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Abstract

Performance Management System is a useful tool for managing an employee’s productivity and facilitating organization
performance. However there is no consensus on whether performance management system can automatically enhance
employee productivity. In addition, it has been observed that performance management system has had limited success due to
a number of challenges that include lack of expertise, subjectivity and evaluation criteria given the absence of adequate
performance baseline data resulting from non-existent job descriptions, terms of reference and certain schemes of service. The
main objective of this study was to assess the role of performance management systems on employee productivity amongst
employees of Sugar Research Institute in Kisumu. The specific objectives of the study were to: examine the effect of staff
development and performance appraisals on employee productivity. The study was guided by Institutional, Contingency and
Goal setting theories. Descriptive research design was adopted for the study. A census of the whole population of 140 was
used owing to the small population. Data was collected using questionnaires and document analysis. Expert judgment was
used to determine the validity of the instruments. Split half method was used to determine reliability of the research
instruments. Qualitative and quantitative data was analyzed using both descriptive and inferential statistics. The study
established that staff development and performance appraisals on employee productivity. The study concluded that staff
development was generally recognized as a designed tool for an organization's long-term growth, productivity and ability to
maintain valuable employees and it is a long-term initiative, but it also leads to short-term benefits like increased loyalty and
improved employee productivity and engagement. The study recommends that KALRO Sugar Research Institute should carry
out professional training to the employees, coaching and mentoring, cross departmental training and help their employees
develop their personal skills through introduction of seminars, workshops etc related to organizational activities. KALRO
Sugar Research Institute should write useful performance evaluations that provide employee with clear understanding of their
goals, in what areas they have excelled in, and what areas need more focus..
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1. Introduction

Performance Management System is a useful tool for managing staff’s performance and for facilitating its development.
Effectively used it can increase productivity, improve communications and have many others positive side-effects for individual
staff members and for the entire organization. A well-designed Performance Management System improves not only the Human
Resources Management but the performance of the organization as a whole. Performance Management involves an interlocking
set of policies and practices which have as their focus, the enhanced achievement of organizational objectives through a
concentration on individual performance (Storey and Sisson, 2003).

According to Harry (2013), performance management system helps organizations achieve their goals by tracking and improving
productivity and by supporting other HR functions. It is therefore a key component of the whole human resource strategy of an
organization. To implement the systems effectively, organizational and work specific skills need to be obtained and retained
within the organization. Managers must share an obligation for developing their workers abilities for maximum effectiveness in
contributing to the achievement of organizational goals. The performance management system must result in success for both the
individual and the organization. This observation aided by the result of a study conducted by Fletcher (2002) showed that
employee productivity is influenced by performance management process.

Reward and recognition system refers to any token given to a worker in appreciation of exemplary performance of an activity
related to the work. Macey, Schneider, Barbera and Young (2009) states that reward systems should be able to identify the
strength and weakness of employees for enhanced performance. It should reflect the fair contribution of employees in their duties,
as well as individual efforts for the achievement of high performance. Employees who are appraised tend to accept the process
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more if the appraisal system is linked directly to rewards and recognition for good performance (Bannister and Balkin, 2010). For
any organization that hopes to achieve its targets, reward and recognition systems cannot be ignored. As such, the top
management of such organizations need to spell out the duties of each worker clearly so that should anyone or group indicate
exemplary achievement (Schraeder, Becton & Portis, 2007).

2. Research Problem

Employees are the most important resources and assets of any organizations. They help capital natural resources and machines
to produce desired output. Employers therefore need to find methods of identifying, encouraging, measuring, evaluating,
improving and rewarding employees’ productivity at work (Gungor, 2011).

Performance management systems are increasingly seen as the way to manage employee productivity. These systems sets
expectations for employee productivity and motivate employees to work hard, by identifying strengths and weaknesses of
employees in giving feedback to employees regarding productivity and helping them to build on their strengths and overcome any
weaknesses through training. It aims at improving the quality of public service delivery by focusing on the achievement of end-
user needs (Lankeu, 2012). Studies have shown that where performance management systems have been embraced, employee
productivity is enhanced and hence improving overall organizational performance (Malcolm & Jackson, 2012). However,
Olufemi (2017) observe that the performance management systems has had limited success due to a number of challenges that
include lack of expertise, subjectivity and evaluation criteria given the absence of adequate performance baseline data resulting
from non-existent job descriptions, terms of reference and certain schemes of service.

Studies have also shown that Kenyan public service workforce is characterized by inefficiency, absenteeism, dissatisfaction,
poor motivation, poor working conditions and standard which are among the factors that trigger low productivity among
employees. There is therefore concern whether performance management system has had any effect on employee productivity in
Sugar Research Institution. This study therefore sought to determine the role of performance management systems on employee
productivity in Sugar Research Institutes in Kenya (Lefter, & Puia, 2009).

3. Objectives of the Study

The specific objectives were;
i To determine the effect of staff development on employee productivity in Sugar Research Institute
ii. To establish the effect of performance appraisals on employee productivity in Sugar Research Institute

4. Significance of the Study

The study would be vital in contributing information on why performance management systems that have been implemented in
Kenya are not performing as expected. This would provide an in-depth knowledge on the issues affecting employee productivity
despite the presence of performance management systems as mechanisms for facilitating, monitoring and motivating improved
output yet not producing desired results. The outcome would then be used by management to adjust positively towards making
performance management more effective, which would then translate to improved productivity. The study would generate more
managerial ideas that may facilitate more effective utilization of Performance Management Systems thus improving institution’s
performance. The study would be useful to potential scholars who would wish to undertake further research.

5. Review of Literature
5.1 Theoretical Framework
5.1.1 Institutional Theory

The theory was formulated in 1963 by two Austrians living in exile, Paul F. Lazarsfeld a sociologist and Oskar Morgenstern,
an economist through the financial support from Ford Foundation. The theory emphasis on the legal and regulatory framework of
government structures, Institutional theorists; Lepine, (2012) who asserted that the institutional environment can strongly impact
the development of formal structures in an organization, and that the underlying logic is that institutions are arrangements of rules
and incentives, and members of the institutions behave in response to those basic components of institutional structure.

It is a widely adopted theoretical standing that puts emphasis on reasonable myths and legitimacy. Institutional theory is made
up of two dominant trends; Old institutionalism and new institutionalism. New institutionalism rejects the rational models behind
historical economics, instead seeking cultural and cognitive interpretations of social and institutional phenomena. This is achieved
by analyzing some features of supra-individual units of analysis that cannot be broken down to aggregates or direct consequences
of someone’s intentions or even attributes. Therefore, in order to survive, institutions must conform to rules and belief systems
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currently available in their environment of operation. For instance, multinational corporations will face diverse pressures due to
the varying institutional environments in which they operate (Letangule and Letting 2012).

Institutional theory offers a rich and compound opinion of organizations as they are influenced by normative forces political,
environmental but are steered by the legitimate elements/instruments, standard operating procedures and policies in place. Sugar
Research Institute has adopted these legal instruments which provide a conducive environment for the undertaking of the research
study.

5.2 Empirical Literature
5.2.1 Staff Development Plans

Setting up staff development framework and agreeing on performance development practices are key to the achievement of
targets and vision (Burnley, 2011). These are normally designed to enable employees perform their roles at a level or standard
expected within the industry. Performance development practices enable a continuous cycle of individual performance planning,
feedback and review (Macey et al., 2009).

Locke, & Latham, (2012) stated that the intent of performance development plans is normally to enhance the capability of
staff, supervisors and senior management, so as to encourage proactive participation in the performance development process.
This he argues, will in turn enable and support the achievement of individual and local goals and contribute to the achievement of
an organization’s goals.

5.2.2 Performance Appraisals

A study by Mizuno, (2006) to determine the extent which performance appraisal has been adopted in the banking sector in
Kenya. The findings of the study indicated that the banking sector in Kenya has put in self-evaluations and adoption of feedback
by immediate supervisor. However, the reliance on consultants and subordinates to act as sources of evaluations in the feedback
appraisal has not commonly been taken up.

Olufemi, (2017) conducted a study to investigate the effectiveness of performance appraisal among the consumer service
companies in Ireland. The study established that employees were overly happy as they have to complete the performance
appraisal. However, a lot has to be done to improve the systems to make them more rewarding and successful. Few elements of
the current system exists that limit effective appraisal processes. Moreover, vital elements needed in an efficient performance
appraisal process are still not in place.

6. Research Methodology

This study was conducted using survey research design. The purpose of employing this method is because it allowed for the
collection of information regarding employees’ feelings, emotions and opinions and would yield maximum information required.
This method involves direct exploration, analysis and description of a particular phenomenon, as free as possible, while aiming to
achieve a maximum intuitive presentation (Mugenda, 2008). The design could aid the researcher to assess the role of performance
management systems on employee productivity in sugar research institute in Kisumu, Kenya.

The target population for this study comprised all the 140 employees of the Sugar Research Institute. The employees were
spread over four departments and the study sample was drawn from the total population in the four departments of Human
Resource and Administration, Finance, Crop Development and Technology Transfer.

7. Research Findings
7.1 Descriptive Statistics
7.1.1 The Role of Staff Development Plans on Employee Productivity

The first research objective sought to determine the effect of staff development on employee productivity in Sugar Research
Institute. The results showed that 47.2% of the respondents agreed that staff development plans sustained by management affected
employee productivity in Sugar Research Institute. 45.7% of the respondents also did agree that existence of a framework policy
on training and development affected employee productivity. Training and development chances supported by management were
the third with 36.1% and 36.1% budget allocation for training. Respondents were neutral with regards to training needs
assessment while they disagree with employee promotion after development. 22.9% and 45.7% of the respondents strongly agreed
that a policy on training and development existed in the organization. 36.1% strongly disagreed that employees were being
promoted after being developed. 63.9% of the respondents agreed that management supported training and development
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opportunities and that training needs assessment are also done in the organization and 36.1% of the respondents strongly disagreed
on employee promotion after development.

According to Burnley (2011) setting up staff development framework and agreeing on performance development practices are
key to the achievement of targets and vision. This is in line to state that the intent of performance development plans is normally
to enhance the capability of staff, supervisors and senior management, so as to encourage proactive participation in the
performance development process.

This he argues, will in turn enable and support the achievement of individual and local goals and contribute to the achievement
of an organization’s goals. The respondents also strongly disagreed on employee promotion after development. This is contrary to
Bezuidenhout (2013) who argued that performance development frameworks ensure clarity in job roles and responsibilities,
thereby enhancing better working relationships and yielding target outcomes.

7.1.2 Role of Performance Appraisal on Employee Productivity

The second research objective sought to establish the effect of Performance Appraisals on Employee Productivity in Sugar
Research Institute. The results show that the respondents strongly agreed that performance appraisals systems has effect on
employee productivity in Sugar Research Institute as shown in the response rate of 18.9 strongly agreeing and 40.15 agreeing.
Only 5.4% disagreed. 40.5% of the respondents agreed that managers give feedback when appraised. 41.7% also agreed that
managers discusses with them regular job performance. 28.6% of the respondents were neutral on the statements that the appeal
done when the employees don’t agree with the appraisal score. Also 13.5% of the respondents remained neutral on whether
performance appraisal process was done yearly.

According to Benabou and Tirole (2003), performance appraisals assist in target setting in order to define organizational
destinations and future plans to achieve their goals. The inspired employees associate themselves with the activities of the
organization, are committed and can be relied upon to improve the organization’s performance. The respondents agreed on the
statements that performance appraisal is used as a decision making tool for increasing productivity, performance appraisal is fair
to all employees supervised, managers discussing regular job performance and feedbacks when appraised are provided.

This is evident on the respondents who provided very good percentage rating. These findings concur with the findings of
Munguti and Kanyanjua (2017) who found that the performance appraisal process was fair and targets had been set for all staff to
ensure the process achieved its objectives in evaluating individual employee performance. This contradicts with the findings of
Warner, (2012) who observe that employees were overly happy as they have to complete the performance appraisal. However, a
lot has to be done to improve the systems to make them more rewarding and successful.

7.1.3 Employee Productivity

The study sought to assess the role of Performance Management Systems on Employee Productivity in Sugar Research
Institute, Kisumu Kenya. The results show that performance management systems have effect on employee productivity in Sugar
Research Institute, Kisumu Kenya to a great extent in all the variables. 56.8% of the respondents agreed on the statements that
employees have the ability to be innovative, 36.1 % agreed that work targets are met/accomplished and that the quality of
products/services are high as shown by 48.6%. 44.1% of the respondents agreed that decision making process is highly formal in
the organization thus allowing for both supervisor and the employees to be jointly involved in participating process of setting the
specific goals for each employee.

The respondents agreed on the statements that suggestions given to management to increased productivity is useful, work
equipment’s and facilities are available, the current level of employee productivity is high and the decision making process is
highly form in the organization as shown by 42.2%, 41.2% and 21.6% respectively. Performance appraisal is an essential
component in performance management system. This therefore creates an conducive environment for growth. Nyambezi (2005)
concurs with the narrative that when employer employee set standards that has been jointly agreed they are thus considered fair.
This statement is in agreement with Macky & Johnson (2000) who emphasized that performance management systems are means
to unceasingly improve organizational performance which is achieved by enhanced employee productivity.

8. Conclusion and Recommendations
8.1 Conclusion

The study determined the effect of staff training and development on employee productivity in Sugar Research Institute. The
study concluded that staff performance development plans were sustained by management which later affected employee

productivity in Sugar Research Institute. The study further concluded that policy framework on training and development
improves employee productivity.
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The study examined the effect of performance appraisals on employee productivity in Sugar Research Institute. The indicated
that the majority of the respondents strongly agreed that performance appraisals systems has effect on employee productivity in
Sugar Research Institute. The study showed that managers discussed with them regular job performance.

8.2 Recommendations of the Study

The first research objective determined the effect of staff development on employee productivity in Sugar Research Institute.
The study concluded that employees were being promoted after being developed on employee promotion after development. Thus,
the study found that Sugar Research Institute should promote their employees after development with their staff performance
development plans were sustained by management which affected employee productivity in Sugar Research Institute. The study
further found that respondents agreed the existence of a framework policy on training and development affected employee
productivity.

Performance appraisal was done to improve employee productivity and the relationship established was very small to adopt.
Thus, the study recommended that Sugar Research Institute should use more performance appraisal policies to measure their
employee productivity. The study further recommended that performance appraisals should be enhanced through employee
productivity.
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