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ABSTRACT
The purpose of this study was to investigate the influence of performance contracting on
the performance of roads construction projects in Nairobi City County Government. The
objectives of this study were to investigate the influence of performance contract
negotiations, performance monitoring and evaluation, rewards and sanctions, and the
application of lessons learnt on the performance of roads construction projects. The
project performance indicators considered in the study are time of completion, utilization
of funds on planned projects, completion rate, quality and integration of project processes
in implementing projects. This study is significant because Nairobi County should invest
in effective and efficient infrastructure in order to achieve vision 2030 objectives. Most
economic and social services are delivered on the platform of good roads infrastructure.
The study gave an overview on the development of the concept of performance
contracting in supporting public sector reforms in Kenya. Further, the researcher
demonstrated the extent to which performance contracting influences service delivery and
implementation of government projects.  The descriptive survey design used in this study
was supported by a literature review on performance contracting. The literature review
explored the concept of performance and performance contracting initiatives and their
implementation in Public Service Sector. The researcher utilized primary data collection
whereby questionnaire and interview methods were used to gather required information.
The researcher used a sample size of 63 respondents drawn from a population of 75
employees within the sector of Roads, Public Works and Transport of Nairobi County
Government who are responsible for implementation of roads construction projects.
Given that the population from which the sample was drawn was not homogeneous,
stratified proportionate random sampling technique was used to obtain a representative
sample. The researcher collected both quantitative and qualitative data. The quantitative
measures were used to generate descriptive statistics to analyze frequencies, means and
percentages while the qualitative methods were used in sorting out data from
questionnaires. The data was analyzed using Statistical Package for Social Science
software and presented in the form of tables to establish statistical relationship between
variables. The study revealed a strong positive relationship between performance
contracting and project performance. The findings were used to make inferences. The
study found out that the Nairobi County Government should improve on project
management procedures to make roads construction projects more successful and develop
proper training programmes to curb areas of weakness among poor performers. Further
studies could be done in other county governments to compare the relationship between
performance contracting and projects performance in different geographical, social,
cultural, economic and political settings.
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CHAPTER ONE

INTRODUCTION

1.1 Background to the study

A Performance contract is a means by which an organization enters into a

performance agreement with its staff for the purpose of assessing the output against the

bargained performance goals. Performance contracts were first practiced in Europe in

early 1960s as frameworks for accomplishing public projects. Performance contracting in

Kenyan government institutions is a segment of the expansive public sector reforms

initiated in 1993 with the aim of improving efficiency and effectiveness in the

administration of public service in the state corporations and government ministries. To

date, most governments and international entities actualize policies through performance

agreements as a state-of-art instrument to boost productivity, good governance and

accountability. (Organization of Economic Cooperation Development, 1997).

County governments play a vital role in setting up and maintaining infrastructure.

Access to basic services in Nairobi is below the expected standards; the reality is that

systems are not properly functional (DFID, 2015, p.20).  There have been hindrances to

satisfactory service delivery by the defunct City Council of Nairobi ranging from taking

too long to implement projects, stalled projects, financial constraints, procuring projects

at inflated contract prices, logical factors, political interferences, non-procedural

procurement and implementation of works; compromised quality of works and low levels

of accountability of public resources entrusted to public officers. The Nairobi County

government being the host of the capital city of Kenya is under heavy criticism from

other best leading cities in terms of effective and efficient service delivery (EIU, 2016).

During the project life cycle, project managers focus attention to on five project

performance indicators, these are; cost, time, quality, scope and integration of all project

processes. These indicators form a basis for project monitoring, evaluation, control and

reporting (Kezner, 2006). The success of a project is measured on achieving the project

performance indicators. The indicators are clearly defined during project design and
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communicated to project team and relevant stakeholders. A successful completed project

is one that is completed and fulfills all the five performance indicators. Project

performance objectives are put in consideration during the processes of performance

contracting. The indicators for performance contracting are negotiation engagements,

performance monitoring and evaluation; rewards and sanctions and application of the

lessons learnt to improve successive performance contracting cycles.

This study targets projects’ performance because implementation of successful

roads construction projects is vital to the overall contribution of Nairobi County to

transform Kenya into a middle income nation status by 2030. Successful implementation

of roads infrastructure is of great support to achieving the Millennium Development

Goals. County governments are encouraged to invest in infrastructure projects if they are

to achieve urbanization. (Wahinya, 2016).

1.2 Statement to the problem

This research intends to assess the extent to which performance contracting has

influenced the performance of projects at Nairobi City County. The public sector faces

many challenges ranging from inefficiencies in administration to implementation of

policies at workplaces (GoK, 2010). Audit reports revealed diversion of project funds to

other purposes, discrepancies between actual projects costs and budgeted amounts, lack

of competitive tendering process, sub-standard works, stalled projects and non

performing projects among other irregularities by government agencies (GoK, 2014).

Another report on audit exposed that contractors were abandoning roads construction

works because of nonpayment (GoK, 2015, p.14). This had a negative impact on the

county government absorption of development funds, failure to deliver timely services to

the Nairobi citizens and contractors not getting value for their capital money invested in

county projects. Delays in making timely payments exposed county government to more

losses in forms of interests payable to contractors.

An audit report (GoK, 2013, p.25) indicated that Nairobi residents were

particularly concerned about the poor state of roads in parts of the city The Nairobi

County Government incurs heavy expenditures to develop and maintain infrastructure in
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order to improve quality of service delivery. The Financial Estimates – Program-Based

Budget, 2016/2017 for Nairobi County government confirmed that roads and other

engineering services were allocated the second highest budget of KSh.6.2 Billion for new

projects and maintaining existing infrastructure. The Nairobi residents, being the

taxpayers expect services worth the budget allocation.

Towards this end, need arises to scrutinize how various aspects of performance

contracting are influencing the success of road construction projects. Therefore, this

study is designed to examine and analyze whether introduction of performance

contracting in public sector has changed the manner in which Nairobi county government

manage roads construction projects.

1.3 Purpose of the Study

This study was to investigate the influence of performance contracting on the

performance of roads construction projects in the county government of Nairobi.

1.4 Objectives of the study

i. To examine the influence of performance agreement negotiations on the

performance of roads built by Nairobi County.

ii. To analyze the influence of performance contract supervision on the

performance of roads constructed by Nairobi County.

iii. To assess how rewards and sanctions influence the performance of roads put up

by Nairobi County.

iv. To establish how lessons learnt from performance contracting influence the

performance of roads built by Nairobi County.
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1.5 Research questions

The research answered the following questions:-

i. How do performance agreement negotiations influence the performance of roads

built by Nairobi County?

ii. How does supervision of performance contracts influence the performance of

roads constructed by Nairobi County?

iii. To what extent do rewards and sanctions influence the performance of roads put

up by Nairobi County?

iv. How do lessons learnt from performance contracting influence the performance

of roads built by Nairobi County?

1.6 Significance of the study

Nairobi County government implements roads construction projects to enhance

physical infrastructure to support delivery of services. The findings from this study were

used to compel the Nairobi County Government to implement projects efficiently in order

to facilitate delivery of better services to its population. The implementation of successful

projects implies that the funds allocated to the Nairobi County government by the

National Government are utilized efficiently to provide quality services for the benefit of

Nairobi population. The sum positive effect is to improve economic and living standards

of the Nairobi people. Improved performance of roads construction projects has a

positive ripple effect on the country’s drives to achieve the Millennium Development

Goals.

The study also acted as a trigger to entire management of Nairobi County

Government to embrace continuous learning and discover new innovations for the

purpose of continuous improvement of service delivery.
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1.7 Delimitations of the study

In this study, the researcher addressed how various objects of performance

contracting influence the performance of roads projected constructed by Nairobi County

government. The projects under consideration are the roads construction projects funded

by Nairobi County government. The researcher did not address other projects like

electricity distribution, water supply and sewage systems which are managed by the

National Government. The jurisdiction of the study is confined to 17 sub-counties with a

total of 85 wards within Nairobi County. The Nairobi County government mandates the

sector of Roads, Public Works and Transport to implement roads construction projects.

The researcher collected data from the employees of Roads, Public Works and Transport

sector who are engaged in project implementation. The researcher was confined to four

aspects of a performance contracting that influence the performance of roads construction

projects, namely negotiation, monitoring and evaluation, rewards and sanctions and

application of lessons learnt. The performance indicators of a project considered in this

study were time of completion, utilization of funds on planned projects, completion rate

of projects, quality of projects and integration of project processes in implementation of

projects.

1.8 Limitations of the study

The researcher faced constraint of time due to the pressure of workload at the

work place. However, the researcher managed to complete the study by utilizing the

available time. Financial challenge was another limitation that the researcher had to battle

with to carry out this study successfully. The researcher made financial sacrifices by

foregoing financial commitments that could be attended to at a later date.

Confidentiality was also an issue whereby some respondents were not willing to

disclose information that may seem to expose personal or institutional weakness for fear

of the unknown. The researcher assured the respondents that the study was meant for

academic purposes only and that they should not indicate their names on the research

instruments.
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1.9 Assumptions of the study

It was assumed that the respondents were honest and that the information they

provided was true and reliable. The study also assumed that the sampled population

represented the whole population studied.

1.10 Definitions of significant terms

Cost effectiveness: value for money in project implementation and whether the ultimate

cost was within the budget. Nairobi County Government provides the budget for

the project(s) during negotiations and a variance analysis at the end of the

performance period.

Negotiation: consensus to settle a matter of mutual concern.

Performance appraisal: a system used to assess achievements against the agreed goals

and assign a performance score to an employee.

Project completion rate: is the number of projects completed against the projects

planned.

Performance contract: a binding agreement between parties to perform and meet goals.

Performance monitoring: daily basis collection and recording of data on project

activities.

Performance of government project: a measure of how the project meets the scope,

time, cost, quality and integration of all project processes.

Time of completion: refers to actual time spent in implementing the project.

1.11 Organization of the study

The study has five chapters. The first chapter comprises of the background to the

study, statement of the problem, purpose of the study, objectives of the study, research

questions, significance of the study, delimitations of the study, limitations of the study,

assumptions of the study, definition of significant terms and the organization of the study.



7

Chapter two contains a comprehensive literature review of related studies and

publications on performance contracting and projects performance within the public

sector. The section contains a theoretical framework that discusses theories which support

the application of performance contracting to improve performance and a conceptual

framework that gives the relationship between variables.

Chapter three contains a description of the methodology. Methods of data

collection, analysis and presentation are discussed. The chapter concludes with the

operational definitions of variables which associate the research objectives with the

methodology and provided a map to the expected results.

Chapter four analyzes, presents and provides interpretation to the data. It explains

the questionnaire return rate and the demographic characteristics of the respondents. This

chapter further explains how the responses obtained from the questionnaires helped to

answer the research questions. The understanding of this chapter prepares the researcher

on how to use the findings.

Chapter five summarizes and discusses the findings in comparison to the previous

knowledge cited in the literature review. Finally, this chapter makes conclusions and

recommendations for further research.



8

CHAPTER TWO

LITERATURE REVIEW

2.0 Introduction

This chapter reviews literature that covers the concept of government projects’

performance and performance contracting, how various variables affect the performance

of engineers in implementation of projects. The chapter also contains the theoretical

framework, conceptual framework and the relationships of variables in the conceptual

framework. The reviewed literature reveals knowledge gaps that the researcher intended

to fill in this study.

2.1 The Concept of performance in government projects

According to (Campbell et al., 1993, p. 40), performance is the best execution of

assignments by an individual as expected by the hiring institution.  This implies that the

output cannot be described solely by the action but by undertaking some judgment and

evaluation procedures (Borman & Schmit, 1997). Furthermore, measurable activities are

used to assess and rate the performance of an individual (Campbell et al., 1993).  There is

a consensus among authors that performance has to be conceptualized by distinguishing

distinct behavioral aspects; what an individual does in the work situation and the results

of the individual’s behaviour (Roe, 1999).

However, not any action that is relevant to organizational goals contributes to

performance, hence the need for a criterion for assessing the extent to which an

individual’s productivity adds up to the objectives of an institution. Generally,

researchers agree that the output of a job can be described by the conduct and activities

undertaken by an individual to enable an organization to achieve its goals (Campbell,

1990). Traditionally, supervisors were used to rate individual’s performance. However,

because of the shortfalls experienced in the traditional systems, many organizations have

changed to performance measurement systems where performance appraisal of the target

employee is provided to his or her seniors. According to the New Public Management

theory, performance measurement is vital because it enables an organization to offer
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better services. The manner in which to describe performance is becoming clear to many

public organizations. Efforts to reform are gradual which demands the best output.

2.2 The concept of performance contracting

Public institutions should ensure that performance indicators are aligned with the

Ministries, Departments and Agencies (MDAs) goals. Nairobi County Government staffs

are required to be accountable while discharging their duties. Previously, before

introduction of performance contracting engineers were discharging their duties without

clear lines of accountability, relevance to organizational vision, works were not precisely

verifiable and quantifiable. Implementation of project did not adhere to set timelines.

There were no prior plans for projects. Projects could be initiated but only implemented

at the convenience of the availability of funds. The decision on the kind of projects to be

implemented was solely handled by political leaders without involving the participation

of members of the public who are the major stakeholders and users of the services

(Menzwa & Misati, 2014). As such, it was not transparent to measure the performance of

public servants as there were no clear guidelines of doing so. This contributed to laxity

among most employees as they could not be pinned down for non-performance. The

burden to deliver services to people was left to a small percentage of employees who

could not provide satisfactory services. The public was so dissatisfied with poor services

offered by the government and demand public officers to improve on the quality of

services and be fully accountable for public resources entrusted to them.

The introduction of performance contracting helped to set clear performance

indicators for projects implementation by engineers.  The process of performance

contracting starts with negotiation of performance targets, vetting, signing the

performance contract, implementing and reporting on performance, monitoring and

evaluating the performance, moderation of performance contract, rewarding and

sanctioning of officers and finally drawing up lessons to improve the performance

contracting as a tool of service delivery. All through the processes of performance

contracting, engineers were put on task to ensure that projects are completed within set

contract periods, works are done within approved budgets, all the projects initiated are
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implemented to completion and that proper management procedures and practices are

applied at all times during project life cycle.

2.3 Performance contracting in Kenya

Kenya Railways Corporation and National Cereals and Produce Board were the

first public institutions in Kenya to implement performance contracting during the years

1989 and 1990 respectively. The two performance agreements suffered a setback for

lacking performance incentives and provision to accommodate impact of external factors.

Performance contracting was re-introduced in 2003 with an aim of enhancing a strategy

to boost the economy and job creation, in pursuit of the goal of performance

improvement in the public sector.

The key objectives for introducing performance contracting were drawn from the

strategic plans of the public institutions (GoK, 2003). The performance targets are

cascaded to all levels of staff through the performance appraisal system. The targets form

the basis for evaluating institutional performance as well as appraising individual

performance. Performance contracting outlines the indicators used to monitor its

performance and delivery, and attach rewards and sanctions to the attainment of the goals

attached to these indicators. Identifying and agreeing on indicators is therefore a critical

part of the performance contracting (PC) process. Before the introduction of the PC, the

civil service did not have a clear strategic direction hence the public sector had become

an impediment to economic growth and recovery of the economy because the

government sector was not efficient and effective in their service delivery.

Nzuve and Bakari (2012) did a study for the City Council of Nairobi to assess

how empowerment of employees relates to their output. Another study by Awino and

Saoli (2014) recommended the council to ensure adequate funding for satisfactory

implementation of projects. Further, the study suggested the council to adhere to right

procedures when executing performance contracting to fulfill employees, Council and

public interests.

The idea of performance agreements is a new approach to organizations and

employees and  faces hurdles like stakeholders engagement, target setting, setting of
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standards, monitoring and evaluation of performance, (GoK, 2010). Performance

contracting aims at specific, measurable, accurate, realistic and time-bound (SMART)

targets, specifying agent performance in terms of results and assigning accountability for

those results, increasing the transparency of the accountability relationship in public

institutions, establishing clear reporting, monitoring and evaluation mechanisms of the

projects and providing a basis for assessment of performance. Performance contracting

also provides a basis for renegotiation for the performance.

2.4 Performance contract negotiation and performance of road construction

projects

Negotiation is a bargaining process between two or more parties seeking to

discover a consensus to settle a matter of mutual concern or resolve a conflict (GoK,

2014). To obtain a profitable outcome it is necessary for negotiating parties to have a

common understanding of their beliefs, values and objectives. This means a long term,

profitable relationship. Therefore, the skills that support negotiation process are important

during negotiation of performance targets. It is essential that the parties should be willing

to listen; see things from other people’s point of view; check out beliefs and assumptions

of both sides; identify areas of agreement; identify points of leverages and blockages;

impress multilateral thinking in order to develop other ways of achieving an agreement;

and be flexible and sensitive.

The performance contract is normally signed to inspire accountability and

demonstrate commitment by the relevant Senior Management Authority and the

Institutions Accounting Officers. The main objective of a project engineer is to deliver

successful projects in line with the project performance objectives. In addition, project

engineers need to engage relevant stakeholders to implement successful projects per user

expectations. A criterion is formulated to measure the viability of the project to determine

whether the project will be a success or a failure. The criterion is devised based on

project relevance, effectiveness, efficiency, impact, sustainability, conformity,

replicability, cost effectiveness, participation ownership and feasibility.
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Both projects and performance contracts are time-bound to deliver results. As

such the project must be executed and delivered within the performance contract period

in question. A study conducted by Mbawi and Muchelule (2015) indicates that

management support has a significant influence to the success of a project. In this study,

the researcher considered to address how of management can spearhead the negotiation

of performance contract to enable successful delivery of projects by engineers.

2.5 Performance monitoring and evaluation, and performance of road construction

projects

Monitoring is a continuous process that involves collecting data of daily project

activities. Evaluation assesses how well the outcomes of activities fulfill the objectives of

the project. Therefore, monitoring and evaluation is involves collection and analysis of

data during project implementation to obtain useful information to all the stakeholders at

various levels of engagement (Nyonje, Kyalo & Mulwa, 2012). Public institutions

implement performance contracts following their commitment to each target. An

institution may realize some difficulty in achieving some targets within the prescribed

time-frame due to extraneous hindrances beyond its control (Kervasdoue, 2007).

Reporting, monitoring and evaluating performance quarterly helps to determine

whether the initiated projects proceeded according to plan. Otherwise, the number of

projects to be implemented is reviewed during midterm evaluation. A summative

evaluation is done. The parameters of the performance contract matrix are filled by the

appraisee and appraiser, in consultation. These parameters include the performance

target, performance indicators, weight, unit of measure for individual performance target,

individual achievement, percentage change, raw score, weighted score and composite

score. The computation of raw, weighted and composite scores is guided by the formula

applicable in the performance contract guidelines. Verifiable evidences on the

achievements form an addendum to quarterly performance reports. The rating scale in

table 2.1 is used to rate the performance of the appraisee.

Performance appraisal is part of the system of managing performance within an

institution and its employees. Appraisal is a means for assessing the productivity of an
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employee, recommending areas that need improvement and giving recognition to better

performance. Appraisal brings together goals assigned to an employee, how an employee

works to meet the agreed goals, reporting on the achievements and rating the

performance. If an employee is promoted, transferred, redeployed or assigned other

duties besides those stated at the commencement of the appraisal period, the employee’s

output is appraised proportionately.

It is essential to consider the purpose of appraisal prior to designing and its

application. Annual appraisal is used to assess performance, identify future training and

development needs, set new performance objectives and can be linked to salary review

(Adams, 1968). However, linking the appraisal to reward system may degrade the quality

and exchange of information at the appraisal interview especially if the appraiser is not

well knowledgeable as the employees may opt to avoid mentioning areas of work they

find difficult. If the appraisal is focused on development, targets for individual employees

should be set based on business needs of the organization. This gives employees better

understanding of their roles and their contribution to they make.  The performance of the

appraisee is rated based on table 2.1.

Table 2.1: Performance Rating Scale

Achievements of Performance Targets Performance

Level

Performance

Grade

Raw

Scores

Achievement above 130% above the agreed

performance target

130% - 200% Excellent 1.00 –

2.40
Achievement of the agreed performance

target upto 130% of the target

100% -130% Very Good 2.40 –

3.00
Achievement between 70% and 100% of

the agreed performance target

70% - 100% Good 3.00 –

3.60
Achievement between 50% and 70% of the

agreed performance target

50% - 70% Fair 3.60 – 400

Achievement between 0% and 50% of the

agreed performance target

0% - 50% Poor 4.00 –

5.00
Source: GoK, Rewards and Sanctions Framework Policy for Civil Service (2014).
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2.6 Rewards and sanctions; and performance of road construction projects

Rewards is about appreciating the good work whereas sanction is the denial and

imposing a punishment for non-performance. According to Nganyi (2014),

administration of rewards and sanctions is a way of encouraging competition within

public institutions. Reward is the use of inducements in form of intrinsic and extrinsic

motivators to appreciate good performance. Some scholars argue that manipulating

employees with rewards leads to automatic failure and may yield to long term harm

(Kohn, 1999).

Rewards can be both financial and non-financial. The rewards for good

performance can be in form of bonuses, promotions, contract renewal, National Honours

and Awards; and Letters of Commendation, (GoK, 2014). Employees who perform below

average can be sanctioned through warnings and demotions. However, the employer may

want to understand causes for poor performance by identifying and training the affected

employees in the areas of their needs prior to taking sanctions. This can give employees a

chance to get equipped with the required job specifications to improve their

performances.

Sanction is the denial of reward, use of threats and fear to cause an employee

improve his performance. However, sanctions do not necessarily cause an employee to

improve his performance. Although punishment is a strong motivator, it is not sustainable

because it can contribute to low quality of work and rebellion among non performers. A

sanctioned employee may also avoid and counterattack the manager imposing the

sanction. This may be expressed through sabotage or malicious obedience. It is important

that the manager pre-investigates the outcome of sanctions prior to administering.

Sanctions can be combined with positive reinforcement in order to eliminate some

negative reactions.
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Table 2.2: Rewards and sanctions for managers and employees

Achievements of

Performance Targets

Performance

Grade

Performance

Level

Reward/Sanction

Achievement above

130% above the agreed

performance target

Excellent 130% - 200% 13th month salary based on

graduated composite score for

“Excellent” performance and Roll of

honourAchievement of the

agreed performance

target upto 130% of the

target

Very Good 100% -130% Letter of Commendation

Achievement between

70% and 100% of the

agreed performance

target

Good 70% - 100% 1st year – cautionary letter

2nd year – warning letter

3rd year - separation

Achievement between

50% and 70% of the

agreed performance

target

Fair 50% - 70% 1st – warning letter

2nd – reprimand

3rd year - separation

Achievement between

0% and 50% of the

agreed performance

target

Poor 0% - 50% 1st - reprimand

2nd - separation

Source: GoK, Rewards and Sanctions Framework Policy for Civil Service (2014).

Rewarding good performance acts as a motivator for project engineers to track the

process of implementing projects right from the initiation to closure stage. Projects are

initiated by the users or members of the public through public consultative forums. The

number of projects to be implemented by engineers during a financial year are negotiated

and agreed on as a measure of their performance targets.

2.7 Lessons learnt and performance of road construction projects

All the efforts put into the processes of performance contracting in order to

influence the achievements of project engineers in implementing projects are geared

towards providing effective and efficient services to the citizens (Joby, 2003). Public

service is expected to deliver service with customer as a focal point. Customer focus is

not an event, mind-set but a continuous process. Public institutions need to do continuous
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evaluation of customer satisfaction and get their feedback to improve on the service

delivery. The success of roads construction projects is influenced by how best the

performance contacting is implemented. Continuous Improvement Strategy has been

identified as the cornerstone for representing technologies, procedures and resources as

system components (Kano et al., 1984). To achieve and sustain continuous improvement

in each of the processes of performance contracting and project implementation, it is

recommended to adopt: “5S scheme” (sort, set in order, shine, standardize and sustain);

creativity and Deming Wheel also known as the PDCA (Plan, Do, Check, Adjust)  cycle

(Erevelles & Leavitt, 1992).

Every effort should be taken to instill team spirit among employees and whole-

hearted involvement of everyone has to be ensured for successful implementation of

performance contracting and projects implementation (Dahlgaard, Kanji & Kristensen,

2012). It is vital for organizations to learn how to instill an all inclusive approach and

motivation among its employees. Thus, lessons learnt from previous performance

contracts should be applied to improve achievements in the successive performance

contracts. A study by Nganyi (2014) recommended sensitization and training of public

officers to demystify performance contracting. The process should be more inclusive by

involving all stakeholders.

Employee meetings are part of means for administering performance management that is

undervalued by most public institutions. Many organizations make the mistake of holding

meetings with senior staff only excluding staff involved in operations. Meetings of

performance contracting stakeholders are important because they create room for

discussion and making proper decision.

A study on performance contracting in Kenya by Obong'o (2009) did not address

the influence of performance contracting on implementation of projects. Instead, the

study proposed continuous review of performance contracts to enable public entities

improve on service delivery. Therefore, this research will address how lessons can be

learnt from predecessor performance contracts to improve achievements in the successive

performance contracts.
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2.8 Theoretical framework

In this study, performance contracting was used as a means for assessing

performance. A Performance contract clearly states the responsibilities and maximized

benefits of each party involved, (Jody et al, 2004).  The New Public Management and the

Principal Agent theories were used in this study since they emphasize the shift from

traditional public administration to public management.

The New Public Management (NPM) theory borrows the best practices for

maximizing benefits used in the private sector (Balogun, 2003). The New Public

Management theory has closely been associated with theory performance contracting

after consensus (Mutahaba, 2014). Under this theory, focus is to ensure that government

becomes more efficient in delivering services. Government employees have to change

from traditional way of public service to impress a performance oriented approach. In

some way, public servants have to have a different perspective and view themselves as

part of the public. In this way, government employees will endevour to deliver the best

while discharging their duties.

Ayee (2008) and Petri (2002) argue that performance contracting (PC) is based on

Principal Agent theory. The Principal Agent theory is enforced when the agent is in

position to make decisions on behalf of the principal. This study applies the relationship

that the County government, represented by project engineers is the agent and the public

as beneficiaries is the principal. The theory anchors on the premise that both the principal

and the agent want to maximize benefits. The agent sets performance goals with minimal

risks of not meeting the interests of the public (Ssengooba, 2010). The point to content

with in the application of this theory is how the principal can tame the action of the agent

to create a balanced fulfillment of interests of stakeholders. Various mechanisms may be

applied to match the interests of the agent with those of the principal. The performance

contracting is but a tool used by citizens to hold public officials accountable and the

government agencies accountable (Larbi, 2010).
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2.9 Conceptual framework

This study will be guided by the conceptual framework in figure 2.1

Independent variables

Figure 2.1: Conceptual framework

Lessons learnt
 Teamwork
 Top management support
 Research & Innovations
 Customer satisfaction evaluation
 Training
 Accountability
 Transparency
 Political goodwill
 Communication
 Motivation
 Competition

Rewards and sanctions
 Bonus salary
 Renewal of contract
 Merit promotion
 Letter of commendation
 Cautionary letter
 Warning letter
 Demotion
 Separation

Performance monitoring and
evaluation

 Recording activities
 Reporting
 Midterm reviews
 Performance appraisal
 Moderations of performance contract

Engineers’ performance in projects
 Time of completion
 Utilization of funds
 Rate of completion
 Quality of projects
 Integration of project processes

Moderating variable
 Political stability
 Engineers’ workload

Extraneous variable
 Acts of nature

Dependent variable

Lessons learnt from performance
contracting

 Teamwork
 Top management support
 Research and Innovations
 Customer satisfaction evaluation
 Training project team members
 Accountability
 Political goodwill
 Communication of information
 Motivation project teams members

Rewards and sanctions
 Bonus salary
 Renewal of contract
 Promotion by merit
 Warning letter
 Demotion of non-performers

Performance monitoring and
evaluation

 Recording activities
 Reporting on achievements
 Midterm reviews
 Performance appraisal
 Moderations of performance contract

Project performance
 Time of completion
 Utilization of funds
 Rate of completion
 Quality of projects
 Integration of project processes

Moderating variable
 Political stability
 Engineers’ workload
 Top management

support

Extraneous variable
 Acts of nature

Dependent variable

Performance contract negotiations
 Consultations of project engineers
 Setting targets and KPIs
 Setting monitoring and evaluation

criteria
 Vetting performance contract
 Signing of performance contract
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In this study, the independent variable was the performance contacting and the

dependent variable was the performance of roads construction projects. The objects of

performance contracting are negotiation, performance monitoring and evaluation;

rewards and sanction; and application of lessons learnt to improve performance

contracting. The indicators of performance of roads construction projects were time of

completion, utilization of funds, rate of projects completion, quality and integration of

project processes during the project life cycle.

The researcher therefore sought to verify whether the performance of roads

construction projects can be varied through manipulation of performance contracting

objects. The moderating variables were political stability and pressure of work on

projects engineers which may influence performance of roads projects. The extraneous

variable was acts of nature. Moderating and extraneous variables influence the strength of

the relationship between the independent and dependent variables. All the moderating

variables were put under control so as not to interfere with the influence of the primary

independent variable on the dependent variables.

2.10 Gaps in literature review

The literature reviewed above showed that no detailed study has been carried out

to specifically explain the effects of performance contracting on the performance of roads

construction projects within Nairobi County Government. Studies addressing

performance contracting on performance effectiveness, concentrating on the

organizational productivity, organizational culture, organizational effectiveness and

employees’ motivation have been done.

This research therefore is tailored to examine the influence of performance contracting on

the performance of roads constructed by Nairobi County Government.

2.11 Summary of the chapter

This chapter explored the concept of performance in Government projects and the

concept of performance contracting. The chapter discussed and reviewed literature on
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how performance contracting influence time of completion, cost efficiency, number of

projects implemented and adherence of engineers to good management procedures and

practices as indicators of engineers’ performance in Government projects. The New

Public Management and Principal Agent theories were used to support how performance

contracting can influence performance of engineers’ in projects implementation. The

conceptual framework was used to explain the relationship between the independent

variable; performance contracting and the indicators of dependent variable, that is,

engineers’ performance in Government projects. Gaps identified in the reviewed

literature are to be addressed by this study.
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CHAPTER THREE

RESEARCH METHODOLOGY

3.0 Introduction

This chapter discusses the methodology to be used in the study. It explains

research design, target population, sample size and sampling procedures, data collection

methods, research instruments, pilot testing of the instruments, validity and reliability of

instruments, operational definition of the variables, data analysis techniques and ethical

considerations observed in this study.

3.1 Research design

The research design explains the entire approach used by the researcher to put

together various parts of this study to ensure that the research problems were effectively

addressed. The research design was applied to structure and bind various components of

this research project so as to demonstrate interdependence of all major components

(Trochim, 2005).

In this study, the researcher used a descriptive survey design. Descriptive surveys

are designed to measure the characteristics of a particular population, either at a fixed

point in time or comparatively over time (Gay, 2004). The study adopted descriptive

research because the method applies both qualitative and quantitative approaches to

research. Descriptive survey was considered appropriate for the study since the study was

concerned with collecting and analyzing data at various times under prevailing conditions

(Kothari, 2004). According to Cooper and Schindler (2003) the objective is to learn who,

what, when, where, and how of a topic. The descriptive design attempts to describe

possible behaviors, attributes, values and characteristics (Mugenda, 2003). A descriptive

research as the name implies aims at describing the characteristics of the population

under study (Quee, 1999).
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3.2 Target population

The target population was 75 employees within the sector of Roads, Public Works

and Transport of Nairobi City County engaged in the implementation of roads and

streetlighting projects. The source of this information was obtained from the employees’

record of Nairobi County government guided by the job group. The respondents

comprised of senior managers, middle level managers, project engineers, supervisors and

subordinate staff comprising of revenue officers, accountants and administrative officers.

Table 3.1 shows the target population under the study.

Table 3.1: Target population

Category of respondent Target population

Senior managers 4

Middle level managers 15

Project engineers 21

Project supervisors 30

Support staff 5

Total 75

3.3 Sample size and sampling procedure

A sample of 63 respondents were selected from 75 employees of Nairobi City

County management staff, project team members and support staff engaged in projects

implementation within the sector of Roads, Public Works and Transport. Table 3.2 shows

various categories of the respondents drawn from the target population.
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Table 3.2: Sample size

Category of

respondent

Target

Population

Sample

size

Percentage of

target  population

Percentage of

total sample size

Senior managers 4 3 4.0 4.8

Middle level managers 15 13 17.3 20.6

Project engineers 21 18 24.0 28.6

Project supervisors 30 25 33.3 39.7

Subordinate staff 5 4 5.3 6.3

Total 75 63 84.0 100.0

From Krejcie and Morgan’s (1970) table, for a population of 75, a sample size of

63 respondents was suitable to stand for a cross-section of the population at 95%

confidence interval, population proportion at 50% and degree of accuracy at 5%.

Stratified random sampling method enabled the researcher to group population subjects

with similar characteristics into strata (Mugenda and Mugenda, 2003). Each category of

the employees formed a stratum. Thus, the researcher had five strata. To get a sample size

from each stratum, the researcher used a proportionate method by taking the ratio of the

number of employees in the stratum to the total target population and multiplying by the

total sample size of 63 employees.  The resultant respondents from each stratum were

then subjected to a simple random sampling technique since the population of each

stratum was homogeneous. The selected sample of 63 respondents was a representative

of the population and thus the findings could be generalized. The sample consisted of

84% (N = 75) of the total population comprising of senior managers, middle level

managers, resident engineers, supervisors and subordinate staff.
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3.4 Methods of data collection

A questionnaire was used to collect data from respondents. The questionnaires had

both structured and unstructured questions. The respondents were literate and therefore

reading and interpreting the questions was not a problem.  The researcher also used face

to face interviews. The interviews gave an opportunity for the researcher to get the

feelings and the thinking of the interviewees for in-depth data and clarification of issues

as well as probing. Questionnaires were used to interview resident engineers as they were

endowed with greatest responsibility of supervising projects within Nairobi City County.

The resident engineers were therefore expected to have more information concerning the

research questions of this study. It was deemed an effective instrument because not all

questions were asked through the questionnaire.

The researcher applied for a research permit from the National Commission for

Science, Technology and Innovation through the Department of Extra Mural Studies,

School of Continuing and Distance Education, University of Nairobi. Consent letter from

Nairobi City County was obtained to conduct research within its sectors and departments.

The researcher engaged the services of two research assistants to distribute questionnaires

to the respondents. The collection date of the duly filled in questionnaires was to be

agreed upon. The filled in questionnaires were collected for analysis.

3.5 Research instruments

In this study, questionnaires were used to collect primary data from the

respondents. The questions were designed in relation to objectives of this study so as to

get required feedback to answer the research questions.  Face to face interviews with

project team members entailing open ended questions were conducted to enable

respondents open up to provide more information.

3.6 Validity and reliability of the instruments

A pilot study helped the researcher in the identification of the items in the

research instruments that might have been ambiguous or wrongly constructed. The

researcher conducted a pilot study before administration of the questionnaires to check on
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validity of the questionnaires. Reliability refers to the consistency of the research and the

extent to which studies can be replicated (Wiersman, 1986). To ensure reliability, the

researcher employed the test – retest technique. This involved administering the test to

one appropriate group selected randomly. After two weeks the same test would be

administered to the same group. Correlation coefficient which is also called “the

coefficient of reliability or stability” was calculated. The coefficient of reliability 0.8 was

considered sufficient enough that the instrument would be deemed reliable for the study.

3.7 Operationalization of the variables

Operational definition of variables refers to how the researcher defined and

measured specific variables as used in the study. Table 3.3 shows how the researcher

operationalized the variables in the study.

Table 3. 3: Operational definition of variables

Objective Type of

variable

Indicators Measureme

nt scale

Data

collection

tools

Method

of data

analysis

To examine the

influence of

performance

agreement

negotiations on

the performance

of roads built by

Nairobi County.

Independe

nt

variable:

Performan

ce

agreement

negotiatio

ns

 Number of

meetings held

 Number of targets

set

 Number of KPIs

 Number of vetted

performance

contracts

 Number of signed

performance

contracts

Ratio Questionna

ires

Documents

analysis

Interviews

Inferential

Correlatio

n

Mode
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To analyze the

influence of

performance

contract

supervision on the

performance of

roads constructed

by Nairobi

County.

Independe

nt

variable:

Performan

ce

contract

supervisio

n

 Number of

performance

reports

 Number of

evaluation reports

 Number of reviews

done

 Number of staff

appraised

Ratio Questionna

ires

Documents

analysis

Interviews

Inferential

Correlatio

n

Mode

To assess how

rewards and

sanctions

influence the

performance of

roads put up by

Nairobi County.

Independe

nt

variable:

Rewards

and

sanctions

 Number of

employees

rewarded

 Number of

employees

sanctioned

 Number of

employees neither

rewarded nor

sanctioned

Ordinal

Ratio

Questionna

ires

Documents

analysis

Interviews

Inferential

Correlatio

n

To establish how

lessons learnt

from performance

contracting

influence the

performance of

roads constructed

by Nairobi

County.

Independe

nt

variable:

Lessons

learnt

 Level of top

management

support

 Number of new

innovations done

 Scores of

performance

achievements

 Number of

communications

Ordinal

Interval

Ratio

Questionna

ires

Documents

analysis

Interviews

Descriptiv

e

Mode



27

It is clear that the tabulation has the variables as identified, the objectives of the

study and the indicators for measuring the variables. The researchable variables were

specified and operationalized into measurable indicators that could be quantified. The

table also shows the type of data that the researcher gathered, tools used to collect data

and how the method used to analyze data.

3.8 Methods of data analysis

The researcher used percentages alongside tables and brief notes. The analysis

was conducted on the basis of research objectives and research questions formulated.

Statistical Package for Social Science software was used to analyze data. Pearson’s

Correlation coefficient was applied to analyze the data in line with research objectives so

as to give answers to the research questions. In qualitative analysis, themes emerging

from various responses were identified and each theme given a description. The findings

were interpreted in reference to theory, practice and experience. The findings were then

presented using tables and frequency distributions.

3.9 Ethical issues

The researcher explained the purpose of the study to the respondents and

requested them to participate voluntarily. The researcher gave respondents an assurance

that the information about their responses will be confidential. The respondents were

advised not to indicate their names on the questionnaires. The questionnaires were issued

to respondents on voluntary basis.
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CHAPTER FOUR

DATA ANALYSIS, PRESENTATION AND INTERPRETATION

4.0 Introduction

This chapter analyzes data collected, presents the data in form of tables for ease of

interpretation of the influence of performance contracting on the performance of road

construction projects in Nairobi County. Both qualitative and quantitative data were used

in data analysis. Additionally, a qualitative content analysis was also employed.

4.1 Response rate

The researcher administered questionnaires and sought to analyze the number of

questionnaires which were returned. Table 4.1 illustrates the response rate of respondents.

Table 4.1: Response rate

Category Frequency Percent (%)

Questionnaire administered 63 100

Questionnaire returned 52 82.5

The researcher administered 63 questionnaires. Fifty Two (52) out of 63

questionnaires were returned, fully filled. This represented 82.5% response rate. A 50%

response rate is adequate and a response rate greater than 70% is very good (Mugenda

and Mugenda 2003). Hence the response rate was satisfactory as outlined in Table 4.1.

4.2 Demographic and respondents’ profile information

The respondents were requested to provide their demographic and profile

information. The researcher sought to understand facts concerning the gender, age,

position in the organization, duration of service, terms of employment, levels of

education, occupational qualifications and duration of service in the current department.
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4.2.1 Gender

The respondents were requested to indicate their gender. The responses are

presented in Table 4.2.

Table 4.2: Gender of the respondents

Gender Frequency Percent (%)

Male 31 59.6

Female 21 40.4

Total 52 100

According to the findings of table 4.2, majority of respondents were male as

shown by 59.6% response rate compared to 40.4% of their female counterparts. The

findings illustrate that most of the staff were male implying that roads construction work

is male oriented.

4.2.2 Age of the respondents

The study requested the respondents to indicate their age in years. The findings

are illustrated in Table 4.3.

Table 4.3: Age of the respondents

Age Bracket Frequency Percent (%)

21-25 years 1 1.9

26-30 years 10 19.2

31-35 years 18 34.6

36-40 years 7 13.5

41-45 years 5 9.6

46-50 years 3 5.8

51-55 years 8 14.4

Total 52 100
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From the findings in table 4.3, 34.6% of the respondents stated that they were

between 31-35 years of age, 19.2% of the respondents stated that they were between 26-

30 years of age, 14.4% of the respondents stated the they were between 51-55 years of

age, 13.5% of the respondents indicated the they were between 36-40 years of age, 9.6%

of the respondents were between 41-45 years of age, 5.8% of the respondents aged were

between 46-50 years while 1.9% of the respondents were between 21-25 years. The study

findings implied that respondents were well distributed in terms of age.

4.2.3 Current position in the organization

The researcher needed to know from the respondents how the following best

describe their current position in the organization. The responses are outlined in Table

4.4.

Table 4.4: Current position

Current Position Frequency Percent (%)

Unionizable 24 46.1

Lower Management 16 30.7

Middle Management 7 13.5

Senior Management 4 7.7

Total 52 100

As seen from table 4.4, 46.1% of respondents described their current position in

the organization as unionizable, 30.7% described their current position in the

organization as lower management, and 13.5% described their current position in the

organization as middle management while 7.7% describe their current position in the

organization as senior management. This is implies that majority of the respondents were

unionizable employees and therefore their welfare and working conditions are protected

by Trade Unions.
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4.2.4 Work experience

The respondents were asked to provide information on their work experience in

the organization. This information is represented in Table 4.5.

Table 4.5: Work experience

Work duration Frequency Percent (%)

0 – 5 years 9 17.3

6 – 10 years 28 53.8

11 -15 years 4 7.7

16 -20 years 7 13.5

0ver 20 years 4 7.7

Total 52 100

As indicated in table 4.5, 28 employees (53.8%) had worked in the organization

between 6 to 10 years, 17.3% for less than 5 years, 13.5% for 16 to 20 years while 7.7%

for a period of 11 to 15 years and over 20 years respectively. This is implies that majority

of the respondents had acquired enough experience to discharge their duties.

4.2.5 Terms of employment

The study explored the terms of employment for the respondents. This

information is represented in Table 4.6.

Table 4.6: Terms of employment

Terms of employment Frequency Percent (%)

Permanent 52 100

Contract 0 0

Total 52 100
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From table 4.6, all the 52 respondents (100%) were on permanent terms of

employment. This is implies that they were eligible to join Trade Unions, enjoy social

and financial benefits that motivate them in discharging their duties.

4.2.6 Level of education

Information on the respondents’ highest academic attainment is shown in table

4.7.

Table 4.7: Level of education

Level of Education Frequency Percent (%)

Certificate 23 44.2

Diploma

Certificate

Diploma

16

23

16

30.8

44.2

30.8

First Degree 9 17.3

Masters 3 5.8

PhD 1 1.9

Total 52 100

In reference to the findings from table 4.7, it was established that 44.2% of the

respondent stated certificate as their highest education level, 30.8% of the respondent

stated diploma as their highest education level, 11.5% of the respondent stated first

degree as their highest education level, 17.3% of the respondent stated first degree as

their highest education level. Some of the respondents (5.8%) indicated masters as their

highest education level respectively while only 1.9% had a PhD. Thus, most of the

respondents had at least a diploma as their highest level of education which is a minimum

requirement for supervisory role in projects implementation.
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4.2.7 Occupational qualifications

From the findings, majority of respondents were qualified electricians and clerks.

Some respondents indicated mechanic, cleaner delivery and painting as their occupational

qualifications. The findings therefore implied that project management teams at Nairobi

county were interdisplinary with broader knowledge on projects implementation.

4.2.8 Work duration in the current department

The respondents provided information on the number of years they had worked in

their current department. The findings are illustrated in the table 4.8.

Table 4.8: Work duration in the current department

Work duration in the current department Frequency Percent (%)

Less than 3 years 24 46.2

4 – 6 years 11 21.2

7 - 9 years 4 7.8

Over 10 years 13 23.5

Total 52 100

From table 4.8, (46.2%) had worked in their current department for duration of

less than 3 years, 23.5% did a period of over 10 years, and 21.2% for 4-6 years while

7.8% had done 7-9 years. This implies that majority of employees extensive information

on their current department, contributing effectively on the influence of performance

contracting on projects performance.

4.3 Knowledge of performance contracting

The researcher sought to understand the knowledge of respondents about
performance contracting.
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4.3.1 Performance contracting

The study asked the respondents to indicate whether they were on performance

contracting. The findings are outlined in Table 4.9.

Table 4.9: Performance contracting

Performance contracting Frequency Percent (%)

Yes 52 100

No 0 0

Total 52 100%

According to the findings of table 4.9, all the respondents (100%) were on

performance contracting. The results therefore indicated that Nairobi City County staffs

were conversant with aspects of performance contracting.

4.3.2 Duration on performance contracting

The study also asked the respondents to indicate how long they had been on

performance contracting. The findings are illustrated in table 4.10.

Table 4.10: Duration on performance contracting

Duration of performance contracting Frequency Percent (%)

Less than 3 years 4 7.7

4 – 6 years 6 11.5

7 -9 years 25 48.1

Over 10 years 17 32.7

Total 52 100
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The findings of table 4.10, (48.1%) indicated that they had been on performance

contracting for a duration of 7-9 years, 32.7% of the respondents stated that they had

been on performance contracting for a period of over 10 years, 11.5% of the respondents

stated that they had been on performance contracting for a period of over 4-6 years while

7.7% had been on performance contracting for a period of less than 3 years. This findings

indicate that majority of the respondents had been on performance contracting for a

duration of 7-9 years and therefore were well experienced in delivering services in line

with performance contracting principles.

4.3.3 Training during introduction of performance contracting

The respondents were asked whether they had been taken through training during

introduction of performance contracting. The response is indicated in Table 4.11.

Table 4.11: Training during introduction of performance contracting

Training during introduction of performance

contracting

Frequency Percent (%)

Yes 44 84.6

No 8 15.4

Total 52 100%

From the study findings of table 4.11, most of the respondents (84.6%) indicated

that they had been taken through training during introduction of performance contracting

while 15.4% indicated that they had not. The results therefore indicated that most staff

had been taken through training and as such they were equipped with prerequisite

knowledge prior to engagement in performance contracting.

4.3.4 Knowledge on performance contracting

The respondents provided information to indicate whether they learnt about

performance contracting. Respondents were taken through training during introduction of
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performance contracting. According to the findings, most of the respondents stated that

they learnt about performance contracting through staff sensitization.

4.3.5 Processes of performance contracting

The study further asked the respondents to state if they understood the processes

of performance contracting. The findings are indicated in Table 4.12.

Table 4.12: Understanding the processes of performance contracting

Processes of performance contracting Frequency Percent (%)

Yes 49 94.2

No 3 4.8

Total 52 100%

From the findings of table 4.12, 94.2% understood the processes, while 4.8%

indicated that they did not. The results therefore indicated that most staff understood the

processes of performance contracting which contributed to better performance in road

construction works.

4.3.6 Participation in the processes of performance contracting

In this study the respondents disclosed their participation in the processes of

performance contracting. The responses are shown in table 4.13

Table 4.13: Participation in the processes of Performance Contracting

Process of Performance Contracting Frequency Percentage

Negotiation Yes 31 60%

No 21 40%

Implementation Yes 52 100%

No 0 0%

Preparation of reports Yes 28 54%
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No 24 46%

Appraisal Yes 31 60%

No 21 40%

Monitoring and evaluation Yes 27 52%

No 25 48%

Arising from the findings of table 4.13, all the respondents (100%) participated in

the process of implementing performance contracts.  Of the respondents, 60% indicated

that they participated on negotiations while another 60% of the respondents indicated that

they conducted appraisals during performance contracting. More than half of the

respondents (54%) also stated that they participated in the preparation of reports while

52% participated in monitoring and evaluation process. The results therefore indicated

that all the respondents took part in the implementation stage of performance contracting

which shows that the performance contracting is an all inclusive process at Nairobi City

County.

4.3.7 Rating processes of performance contracting

The respondents were asked to rate the process of performance contracting by

employees at Nairobi City County. The outcomes were rated by use of a 5-point scale of

1-5 where; 1= Very low, 2= Low, 3= moderate, 4= High, 5= Very high. The responses

are indicated in Table 4.14.

Table 4.14: Rating processes of performance contracting

Statements Mean Std. Deviation

Performance targets are negotiable 3.35 1.071

Consultation meetings are held before setting targets 3.78 1.085

Every target has a key performance indicator 4.04 0.833

Performance contracts are vetted 4.31 0.713
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Engineers sign performance contracts 3.47 1.243

Performance contracts are implemented as agreed 3.64 0.819

Engineers report on achievements 3.71 1.036

Performance is monitored and evaluated 4.23 0.857

Performance contracts are moderated 3.79 0.798

There are rewards and sanctions 3.17 1.257

New lessons are learnt in every performance contract 4.00 1.062

Lessons learnt are applied to improve performance 3.64 0.959

Table 4.14, shows that to a high extent most agreed with the statement that

performance contracts are vetted, performance is monitored and evaluated, every target

has a key performance indicator, new lessons are learnt in every performance contract,

performance contracts are moderated, consultation meetings are held before setting

targets, staff report on achievements, lessons learnt are applied to improve performance,

performance contracts are implemented as agreed with mean scores of 4.31, 4.26, 4.04,

4.00, 3.79, 3.78, 3.71, 3.64 and 3.64 respectively. Some of the respondents also agreed to

a moderate extent with the statement that county staff sign performance contracts,

performance targets are negotiable and there are rewards and sanctions with mean scores

of 3.47, 3.35 and 3.17 respectively. The findings insinuate that most staff at Nairobi City

County agreed to a high extent that performance contracts are vetted, performance is

monitored and evaluated, every target has a key performance indicator, new lessons are

learnt in every performance contract, performance contracts are moderated, consultation

meetings are held before setting targets, engineers report on achievements, lessons learnt

are applied to improve performance, performance contracts are implemented as agreed.
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4.3.8 Negotiating targets for the performance contracts

This study explored the opinion of the respondents on what guides county staff in

negotiating targets for performance contract. Respondents stated available resources such

as funds, time and equipment as the tools that guide project engineers in negotiating

targets for performance contract. Most of the respondents also indicated work plan and

public demands as the tools that guide engineers in negotiating targets for performance

contract.

4.3.9 Improving the success of performance contracts

The respondents were also asked whether the project engineers learn and apply

new lessons to improve the successive performance contracts. From the findings,

sampled project engineers learn and apply new lessons to improve the successive

performance contracts. This is because they apply new innovations and cost reduction

methods to improve the successive performance contracts. A relatively small number of

the respondents indicated that project engineers did not learn and apply new lessons to

improve the successive performance contracts because lack of commitment.

4.3.10 Lessons learnt during the previous performance contracting cycles

The study further sought for the respondents’ elaboration on lessons they learnt

during the previous performance contracting cycles. According to the findings, most of

the respondents indicated the need to breakdown targets into sub targets as the

performance contracting arranged downwards while other respondents indicated the need

to do early planning and execute processes in time.

4.3.11 Frequency of activities executed

The respondents were also requested to indicate the frequency of the following

activities that they executed or participated during the last performance contracting cycle.

Table 4.15 illustrates the findings.
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Table 4.15: Frequency of activities executed

Once More than

once

Not at all

S/No. Item description Freq Perc Freq Perc Freq Perc

i. Performance targets negotiation

meetings attended

48 92% 4 8% 0%

ii Targets set 0% 52 100% 0%

iii Actual targets achieved 15 29% 32 62% 5 10%

iv Vetted performance contracts 52 100% 0% 0%

v Signed performance contract 52 100% 0% 0%

vi Subordinates under you who signed

performance contract

0% 48 92% 4 8%

vii Reviews done on your performance

targets

52 100% 0% 0%

viii Performance evaluations done 0% 52 100% 0%

ix Performance reports prepared 0% 52 100% 0%

x Performance appraisals done 0% 52 100% 0%

Xi Rewarded for exemplary performance 52 100% 0% 0%

Xii Sanctioned for poor performance 52 100% 0% 0%

Xiii New lessons are learnt in every

performance contract cycle

52 100% 0% 0%

xiv Lessons applied to improve successive

performance contracts

52 100% 0% 0%

According to the findings of table 4.15, all the respondents had vetted

performance contracts, signed performance contract, reviewed their performances and

sanctioned for poor performance once during the last performance contracting cycle. All

the respondents had also leant lessons in every performance contract cycle and the

lessons applied to improve successive performance contracts. However, 92% of the

respondents had more than two subordinates under them who signed performance

contracts and 62% of the respondents had achieved their actual targets more than once.

4.3.12 Average percentage scores

In addition, the study sought to know how the average percentage scores were

during the last three performance contracting period. According to the study findings,
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there was a high percentage in the year FY 2015/2016, followed closely by FY

2014/2015 and finally FY 2013/2014. This implied that the performance of road

construction projects at Nairobi City County was on a progressive course as a result of

adhering to processes of performance contracting.

4.3.13 Rewarding for exemplary performance

The respondents were asked to state whether they had been rewarded for

exemplary performance during the previous performance contracts. The findings are

indicated in Table 4.16.

Table4. 16: Rewarding for exemplary performance

Rewarding for exemplary performance Frequency Percent (%)

Yes 12 23.1

No 40 76.9

Total 52 100%

From the findings of table 4.16, 76.9% of the respondents indicated that they had

not been rewarded for exemplary performance during the previous performance contracts

while 23.1% indicated they had been rewarded for exemplary performance during the

previous performance contracts. The results therefore indicated that most staff of NCC

had not been rewarded for exemplary performance during the previous performance

contracts. Failure to reward exemplary performance could demoralize staff and lead to

poor performance of road construction in future. Those who agreed to having been

rewarded for exemplary performance during the previous performance contracts were

asked how many times they had been rewarded. Most of the respondents indicated that

they had been rewarded three times while other respondents indicated that they had been

rewarded 4, 6, 2 and once respectively.
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4.3.14 Sanctions for poor performance

The respondents were also requested to state whether they had been sanctioned

for poor performance during the previous performance contracts. The findings are

outlined in Table 4.17.

Table 4.17: Sanctions for poor performance

Sanctioned for poor performance Frequency Percent (%)

Yes 44 84.6

No 8 15.4

Total 52 100%

44 respondents (84.6%) had been sanctioned for poor performance during the

previous performance contracts while 15.4% indicated that they had not been sanctioned

for poor performance during the previous performance contracts. The results therefore

indicated that most staff of NCC had been sanctioned for poor performance during the

previous performance contracts, an action that could have activated most staff to improve

their performance in order to avoid sanction.

Those who agreed to having been sanctioned for poor performance during the

previous performance contracts were asked how many times they had been rewarded.

Most of the respondents indicated that had been rewarded 4 times while other

respondents indicated that they had been rewarded 2, 3 and 5 times respectively.

4.3.15 Influence of moderating and extraneous factors on performance contracting

The respondents were requested to rate the influence of moderating and

extraneous factors on performance contracting. The outcomes were rated by use of a 5-

point scale of 1-5 where; 1= Very low, 2= Low, 3= moderate, 4= High, 5= Very high.

The table 4.18 illustrates the responses.
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Table 4.18: Influence of moderating and extraneous factors on performance
contracting

Statements Mean Std. Deviation

Top management support 3.61 0.771

Political support 2.90 1.375

Engineers’ workload 3.38 1.005

Acts of nature 3.56 1.074

The findings in table 4.18, top management support and acts of nature influence

performance contracting with mean scores of 3.61 and 3.56 respectively. Furthermore,

most respondents were in agreement to a moderate extent that other workloads handled

by project engineers and political support influence performance contracting with mean

scores of 3.38 and 2.90 respectively. This implies project engineers encounter some

moderating and extraneous conditions beyond their control that end up affecting the

performance of road construction projects.

4.4 Implementation of projects

The researcher sought to understand the roles of engineers and their involvement

in implementing roads construction projects, challenges encountered during

implementation of projects and rating the success of projects at Nairobi City County.

4.4.1 Duties in implementation of projects

The respondents indicated their duties in implementation of projects at Nairobi

City County. Most engineers indicated supervision and valuation of works done for

payment as their duties in implementation of projects at Nairobi City County. Most of the

respondents also stated evaluation of tenders, project design, supervision of projects

implementation, participation in public consultation meetings to collect public opinion on

projects and preparation of bid documents as their duties in implementation of projects at

Nairobi City County. This implies that implementation of road construction projects at
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Nairobi City County has various phases and project team members participate in different

phases.

4.4.2 Other duties

The study further asked respondents to state other duties handled by project team

members besides project management. According to the findings, most of the

respondents stated maintaining maintenance of roads infrastructure besides project

management. Additionally, majority of the respondents indicated drawing, deliveries,

mechanic and preparing operation reports as the other duties they handle at Nairobi City

County besides project management.

4.4.3 Involvement in the implementation of projects

The study gathered information on the duration that the respondents had been

involved in implementation of projects at Nairobi City County. Table 4.19 outlines the

responses.

Table 4.19: Involvement in the implementation of projects

Involvement in implementation of projects Frequency Percent (%)

Less than 3 years 14 26.9

4 – 6 years 29 55.8

7 -9 years 3 5.8

Over 10 years 6 11.5

Total 52 100

From the findings of table 4.19, 55.8% had been involved in implementation of

projects for a duration of 4-6 years, 26.9% for a period of less than 3 years, 11.5% had

been involved in implementation of projects for a period of over 10 years while 5.8% for

7-9 years. This implies that majority of the respondents had been involved in
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implementation of projects at Nairobi City County for a duration of 4-6 years and were

therefore well experienced in managing projects.

4.4.4 Challenges facing implementation of projects

The respondents enumerated indicate some of the challenges that were hindering

implementation of roads projects at Nairobi City County (NCC). According to the

findings, majority of the respondents expressed lack of adequate funds as the major

obstacle. Furthermore, most of the respondents indicated poor planning. In addition, most

of the respondents indicated poor time management, political interference and duplication

of projects of similar nature by other public organizations in a poorly coordinated way as

challenges.

4.4.5 Rating the success of projects at Nairobi City County

The study asked the respondents to rate the success of projects at Nairobi City

County prior to the implementation of performance contract on the following indicators.

The information is provided in table 4.20.

Table 4.20: Rating the success of projects at Nairobi City County

Statements Mean Std. Deviation

Timely completion of projects 2.88 1.111

Utilization of funds on planned projects 3.25 1.000

Completion rate of projects 3.19 0.911

Implementation projects within scope of work 2.88 1.204

Executing projects as specified (quality) 3.31 0.793

Delivery of projects as per users’ needs 3.06 0.929

Integration of projects processes 3.47 0.516
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From the findings of table 4.19, most of the respondents rated 30-50% with the

statement that integration of projects processes, executing projects as specified (quality),

utilization of funds on planned projects, completion rate of projects and delivery of

projects as per users’ needs. In addition, majority of the respondents rated 15-30% with

the statement that timely completion of projects and implementation projects within

scope of work. This insinuates that integration of projects processes, executing projects as

specified (quality), utilization of funds on planned projects, completion rate of projects

and delivery of projects as per users’ needs influence the success of projects at Nairobi

City County prior to the implementation of performance contract.

4.5 Influence of performance contracting on time of completion of projects

The respondents were requested to indicate effect of following processes of

performance contracting on time taken to complete implementation of projects. The

outcomes were rated by use of a 5-point scale of 1-5 where; 1= Very low, 2= Low, 3=

moderate, 4= High, 5= Very high. The responses are indicated in the Table 4.21.

Table 4.21: Influence of performance contracting on time of completion of projects

Statements Mea

n

Std.

DeviationPerformance contract negotiation 3.07 0.808

Performance monitoring and evaluation 3.44 0.743

Rewards and Sanctions 2.66 0.938

Application of lessons learnt to improve performance

contracting

3.22 0.852

The findings revealed to a moderate extent with the statement that performance

monitoring and evaluation, application of lessons learnt to improve performance

contracting, performance contract negotiation, rewards and sanctions with mean scores of

3.44, 3.22, 3.07 and 2.66 respectively. This implies that performance monitoring and

evaluation, application of lessons learnt to improve performance contracting,
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performance contract negotiation, rewards and sanctions affect time taken to complete

implementation of projects and thus the performance of roads projects.

4.6 Influence of performance contracting on the cost of implementing projects

In this study, respondents indicated how various processes of performance

contracting influence the cost of implementing projects by engineers. The outcomes were

rated by use of a 5-point scale of 1-5 where; 1= Very low, 2= Low, 3= moderate, 4=

High, 5= Very high. Table 4.22 illustrates the responses.

Table 4.22: Influence of performance contracting on the cost of implementing
projects

Statements Mea

n

Std.

DeviationPerformance contract negotiation 3.07 0.997

Performance monitoring and evaluation 3.07 0.973

Rewards and sanctions 3.07 1.197

Application of lessons learnt to improve performance

contracting

3.64 1.303

According to the findings of table 4.22,  a high extent with the statement that

applications of lessons learnt to improve performance contracting with mean score of

3.64. Most of the respondents also agreed to a moderate extent with the statement that

performance contract negotiation, rewards and sanctions and performance monitoring and

evaluation with mean scores of 3.07 respectively. This implies that applications of

lessons learnt to improve performance contracting influence the cost of implementing

projects and thus the performance of projects.

4.7 Influence of performance contracting on completion rate of projects

The study asked the respondents to rate to what extent had processes of

performance contracting influenced the number of projects being implemented and

completed successfully by engineers. The outcomes were rated by use of a 5-point scale
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of 1-5 where; 1= Very low, 2= Low, 3= moderate, 4= High, 5= Very high. Table 4.23

outlines the responses.

Table 4.23: Influence of performance contracting on completion rate of projects

Statements Mea

n

Std.

DeviationPerformance contract negotiation 3.60 0.989

Performance monitoring and evaluation 3.67 1.074

Rewards and sanctions 3.21 1.180

Applications of lessons learnt to improve performance

contracting

3.76 1.165

The findings in table 4.23, agree to a high extent with the statement that

applications of lessons learnt to improve performance contracting, performance

monitoring and evaluation and performance contract negotiation with mean scores of

3.76, 3.67 and 3.60 respectively. Most of the respondents also agreed to a moderate

extent with the statement that rewards and sanctions with mean score of 3.21. This

implies that applications of lessons learnt to improve performance contracting,

performance monitoring and evaluation and performance contract negotiation influence

the number of projects being implemented and completed successfully and thus the

performance of projects.

4.8 Influence of performance contracting on quality of projects

The study also asked the respondents to rate how the processes of performance

contracting influence the quality of projects implemented by engineers. The outcomes

were rated by use of a 5-point scale of 1-5 where; 1= Very low, 2= Low, 3= moderate, 4=

High, 5= Very high. Table 4.24 outlines the responses.
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Table 4.24: Influence of performance contracting on quality of projects

Statements Mea

n

Std.

DeviationPerformance contract negotiation 2.95 0.776

Performance monitoring and evaluation 3.55 0.761

Rewards and sanctions 3.32 1.272

Applications of lessons learnt to improve performance

contracting

3.74 1.115

According to the findings of table 4.24, main stream of the respondents agreed to

a high extent with the statement that applications of lessons learnt to improve

performance contracting and performance contract negotiation with mean scores of 3.74

and 3.55 respectively. Most of the respondents also agreed to a moderate extent with the

statement that performance contract negotiation and rewards and sanctions with mean

score of 3.32 and 2.95 respectively. This implies that applications of lessons learnt to

improve performance contracting and performance contract negotiation the processes of

performance contracting influence the quality of projects.

4.9 Influence of performance contracting on integration of projects management

processes

The study examined the extent to which the processes of performance contracting

influence the integration of project management procedures during implementation of the

project. The outcomes were rated by use of a 5-point scale of 1-5 where; 1= Very low, 2=

Low, 3= moderate, 4= High, 5= Very high. Table 4.25 outlines the responses.
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Table 4.25: Influence of performance contracting on integration of projects
management processes

Statements Mea

n

Std.

Deviation
Performance contract negotiation 3.36 1.036

Performance monitoring and evaluation 3.23 0.774

Rewards and sanctions 3.21 1.166

Applications of lessons learnt to improve performance

contracting
3.48 1.131

As of table 4.25, moderate respondents agree with the statement that applications

of lessons learnt to improve performance contracting, performance contract negotiation,

performance monitoring and evaluation and rewards and sanctions with mean scores of

3.48, 3.36, 3.23 and 3.21 respectively. This implies that applications of lessons learnt to

improve performance contracting, performance contract negotiation, performance

monitoring and evaluation and rewards and sanctions influence the integration of project

management procedures during implementation of the project.

4.10 Inferential statistics

In order to test for reliability, the study used Cronbach statistics to test for

reliability. In Cronbach, any alpha of more than 0.8 shows that data was reliable. Table

4.26 illustrates the findings.

Table 4.26: Reliability statistics

Cronbach’s Alpha N of Items

.821 6

The findings of table 4.26 shows Cronbach alpha of 0.821 which is more than 0.8

indicating that data was reliable. Therefore, if Cronbach’s reliability coefficient was more

than 0.8, the instruments were deemed reliable.



51

Furthermore, the study wanted to determine the description of the variables by use

of averages and standard deviations in describing the relationship between variables.

Pearson product correlation was used in the study to scrutinize the influence of

performance contracting on engineers’ performance in selected government projects with

Nairobi County Government being the case study. Table 4.27 indicates the findings.

Table 4.27: Pearson Correlation Analysis

Project

performa

nce

Contract

negotiatio

ns

M & E Rewards

and

sanctions

Lessons

learnt

Project

performance

Pearson

Correlationa

1

Contract

negotiations

Pearson

Correlation

.479** 1

Monitoring

and

evaluation

Pearson

Correlation

.599** .312 1

Rewards and

sanctions

Pearson

Correlation

.587** .432* .371* 1

Lessons

learnt

Pearson

Correlation

.422* .234* .304 .449 1

** Significant correlation at the 0.01 level (2-tailed).

* Significant correlation at the 0.05 level (2-tailed).

The findings in Table 4.27, suggest existence of a strong positive relationship

between monitoring and evaluation and project performance as indicated by a correlation

of 0.599. This infers that effective tracking of project activities promotes accountability

on time and project progress thus achieving a better project performance.
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The findings also indicate a high level of correlation between rewards and

sanctions and project performance with a correlation of 0.587. This suggests that public

institutions should operate efficiently and effectively to ensure better project

performance.

Furthermore, the findings show a positive strength with correlation coefficient of

0.479 between contract negotiations and project performance. This shows that better

bargaining process between two or more parties seeking to discover a consensus to settle

a matter of mutual concern or resolve a conflict results to effective project performance.

Additionally, the findings reveal a moderate uphill linear relationship between

project performance and lessons learnt with a correlation of 0.422. This reveals that the

demand for effective and efficient services by the citizens who are the customers tend to

influence the engineers to become innovative and improve on projects’ performance.
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CHAPTER FIVE

SUMMARY OF FINDINGS, DISCUSSIONS, CONCLUSIONS AND

RECOMMENDATIONS

5.0 Introduction

This chapter summarizes and discusses the findings of the research generated from

data analysis. Conclusions are drawn in regard to the objectives of the study. The

researcher makes recommendations and finally suggests further studies to be carried out.

5.1 Summary of findings

The study focused on variables which included contract negotiation, monitoring

and evaluation, rewards and sanctions, and lessons learnt. The study revealed that all

employees were on performance contracting. Majority of the respondents had been on

performance contracting for duration of 7-9 years and that they were taken through

training during introduction of performance contracting. The study further established

that most of the respondents had learnt about performance contracting through staff

sensitization and they understood the processes of performance contracting. The study

found that performance contracts at Nairobi City County are negotiated, vetted,

monitored and evaluated, every target has a key performance indicator, performance

contracts are moderated, consultation meetings are held before setting targets, project

team members report on achievements, performance contracts are implemented as agreed

and new lessons are learnt in every performance contract cycle and applied to improve

performance.

The study exposed that available resources such as funds, time and equipment were

the tools that guided project engineers in negotiating targets for performance contracts.

The study established that new lessons are learnt in every performance contract cycle.

Sampled respondents were in agreement that engineers learn and apply new lessons to

improve the successive performance contracts due to the fact that they apply new

innovations and cost reduction methods to improve the successive performance contracts.
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The study revealed that most employees of Nairobi City County had not been rewarded

for exemplary performance during the previous performance contracts.

On matters concerning implementation of projects, the study showed that project

engineers do valuation of works done for payment as their duties in implementation of

projects at Nairobi City County (NCC). The study also revealed that engineers are

engaged into supervision of maintenance works, administration of staff under their

jurisdictions and attending management meetings as other duties besides project

management. The researcher learnt that most staff had been engaged in implementation

of projects at Nairobi City County for duration of 4-6 years. Majority of the respondents

indicated that delayed payment to contractors was a major setback to completion of

within NCC. The study found that integration of projects processes, executing projects as

specified, utilization of funds on planned projects, completion rate of projects and

delivery of projects as per users’ needs influence the success of projects at Nairobi City

County prior to the implementation of performance contract.

In regard to effect of processes of performance contracting on time taken to

complete implementation of projects, the study uncovered that performance monitoring

and evaluation, application of lessons learnt to improve performance contracting,

performance contract negotiation, rewards and sanctions affect the processes of

performance contracting on time taken to complete implementation of projects.

Concerning the influence of performance contracting on the cost of implementing

projects, the study exposed that applications of lessons learnt to improve performance

contracting influence the cost of implementing projects by engineers. Furthermore, the

study established that applications of lessons learnt to improve performance contracting,

performance monitoring and evaluation and performance contract negotiation affect the

number of projects implemented and completed successfully by engineers. In addition,

the study found that applications of lessons learnt to improve performance contracting

and performance contract negotiation as the processes of performance contracting

influence the quality of projects implemented by roads projects engineers.
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5.2 Discussion of findings

The study found out that monitoring and evaluation was strongly related to project

performance. This is in line with Omboi and Kabui (2011) who note that delivery of

targeted service as a result of high involvement in performance contracts from the initial

stages tend to make managers to improve in performance contracting. Employees’

participation in setting targets, utilization of resources, training sessions and increase in

revenue are some of the measure that can be used to determine the level of employees’

involvement in performance contracting.

A strong positive relationship was found to exist between rewards and sanctions

and project performance. The study found that when public institutions operate efficiently

and effectively lead to better project performance. Martin (2005) noted that rewards and

sanctions is a recipe for accountability in service delivery. The study results are supported

by Tilaye (2007) which asserted that when employees are responsible for their actions

and accountable for their results, their performance increases. Rewards and sanctions

enhance service delivery as well as customer and employees satisfaction.

The findings of the study exposed a positive relationship between contract

negotiations and project performance. It found that using a consensus to settle a matter of

mutual concern or resolve a conflict results to effective project performance. Performance

agreements make it easy to identify and assign roles holding each stakeholder distinctly

accountable. Each party in the contracts directly bears a sense of ownership to the

performance agreement (Obong’o, 2009).

The study illustrated a strong constructive relationship between project output and

lessons learnt. It found that effective and efficient services to the citizens who are the

customers tend to improve the achievements of engineers in implementing projects.

According to Candido and Santos (2008), the influence of performance contracts on staff

performance, found that implementation of performance contracts led to increased staff

output, performance measurement creating the desire to accomplish targets, promoted

team work spirit and led to continuous communication between employees and

supervisors as well as reward for good performance.



56

5.3 Conclusions of the study

The study concluded that monitoring and evaluation and project performance are

strongly related as indicated by a correlation of 0.599. It concluded that effective tracking

of project activities leads to better project performance. Performance contracting is

therefore an effective instrument for enforcing accountability and productivity within

public institutions.

The study concluded that rewards and sanctions policy has been consistently

identified as the most important and crucial success factor in project performance in

Nairobi City County. It concluded that rewards and sanctions help public institutions to

operate efficiently and effectively to achieve better project performance.

The study concluded that a better negotiation of performance targets is fruitful to

achieving the desired goals by each party involved in the performance contract. Each

party makes a commitment to deliver based on its capacity. This prevents over burden

which could result to ineffective service delivery.

In regard to the last objective, the study concluded that there was a positive

relationship between project performance and lessons learnt. This reveals that the need

for effective and efficient services by the citizens who are the customers tend to make

roads project engineers learn new ways of administering projects. Lessons learnt from

previous performance contracts should be applied to improve achievements in the

successive performance contracts.

5.4 Recommendations of the study

The study recommends that organizations should concentrate on developing a

proper training programme because with a proper training in place, productivity will be

enhanced. This is because after evaluation the supervisors get to know where the gaps are

and the areas in which their staff need training, where the gap is. Trained employees

other than acquiring knowledge, become confident in discharging their duties. Therefore

training is also a motivator.
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5.5 Suggestions for further research

A study could be done in other county governments to compare the relationship

between performance contracting and projects performance under different geographical,

social, cultural, economic and political settings.

Also, a study can be carried out on how various negotiation strategies promote

performance contracting by making cost of implementing projects by engineers at county

government offices in Kenya.

Furthermore, a study can be conducted to assess the knowledge of the public about

performance contracting within the public sector and evaluate their responses on the

extent to which performance contracting drives engineers to deliver services as required.
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APPENDIX B: QUESTIONNAIRE

The purpose of this questionnaire is to gather information on the influence of

performance contracting on the performance of engineers in implementation of

Government projects: a case study of Nairobi County Government.

Confidentiality: The responses you provide will be strictly confidential. No reference

will be made to any individual (s) in the report of this study.

Instruction:Please respond to the following questions and where applicable, mark the

relevant box with a tick ( )

PART A: DEMOGRAPHIC AND RESPONDENTS PROFILE INFORMATION

Name of the department ……………………………………………………

Designation and job group of the respondent……………………………………………..

Designation Job Group

1. Gender?

Male                  Female Widowed Divorced

2. Age (Years)

21-25 26-30 31-35 36-40 41-45 46-50 51-55 56-60 61-65 Above

65

3. Which of the following best describe your current position in the organization?

Unionizable Lower Management Middle Management      Senior

Management

4. How long have you worked in the organization?

0 – 5 years           6 – 10 years             11 -15 years               16 -20 years              0ver
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20 years

5. Terms of employment: Contract Permanent

6. Highest level of education

Secondary Certificate Diploma First

degree

Master’s PhD Other

(specify)
7. What is your occupational/professional

qualifications…………………………………..…

………………………………………………………………………………………

………………………………………………………………………………………

………………

8. How many years have you worked in your current department?

Less than 3 years           4 – 6 years            7 -9 years              Over 10 years

PART B: KNOWLEDGE OF PERFORMAMNCE CONTRACTING

1. Are you on performance contracting?

Yes No

2. If yes, for how long have you been on performance contracting?

Less than 3 years            4 – 6 years          7 -9 years            Over 10 years

3. Were you taken through training during introduction of performance contracting?

Yes No

4. If the answer above is No, how did you learn about performance contracting?

………………………………………………………………………………………………

………………………………………………………………………………………………

………………………………………………………………………………………………

………………………
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5. Do you understand the processes of performance contracting?

Yes No

6. If yes, among the processes listed below, tick the ones that you participate

Performance negotiation

Performance contract implementation

Preparation of performance quarterly reports

Performance monitoring and evaluation

Performance appraisal

Award of rewards and sanctions

7. How do you rate the process of performance contracting by engineers at Nairobi City

County?

Use a 5-point scale of 1-5 where; 1= Strongly disagree, 2= Disagree, 3=

Neither agree nor disagree, 4= Disagree, 5= Strongly agree.

S/No. Influences of processes of performance

contracting

1 2 3 4 5

i. Performance targets are negotiated

ii Consultation meetings are held before setting

targetsiii Every target has a key performance indicator

iv Performance contracts are vetted

v Engineers sign performance contract

vi Performance contract is implemented as agreed

vii Engineers report on achievements

viii Performance is monitored and evaluated

ix Performance contracts are moderated

x There are rewards and sanctions

xi New lessons are learnt in every performance

contract cyclexii Lessons learnt  are applied to improve performance

contracts
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8. In your opinion what guide engineers in negotiating targets for performance contract?

…………………………………………………………………………………………

…………………………………………………………………………………………

…………………………………………………………………………………………

…………………………………………………………………………………………

…………………………..

9. Do engineers learn and apply new lessons to improve the successive performance

contracts?

…………………………………………………………………………………………

…………………………………………………………………………………………

…………………………………………………………………………………………

…………………….

10. If yes, explain how?

…………………………………………………………………………………………

…………………………………………………………………………………………

…………………………………………………………………………………………

…………………………………………………………………………………………

…………………………………………………………………………………………

………………………………………

11. If no state why?

…………………………………………………………………………………………

…………………………………………………………………………………………

…………………………………………………………………………………………

…………………………………………………………………………………………

…………………………………………………………………………………………

……………………………………….

12. Elaborate lessons that you learnt during the previous performance contracting cycles
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………………………………………………………………………………………

………………………………………………………………………………………

………………………………………………………………………………………

………………………………………………………………………………………

………………………………

13. During the last performance contracting cycle, indicate the frequency of the following

activities that you executed or participated.

S/No. Item description Qty

i. Performance targets negotiation meetings attended

ii Targets set

iii Actual targets achieved

iv Vetted performance contracts

v Signed performance contract

vi Subordinates under you who signed performance contract

vii Reviews done on your performance targets

viii Performance evaluations done

ix Performance reports prepared

x Performance appraisals done

Xi Rewarded for exemplary performance

Xii Sanctioned for poor performance

Xiii New lessons are learnt in every performance contract cycle

xiv Lessons applied to improve successive  performance contracts

14. What have been your average percentage scores during the last three performance

contracting period? FY 2015/2016 FY 2014/2015                 FY 2013/2014

15. During the previous performance contracts, have you been rewarded for exemplary

performance?     Yes                               No
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16. If the answer to Q15 is yes, how many times have you been

rewarded?.................................

17. During the previous performance contracts, have you been sanctioned for poor

performance?

Yes                           No

18. If the answer to Q17 is yes, how many times have you been

rewarded?..................................

19. In your opinion how would you rate the influence of the following to performance

contracting? Use a 5-point scale of 1-5 where; 1= Very low, 2= Low, 3= moderate,

4= High, 5= Very high.

S/No. Other influences 1 2 3 4 5

i. Top management support

ii Political support

iii Level of customer complains

iv Level of feedback to customer complains

v Level of customer feedbacks

vi Improvement in achieving performance targets

vii Engineers other workloads

vii Acts of nature

PART C: IMPLEMENTATION OF PROJECTS

1. What are your duties in implementation of projects at Nairobi City County?

…………………………………………………………………………………………

…………………………………………………………………………………………

…………………………………………………………………………………………

…………………………………………………………………………………………

…………………………………………………………………………………………

……………………………………..
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2. Besides project management, what other duties do you handle at Nairobi City

County?

………………………………………………………………………………………

………………………………………………………………………………………

………………………………………………………………………………………

………………………………………………………………………………………

………………………………………………………………………………………

………………………………………

3. For how long have you been involved in implementation of projects at Nairobi City

County?          Less than 3 years                4 – 6 years               7 -9 years

Over 10 years

4. What are some of the challenges facing implementation of projects within Nairobi City

County?

………………………………………………………………………………………………

………………………………………………………………………………………………

………………………………………………………………………………………………

………………………………………………………………………………………………

………………………………………………………………………………………………

………………………………………

5. How would you rate the success of projects at Nairobi City County prior to the

implementation of performance contract on the following indicators?

Rating

Projects performance indicators Less than 15% 15-30% 30-50% Above 50%

Timely completion of projects

Utilization of funds on planned projects

Completion rate of projects

Implementing projects within scope of work

Executing projects as specified (quality)
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Delivering projects as per users needs

Integration of project processes

PART D: EFFECTS OF PERFORMANCE CONTRACTING ON TIME OF

COMPLETION OF PROJECTS

What is the effect of following processes of performance contracting on time taken to

complete implementation of projects? Use a 5-point scale of 1-5 where; 1= Very low,

2= Low,

3= moderate, 4= High, 5= Very high.

S/No. Performance contracting and time of completion of

projects

1 2 3 4 5

i. Performance contract negotiation

ii. Performance monitoring and evaluation

ii Rewards and sanctions

iv Application of lessons learnt to improve performance

contractingPART E: EFFECT OF PERFORMANCE CONTRACTING ON THE COST OF

IMPLEMENTING PROJECTS.

How do the following processes of performance contracting influence the cost of

implementing projects by engineers? Use a 5-point scale of 1-5 where; 1= Very low, 2=

Low, 3= moderate, 4= High, 5= Very high.

S/No. Performance contracting and project cost 1 2 3 4 5

i. Performance contract negotiation

ii. Performance monitoring and evaluation

Iii Rewards and sanctions

iv Application of lessons learnt to improve performance

contracting

PART F: EFFECTS OF PERFORMANCE CONTRACTING ON COMPLETION

RATE OF PROJECTS IMPLEMENTED BY ENGINEERS
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To what extent has processes of performance contracting influenced the number of

projects being implemented and completed successfully by engineers?

Use a 5-point scale of 1-5 where; 1= Very low, 2= Low, 3= moderate, 4= High, 5=

Very high.

S/No. Performance contracting and completion rate of projects 1 2 3 4 5

i. Performance contract negotiation

ii. Performance monitoring and evaluation

iii Rewards and sanctions

iv Application of lessons learnt to improve performance

contracting
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PART G: INFLUENCE OF PERFORMANCE CONTRACTING ON QUALITY

OF PROJECTS IMPLEMENTED BY ENGINEERS.

How do the processes of performance contracting influence the quality of projects

implemented by engineers? Use a 5-point scale of 1-5 where; 1= Very low, 2= Low, 3=

moderate, 4= High, 5= Very high.

S/No. Performance contracting and quality of projects 1 2 3 4 5

iii. Performance contract negotiation

iv. Performance monitoring and evaluation

iii Rewards and sanctions

iv Application of lessons learnt to improve performance

contracting

PART H: INFLUENCES OF PERFORMANCE CONTRACTING ON

INTEGRATION OF PROJECTS MANAGEMENT PROCESSES.

To what extend do the processes of performance contracting influence the integration of

project management procedures during implementation of the project? Use a 5-point

scale of 1-5 where; 1= Very low, 2= Low, 3= moderate, 4= High, 5= Very high.

S/No. Performance contracting and integration of project

management procedures

1 2 3 4 5

i. Performance contract negotiation

ii. Performance monitoring and evaluation

iii Rewards and sanctions

iv Application of lessons learnt to improve performance

contracting
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APPENDIX C: INTERVIEW QUESTIONS

1. Suggest some of the ways through which Nairobi County Government can

improve performance contracting.

2. What do you think is the best approach when it comes to conceiving and setting

performance targets?

3. What are some of the gains and challenges Nairobi County government is

experiencing in implementing performance contracting?

4. Given a chance, what are some of the improvements you will make on the current

performance contract document under implementation by Nairobi County

Government?

5. Considering the number of employees at Nairobi County Government, do you

think the government has got enough capacity to evaluate each employee?

6. What do you know about Rewards and Sanction Policy Framework for Civil

Servants in Kenya? Do you know any employee who has been rewarded for

exemplary performance or sanctioned for poor performance? If yes what was the

reward/sanction?

7. What factors determine the number of projects you supervise in a given financial

year?

8. What are some of the successes and failures you have experienced when

implementing projects?

9. Elaborate how a project life cycle is managed at Nairobi County Government,

starting from the initiation stage to project closure.

10. What motivates you in discharging your duties?
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APPENDIX D: KREJCIE AND MORGAN TABLE
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