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ABSTRACT

The stu d y  reported here analysed the em ployee’s a ttitu d e  tow ards 

prom otion on m erit. The case of Kenya College of C om m unications 

Technology (KCCT). U nder the above broad objective the study  

explored the opinions of employees tow ards perform ance appra isa l 

form, perform ance appra isa l interview and  their views on prom otion on 

m erit. It also sought to find ou t w hat factors cause  satisfaction  and 

d issatisfaction  w ith prom otion on m erit and  finally it sought 

suggestions and  recom m endations to m ake prom otion on m erit more 

efficient and  acceptable to employees.

V

The need for the study  arose out of the urge to develop a  better 

u n d e rs tan d in g  of the link between prom otion and  perform ance and  to 

help m anagers to refine prom otion policies already in existence. This 

w as as a  resu lt of the c u rren t trends on the m arket place where 

organizations are  right sizing with a view of increasing  the productivity 

of. ’ the  fewer employees to su rp a ss  the total productivity of all 

em ployees before right sizing and  also the need for all o ther 

organizations to improve their productivity.
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The stu d y  w as exploratory in n a tu re  as not m uch  research  had  been 

conducted  in the a rea  and  little is known in the subject. A sam ple 

survey of KCCT em ployees was carried out, d a ta  w as collected using  a 

s tru c tu re d  self-reporting questionnaire , based  on Likert (1932) type of 

scale and  analysed and  presented  in tables and  percentages.

In conclusion, the finding of the study  revealed th a t em ployees have 

negative a ttitu d e  tow ards prom otion on m erit. This could be 

a ttr ib u ted  to certain  factors, such  as the w eakness of perform ance 

ap p ra isa l to accurately  cap tu re  perform ance indicators an d  m easu re  

them . The employees feeling th a t perform ance appra isa l interview is 

no t carried  ou t fairly and  im partially and  the failure to link prom otion 

to m erit.

V
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CHAPTER 1

1.0  INTRODUCTION

1.1 BACKGROUND

The c u rren t sta te  of the economy characterized by globalisation, 

liberalisation and  in tense com petition from w ithin and outside 

the country  h as  led m any organizations in both private and  

public sector become preoccupied on how to increase the “added 

value” of their employees. T hat is to encourage the em ployees to 

increase their productivity beyond th a t w hich is a t a  m inim um  

acceptable s tan d ard  using  scarce resources.

M anagers, in different organizations have adopted different 

m ethods of achieving the above objective. Among the popular 

approach  u sed  by m any en terp rises to increase productivity 

from employees is by setting an  organizational rew ard 

m anagem ent system  to support its achievem ent, th a t is, by 

linking prom otion to perform ance.

This is based  on the theory of behaviour m odification, which 

a ttem p ts  to explain how desirable employee behaviour can  be 

encouraged.
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It takes into accoun t T horndike’s “Law of effect” which s ta te s  

th a t “of several response m ade to the sam e situation  those 

w hich are accom panied or closely followed by satisfaction 

(reinforcement) will be more likely to recur, those, w hich are 

accom panied or closely followed by discom fort (punishm ent) will 

be less likely to occur” B u m s (1992).

The above fact h as led to m any en terp rises developing 

perform ance evaluation which ties prom otion to perform ance, 

and  in th is way employees who are highly com m itted to the 

organization and  who exhibit exceptional perform ance receive 

prom otion to justify  their efforts. This is supported  by findings 

of behavioural research , which consistently  dem onstra tes th a t 

perform ance levels are h ighest w hen rew ards are>'contingent on 

perform ance.

Perform ance appra isa l schem es are therefore estab lished  to 

su p p o rt m ultiple objectives which includes, am ong o thers, 

telling su rbod inate  how h e /s h e  is doing and  suggesting needed 

changes in h is /h e r  behaviour, a ttitudes, skills an d  knowledge.
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It is also being increasingly used  as a  basis for the coaching and  

counseling of the individual employees by the superio r and  it 

provides system atic judgem ents to back  up  prom otions. It is 

th is linkage betw een prom otion and  m erit, th a t is prom otion 

given to rew ard individual m erit, which greatly in te res ts  

m anagers.

The advantages of linking prom otion to perform ance includes 

am ong o ther th ings helping organizations to develop a 

perform ance oriented cu ltu re  by delivering a  clear m essage th a t 

prom otions are  contingent on perform ance. It also defines 

expectations, focus effort and  if u sed  as a basis for d iscussions 

betw een m anagers and  their team s, increase com m itm ent.

Prom otions fu rther serves to reta in  high quality em ployees and  

deliver m essages to poor quality employees either to improve or 

to go. It is also fundam entally  equitable to prom ote people in 

accordance with their contribution. A survey carried  ou t in 

United S ta tes of America (USA) and  B ritain show th a t 

overwhelm ing m ajority of com panies h as  some type of a  m erit 

pay program , w hich relate prom otion to perform ance.
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For exam ple, in 1990 A case study  of a  m ajor B ritish clearing 

ban k  w ith a b ranch  netw ork in England and  W ales-United bank, 

on the im plem entation of a  perform ance related Reward Schem e 

concluded th a t the schem e had succeeded because it h ad  given 

positive direction and  m otivation to employees. Elebert (1989)

In Kenya, Posta Code E, Section II of Kenya College of 

C om m unications Technology (KCCT) Code of R egulations s ta te s  

th a t “in considering employees for prom otion the First 

consideration  will be given to merit. W here it is difficult to 

d istingu ish  betw een the cand idates u sing  th is quality  seniority 

will be considered”

The KCCT is a  wholly owned subsid iary  of Telkopn Kenya. The 

College, which w as formerly the C entral T raining School, was 

founded in 1948 to provide advanced T elecom m unications and 

Postal train ing  to employees of the E ast African Posts and  

T elecom m unications A dm inistration. After the collapse of the 

E ast African C om m unity the School was taken  over and  m ade a 

departm en t w ithin the defunct Kenya Posts and  

Telecom m unication Corporations.
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In Ju ly  1992, it was upgraded to a  College (KCCT) and  m ade 

au tonom ous. The executive function of the College is vested in a 

Director, who reports to a Board of Directors. The College has 

com plete m anagem ent and  financial au tonom y from Telkom 

Kenya. C urrently , it h as  three cam puses, M bagathi (Main 

cam pus) Loresho, and  Teleposta city cen ter cam pus. The College 

h as  employed 670 employees. M bagathi cam pus h as  585 

employees Loresho cam pus h as 80 employees and  Teleposta city 

cen ter cam pus h as  5 employees. The College offers a  wide range 

of basic, m edium  and  advanced skills developm ent cou rses in 

B usiness A dm inistration, Postal Services, Telecom m unications 

Engineering and  O perations. It also offers m odern conference 

facilities to both local and  In ternational m eetings. /

The KCCT A dvancem ent/Prom otion policy for all staff depends 

on the fulfillment of the requirem ents of the Schem e of Services, 

w hich sets the  m inim um  qualifications and  or experience 

required for advancem ent from one grade to ano ther. It is 

em phasized however, th a t these are m inim um  requ irem ent for 

the fulfillment, which m akes an  officer eligible for consideration  

for prom otion to next grade.
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In addition  prom otion from one grade to an o th er will be subject to: -

[i] Existence of a vacancy in the au tho rised  estab lishm en t

[ii] Merit and  ability as reflected in work resu lts  based  on 

perform ance appra isa l system .

[iii] The approval of the Director for Grade K6 and  below or the 

Board of Governors for G rade K5 and  above.

The KCCT nom enclature  and  grades are as follows:-

K l, K2, K3, K4, K5, K6, K7, K8, K9

G rade K1 is the D irector/C hief Executive position.

G rades K2 -  K4 consists of Deputy D irector’s and  H eads of

D epartm ents, they form top level m anagem ent.

G rade K5 -  K6 is the entry  grade for g raduates and  it also consists  of 

o ther experienced staff with a m inim um  education  of 

secondary school. They form middle and  lower level 

m anagem ent. ^

G rades K7 -  K8 consists of school certificates and  diplom a holders, 

they are the unionisable employees.

It therefore appears th a t there has been more and  more em phasis 

placed on rela tionsh ip  betw een prom otion and  perform ance, hence 

en terp rises are  striving to recognize good perform ers and  rew ard them  

for their effort.

There is therefore merit in looking at employee attitude towards

promotion on merit.
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1.2 STATEMENT OF THE PROBLEM

The prim ary aim  of prom otion on m erit is th a t of increasing
•

m otivation to achieve higher productivity by tying a t least p a rt of 

the employee salary  and  rise in s ta tu s  to their perform ance. The 

above facts res ts  heavily on three assum ptions, th a t em ployees 

difference in perform ance can  be accurately  m easured , 

em ployees can  objectively perceive salary  differences as relating 

to perform ance differences and  individuals will increase fu tu re  

perform ance to gain prom otion. It is also believed th a t salary  

increase  th a t is obtained as a  resu lt of one’s prom otion will have 

greater value th an  salary  increase th a t is given to everyone.

This is supported  by cu rren t research , Rue a n d  B yars (1992) 

w hich clearly show th a t appraising  perform ance w ithout having 

a  system  th a t ties the resu lts  of the app ra isa l to the organization 

prom otion policy creates an  environm ent where em ployees are 

poorly m otivated. Presently, the c u rre n t policy in KCCT is to 

prom ote em ployees on m erit. This is in the belief th a t linking 

prom otion to perform ance is an  effective way of m otivating
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em ployees to higher perform ance. This is in line w ith the law of 

effect w hich s ta te s  tha t, behaviours th a t are rew arded are more 

likely to be repeated behaviours th a t are pun ished  are less likely 

to be repeated. B u m s (1992).

The degree to which employees are m otivated will depend not 

only upon  the perceived value of their actions b u t also their 

perceptions of the likelihood of achieving their expectations. 

H igher effort and  m otivation therefore, exist w hen employee 

perceives a  strong link betw een effort, perform ance and 

prom otion. If relating prom otion to m erit is desirable why then  

is it th a t employees have no confidence in prom otion on m erit.

This study  therefore aim s a t filling th is void in knowledge by 

focusing a t KCCT. Do employees of KCCT link7 prom otion to 

m erit?

1.3 OBJECTIVES OF THE STUDY

The study  aim s a t establish ing  KCCT em ployee’s a ttitu d e  

tow ards prom otion on m erit through: -

1) A ssessing the a ttitude  of KCCT employees tow ards prom otion

on merit.
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2) Finding ou t the causes for positive and  or negative a ttitu d e  

and  w hat can  be done to improve the a ttitude.

The First objective can  be broken into th ree  questions.

(i) W hat is the employee’s a ttitude  tow ards perform ance

appra isa l fo rm /in strum en t?

(ii) W hat is the employee’s a ttitude  tow ards perform ance

appra isa l interview?

(iii) Is there a relationship  betw een prom otion and  m erit?

The second objective can  be broken down into two questions: -

(i) Why are the employees satisfied or d issatisfied  with

prom otion on m erit?

(ii) W hat are  the employees recom m endations regarding 

prom otion on m erit?
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1:4 IMPORTANCE OF THE STUDY

This study  will be of im portance to: -

1. H um an Resource M anagers: It is hoped th a t the study  will help 

them  refine prom otion policies already in existence by highlighting 

the adequacy or otherw ise of prom otion policies.

2. F u rth er Research: It is a  pioneer study  th a t ought to form the basis 

and  stim ulate  research  in order to develop a be tter un d ers tan d in g  

of the link betw een prom otion and  perform ance.
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CHAPTER 2

0 LITERATURE REVIEW

THEORETICAL FOUNDATION

The free en terprise  system  is based  on the prem ise th a t rew ards 

should  depend on perform ance. This perform ance rew ard 

rela tionship  is desirable not only a t corporate level b u t also a t 

individual level. The underlying theory, which provides the 

theoretical foundation for prom otion on m erit, is the Porter and  

Lawler’s Model of Motivation (1968) which considers the 

rela tionsh ip  betw een effort-perform ance-rew ard for each 

individual and  in troduces the im portance of having individual 

perform  jobs for which they have proper skills, abilities and  

traits .
V/

Porter and  Lawler modified and  bu ilt upon  A dam ’s (1963) Equity 

and  Vroom’s (1964) expectancy theories of m otivation also 

term ed as process theories of m otivation. Their proposition is 

th a t m anagers are able to control employee behaviour by linking 

the occurrence of the desired behaviour to some form of rew ard, 

thereby, ensu ring  predictability of behaviour.
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The in tention  is to in troduce and  enforce agreed norm s of 

behaviour and  achievem ent of organization objectives.

The m ajor principles in the Porters’ and  Lowler’s model to 

succeed is th a t perform ance m u st be m easured  accurately  and  

system atically, so th a t rew ards can be d istribu ted  fairly. If th is 

is no t done fairly expending necessary  effort to do the job will 

seem  senseless to employees. Employees m u st also value their 

rew ards both in trinsic  rew ards w hich are p a rt of the job  and  

occur w hen employee perform s work, such  as a sense of self 

actu la lisation  and  accom plishm ent, and  extrinsic rew ards 

adm inistered  by m anagers and  supervisors exam ples would be 

job security, working conditions and fringe benefits.

V

There m u st also be a  m eaningful difference in rew ards betw een 

high and  low perform ers. If there are no m eaningful differences, 

high perform ers will lose m otivational in tensity  and  probably cu t 

back  on the ir perform ance. Employee m u st also believe th a t 

good perform ance will be linked to achievem ent of the preferred 

rew ards and  th a t an  organisation hopes all em ployees will 

consider long term  costs and  opportun ities although  the rew ard 

is geared tow ards short-term  resu lts .



13

It is however; clear th a t a lthough these  principles have their own 

w eakness, it is evident th a t there is now and  always h as  been 

some relationship  between prom otion and  perform ance.

Presently en terp rises are  striving to recognise good perform ance 

of employees based  on careful appra isa l and  sound  selection 

and  prom ote them  for their efforts. This h a s  resu lted  in 

perform ance evaluation system  being in troduced, modified and  

reviewed scrupulously  to ensu re  prom otion of right employees 

and  to aid in m eeting productivity objectives.

PERFORMANCE APPRAISAL

Perform ance appra isa l is the basic tool u sed  by en terp rises to 

evaluate the perform ance of employees. A com parative survey of 

twelve Am erican and  nine Indian com panies show ed some 

in teresting  sim ilarities in their objective of the perform ance 

appraisal. According to th is study  all the twelve and  nine Indian 

com panies were found to u se  m erit evaluation for determ ining

prom otion.
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A survey conducted  in 1978 of eighty-nine (89) Indian 

m anufactu ring  and  sales com panies revealed prom otion as the 

m ost im portan t objective of perform ance app ra isa l1.

While the objective of perform ance appra isa l vary from cu ltu re  to 

cu ltu re, organization to organization and  in the sam e 

organisation  from time to time the broad objective according to 

M onnapa and  Salyadain (1979) is to identify em ployees for 

prom otion.

OTHER CASES

The G overnm ent of India (1983) estab lished  a very elaborate 

procedure for evaluating the perform ance of all the em ployees a t 

the end of the year. The objective of th is  exercise were manifold, 

it included am ong o ther key objectives to determ ihe the upw ard  

mobility of the  employees. It is therefore, clear th a t the prim ary 

objective of perform ance appraisal, as far as an  employee is 

concerned is prom otion. It is believed th a t after an  organization 

has im plem ented and  conducted a system atic perform ance 

appraisal, the next step is to consider how to tie prom otion to 

the outcom es of the appraisal. Steers (1981).
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In Kenya, the civil servants are graded from lowest grade Jo b  

G roup A to the h ighest grade, Jo b  G roup T - the Head of Civil 

Service. Prom otions from Jo b  group A to Jo b  group H are done 

u n d e r delegated powers by Perm anent Secretary who is the 

A uthorised officer/A ccounting officer in a  M inistry (Cap 185 of 

Laws of Kenya).

Prom otions on Jo b  G roup J  to Jo b  G roup Q are done by the 

Public Service Com m ission of Kenya. In the above cases, 

E ducational and  Professional qualifications and  Experience 

required are  se t ou t in relevant schem es of service and  allows an 

officer to be eligible for consideration for prom otion to the next 

grade. However, the decision to prom ote or not is based  on the 

individual perform ance in the prom otion interview. /

The perform ance appra isa l resu lts  hardly  courts as long as the 

perform ance resu lts  are not negative in w hich case the employee 

is supposed to have been informed by h is /h e r  im m ediate 

superior. Prom otions above Jo b  G roup Q are done by the 

President th rough  the Head of Civil Service.
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There are m any reasons why some organizations like Kenya Civil 

Service are re lu c tan t to relate prom otion directly to perform ance, 

am ong o ther reasons, giving everyone an  equal opportun ity  in a 

prom otion interview is m uch easier. Usually th is m ethod 

requires very little justification  and  involves fewer hassles th an  

relating prom otion to perform ance.

In o ther organizations the prom otion policy m ay d ictate  th a t pay 

ra ises conform  to guidelines th a t are un re la ted  to perform ance, 

exam ple, due to risk  involved in location of the office, or cost of 

living for instance  the United Nations (UN) bodies located in 

different countries.

PERFORMANCE APPRAISAL AT KCCT y

Postacode E . l l  of KCCT, Code of R egulations s ta te s  th a t “In 

considering employees for prom otion first consideration  will be 

given to m erit. W here it is difficult to d istingu ish  betw een the 

candidates using  th is quality seniority will be considered”. In 

KCCT the employees are evaluated a t the end of the year and  the 

resu lts  are used  for prom otion purposes. In some cases 

employees are  evaluated for o ther reasons like acting
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appointm ent, post-train ing  evaluation and  special review for 

salary  increase beyond efficiency bar am ong others.

The employee and  the im m ediate Supervisor go th rough  

appra isa l form together evaluating perform ance objectives. In 

case of d ispu te  in any rating, there is a  provision for employee to 

give the reasons. Then, the im m ediate supervisor ra tes the 

employees on personal qualities and  tra its  confidentially, after 

tha t, the app ra isa l form is again rated  by the controlling officer 

on personal qualities and  traits . There is no provision for 

controlling officer to rate  employee on perform ance objectives. It 

is then  tabled to the perform ance appra isa l panel for d iscussion  

and  fu rther rating. The panel ra tes only personal qualities and  

tra its  and  no t perform ance objectives. >,

It is from th is  rating  of personal qualities and  tra its  and  not 

perform ance objectives th a t the best perform ing employee(s) are 

identified and  subsequen tly  recom m ended for prom otion to the 

Director in case of those in K6 and  below and  Board of D irectors 

for those in K5 and  above.
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It is therefore, clear th a t the need to relate perform ance to 

prom otion is generally supported  by a  large cross section of 

organization, m anagers and  scholars to an  ex ten t Robbins 

(1988) argues th a t, the principle of prom oting for perform ance is 

so logical and  so deeply instilled in ou r value system  th a t few 

a ttack  it. He sta tes th a t “Like apple pie, m otherhood and  the

flag ........  The allocation of rew ards on the basis of perform ance

is a  revered concept in organization.”

WEAKNESS OF PERFORMANCE APPRAISAL

Despite good in ten tions however, in ac tual practice some 

problem s crop up  th a t often d is tu rb  the achievem ent of the 

objective of linking perform ance to prom otion. According to 

B urns (1995) “the allure of a  system  th a t provides g rea test 

rew ard for superior perform ance is m atched only by the difficult 

of designing an d  using  m erit evaluation w ith no dysfunctional 

consequences”.

A survey carried ou t in USA indicated th a t even though  

overwhelming m ajority of USA com panies have some type of 

m erit pay program s, m ost do a poor job of relating prom otion to 

perform ance8.
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Among the w eakness of m erit evaluation is th a t m ost 

organizations believe their prom otion system  is designed to pay 

off for m erit bu t, the problem  is we finding differing definitions of 

m erit. According to Levinson (1976) m erit evaluation pu rp o rts  

to focus on behaviour aspects a  well a s perform ance aspec ts  of 

an  individual employee, b u t in practice people are really 

appraised  on how they do things.

O ther w eakness of m erit evaluation include lack of train ing  and  

experience by supervisor who m ay m ake h u m an  errors, like 

hallo effect, th a t is tendency to influence evaluation of o ther 

tra its  by the assessm en t of one trait, th is takes place w hen tra its  

are not clearly defined and  are unfam iliar. A cen tra l tendency 

error th a t is bunch ing  of employees in middle, extrem e low side 

or extrem e high side of the scale, in m ost cases it reflects the 

personality  of the supervisor. Recency effect, which refers to the 

proxim ity /closeness to appra isa l period, employee take it easy 

for the whole year doing ju s t  enough to earn  a  salary, however, 

cam e appra isa l time h e /s h e  becam e very active.
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O thers include problem s of criteria, th a t is if a  d iscrepancy 

between expected and  ac tual perform ance is pointed out, the 

question of w hether the expected was fully defined and  

com m unicated to the employee in absence of such  an  a ttem p t 

the appra isa l reports are questioned am ong o thers. The issues 

raised above essentially  focus on the problem s of reliability and 

validity of perform ance evaluation. T hat is, how do we know 

w hether w hat is appraised  is w hat was supposed  to be 

appraised? Saiyadain (1998). According to Thom pson and  

Dalton (1970) w hen prom otions are based  on rating  of resu lts  

ra th e r th an  on behaviour, com petent employees m ay not only be 

denied prom otions b u t also become dem otivated.

It is therefore widely recognized th a t there are m an y  th ings 

inherently  wrong with m ost of the m erit evaluation system , 

therefore, trying to base prom otion decision on appra isa l d a ta  

leaves decisions to acrim onious debate. Hence no m atte r how 

well defined the dim ensions for appra ising  perform ance on 

quantitative goals are, judgem ent on perform ance is usua lly  

subjective and  im pressionistic, to a level where in an  article Nazi 

(1979) em phasized the need of delinking appra isa l from the

promotion.
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In reality however, there are m any situations in which 

employees are  actually  penalized for high perform ance 

particu larly  w hen their supervisors consider th is high 

perform ance “rocking the boat”.

This research  will therefore, try to investigate w hether prom otion 

on m erit th a t is linking Prom otion to individual m erit as 

practised  by KCCT suffers any dysfunctional consequence and  

a ttem p t to m ake suggestion for its refinem ent.

V
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CHAPTER 3

3:0 RESEARCH METHODOLOGY 

3:1 THE POPULATION

The population of study consisted  the KCCT em ployees a t 

M bagathi, Loresho and  Teleposta Towers City C enter C am puses. 

The KCCT h as 670 employees. M bagathi cam pus h as  585 

employees; Loresho C am pus h as  80 employees and  Teleposta 

Towers City C enter C am pus 5 employees.

3.2  THE SAMPLE

It consisted  of 84 employees draw n from M bagathi, Loresho and  

Telepost Towers City C enter C am puses. The 84 em ployees were 

selected using  the random  sam ple from the list' of personal 

num bers provided by H um an Resource D epartm ent. It w as also 

assum ed  th a t there were no significant differences in a ttitu d es  

tow ards prom otion on m erit am ong em ployees in the three 

cam puses. This is because prom otions are  done a t M bagathi 

cam pus and  transfers to and  from the three cam puses are  done 

every two years and  involves a lm ost everybody.



2 3

3.3 DATA COLLECTION

The d a ta  for the survey w as collected by self reporting 

questionnaire  based on Likert (1932) type of scale (sum m ated 

rating method). The questionnaire  consisted  of seven p a rts  was 

designed and  adm inistered  through  “drop and  pick techn ique”. 

The questionnaire  was developed after extensive review of 

literature and  it h ad  been pilot tested  on a convenient sam ple of 

KCCT employees who were not included in the final sam pling.

Part I of the questionnaire  dealt w ith responden ts b iodata 

questions to a ss is t in finding ou t w hether there is a  system atic 

bias resulting  from random  sam ple. V

Part 2, 3 and  4 of the questionnaire , dealt with responden ts 

a ttitude  tow ards prom otion on m erit. A5 point scale (1 = 

strongly disagree, 5 = strongly agree) w as used  to m easure  the 

extent to w hich responden ts were generally infavour of 

prom otion on m erit.
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Part 5 and  6 of the questionnaire  dealt with a ttitude  inform ation 

seeking and  p a rt 7 dealt with responden ts suggestions on the 

best way to improve prom otion on m erit.

3 .4  DATA ANALYSIS

The m ain tool of analysis used  was descriptive sta tistics. The

d a ta  from the questionnaires were coded and  then  a  sta tistica l

analysis program m e (SPSS) was used  to analyse the data .

Frequencies and  percentages were used  to sum m arise  the d a ta

collected, w hich w as also com pared to see w hether it converges

in particu lar a reas or diverges. Sum m ary sta tis tics including

tables and  percentages were used  to p resen t the Findings.

'//

F urther sta tistica l analysis was done to bring ou t any 

significance differences betw een the various b iodata categories 

analysed and  for th is purpose a cross tabu lation  were u sed  to 

bring ou t trends th a t would lead to conclusions.



2 5

CHAPTER 4

/
4 .0  DATA ANALYSIS AND FINDINGS

The d a ta  analysis was guided by the objective of the study  which were 

to assess  the a ttitude  of KCCT employees tow ards prom otion on m erit. 

The response rate  w as 84.5%  of the sam ple anticipated.

The d a ta  from the com pleted questionnaires is sum m arized  and  

presented in form of tab les and  percentages. The analysis is p resen ted  

in seven stages. The first stage p resen ts d a ta  on b iodata  

characteristics, and  cross tabu lation  of d a ta  from various responden ts 

on various categories to enable com parisons. The second stage, 

p resen ts d a ta  on the a ttitude  of employees tow ards perform ance 

appraisal form. The th ird  stage p resen ts responden ts d a ta  on 

employees a ttitude  tow ards perform ance appra isa l interview an d  the 

fourth stage p resen ts responden ts d a ta  on employees a ttitu d e  tow ards 

prom otion on m erit.

The fifth and  sixth stages p resen ts d a ta  on responden ts a ttitude  

inform ation seeking (reasons for satisfaction or dissatisfaction) and  the 

last stage seven, rep resen ts d a ta  on responden ts suggested 

recom m endations on improving prom otion on m erit.
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SAMPLE d e m o g r a p h ic

The tables below p resen ts the dem ographic charac teristics of the 

respondents, which include, gender of the responden ts, education  

level, c u rren t scale, num ber of the years worked a t KCCT, 

D epartm ents, employees who have had  prom otions since jo in ing  KCCT 

and cross-tabu la tion  of d a ta  of responden ts on various categories. 

TABLE I

Education level and Gender o f  R espondents.

The table below p resen ts a  cross tabu lation  of d a ta  betw een education  

level and  gender of respondents.

N = 7 1

EDUCATION LEVEL
GENDER OF 
RESPONDENTS TOTAL

FEMALE MALE
Primary School 2 5 7
Secondary School 11 14 25
College Diploma 5 20 25
University Degree 0 7 7
G raduate degree 2 1 3
O thers 0 4 4
Total 20

28%
51

72%
71

100%

Source: Field data

N Number o f R espondents
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From the sam ple of seventy one respondents, twenty eight (28%) are 

female while fifty one (72%) are male. O ut of twenty female th irteen  

(65%) have prim ary or secondary level of education  while m ales were 

nineteen (45%) only.

TABLE 2

Education level and em ploym ent category o f  respondents.

The table below p resen ts a  cross tabu lation  of d a ta  betw een education  

level and  em ploym ent category of respondents.

N = 69

LEVEL
CURRENT SCALE TOTAL

K5 -  K6 K 7 -  K9
Primary School 0 6 6

Secondary School 6 19 25

College Diploma 10 15 25

University Degree 6 0 6

G raduate Degree 3 0 3

Others 1 3 4

^Total 26
38%

43
62%

69
100%

Source: Field data
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The responden ts on scales K5 -  K6 are senior officers who were tw enty 

six (38%) and  have m inim um  education  of secondary school while the 

respondents in scales K7 -  K9 were middle and  lower level cad res who 

were forty three (62%) of responden ts with college diplom a as the 

highest level of education. They form the bulk  of em ployees a t KCCT. 

TABLE 3

Years o f service at KCCT

N = 71
Years o f  r 
Service

No. Of 
R espondents

Percentage

Below 1 year 1 1.41

1 -3  Years 6 8.45

Above 4 years 64 90.14

Total 71 100

Source: Field data

The respondent who have worked in KCCT for less th an  one year was 

one (1.41% )while six (8.45%) have worked in KCCT for one to three 

years and sixty four (90.14%) of responden ts have been w orking in 

KCCT for four years and  above.
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TABLE 4

Promotions N = 70

Prom otions No. o f
R espondents

Percentage

Promoted 17 24.29

Not yet prom oted 53 75.71

Total 70 100
Source: Field data

The sam ple was divided into two categories as in the table above. 

Those who have had  prom otions were seventeen (24.29%) )while fifty- 

three (75.71%) were no t yet prom oted.

THE EMPLOYEES ATTITUDES TOWARDS PERFORMANCE 
APPRAISAL FORM

y

The n a tu re  of th is study  w as th a t it sought to get opinions from the 

responden ts abou t prom otion on m erit. This stage analyse the 

a ttitude  held by employees tow ards perform ance appra isa l form. To 

do this, the a ttitude  score of each responden t w as taken  to indicate 

the a ttitude  held. Those who score 1 and  2 were taken  to hold positive 

a ttitude  as they disagreed w ith the sta tem en ts, 3 as holding indifferent 

a ttitude  while, those scoring 4 and  5 are considered holding negative 

a ttitude  as they agreed with the sta tem ents.
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Positive a ttitude  is taken  as indication of agreem ent with perform ance 

appra isa l form and  negative a ttitu d es as disagreem ent.

TABLE 5

The table below show s em p loyees a ttitu d e towards Perform ance 
Appraisal Form

N=71
Im portance o f  Perform ance 

appraisal form
Disagree Indifferent Agreed

1. It does not cap tu re  actual 
perform ance.

16(22%) 9 (13%) 46(65%)

2. It m easures item s which are not 
related to Performance.

24(34%) 9 (13%) 38(53%)

3. It is difficult to u n d e rs tan d  and  fill. 17(24%) 9 (13%) 45(63%)

4. It does not cap tu re  the s ta n d ard s  of 
m easurem ents as agreed by both 
employee and  supervisor.

33(46%) 7 (1 Q%) 31(44%)

5. It does no t give room for 
disagreem ents.

40(56%) 14(20%) 17(24%)

6. It is w ritten in technical term s which 
are difficult to u n d e rs tan d  and 
m easure.

25(35.%) 5 (7%) 41(58%)

7. It does not give enough space to 
----- explain abou t perform ance

37(53%) 7 (10%) 27(37%)
Total 39% 11% 50%

Source: F ie ld ^ taT  ---------------
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From the sam ple of responden ts forty-six (65%) of responden ts had  the 

opinion th a t perform ance appra isa l form does not cap tu re  ac tual 

perform ance while sixteen (22%) disagreed and  nine (13%) were 

indifferent as to w hether it cap tu res  the ac tual perform ance or not. 

Thirty-eight (53%) of the responden ts had  the opinion th a t 

perform ance appra isa l form m easures item s which are not related to 

perform ance while tw enty-four (34%) of the responden ts d isagreed and  

nine (13%) were indifferent.

Forty Five (63%) of the responden ts felt th a t the perform ance app ra isa l 

form is difficult to u n d e rs tan d  and  Fill while seventeen (24%) disagreed 

and nine (13%) were indifferent as to w hether it w as difficult to 

u n d ers tan d  and  fill or not. Thirty-one (44%) responden ts had  the 

opinion th a t perform ance appra isa l form does not cap tu re  the 

s tan d ard s of m easu rem en t as agreed by both the employee and  

supervisor while th irty-three (46%) disagreed and  seven (10%) were 

indifferent.

O ut of seventy-one responden ts seventeen (24%) had  the opinion th a t 

perform ance appra isa l does not give room for d isagreem ents while 

forty (56 /o) disagreed and  fourteen (20%) were indifferent as to
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w hether it gives room for d isagreem ent or not. Forty-one (58%) of the 

respondents felt th a t perform ance appra isa l is w ritten in technical 

term s which were difficult to u n d e rs tan d  and  m easure  while twenty 

five (35%) disagreed and  five (7%) were indifferent.

Twenty seven (37%) of the responden ts felt th a t the perform ance 

appraisal does not give enough space to explain abou t perform ance 

while thirty  seven (53%) disagreed and  seven (10%) were indifferent as 

to w hether it gives enough space to explain abou t perform ance.

OPINIONS ON PERFORMANCE APPRAISAL INTERVIEW

In this stage the opinions of the employee tow ards perform ance 

appraisal interview were sought. Like in perform ance app ra isa l form 

stage, the a ttitude  score was obtained using  the sam e scale, indifferent 

score was 3. So th a t score above it indicate negative a ttitu d e  while 

below it denotes positive a ttitude.
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The table below show s em p loyees a ttitu d e towards perform ance  
appraisal interview .

Table 6

N = 71
Performance appraisal Interview Disagreed Indifferent Agreed

1. It is a  waste of time. 14(20%) 9 (13%) 48(67%)

2. It is carried by im m ediate 
supervisor as a  m atte r of routine.

44(62%) 6 (9%) 21(29%)

3. The interview resu lts  are useless, 
they do not affect ones perform ance 
in anyway.

22(31%) 10(14%) 39(55%)

4. Supervisors Award scores on basis 
of ethnicity and  politics.

26(37%) 19(27%) 26(36%)

5. Individual personal relationship  
with supervisor determ ines the 
score one gets.

17(24%) 10 (14%) 44(62%)

6. The scores are  kept confidential 
from employees.

23(33%) 13(18%) 35(49%)

Total (34%) (16%) (50%)
Source : Field data

From the sam ple of responden ts forty-eight (67%) of the responden ts 

had the opinion th a t perform ance appra isa l interview is a w aste of 

time while fourteen (20%) of the responden ts disagreed and  nine (13%) 

were indifferent as to w hether it is a  w aste of time or not.
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Twenty one (29%) of the responden ts had  the opinion th a t 

perform ance interview is carried by im m ediate supervisor as a m atte r 

of routine while forty-four (62%) of responden ts disagreed and  six (9%) 

were indifferent.

Thirty nine (55%) responden ts felt th a t the perform ance interview 

results are useless, they do not affect ones perform ance in anyw ay 

while twenty two (31%) of responden ts disagreed and  ten (14%) of 

respondents were indifferent. Twenty six (36%) of responden ts were of 

the opinion th a t supervisors aw ard scores on basis of ethnicity  and  

politics while twenty six (37%) disagreed and  n ineteen (27%) were 

indifferent as to w hether supervisors aw ard scores on basrfe of 

ethnicity and politics or not.

Forty four (62%) responden t had  the opinion th a t individual personal 

relationship with supervisor determ ines the score one gets in 

perform ance appraisal interview while seventeen (24%) d isagreed and  

ten (14/0) were indifferent. O ut of seventy one responden ts th irty  Five 

( /o) had  the opinion th a t the scores are kept confidential from

ployees while twenty three (33%) disagreed and  th irteen  (18%) were
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indifferent as to w hether the scores are  kept confidential from 

empl°yees °r not'

Table 7

Opinions or) prom otion on m erit

0 8 0 1 2 1 2c e (

The table b ^ ow show s em p loyees attitude towards prom otion on

Promotion on m erit Disagreed Indifferent Agreed
~~l ft is no t based on perform ance 

appraisal resu lts.
10(14%) 16 (23%) 45(63%)

2 It is based  on the 
‘ considenitions like ethnicity 

and politics-

18(25%) 10 (14%) 43(61%)

3  Hard wor^ does not a ssu re  one 
a promotion w hen an 
opportunity arises.

10(14%) 10 (14%)
V

51(72%)

4  it is based on academ ic; 
technical an d  professional 
qualifications and  no t on merit.

25(36%) 23 (32%) 23(32%)

5 it should be based  on 
promotion interview and  not on 
performance app ra isa l resu lts.

19(27%) 12 (17%) 40(56%)

Total
»• . . . .  ^ -

(23%) (20%) (57%)
» ___ _ _ _ __________

Source : Field data

UNIVERSITY O F  N A IR O B I L IB R A R Y



From  the responden ts in the sam ple forty Five (63%) of responden ts 

had  the opinion th a t prom otion was not based on perform ance 

app ra isa l resu lts  while ten (14%) of responden ts disagreed and  

sixteen (23%) were indifferent. Forty-three (61%) of the responden ts 

felt th a t prom otions are based on o ther considerations like e thnicity  

and  politics while eighteen (25%) disagreed and  ten  (14%) were 

indifferent on w hether prom otion is based on ethnicity  and  politics or 

not.

Fifty-one (72%) of the responden ts had  the opinion th a t h a rd  work 

does no t a ssu re  one prom otion when an  opportunity  a rises while ten 

(14%) of responden ts disagreed and  ten  (14%) were indifferent. 

Tw enty-three (32%) of responden ts felt th a t prom otion is based  on 

academ ic, technical and  professional qualifications and  no t m erit 

w here twenty-five (36%) disagreed and  twenty th ree  (32%) were 

indifferent.

Forty (56%) responden ts had  the opinion th a t prom otion should  be 

based  on prom otion interview and  not on perform ance appra isa l 

resu lts  while n ineteen  (27%) disagreed and  twelve (17%) were 

indifferent as to w hether prom otion should  be based  on prom otion 

interview and  no t perform ance appra isa l resu lts  or not.
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The table below show s reasons why em p loyees are sa tisfied  w ith  
prom otion on m erit.

Table 8

R easons for sa tisfaction  w ith prom otion on m erit

N=40
R easons for sa tisfaction  w ith prom otion on m erit Percentage o f  

R espondents
1. It encourages hard  work. 100%

2. It is carried  ou t in a  fair and  objective m anner. 78%

3. It reduces time w asted on com plaints abou t 
un fairness.

85%

4. It increases m otivation and  m orale in an  
organization.

100%

5. It increases team work. 78%

6. It increases profitability through  superior 
perform ance. 95%

7. O ther reasons
20%

Source: F ield  data /

The m ost popu lar reasons for satisfaction w ith prom otion on m erit 

includes encouraging hard  work one h und red  percen t (100%). 

Increasing  m otivation and  m orale in an  organization one h u n d red  

percen t (100%) and  increasing profitability th rough  superior 

perform ance ninety  five percen t (95%). However it is notable th a t 

a ll  reaso n s p u t on the table above contribu ted  to the responden ts 

satisfaction  w ith prom otion on m erit.
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R easons for the d issa tisfaction  w ith prom otion o n  m e r it .

The table below show s reasons why em p loyees are d issa tisfied  
w ith  prom otion on m erit.

Table 9

N=31
R easons for d issa tisfaction  w ith prom otion on  
m erit

Percentage o f  
R espondents

1. It h a s  dem oralized the employees. 60%

2. It is carried  ou t in unfair m anner. 100%

3. It encourages individual loyalty instead  of 
building team w ork.

100%

4. It favours those who are well connected 
politically to the d isadvantage of ha rd  working 
em ployees who are not politically connected.

86%

5. It encourage favouritism . 78%

6. It d iscourages hard  work. 70%
V

7. It encourages tribalism  and  or “God fatherism ”. 91%

8. O ther reasons. 22%

Source: F ield  data

All responden ts one h und red  percen t (100%) who were dissatisfied 

w ith prom otion on m erit, h ad  the opinion th a t, it w as carried  o u t in
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un fair m an n er and  th a t it encourages individual loyalty instead  of 

building team w ork. Ninety one percent. (91%) felt tha t, it encourages 

tribalism  and  or “God fatherism ” w hereas, eighty six percent (86%) felt 

th a t it favours those who are well connected politically to the 

d isadvantage of h a rd  working employees who are not politically 

connected.

Seventy eight per cen t (78%) felt th a t it encourages favouritism  

w hereas only tw enty two percen t (22%) of the responden t who were 

d issatisfied  with prom otion on m erit suggested o ther reasons for 

d issatisfication . However, it is notable th a t all resons p u t on the table 

above con tribu ted  to the responden ts d issatisfaction  with prom otion

on m erit.
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Table 10

R ecom m endations to im prove prom otion on m erit

N=71
R ecom m endations to  make prom otion on  
m erit m ore effic ien t and acceptable

P ercentage o f  
R espondents

1. T rain  employees on how to fill the perform ance 
app ra isa l form.

65%

2. Explain the u se  of perform ance appra isa l 
resu lts .

66%

3. Make perform ance appra isa l form a s  objective 
as possible.

67%

4. Give im m ediate feedback to employees abou t 
the ir perform ance.

87%

5. C reate an  independent forum  to handle 
d isp u tes  arising  from perform ance appra isa l 
rating.

68%

6. Make perform ance appra isa l exercise open and 
let it be carried  ou t regularly.

72%

7. O thers 16%
v/

Source: F ield data

M ajority of responden ts eighty seven percen t (87%) felt th a t employees 

should  get im m ediate feedback abou t their perform ance. Seventy two 

percen t (72%) of responden ts felt th a t perform ance appra isa l exercise 

should  be open and  carried  ou t regularly.
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Sixty-eight (68%) of responden ts felt th a t an  independent forum  

should  be created to handle d ispu tes arising  from perform ance 

app ra isa l rating. Sixty seven percent (67%) of responden ts felt th a t 

perform ance appra isa l should  be m ade as objective as possible where 

sixty six percen t (66%) of responden ts felt th a t the use  of perform ance 

app ra isa l resu lts  should  be explained.

Only sixty-five (65%) of responden ts felt the need to tra in  em ployees on 

how to fill the perform ance appra isa l form w here sixteen (16%) 

recom m ended o ther ways.

RESPONDENTS VIEWS ON PROMOTION ON MERIT

To gain fu rther insight on d a ta  a  cross tabu lation  betw een various bio 

d a ta  charac teristics and  prom otion on m erit w as carried  o u t an d  chi-
Vf

square  (X2) tes t adm inistered  to find ou t w hether there w as significant 

relationship . The X2 tes t revealed th a t there were no significant 

re la tionsh ip  betw een various bio d a ta  charac teristics w ith prom otion

on m erit.
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The table below p resen t a  cross tabu lation  of d a ta  betw een the level of 

education  and  satisfaction with prom otion on m erit.

Table 11

E ducational level and sa tisfaction  w ith prom otion on m erit.

N=71
Level o f  
E ducation

S atisfaction  w ith prom otion  
on m erit

Yes No
Prim ary and
Secondary-
school

17 (53%) 15 (47%)

College
Diploma
86
G raduates

23 (59%) 16 (41%)

Source: F ield  data

After com putation  it w as found th a t X2 value of 0 .244 w ith one degree

of freedom  is no t significant. T hat is level of education  and/

satisfaction  on m erit is no t related. The differences in percentages

observed are due to chance.
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The table below  present a cross tabulation  betw een  the  
departm ent and sa tisfaction  w ith prom otion on m erit.

Table 12

D epartm ents and sa tisfaction  w ith  prom otion on m erit.

N= 71
D epartm ent Satisfied  w ith  prom otion

on m erit
Yes No

Non teaching 
(others)

26 (60%) 17 (40%)

Teaching 
(B usiness and  
Engineering)

14 (50%) 14 (50%)

Source: Field data

R espondents were grouped into two departm en ts teaching and n on 

teach ing  departm en ts. After com putation  a X2 value of 0 .755 w ith one 

degree of freedom  w as obtained. It can  therefore be concluded th a t the 

d ep artm en t and  level of satisfaction on m erit are no t related. In o ther 

w ords responden ts in both teaching and  non-teach ing  departm en t 

appear to be holding sim ilar opinion and  the differences observed 

above are  due to chance.
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5.0 CONCLUSION

This ch ap ter d iscusses and  sum m arises the findings of the study  

a s  they relate to the objective of the study. It also includes the 

im plications and  lim itations of the study  as well a s suggestions for 

fu rth er research .

5.1 Sum m ary

Prom otion h a s  been defined by W eihrich and  Kootz (1984) as a  change 

by an  employee w ithin the organization to a  higher position th a t has 

g rea ter responsibilities and  requires more advanced skills. It u sually  

involves a h igher pay and  frequently the job h as higher s ta tu s  and  

carries improved fridge benefits and  privileges. Its purpose is to 

improve both  the utilization and  m otivation of employees.

V

The focus in th is research  h as  therefore been em ployees a ttitude  

tow ards prom otion on merit. This is a prom otion usua lly  given to 

rew ard individual m erit, in belief th a t if perform ance is accurately  and  

system atically  m easured  and  prom otion fairly d istribu ted  on basis of 

perform ance then , employee will be m otivated to work even harder. 

A lternatively, if perform ance is no t accurately  m easu red  and 

prom otion fairly given on basis of perform ance, then  expending

C H A P T E R  5



4 5

necessary  effort to do the job will seem  senseless to employees, 

resu lting  in loss of m otivational in tensity  and  probably employee m ight 

c u t back  on their perform ance to the barely acceptable levels, for them  

to re ta in  their jobs. It is therefore evident from lite ra tu re  th a t 

organizations today need to tackle the issue of prom otion seriously.

This study  sough t to shed some light on prom otion on m erit, an  a rea  

w hich not m uch  have been docum ented locally, b u t w hich is a  key 

a rea  in m anagem ent of h u m an  resource for superior perform ance. In 

an  addition  it sough t to find ou t the cau ses of positive or negative 

feelings and  also increase the body of knowledge in th is a rea  of 

prom otion. This will help m anagers and  organizations improve 

perform ance th rough  appropria te  use of prom otion on m erit.

The m ajor objectives of th is study  were, to a sse ss  the a ttitude  of KCCT 

em ployees tow ards prom otion on m erit and  to find the cause  for 

positive an d  negative a ttitudes. In the first stage of the study  a  cross 

tabu la tion  of b iodata  charac teristics of responden ts w as carried  ou t to 

enable com parisons. The cross-tabu la tion  revealed th a t there w as no 

system atic  bias on selection of responden ts, for exam ple a cross 

tabu la tion  betw een gender of responden ts and  education  level



revealed th a t ou t of twenty females and  fifty one (51) m ales two (2) 

fem ales and  five (5) m ales were g raduates which rep resen ted  tw enty 

per cen t (20%) of the two categories.

To gain fu rther insight on data , a  cross tabu lation  betw een various bio 

d a ta  charac teristics and  satisfaction with prom otion on m erit was 

carried  o u t and  X2 test adm inistered  to find ou t w hether there was 

significant relationship . The various X2 test revealed th a t there  w as no 

significant relationship  between various biodata charac teristics and  

satisfaction  w ith prom otion on m erit, for exam ple a  cross tabu lation  

betw een gender of responden ts and  satisfaction on m erit revealed a X2 

of 0 .152 a t one degree of freedom. Hence, gender of responden ts were 

not related  to satisfaction with prom otion on m erit. Also, a  cross 

tabu la tion  betw een level of education and satisfaction wit^i prom otion 

on m erit resu lted  to a  X2 of 0.244 a t one degree of freedom, hence 

revealing the  fact th a t there was no significant relationship  betw een 

level of education  and  prom otion on m erit.

In the second stage of the study we focussed on the  first objective: To 

a sse ss  the a ttitu d e  of KCCT employees tow ards prom otion on m erit. 

This objective w as broken down into th ree  areas, firstly, to find 

em ployees a ttitu d e  tow ards perform ance appra isa l form, their a ttitude

4 6
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tow ards perform ance appraisal interview and  finally their a ttitu d e  

tow ards prom otion on m erit.

The study  revealed th a t half of responden ts fifty per cen t (50%) had  

negative a ttitu d e  tow ards perform ance appra isa l form. Eleven per 

cen t (11%) were indifferent tow ards perform ance appra isa l form and 

th irty  nine per cen t (39%) of responden ts had  positive a ttitu d e  tow ards 

perform ance app ra isa l form. T hus half (50%)of the em ployees felt 

th a t the  perform ance appraisal form does not cap tu re  w hat it is 

supposed  to m easure . The m ajor reasons given for negative feelings 

includes, the opinion by responden ts th a t perform ance app ra isa l form 

does no t cap tu re  ac tual perform ance sixty seven per cen t (67%). Sixty 

th ree  per cen t (63%) felt th a t the form is difficult to u n d e rs tan d  and  

fill, while fifty eight per cen t (58%) felt th a t the perform ance appra isa l 

form is w ritten  in technical term s which are difficult to u n d e rs tan d  

an d  m easure . Therefore, to improve perform ance app ra isa l form the 

m anagem ent should  design the form in a  way th a t it will be easier to 

be understood  by employees and  cap tu re  perform ance ind icators and 

accurately  m easure  employees perform ance.
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On perform ance appra isa l interview the study  revealed th a t fifty per 

cen t (50%) of responden ts had  negative a ttitude  tow ards perform ance 

app ra isa l interview. Sixteen per cen t (16%) of the responden ts were 

indifferent as to w hether perform ance appra isa l interview w as serving 

its purpose  or no t while th irty  four per cen t (34%) of responden ts had  

positive a ttitu d e  tow ards perform ance interview. T hus m ajority of the 

em ployees (50%) feel th a t all is not well with the way perform ance 

app ra isa l interview is conducted. The m ajor reasons given for th is 

negative a ttitude  is th a t m ajority of employees consider perform ance 

app ra isa l interview a s  a  w aste of time, sixty seven per cen t (67%). 

Sixty per cen t (60%) felt th a t w hat m atte rs  to get high score is 

individual personal relationship  with supervisor. Fifty five per cent 

(55%) felt th a t the  interview resu lts  are  useless, they do not affect 

o n e ’s perform ance in any way. To improve on perform ance appra isa l 

interview, the supervisors and  the employees need to be tra ined  w ith a 

view of m inim ising or elim inating h u m an  bias and  th a t the resu lts  

shou ld  be tied w ith the objective of carrying ou t perform ance appra isa l 

interview, so a s  to m ake it more m eaningful and  focused.

Finally, the study  revealed th a t m ajority of responden ts fifty seven per 

cen t (57%) had  negative a ttitude  tow ards prom otion on m erit.
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Twenty per cen t (20%) were indifferent as to w hether prom otion on 

m erit w as good or not, while twenty three per cen t (23%) had  positive 

a ttitu d e  tow ards prom otion on m erit. T hus despite the use  of 

prom otion on m erit m ajority of employees have a  negative a ttitu d e  

ab o u t it. The m ain reasons given by responden ts for their negative 

a ttitu d es  against prom otion on m erit is th a t m ajority felt th a t hard  

work does not a ssu re  one a  prom otion w hen an  opportunity  arises, 

seventy one per cen t (71%). Sixty one per cen t (61%) had  the opinion 

th a t prom otion on m erit is not based  on perform ance appra isa l 

resu lts , while sixty one per cen t (61%) felt th a t it is based on o ther 

considera tions like ethnicity  and  politics.

In light of the above therefore it appears th a t the link betw een 

perform ance and  prom otion is completely b lurred  hence, em ployees do 

no t w ork h a rd  to achieve prom otion. For prom otion to sp u r employees 

to h igher perform ance the link betw een perform ance and  prom otion 

need to be established . This can  be done by first improving 

perform ance appra isa l form, the way interviewing is carried  ou t and  

finally tying prom otion to m erit. This requires effort and  com m itm ent 

by the  top m anagem ent to m ake it succeed.
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The second objective was to find causes for positive and  negative 

a ttitu d es. The study  revealed th a t the popular reasons for satisfaction 

w ith prom otion on m erit includes, the fact th a t it encourages hard  

work hu n d red  per cen t (100%), it increases m otivation and  m orale in 

an  organization h und red  per cen t (100%) and  th a t it increases 

profitability th rough  superior perform ance ninety  five per cen t (95%) 

while o ther responden ts twenty per cen t (20%) suggested o ther 

reasons.

On the m ain reasons for responden ts d issatisfaction  w ith prom otion 

on m erit, the study  revealed th a t all (100% )respondents who are 

d issatisfied  w ith prom otion on m erit felt th a t it is carried  ou t in unfair 

m anner, and  it encourages individual loyalty in s tea d  of building 

team w ork. Ninety one per cen t (91%) felt th a t it encourages tribalism  

and  or “god fatherism ” while eighty six per cen t (86%) had  the opinion 

th a t it favours those who are well connected, politically to the 

de trim en t of those who are no t politically connected.

O n . the  issue  of suggestions and  recom m endations for m aking 

prom otion on m erit more efficient to em ployees eighty seven (87%) of
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responden ts indicated th a t they should  get im m ediate feedback abou t 

their perform ance. Seventy two per cen t (72%) of responden ts 

indicated  th a t the perform ance appra isa l exercise should  be m ade 

open and  be carried  ou t regularly and  sixty nine per cen t (69%) 

indicated  th a t it should  be m ade as objective as possible and  only 

sixteen percen t (16%) of the responden ts recom m ended o ther 

m ethods.

All in all, prom otion on m erit is an  im portan t intervention tool for 

m otivating employees and  improving their m orale in order to achieve 

high productivity. To m ake it even more effective the m anagem ent 

needs to review carefully the perform ance appra isa l form as a  tool for 

m easu ring  perform ance. Improve on the way the interviews, are carried  

o u t w ith the view of m aking them  more objective, tie prom otion to 

individual m erit a s  m easured  th rough  perform ance appra isa l resu lts , 

an d  carry  ou t periodical surveys to find ou t w hether prom otion on 

m erit is achieving its objective.

Finally, the m anagem ent should  m ake individual rating  on personal 

qualities and  tra its  open to the employees being appra ised  and  allow 

controlling officers and  the panel to rate  employees on perform ance
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objectives. An independent forum  should  also be created to handle  

d isp u tes  arising  from perform ance appra isa l ra ting  and  lastly  the 

re su lts  from both perform ance objectives and  personal qualities and  

tra its  shou ld  coun t w hen considering employees for prom otion. In th is 

way organizations will be able to increase em ployees m otivation and 

increase  productivity.

5 .2  SUGGESTION FOR FURTHER RESEARCH

The problem  of prom otion on m erit is clearly one th a t m erits fu rther 

study. This study  being exploratory in n a tu re  h as  provided insigh ts 

on the  problem  of prom otion on m erit and  identified probable cau ses 

of negative a ttitude .

y

Therefore there  is a  need to undertake  a  sim ilar study  in o ther sectors 

of the  economy, specifically a study  into the a ttitu d e  of Top 

M anagem ent and  operatives to find ou t w hether they hold different 

a ttitu d e s  tow ards prom otion on merit.

Th‘e stu d y  also did no t reveal various b iodata categories of responden ts 

a s  having different opinions tow ards prom otion on m erit, th is  should  

no t be taken  as totally conclusive.
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Hence, fu rther study  can  be u ndertaken  to estab lish  conclusively

w hether they hold different opinions and  investigate the reasons for it.

5 .3  LIMITATIONS OF THE STUDY

The study  w as m ainly constrained  by the following lim itations

(i) Lack of lite ra tu re  on the subject specifically on the Kenyan 

situation , hence there w as heavy reliance placed on lite ra tu re  

from o ther countries especially the United Kingdom and  India

(ii) The sam ple would have been increased  b u t due to costs involved 

w ith large sam ple coupled with co n stra in t of time period over 

w hich the study  had  to be carried th is would not have been 

possible and

(iii) Finally, a  lim itation of m easu rem en t com m on to all surveys was 

encountered . The use  of self-reported opinion or a ttitu d e  is 

som ew hat unreliable  given b iases of respondent. Hence d a ta  

can n o t be treated  as perfectly reliable.

5 3
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APPENDIX I

LETTER TO RESPONDENTS

D ear S ir/M adam ,

This questionnaire  h a s  been designed to gather inform ation regarding 
em ployee’s opinion tow ards prom otion on m erit. This inform ation is to 
be u sed  to com plete a research  project, a  requirem ent for a  degree of 
m aste r of bu sin ess  A dm inistration, University of Nairobi.

You have been carefully selected to take p a rt in the research  project, 
p lease a ss is t me by com pleting the questionnaire  to the best of your 
knowledge. This inform ation will be used  for academ ic purpose  and  
Executive Sum m ary will be given to H um an Resource M anager to help 
the  D epartm ent improve in th is area. Any inform ation give by you will 
be trea ted  with stric t confidence.

Please, do not write your nam e in the questionnaire.

T hanking  you in advance for your anticipated  co-operation.

Yours sincerely,

K im athi M burugu 
MBA STUDENT
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EMPLOYEE OUESTIONA1RE

PART 1 ABOUT YOURSELF

Please circle the number representing the m ost appropriate 
response according to you in resp ect to  the follow ing item s.

1. Your current scale

(i) K1 - K2 (ii) K5 - K6 (iii) K7 - K9

2. Your highest level of education

(i) Primary School (ii) Secondary School
(iii) College Diploma (iv) University Degree
(v) Graduate Degree (vi) Others (Specify)

3. Your Gender

(i) Female (ii) Male

4. Number of years worked at KCCT

(i) Less than 1 (ii) 1-3 (iii) 4 and above

5. Your marital status

(i) Married (ii) Single (iii) Widowed (iv)/Divorced or separated
(v) Others (specify) 6

6. Number of other organisations you have worked before joining KCCT

(i) None (ii) One

7. Your current Department

(i) Director’s 
(iii) Human Resource 
(v) Business Studies 
•(yii) Other Specify

(iii) Two (iv) Three (v) Four or more

(ii) Finance
(iv) Engineering
(vi) Commercial Services

8. Have you been promoted since you joined KCCT? 
(i) Yes (ii) No
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For each  o f  the follow ing sta tem en ts cycle  the num ber th at b est  
rep resen ts your feelings or opin ion about perform ance appraisal 
form

Where 1 = Strongly disagree, 2 = Disagree,
3 = Neither disagree nor agree, 4 = Agree, 5 = Strongly agree

1) Perform ance appra isa l form does not cap tu re  the ac tual 
perform ance.

1 2 3 4 5

2) Perform ance appra isa l form m easu res item s, w hich are no t related 
to perform ance.

1 2 3 4 5

3) Perform ance appra isa l form is difficult to u n d e rs tan d  and  fill.

1 2 3 4 5

4) Perform ance appra isa l form does not cap tu re  the s ta n d a rd s  of 
m easu rem en t as agreed by both the employee and  supervisor.

1 2 3 4 5

5) Perform ance appra isa l form does no t give room for d isagreem ents.

1 2 3 4 5

6) Perform ance appra isa l form is w ritten in technical term s, w hich are 
difficult to u n d e rs tan d  and  m easure.

1 2 3 4 5

7) Perform ance appra isa l form does no t give enough space to explain 
ab o u t perform ance.

1 2 3 4 5
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For each o f  the follow ing sta tem en ts cycle  the number th at best  
represents your feelings or op in ions about perform ance appraisal 
interview .

Where 1 = Strongly disagree, 2  = Disagree, 3 = Neither disagree 
nor agree, 4 = Agree, 5 = strongly agree

1) Perform ance appra isa l interview is a  w aste of time.

1 2 3 4 5

2) Im m ediate supervisors carry ou t perform ance appra isa l interview 
as a  m atte r of routine.

1 2 3 4 5

3) Perform ance appra isa l interview resu lts  are useless, they do not 
affect ones perform ance in anyway.

1 2 3 4 5

4) Im m ediate supervisor aw ard perform ance appra isa l interview 
scores on basis of ethnicity  and  politics.

1 2 3 4 5

5) Individual personal relationship  with im m ediate supervisor 
determ ines the  score h e /sh e  gets in perform ance appra isa l 
interview and  not based on Perform ance.

1 2 3 4 5

6) Perform ance appra isa l interview scores are kept confidential from 
employee.

PART THREE

1 2 3 4 5
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PART FOUR

Four each  o f the follow ing sta tem en ts cycle  the num ber th at best  
rep resen ts your feelings or op in ions about prom otion on m erit.

Where 1 = Strongly disagree, 2 = Disagree, 3 = Neither disagree 
nor agree, 4 = Agree, 5 = Strongly agree

1) Prom otion is no t based on perform ance appra isa l resu lts . 

1 2 3 4 5

2) In my opinion prom otions are  based on o ther considerations like 
e thnicity  and  politics.

1 2 3 4 5

3) H ard work does no t a ssu re  one a prom otion w hen an  opportunity  
arises.

V
1 2 3 4 5

4) Prom otions are  based on academ ic, technical and  professional 
qualifications and  not on merit.

1 2 3 4 5

5)''In  my opinion prom otion should  be based on prom otion interview 
and  no t on perform ance appra isa l resu lts.

1 2 3 4 5
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PART FIVE

For each  o f  the follow ing qu estion s please tick  the box o f  fill 
blank space as appropriate.

1) Are you satisfied with prom otion on m erit?

Yes

IF NO, GO  TO PART SIX 
IF YES, PROCEED

If you are satisfied w ith prom otion on m erit w hich of the follov 
reasons explain why (if some of the reasons, which explain, why 
not listed below, please write them  in the space for “o thers” .........

Tick the b racket to indicate the reasons th a t explain y 
satisfaction.

1) Prom otion on m erit encourages hard  work. (

2) Prom otion on m erit is carried  ou t in a  fair and  objective ( 
m anner.

/
3) Prom otion on m erit reduces time w asted on com plaints (

ab o u t unfairness.

4) Prom otion on m erit increases m otivation and  m orale in (
organisations.

5) Prom otion on m erit increases team w ork. (

6) Prom otion on m erit increases profitability th rough  ( 
superio r perform ance.

7) ’O thers. (
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PART SIX

If you are not sa tisfied  w ith prom otion on m erit w hich o f ^ g  
follow ing reasons explain why (if som e o f  the reasons, which  
exp lain  why your d issa tisfied  are not lis ted  below, please Write 
them  in the space for others).

1) Prom otion on m erit h as  dem oralised employees.

2) Prom otion on m erit is carried ou t in unfair m anner.

3) Prom otion on m erit encourages individual loyalty 
in stead  of building teamwork.

4) Prom otion on m erit favours those who are well 
connected politically to the disadvantage of hard  
working em ployees who are not politically connected.

5) Prom otion on m erit encourages favouritism .
V/

6) Prom otion on m erit discourages hard  work.

7) Prom otion on m erit encourages tribalism  and  or 
“God F atherism ”.

8) O thers (specify)..................................................................

BNIVEf.S  TY OF NAIROBI
l ,* * ary
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PART SEVEN

The follow ing are recom m endations su ggested  to m ake prom otion  
on m erit more effic ien t and acceptable to em p loyees. P lease tick  
the bracket to  ind icate the ones that you agree w ith  (if som e o f  
the recom m endations you w ish to make are not included, please  
w rite them  in space for o th e r s ........ ).

1) Employees should  be trained  on how to fill the ( )
perform ance appra isa l form.

2) Em ployees should  be explained the use  of perform ance ( ) 
app ra isa l resu lts.

3) Perform ance appra isa l form should  be m ade a s  ( )
objective as possible.

4) Em ployees should  get im m ediate feedback abou t ( )
perform ance.

5) An independen t forum  to handle d ispu te  arising  from 7 ( ) 
perform ance appra isa l rating  should  be created.

6) The perform ance appra isa l exercise should  be open and  ( ) 
carried  ou t regularly.

7) O thers (please specify)


