense of
loss of control. Thus the negative affective attachment to the organization, ascribed by
Etzioni to the alinatively involved employee develops. An employee who is alienatively
committed to the organization may stay because of lack of alternatives or fear of financial

loss.

2.3 Performance Appraisal System

Virtually all organizations have some formal or informal means of appraising their
employees’ performance. Dessler (2008) defined performance appraisal as any procedure

that involves (i) setting work standards, (ii) assessing employee’s actual performance
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relative to those standards, and (iii) providing feedback to the employee with the aim
of motivating him or her to eliminate performance deficiencies or to continue to
perform above par.

Organizations can therefore, monitor the development of desired employee attitudes
and behaviors through the use of the appraisal mechanisms. This appraisal-based
information could be used for changing the selection and training practices to select
and develop employees with the desired behaviors and attitudes. However, the
effectiveness of skilled employees will be limited unless they are motivated to

perform their jobs.

2.4 Performance Appraisal and Reward Decisions

In the arena of human resource management (HRM), performance appraisal and reward
decisions have been shown to be critical to performance management systems and
tend to influence a variety of employee attitudes such as job performance, commitment
to the organization and tenure intent (Holbrook, 1999; Schuler & Huber, 1993). In a
broad sense, in both of these functions, the role of organizational justice principles or
fairness has been emphasized by several authors (Folger, Konovsky & Cropanzano, 1992;
Taylor, Tracy, Renard, Harrison & Carroll, 1995). While distributive justice principles are
closely associated with reward distributions, the procedural justice principles of due
process are closely associated with performance appraisal practices.

Further, effective performance appraisal practices are instrumental to administrative

decisions organizations make such as merit pay allocations or promotions (Fletcher,
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2001). Thus, one can conceptualize performance appraisal and reward distribution
decisions as two critical aspects of performance management systems.

Past research on reward distribution practices across cultures seem to indicate that
individualistic cultures adhere to the equity norms more than collectivist cultures
(Ahmad, 2004; Berman, Murphy-Berman & Singh, 1985; Kim, Park, & Suzuki, 1990).
Similarly, prior studies (Ramamoorthy & Carroll, 1998; Entrekin & Chung, 2001) have
shown that employee attitudes towards performance appraisals (e.g., formal versus
informal appraisals; level of control in the appraisal process) vary as a function of
individualistic versus collectivistic orientations of employees. However, cross-cultural
research seems to indicate that significant cultural differences seem to exist across
cultures in terms of managers’ view of subordinates and their performance (DeVoe &
lyengar, 2004), perceptions of performance management (Woods, 2003), level of
differentiation between low and high performers (Shibata, 2002), and preferences for
formal versus informal appraisal systems (Ramamoorthy & Carroll, 1998). As justice
perceptions appear to be norm-based, an understanding of people's perceptions of
fairness in organizations across cultures requires considering the prevailing cultural
standards and norms (Greenberg, 2001).

An effective performance management system presupposes an effective performance
appraisal system (PAS) that measures individual performance accurately and rewards
employees based on their performance (Ahmad, 2004; Fletcher, 2001). Thus, PAS should
be instrumental to effective reward system thus resulting in an effective performance
management system. Taylor, et al., (1995) tested the due process metaphor with the

incorporation of procedural justice principles inthe PAS and found that due process
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principles resulted in more positive attitudes such as perceived fairness, intent to
remain with the organization, accuracy of performance appraisal and positive attitudes
about the managers (raters).

Similarly, Holbrook (1999) also reported that procedural justice principles in PAS
resulted in positive employee attitudes such as satisfaction with the system among the
employees. Hofstede (1980; 1992) introduced the individualism-collectivism (IC) variable
as a cultural level variable to the international management literature and suggested
that management practices differ across cultures. In individualistic societies, an
individual’s identity and individual interests are paramount whereas in collectivist
societies an individual’s identity is submerged in the group (Ramamoorthy & Carroll,
1998). Also, in these societies group interests and goals are paramount to individual
goals and interests. Further, in individualistic societies competitiveness is the norm
whereas in collectivist societies cooperation is the norm.

In terms of distributive justice norms, individualistic societies endorse equity norms in
reward allocation and collectivist societies endorse equality norms in reward allocations
(Ahmad, 2004; Gomez-Mejia & Wellbourne, 1991; Parkes, et al., 2001). One aspect of
equity theory suggests that rewards should be proportional to the individuals’ effort
and/or performance, commonly called as pay-for-performance although this has been
interchangeably used with equity or distributive justice. Individualists’ preference for
equity in the distribution of rewards is generally attributed to a concern with promoting
productivity and task achievement, while collectivists’ preference for equality 1is

attributed to a concern with maintaining group harmony. Collectivistic cultures are less
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concerned with individual standing or the amount that each individual receives than
members of individualistic cultures.

The due process metaphor in PAS encompasses three essential principles (Folger, et al.,
1992; Taylor et al., 1995). The first principle of adequate notice suggests that how,
when, and against what standards individuals are to be evaluated be published and
communicated well in advance. The second principle of fair hearing suggests that
employees be given the opportunity to participate in the formal review meeting in
which an employee is informed of a tentative evaluation and how it was derived with
an opportunity to provide rebuttal evidence. The third principle of judgment based on
evidence requires that managers apply the performance standards consistently across
employees without any bias or prejudice. The fourth principle stipulates that one
should provide employees control over the PA process and opportunity for input into
the process. Since several employment decisions such as termination or promotion or
pay decisions are made on the basis of such formal appraisal systems, adherence to
due process principles of procedural justice may be quite critical to performance
management, at least, in individualistic cultures that emphasize individual rights and
achievements.

Available evidence seems to indicate that formal appraisal systems consisting of due
process may be more characteristic of individualistic societies than collectivist
societies. Performance appraisal practices in collectivist societies tend to be informal
and may include peer group members providing feedback and adherence to group

norms (Parkes, et al., 2001; Robbins, 2002). Generally speaking, organizational justice
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refers to perceived fairness in the workplace and comprises of distributive, procedural,
and interactional justice (Greenberg, 1990).

Distributive justice perception is concerned with the perceived fairness of the outcome
grounded in Adam’s (1965) equity theory. Although Adam’s equity theory is concerned
with an evaluation of one’s own inputs with outcomes with that of a comparison
others, distributive justice may also involve an evaluation of one’s own performance
or effort and the associated rewards without any specific reference to comparison
others. Procedural justice is based on dispute resolution models (Thibaut & Walker,
1975) and is concerned with the fairness of the procedures used in the distribution of
the outcome. This dimension of justice is concerned with the processes used by
organizations to allocate rewards and may consist of adequate notice about performance
for expectations, clear communications of these standards, involvement of the
supervisors and subordinates in the setting of performance standards, periodic review
of task accomplishment, accurate performance feedback, and an opportunity to resolve

grievances with the supervisors.

2.5 Appraisal Tools

Employee appraisal systems help managers evaluate employee job performance and develop
a fair system of pay increases and promotions. Appraisals in turn can help staff members
improve performance, and assist companies in devising or reorganizing job functions to
better fit the position or the employee. In addition, employee appraisals may reveal outdated

or inefficient business practices. Effective employee appraisal systems incorporate goals to
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help improve the employer as well as the employee, through the application of appropriate
and timely feedback and training.

(A) Trait-Focused Performance Appraisal
Swan S William(1991)discusses trait-rating whereby the centre piece of appraisal is a
list of personality such as problem solving ability, co-operation, dependability and
punctuality. Supervisors rate employees by indicating specific traits each employee exhibits.
Most trait-focused systems use a simple checklist with ratings or similar options. This system
is traditionally popular with customer service departments. These types of evaluations are
subject to the supervisor's personal bias, and the majority of employees end up with marks
which limits this reliability and accuracy.
(B) Alternation Ranking Method (ARM)
Gary(2003)said that the method of ranking employees from the best to the worst on a
trait . Since it is usually easier to distinguish between the worst and best employees, an
alternation ranking method is most popular. First, list all subordinates to be rated, and then
cross out the names of any not known well enough to rank. Then, indicate the employee who
is the highest on the characteristic being measured and also the one who is the lowest. Then
choose the next highest and the next lowest, alternating between highest and lowest until all
employees have been ranked.
(C) Behavioral Anchored Rating Scale (BARS):
A behaviourally anchored rating scale combines the benefits of narratives, critical incidents,
and quantified scales, by anchoring a rating scale with specific examples of behavioural
activities for good or bad performance. Its supporters say it gives more equitable appraisal

than do the other tools we discussed. Although BARS scales still present performance on a
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continuum; they provide specific behavioral anchors to help clarify the meaning of the
performance dimensions and help calibrate the raters' definitions of what constitutes good
and poor performance. Some supporters of behaviorally focused scales also claimed that they
would remove unnecessary subjectivity (Latham & Wexley, 1977). BARS is judged from a
set of scales- one scale describes each job dimension, or broad types of duties,
responsibilities, or activities of a job.

Placed on a scale are a set of statements clarifying of worker behaviour on the particular job
dimension. Rating dimension would vary according to the nature of the job- between six and
nine seems quite common. For example one British study identified seven: Supervision of
operators, scheduling and planning, technical troubleshooting, handling men,
communications, administrative problems of wiring wire and dealing with other departments.
BARS system has got substantial advantage it has some draw back as well such as time
consuming and expensive. Some of them have identified ten dimension of performance. They
are interpersonal relationships, organizing and planning, reactions to problems, reliability,
communicating, adaptability, growth, productivity, quality of work and teaching.

(D) Mixed Standard Scales:

These scales are made to make the evaluation system reliable through confirming each
individual rates, each scales rate and each rater rates and to minimize halo and leniency
errors (Blanz & Ghiselli, 1972). The idea of mixed standard scale has come from the logic of
forced choice method. Halo and leniency errors could reduce if ratings are not made on a
scale where statements come in an obvious order of merit hierarchy. Practical findings
provide support to these hypotheses (Saal & Landy, 1977). This scale is choosing three items

for each performance dimension which are good, average and poor.
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(E) Management by Objectives (MBO)

In theory, at least, Management by Objectives provided a clear and unambiguous framework
for specifying and measuring employee performance. Labovitz and Baird have given some
ideas about MBO that is:

“MBO approach to managing people is a process of continually structuring expectations
through mutual goal setting with subordinates, establishing action plans and target dates,
reaching objectives and providing feedback. This is a way of managing subordinates that
permits them to meet their personal needs for responsibility, freedom of action and
recognition. At the same time the MBO approach provides a supervisor with an element of
control, and change his or her role from police officer to colleague or coach (Baird, Beatty &
Schneier, 1982).

MBO is introduced in the management for improving performance, reducing role vagueness
and redirecting effort to important organizational target. MBO system could be fit and work
with any types of organization for planning process, a control technique and a form of
individual performance appraisal (Baird, Beatty & Schneier, 1982).

MBO has many positive sides but it has some limitations that we need to consider. The main
issue that a company should consider first to implement MBO is the high level of
management commitment and time frame to reorient the thinking of employees (Patten,
1977). Communication is the key to get a good out come and to prevent the complexity of the
system from primary excitement that will lead into confusion and disillusionment, bring the
result to an end with disinterest and failure. The purpose for the new system needs to be
clearly recognized also, because while MBO is a useful tool for performance planning and

feedback, it is not easily used for administrative decisions (DeVries et al., 1981)
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(F) 360-DegreeAppraisal

Some studies pointed out some issues regarding the design of the 360-degree appraisals
(Seifert, Yukl, and McDonald, 2003), while others have raised questions about the overall
effectiveness of this approach (e.g., Waldman, Atwater, and Antonioni, 1998). Yet, research
on multi-source and upward appraisals continues (e.g., Smither and Walker,
2004).Proponents of the 360-degree feedback approach offer it as a “progressive” means of
conducting performance appraisal, a means that addresses many procedural justice concerns.
Church and Bracken (1997) contend that 360-degree feedback system and other forms of
multi-source or multi-rater assessment methods in organizations have evolved from an
innovative “nice-t0-have” technique administered only to the most senior levels to a “must-
have” tool for integration into overall performance and human resource management
strategies. These systems appear well suited for the flexible, team-based, change-oriented
organizational cultures of many organizations today.

360-degree systems are gaining popularity because they tend to reduce the problems of
previous generations of assessment methods (Antonioni, 1996). Barnes (1997) notes that
360-degree appraisal moves the manager back into a “comfort zone” as she or he is now only
one among a number of assessors. In addition, it greatly reduces the problems of central
tendency, positive skewness, and “halo effects,” it reduces defensiveness on the part of the
appraisee because there are a variety of assessors, and it recognizes that subordinates are best
placed to assess “leadership” or “people management” skills. The technique is said to be
helpful in defending legal challenges of the outcome of appraisals, it meets the demands for
employee empowerment and involvement, and it is a useful tool in tapping employee

opinions and attitudes.
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2.6 Commitment

According to Webster international dictionary (1980), the term commitment refers to the act
of doing or performing something. Oxford dictionary refers to it as the act being engaged or
obliged to do something. It also refers to an obligation or pledges to carry out some action or
policy or to give support to some policy or person. Webster finally referred to commitment as
the decisive moral choice that involves a person in a defined course of action.

Armstrong (2003) defines commitment as attachment and loyalty. However, as defined by M
Dray et al (1982) commitment consists of three components: identification with the goals and
rules of the organization, a desire to belong to the organization and the willingness to display
effort on behalf of the organization, a desire to belong to the organization and the willingness
to display effort on behalf of the organization. Salancik (1978) argues that commitment is the
state of being, in which an individual becomes bound by his actions to beliefs that sustain his
activities and his own involvement.

2.6.1 Commitment and Loyalty

The concept of organizational commitment has attracted a great deal of interest in the Human
resource management and psychology literatures. For example, employee Commitment and
loyalty are central features in the high performance workplace literature in which they are
seen as mediating factors linking different types of human resource Management and
employment practices to enhanced performance.

Establishing a committed and loyal workforce may be associated with enhanced firm
performance through less opportunistic behavior on the part of employees (Green, 2008) or
through influencing their supply of effort, and hence output. Employees’ decisions over their

supply of effort play a key role in various incentive models of worker compensation (see, for
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example, Lazear, 2000) as well as in the efficiency wage literature ( Akerlof, 1982 &
Akerlof, Yellen, 1990). Given such a relationship between employee effort and commitment,
an interesting line of enquiry concerns how the firm may influence the level of affective
commitment via human resource (HR) practices.

Employee commitment and loyalty thus arguably play an important role in the Principal-
agent issues surrounding the separation between the ownership and control of an
Organization. The costs associated with delegated decision-making clearly depend on the
Extent to which the interests of the principal and agent differ (Aghion and Tirole, 1997, and
Athey & Roberts, 2001). In so far as employees who exhibit commitment and loyalty
towards their employer may have interests which are aligned with those of their employer,
the agency costs often associated with the employee-employer relationship are reduced. One
attempt to construct an economic model of identity and work incentives, thus capturing such
motivations, is Akerlof and Kranton (2005), whose analysis, within a principal-agent
framework, suggests that instilling in employees “a sense of identity and attachment to an
organization is critical to well-functioning enterprises” (op. cit., p. 11).

Given that the degree of commitment and loyalty of employees towards their employer Is
fundamentally linked to the way in which employees conduct themselves at the workplace,
As well as the agency considerations that underpin the relationship between employees and
Employers, it is surprising that employee commitment and loyalty have attracted only limited
Attention in the economics literature.

2.7 Feedback

One of the most important conditions is to provide clear, performance-based feedback

to employees (Carroll and Schneier, 1982; llgen et al., 1979; Larson, 1984). Almost 50
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years ago, Maier (1958) highlighted the crucial role of appraisal feedback in the
performance appraisal process.

According to Levy and Williams (2004), “. . . if participants do not perceive the system
to be fair, the feedback to be accurate, or the sources to be credible then they are
more likely to ignore and not use the feedback they receive.” Indeed, the significance of
feedback to the appraisal process as well as to the broader management process has
been widely acknowledged (Bernardin and Beatty, 1984; llgen et al., 1979; Lawler, 1994;
Murphy and Cleveland, 1995).

First, from the organization’s point of view, feedback keeps both its member's
behavior directed towards desired goals and stimulates and maintains high levels of
effort (Lawler, 1994; Vroom, 1964). From the individual’s point of view, feedback
satisfies a need for information about the extent to which personal goals are met
(Nadler, 1977), as well as a need for social comparison information about one’s
relative performance (Festinger, 1954).

Second, feedback potentially can influence future performance (ligen et al., 1979; Kluger &
DeNisi, 1996). Third, it is believed to play a significant role in the development of
job and organizational attitudes (llgen et al., 1981; Taylor et al., 1984).

Performance feedback should include information on how to improve performance,
along with information about what areas of performance need improvement. The
frequency of feedback is also important. The rating scales should focus on results as
much as on processes. Thus, feedback is not only important to individuals but also to
organizations because of its potential influence on employee performance and variety

of attitudes and behaviors of interest to organizations. In summary, the central role of
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feedback to the appraisal process and the importance of examining rates  satisfaction
with appraisal feedback are widely acknowledged (llgen et al., 1979; Keeping & Levy,
2000; Murphy & Cleveland, 1995).

Some of the relevant characteristics that may influence the effectiveness of the
appraisal process include the frequency of the appraisals, the nature of the appraisal
(i.e., written vs. unwritten), the perceived fairness of the evaluation process (Huffman &
Cain, 2000), and the degree to which the evaluation results are discussed with the
employees being evaluated (Dipboye & de Pontbriand, 1981; Landy, Barnes, & Murphy,
1978).

Reactions to feedback are presumed to indicate overall system viability (Bernardin and
Beatty, 1984; Cardy & Dobbins, 1994; Carroll & Schneier, 1982) and to influence future
job performance (Kluger & DeNisi, 1996), as well as job and organizational attitudes
(Taylor et al., 1984). Satisfaction with appraisal feedback is one of the most
consequential of the reactions to appraisal feedback (Dorfman et al., 1986; Giles and
Mossholder, 1990; Keeping & Levy, 2000).

Several researchers (Giles and Mossholder, 1990; Organ, 1988) have asserted that using
satisfaction as a measure of employees™ reactions affords a broader indicator of
reactions to appraisal feedback than more specific cognitively oriented criteria. In fact,
cognitively oriented measures, such as perceived utility and perceived accuracy, are
positively related to satisfaction with appraisal feedback (Keeping and Levy, 2000). In
addition, because appraisals form the basis of several important decisions, satisfaction

with feedback signifies recognition, status, and future prospects within the organization.

34



These various implications of satisfaction with feedback make it a significant
determinant of future behavior and job and organizational attitudes (Taylor et al., 1984).
The central role of the rater to the feedback process has been acknowledged by
several researchers (llgen et al., 1979; Cederblom, 1982; Klein et al., 1987). Therefore,
satisfaction with rater was included as a potential predictor of satisfaction with
appraisal feedback.

Maddox (1987) warns that never should unsatisfactory performance be ignored. The
manager must be sure that unsatisfactory performance is identified and discussed.
Experts believe that 50 per cent of performance problems in business occur because
of lack of feedback. An employee will see no reason to change performance if it
appears acceptable to the supervisor and the organization.

Thompson(1990) further suggests that for the feedback to be effective, this one-to-one
performance discussion must have: mutual trust (confidentiality, fairness, objectivity);
recognition that the performance discussion is a mutual exploration to arrive at a
solution ;two way listening and a supportive behavior on the part of the manager to

make it easier for the employees to talk.

2.8 Problems in the Performance Evaluation Process.

Performance appraisal is one of the oldest management tools available, and the problems
associated with it are equally well established (Michel Beer, 1987). Different scholars have
suggested the possible sources of performance appraisal problems. Accordingly, there are

three major sources of problems in performance evaluation.
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2.8.1 System Design and Operating Problems

According to Michael Beer (1987) many of the problems in performance appraisal stem from
the appraisal system itself, the objectives it is intended to serve, the administrative system in
which it is embedded, and the forms and procedures that make up the system. The
performance system can be blamed if the criteria for evaluation are poor, the technique used
is cumbersome, or the system is more form than substance. If the criteria used focuses solely
on activities rather than output, (results) or on personality traits rather than performance, the
evaluation may not be well received (Junlin & Guoging, 2006).

As Henderson (1984) cited in Deborah & Kleiner (1997), performance appraisal system are
not generic or easily passed from one company to another; their design and administration
must be tailor- made to match employees and organizational characteristics and qualities. In
the study made by Longenecker (1977) on 120 seasoned managers drawn from five different
large US organizations entitled “why managerial performance appraisal are ineffective”, the
majority(83%) of the respondents argued that managerial performance appraisal is destined
to fail because of (among the many reasons cited) unclear performance criteria or ineffective
rating instrument used. This mostly emanates from ambiguity on the job descriptions, goals,
traits and/or the behaviors that will be the basis for the evaluation of the process to fail right
from the start.

According to Deborah & Kleiner (1997) organizations need to have a systematic framework
to ensure that performance appraisal is “fair” and “consistent”. In their study of “designing
effective performance appraisal system”, they conclude that that designing an effective
appraisal system requires a strong commitment from top management. The system should

provide a link between employee performance and organizational goals through
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individualized objectives and performance criteria. The y further argued that the system
should help to create a motivated and committed workforce. The system should have a
framework to provide appropriate training for supervisors, raters, and employees, a system
for frequent review of performance, accurate record keeping, a clearly defined measurement

system, and a multiple rater group to perform the appraisal.

2.8.2 Raters’ Problems in Performance Evaluation

Even if the system is well designed, problems can arise if the raters (usually supervisors) are
not cooperative and well trained (Ivancevich, 2004).This is often because they have not been
adequately trained or have not participated in the design of the program. Inadequate training
of raters can lead to a series of problems in completing performance evaluations, including: :
problems with standards of evaluation, Halo effect, Leniency or harshness, central tendency
error, “Recency of events” error, contrast effects, personal bias(stereotyping); among others*
According to Mark Cook (1995), Performance appraisals suffer from four major problems.
These are Biases, politicking, impressions management and undeserved reputation. Biases
could be consciously or unconsciously because of age, ethnicity, gender, physical
appearance, attitudes and fundamental values of the raters, and personal like or dislike. There
is a growing body of evidence supporting the view that supervisors are often motivated to use
rating inflation as a strategy to manipulate subordinates' reactions to the performance
appraisals they receive. For example, on the basis of interviews with executive Longenecker,
Sims & Gloria (1987) as cited in Y.Fried et al.(1999) identified six major reasons why
managers inflate ratings, they include: to maximize subordinates’ merit raises, to avoid

hanging dirty laundry in public; to avoid creating a written record of poor performance; to
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give a break to an employee who has shown recent improvement; to avoid confrontation with
a difficult employee; and to promote a problem subordinate "up and out™ of the department.
Many of these reasons can be interpreted as supervisors' attempts to elicit positive reactions
from subordinates, such as increasing their work motivation and performance, as well as
increasing subordinates' trust in, and cooperation with, their supervisors.

In addition to the aforementioned reasons for inflation, supervisors may also deliberately
inflate ratings to minimize potential challenges from subordinates to their own performance
ratings. Indeed, subordinates' opposition to their performance ratings is probably quite
common because individuals typically overestimate their own performance level (Campbell
& Lee, 1988) and thus the opposition is sever and more likely when organizational rewards
and punishments are contingent on performance appraisals.

Resistance to low performance ratings is associated with such subordinate reactions as lower
work motivation, greater alienation from the work environment, increased conflict with the
supervisor, and diminished belief in the leadership legitimacy and power of their supervisor
(Y. Fried et al., 1999). Thus supervisors may inflate ratings to avoid creating an angry,
demoralized, unmotivated, and unproductive work unit. Generally, rating inflation is a
political strategy employed by supervisors to further their self-interest. Because managers'
own work effectiveness is dependent on that of their subordinates, managers will tend to
deliberately inflate ratings in an attempt to ensure favorable reactions or avoid unfavorable
reactions from their subordinates to their performance appraisals. However, the strength of
managers' motivation to inflate ratings is likely to vary according to a variety of personal and

contextual variables.
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In the study of Y. Fried et al. (1999) based on results from a sample of 148 supervisors from
a variety of organizations supported that raters’ tendency to deliberately inflate performance
appraisal ratings of subordinates is associated with rater negative affectivity(the tendency of
the rater to experience such negative mood states over time and across situations have been
described as being in Negative affectivity) and the managers’ ability to deliberately inflate
ratings, if they desire to do so , may be contingent on certain aspects of the rating context.
The two contextual variables are: (a) the degree to which supervisors systematically
document the work behaviors of ratees during the appraisal period and (b) the visibility of
performance ratings among subordinates.

The data collected from the supervisors in a variety of organizations indicated that the
tendency to inflate ratings is associated with high rater Negative affectivity, low
documentation of subordinates’ work behaviors, and high appraisal visibility.

From an organizational perspective, the study implied that the prevalence of deliberate
inflation of performance ratings may hinder organization’s effort to use performance ratings
effectively for development, motivational or administrative purposes. For instance:
Supervisors who often inflate performance ratings may develop cynical attitudes towards
their managerial position as well as low perceived integrity and work involvement;
inconsistency among raters concerning their level of rating inflation may also adversely
affect an organization's ability to effectively tie performance ratings to merit raises. This is
because ratees may become skeptical about the legitimacy of the performance appraisal
merit-raise link. For example, employees from different departments with similar work
experience and qualifications may be rated differently by their supervisors, in part because

these supervisors differ on how much they tend to inflate performance ratings on the basis of
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such variables as documentation of work behaviors and appraisal visibility. This
inconsistency in ratings may reduce subordinates' trust and confidence in the procedural and
distributive fairness of the performance appraisals system (M. S. Susan, Taylor et al.1995),
resulting in lower work motivation and performance.

As Folger, Konovsky, & Cropanzano (1992) cited in M. S. Susan (1995) there are there
characteristics of due process appraisal system in order to settle fairness and justice in the
performance appraisal system. (1) adequate notice-in this context requires organizations to
publics , distribute and explain performance standards to employees to discuss how and why
such standards must be met and to provide for regularly and timely feedback on
performance.(2) Fair hearing which requires a formal review meeting in which an employee
is informed of a tentative assessment of his or her performance and how it was derived by his
or her manager, who should have a familiarity with the employee performance based on
sufficiently frequent observation of the individuals work. Employees are permitted to
challenge this assessment and provide their own commentary by conducting and presenting a
self-appraisal.

Finally, fair hearing requires that employees receive training in the appraisal process to
ensure that they possess the knowledge needed to challenge assessments perceived to be
unfair. (3) Judgment based on evidence requires the organization to apply performance
standards consistently across employees. The results of the study appear to suggest that
organizations may help reduce the inflation phenomenon by promoting or enforcing
documentation of employees' behaviors and activities. Organizations may also help control
the rate of inflation across supervisors and departments by standardizing the degree of

appraisal visibility throughout the organization.
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On the other hand there is an evidence uncovering the reasons why managers deliberately
give low performance ratings to the subordinates:(a) to shock someone back on to a higher
performance track;(b) to teach a rebellious subordinate a lesson; (c) to send someone a
message that they should consider leaving the organization; (d) and to build a well-
documented record of poor performance to speed up terminations. (Longenecker et.al.; 1987

as cited in Mark Cook; 1995)

2.8.3 Ratees’ Problems in Performance Evaluation

The problems of performance evaluation can also be attributed to the ratees. For instance,
their attempt to create unnecessary impression and work area ingratiation is one of the major
problems with respect to ratees.
According to Mark Cook (1995), organizations occasionally exist in which subordinates gain
credit for pushing ahead with management plans that are absurdly wrong, in pursuit of aims
which are completely pointless, stifling criticism either of purpose or of method with cries of
“commitment” and “loyalty”. An extreme case of this trend may be termed the World War I
mentality. As Wayne, S.J. and Ferris, G.R.,(1990) cited in Mark Cook(1995) there are three
underlying types of ingratiating behavior, or “upward influence styles”: Job-focused
ingratiation entails claiming credit for things you have done and not done, claiming credit for
what the group has done, arriving at work early to look good, and working late to look good.
Supervisor-focused ingratiation on the other hand involves taking an interest in the
supervisor’s private life, praising the supervisor, doing favors for the supervisor,
volunteering to help the supervisor, complimenting the supervisor on his/her appearance and

dress, agreeing with the supervisor’s ideas. Self-focused ingratiation involves presenting self
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to the supervisor as a polite and friendly person, working hard when results will be seen by
the supervisor, letting the supervisor know that you are trying to do a good job. Research
suggests however that ingratiation does not always succeed in obtaining good Performance
ratings. Unsubtle ingratiation may sometimes be too blatant to be credible, or palatable.
Ingratiation and other impression management techniques also contaminate appraisal
ratings, and make them less accurate reflectors of true worth to the organization.

Besides undermining performance appraisal, and selection research, this tends to be bad for
morale, when staff see persons whose true performance is poor, but who are good at
ingratiating themselves, get merit awards, or promotion, or other marks of favour. On the
other hand, defensiveness and resistance to evaluations are also major problems among
workers. To many employees, performance appraisal can be a highly threatening experience.
This is because employees regard their performance much more positively than did his
supervisor. Research showed that, employees may develop defensive mechanisms and
resistance in performance ratings to defend against threats to their self-esteem (Michael Beer,
1987; Campbell & Lee, 1988).
The defensiveness may take a variety of forms. Subordinates may try to blame their
unsatisfactory performance on others or on uncontrollable events; they may question the
appraisal system itself or minimize its importance; they may demean the source of the data;
they may apologize and promise to do better in the hope of shortening their exposure to
negative feedback; or they may agree too readily to the feedback while inwardly denying its
validity or accuracy. The defensiveness that results may take the form of open hostility and

denials or may be masked passively and surface compliance.
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2.9 Performance Appraisal and Performance Management

According to Murlis and Armstrong(1998) performance appraisals have so far
degenerated into a ~ dishonest annual ritual’. On the other hand performance
management is more considerate and really involves the workers in the organization
since they get their immediate supervisors appraising them. The differences between

them as summed up by Armstrong and Baron(2004) are set out in the table.

Table2.1 Below shows the difference between performance appraisal and

performance management

Performance appraisal Performance management
Top- down assessment Joint process through dialogue
Annual appraisal meeting Continuous review with one or more

formal reviews

Use of ratings Ratings less common
Monolithic system Flexible process
Focus on quantified objectives Focus on values and behaviours as well

as objectives

Often linked to pay Less likely to be a direct link to pay
Bureaucratic complex paperwork Documentation kept to a minimum
Owned by the HR department Owned by line managers

According to Nzuve (1997) several problems can threaten the usefulness of
performance appraisal. Some of these problems can be related to issues of validity
and reliability Validity is the extent to which a measure or an instrument actually
measures what it is intended to measure while reliability is the extent to which the

instrument consistently produces the same results each time it is used. Some of the
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factors that can interfere with validity and reliability are: central tendency error,

leniency error, halo effect, regency error trap among others.

2.10 Empirical Review

Studies linking performance appraisal and employee participation with organizational
commitment is relatively too scanty. Hence, in this study, the researcher has some empirical
findings linking organizational commitment with some related constructs or concepts such as
performance appraisal leadership styles, intention to leave and job satisfaction. Human
resources management practices, leadership styles and trust within the organization are other
organizational factors that have been associated with organizational commitment (Meyer &
Allen, 1997).In nine studies involving 2 734 persons, Dunham et al. (1994) examined how
participatory management and supervisory feedback influenced employee levels of affective,
continuance, and normative commitment.

The researchers found that when supervisors provided feedback about performance and
allowed employees to participate in decision-making, employee levels of affective
commitment was stronger than both continuance and normative. That is, employees indicated
staying with the organization was more related to wanting to, rather than needing to or
feeling they ought to.

In a study of 238 nurses, Cohen (1996) investigated the relationship between affective,
continuance, and normative commitment and the following other types of commitment: work
involvement, job involvement, and career commitment. Findings revealed that affective

commitment was more highly correlated with all the other types of commitment. In other
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words, employees who remained with the organization because they wanted to were more
likely to exhibit higher levels of commitment to their work, their job, and their career.
Importance of training in developing committed employees cannot be ignored. Training
generates a feeling of belongingness among employees. Likewise executive development
programme also seems to be a platform of producing committed employees. Lam and Zhang
(2003) conducted a study and found that expectations are normally unmet, and job
characteristics, training and development, and compensation and fairness are related to
satisfaction and commitment. Loui (1995) also found that commitment was significantly
related to trust, job involvement, and job satisfaction. Blau (1985) examined the relationship
between leadership style and commitment and found that a consideration leadership style was
found to have a greater influence than task-oriented style on commitment. Organizational
commitment provides a platform to employees in terms of staying in the organization.
Mueller et al. (1994) found that organizational commitment is a better predictor of intention
to stay and thus turnover intentions than job satisfaction.

Taunton et al. (1997) reported an indirect relationship between organizational commitment
and turnover intentions and stated that organizational commitment was a stronger predictor
of turnover intentions than job satisfaction in their causal model. Moynihan et al. (2000)
hypothesized that job satisfaction and affective commitment would positive association with
general performance and leadership while continuance commitment would exhibit a negative
association. As predicted, job satisfaction associated positively with performance, though not
with leadership. Continuance commitment negatively associated with both performance and

leadership.
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Increased organizational commitment has also been positively associated with valuable
organizational outcomes, including job performance ratings, decreased intention to search for
new jobs and reduced turnover intentions (Bergmann et al., 2000).

Few behavioral scientists believe that for generating commitment organizational support is
also a key factor. Yoona (2002) proposed a new dual-process model of organizational
commitment. The model stipulates that overall job satisfaction and perceptions of
organizational support are key emotional and cognitive processes that mobilize commitment
in the workplace. The model also suggests that the feelings of job satisfaction and
perceptions of organizational support operate through independent channels to mediate the
impact of work experiences on organizational commitment.

Irving et al. (1997) investigated the relationship between affective, continuance, and
normative commitment and the outcome measures of job satisfaction and turnover intentions.
Total participants for the study included 232 employees. Results revealed that job satisfaction
was positively related to both affective and normative commitment.

However, job satisfaction was negatively related to continuance commitment. All three types
of commitment were negatively related to turnover intentions, with continuance commitment
having the strongest negative relationship. Cohen & Kirchmeyer (1995) undertook a study to
investigate the relationship between affective, continuance, and normative commitment and
the non-work measure of resource enrichment. Their participants included 227 nurses from
two hospitals.

The researchers found positive relationships between resource enrichment and both affective
and normative commitment. However, the relationship between continuance commitment

and resource enrichment was negative. In effect, employees who were staying with the
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organization because they wanted to or felt they ought to, indicated higher involvement and
enjoyment with work activities. Whereas, employees who were staying with the organization
because they felt they needed to indicated less involvement and dissatisfaction with work
activities.

2.10.1. Organizational Commitment Empirical Review

The majority of researchers have treated organizational commitment as a dependent variable
in their studies (Morrow,1983 in DeCotiis & Summers, 1987). For instance, Steers (1977)
examined the relationship between work related variables as antecedents of climate (group
attitudes, organizational dependability, and personal impact) and organizational commitment.
This study was carried out among 382 hospital employees, 119 scientists and engineers.

The relationship between organizational commitment and other outcomes has also been
examined in developing countries. For instance, Ahmed & Alvi (1987) surveyed 1116
employees in various organizations of Pakistan.

Exchanged-base variables included wage, job, security, union affiliation, tenure and type of
organization. They found that interested work, task identity, peer’s friendliness, and authority
turned out to be factors that had a significant positive influence on commitment. They also
confirmed that any organization which fulfils its workers’ psychological needs, along and
provides a better working environment enhances their commitment.

Another study was carried out by Khaleque & Rahman (1987) to measure overall job
satisfaction of industrial workers in Bangladesh. This study was designed to 1) measure the
overall job satisfaction of industrial workers; 2) determine the influence of some personal
factors and job facets on the overall job satisfaction of the workers; and 3) evaluate the

perceived importance of some facets on the overall job satisfaction of the workers. They
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found that some specific aspects of jobs, such as good relations with peers, convenient work
scheduling, good working environment, and a job security had stronger influence on job
satisfaction and commitment.

Demographic factors such as age, tenure, and education level have been associated with
organizational commitment (Abdulla & Shaw, 1999; Chughtai & Zafar, 2006; ); however,
Mathieu & Zajac (1990) and Weidmer (2006) in Salami (2008) found that demographic
factors were not significant predictor of organizational commitment. Viewing commitment as
an affective or emotional attachment to an organization is the most common approach in the
literature to studying commitment (Mowday et al, 1982). The present study was delimited to
using primarily the attitudinal perspective of commitment.

2.10.2 Organizational Commitment at the Individual-Level

The construct of organizational commitment at the individual level has been extensively
investigated. While there is some disagreement about whether job satisfaction is a measure
of organizational attachment, Mowday et al. posited that commitment differs from the
concept of job satisfaction in several ways:

In organizational settings, job satisfaction and organizational commitment have been found
to be positively correlated (see Brown & Peterson, 1993). In sales research, salesperson job
satisfaction has been shown to impact a number of key job-related attitudes (organizational
commitment) and behaviors (potential turnover of salespeople) (Johnston et al.,1990). Using
data from 1,385 employees representing a variety of occupational groups, Mottaz (1987)
reported that satisfaction and organizational commitment have reciprocal effects. However,
satisfaction had a greater effect on commitment than the reverse. In addition, satisfaction has

been found to lead to higher levels of organizational commitment (e.g., Williams & Hazer,
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1986). Although both job satisfaction and organizational commitment are job attitudes, job
satisfaction is believed to cause organizational commitment because it is more specific, less
stable and more rapidly formed (Williams & Hazer, 1986). This direction of causality has
been proposed by a number of other researchers as well (e.g., Porter et al., 1974; Yousef,
2000). Thus, consistent with prior research, it is expected that job satisfaction will have a

positive impact on organizational commitment.

2.11 Summary and Gaps to be filled by the Study

The commitment concept has been studied by many researchers at the organizational level.
(Mguqulwa,2008) but there is scanty information in relation to schools. Other studies focus
on performance Appraisal used in schools and their effect on performance (Nduku, 2005).
For employee appraisal to succeed ,both the appraiser and the appraisee should be
prepared well in advance (Nduku,2005).In order to ensure preparedness, employees
may require to be trained on the appraisal process and the content of the appraisal
tool. The appraiser and the appraisee should meet prior to the commencement of the
appraisal period to set targets and agree on them (Kathurima,2003). It is on the basis
of these agreed upon targets that the teachers will tend to show much commitment
because of the understanding of the appraisal tool. It is important to understand the
relationship that exists between these two variables because commitment will always have a
great impact in trying to achieve organizational goals and objectives. Thus the study aims at
finding the relationship that exists between Performance Appraisal and teacher commitment

in schools.
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2.12 Conceptual Framework

The conceptual framework below shows a diagrammatic representation of the inter-

relationship between independent, and dependent variables of the study.

PERFORMANCE APPRAISAL PROCESS
COMMITMENT
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Independent variables Dependent

variables

The figure 1 Above shows the relationship between performance appraisal process and

teacher commitment

The framework above depicts the relationship that exists between performance appraisal,
which happens to be the independent variable and teacher commitment, which is the
dependent variable. It is conceptualized that factors such as time, methods, feedback, and
performance Appraisal decisions affect commitment of teachers in terms of turn-over,

identity, loyalty and teamwork. A good Performance Appraisal system takes into account the
50



time, methods, and appropriate feedback which would in turn make the teachers be
committed to their work in terms of turning up to work, being loyal, conducting duties
appropriately, and working as a group for the common goal of the school.

From the framework, the researcher also believes that employee’s commitment can partly be
affected by independent variables which can lead to either low commitment or high
commitment. It is important to note that when an employee experiences a state of
dissatisfaction, he or she may respond to the imbalance by opting for a number of actions that
may lead to low commitment and hence failure to achieve personal and organizational goals

and objectives.
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CHAPTER THREE

METHODOLOGY
3.1lIntroduction
The methodology was designed in a way to ensure that the data collected is valid and reliable
to reduce chances of error. An appropriate sample size was selected from the target
population to ensure the findings were accurate and recommendations were made relevant to

the subject of the study.

3.2 Research Design

This study used descriptive Survey design. According to Mugenda & Mugenda (2003)
descriptive studies determine and report things the way they are. This method was
used to describe the area of interest by bringing out the facts on the ground as they
were.

It was also appropriate for the study given the anticipated mass of numerical data to be
collected and interpreted. The main advantage of this study design was that it allowed
the researcher to be flexible in the data collection exercise, by using both open/closed
ended questions hence providing the target group with opportunity to give additional

information.

3.3 Location

The study was conducted in Nakuru County where the researcher took the sample of the

various public boarding secondary schools that incorporate performance appraisal.
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3.4 Target Population

The target population included all public boarding secondary school teachers in Nakuru

County. Nakuru County has 11 constituencies; there are 2000 public boarding schools in

Nakuru. The researcher selected a number of public secondary schools within the wider

Nakuru county that tend to use performance appraisals to evaluate their teachers. The table

below shows the selected schools in the county.

Table 3.1 Target Population

County School Population of | Percentage %
teachers
Nakuru County | Bahati girls high school 36 5.85
“ Moi forces academy 55 8.94
“ Elburgon Baptist secondary school 20 3.25
“ St Anthony High School 50 8.13
“ Jomo Kenyatta High School 52 8.46
“ Molo Secondary School 25 4.07
“ Kiamaina secondary school 58 9.43
“ Mary Mount secondary School 50 8.13
« Molo Academy 28 4.55
“ Naivasha Girls High School 48 7.81
“ Menengai Boys High School 56 9.11
“ Nakuru High School 60 9.76
“ Bavuni Secondary 42 6.83
“ Kieni Secondary School 45 7.32
“ Koelel Secondary School 60 8.13
“ Kuresoi Secondary School 51 8.20
“ Rongai Boys Secondary 36 5.53
Total 772 100

3.5. Sampling and Sampling Procedures

According to Mugenda (2003), a representative sample must be at least 10% of the entire

target population. From the population of 2000 boarding school, with a confidence interval of
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95% a sample size of 563 was used, Since the researcher wanted to establish the relationship
between performance appraisal and commitment of teachers, the Appraisees who were
teachers had a sample of 313 while the appraisers had a sample of 250 bring this to 563, this
was representative enough making the data that was collected dependable and reliable.
Simple random sampling was used to pick respondents for the study. Table 3.2 below
represents the sampling frame as drawn from the target population.

Table 3.2 Sample Size

county School Population Ratio Sample
frequency(y) | 0.4(xly) | size(x)

Nakuru county | Bahati girls high school 36 0.4 15

“ Moi forces academy 55 0.4 22

“ Elburgon Baptist secondary school 20 0.4 8

“ St Anthony High School 50 0.4 20

“ Jomo Kenyatta High School 52 0.4 21

“ Molo Secondary School 25 0.4 10

“ Mary Mount secondary School 50 0.4 20

“ Molo Academy 28 0.4 12

“ Naivasha Girls High School 48 0.4 20

“ Menengai Boys High School 56 0.4 23

“ Nakuru High School 60 0.4 24

“ Bavuni Secondary 42 0.4 17

“ Kieni Secondary school 45 0.4 18
Koelel High School 60 0.4 24
Kuresoi Girls Secondary 51 0.4 20
Rongai Boys Secondary 36 0.4 15

Total 772 313
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3.6 Data Collection Techniques/Instruments

Self-administered questionnaires with both closed and open-ended questions were used;
questionnaires were considered the best in collection of primary data. This is because they
provided an avenue for the researcher to ask probing questions. They are fast, cheap and can
be self-administered (Mugenda &Mugenda, 2003).

Two data enumerators assisted the researcher to collect Data for this study. A total of 90
questionnaires were filled daily by the researcher and the enumerators for six days, the
researcher and the enumerators administered 30 questionnaires each daily. This ensured
precision in collection of data and chances of arm chair interviewing were minimized.

A pilot study prior to the study was conducted to check reliability and validity of research
instruments. This pretest was done in Nakuru County in Secondary day schools that appraise
their teachers. Respondents who formed part of the pilot study did form part of the final

study this minimized sampling bias.

3.7 Data Analysis

Descriptive statistics was used in the analysis of quantitative data. Data analysis began with
editing, coding, and tabulation of data according to research questions. Achola (2007) points
out that analysis means ordering, categorizing, manipulating, and summarizing of data to
obtain answers to research questions. The data was then analyzed using a computer software
package SPSS .Frequency table, bar graphs, pie-charts and graphs were used to present the
information. Pearson correlation analysis was used to establish the significance of the

findings and strengths of the relationship between the variables.
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CHAPTER FOUR
DATA ANALYSIS, PRESENTATION AND DISCUSSIONS

4.1 Introduction
This chapter presents data analysis and interpretations of the findings of the data collected

from the respondents in trying to answer the objectives of the study. Data was analyzed
quantitatively. The results of the findings were presented in graphs and tables. Four hundred
and sixty (460) out of 563 questionnaires that were administered were successfully filled and
returned back. This represented an 81% return rate, ensuring that the sample size remained as
close as to the original sample size as possible. Campion (1993) suggested that authors need
to make reasonable efforts to increase questionnaire return rates, address the influence of
non-respondents, and that they do not contain any obvious biases. To increase the return rate
for this study, the questionnaires were administered using two strategies as described in

chapter three of this study.

4.2 Back Ground Information

On back ground information, the respondents were asked on their gender, Age and years
worked in the various institutions. The information obtained was very useful in
understanding the study objectives and further laying a solid foundation that was useful in

discussions and later conclusions.

4.2.1 Gender of Respondents.

Both the appraisers and Appraisees were asked on their genders, their responses were then

presented as follows:

56



Table 4.1 Gender of Appraisees

Gender Frequency Percent
Male 173 66.5
Female 87 335
Total 260 100.0

Source: Field Data,2013

On gender, the study established that 66.5% were male while 33.5% were female. On the

appraisers.58.2% were male while 41.8 were female, this gave am implication of balance in

gender while it come to appraisers

Table 4.2 Gender of Appraisers

Frequency Percent
Male 116 58.2
Female
84 41.8
Total 200 100.0

Source: Field Data,2013

The respondents were then asked on their ages, the following were the responses obtained.
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Table 4.3 Age of Appraisees

Age Frequency Percent

26-35yrs 124 47.5
36-45yrs 83 32.0
46 and Above 53 20.5
Total 260 100.0

Source: Field Data, 2013

Table 4.4 Age of Appraisers

Age Frequency Percent
26-35yrs 4.5
9
36-45yrs 89 44.5
46 and above Years
102 51
Total 200 100.0

Source: Field Data, 2013

The researcher categorized the ages in three, 26-35, 36-45 and 46 and above. Appraisees
who were between the ages of 26-35 had a percentage of 47.5,between 36-45 had 32% while
those who were 46 and above had 20.5%.0n the other hand, the appraisers between the ages

of 26-35 were 4.5%,between 36-45 were 44.5% while those who were 46 and above were
58



51%.This implies that there is variation of ages of the respondents, the Appraisees with the
highest percentage were young while when it come to the Appraisers their percentage

increased with an increase in their ages, a positive correlation was established.

The researcher then sought to establish how many years the respondents had worked in that

given school. The results were then tabulated as follows:

Table 4.5 Years worked by Appraisees

Years Frequency Percent

1-5yrs 124 475
6-10yrs 66 25.5
11-15yrs 65 25.0
16 Years and above 5 2.0
Total 260 100.0

Source: Field Data, 2013

Table 4.6 Years worked by Appraisers

Years Frequency Percent
6-10yrs 114 573
11-15yrs 62 30.9
16 and above years 24 118
Total 200 100

Source: Field Data, 2013
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The responses obtained implied the less number of years worked by both appraisees and
appraisers the high their percentages and frequencies. As the years increase the percentages

decreased.

4.3 Descriptive Findings

Descriptive statistics provides simple summaries about the sample and about the observations
that have been made in a study by quantitatively describing the main features collections of
data. For this study the researcher used measures of central tendency which included the
mean, mode, median and standard deviations. These were useful as they defined the location
of the distributions center. Percentages and frequencies were used; this was useful in

determining the magnitude of a phenomenon.

4.3.1 Time of Appraisal

The researcher sought to establish how frequently appraisal are done, the following were the

responses obtained.

Table 4.7 Frequency of Staff Performance Appraisal by Appraisees

Statistics
Quarterly Half yearly | Yearly
260 260 260

N
Mean .38 1.10 1.13
Median .00 2.00 .00
Mode 0 2 0
Std. Deviation 485 .997 1.456
Sum 75 110 75

Source: Field Data, 2013
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With a mode of 2, the appraisal of employee mostly takes place after half an year. Quarterly
and yearly appraisal had the same frequency. There is a great dispersion of the times of
appraisals from their means as portrayed by the standard deviations of quarterly and yearly
appraisal times, however the mean and the standard deviation of the half an year appraisal are
close, this is a good sign as the closer the standard deviations are to the mean the better, this

is portrayed by a difference of 0.1 which is statistically relevant.

The researcher further wanted to ascertain whether employees were committed at their work

places, the results were as follows:

myes

B no

Figure 2 Commitment of Employees at Work Place

Eighty five percent of the respondents affirmed that employees are committed at their work
place while 15% though otherwise, this shows the commitment levels by the employees is

very high.

The researcher further wanted to ascertain when teachers seem to be mostly committed, this

were as follows:
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ore appraisal
ring appraisal
er appraisal

m all the time

Figure 3 Commitment Time for Teachers
It was established that 52% of teachers are most committed during appraisal, 33% before

appraisal, 14% all the time while 1% after appraisal. This implies that employees are
committed when there is a motive, only 14% are usually committed all the time irrespective

of whether there is an appraisal or not.

The researcher sought to establish who appraises the teachers, this were then presented in
Figure 5, 21.5% or respondents were of the view that they are usually appraised by their
immediate supervisor, 46.5% were appraised by head teachers while 32% were appraised by
deputy head teachers. Head teachers had the biggest percentage in appraising teachers this is
because most of the teachers report to them hence it easy to closely monitor them hence

appraises them.
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immediate head teacher Deputy
supervisor/HOD headteacher

Figure 4 Person Appraising Teachers
The researcher further wanted to establish if time is an element used while carrying out

appraisals.

yes no

Figure 5 Time Factor While Appraising Employees
On whether they factor in time as one of the aspects while appraising teachers, 93.6% agreed

that indeed they factor in time while 6.4% said they did not factor in time as one of the
aspects while appraising teacher. This implies that time factor is a very important aspect

while evaluating employees.
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The Teachers too were asked if the appraisers factor in time as one of the major aspect while

appraising them, all the respondents affirmed to this as tabulated below.

Table 4.8 Time Factor While Appraising Teachers

Frequency Percent
Yes 200 100.0
No 0 0
Total 200 100.0

Source: Field Data,2013

They were further asked whether time is a determinant on the level of commitment of

teachers.

M yes HnNo

Figure 6 Time as a Major Determinant of Teachers level of Commitment
Fifty two percent of the teachers were of the view that time is a major determinant of their

level of commitment while 48% thought contrary. This gives an application that there might
be other factors other than time that determines the level of commitment of teachers. On the

Other hand, the appraisers felt that 43.6% could be attributed to teacher’s level of
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commitment due to time while 56.4% were of a contrary view. This finding also implies that

there are other factors that determine teacher’s level of commitment other than time.

43.6%

yes

Figure 7 Time as a Major Determinant of Commitment by Teachers

The appraisees were then asked to determine the extent in which time affects the level of

commitment of teachers at school.

Table 4.9 Extent of Time Affecting Level of Commitment at School

Extent Frequency Percent
Greatly 10 4.0
Moderate 65 25.0
Least 137 52.5
No effect 48 18.5
Total 260 100.0
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4.3.2 Appraisal Methods Used in Schools and their effect on Teachers’ Commitment

The researcher sought to establish whether different appraisal methods used to evaluate
teachers in schools affected their commitment to work. The respondents were asked various

components relating to appraisal methods and the results analyzed as shown below:

25%

yes no

Figure 8 Training of Appraisers in Sschools
As indicated by figure 4.9, 75% of Appraisees’ respondents did indicate that there were no

training of appraisers of teachers in their various schools however, 25% confirmed that there

was training in their respective schools.
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goal setting grading ranking checklist

Figure 9 Appraisers’ Methods Used To Appraise Teachers

goal setting grading ranking checklist

Figure 10 Appraisees’ Methods Used To Appraise Teachers
As to the methods used by the appraisers to evaluate teachers, the appraisers’ respondents
gave various methods they use with 62% indicating that they used checklists to appraise
teachers, 17% used ranking methods and 16% goal setting of teachers as performance
indicator while 15% used grading technique to appraise teachers as show by figure 10.
Majority of the Appraisees 51.5% were in agreement with appraisers on using checklist to

appraise teachers and 28% by use of ranking. However, as indicated by the appraisers on use
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of grading, only 1.5% of Appraisees agreed with a large percentage disagreeing. In contrast

to the appraisers’ response on the goal setting, 19% majority of the Appraisees were in

agreement with the appraisers. These findings implies that even though most of the

appraisers were not taken through training on how to appraise teachers, they had different

methods to carry out appraisals in their schools effectively and both achieved the appraisal

results for performance contracting of teachers.

Table 4.10 Method used and effect on Tteachers’ Ccommitment

Frequency Percent
Yes 157 78.5
No 43 21.5
Total 200 100.0

Source: Field Data

agree disagree

Figure 11 Methods Used To Appraise Teachers and Its Effect on Their Commitment
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From the findings as indicated by figure 12, majority of appraisees 75% did indicate that
indeed relevant appraisal method used to appraise them had an impact on their commitment
work. Twenty five percent of the respondents said that the method used did not have any
effect on their commitment. In support of the appraisees, majority of the appraisers 85% did
indicate that the method used affected teachers’ commitment positively while 15% said it
affected them negatively. These findings implied that indeed the method used to appraise

teachers has a bearing on their commitment to work.

m greatly

m least

m moderate

Figure 12 Extend to which appraisal methods affect teachers’ commitment

The respondents were asked to state the extent to which the appraisal method used affected
their commitment. The findings indicate that majority 51% were moderately affected by the
method used whereas 24% were greatly affected. However, 25% of the respondents were
least affected as shown in figure 12 above. The findings imply that, the methods used to
appraise teachers should be selected critically not to harm their motivation to work thus

affecting their commitment to work negatively.
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4.3.3 Performance Appraisal feedback

The researcher sought to establish if the appraisal feedback affect commitment of teacher in

schools, the following were the responses given.

Table 4.11Appraisal feedback and Commitment of Teachers

Frequency Percent
Yes 100 50
No 100 50
Total 200 100

M yes

H no

Figure 13 Appraisal feedback and commitment of teachers-Appraisees
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Fifty percent of the appraisees were of the view that appraisal feedback affects their level of
Commitment at schools; the other 50% were of the view that appraisal feedback does not

affect their level of commitment at school. These responses had a ratio of 1:1.

The Appraisers too were asked whether appraisal feedback affect commitment of teachers in

schools, their responses were as follows:

yes no

Figure 14 Appraisal feedback and commitment of teachers-Appraisers

Sixty two percent were of the view that appraisal feedback affects commitment of teachers in
schools while the other 48% said it does not affect commitment of teachers. This implies that
if the feedback given is not perceived to be agreeable with the teachers then their level of

commitment is usually affected.

The appraisers were then asked how they give feed on the performance of teachers; this was

then presented in the following figure.
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m written report

W oral feedback

m confidential written
report

Figure 15 How Appraisers give feedback

Sixty two percent of the appraisers give feedback through a written report; Thirty two percent
give an oral report while 16% give a confidential written report. Giving a written report

implies that the appraiser does not get to see the reaction of the appraisees.

The researcher further wanted to establish weather giving of feedback affect the commitment
of teachers, a correlation analysis was undertaken to ascertain this, the researcher correlated
the values for appraises to ascertain whether there is a relationship, this were then presented

as follows:
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4.3.4 Decision Making On Performance Appraisal in School

yes no

Figure 16 Appraisees’ involvement in decision making on performance appraisal

yes no

Figure 17 Appraisers’ and teachers’ involvement in decision making
From the findings of the study in figure 13, a majority of the respondents 75% fully agreed
that teachers were involved in decision making on performance appraisal while 25%
disagreed. Majority of the appraisers 78% were in support of the teachers indicating that

indeed they involved them in decision making and 22% saying they did not. This implies that
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teachers were fully involved in deciding the performance appraisal decisions in their

respective schools.

greatly moderate

Figure 18 Extent to Which Performance Appraisal
Decisions Affects Commitment of Teachers

It was established that majority of the respondents 75% commitment was greatly affected by
making performance appraisal decisions in their schools while 25% were moderately

affected.

Table 4.12 Involvement in performance appraisal and level of commitment

Frequency Percent
Yes 129 495
No 131 50.5
Total 260 100

Source: Field Data, 2013
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myes

B no

Figure 19 Teachers Involvement in Decision Making and Their Commitment

As indicated by figure 16, the study established that 72% of the respondents were of the view
that involving teachers in making performance appraisal decisions affected their commitment
to work. However, 28% of the respondents disagreed indicating that teacher’s decision
making involvement did not affect their commitment to work. Teachers on the other hand
50.5% were of the view their involvement in decision making did not affect their

commitment at school while 49.5% were affected by being involved.

Table 4.13 Timely Ffeedback and Ccommitment

Frequency Percent
Yes 134 51.5
No 126 48.5
Total 260 100.0

Source: Field Data, 2013

The findings indicate that slightly above average, 51.5% agreed that timely giving feedback

affected their commitment at school while 48.5% said it did not. This implies that there were
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those respondents who felt that giving feedback compromised on their working at school and

in their view it would be better when they give feedback at their own good time they felt

deemed appropriate.

Table 4.14 Feedback and Ccommitment

Frequency Percent
Moderate 130 50.0
Least 65 25.0
no effect 65 25.0
Total 260 100

Source: Field Data, 2013

Majority of the respondents 50% felt that feedback moderately affected their commitment at

school whereas 25% were of the view that it had a least effect on their commitment.

However, 25% felt no effect in giving feedback.

Table 4.15 School Performance Appraisal

Frequency Percentage
Effective 70 25
Ineffective 130 75
Total 200 100
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m effective

mineffective

Figure 20 School Performance Appraisals

From the findings of the study, majority of the respondents 75% rated schools’ performance
appraisal process as effective while 25% rated it as being ineffective. These findings imply
that those who were against the appraisal methods, feedback mechanism and their
involvement in decision making as pertains to performance appraisal were the ones who
didn’t see the process as being effective since they felt to an extent it lowered their

commitment at school.

37%

teachers' nurtures absenteeism has helps achieve
commitment has commitment and reduced better grades
increased responsibility

Figure 21 Performance Appraisals in Schools
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As regards the effectiveness and ineffectiveness of the performance appraisal process in
schools, the respondents 37% were of the view that absenteeism has reduced due to
performance appraisal, 30% felt that due to performance appraisal, teachers’ commitment has
increased ostensibly and 20% were of the view that it helps achieve better grades and results

while 13% said performance appraisal nurtures commitment and responsibility of teachers.

Table 4.16 Appraisal Tools and Commitment

Frequency Percent
strongly agree 129 50.0
Disagree 64 24.5
not sure 67 25.5
Total 260 100.0

Source: Field Data, 2013

The study findings indicate that 50% strongly agreed that the appraisal tool enhances
commitment among teachers in school with 24.5% disagreed and 25.5% were not sure
whether the tools used did enhances commitment or not. This results show that the tools that
were used were teacher friendly hence contributed to teacher motivation and commitment at

school.
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m strongly agree
m agree
m disagree

H nhot sure

Figure 22 Appraisal Time and Ccommitment in School
A combined average 50% of the respondents strongly agreed and agreed that time of

appraisal relates in a great way with their commitment at school while 25% disagreed. 25%
of the respondents were not sure whether timely appraisal did contribute much to their
commitment at school. From the findings, it is clear that timing the appraisal was important

to teachers to avoid compromising on their duties thus reducing their commitment at school.

agree disagree strongly disagree

Figure 23 Knowledge of Appraisal Method
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Among the respondents that were interviewed, only 25% acknowledged having knowledge of
the appraisal method that is used at school. However, a combined majority 75% strongly
disagreed and disagreed to having knowledge of the appraisal method used. The findings
imply that most of the teachers were not aware on how decisions were made or rather were
not being fully involved in the decision making as pertains performance appraisal in their

respective schools.

agree disagree

Figure 24 Appraisal Method and Ccommitment Level

From the study findings, majority 75% felt that the method used on appraising them greatly
affected their commitment at school while 25% were not affected by the method used. It
shows that the appraisers used methods that were not known to the teachers hence affecting

their commitment at school.
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m strongly agree
B agree

m disagree

Figure 25 Teachers Commitment and Actual Preparation

A combined majority 75% strongly agreed that their commitment would be enhanced if fully
involved in the preparation of the performance appraisal while 25% disagreed. The findings
show that those agreed wanted to know every step followed by the appraisers in evaluating
their performance before their final decision however, those who disagreed felt that they
could not be part of the process to which measured their performance thus their commitment

would be compromised.

Table 4.17 Feedback and Appraisal

Frequency Percent
Agree 65 25.0
Disagree 195 75.0
Total 260 100

Source: Field Data, 2013
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The findings indicate that majority of the respondents 75% disagree to receiving immediate

feedback upon appraisal while 25% agreed receiving feedback promptly upon appraisal.

Table 4.18 Feedback and Performance Appraisal

Frequency Percent
Agree 131 50.5
Disagree 129 49.5
Total 260 100.0

Source: Field Data, 2013

The study established that most of the respondents 50.5% were in agreement that the
feedback they receive in relation to their performance appraisal enhances their commitment
in school. Forty nine point five percent disagreed indicating that the feedback they receive

was not in relation to their performance appraisal hence affected their commitment in school.

m disagree
H not sure

= strongly disagree

Figure 26 Involvements in Performance Appraisal
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Majority of the respondents 50% felt that they were not involved in making performance
appraisal decisions, 28% were not sure whether they were involved while 22% strongly
dissented to being involved. This implies that the process of performance appraisal was

initiated and decided upon by both the appraisees and the appraisers.

50%

25%

strongly agree

agree

not sure

Figure 27 Involvement in Making Appraisal Decisions

A combined majority of the respondents 75% strongly agreed that involving them in making
performance appraisal decisions may increase their commitment at school while 25% were
not sure whether that would affect their commitment. From the findings, it is clear that some
respondents were already committed to their schools and nothing would sway or hamper

their commitment.

Lastly, the respondents were asked to rate the extent to which the elements of the study
relate on performance appraisal and commitment. On a five point likert scale. The range was
strongly agree (5) to strongly disagree (1). The scores of strongly disagree and disagree were

taken to represent a component that had an impact to a small extent (S.E) equivalent to a

83



mean score of 0 to 2.5 on a continuous likert scale; (0< S.E< 2.4). Scores of neutral were
taken to represent a component that had an impact of a moderate extent(M.E) equivalent to a
mean score of 2.5 to 3.4 on the continuous likert scale: (2.5<M.E< 3.4). The scores for both
agree and strongly agree were taken to represent a component which had an impact to a large
extent(L.E) equivalent to a mean score of 3.5 to 5 on a continuous likert scale; (3.5< L.E<
5.0). The study established that the appraisees are greatly involved in making performance
appraisal decision; this had the greatest mean of 3.74 which was to a large extent. This was
followed by knowledge of appraisal methods used in schools(Mean 3.25) ,on a medium
extent, the study found out that there was receipt of abrupt feedback upon appraisal(Mean
2.75),the abrupt feedback received in relation to performance appraisal enhances
commitment to school(Mean 2.50),time of appraisal relates in a great way with appraisees
commitment at school(Mean 2.50).0n a small extent, it was established that the appraisal
tools enhances commitment of teachers among schools(Mean2.25),the appraisal method used
to evaluate teachers affect their commitment at school(mean 2.25) and lastly commitment is
enhanced because of the involvement in the actual preparation of the performance appraisal.

This was presented in table 4.19
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Table 4.19 Performance Appraisal on Commitment

N

Minimum Maximum

Mean

Std.
Deviation

The appraisal tool enhances
commitment among teachers in
school

The time of my appraisal relates in
a great way with my commitment
at school

I have knowledge of the appraisal
method that is used at school

The appraisal method used to
evaluate me affects my
commitment at school

My commitment is enhanced if i
was involved in actual preparation
of performance appraisal

| receive immediate feedback upon
appraisal

The feedback | receive in relation
to my performance appraisal
enhances my commitment in
school

I am involved in making
performance appraisal decisions

260

260

260

260

260

260

260

260

2.25

2.50

3.25

2.25

2.00

2.75

2.50

3.74

1.304

1.123

1.095

435

711

435

501

.829

Source: Field Data, 2013

85



4.4 Inferential Statistics

The researcher then sought to ascertain the relationship between time of appraisal and
commitment of teachers. Time of the appraisal being the independent variable while the
commitment of teachers the dependent variable, a regression analysis for Appraisees was

performed and the following were the findings:

The unstandardized regression coefficient between time of appraisal and commitment of
teachers is -0.524, this means for every increase of 1.00 which is the significance level on the
horizontal axis, the score on the vertical axis changes by -0.524 .At 95% confidence interval
for this coefficient ranges from -0.843 to - 0.206 .The Y intercept in this case is 4.359 at 95%
confidence for the intercept is 3.852 to 4.867.Equation T.Comm = -0.524 +4.359TA. Where
T.Com = teachers commitment while TA=Time of Appraisal. This implies there is a linear
negative relationship between the variables, it is possible thus to predict the relationship
between time of appraisal and commitment of teachers.

Table 4.20 Relationship between Time and Commitment of Teachers-Appraisees

Model Unstandardized Standardized t Sig.  95.0% Confidence Interval
Coefficients Coefficients for B
B Std. Beta Lower Upper Bound
Error Bound
(Constant) 4.359 257 16.939 .000 3.852 4.867

Time as major
determinant of
teachers level of
commitment in
school

-.524 161 -225 -3.250 .001 -.843 -.206

Source: Field Data, 2013
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The researcher obtained the appraisees sum of squires in determination of the relationship
between time and commitment of teachers, this were then summarized as follows: Multiple R
has a value of 0.225, the R? is 0.051 with a standard error of 1.140.The Multiple sum of
Squire () thus is slightly larger, with a percentage of 5.1Thus the variation between time

and commitment has a small variability.

Table 4.21 Sum of Squires-Appraisees

A regression analysis for the appraisers was further undertaken

Model R R Adjusted R Square | Std. Error of the Estimate
Square

Time and

Commitment - | .225° .051 .046 1.140

Appraisees

Source: Field Data
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Table 4.22 Relationship between time of appraisal and commitment of teachers-
Appraisers

Model Unstandardized  Standardized t Sig. 95.0%
Coefficients Coefficients Confidence
Interval for B

B Std. Beta Lower Upper
Error Bound Bound

(Constant) 1.991 .305 6.530 .000 1.386 2.595
Time as a major
determinant of
teacher's level of -.011 .186 -.006 -.061 .951 -.380 357
commitment in the
school

Source: Field Data,2013

The unstandardized regression coefficient between time as a major determinant of appraisal

and teachers commitment being the dependent variable is -0.011 with a significant of a 3

decimal point. The Score on the vertical axis leads to a change in the horizontal axis by -

0.011.With a confidence interval for this coefficient ranging from -0.380 to 0.357 .The Y

intercept in this case is 1.991.The 95% confidence interval for the intercept is 1.386 to

2.595.the intercept thus lies in the equation T. Com= -0.011 +1.991 TA, where T.Comm =

Teachers Commitment and TA=Time of Appraisal. From the two, it implies that there is a

linear negative relationship between Time of Appraisal and commitment of teachers.

Decrease in time leads to an increase in commitment of teachers. The sum of squires were

then determined, the table below shows the projections used by the researcher.
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Table 4.23 Sum of Squires (r?) Appraisers

Model R R Square | Adjusted R Square Std. Error of the Estimate
Time and
Commitment a

.109 012 .003 .96087
of Teachers-
Appraisers.

Source: Field Data

Multiple R is the correlation between the observed values of y and the values predicted by

the regression model. The value of R is 0.109 which is not a large value hence the correlation

between time and commitment of teachers is not large. Multiple R squired (r®) 0.012 shows a

variation between commitment time and commitment of teachers hence a linear negative

relationship. The Multiple r* has a percentage 1.2 which is very small a variation for the

relationship between time and commitment of teachers from the appraiser’s point of view.
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Table 4.24 Correlation between teachers commitment and performance appraisal

Teachers Appraisal feedback
commitment
Pearson Correlation 1 962
Appraisal feedback Sig. (2-tailed) .000
Pearson Correlation 962 1
Teachers commitment Sig. (2-tailed) .000

Correlation is significant at the 0.01 level (2-tailed).

Source: Field Data, 2013

The correlation between teachers commitment and performance appraisal is 0.962. At 95
significance o is 0.05 thus p>0.05, this implies there is a strong positive correlation
suggesting there is a significant relationship between Teachers commitment and performance

appraisal.

The researcher then sought to determine if there is any relationship between teachers
commitment and performance appraisal as presented by the appraisers. It was established that
There is a very strong positively correlation between teachers commitment and performance

appraisal as demonstrated by the appraisers findings.
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CHAPTER FIVE

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS

5.1 Introduction
This chapter gives the summary, conclusions, recommendations and suggestions for further

study drawn from the findings of the study. The aim of this study was to establish the
relationship between performance appraisal and teacher commitment in Kenya, a case study
of public schools in Nakuru Kenya. This chapter is organized as follows: a summary of the
key findings is provided, the conclusions of the study based on the objectives of the study
and then the study makes recommendations to the stake holders regarding the findings. Areas

for further research have also been given.

5.2 Summary of Key Findings

The purpose of this study was to examine the relationship between performance appraisal
and the commitment of teachers in Nakuru County schools. The objectives of the study
included to assess the relationship between the time of appraisal and the commitment of
teachers, To find out how the various appraisal methods used in schools affect commitment
of teachers, to assess the relationship between performance appraisal feedback and
commitment of teachers and lastly to find out how performance appraisal decisions affect
commitment of teachers in schools. To achieve this, two questionnaires were used by the
researcher, one was administered to appraisers and the other to appraisees .The
questionnaires were made up of five parts section A,B,C,D and E. Section A contained the

back ground information while the other subsequent sections were in line with the objectives
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of the study. The study was conducted in Nakuru county .563 respondents participated in the

study.

5.3 Findings of the Study

5.3.1 The Relationship between the Time of Appraisal and Commitment of Teachers.

It was established that teachers are usually appraised frequently; the appraisals are done half
yearly, the mean and the standard deviation of the half an year appraisal were close, this was
a good sign as the closer the standard deviations are to the mean the better, this is portrayed
by a difference of 0.1 which is statistically relevant. There was further a negative linear
regression between time of Appraisal and commitment of teachers. The sum of squires
further showed that less r2 was not large, implying the regression a regression that was not

strong.

5.3.2 Appraisal Methods used in Schools

There were various appraisal methods used in schools and they had an effect on commitment
of teacher. The study findings indicate that most appraisers used goal setting to appraise their
teachers. This is because of the flexibility of targets set at each and every year. Majority of
the appraisers tended not to use 360 degrees appraisal because of some individuals who
would collude with the teachers to come forth and give their biased views on appraisals.
Brown (2003) stated that appraisal systems increasingly seek to incorporate objective setting
measurements of results and potential for performance improvement. Church and
bracken(1997) contend that those 360 degrees feedback systems have evolved from an

innovative nice to have technique administered only to the most senior levels to a must have
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tool for integration into overall performance and human resource management strategies.
Weiss (2001) points out that a good appraisal system provides employees with a set of
performance targets to focus throughout the year. This is said to be a good way of enhancing
the performance of employees as they strive to meet these goals and targets to attract a better

pay and stimulates and maintains high levels of effort

5.3.3 Relationship between Performance Appraisal Feedback and Commitment

The study found out that there is a positive correlation between appraisal and commitment.
The respondents indicated that the feedback does affect commitment; its timely feedback
does not necessarily affect their commitment. This therefore gives a lee way to most
appraisers because they do not work under pressure to give feedback in the most opportune
time. However, a lesser percentage said that the timely giving of the feedback does affect
their commitment at schools. Garry 2003 postulates that appraisals involve setting work
standards, assessing the employees actual performance relative to these standards and
providing feedback to the employee with the aim of motivating that person to eliminate
deficiencies or continue to perform above par (Vroom1964) suggests that from the
organization point of view, feedback keeps both its members behavior directed towards

desired goals

5.3.4 Performance Appraisal and Decision Making

The study found out that the performance appraisal decisions in a school affect the level of
commitment. Majority of the respondents claimed that they are involved to a greater extent in
making performance appraisal decision which in turn affects their level of commitment.

Hoolbrook (1991) reported that procedural and justifiable principles in any given
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performance appraisal system resulted in positive employee attitudes such as satisfaction
with the system among the employees. More so the respondents seemed to be moderately
affected in terms of commitment by the performance appraisal decisions. On the issue of
effectiveness within the school was fully felt as respondents indicated that the schools
performance appraisal process is indeed effective, contrary to a few of them who said that it

is ineffective.

5.4 Conclusion

The study wanted to establish whether there was a relationship between performance
appraisal and employee commitment in schools. Not only have schools implemented the staff
appraisal system as per TSC and school reforms in Kenya but has also borne positive fruits in

relation to commitment.

Performance appraisal has been found to have a strong correlation with the various variables
such as time, methods of appraisal and decision making. The area where the relationship was
not strongly felt was in the timely giving of feedback to the various respondents by their

immediate supervisors with precautionary measures put in place.

On issues about time more than % strongly agreed that time positively correlates with
commitment. Even though appraisals seemed to be done annually, it plays a role in
determining the level of commitment among teachers. The study also shows that most

teachers tend to be less committed at the work place or school.

In relation to methods of appraisal, majority of the teachers in schools tend to be aware of the

methods of appraisals used in schools and this remarkably affects their commitment.
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However, some respondents said that the performance did not bring forth any commitment as

most of them were not consulted or advised upon the method of appraisal

On feedback, most respondents strongly agreed that appraisal feedback affects commitment
of teachers. However, its timely response in relation to getting the feedback did not have any
correlation with their feedback. More so, most respondents claimed that they get their

feedback through written letters and responses then summons would hold follow thereafter.

On decision factors, most respondents claimed that making decisions in line with
performance appraisal decisions greatly influences their commitment at school. Teachers that
are not involved in making performance appraisal decisions tend to be less committed at
work place hence a negative correlation. However, most claimed that the performance
appraisal process is effective. This is because it inculcates a holistic approach in trying to
evaluate and appraise the teachers and this in turn makes them more committed at their work

places.

5.4 Recommendations

In relation to the above, there is need for immediate supervisors to consider evaluating their
employees several times in a year rather than once a year. This is in relation to the fact that
the more times a teacher is appraised the more chances of improving commitment at the
workplace or school. This would in turn go a long way in improving the schools objectives,

goals and mission

In addition, appraisers should help or advice in inculcating 360 degrees appraisal because it

is holistic and leaves a room for improvement to any employee or teacher at any given point
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in time. The method also leaves no room for subjectivity. More so, teachers should be made
aware of the appraisal system so that they can have a clear conscience on the appraisal

system.

Schools should work to give abrupt feedback to teachers in order to work towards attaining
the school’s objectives the soonest time possible. This would in turn make them adapt to
these changes early enough to get used to them. This can be achieved by assuring the

appraisees of the expected time they are going to get their feedback and setting targets

Finally, decision making should be consultative in that the appraises need to be consulted so
that they can get to understand the objective and reason for the entire process. This makes

them see the basis of commitment at their work places.

5.5 Suggestions for Further Research

The research reveals the relationship between performance appraisal and teacher
commitment in secondary schools. There is need to investigate on factors that affect
commitment of teachers in school. This is for the sole reason that many teachers have so
many grievances that make them not to be committed in schools which in return leads to

underperformance and failure among students.

It would also be imperative carry a research on the importance of performance appraisal in
attaining the school objectives. Performance appraisals are the cornerstone in each and every
institution in the public sector. This has in turn brought performance contracting in the civic
sector that has seen remarkable improvement in terms of attaining their objectives. A

research on the performance appraisal in schools can help find out if it leads to attainment of
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objectives. More so, there is need to understand the relationship between institutional
commitment and work performance among employees and whether there is any positive

correlation between the two variables

97



REFERENCES

Adams, J.S. (1965). In equity in social exchange. In Berkowitz, L. (Ed.). Advances in
experimental social psychology, Vol. 2: 267-290, New York: Academic Press.
Journal of Cross-Cultural Psychology, 16:55-67.

Agesa, P.(2005)Performance appraisals in schools and their impact on performance of
teachers. A case Study of Secondary Schools in Teso District. MBA Research
Project: Kenyatta University

Aghion, P. & Tirole, J. (1997) ‘Formal and Real Authority in Organizations’, Journal of
Political Economy, 105(1), 1-29.

Ahmed, S. W., & Alvi, S. A. (1987). Assessing Organizational Commitment in a developing
country: Pakistan, A caseStudy. Human Relations, 40(5), 267-280.

Akerlof, G & Yellen, J. (1990) ‘The Fair Wage-Effort Hypothesis and Unemployment’,
Quarterly Journal of Economics, 105, 255-83.

Akerlof, G. A. & Kranton, R. E. (2000) ‘Economics and Identity’, Quarterly Journal of
Economics, 105(2), 255-83.

Akerlof, G. A. & Kranton, R. E. (2005) ‘Identity and the Economics of Organizations’,
Journal of Economic Perspectives, 19(1), 9-32.

Angelo S. & Robert D., 2006, management and organization Review 2:2 253-277, 1740-
8776

Armstrong M(1992)human resource management strategy and action, London: Koran
publishers.

Armstrong, M. (2006). A Handbook of human resource management ( 10th ED).London::Kogan Page
Ltd.

Barker.F, H. et al(2002)Getting the best out of performance management in your
school. London: Hay group, .

Batemann and Snell(1999)Building competitive advantage. Boston: McGraw Hill,
BeardWell lan et al(1997)Human resource management)Pitman: London.
Berne, E. (1964). Games People Play. New York: Grove Press.

Boswell, W. R. and Boudreau, J. W. (2001), Management Decision, How leading companies
create, measure, and achieve strategic results through “line of sight. pg 39, 851-59.

98



Boswell W.R.& Boudreau,j.w.(2002)Separating the developmental and evaluative
performance appraisal uses.Journal of Business and Psychology,16,391-412

Brinkerhoff, D., & Kanter, R. (1980). Appraising the performanceof performance appraisal.
Sloan Management Review. 21 (3), 3-16.

Brown, S. P., & Peterson, R. A. (1993). Antecedents and consequences of sales person job
satisfaction:Meta-Analysis and assessment of causal effects. Journal of Marketing
Research, 30(1), 63-77.http://dx.doi.org/10.2307/3172514

Cardy, L., and Gregory H.D, (1994), “Performance Appraisal: Alternative perspectives”.
Cincinnati: South-Western.

Carroll, Stephan J. and Craig E. Schneier, (1982), Performance appraisal and review
systems: the identification, measurement and development of performance in
organizations. Glenview, IL: Scott, Foresman.

Coens, T. & Jenkins, M. (2002). Abolishing performance appraisals. San Francisco, CA:
Berrett-Koehler.

Cole G.A. (2002), Personnel management for organizations. Kogan page: London.
Covey, S. (1991). Principle-centered leadership. New York: Free Press.

Csikszent M, M.. (1990). Flow: The Psychology of Optimal Experience. New York: Harper
Perennial.

Csikszent M, M. (1997). Finding flow. New York: Basic Books.
Colquitt, J.A., Conlon, D.E., Wesson, M.J.,& Porter, C.O.L.H., (2001). Justice at the
millennium: A meta-analytic review of 25 years of organizational justice research.

Journal of Applied Psychology, 86:3, 425-445.

Deci, E.L., & Ryan, R.M. (1985). Intrinsic motivation and self-determination in human
behavior. New York: Plenum Press.

Deming, W.E. (1984). The new economics. Cambridge. London: MIT Press.

Deming, W.E. (2000). Out of the Crisis. Cambridge, Massachussets: M.L.T. Center for
Advanced Educational Services

DeNisi, A. S. and Kluger, A. N. (2000, "Feedback effectiveness: Can 360-degreee appraisals
be improved?"Academy of Management Executive 14, 129-39.

99



DeVoe, S.E., & Iyengar, S. (2004). Managers’ theories of subordinates: A cross-cultural
examination of manager perceptions of motivation and appraisal of performance.
Organizational Behavior and Human Decision Processes, 93:1, 47-61.

Dipboye, R. L., & de Pontbriand, R. (1981), "Correlates of employee reactions to performance
appraisals and appraisal systems", Journal of Applied Psychology, 66, 248-251.

Dodd-McCue, D., & Wright, B. (1996). Men, women and attitudinal commitment: The
effects of workplace experiences and socialization. Human Relations, 49, 1065-1089.

Dorfman, Peter W., Walter G. Stephan, and John Loveland. (1986), “Performance appraisal
behavior: supervisor perceptions and subordinate reactions.” Personnel Psychology
39, Autumn, 579-98.

Elenkov, S.E. (1998). Can American management concepts work in Russia? A cross-cultural
comparative study. California Management Review, 40:133-156.

Entrekin, L. & Chung, Y.W. (2001) Attitudes towards different sources of appraisal: A
comparison of Hong Kong Chinese and American Managers in Hong
Kong..International Journal of Human Resource Management, 12(6): 965-87

Festinger, Leon. (1954), “A theory of social comparison process.” Human Relations 7,
November, 117-40.

Fisher Martin(1995) Performance appraisals. London: Kogan page Limited

Fletcher, C. (2001). Performance appraisal and management: The developing research
agenda. Journal of Occupational and Organizational Psychology, 74:473-487.

Fletcher,J.k.(2002)The paradox of post heroic leadership:Gender,Power and New
Organisation.Boston:Simmons Graduate school of Management

Fletcher,C.(2002)performance appraisal and management: the developing research agenda.
Journal of organizational and Occupational Psychology,74, 473-487

Flippo,B Edwin.(1980).Personnel Management_.McGraw Hill, New York.
Folger, R., Konovsky, M.A., & Cropanzano, R. (1992). A due process metaphor for
performance appraisal. In B.M. Staw & L.L. Cummings (Eds.). Research in

organizational behavior, 13:129-177.

Fox, P. (2006). Reflections from Villa Nirvana: PCT in business and management practices.
International_Journal of Reality Therapy, 25(2), 9-15.

100



Gillen Terry(1995)The Appraisal Discussion.London: Short-run press

Giles, W.F. and Kevin W. M. (1990), Employee reactions to contextual and session
components of performance appraisal.” Journal of Applied Psychology 75, August,
371-77.

Glasser, W. (2002). Unhappy Teenagers. New York: HarperCollins.

Green, F. (2008) ‘Leeway for the Loyal: A Model of Employee Discretion’, British Journal
of Industrial Relations, 46(1), 1-32.

Greenberg, J. (1991), "Using explanations to manage impressions of performance appraisal
fairness", Employee Responsibilities and Rights Journal 4: 51-60.

Guest, D. E. (1987). Human resource management and industrial relations. Journal of
Management Studies, 14(5),503-521.

Hawkins,K.A.(1998).Indicators of brain dysfunction derived from graphic representations of
the WAISIHI/WMS-IIl Technical Manual clinical samples data:a preliminary
approach to clinical utility.The Clinical Neuro psychologist,12,535-551

Heinz Weihrich and Harold Koontz(1993)Management a Global Perspective, New
York: Mcgraw Hill.

Hempel, P.S. (2001). Differences between Chinese and Western managerial view of
performance. Personnel Review, 30(1/2), 203 - 206.

Henderson P.L (2006). A road map to effective organizational evaluation. Michigan, U.S.A

Hooten, D.A. (1997). Lead management vs. boss management in employee evaluation.
International Journal of Reality Therapy, 17(1), 53-54.

Huffman, C, & Cain, L. B. (2000), “Effects of considering uncontrollable factors in sales
force performance evaluation”. Psychology & Marketing , 17, 799- 833.

Hunt N. (1992)How to conduct staff appraisal: A practical handbook for every
manager today, London.,comwell press

llgen, Richard.Peterson, Beth A. Martin, and Daniel A. B. (1981), “Supervisor and
subordinate reactions to performance appraisal sessions”. Organizational Behavior
and Human Performance 28 December, 311-30.

International Labour Conference, 97th Session, 2008. Skills for improved productivity,
employment growth and development.International Labour Office, Geneva

101



Ivancerich,John et al (1994)Management quality and Competitiveness. Irwin press,
Boston.

Jabeen M (2011). Impact of performance appraisal on employees motivation. European
Journal of Business and Management,3(4):197-204,

Joiner, B.L., & Scholtes, PR. (1988). Total quality leadership vs. management by control.
Madison,WI: Joiner Associates Inc.

Khaleque, A., & Rahman, A. (1987). Perceived importance of Job Facets and overall Job
satisfaction of industrialworkers. Human Relations, 40(7), 401-416.

Kibiku,P N(1992)The Relationship between project appraisal results and Post Appraisal
Results.A case of KPTC MBA Thesis UON.

Kluger, A. N. and DeNisi, A. S. (1996), “The effects of feedback interventions on performance:
Historical review, meta-analysis, a preliminary feedback intervention theory”.
Psychological Bulletin, 119, 254-84.

Laabas,J..J.(1996).Embrace Today's New Deal. Personnel Journal,75, 60-66

Lazear, E. P. (2000) ‘Performance Pay and Productivity’, American Economic Review,
90(5), 1346-61.

Levy, P. E. and Williams, J. R. (2004), "The social context of performance appraisal: A
review and framework for the future”, Journal of Management, 30, 881-905.

Maier, Norman R.F., (1958), "The Appraisal Interview: Objective Methods and Skills", London:
Wiley.

Mark. O. (2010)Factors Affecting Commitment of Public School Teachers in Kenya .MBA
Research Project :Kenyatta University.

Mathieu, J., & Zajac, D. (1990). A review and meta-analysis of the antecedents, correlates, and
consequences of organizational commitment. Psychological Bulletin, 108(2), 171-194.

McElroy,J.C.,Morrow,P.C.,Power,M &lgbal,Z.(1993).”Commitment and Insurance Agents
Job Perceptions,Attitudes and Performance”.Journal of Risk and Insurance 60(3),
363-365

Ministry of Education Science and Technology(2005)session paper 1 of 2005.A Policy
Framework for Educational Training and Research .Government Prints:Nairobi

Mondy R (2008). Human Resource Management. 10th ed., New Jersey:Prentice-Hall.

102



Morrow, P. (1993). The theory and measurement of work commitment. Greenwich: CT JAL.

Mugenda, O.M., & Mugenda, A.G. (2003). Research Methods: Quantitative and qualitative
approaches (Revised Ed). Nairobi: African Centre for Technology Studies (ACTS)

Press

Murphy, Kevin R. and Jeanette N. Cleveland, 1995, Understanding Performance Appraisal:
Social, Organizational and Goal-Based Perspectives. Thousand Oaks, CA: Sage.

Nadler, David A., (1977), Feedback and Organizational Development: Using Data Based
Methods, MA: Addision-Wesley.

Nkono, m Stella(1991)Applications in Human Resource Management Cases, Exercises
and Skill Builders. London.Short-run press

Ontario.O(2005) Education Administration Journal: Emerald Group Publishing Limited.
http//www.emeraldinsight.com

Penny, Hacket(1997)Success in Management Personell:London.Short-run press

Raju, P. M., & Srivastava, R. C. (1994). Factors contributing to commitment to the teaching
profession.International Journal of Educational Management, 8(5), 713.

Rezghi RT (2000). Performance evaluation system, Tadbir Publication,No, 114.

Roberts, G. E. (2002). Employee performance appraisal system participation: A technique
that works. Public Personnel Management, 31, 333-342.

Roslender R, Kahn H, Stevenson J, (2009). Recognising workforce health as a key
organisational asset: a study of current thinking and practice. CA House, 21
Haymarket Yards Edinburgh, UK:The Institute of Chartered Accountants of Scotland

Rop W. C. N. (2007)An Investigation into Challenges Facing Performance A ppraisal of
Teachers Srvice Commission High School Teachers in Kenya.MBA Research
Project:Kenyatta University

Seifert, C. F., Yukl, G. and McDonald, R. A. (2003).”Effects of multisource feedback and a
feedback facilitator on the influence behaviour of managers toward subordinate.” Journal
of Applied Psychology, 88, 561-69.

Scott M. F and Finch. E (2005) Effective Management Appraisal for schools. Nairobi,
Longhorn publishers

103



Smither, J. W. and Walker, A. G. (2004), "Are the characteristics of narrative comments related
to improvement in multirater feedback ratings over time?", Journal of Applied
Psychology, 89, 575-81.

Steers, R. M. (1977). Antecedents and outcomes of organizational commitment.
Administrative Science Quarterly, 22,46-56.

Sulsky, L. M., & Keown, J. L. (1998). Performance appraisal in the changing world of
work: Implications for the meaning and measurement of work performance.
Canadian Psychology, 39, 52-59.

Swan S William(1991)how to do a superior performance appraisal .John Wliley and
Sons, NewYork.

Taylor, Susan M., Cynthia D. Fisher, and Daniel R. llgen. (1984Individuals reactions to
performance feedback in organizations: A Control Theory Perspective. In Kenneth
M. Rowland and Gerald R. Ferris,(Ed.) Research in personnel and human resources
management. Greenwich, CT: JAI Press, pp. 81-124.

Terrence HM, Joyce M (2004). Performance appraisals: ABA labour and employment law
section, equal opportunity committee. London. Oxford University Press:

Timperley Helen(1998)Journal of Education Administration voL 36 No 1 MCB

Waldman, D. A., Atwater, L. E. and Antonioni, D. (1998), 360-degree feedback gone amok.
Academy of Management Executive, 12, 86-94.

Wallen Norman et al (2000)How to design and evaluate research in education.
McGraw Hill, London

104



Appendix: Letter of Introduction

James Kahugu Kibe

P.O BOX 621

MOLO

Dear sir/madam

RE: DATA COLLECTION

I am James Kahugu Kibe ,a student at Kenyatta university pursing a master’s degree of

business administration majoring in Human Resource Management. One of my academic
outputs before graduating is a project report and for this reason, | have chosen the research
topic "Relationship between performance appraisal and teacher commitment in Nakuru
county schools’.

You have been picked as one of the respondents and the information obtained is going to be
treated as confidential and will not be used in any harmful way against you, other persons or
any entity. Any questions, comments or requests can be communicated through the contact
below. Your cooperation to this worthy course will be highly appreciated.

Yours faithfully,

James Kahugu Kibe
D53/NKU/PT/23427/11
TEL 0726317723
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Appendix 2: QUESTIONNAIRE FOR APPRAISERS

Section A: Background Information

1. What is your gender?

Male male

2. What is your age group?

| 8-25yrs 6-35yrs 36-45yr 56 and above years

3.How many years have you worked in the school
1-5yr 6-10yrs 1-15yrs 16 and above

SECTION B: TIME
Please tick the correct answer and give your opinion as the case may be
4. Are your employees committed at their places of work?

fes 0

5. How frequently do you evaluate your staff?

Quarterly

Half yearly

Yearly

Others specify

6. Do you factor in time as one of the aspects to appraise teachers?
Yes No

7. Is time a major determinant of the level of commitment of teachers in the school?
Yes No

106



8. When do teachers seem most committed?

Before Appraisal after Appraisal

During Appraisal All the time

SECTION C: METHODS OF APPRAISAL

9. What methods do you use to appraise your employees?

Goal setting

Grading

Ranking
Checklist
OhErS SPECITY ..o

10. How does the performance appraisal methods used in school affect commitment of
teachers?

Positively Negatively

SECTION D FEEDBACK
11. Does the appraisal feedback affect commitment of teachers in schools?
Yes NO
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12. How do you give feedback on one’s performance?.........ccccccevvvieieeveiesiiennnnn

13. Does the timely giving of feedback affect the commitment of the appraisees?

Yes

SECTION E: DECISIONS

No

14. Do you involve the teachers in making performance appraisal decisions in school?

Yes

No

15. Does involving the teachers in making the above decision affect their commitment in

school?

Yes

No

QUESTIONNAIRE FOR APPRAISEES

SECTION A: Background Information

1. What is your gender?

2. What is your age group

18-25yrs

male

26-35yrs

36-45yrs

female

66-above yrs

3. Which department do YOU WOTK IN?........coiiiiiiiiiiee s

4.How many years have you worked in the school
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1-5yrs 6-10yrs 11-15yrs 16 and above

SECTION B: TIME
5. Who appraises you?

Immediate supervisor other

6 .If your response above is other, please indicate or verify which one

7. How frequently does your appraiser appraise you?

Quarterly

Half yearly

Yearly

Others specif

8. Is time factored in as one of the aspect to appraise you?

Yes No

9. Is time a major determinant of your level of commitment in school?

Yes No

10. To what extend does time affect your commitment at school (put a tick where necessary)

1. Great ( ) 2.Moderate () 3.low ( )4 Verylow ( )5.Noeffect( )
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SECTION C: METHODS

11. Is there training of appraisers of teachers in the school?

Yes No

. What methods are used to appraise you?

Goal setting

Grading

Ranking
Checklist

13. Do the relevant performance appraisal methods used affect your commitment in school
Yes No

14. To what extend do the methods of appraisal affect your commitment at school? (Put a
tick where necessary)
1. Great ( ) 2.Moderate () 3.low ( )4.Verylow ( )5.Noeffect( )

SECTION D FEEDBACK
5. Does the appraisal feedback affect your level of commitment in school?

Yes No

16. Does the timely giving of feedback affect your commitment at school?
Yes No
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17. To what extend does feedback affect your commitment in school? (Put a tick where
necessary)
1. Great ( ) 2.Moderate () 3.low ( )4 Verylow ( )5.Noeffect( )

SECTION E DECISION MAKING

18. Are you involved in making performance appraisal decisions in school?

Yes No

19. Does your involvement in making performance appraisal decisions affect your level of
commitment in school?

Yes No

20. to what extend does making performance appraisal decisions affect commitment of
teachers? (Put a tick where necessary)
1. Great ( ) 2.moderate () 3.low ( )4.Verylow ( )5.Noeffect( )

21.How would you rate the school’'s performance appraisal process in terms of

effectiveness

1. Very effective 2.Effective 3.Ineffective 4 Very ineffective

You are kindly requested to state your degree of agreement or disagreement in relation
to each of the given items on a 4-point scale. Insert a cross (x) in the most appropriate

column. Use the key below when responding

SA Strongly Agee
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A Agree

D Disagree
NS Not Sure
SD Strongly Disagree

Performance Appraisal on commitment

SA

NS

SD

The appraisal tool enhances commitment

among teachers in schools

The time of my appraisal relates in a great

way with my commitment at school

| have knowledge of the appraisal method

that is used at school

The appraisal method used to evaluate me

affects my commitment at school

My commitment is enhanced because of the
involvement in the actual preparation of the

performance appraisal

| receive abrupt feedback upon appraisal

The abrupt feedback | receive in relation to
performance appraisal enhances my

commitment in school

| am greatly involved in making

performance appraisal decisions

My involvement in making performance
appraisal decisions affects my commitment

at school
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Appendix 3: Study Timeline

ACTIVITY
Proposal
Writing

Defense of
the

Proposal

MAR | APRIL | MAY

JUNE

JULY

AUG

SEPT

Review of

Proposal

Data

Collection

Data
Analysis

Project
Writing

Corrections

Binding of
Final

Report
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Appendix 4: Budget

Expenses cost
Stationery 4000
Typing charges 8500
Travelling costs 4000
Phone expenses 3000
Data analysis 10000
Contingencies 1000
Total 30 500
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