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ABSTRACT 

Performance management systems are progressively being embraced as a strategy to 

improve on individual, team and organizational performance by organizations in the 

public and private sectors as well as Non Governmental Organisations (NGO). On 1st 

September :2.000 the Appraisal Regulation was introduced in the United Kingdom to set 

up guidelines for Performance management in the mainstream schools (British national 

curriculum based schools). 

This study was aimed at establishing the perceptions of School heads on the following 

aspects of performance management system in schools offering the British :-l'ational 

curriculum in ~airobi. Kenya: its meaning. its key elements and tinally its benetits. The 

resul ts from this study will help. to gauge the success of the implementation of the 

performance management systems in the British national curriculum schools. 

rh~ survey was based on the sixteen British . 'ational Curriculum based schools in 

airobi. Interviews were carried out with either th~:: '5Chool principal. deput: principul. 

)ection heads or semor administrator t:!ntrusted with the Je, dopment or th~.: :nrat~..:git: · Jnd 

policies. 

T"he study results were as follows on the aspects ot performance management ·ystl.!m in 

·chools offering the British . ·ational cumculum m • ::tirobi. Kenya: -t5° o of the 

r~spondents could correctly de tine performJnce management ~~stems. l 00°11 of thl.! 

respondents perceived the performanc ... mJn::tgement ·: ·pm t ha' ben~ lit~. on .l\ crag.c 

J!l the responJt.!nts agreed \\ ith the >lements of per orn :..n .• Ill n ~eme 11 : t '111 • 

From tht! perceptions of the ~cnior man ge ther h1bh li liht l in the 

impkm~.:ntation of perform nc m n g m nt 
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CHAPTER ONE: INTRODUCTION 

1.1 Performance Management Systems 

Performance Management is a relatively new term in management. It 

was first coined by Beer and Ruh in 1976 and began to take shape in th~ 1980' s and has 

steadily increased in popularity (Foot and Hook 1996). According to Weightman (1991 ), 

it has become a buzz, phrase of management. Perfo rmance Management encompasses 

the key· elements of HR.v{ practices and seeks to improve individual. team and 

organizational performance by aligning individuals. teams. systems and processes to the 

organizational goal which is in turn aligned to the key success factors (Bratton and Gold 

2003). Sparrow and Hilltrop ( 1994) observed that perfo rmance management was the way 

fo rward fo r individuals and for the whole company and that it was an area of Human 

R~source Management that has the potential of making the most signi ficant co ntribution 

to organizational effec tiveness and growth. 

Pt: rfo rmance :Vlanagement s::- stems ha' ~ be~n ~mbraccd by organizations both in 

the pri' ate and public sectors. orne cx::~mples of countril.!s that hav~.: ndoptt:d 

performance management in the civi l sector ;.1 re , ·e,\ le;.1land. \lal:.lysw. Canada. 'nitcd 

tares Of merica. United Kingdom and Kenya \\ho have all adopted the pcrfo rmanc~; 

contracts. In the Cnited Kingdom for instance the Best Value frame\\ork '' as introduct:d 

in 1997 and now terms the statutory frame\\ or. · tor Perto rn1:1nc • m:mugement in the 

l oc:.~l go\ ernment. The overall im of the Best \ It e Fr· mi.!\\ ork i tl) ncourage the 

rl.!orientation of service delivery (Branon nd Got _003 . On 

. \ppraisal Regulation w s intro uced in the L'mt 

P rforrnance Man gt:ment in the main tr am 

_QQ I. nc\\ ppraisal Regul u n me int 

tea ht:r . Pertorm n e mana 'ement 

unpro' 111 ' the: u f tc hill ' II 

nat 

m 

Hl I p·l tim 

lim r 
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performance management, timings of reviews, links of performance with pay, career 

stages, weak performance and confidentiality (Teacher Net 1995-2006). In Kenya in line 

with the "Economic Recovery Strategy for Wealth and Employment Creation" (2003-

2007), the Performance Contracts were introduced in the civil service with the aim of 

introducing a performance-oriented culture that would facilitate the attainment of the 

desired results . The elements of the performance contracts are: mission statements or 

public institutions. performance oriented culture. negotiated contracts and targets by 

government agency and government, performance appraisal systems. performance 

reviews. performance improvement programmes. linking rewards/sanctions to work 

results. placing management of public resources in the most competent hands and 

linally tht:! improvement of inputs systems and processes so as to improve on tht:! outputs 

(. 'jau 2005) 

l.l.l Background Of Education y tern In Kenya 

The foundations of the modem education in K~.!nya were laid by th~ missionarit:s 

,, ho camt:! to tht:! country with the aim of spreading Christianity. In ord~..:t to accompli ·h 

tht ·. the~ taught the locals hov. to read and later on taught practical ·ubjccts uch u · 

..::trpl..!ntr;. Jnd gardening. In !902 u school for Eur pe:.m children ,,u_ O[ cncd .. \ Brill ·h 

go' ernmcnt-sponsored study of education in E:1:st Africa. k.no\\ n as tht:! "Frazt.:r R ·port of 

!909" proposed that separatt:! t:!ducational s;.stems shoul I:! maintained !t)r European·. 

Asians. and fricans. By 1910. thirty-live mts:st n h ol h. d bt.:t.:n fount ed. I hi 

paltcrn continued until independenc 

.\tier independenc the ountr: re orme the 

local . \fn~.:an need:; t.~. thctr nee 

, \ rnmcnt n tee n 

. lhc 

trllr du cd. 

h • ch 

nt 

ti n !Ill 

-1 \ I 



proposals of the Presidential Working party on the Second University (1981) or the 

Mackay report (K' Olewe 1997). 

The BNC based schools have the following features, which distinguish them from 

the local curriculum based schools: curriculum based on the British national curriculum. 

"vide range of extra-curriculum activities. expatriate staff. foreign students and the fees 

charged. high investments in sophisticated resources and equipments to support the core 

and extra curriculum activities and school fees which ranges from two to three times 

higher than those of local curriculum based schools. 

Over time growth of this has been observed m the BNC schools sector 

( KJrmokolias and Van Lutsenberg I '197). The gro1,v1h in this sector can be attributed to 

th~ need to meet the educational needs of these groups of people: children \\ho 

-::\p~rience difficulty with the local 8--+--+ system of education due to subject width (K. 

Okwe 1997). immigrants from neighboring countries. growing numbers of top income 

group earners. international and business organizations with brancht.:s in the country. 

1.1.2 hallcn•JC · Faced By The B~ ·chool in Kenya 

The 8, C schools m Kenya are fac1ng the follo,,ing challen::-es based on th~: 

trends that are taking place '' ithin their internal :mJ :\ternal en' Ironment: grO\\ ing 

competitions. political changes. changing technolog;. ri ·ing cu·wmer expectations. 

changes in the \Vorkforce. low academic tandards. employee relation·. m:maging ·hangc 

Jnd or J.Unizational capacity. 

Crowing compctirion: fherc hu . r .u it I! fr m the -::1 , 

o!" the ·chulll registration proce . Th r i ' n prof m 11) ll 'l 'c rn 

ofthcB · 

cquipmen nd tc.:chnolo } t 

makm• them ttr l\c f r th ( 

Poliri •II , h.Ul' : 

nd 

I I 



for the students. With this change BNC schools are at a risk of loosing some of their 

students to the 8-4-4 private schools. 

Low Academic Standards: The academic standards have been generally low. In 

the GCSE and 0 level exams Warwick and dam (September 2005) observed that the 

pupils were able to gain a Grade C and above with grades of -1-5% or less ! Thi s raises 

question over the standards of BNC examinations. In the same examinations it was noted 

that there had been a marked improvement in the students pass rate that had risen from 

53.7% to 56.3%. This was the highest recorded rise in more than a decade. 

Technology changes: One of the trends is the use of information technology in 

subject de li very (North Central Regional Technology In Education 2005). A good 

number of the BNC schoo ls des ire to invest in the required technology and to train their 

staff in order to remain competitive but are faced with prohibitive constraints. primarily 

related to scarcity of tinancial resources and inadequate management skills (Karmoko lias 

and Van Lutscnberg 1997). 

Ri ·ing cu tomer expectation ·: fht.: societ: is continually dt.:mi.mding for hight.:r 

I.JUa!ity education and value for their mone; 1.K1ety has always had high expectntion · or 

teachers. and more so today. This has been necessit:ued y the foliO\\ ing. tr nd · in " ci t) 

1.e. move towards the nuclear family. the incre:1sing in' olvement of \\'Omen in the \V rk 

force. the expansion of universal literac: programmes ~d the deluge ot· information in this 

information age. Teachers are expec ed to be kno'' k Jeable. ·killful. ~md dynanuc in 

.lction as managers. facilitators of le:1ming n JUi e 

also to be good chtld-minders. 

progmmmt:rs. accounts keeper . t~ pi ts n 

~ h:IO I' CS in th • " or kfor •c: 

!C 

r 

lh 

:::-Ot d m ral beh:.wi r. 1 he' are 

:mint: . 'l)l11( utl.:r 
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Employee relations: Presently there is no professional body to regulate the 

running of the BNC schools or a trade union to represent the needs of the teachers in the 

private schools in the country. Each school is managed according to the visions or beliefs 

of their current admini strators. Consequently the BNC schools have experienced exodus of 

teaching staff to other better paying BNC schoo ls or other professions due to low morale. 

This has ultimately hurt the business of quite a number of the school especially when 

parents withdraw their children from their schoo l because they no longer perceive it as 

being stable or offering quality education. 

Organizational capacity: Due to the dynamic changes in the envirorunent of the 

BNC school and the rising expectations of the various swkeholders i.e. owners of the 

school. the cl ients. employees. government regulations and the society at large there is 

need tor the school to invest in managerial development programs. This will enable them 

w ~nh<.mce their organizational capacity and therefore strike a win-win situation amongst 

thetr stakeholders leading to improved productivity. Eshiwani ( 1987) observed that many 

of our karning ins titutions had weak managerial capabilities. Thcrl! arc stil l man: heads 

in schools that continue to run schools without attending any managerial course · . . \ ny 

skill s they ha' e acquired have been through :mending short ·eminurs. 

fhe above mentioned trends and challenges in the businc s t!nvi rotm1 nt 1.1.! . 

ris tng customer expectations. technology. adjusting to change imelle tual capital changes 

in \\Orkforce are not unique to the B. T school bur ar experien ' t.:d globally l ' !rich 

ll)97). An dTective organizational capac ity is the pre-..: nd ition for the Bt , ·hool 

ohtaining co mpet iti\ e advantage. 

1 he management tt.: m mu t b kill 1 the 'h:tl k nl!c l) t' 

thd r J ~ n: rn ic em ironment. he te (t lh Ill I 

h: d rship. i ion. emp und 

nit 

num 

t ill r n 0 



The performance system has a very high likelihood of creating a win-win 

situation in the BNC school amongst the stakeholders and of giving important output 

such as graduate student who possesses the following qualities : academic excellence and 

have a well-rounded character. delightful parents who perceive the school as having 

given them more than their value for money, employees who display high levels of 

professionalism. managers who display high levels of leadership. boards of 

directorsi'shareholders who continuously receive high returns fo r their investments. 

1.2 tatement OfThe Problem 

The current trend in the implementation of Performance \[an[l.~ement .: stem in 

the pri \ate and public sectors in Kenya and the L'K schools .. ·on Governmental 

Org:.mizations (~GO) amongst . others underscores the importance attached to 

Performance \tlanagement ystem. It is wide!;. accepted as the ke;. to success in the 

increasingly competi tive environment. including the education sector. 

From a prdiminar.' survey. I have learnt that :m mcn-.:asmg number of 81 

·chools in. ':.1irobi have or are considering adapting Performancl! upprai ·ul ·ystem. '( hese 

include: Brookhouse \:hools. Prl!mier . eadl!my. Aga Khan Academy. Braeside \:hul)l 

and Rusinga school. I'he ;1im of this is to improve on the pert'ormanc' of their ~ 'hl)Ob 

and hence their competiveness. However. performance apprai::,al i::, onl.: a ~mall ·ub ·et of 

pt!rt'ormance management system .. s Flet her n \\'illi ms (I l)2) f the ' ni' el"it.: of 

l.tmdon. t'ound from their research on l\\enty si. publi 

tn tht: l 'K. m n.: org nization ten e t 

the emplo~ce ppr i I or per onn n e r I 

lll l I o · cf'\ i th t m ll) or 

y tern but it .. 

c nditi n ""' ·rc mi in' It 1 

r orb. ni .. tion 

r 

r 

r n t h 

m nt sys:tcms, 



1.3 Objectives Of The Study 

1. To determine the perceptions of school managers on the key elements of 

Performance Management in schools offering the British National Curriculum in 

Nairobi, Kenya. 

2. To establish perceptions of managers on the meaning of Perfo rmance 

Management System in schools offering the British Najonal Curriculum in 

Nairobi, Kenya. 

3. To establish perceptions of managers on the benefits of Perfo rmance 

Management System in schools offering the British National Curriculum in 

Na::obi. Kenya. 

lA Importance Of The Study 

fh~ following groups of people tind the rese:1rch output bendicial. 

• I !igh-level manager's e.g. principals and Oeput;. Principles of 8,' who may choose 

to usc Performanc~.: \-lanagement system as a stratcg: to cnJbk them gain 

competitive advantage . 

• Future researchers. who may use the results to answer some rese,m:h qu~:stions. L r 

'' ho may use the research to explore other are:.ts of ·mJ: 

• R~gulatory bodies e.g. Teacher's servic~ commiSSIOn cr~ ) nd tht: :\lmistry or 

l ~ducatton \\ ho can use the results to impro,·e on the :.t~.:ademk per ormanc • of the 

students. 

• \:mor management teams from oth r ind stri h nu~ ·!. t: ~ h. l • P rf 1 m:mc-: 

~lanagcment -ystem as strate..,.y to n ble th 1 in m tith h nt.ll.!.t: 

; 



CHAPTER TWO: LITERATURE REVIEW 

· 2.1 Introduction 

The driving force behind any organization irrespective of its objectives, type of 

output or size is performance. It is against performance that organizations relevance will 

be j!tdged. Performance is defined as the record of outcomes produced on a specific job 

function- or activity during a specified period of time (Bemadin and Russel 1993). 

According to Brumbrach ( 1988) "Performance means both behavior and results. 

Behaviors emanate from the performance and transform performance from abstraction to 

action . . ·or just the instruments for results. behaviors are also outcomes in their own

right the product of mental and physical effort applied to tasks and can be judged apart 

from results··(~jagi 2003) 

In this chapter the following topics will be discussed: inrroduction of 

performance. factors that iniluence performance. performance management. moti\ation 

thcories that have made contributions to performance management. purposcs or 

performance management. elements of performance management. p~rc~ption · anti 

tinally the summary of the literature review. 

2.2 Factors That Have The Hiuhest Influence On Performance 

S1) \\.hat are the factors that ha\. e the mo ·r int1uenc' 1 n :.m organiz:1tion · s 

performance; This has been the focus question for man. re ear ·hers nd managers. anJ 

h. · been brought about by the trends :m 

11>9 ). :\ number of rcseJrchers and nhor ob t:r 

·nhanc~: its performance. it \\ill nee 

m n.t 'l.!lllc.:lll team th t ill be 
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Ironically in the same research, evidence proved that Human Resource Management was 

one of the most neglected areas of managerial practice within organizations. 

Marchington and Wilkinson (2004) concluded from the examples of researches 

mentioned below that there was a high positive correlation between hi'gh commitment 

Human Resource Management and business performance .The researches are as follows: 

Anhur ( 1994). Huselid ( 1995). Mac Duffie (1995). Delery and Dory (1996). Youndt ct ..1! 

( 1996), Applebaum et al (2000), Patterson et al ( 1997), Wood and de Menez (l998), 

Guest et al (2000a) . Guest et al (2000b ). 

Drucker is quoted to have said that the greatest opportunity for increasing 

productivit;. is to be found i1: knowledge work. itself. and especially in management 

( \\ cihrich and Koontz 1994 ). Hamel & Prahalad ( 1989) proposed that competitive 

aJ,·ant:.~gc could be attained where a firm obtained. dfecti vdy developed and trained 

thl!ir human resource and these employees were abk to learn faster and apply its learning 

more effl!ctively than its rivals (.-\ rmstrong 2003). llrich ( 1997) observed that 

knowlt!dge has become a direct competitive advantage for compames ~elling ideas Jnd 

rclutionships. 

It is therefore very cntical for organization. to adopt I!!Tet.:ti\e and ertkictlt \\'I)'s 

,>t'm:.~naging their performance by focusing on skill·. (Orn etcnce. lit~ IL'ng learning and 

changing the work design where appropriate. This .::1n be obt:.1incd by adopting the 

Performance management system. 

L~ Pcrf'orm:tn cr ~ l a n agemcnt 

Pertorm nc ~lanagement 1 men f un ' l!tt r r ' It from thl: 

m' p rt rm m \ ithin 

. nd n 

If m pl nn 

maalagc!ment 



system as an attempt to show a strategic integration of Human Resource activities, which 

together are linked to the goals and direction of an organization. These activities are the 

key elements of the performance management system that must exist in order to ensure 

its success (Price !997). Performance management has developed from the following old 

established systems that aimed at measuring performance : Merit Rating, Management by 

objectives and Performance appraisals (Armstrong 2003 ). 

2.3.1 Motivation Theories That Have Contributed To Performance Management 

The motivation theories that have contributed to performance management are 

Goal theory. Reinforcement theory and Expectancy theory (Foot and Hook 1996) . 

. \ -:cording to Njagi (2003) Equity theory had also made an important contribution to 

Performance Management. 

Goal Setting Theory that was developed Latham & Locke in 1979 (.\rmstrong 

2003). It states that motivation. commitment and perfo rmance are higher when 

~m p l oyees participate in the making of sp~c i ti c goals. Participation in setting the difficult 

tlll<tls. obtaining feedback on perfo rmance. guidance and ad' tee h!.!lped t ) mai ntaining 

nHHtvation anti commi tment part icularly towards the achte' ement ,>1 ~\'en lughcr goals. 

Grez and Lic.ion ( 198-+) concurred with Latham and Locke unJ em1 hasizcd the nct.:d t( r 

accep tance of and commitment to goals. The: stated that fi.>r u · long a.· thcr-' "as 

agreement. demanding goals lead to better performanc than eas: one·. lioab theor. 

pia: s a key part in performance managemem pr c ~euing. ~h.1lknging 

'bjcc i,·~s : .. md Jra'"ing up pertorm:.mce agreemems. ing ~ ntinut u t~ dhcl-. 

on the performance {. rmstrong 200'"' . 

t\d~m <.h.::vdoped equity lheor: in ht! th • 
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. Expectancy theory was originally proposed by Vroom in 1994. This is a model 

of motivation specifying that the effort to achieve high performance is a function of the 

perceived like hood that high performance can be achieved, and will be rewarded if 

achieved. and that the reward will be worth the effort expected (Ston~r and Freeman 

1978). 

In performance management the expectancy theory comes into play where performance -

related piay is used. i.e. rewards are linked to performance (Armstrong 2003). 

Reinforcement theory was developed Skinner. This approach is called positive 

rei nforcement or behavior modification. It holds that individuals can be motivated by 

proper design of rheir work environment and prai:::e for their performance and that 

punishment produces negative results. In the process of perfo rmance management. there 

is co ntinuous feedback. use of quality circles and clear effective communicatio n systems 

( wn~.: r and Freeman 1978). 

2.3.2 Purposes Of Performance Mana(]cment 

In es tab lishing the perfo rmance management system. the organilation aims m 

mee ting strategic. administr::ttive and development purpo ·~::s. trategic Purpos~.: ~..:nabk · 

the organiz::ttion ro meet its main objectives by linking the employees' behavior" ith the 

l)\ era! I nrganizational goals . 

. \Jministr:lti,·e Purpose is achieved through ht: pro' ision of information ab ut da,·-t -

Ja~ decisions about salary. benetits. The s~ s em ':ln also e u ed to ·uppon Jec1 ·i ns 

~.g retention :mJ tennin:Hions & recr itme:u tin II~ 

it scnes :1s basis for Je,eloping mplo~ 

Gcr an Jnd \Vright 200 ) 
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organizational culture/values statements, open communication, independent teams, 

performance indicators and standards, conduct of performance reviews, pay reviews, 

performance improvement programmes. 

Development Of A Mission Statement 

This is a statement that defines the fundamental purpose that sets a tim1 apan 

from other tirms of its type and identifies the scope of its operations in product and 

market types. There are various types of missions e.g. the mission of a school would be 

to ··maximize the aspirations and attainments of all students '' whereas that of a police 

depanmenr would be to "pro tect people' s safety and welfare". 

Critical . uccess Factors (CSFs) · 

D. Ronald Daniel of McKinsey and Company. ··Management Information 

Cri sis." IIarvard Business Review. Sept.-Oct.l96l. developed the concept of "success 

factors·· . The process was retined by Jack F. Rockart in." .\ Primer on ritical ' ucccss 

F:J.ctors" published in. Tht! Rise of Managerial Computing: The Best of the Ccnt~.:r t'or 

Information Systems Research. edited with Christ ine ·. Bullen. Hom~wood . l . D< \\ 

.i@Cs- ln\ in. 1986. 

Cntico.l success factors (CSFs) :.1re those things. \\hich must JO right for the organiz:1t ion 

to achie\·e its mission and must therefore receive continuous m:m:.qement attention. 

Thl.!se are the key performance areas that are of great st imp n nee in im lemcntin!l. thl.! 

~om pan y trat 'gies e.g. imprO\ d pro • I\ it). hi_h 

product Sl.!r\ ic ' 

resultin' from 

from the ~h\' n ompctiti 

~~ n rm r t ·chn 

or' miz Il l n I n · 

111M" l . ir 1pro \ cd 
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Table 1: Example of Critical Success factors for Company XYZ 

Source of Primary Measures 
Critical Success Factor 

CSF & Targets 

I 
I 95% customer retention rute; 

1. lncre::tse ;:1. of customers InJustry 
15% new customers per yr 

2. Install PC-based customer service ~ Strategy I 

90% of customer queries 

... hot line answered in 1 hour 

~. Increase ·~ customer service reps !Strategy 13 reps per 1 00 customers 
I 

: -+. Restructure capit::tl structure Environmental Lower cost of capital by '2% 
I 

I 
morale and ~Temporal I 

Increase employee retention 5. Raise employee 

... productivity mte to 95°1o yr. 

So urce: e-Competitors (2005) Critical access Factors .. Hiclw el. t. 

T'he aJ,·antages of identifying CSFs are that they are: simple t unJer·t:md. helt f cus 

attention on major concerns. easy to communic:ne to employees and tinally are easy to 

monitor. Bratton and Gold C003) stated that one of the ke~ fe:nures of a perfonnance 

management system is to provide a link be wee:t th ·riti nl ~u'- · f.lctor · to the 

org:miz:uions ~oals. 

Lthk:il ( onsid ·ration 

the I 

h uld 

t ul 
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perfonnance management should be operated fairly to limit the adverse effect on 

ind ividual s. Finally, there needs to be transparency within the performance system. 

People affected by decisions emerging from the performance management process 

should have the opportunity to scrutinize the basis upon which decisions were made. 

Legal Considerations 

Noe. Hallenbeck. Gerbart and Wright (2004) suggested that in developing the 

perfo rmance management system. there is a need to ensure that it meets the legal 

requirements. This arises from the fact that performance measures play a central role in 

clecis ions about pay. promotions and discipline. The lawsui ts related to perfo rmance 

management usually invo lve charges of: di scriminarion based on gender and race. unjust 

dismissal wi th the claim that the employee \Vas dismissed fo r reasons besides the ones 

that the empl oyer states. 

Opt!n ommunications 

Perfo rmance :Vlanagement system requm!s ..1 management ·t: k that is open and 

honest and encourages tWO-\\ay communic:.uion bet\\Cen superiors amJ :ub\)1' lin~H ··. It 

therdore relies on consensus and cooperation rather than ·or trol r ct)en:i n and 

conrinuous feedback. \Vith the de-.elopmem of =-ood communic:.Hion · ch:mnel::i there will 

bl.! better unde rstanding. acceptance and commitment o the ·: ~km :\nn trong 2003) 

OrganinHion • rra r gi s .\nd Ob j cth e 

( bjt!Cli\eS r lh I m (\ 

cour e f acuon O\ cr n 

han f ti 11 t 



take into account all the aspects of the job and should be able to bring about the intended 

change. Obj ectives should be "SMART': S = Specific I stretching, M = Measurable. A 

= Achievable, R = Relevant, T = Time framed (Armstrong 2003). 

Objectives therefore define what the organization. functions. departments and 

teams are expected to achieve over a period of time. Different levels in organizational 

hie rarchy are concerned with difficult types of objectives . The Board of directors is fo r 

instance ·concerned with the overall objectives of the organization in the key result areas. 

Middle level managers on the other hand are concerned with setting of key-result-area of 

their departments. Finally subordinate employees with the guidance and encouragement 

of the ir managers draw up personal c.evelopment plans that \vill be both beneficial to 

them. and the departmental and team objectives. The organization should therefore haYe 

J clear statement of what is to be achieved (Armstrong 2003 ). 

O r ga nizationa l C ulture 

Armstrong (2003) dt:scri bes organi7ational ~ultu re as tht.! patterns of value·. 

norms. bdiefs. att itudes and assumptions that may not ha' I;! bt:t.!n articulatt:d but -;bapt: 

the ways in which people behave and enable things get doni! v Jlu~.:s rd't:r to " h:1t i · 

bdie\·ed to be important about how people :1nd the org.aniz:.tuons beh:1' e. 1 rm · ure the 

unwritten rules of behavior. orne examples of ·ulture :lfe as folio" s: L ommumc.1t1 n ·. 

Performance feedback. Concern for employee welfare. Qualit:. Flexil ility etc .\ 

performance based onranizational culture is r 

organiz:Hitmal ·tructures. proc ·ss s. r • ur ~ 

optimize.: thl.! pt.!r onnance of II 

c nunu us nd \Oiution 

Jl 7 . f n c:: . rnple f 

ultur 

p trr tn Htlhr p I 
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Table 2: Elements Of A Performance Management Culture At Powergen 

1. Ensures that corporate culture is 

characterized as one where striving for 

continuous improvement is the norm. 

3. Facilities continuous improvement 

of individual performance against 

key corporate objectives and 

leadership practices. 

-+. Devolves. performance 

improvement responsibility and 

1 Cascades a clear understanding of what 

has to be achieved by each individual 

anJ the manner in which it is to be 

achieved down the organizatiOI). . 

accountabilitv to individual mana2.ers I 

(rather than t~1e HR..v[ function ). ~ \ 

Source: Pftilpott and Sheppard 1992 by: Sparrow P. & Hilltrop J .. vf (1994) European 

lfuma11 Resource .ltfanaaement, Prentice Hall Europe 

Tc~m Performance 

. 'j a!!i (~003) observeJ that team performam.:e is an impn rtant dement or the 

performance management system. . team here i~ detined us a ·mull number of people 

''ith compl imentary ski ll s "' ho are committed o a common purpo·e. perfl)rm.mc goals 

:.mJ approach for which they hold rhemseh es mutual!~ accounwbk (. \ mtmo 200 ~ ). 

l'e:.tm worki ng encourages the pooling of ideas :m imprO\ ing \\Orking processes. 

r e:.ttn\\.Ork sup pons the process of synergism. ~ n rg~ cind dine .1 the process 

''here the '' h1Jit.: is gre~ner than the Sl m of it::. p n~ 

''hen t\\O or mon: peopl pro u m 

pr duced ep r tel .. P t r Je 
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Performance Indicators And Standards 

In establishing the performance indicators and standards the following elements 

need to be put into consideration: performance standards, performance measures, 

methods of measuring results, sources of performance information, performance reviews 
I , 

preparation for feedback sessions and conducting the feedback session. The following 

section will explain the above in greater detail. 

Performance Standard 

A performance standard can be defined as a statement of the conditions that exist 

\vhen a j::lb is being performed effectively. The performance standards usually remain 

relativelv the same as the task remains the same. The performance standard should be 

stated in such a way. that it is specific and observable. The standards should preferably 
\ 

be in quantifiable terms e.g. speed of response. Where this is not possible a qualitative 

approach may have to be adopted e.g. this job or task v.ill have been well done if a 

specitic outcome is obtained (Armstrong 2003). The performance standards ·hould be 

clt:!arly outlined in job descriptions and should be communicated to tht: !1l;\\ c..:mpl yet; · 

Juring induction and socialization (Marching ton and Wilkins n _004 ). "1 he JOl 

descriptions are reviewed regularl y as the job changes. and are :.~l ·o agreed bt.:t\\een the 

munager und the subordinates (Foot and Hook 1996). 

Performance Measures . 
Per ormancc measures provide e ot the . ·t nt t 'hi ' h the j t)hholdc.!r · 

h.l\ c produc ·d the intended rest It . This i the k 1 I b th th~.: 

man.1gers and in li i u to m nit r nn tr n, <-< 0 

h ul 



assessments of all performance should be against the jointly agreed goals. It should apply 

to all staff. A working environment should also be created that is conducive to successful 

performance. Finally there should be an effective way to measure the desired 

performance. 

:VIethods for :VIeasuring Results 

There are various methods that can be used for measuring results such as making_ 

comparisons using simple ranking, paired-comparison. rating individuals e.g. graphic 

rating scale. mixed-standard scales. critical -incident method. behaviorally anchored 

rating scale (BARS;, management by objectives (~IBO). and total quality management 

(TQ\t!). Table 3 shows the distinctions of the various approaches to performance 

mcasut\~mcnls 111 terms or tit with strateg;. \alidity. reliabilit:. accc:ptability and 

spccilit;. 



Table 3: Basic Approaches To Performance Measurement 

Criteria 

Approach 
r . . omparatrve 

l 
I Attribute 
I 

I 

Behavioral 

Results 

Quality 

Fit With 
Strategy Validity 
Poor, Can be high if 
unless rat in gs are 

I Manager done~carefu ll y. 
tak.es time I 

to make I 
link. 
Usually 
low. 
requires 
\rl::lnager 

I to 
I ink. 

make 

1 Can be 
' quire high. 

Vl!ry high . 

1 Ver: high . 

Usua lly low, 
can be fine if 
developed 
c:uefully. 

l 'sually high. 
can bl! both 
contaminated 
and Jeticient. 

H1gh. but can 
be both 
.. om minated 

nd iericicnt 

' tJI/r '1' ,\[ IIIII ''nt 'II(,. 

1 ur 1 nt 

tl 

1 

Reliability 
Depends on 
rater, but 
usually no 
measure of 
agreement 
used. 
Usually low, 
can be 
improved by 
speci fie 

.. 

I 

defintttons ot I 
attributes. I 

Acceptability Specificity 
Moderate. easy Very low. 
to develop and 
use but 
resistant to 
normative 
standard. 
High, easy to Very low. 
develop and 
use . 

I 

I 

Veryhigh 
to 

but 
\'v (!II I 

I 

I 

I 

I 
I 

High main lligh. usually I !igh 1 

probkm can ~l!\\.!IOpl!d ~vith j regarding 
be test retest 111 put !rom r~.:sults. but I 

1 depenJs on 
1 

thusl! to bl! lo" 
tim in:; of e\ aluat~::d . rt.!garding 
measure. ' bcha\' It rs 

I nee\! · .tr. !\) 

High 
I 

a ·hie\ e 
them . 

High. usualh I Hi!!h 
c\l!l ped ~' ith ll!!!ardmg. I 

in ur fr m r~.: ult . but 
th l l l~..· ll) \\ 
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of performance or relationships between work-related variables. It was therefore useful 

in avoiding problem areas and solving problems. A description of Management by 

objectives and Total quali ty management measures are as fo llows: 

Management by objectives (MBO): This method falls under the criteria of results 

perfo rmance measurement. This is a system in which people at each level of the 

organization set goals in J. process that flows from top to bottom. so employees at all 

levels are contributing to the organizations overall goals. These goals become the 

standards fo r evaluating each employee's performance. (Noe. Ho llenbeck. Gerhart. 

\Vright 2004;. 0.tiBO has the following essential elements ::md kev stages as outlined bv - .. - .. 

Price ( 1997): Goal sening. Action planning. Self-control and Periodil: reviews 

T otal Quali ty Managem en t (TQM) : This method falls under the criteria of qualit) 

performance measurement. It measures both individual performance and the system 

\\ithin \vhich the individual works. This assessment is a process through ""hich 

t.!mployees and their customers work together to set standards and mcasurc performa.nce. 

with the overall goal b~ing to improve cusromer satisfaction. [ krl.! the cmployct.: · s 

customers may be inside or outside the organization. a custom~r being "ho~\'\.!r 

consumes the goods and services produced by the emplo: ees. The feed! Jck. .11ms at 

helping employees continuous!: improve the satisfac ion ot' their cust\)mer ·. It IS 1b\) 

aimed at avoiding pitfalls of r~ning individuals on out comes e.s. s:.1les or pro tit::. O\ er 

\\hich the employet!s do not havt! compkte antral. l- e. H lknbe ·k. Gerh.m .md 

Wright 2004) 

ourcc~ Of Perform:1ncc Information 

fhcr~: n.: \·trio us Jure' f pt!rt0m n 101 rn h l m na • 1 • p r . 

inutc . ell md cu:;tomcr . tm ta 

num probl m . I opl 

1 I th lectin' c n bi 

II u t m 



'Where there rs no guidance, the people fall, but in abundance of counselors there 1s 

victorv · - . 

Performance Reviews 

The performance reviews includes tbe Continuous ongoing reviews and the Form:.:ll 

approval or review. Continuous reviews are informal meetings that take place throughout 

the year. They involve the manager. employee and the team. The aim is to enable the 

employees and team to focus on developmental issues that are related to the set objectives 

and standards. Through these meetings the employee is supported during the 

implementation stage and problems can be arrested before they get out of hand. According 

to \iyambegera (1.005 ) the feedback can be very brief for instance ·Good job· or more 

d~tailed for instance ·You're \.VOrking too fast. slow down· . These meetings also help 

~ns urc that Lht.:re arc no surprises at the formal re\ iew. 

Formal Reviews usually take place annually and its ke: obj~ctiws an.: : 

111c:1surements of results against targets. feedback of employ~es · performunc-. p< sitivl 

re inforcement of the employee. exchange of vie\',:s which is fr e ;md fran!-.. . • 1g. re mentnn 

Jetton plan for the future . 

Preparing For Perfo rmance Review 

Both the manager and employee shoul be ' ell pr :.tred t~1 r the t;:e back. 

">C -;Ion. fhe manage should cn.::l!e the ri:ht ·ant • an 

)f h:r w cn.::.th.: the righ t :.umo!)pherc for th m I! in.! h 

If- se rnent uht:· d of tim·. 

' th t the. n p nt 
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of respect and encouragement (Noe, Hollenbeck. Gerhart and Wright 2004). Here the 

manager indicates he or she is willing to listen to all problems put forward bv the 

individual and in return. the employee listens to the performance problems the manager's 

wishes to rise . 

Performance Improvement Programmes 

This are aimed at findings solutions ro perfo rmance problems. Accord ing to 

\Vei gtman ( 1999) where a gap has been established between the required and actual 

performance. steps need to be taken to find the reasons for the gap. Noe. Hollenbeck. 

G~.!rha rt and Wright (200-J.) suggest that perfo rmance problems ste:r1 from the employees · 

leve ls or ability and motivation. Generally the performance problems can be catego rized 

IntO ro ur groups which all need di tferent impro,·ement programmes. They are as fol lows: 

IO\\ ab ilitv and hi gh moti vation. low abilitv and low motivation. high abilitv and lmv 
~ ..... .. - ., 

Jn oti vation. and tinally high ability and high moti\ ation. The problems arc explained 

h ~.! IO\v. 

Low .\bility .-\nd High :Vlotivation: ometimes 1ack of ability is an issue \\'hen an 

emplo~ee 1s ne \'on the jobs or where the job has changed. In theca ·e ' ' here a llllHI\ ated 

employee lacks knovvledge. skills or abilities. the deticiency could be remo\ ed through 

c,>aching. training. feedback. restructuringjob :.1ssi;:;nment ·md go:1l ·ening. 

Coachi ng is a person-to-person technique de i~ne ~:vel p indi' idu. I ·kill'. 

~n'n" ledge .111J .llt i tudes. It is n10 ·r (tee i e ai n ak • 

normal proct!ss of m:.mag~ment or 

~on troll!:: 1dc:gation 1 ·in, \\hate:\ er 

pr \ 1 in ' ' d nee n ho" to 

·mplu~ ~c lc: rn (, 
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Restructuring job assignment is done so that the demands of the job no longer 

exceed the employee's abilities whereas goal setting is where the manager and employee 

set the goals together (Noe, Hollenbeck, Gerhart and Wright 2004). 

High Ability And Low :Vlotivation: In the case where an employee has high ability but 

lo,v motivation, the deficiency could be removed through fair treatment and adequate 

reward. counselino career management and stress management. :: ..... .._, 

Fair treatment and adequate reward is where the employee is treated fairly. rewarded 

adequately and given more positive feedback i.e. praising (~oe. Hollenbeck. Gerhart and 

\\ 'right 200-+). 

Counseling is where managers use listening skills as part of their daily work. 

Organizations may avail professio~al counseling services for more personal and 1 deep 

s.:ated problems e.g. issues of child care. famil; responsibilities. alcohol and drug abuse. 

J.:pr.:ssion brought about b;. changes in life stage e.t.c. ( \larchington and Wilkinson 

200-t). 

Career \-lanagement consists of the processes of career planning anJ 

manageml.!nt succl.!ssion. Career planning shapes the progres ·ion nf individuuls within un 

nrg~miz~uion in accordance with assessments of org:.tni1.ati nal need· und the 

pertorm:.mce. potenual and preferences of indi' idual m ·mber:, of the c111erprise. 

'·l:.lnagement sw.:cession pl:.lnning takes plJce to enst re th.u a· f r a· p '~ilk· the 

organiz:lllon has the! managers it requires meetinJ fun r rg nt :uion need:,, ~tress 

tn, nagcment im ol •es supporting the emplo~ e t 

llolknbeck. c 1erh:m nd Wright _o -+) 

l.o\\ . \hilit~ . \nd l.o\~ ,\ltlli\ Ilion : 
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High Ability And High Motivation: Where the employees have been high ability and 

highly motivated then the managers should adopt the following measures in order to 

retain the good employee: Provide further development opportunities. reward the 

employee and providing feedback (Noe, Hollenbeck. Gerhart and Wright 2004 ). 



TABLE -': Improving Performance Ability 

Low 

Misdirected effort 

• 
• 

• 

Coaching 
Frequent 
feedback 
Goal setting 

performance 

High 

Solid performers 

• Reward good performance 

• Identify development 
opportunities 

• Provide honest. C.irect 

• Training or temporary . feedback. 

:VIotivation 
r-

Low 

assignment 
development. 
Restructured 
assignment 

for skill 
1 

job 

I Under utilizes 

I • Give honest. direct feedback 
, • Provide counseling 

1 

Deadwood 

I • Withholding pay increase 

• Demotion 
I 

• L'se team building and 
contlict resolution -

• Outplacement 

• 
• 

Firing 

Specific. direct feedback on I • 
performance problems 

• 

Link re\vards to performance 
outcomes. 

Offer training for needed 
knowledge or skills. 

• fanage stres · h.!\ els 
---------L------~~--~~~~~~~~ 

\oe R.,·l, Hollenbeck J.R. Gerhart Bam/ Wriqfll P.Jl (2004) Fwulcummtal 'fllumun 

Rt!source .l-fanagement, Tl1e ,'rfcGrmv-Hi/1 Companie 

From fable-+ .1bove it is evident that the me hods used to soh e the perform.1m:e problem 

\\:11 depend on the type of the problem(. 1oe. Hollenbe ·. Gerh:m and \\ 'ri ~ht _()04). 

Pa~ Review 

I h...:re has been a lot o( contro e ~ on lin m 
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which delivers organizational success. Efforts are therefore directed where they are 

needed (Atandi 2003). 

2.3 Perceptions 

Perception can be defined as the process by which an individual selects, 

organizes sensory information and interprets information inputs to create a meaningful 

picture of the world (Wikipedia 2006) Information flows through us through any one of 

our five ·senses: sight. hearing, smell. touch or taste. Perception depends upon the 

physical character of he stimuli. the relation of the stimuli to the surrounding field and 

also on the conditions within the individual. People can have different perceptions of the 

same stimulus object or situation because of three perceptual processes: selective 

~xposure. selective distortion. and selective retention. 

Selective exposure: This is \vhere a person is exposed to ;,1 tremendous amount of 

stimuli but onl v notices stimuli that bears on a current felt need of theirs. or one that thev - . 
amici pate or one \vhose change level is large in relation to the normal siz~ or the stimuli . 

Selective distortion: This is the tendency of people to twist mfonnation into pers nal 

mc.!aning . People therefore tend to interpret information in a way that will ~upport ratht.:r 

th <.~ n challenge their preconceptions. 

clcctiH retention: !'his is the tendency of peopl l.! tend t( r tam infmmatil111 that 

supports their attitudes and beliefs (Kotler 198:) 

From an individual' s continual exposure to a stimulus. le:1111ing u ·uall: re ults. Learning 

C::tn be detined as changes in a persons behaviors r sl!l in~ ~rom n < erknce. L ' :.1mink 

theorists hold that a pc:rson · s lc.:aming is pr d I! thr u~h h )f m 

stJmuli. cue: .. rc ~ ponsc r inforc ment. 1 tnn 1 

tnt•rnal ·rtmulu tmpdlin Jction Jn 
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(2003 ) highlighted that in the performance management system the attitudes of 

management are crucial because they are the key actors m the implementation of the 

various human resource process. 

2.6 Summary Of The Literature Review 

In conclusion. perfo rmance management can be defi ned as a process designed to 

improve· organizational. team and individual perfo rmance . In order to ensure the success 

of a perfo rmance management system. the full support and commitment is required from 

the line managers. top management and employees i. e. they should all be totally 

(l)mmitt~d to the system. Sparrow and Hilltop ( 1994) observes the fol lowing. fhe 

perfo rmance :'vlanagement will essentially be most effective where: line managers own 

the system. top managers are visibly committed to the system and tinall: to the greatest 

possible extent. employees are consulted about the design of the system. 

Thi.! rollowing elements needs to be adopted in a performance management 

s: stem in order to ensure its success: dl!vdopment of a mission statcmcnt, cri tica l 

·ucccss !actors. ethical considl!rations. legal considerations. organization ·tratcgil!s und 

1>bjecti\ es. organizational culture/values statements. open communic;.Hion. indept:ndent 

teams. performance indicators and standards. conduct of pertormance re\ ie'' ·. pay 

reviews. performance improvement programmes. 

Perception is the process by \\ hich an indi\'i ual ·ckct.. or =-anizes 

·~n·;ory inti.)rm::Hion and interprets information inputs t r t' a m~..:. ninuful ptcture of 

he ''Or! L 1 he: pc:rc...:ptions of man gement r ·n 1 1ct1 r in 

the; implcm<.:ntation of tht: P ·r ormance m n ment • t m 



3.1 Introduction 
CHAPTER THREE: METHODOLOGY 

This chapter describes the research methodology that was used in the study. It details the 

Research design. Population of study. Data co llection and the Data analysis. 

3.2 Research Des ign 

A descriptiye design was used because of my intention to collect and use cross-sectional 

data . The research was aimed at establishing the perceptions of school heads on the 

f'o llo\'.ing aspects of performance management system: its meaning. its benefits and its 

lllain elements. 

3.3 Population Of tudy 

I hl! organizational structures fo r the BNC schools \ ar: but gcn~ra ll y consist of the senior 

rnan:.H.!l! mc..:n t tl!:J m at t h~.! to p followed by line managers an<..! fi nally thl! employel.!s. The 

targe t population consisted of a representati ve from the senior m:magem~nt tl.!am fn 111 

~a~.:h Bt ·c School in Nai robi . These are the persons 'vho are respon ·tble for laying do\\'n 

h~ strategies :.md policies of their school. The resp(indent cho ·en \\':J ' either the ~~hl)l ) l 

princ1pal. deput: principal. head of sectiuns or ·enior ·h l I .1Jmini ·trat r · rht• list u!' 

schools from ,.., hich the respondents were selected {.-\ppendi. .3 ) \\ a· ~.om pi led from the 

K~.!nya High Commission. The list '"as however \et e :m aiJjL skd r·tle 'l the ·d1ool· 

hat are currently exclusively pro,·iding the British , 'ation.l 

nll.!tho '"as usc.:d. as her r onl! si.· 

A D:11:1 ollt:c tion 

p · nm, r: 1. 1.1 \\ u 

f both 

It m 1n ). 



(2003), Noe, Hollenbeck, Gerhart and Wright (2004), Price ( 1997), Span-ow and Hilltrop 

( 1994 ). Covey ( 1 996) and Foot and Hook ( 1996). 

3.4 Data Analysis 

The collected data was analyzed by the use of descriptive statis tics. such as means. 

percentages and frequencies. SPSS package \Vas used for the anul; 'sis. Bar charts \\ere 

used to present the results. 



·t.I Introduction 

CHAPTER FOUR: ANALYSIS AND 
FINDINGS 

This chapter analyses the data on the perceptions of senior managers of BNC 

schools on the meaning of performance management. benefits of performance management 

and the elements of the performance management system. Data was obtained from eleven 

out of sixteen BNC schools in :-Jairobi. This is 69% of the population. 

·L2 Perceptions On The Meaning Of Performance Management Systems 

As shown in Figure 1. -l-5% of the respondents were of the opinion that 

P~rformance management systems are a process designed to improve organizational. team 

::tnJ individual performance. and is owned and driven b~ line managers. 9°"o of the 

r~spondenrs sa\v it as a process designed to improve individual performance that is owned 

and dri\·cn by line managers. 36°1o stared that it is a process designed to improve the 

organi;.ation. Finally 9°~ fdt that e,·eryone in the organization should 0\\11 it not just the 

ll1<.ll1agt:rs. The results indicatl.! that the majority of thl.! sl.!nior managt:rs ( ~.) 0 o) do not 

kno\\ the definition of performance management systems: that is. a proc ss <.h.:signed to 

imprO\ c organiz:.1tional. team and inJi,·idual per orrr.ance. "hich i · O\\ ned unJ Jm en by 

lin..: managers. 



Figure 1 :Perceptions On The Meaning Of Performance Management Systems 
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-t.4.1 Perceptions On The Need For A Mission Statement 

The respondents were asked to show whether they strongly agreed, agreed, neither 

agreed nor disagreed, disagreed, or strongly disagreed with the statement "The mission 

statement, i. e. the fundamental purpose of the school, must be well communicated to the 

employees'' 64% strongly agreed while 36% agreed. The mean response was [, which 

indicates that on average the respondents strongly agreed that the mission statement must 

be vvell communicated to the employees. The results are presented in figure 2 below. 

Figure 2: Perceptions On The Need For A Mission Statement 
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Figure 3: Perceptions On The Critical Success Factors 
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Figure 4: Perceptions On The Ethical Consid erations 
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Figure 5: Perceptions On Legal Considerations 
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Figure 6: Perceptions On The Organizational Strategies And Objectives 

Being Aligned To The Critical Success Factors 
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Figure 7:Perceptions Of Employees Being Well Acquainted To 

Organisation 's Strategies and Objectives 
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-tA.6 Perc eptions On The Open Two- \Vay ommunications 

fht! respondents were ashd to show whether the. strong!) agr~~d. agr~~:d. 
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Figure 8: Perception s On Open Two-Way Communications Systems 
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Figure 9: Perceptions On Organisational CultureNalue Statements 
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Figure 10: Perceptions On Independent Teams 
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Figure 11: Perceptions That Employees Must Have Measurable 

Targets That Are Aligned To The Overall Mission 
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Figure 12: Perceptions That The Employees Must Be Well Acquainted With 

The Performance Indicators 
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The respondents were asked to show whether they strongly agreed, agreed, neither 

agreed nor disagreed. disagreed, or stronglv disagreed with the statement "The 

- ..... ..... -. -
performance indicators/standards must be quantifiable e.g. 50% pass grades" .27<!1(> strongly 

:.1g rccJ. 64°'0 agreed. and 9°1(> disagreed. The results are presented in Figure I J below. The 

mean response rate was 2. which indicates that on average the respondents agreed that the 

performance indicators must be quanti tiable. 

Figure 13: Perceptions That The Performance Indicators Must Be 

Quantifiable 
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Figure 14: Perceptions That Methods Of Measuring Results Must Relate To 
Job Output 
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The respondents were asked to show whether they strongly agreed, agreed, neither 

agreed nor disagreed. disagreed. or strongly disagreed with the statement "The organizations systems 

e.g. policies, procedures & structures must be part of the performance evaluation., 18% strongly 

agreed. 73% agreed and 9% disagreed. The results are presented in Figure 16 below. The mean 

response rate \\as :2. which indicates that on average the respondents agreed that the organization· s 

S\ stems must bt: part of the evaluation. 

Figure 16: Perceptions That The Organisation's Systems Must Be Part Of 

The Evaluation 
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Figure 17: Perceptions That The 360-degree Appraisal Method 

Must Be Used 
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Figure 18: Perceptions On Continuous Yearly Reviews With One Formal 

Yearly Review 
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The r~spondents were asked to show v.hether they strongly agreed. agret!d. neither 

agreed nor disagreed. disagreed. or strongly disagreed with the stateml.!nt .. Joint probkm 

solving intl.!rview style must be used in the performance revit:\\. This im ol \ es honest 

discussions and tht! employee and manager are invoh·ed in soh ing of the pert~mni.lnce 

prohkm .. -+5° o strongly agreed. -+5'!1:, agreed and 9°1:J di:;agre~.:d . 'I he results ure presented tn 

Figure 19 bdo'' · Th~.: mean response rate \\'US 2. '' hich indic~ltes that on U\ erage the 

respondents agreed that joint problem solving interview style must b~.· used in the 

performance re\ iews. 



Figure 19: Perceptions On Joint Problem Solving Interview Style tn The 

Performance Reviews 
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The n.:spond~.:nts were asked to shov. vv hether the: strongly agreed. agret.:d. nei ther 

:.tgn.:~J nor disugr~.:ed. disagr~.:ed. or strong!: disagrel.!d with the statement ·· t:mplo: e~.:s are 

prokcted !'rom unfair and bias perfi)rmam:e assessments and have a pn)v ision t~ app~al 

against performance ratings·· 45°1o strongly agreed. 45 '!o agn:ed :md 9° o neither agreed nor 

di .:ugreed. The results are presented in Figure 20 below. The m~an r sponse rJte \\ a· 2. 

\\ hich indicates that on average the respondents au reed th:.n empk'~ ee must be protected 

fro m unfair and bias performance assessment:, \\ith pro ' i ion - rna e t(. r appc:.~l :.I!;'tin:t the 

perfo rmance ratings. 



Figure 20: Perceptions On Employees Protection Against Unfair And Bias 

Performance Assessments 
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-t. -U 0 Pcrccptiofl s On The Performance Improvement proorammes 

Th...: respondents were asked to show whether they strongly agreed. agre...:d. neith...:r 

av.rc~d nor d isa!!reed. disa!!n:ed. or stron!.!l v dtsaureed with the statement ··!'v !.ma!.!.t.:rs must 
- ..... ..... -~ ._ -

b..: \\dl tr:.1ined in dealing \vith patormance problems .. 82° o ·uongl~ ag.n:ed and I~~~ o 

agreed. The results are presented in Figure 21 below. The mean re ·pons .. r:J.h! "~1.· l. "hkh 

indic:.Hes that on average the respondents strongly agreed th t the mana=-er · mu t h: ''ell 

trained in dealing with performance probkms. 



Figure 21: Perceptions On Performance Improvement Programmes 
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4.-L l Perceptions On The Pay Reviews Being Direct!~ inli~d To Performance 

Th~ respondents w~n: ask~d to shO\\ \\ ht:th~:r the: strongly ;1greeJ .• 1greeJ. 

neither a!!rt:ed no r disaureed. disa!!r~eJ. or stromdv disa!!rl!c.:d ' ' ith the statement .. PJ\ 

- - - .._; - . 

adjustments must be din.:ctl: link~J to perli.)fm:.mce··. I ' 0 o strong!~ agn:ed and 73uo and 

9° •J neither agreed nor agreed. The results are presented in Figure ::!2 bd )\\'. The mean 

re ·ponse rate \\as 2. '"hich indicates that on a\'er ge the re p n enc agncd that th~.· pa: 

rt:\ it:\\S must be linked to paro rmanct: . 



Figure 22: Perceptions On Pay Reviews Being Linked To Performance 
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I h~ results \\ere us follll\\S regarding the provision of a human resoun.:es Lkpartmenl in 

the school: 20° 'o of the schools had a human resource depur ml.!nt whereas 80° o did nnt 

have L)!1t:. The results an: presented in Figure 2: below. 



Figure 23: Provision Of A Human Resource Department In The School 
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CHAPTER FIVE: SUMMARY AND CONCLUSIONS 

5.1 Introduction 

In this chapter the following will be discussed: conclusions drawn from the 

analysis of the perception of senior managers of performance management systems. 

recommendations for the schools and finalty the limitations of the study. 

5.2 Conclusions From The Data Analysis On The Perceptions Of Senior 

Management On Performance Management Systems 

In the following sections conclusions are dravvn from the results of the analysis on 

the perceptions of senior managers in BNC schools on: the meaning of performance 

mJnJgement. bendits of performance management and the elements of the pcrl'ormance 

mJnJgement system. 

5.2.1 Perceptions On The Meaning Of Performance Management ystcms 

The results indicate thJt 45% oC the senior m;.magcrs wen~ able to correcth ddine 

pcrformam:e management systems whereas 55% v\Cre un<1ble to correct!;. ddinc it. I his 

anal; sis could indicate the following about that the majorit; of the ·cni ll' manugcrs in 

B:\C schools in 'airobi : the:v are not U\\are of the contents in the ppraisal Regulation 

that was introduced in the UK schools in 2000 that has set guidelines for Performance 

management. they have not received professional services from Hum.m resource 

spectalists in the area of performance mana~ement. or they do not inter. ct '' ith man~iger · 

t'mm olher industries and benchmark on the best m nagement r 'ti · ... ·. 

5.2.2 Perceptions On he Benefit. Of P rform:m 

t II 1h~o: rc on lt:nts 100° o felt th t th r 

th t ·mbrac · cr onmmcc.: 

on th" c.:ll.:m nt 

1 n th • mt 

m11J m·nt. t·rn lith·. 
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5.3.2 Refer To The Teacher Net Website 

The senior managers should also study the materials in the TeacherNet 

website with emphasis on the articles on performance management. In this site the 

senior managers will find information on the following aspects of perfommnce 

management systems: how to plan. implement monitor and review the performance 

management system, aims of perfo rmance management systems. timings of 

reviews. links of perfo rmance with pay, career stages. weak performance and 

confidentiality (Teacher Net 1995-2006). 

5.3.3 Consult \Vith Human Resource Specialists . 

The Bt C school"s shol.lld also either consult vvith Human resources specialists 

or set up an acti ve I Iuman resource department that is \vdl \Cr-;ed \vith perl"twmance 

management systems ami competent to manage it Vv 1th the support of this 

department and the commitment of all the senior manager ·. line managers and 

employees the 81 ·c school has a very high likdihood of attaining e\ celknt 

pl.!r!i.)rm<mce and sustaining compet iti\e advantage in their d' namic husiness 

environment. 

:.3A Rccommcnd:ltion For · urther tud~ 

Limited tu He ha\ e been rn 

Pert" rman e man 'ement in B 

in hi 'hli 1htin ' 

• ir 
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I would recommend further studies in the following areas : 

• Perceptions of line manager's of performance management systems m schools 

offering British national curriculum in Nairobi. 

• Perceptions of employees of performance management systems in schools offering 

British national curriculum in Nairobi . 

• Practice of performance management princip les in schoo ls offering British national 

curriculum in Nairobi. 

5A Limitations OfThe Study 

Thi s study has been undertaken against a backdrop of the limitati ons that are 

Jiscusscd bclov •. 

Lad: Of A ompletc List Of British National Curriculum (BNC) schools in Nairobi: 

l'hcrc bl!ing no compil!tl! list or BNC schools in Nai robi. the list used was adapted from t!1e 

list ot' International schoo ls in K~!nya from the Ken~ a high commission in light ol' 

prdiminar~ studies. Som~ of the schools in this lis; ofl~red other ~!t.lucati~H1al currindum 

'' hilc other BNC schools haJ changed their curriculums to suit the current needs t)f the 

market. 

ln!lcccssihili ty To orn e . enior Manaocrs: 1 he tidd ·tud. \ '1 , rn' l)lll durin~ rhl.' 

m nth of Auuust that happc:ns to be scho I' s \ at ion tim~.: . It ' .. itli ult t\ l1btain 

the: "ic \S from a numhc:r of enior mana er . 
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LETTER OF INTRODUCTION 

Uni versity ofNairobi 

Schoo l OfBusiness 

MBA Offi ce 

P.O. Box 301 97 

NA IROB I 

Dear Respondent 

RE: RESEARCH 

APPENDIX 1 

I am a postgraduate student pursuing a Master of Business Administration ( \18.\) degree 

ut the lJnin:rsity of Nairobi. I am currently conducting a research. based on the perceptions 

of senior managers on performance management systems in school" oi'J'cring the Rritish 

Nutional Curriculum in Nairobi Kenya. 1 his research is part of the cour ·es requin..:m~.;nt. 

Your school has been selected to form part of this study. Kindly. therefore spare some littk 

time to fill the attached questionnaire. This informution being :;,)ught i.· pure!: l(,r 

acadcmic purposes. and will be treated in strict confidem:e. 

t\ copy of the research report\\ ill be made available t you upon r que ·t. 

Your cooperation in th is exercise will be high!) appr-. iat.!d. 

Your lbithlull) 

lk mice A. < J ·hicng 

IBA tud ·nt 

I r K' 



APPENDIX 2 

QUESTIONNAIRE 

This questionnaire is designed purely for research. The information given will be treated 

with uttermost confidentiality and anonymity. 

SECTION A 

i\ .-\ME OF SCHOOL (OPTIONAL) _____ POSITION IN SCHOOL ____ _ 

Pkasc tick against the appropriate response. 

IIO\\ many students are cnroll~d in your school'~ 

a) () 250 

b) 251 - 500 

c) 501 - 750 

d) 751 - I 000 

e) Above 1000 

What is the size of your teaching staff 

a) 0 - 20 

h) 21 - 40 

c) -ll - 60 

d) 61 - SO 

~ Ab \C 80 

> u ha 

v~ 



If your answer is no, please explain who manages the Human Resource issues e.g. 

recruitments. staff development grievances and discipline etc 

··- - ---·--------- -- --- --- -------------

---·------· 

----- - - ------------------------ --------

SECTION B 

5 \Vhich or the io!Jo,ving best desc ri bes what you understand b) the term Performance 

ivlanagcmcnt Systems'.' Tick against the correct one. 

a) A process designed to improve organi;.ational. team and inJi\'idual 

perfnrnwnce. \\hich is owned and driven b) line managers. 

b) t\ process designed to impro\'e organizational performance that is O\\ 11L'd 

anJ Jri,cn b) line managers. ---
C) :\ process designed to improve individual perfnrman~c that is O\\ ned and 

driven by line managers. ____ _ 

d) A process des igne l to improv organizati nal n tn i\ idml pcrfi. nnancc 

that is O\ nl!d nd dri\en b) Hum n Re:, l r 

I!) process designed to impr 'c m and indi ' iduul 

perf rmancc that n n II m 1 I 

.1 l 1 1 h • r~.: m l ' n ·fit h l n nt 

..... \! 
·""> I 'Ill 1 



7. Please indicate the extent to which you agree or disagree with the following 

statements by circling the appropriate number on the scale. 

I I believe that in order to improve on 

1 the performance of the school, 

departments, sections and employees 

The mlSSlOn statement l. e. the 

fundamental purpose of the school must 
1 be well communicated to the employees. 

:\11 the employees must be well 

acquainted \Vi th the criti cal success 

I actors I.e. the k.e; performa.nce areas 

that ~ nabk the sc hoo l to attain its 

lll iSS I011 . 
. \ ll employc~s must be treated with I 
respect. . 1o proc~dur~s or policies shou ld 

ht.: impkm~ntcd that wou ld adverse ly 

affect th~m in an attempt to improve on 

perl\mnance. -----
l.egal requirements must be put into 

Ct)nsidt..::ration In all tssues regarding 

pt..::rfor!!lance improvements. 
l'ht..:: school must have an open t\\o-way 

communications system. \\hich relit..::s on 

cooperation and consensus. 

The strate!!ies/ tar!!ets must be well I 
aliened to the Critic:J.I Success !·actors. _..._. 
I he emplo~ c~s must be well acquainted 

'' uh the scht>o ls strategies/targets and 

l-.no'' ho'' the' can support them. 
rhe employc~.: s must, II ha 'e measurable 

uo.1l tnrgct th. t are ali 'ned to th 

~h ol O\ crall mi ·1 n 
--~~· 

I he ch d n 

Strongly Agree 

agree 

l ') -

l ') 

i 

' 

I ') 

Neither 
agree nor 
disagree 
~ 

.) 

.... 

.) 

.... _, 

Disagree 

-+ 

4 

r -+ 

-l 

Strongly 
disagree 

,...._. 
) 

I 

I 
I 

5 I 

I 

I 

I 

5 



I The employees must be well acquainted 
with the performance indicators 

I The performance indicators/standards 

must 
I grades 

be quantifiable e.g. 50% pass 

I The methods of measuring results must 1 

; relate to job output 1 

The organizations systems e.g. policies. 

procedures & structures must be part of I 
the performance evaluation. I 
Th i.! performance reviews must be / 
co ntinuous throughout the vear \Vith one 

'- • I 

: l.!a rl ~ formal rev ic\'.- I 

!"hi.! 360 degree a pp raisal method must I -
be us~.!d wh~rc the employee is assessed 

1 

by line manager. peers. self. subordinates 

and clients 
Joint probkm solving intervie,,' styk 

must b~ used in thc performance revie''. 

I hi · im oh cs lwn~s t discussions and the 

cmpl o: cc and manag~r an: ir1\'olvcd in 

1 

1 

I 

I 

1 

1 

snh·in:! n!' th~.: r.l.!rformancl: J :_.:ro:...;;b..:..k;;..::' ';;..::n ___ .._ __ _ 

1: nployccs an.: protected from unl~1ir and 

bias pc rformanc~ .1 -;scssmcnts and ha' c a 
pro' ision to app~.:al agains p~::rfornwnce 

ratiii!.!S 
\ lanagers must be \\ ell trained in deali ng 

' ' ith ~formance problems 
PJ~ adjustments must be direct!: linked 

to paform_a1_1c_e_. __ 

Ill\ I \Cl Ll\' ll 

2 .... 4 5 .) 

') .... 4 5 .) 

r 2 .... 4 .) 

..., ., 
-+ - .) ) 

I I I 
I I 

' 2 13 -+ I s 
I I I 
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...., ., l .f 5 - J 

!__ -- L-., 
.) .f 5 

'l 
I ., 

1.) 5 

-- . .., .. -l ·' I 

I I 
~-

. I 

J .., ., 
-+ - ' 

I I 



APPENDIX3 

LIST OF SCHOOLS IN NAIROBI OFFERING THE BRITISH NATIONAL 

CURRICULUM 

I. Aga Khan Academy 

' Banda School 

'"' Bra~burn School .) , 

4. Braeside School 

5. Brookhnus~ School 

6. Jallrey·s /\eadem: 

7. I !illcrest Schools 

X. Kentllll Colkgc 

l). airob1 Academy 

I 0. Oslmal School 

II Potter llo u~e School 

12. Pn.:micr Academy 

I\. Princeton t\caJcm) 

1-1. Rusinga School 

15 .. t. t\wtin"s Acadcm\ 

I 6. St Chris~opher·s School 

. ltluptedfmm: Kenyaliir.:lz ommi ion tmr/u, Prh lf' /tool Jut,, uiouul 


