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Abstract

This study's main objective was to determine how human resource development tactics affected
the work performance of teachers in a subset of public secondary schools in the Sheema district.
The study was restricted to certain goals, such as determining how training and development,
promotions, and performance reviews affected teaching staff members' work performance. The
study employed a cross-sectional research strategy, collecting and analyzing data using both
qualitative and quantitative methods. Out of the 150 persons in the population, 100 were selected
as the sample for this study. According to the study's findings, performance reviews offer a good
chance to formally recognize employees' accomplishments, measure and assess their
accomplishments over a predetermined time period, assess their effectiveness and formal
contribution to the company, and track their performance. Regarding the impact of training and
development on secondary school teaching staff performance, the study found that training
improves employee morale on the job, boosts employee loyalty to the organization, helps to reduce
turnover costs, and saves time by showing staff how to complete tasks both now and in the future.
Additionally, it was discovered that promotions were essential to raising instructional staff
members' work effectiveness. Promotion, it was concluded, boosts job satisfaction, boosts
employee morale, boosts employee productivity, makes employees feel productive, promotes
employee loyalty to the organization, and helps to reduce turnover costs. According to the current
study, secondary schools should receive assistance from the government in executing human
resource development strategies through the Ministry of Education. Strengthening staff

development-related policies is one way to do this.



CHAPTER ONE
INTRODUCTION

1.0 Introduction

In a subset of public secondary schools in the Sheema region, this study looked at the job
performance of teaching staff members and HRD strategies. Human resource development
techniques were considered an independent variable in this study, whereas teaching staff job

performance was considered a dependent variable.

The background, problem statement, purpose, specific objectives, research questions, significance,
scope, definitions of key terms, and conceptual framework that acted as the study's compass are

all included in this section.
1.1 Background to the study

Background information for this study comprised the following: historical, theoretical, conceptual,

and contextual background information;

1.1.1 Historical Background

Human resource management's origins may be found in the early 18th century in the United States
and a few European countries, such as the UK, Germany, and France (Midler, 1986). Formerly
known as personnel management, human resources management (HRM) had established itself as
a distinct field by the 1920s in the United States. The field was mainly concerned with the technical
aspects of hiring, evaluating, training, and compensating employees; it was very much a "staff"
function in most organizations and generally did not focus on the systematic relationships among
disparate employment practices or the impact of these practices on overall organizational

performance.

Many organizations across the globe now aim at building frameworks where a supervisor’s role is
to convince rather than command and where rank signifies obligation rather than authority
(Mohamad, Lo, and La, 2009). According to Lo, Ramayah, and De Run's (2009) theory, in order
for managers to be effective, they must persuade their subordinates, peers, and superiors to help
and support their suggestions, plans, and decisions. The ability to influence others is a crucial

element of effective management, according to Lo et al. A growing collection of research on HR
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procedures and employee performance has shown a significant connection between the two (see,
for example, Kehoe and Wright, 2013). Additionally, according to Lonsdale (2016), efficient
administrators do not desire to work alone; rather, they prefer to collaborate with their

subordinates.

It is now widely accepted that maintaining and enhancing employee performance depends on
organizational human capital management (Leroy, Segers, Van Dierendonck, & Den Hartog,
2018). Human resource management techniques have been shown to have a major influence on
employee performance. This has been demonstrated by Arthur and Boyles (2007), Posthuma,
Campion, Masimova & Campion (2013), Bamberger, Meshoulam, and Biron (2014), and
Alagaraja (2010). HR procedures are believed to affect employees' knowledge, abilities, and
talents (Schuler, Tarique, and Jackson, 2004), as well as their attitudes and conduct (Boon, Den

Hartog, Boselie, and Paauwe, 2011). They might therefore affect how well a company performs.

An organization's human resource (HR) practices are essential to its success (Sattar, Ahmad, and
Hassan, 2015). Recruiting, selection, performance development, market-oriented training, social
security evaluations, a suitable exchange system, and planned strategic needs are some of the
fundamental HR tasks (Sattar, Ahmad, and Hassan, 2015). The placement of talented and
motivated employees is made possible by a number of HR policies, including freedom of
performance, teamwork, engagement, and compensation (Andrew and Sofian, 2012; Bakker and
Demerouti, 2008). Three crucial HR practices—training, empowerment, and reward—
significantly contribute to high levels of productivity and high-quality performance in firms, claim

Combs, Liu, Hall, and Ketchen (2006).

Yousaf, Usman, and Islam (2018) state that education is a crucial element in the development of a
nation and that teachers' performance has a significant impact on the educational system. A nation
1s built in large part through its educational system. Any educational institution must have teachers
(Ricard & Pelletier, 2016). Teachers are still in high demand even in this era of technological
growth (Arifin, 2015). In actuality, teachers' performance directly affects how well the schools
perform (Wildman, 2015). According to Ahmed, Vveinhardt, Ahmed, and Heman (2016), both

private and public schools have had significant problems with maximizing employee productivity.



Marry (2010) asserts that both intrinsic and extrinsic motivation are necessary for school
instructors to work well if there is effective administration of qualified staff, a solid infrastructure
and culture setting, instructional materials, and competent supervision. Tickle, Chang, and Kim
(2011) state that a teacher's success may be evaluated based on their engagement in extracurricular
activities, supervision of classroom activities, consistent and early presence at school, and general
punctuality. Teachers who lack motivation perform below expectations because they do not see
the value in their work. contribute to high levels of productivity and high-quality performance in

organizations.

1.1.2 Theoretical Background

Becker's (1964) theory of human capital served as the foundation for this investigation. Most
businesses have traditionally considered human capital to be an important resource (Pfeffer, 1994).
Internalizing organizational competency and, more specifically, strategic human resource
management were seen to be sources of long-term competitive advantage (Dyer and Reeves,
1995). Human capital, according to Youndt and Snell (2004), is the potential for production of
every individual. Skills, expertise, and knowledge have economic worth since they boost an
organization's efficiency and flexibility (Huselid, Jackson, and Schuler, 1997). People have
knowledge, skills, and abilities (KSAs) that are economically advantageous to the company, thus

the company should value them.

According to Youndt, Snell, Dean, and Lepak (2004), if there is a greater chance of employee
contribution to the business, the organization is more inclined to invest in HRM operations
specifically to increase individual productivity and overall firm success. The firm's most
significant competitive advantage is its experience, claims Grant (1996). This is due to the fact
that a significant amount of the organization's knowledge is contained in its human capital.
According to Lepak and Snell (1999), a business generates value by selecting, developing, and
utilizing the human capital that possesses that knowledge. It is believed that an organization's
resource capabilities are intimately linked to the skills, abilities, and traits of the workforce that

comprise its human capital pool (Lado & Wilson, 1994).

Because human resource practices influence work performance, this idea was pertinent to the

current investigation. Employers must have the skills and capacities to carry out the tasks necessary



to achieve organizational goals, according to Ferris, Hochwarter, Buckley, Harrell-Cook, and

Frink (Ferris, Hochwarter, Buckley, and Frink, 1999).
1.1.3 Conceptual background

According to Dessler (2007), human resource development (HRD) refers to the policies and
processes used to carry out the human resource (HR) aspects of a management position, including
human resource planning, job analysis, recruitment, selection, orientation, compensation,
performance appraisal, training and development, and labor relations. HRM is made up of the
policies, processes, and frameworks that influence workers' conduct, attitudes, and output (Noe,
Hollenbeck, Gerhart, & Wright, 2007). HR procedures including training and development,
performance reviews, and promotions were covered by both the Guest Model and the American
Society of Human Resource Management. For this study, these behaviors were selected (Yeganeh

& Su, 2008).

Human resource (HR) components of management roles, including as training, development,
performance evaluations, and promotions, are all included in this research under the heading of

"human resource development."

Conversely, Locke (1976) described job performance as an emotional state of contentment or
positivity resulting from an assessment of an individual's profession (Haque & Taher, 2008).
Robbins (1999) asserts that a person's overall attitude toward their work may also be characterized
as job satisfaction. Mullins (1993) asserts that job performance and motivation are closely related.
An employee's needs and desires, social relationships, management style and quality, job design,
compensation, working conditions, perceived long-term opportunities, and perceived
opportunities elsewhere are just a few of the many factors that are believed to have an impact on

their performance at work (Byars & Rue, 1997; Moorhead & Griffin, 1999).

Among the elements of job performance that were examined in this study were the employees'
attitudes and character toward their work, their participation and dedication to their work, their

timely completion of duties, their emotional attachment to their work, and their academic success
1.1.4 Contextual Background

For effective and efficient service delivery, the majority of Uganda's secondary schools have

created governance bodies. Teachers are therefore at the center of the conversation since student
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achievement and ranking are the primary indicators of a school's quality. Boyd et al. (2011) assert
that teachers are essential to children's education and that all schools strive to employ skilled
educators who can offer their students top-notch teaching (Boyd, Lankford, Loeb, Ronfeldt &
Wyckoft, 2011).

In 2014, Matovu conducted research on Uganda's secondary schools. The study found a variety of
problems that could hinder job performance even while the framework for hiring, deploying, and
keeping employees in place was in place. Rarely are teaching positions for Secondary School
teachers announced, and neither the recruitment policy nor a regular schedule was in place.
Retention is still a problem as a result of the uncomfortable working atmosphere, the ambiguous

reward structure, and the income (Matovu, 2014).

Sheema District, located in southwestern Uganda, has made strides in expanding access to
education through its network of public secondary schools. However, it still has issues with the
work performance of its teachers, much like a lot of other districts. Despite the support of school
administrative structures and district education offices, the inconsistent application of HRD
programs including in-service training, mentorship programs, and performance reviews still has
an impact on teachers' effectiveness. Many schools struggle with limited professional development
opportunities, unclear promotion pathways, and inadequate motivation mechanisms, which can
lead to low morale and reduced commitment among teachers. As a result, the quality of teaching

and student performance may be compromised.

According to the Ministry of Education and Sports (MoES, 2022), there is a growing recognition
that strengthening HRD strategies at the district level is essential for improving teacher
performance and achieving national education goals. Therefore, investigating HRD strategies
within this specific context is therefore vital for identifying targeted interventions that can enhance
teacher capacity, improve performance, and strengthen the overall education system in Sheema’s

public secondary schools.

1.2 Statement of the problem

Employees must execute their jobs well in order to fulfill their professional obligations. High

performance is only possible from contented workers. Employees that are happy demonstrate



engagement, happiness, internal motivation, timeliness, and objectives to reduce turnover. One of
the key factors influencing how well human resources are managed is employee job satisfaction.
Amin, Ismail, Rasid, and Selemani (2014) state that appropriate performance reviews, timely and
adequate promotions, and fair compensation and rewards are all acceptable HRM practices that

may boost employee satisfaction.

Recognizing the importance of performance of teaching staff, a number of secondary schools have
implemented human resource development practices aimed at enhancing performance of teaching
staff (Lou, Hong & Li (2024). These practices include; improved motivation for staff, external

trainings, performance appraisals and promotion to different positions.

Despite these efforts, job performance of the teaching staff in public schools remains low. For
instance, with respect to teaching, some teachers show less commitment to teaching exhibited by
absenteeism from duty, delay or non-feedback to the students about their tests (Neema-Abooki,
2016). More so, there are very many students who fail to qualify for a certificate at ordinary Level,
and a big number of students also fail to obtain any principal pass at advanced level (Sheema

district, report 2019).

This study's main objective was to look into the relationship between the work performance of

teaching staff and HRD practices at a specific public secondary school in the Sheema region.

1.3 The study's main objective
The primary goal of this study was to investigate the connection between teaching staff job

performance and HRD techniques at a particular public secondary school in the Sheema area.

1.4 Specific Objectives

Specifically, this study sought;

1. To determine how performance reviews affect the work output of teachers in
Sheema district's public secondary schools.
ii.  To determine how training and development affect the work performance of

teachers in Sheema district's public secondary schools.



iii.  To ascertain how teaching staff performance in public secondary schools in the

Sheema district is affected by promotions.

1.5 Research Questions

The following questions were the focus of the study:

i.  How do performance reviews affect the work performance of teachers in Sheema district's

public secondary schools?

ii.  How do training and development affect the work performance of teachers in Sheema

district's public secondary schools?

iii.  How do job performance and promotions relate to each other in Sheema district public

secondary schools?

1.6 Research Hypotheses

The study tested the following research hypotheses;

H,. Performance appraisal has a positive effect on teacher’s job performance

H>. Training and development have a positive effect on teacher’s job performance

H;s. Promotion has a positive effect on teacher’s job performance

1.7 Justification

The majority of academics have studied human resource development strategies because of the
high value placed on human resources in an organization. However, there is a dearth of research
on the work performance and human resource development of public secondary school teachers in
rural subregions such as Sheema district. Therefore, by determining the impact of human resource

development on teaching staff job performance, this study was essential to closing the gap.

1.8 Significance of the study

Administrators at various institutions may find the study's findings, suggestions, and knowledge
useful in comprehending the importance of HRM practices and how they affect workplace

efficiency.



Policymakers at the Ministry of Education may also find the study highly useful in designing and
enforcing employment rules that align with secondary school human resource development

procedures.

The study's findings may be important to academic researchers since it seeks to provide crucial
information on the application of HR techniques and their effect on employee job performance in
educational institutions. The study can be helpful to scholars and researchers since it contributes

to the literature and the body of knowledge in this area.
1.9 Scope of the study

Three areas comprised the study's scope: the content scope detailed the study's variables; the
geographical scope represented the study's actual location. A timeline for obtaining the pertinent

literature was part of the study's temporal scope.
1.9.1 Content scope

The study primarily examined human resource development and job performance of teaching staff
in a few public secondary schools in the Sheema area. The study solely sought to address the
following research objectives: To ascertain how teaching staff work performance is related to
performance evaluations, how training and development affect job performance, and how

promotion and job performance are related.
1.9.2 Geographical Scope

The research involved five public secondary schools in the Sheema region. Sheema District is
situated in the Ankole Sub-Region in Western Uganda. The district consists of 12 sub-counties, 60
parishes, and 598 villages. The district now has around 322 educational institutions, including 111

nursery schools, 181 primary schools, 27 secondary schools, and 3 higher schools.

1.9.3 Time Scope

Over a fourteen-year period, from 2005 to 2019, the study looked at the association between
teaching staff job performance and HRD methods in a selection of public secondary schools. This
period of time was selected since it gave the researcher enough time to collect information on the

subject of the study.



1.10.0 Conceptual framework: Relationship between HR practices and Job performance

Independent

Human Resource Development
Performance appraisal

e Informal appraisal
e Formal appraisal

Training and development

e On job training
e Off job training

Promotion

e Vertical promotion
e Horizontal promotion

Dependent variable

Source: Adapted from Becker (1964).

The link between teaching staff job performance and human resource development is depicted in
the above image. Promotion, training and development, and performance reviews were among the
HRD practices taken into account in this study. Employee attitudes and character, involvement at

work, complete engagement and devotion to work, timely task completion, emotional attachment

A J

Job Performance of teaching
Staff

Attitudes and character of

the employee towards work
¢ Timely accomplishment of
tasks
e Academic results produced
¢ Involvement at work
¢ Commitment to work
¢ FEmotional attachment on

job.

to the workplace, and academic outcomes are all used to evaluate job performance.




CHAPTER TWO
LITERATURE REVIEW

2.0 Introduction
The relevant literature for the investigation was reviewed in this chapter. The definition of

important words, the theoretical underpinnings, the actual literature review, and a synopsis of the
literature review were all included. In addition to empirical research, the real literature was
examined objectively. The literature review's sources comprised primary materials, including
conducted interviews, as well as secondary sources, particularly textbooks, journals, research

dissertations, and government reports and publications.
2.1.0 Definition of key concepts

2.1.1 Human resource management (HRM); refers to the processes and techniques used to
conduct out the human resource (HR) components of a management function, such as labor
relations, training and development, job analysis, recruiting, selection, orientation, promotions,
compensation, and performance assessment. The human resources department of organizations
strives to optimize employee performance in order to support the employer's strategic goals and

objectives.

2.1.2 Training; This is a reference to the methodical, steady accumulation of knowledge, abilities,
concepts, or mindset that results in improved performance (Lazazzara and Bombelli, 2011).
According to Baldwin et al. (1991), workers who were more motivated before training based on
their willingness to attend training produced better learning outcomes than those who were less

motivated.

2.1.3 Performance; This is related to the productivity of a job assignment, the volume of output,
attendance at a job, the effectiveness of the work that has been accomplished, and attendance at
the job (Mathias and Jackson, 2009). Employee performance is also referred to as job performance
because organization performance is focused on various elements within the organization rather
than on employee or job performance (Otley, 1999). Job performance is defined as achieving the
objectives inside a job or organization, not as the results of the actions taken while performing a

job.

2.1.4 Promotion; this refers to an employee's promotion from a lower-level post attached to a

higher-level post with more responsibility and a higher status necessitating a higher salary. It also
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refers to the progression of a worker up the organizational hierarchy, which often results in an
increase in responsibility and rank as well as a better salary package. An employee ascends the
organizational ladder from a lower position to one with more authority (Gupta, 2011). In typical
situations, moving up the hierarchy has something to do with prestige, working conditions, and
salary, making a promotion an honor. As a person advances in the organizational structure, the job
roles are a little more complicated and important than at lower levels, giving the new position

additional responsibility (Edward, 2000)

2.1.5 Performance Appraisal is known as a methodical assessment of workers' performance and
an attempt to determine each person's potential for development. According to Dessler,
performance evaluation involves "comparing the employee's present and past performance to
his/her performance standards" (2005). Performance assessments, according to Grubb (2007), are
a procedure used to determine each employee's level of functioning and development potential.
Beach (2001) defines performance review as the process of systematically firing employees based
on their position and potential for promotion.

2.2.0 Theoretical foundation

This study was built was guided by two theories. These included human capital theory and the
expectancy theory.

2.2.1 Human Capital Theory

Human Capital Theory, initially developed by Becker (1964), posits that individuals possess
knowledge, skills, and abilities (KSAs) that have economic value to organizations. The theory
asserts that investment in these human capabilities through education, training, and development
can enhance productivity and performance, thereby benefiting both the individual and the

organization.

For decades, Human Capital Theory has been considered a foundational framework in
organizational management and human resource development. Pfeffer (1994) emphasized its
relevance by identifying human capital as a critical and strategic resource for achieving long-term
organizational success. Similarly, Dyer and Reeves (1995) argued that the internalization of
organizational competencies especially through strategic human resource management can

generate sustainable competitive advantage.
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Youndt and Snell (2004) define human capital as the productive capacity of individuals, noting
that skills, knowledge, and experience are essential to an organization’s adaptability and
performance. In the same vein, Huselid, Jackson, and Schuler (1997) emphasized that firms must
invest in employee development because these human attributes are directly linked to increased

efficiency and innovation.

Several scholars have operationalized Human Capital Theory in empirical research. For example,
Youndt, Snell, Dean, and Lepak (2004) found that organizations with higher expectations of
employee contribution were more likely to invest in HRM practices, such as performance
management, continuous training, and career development, all aimed at boosting individual and
collective performance. Grant (1996) reinforced this by asserting that organizational knowledge
largely embedded in human capital represents the most significant source of competitive

advantage.

Further supporting this view, Lepak and Snell (1999) argued that firms derive value through the
strategic selection, development, and utilization of human capital. Likewise, Lado and Wilson
(1994) linked the attributes of the workforce to the organization’s broader resource capabilities,

suggesting that human capital directly shapes organizational outcomes.

In more recent applications, Human Capital Theory has been used to explain employee
performance across sectors. For instance, Crook, Todd, Combs, Woehr, and Ketchen (2011)
conducted a meta-analysis and confirmed a significant positive relationship between human capital
and organizational performance, particularly in knowledge-intensive industries. In educational
contexts, Owolabi and Adedayo (2012) applied the theory to assess teacher effectiveness in
Nigerian secondary schools, concluding that investments in teacher training led to measurable

improvements in student performance and institutional effectiveness.

In the context of this study, Human Capital Theory is particularly relevant, as it helps to explain
how performance appraisal, training and development, and promotion practices influence job
performance among teaching staff. Ferris et al. (1999) argued that HRM practices such as
recruitment, training, motivation, and appraisal ensure that employees possess and continue to
develop the necessary competencies to meet organizational goals, thereby enhancing job

performance.
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2.2.2 Expectancy Theory

Vroom, who published in 1964, was the first to establish expectation theory, and Oliver (1974)
added to it. According to the hypothesis, people are driven to behave in a particular manner if they
anticipate receiving a reward or other desired result from their activities. In essence, it makes the
assumption that a person's motivation stems from their anticipation that their effort will result in
performance, and that success would yield worthwhile rewards. Oliver (1974) asserts that people
selectively modify their behavior in response to expected rewards, and that this modification is

influenced by how they perceive the connection between performance, effort, and results.

Because it clarifies how employee motivation affects output and work performance, the idea is
especially pertinent to organizational settings. Employees are more inclined to work harder to
accomplish goals when they believe there is a direct correlation between effort and reward (Vroom,
1964; Porter & Lawler, 1968). This theoretical viewpoint is relevant to the field of education,
particularly in public secondary schools, where incentives like bonuses, promotions, and
recognition may encourage teachers to perform better if they are linked to professional or student

results.

Brophy and Good (1974) supported this notion, arguing that teachers are more likely to perform
better when they expect tangible or intangible rewards in return for their efforts. Their findings
suggest that teachers’ expectations and perceptions of reward systems can indirectly influence
students’ academic performance. For instance, Brophy (1983) demonstrated that higher teacher
expectations often correlate with improved student test scores an effect likely mediated by

enhanced teacher commitment and instructional effort.

This relationship is also observable in various educational contexts. For example, in Tanzanian
schools where teachers are promised rewards for improved academic performance, students often
perform better than in government schools where such incentives are absent or inconsistent. This
suggests that expectancy theory can offer a valuable lens for understanding motivational dynamics

in educational settings.
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However, the theory has not been without criticism. Scholars such as Graen (1969), Lawler (1971),
and Porter and Lawler (1967) have criticized expectancy theory for being overly simplistic and
assuming that all employees are rational decision-makers who will increase output solely for
rewards. In reality, motivation is influenced by a complex array of personal, contextual, and
psychological factors. For instance, a teacher may not be motivated by financial incentives if such

rewards do not meaningfully improve their well-being or professional standing.

Despite these critiques, expectancy theory remains a useful framework for understanding how
performance can be shaped by reward systems, especially in contexts where employee
performance directly impacts organizational outcomes. It is particularly relevant to this study, as
it highlights how perceived incentives such as promotions or performance-based recognition can

influence the job performance of teaching staff in public secondary schools.

2.3 Performance appraisal and job performance

Performance appraisal might be characterized as a regular evaluation of individual results
compared to predetermined expectations (Sulsky, 2014). The procedure entails keeping track of
and grading workers' performance at work in light of established standards. Performance,
according to Lobali (2012), is when an employee completes tasks and provides a particular
product, activity, or task within a predetermined window of time. The definition of performance
according to Kumari and Malhotra (2012) is "what is expected to be delivered by an individual or
group of individuals within a time frame." What can be anticipated in terms of output in terms of

efforts, tasks, and quality?

With the ultimate objective of giving department managers information on how to increase staff
effectiveness, performance evaluations are a way to analyze or evaluate employee
accomplishments over a certain period of time using trustworthy measurement criteria.
Performance evaluations, according to Akata (2013), are used to set long-term goals, track
employee development in accordance with a detailed job description, and assess performance,
collaboration, and achievements in relation to specific tasks that may be connected to business

goals and objectives.

According to South African research by Fletcher (2004), the broad goals of performance appraisals

also include discovering potential, motivating employees, fostering manager-subordinate
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communication, formal evaluation of subpar performance, and succession planning. But according
to Khan (2007), the main goal of performance reviews is to help management make administrative
choices like pay raises, layoffs, promotions, and terminations. Management must then decide on
retention, future assignments, and training and development requirements after completing the

performance review.

According to Roberts (2015), performance reviews offer a good chance to formally recognize
employees' accomplishments and contributions to the company as well as to make sure that a clear
connection between performance and reward is created and upheld. Robert continues by saying
that performance reviews offer a beneficial chance to acknowledge, appreciate, and reward
employee initiatives as well as to pinpoint major obstacles and professional development
opportunities. It offers managers and supervisors helpful frameworks for assessing employee

performance and offers helpful staff observations and instructions.

Organizational productivity increased as a result of employee performance evaluation, hence
monitoring performance was important (Brown & Hewood, 2005). By evaluating employee
performance, productivity and performance were raised (Brown & Benson, 2003). Other HRM
strategies, such as formal training and financial incentives, were more effective at enhancing
performance appraisal. As a result, the production of the company increased, which is a sign of

employees' job satisfaction (Brown & Hewood, 2005).

However, performance reviews might not be as helpful for encouraging creative work habits.
According to Fisher and Ford (1998), performance evaluation led teachers to repeatedly practice
common task components and task solutions until they became swift and automatic. Since people
only have a limited number of purposeful resources that can be directed to different job
components, a focus on practicing job components hindered creativity and learning (Steele-
Johnson et al., 2000, for example). Because of this focus on surface processing and performing in-
role work components, employees are likely to be discouraged from consciously allocating
resources to developing innovative ideas for doing things differently. This emphasis strengthens

and solidifies the existing basis for action.

Morale, according to Villanova (2014), is a crucial element in developing a productive workforce.
Performance evaluation is an essential managerial tool since, when done correctly, it helps to

change people's viewpoints. They can raise employee motivation and corporate morale, which will
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result in a labor force that is more productive overall. According to Armstrong (2013),
collaborating with employees to pinpoint their areas of weakness in the workplace paves the way

for strengthening such areas.

A performance evaluation should be used by a firm as a crucial budgeting tool, according to the
Food and Agricultural Organization of the United Nations (Bersin, 2012). The business can
identify which employees deserve raises and which ones don't by analyzing performance reviews.
The budget for the upcoming year must take these factors into account. Two fiscal factors are
brought into play when other performance reviews call for firing staff (Bowman, J., West, & Van

Wart, 2016).

According to Lubale (2012), the overall function of managing human resources in the public sector
depends on the performance appraisal system. Lobale persisted in arguing that the foundation of
PAS is the idea of schematic work, creating mutually acceptable performance goals, and providing
feedback on reports. "Performance appraisal systems are a key tool for holding civil servants
accountable and should be considered key variables in the larger performance management

equation," claims Rubin (2011).

Increasing comprehension of strategic goals and one's own role in the success of the organization
are two of the main advantages of performance appraisal to individual employees, according to
Napier & Latham (2012). An individual employee will gain from performance reviews in that they
will assist them understand how their contributions will help the company reach its strategic goals.
This gives the employee a clear understanding of the responsibilities associated with his tasks and

the strategic position he holds within the organization while he performs those roles.

According to lkramullah et al., (2011), performance Appraisal is used to determine staff
effectiveness and formal contribution. According to Fletcher (2010), performance evaluation
serves as a foundation for businesses to increase productivity, boost employee morale, and promote
equitable resource distribution. In essence, performance evaluation serves a variety of goals,
including resource allocation, motivation, and measurement. According to Cleveland, Murphy,
and Williams (2017), performance appraisal systems can be used to incentivize workers through
pay, promotions, and other job changes as well as bettering their knowledge, expertise, and

experience. Additionally, it may be claimed that, when done correctly, performance appraisal is a
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method of gauging employee contribution that is beneficial to both the individual employee and

the organization as a whole.
2.4 Training & development on job performance

One aspect of human resource management is training and development, which focuses on
organizational initiatives meant to improve both individual and team performance at work. Labels

like "human resource development" and "learning and development" have been used to it.

The main objective of training and development is the acquisition of knowledge, abilities,
techniques, and practices. Training and development are examples of prearranged learning
opportunities that teach individuals how to do their professions more successfully now and in the
future. Sims (2002) notes that development prepares people for potential future careers, whereas
training concentrates on current occupations. The advancement of the organization's overarching
aim is the primary objective of training and development. Individuals may become organizational
resources if they acquire, interpret, and use training to achieve organization-wide training and

development (Armstrong, 2006).

Bhatti, M. and Kaur, S. (2009) assert that the organization depends on the efficacy of training.
Time and money are saved through training. A company's financial situation can be improved by
investing in training. Employees who don't know exactly what they need to accomplish, how to
conduct their duties, or why they must operate in a certain manner might occasionally perform
poorly. By outlining the subtleties of the profession, training can assist in addressing these

performance issues (Bhatti, M., and Kaur, S. 2009).

Saks, A., and M. Belcourt (2006) mention another consequence of staff training as being employee
satisfaction. Employee self-esteem and job satisfaction typically increase when they understand
how the company operates. Training may improve corporate morale and employee loyalty.
According to Howard Community College in Maryland, which quotes a Louis Harris and
Associates survey of workers, workers who think their employer provides good training
opportunities are typically less likely to quit within a year of training than workers who think their
employer provides subpar training opportunities. Roberson & Pepper (2009) claim that training
lowers turnover expenses. Companies benefit greatly from keeping well-trained staff because

employee turnover may be expensive. The costs of separation include exit interviews and other
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administrative duties related to termination. payments for unemployment insurance and layoffs.
Replacement costs are covered by attracting applicants. pre-employment administrative expenses,
travel and relocation expenses, entrance exams, and testing. tests for health and employability. A
University of Wisconsin research found that replacing leaving employees was a major factor in

the demand for new hiring.

According to Brown, T., and McCracken, M. (2009), training improves one's capacity to use new
technologies and stay current with technological advancements. Making sure your staff is up to
date with technology will not only help them perform their jobs more effectively, but it will also
keep your business ahead of the competition. A great method to set your company apart from the
competition is to demonstrate that you have received training in the use of new technology.
Additionally, they say that training contributes to increased safety by reducing accidents and
illnesses related to the workplace. This safeguards both the employee and the employer from

potential accusations of corporate manslaughter.

According to other research, investing in your staff will demonstrate to them your interest in their
skill development. This will lower employee turnover. They thus frequently remain longer and
make more contributions to your company. Replacement employee hiring is costly, time-
consuming, and dangerous. It is far preferable to train and keep your top employees from the
beginning. Technical, managerial, and administrative training programs can be just as effective
during tough times as a wage raise. They emphasized that education also lessens the need for
supervision. Your management resources may be depleted by underqualified and untrained
personnel, who may also divert your finest employees from critical work (Burke and Hutchins,

2007)

2.5 Promotion and job performance
A promotion is when an employee moves up the organizational ladder to a more responsible
position (Naveed, Ahmad & Bushra, 2011). Additionally, it describes an employee's advancement

inside the organization's structure, which usually results in increased responsibility, rank, and pay

(Malik, Danish & Munir, 2012).

A promotion occurs when a person moves up the organizational ladder and takes on more

responsibility. Promotion has an impact on employees' actions and motivates them to make good
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use of their skills in order to advance (Allen & Helms, 2014). Promotion has a favorable impact
on employee performance; it also rewards good conduct. However, offering the greatest positions
to outsiders can lower work motivation, which in turn can result in poor performance and worse

morale when striving toward those better jobs (Seward, 2019).

Rinny, Purba, and Handiman (2020) investigated the relationship between career promotions in
Indonesia and the performance of Mercubuana University personnel. University employees made
up the study's population, and quantitative questionnaires were used. However, convenience
sampling was used to determine the sample size. The study found that job promotions had a

substantial influence on employee performance and work satisfaction.

Christina (2014) evaluated how Tanzanian City Council employees' performance was impacted by
job promotions. The exploratory study design was used by the investigator. Additionally, the study
found that City Council employees' performance is greatly impacted by job promotions. The
findings also showed that employee productivity, efficiency, and interpersonal relationships all
increased with job advancement. The results also shown that job promotions had a beneficial effect
on the performance of county council workers individually. The results also indicated that even
while staff members were aware of the promotion procedure, further education was required.
Furthermore, because promotions increase motivation, performance, and connections while
simultaneously raising remuneration, the results demonstrated that they have an effect on both
individual and organizational performance. The findings also showed that leniency with promotion
policies has a detrimental impact on work relationships and organizational and employee

performance.

Numerous academics expressed the view that there was a direct and positive relationship between
work satisfaction and promotion prospects, and that job performance and satisfaction were closely
connected with these opportunities. Employees believed that the positive relationship between job
satisfaction and promotions was fair. Promotion was a major feature of an employee's career that
had an impact on other areas of their work experience. They were composed of a crucial aspect of
labor mobility pertaining to employees, usually including significant income increases (Johnston

& Wang, 2013).

Tadesse (2017) investigated the connection between work satisfaction at Dashen Bank S.C. and

employee promotion practices. The study's population consisted of 330 employees, and it used an
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explanatory research methodology. The sample size was chosen using both convenience and
random sampling techniques. The results demonstrated that promotion expectations and processes

had a substantial influence on employee performance and work satisfaction.

In his research on work performance and promotions, Seruyange (2009) focused on the Ugandan
police force and found that promotions were a significant motivator for job performance.
Seruyange (2009) agrees with several academics that promotions are sufficient to influence
excellent performance. The results of the study showed that personnel retention was a constant
issue, particularly for senior police officers. Poor working conditions and a lack of job satisfaction
were the primary issues brought up in the study. According to Laurence et al. (1969), the study
also showed that enthusiastic employees are promoted to positions that demonstrate their

incapacity to execute.

Rupia et al. (2012) looked at how promotions affected employee performance and found a positive,
statistically significant correlation between the two. According to the study's findings, workers feel
more satisfied with their jobs and see themselves as important members of the company (Rupia,
Musa, Nandi & Odera, 2012). Promotions have the potential to greatly increase an employee's

income as well as their degree of authority and responsibility (Naveed et al., 2011).

A person who is unhappy with his present working environment is more likely to quit his current
company if he believes that a promotion will make him happier, according to Johnston (2013).
However, a person devotes a lot of time to a firm when he is confident that he will be given
opportunities for advancement. Additionally, those who believed they may get promoted within
the next two years were more likely to stay with the same employer (Johnston, 2013). The present
study will concentrate on how promotion affects job performance in secondary schools, as most

previous research did not take secondary schools into account.

Dar, Bashir, Ghazanfar, and Abrar (2014) conducted a research with employees of Islamic banks
in Pakistan and discovered a link between improved performance and the establishment of career
paths that lead to advancement. Hailesilasie's 2009 study, which involved employees from
Ethiopian governmental organizations, revealed that promotions had a positive and noteworthy

effect on workers' performance.
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According to Bedfast (2004), promotions serve as a means of rewarding staff members as well as
a means of placing them in roles that allow them to reach their full potential and take on greater
challenges. This sums up what it means for a promotion to be advantageous to both the company
and the person. Chin et al. (2016) emphasize that there are four typical strategies that are employed

for promotion in this way.

e Merit-based system; employees must meet predetermined goals in order to be promoted.

e The seniority-based system, which bases promotions on work experience inside the
company;

e The up-or-out system, which is mostly used in the military or police forces.

e The random promotion system, which chooses any employee at random to be promoted

without taking into account any other factors.

According to Tassema & Soeters (2006), there is a correlation between employee perception of
performance and promotion methods. To help their staff grow, several firms adopt promotion
strategies (Truss, 2001). For instance, financially sound firms understand how to manage people
by moving them to new roles with better pay, benefits, and advancements from their prior low
post. Clark (1996) used dummy variables to determine if the respondent thought she had
opportunities for promotion as an explanatory variable in another study utilizing data from British
households. This variable resembled the promotion variable used in this study quite a bit. The

study did not, however, examine how actual promotions affect work performance.

Khan, Nawaz, Aleem, and Hamed (2012) discovered that factors like promotion had an impact on
job satisfaction and performance utilizing data gathered from medical institutes in Punjab,
Pakistan. In a related study, Muchhal (2014) found that employee job performance and promotion
procedures were connected. The study involved workers in an industrial setting in India. This

supports the notion that teacher job performance and promotion are positively correlated.

Oduma and Were (2014) found that promotions that gave preference to current employees
increased morale and productivity among Kenyatta University staff. Using workers from the
Nigerian banking sector, Osibanjo, Oyewunmi, and Ojo (2014) demonstrated that career
development in terms of experience and promotion had a beneficial impact on organizational

growth.
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According to Edward (2000), it is difficult to characterize employee performance on its own
without further elucidating the contributing elements. In any case, motivation is essential for
workers' success in all areas. For example, there are both non-financial and financial motivation
elements. One of the non-monetary motivators is promotion. It entails transferring a worker from
a lower-status job to a higher-status post with additional perks, such as increased authority and
higher pay (Edward, 2000). Furthermore, internal promotions within an organization become a
significant motivating factor because they are used as a reward for job performance and clearly
provide an upward economic and psychological status for the employee in addition to improving
job performance (Herzberg, 1986; Sheridan, 1997). Employees are anticipated to perform better
on the work and be more satisfied with their jobs if they have a greater probability of getting
promoted (Parfait & Veum, 1989).

According to Yasmeen, Farooq, and Asghar (2013), organizational performance was significantly
impacted by job promotions. According to Christiane, Robert Susanne, and Arjan (2011), US
organizations monitor every career advancement opportunity to encourage employees to work to
the best of their abilities, which enhances organizational performance as a whole. According to
Saud, Tulus, Asri, Riani, Sri, and Mugi (2017), job promotion procedures are crucial for fostering
affective employee participation and overall performance. Job promotions, according to Musenze,
Mayendesifuna, Buteeme, and Lubega (2013), enhance employee performance in Uganda. Ndede

(2014) discovered that employee performance was impacted by job promotions in Kenya.
2.5 Summary of Literature

Notably, a great deal of research has been done on the connection between work performance and
human resource development. These studies mostly concentrate on how training and development
affects employee work performance, how performance evaluations affect employee job

performance, and how promotions affect employee job performance. performance.

Several academics have provided varying definitions of performance evaluation based on the
examined literature. Nonetheless, they reach the same conclusion, which entails routine evaluation
of personal results, which are often compared to predetermined standards or goals. Performance
reviews are said to offer several benefits, such as encouraging employees, spotting potential and

preparing for succession, encouraging manager-subordinate communication, and formally
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evaluating subpar work, among other things. Although there has been a lot of study on employee
performance evaluations, it is crucial to remember that the majority of these studies were
conducted in specialized agencies rather than secondary schools, notably in the Sheema area. The
study there found gaps which were both content and geographical in nature. Therefore, by
examining the impact of human resource development on the work performance of teaching staff

in a subset of secondary schools in the Sheema district, the current study filled in the gaps.

Regarding training and development, the studied literature demonstrates that various writers have
varied but related definitions of the term. They all, however, suggest that training and development
entails the acquisition of new abilities, knowledge, concepts, or mindsets that result in improved
performance. It is also wise to remember that the majority of the research conducted under this
part was conducted outside of Uganda, at various postsecondary educational institutions, but not
in secondary schools. By restricting itself to a few secondary schools, the study bridged the

geographical and content gaps.

Last but not least, different academics have defined promotion in a variety of ways, and several
studies have shown the connection between work performance and promotion. However, because
the majority of the research were conducted outside of Uganda, the majority of the literature
exhibited geographical gaps. Therefore, by offering helpful information on the connection between

teaching staff job performance and promotions, the current study closed the gap.

Generally, most existing studies focus on individual HRD components such as performance
appraisal, training, or promotion in isolation, without examining how these elements interact
holistically to influence job performance, particularly in school settings. This limit understanding

of the synergistic effects that a comprehensive HRD strategy may have on teacher effectiveness.

Lastly, teacher perceptions regarding the fairness, relevance, and effectiveness of HRD strategies
remain largely underexplored. These subjective experiences are critical, as they directly influence
motivation, commitment, and ultimately, performance in the classroom. Addressing these gaps is
essential to designing HRD strategies that are both contextually relevant and impactful in

improving educational outcomes.
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CHAPTER THREE
METHODOLOGY

3.0 Introduction

The study approach is discussed in this chapter. It explains and provides examples of the methods
the researcher employed to gather information and look into the subject of the study. These
comprised data gathering methods, data collection tools, sampling processes and methodologies,
sample size and selection, and the research population. A number of data processing methods, as

well as the devices' validity and reliability tests, are covered in this chapter.

3.1 Research Design

The study used a cross-sectional survey design, and both qualitative and quantitative methods were
used to collect and evaluate data. The design was chosen since it only allows for one attempt at
data capture throughout the data collection time. Additionally, it makes it possible for the
researcher to obtain information from a representative sample of respondents who are typical of
the total population. This made it possible to draw conclusions about the characteristics of the full
population from the sample data (Nesbary, 2000). The research study was also found to be a

suitable fit for cross-sectional surveys since they are quick and affordable to perform.

3.2 Study Population

According to Hair & Bush (2006), the target population is the specific set of individuals or objects
that help the researcher collect the data required for the study. There were 150 participants in the
study, who were divided into the following groups: teaching personnel, administrators (mostly

head teachers), directors of studies, and school inspectors.
3.3 Sample Size and Sampling Techniques
3.3.1 Sample Size

The study used a sample size of 100 respondents and these were selected from 150 as the total
population size. The formula developed by Taro Yamane (Yamane, Taro 1967) was used to

determine this.
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N

Hence, Sn=———
" 1+ N (6)2

Where Sn = required sample size
N = Population size
e = Estimation error =5% (Ideal).

Therefore;

Sn = 150/1+100 (0.0025)
Sn = 150/1+0.5
Sn=150/1.5

Sn =100

Summary of Sample size and sampling techniques

Category Target population Sample size Sampling technique
Teaching staff 124 94 Simple random sampling
Administrative staff 05 05 Purposive sampling
Inspector of Schools 01 01 Purposive sampling
Total 150 100

3.3.2 Sampling techniques

Gay (2000) claims that sampling is the process of selecting a portion of the examples in order to
draw conclusions about the population. 100 people that were randomly chosen from a target group
of 150 people made up the study's sample size. Because it allowed all members of the teaching
staff an equal opportunity to participate in the study, the researcher used the purposive sampling

technique to collect data from school administrators and inspectors.
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3.4. Data collection methods
3.4.1 Questionnaire survey method

The Questionnaire Survey method of gathering data comprises distributing a questionnaire to those
impacted and requesting them to fill it out and return it (Ranjitkumar, 2012). Because they allowed
respondents to answer all of the questions and raised their level of competence, closed-ended
questionnaires were used to collect data for this study. Data from the teaching staff was gathered
using this technique. Respondents were required to self-administer the surveys. This approach was
chosen since it is less expensive, particularly in areas with a sizable and dispersed population. This

approach allowed responders enough time to provide thoughtful responses.

3.4.2 Interview method

By asking them questions on the study's subject, the researcher engages with the respondents via
this data collection technique (Burns, 1997). The interviewer and the subject had to speak face-to-
face while the interviewer asked questions and the subject gave suitable answers. Key informants,
who were secondary school administrators and school inspectors, were interviewed one-on-one by
the researcher. Based on their contributions to the education sector, these respondents were chosen
for key informant interviews. The interview guide, which was essential to the success of the
interview, was developed based on the research questions. The interview approach was used

because it enabled the researcher to obtain data straight from the source.

3.5.0 Data Collection Instruments

In order to get primary data from the field, the researcher employed two tools for data collection:
a questionnaire and an interview guide.

3.5.1 Questionnaire

Analyzing and assessing the data was made easier by closed-ended questions. Following the
creation of the questionnaire, researchers tested it on a small sample of people to determine its
acceptability and ability to be understood. It was used because it would expedite, simplify, and
increase the cost-effectiveness of data collection, as well as because the researcher could obtain

information from a huge number of respondents.
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3.5.2 Interview Guide

Burns (1997) claims that in order to build rapport between the interviewers and the respondents,
this technique included probing in addition to asking pre-planned questions. This entailed asking
the respondents about topics that the questionnaire did not cover. For a thorough data gathering

approach, our tool included both structured and unstructured questions.

3.6 Data Quality Control
3.6.1 Validity

According to Borg and Gall (2013), validity is the extent to which a research appropriately captures
the particular idea that the pertinent data supports in the interview guide and questionnaire
responses. In order to get valid findings, the data collecting instruments were carefully examined
to make sure they matched the variables in the research. Put otherwise, the instruments measured
what they were supposed to measure, as Amin (2005) makes evident. The validity of the

instruments was determined using Amin's (2005) method.
CVI=n/N

where CVI= content validity index, n= number of items rated "essential", N= total number of
items. The If the CVIis 0.7 and above as according to Amin (2005), the instruments is considered

valid and vice versa.

Table 3.1: Showing validity of instruments

Research instruments | Total number of items | Number of Content
in the instruments instruments rated as | validity index
valid
Questionnaire 23 20 .869
Interview guide 17 14 .823

Table 3.2 shows that content validity for the questionnaire was 0.869 and that of interview guide
was 0.823. Since the content validity index of the instruments was above 0.7 as recommended by

Amin (2005), it was concluded that the instruments used in this study were valid.
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3.6.2 Reliability

According to Mugabe (2014), reliability refers to the accuracy of the actual measuring instrument

to produce the same results.

Cronbach's alpha is among the most important dependability estimates. It measures how
consistently the components of the instrument represent the same underlying structures and how
internally consistent the instrument is. This allowed the researcher to ensure that the data collected
from the questionnaires were consistent and dependable. The reliability of the instruments was
evaluated using Cronbach's alpha, a measure of internal consistency that shows how closely related

a group of items are overall..

( }r _ J'I\('Ir * tr_.
f‘{‘(\rr — 1)(_'

Here, N is the number of items, v-bar is the average variance, and c-bar is the average inter-item

covariance between the items. According to Mugabe (2014), an instrument is deemed dependable

if its Cronbach's alpha is 0.7 or higher, and vice versa.

Table 3.2: Cronbach Alfa Results

Alpha | Variables No of item

732 The influence of performance appraisals on job performance of 8
teaching staff
851 The effect of T and D on job performance 9

780 The effect of promotions on job performance of teaching staff 6
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Performance assessments' Cronbach alpha was 0.732, indicating consistency and the fact that the
instrument measured the intended concepts. At 0.851, the Cronbach alpha for training and
development was likewise deemed appropriate. Likewise, the promotion results were 0.780, which
was higher than 0.7. According to Amin (2005), the minimum Cronbach alpha needed to declare
an instrument reliable is 0.7, and the results demonstrated that the instruments had a high degree

of reliability with all Cronbach's alphas for all items more than 0.7.
3.7 Ethical procedures

Several ethical factors were taken into account by the researcher, including: The researcher
received an introductory letter from the university. Before the researcher gathered data, permission

was requested and acquired from the appropriate authorities of several agencies.

Second, the researcher obtained the respondents' consent for the interviews throughout the study,
and an agreement was made if they felt uncomfortable being cited or having their voices recorded.
For instance, this research employed terms like "the staff" instead of mentioning the names of the

organization's employees.

Relative caution was exercised throughout the investigation to ensure that participants gave their
information willingly and with consent. In this instance, the researcher gave the respondents an

explanation of the study's goals and objectives..
3.8 The processing of data and its analysis

This is the process of bringing order, structure, and meaning to the data that was collected from

the field.
3.8.1 Analysis of quantitative data

Following collection, the data was cleaned and coded. Data was examined for errors and omissions
during the editing process, and when feasible and suitable, they were corrected. Prior to being
input into the computer, the data was first sorted and classified, and each item was assigned a
number. When the data was entered into the SPSS program, the computer-generated quantitative

results, such as means, standard deviations, frequencies, and percentages. Following validity and
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reliability testing, quantitative data were evaluated using inferential statistics software, and the

findings were shown as tables, pie charts, graphs, and percentages.

3.8.2 Analysis of qualitative data

To fully grasp the phenomenon's significant qualities, qualitative data obtained from interviews
were gathered and grouped into concepts and themes. This supplemented the data collected
through the survey. The results from the researcher's interview guide were used to test the
qualitative findings. The data was examined to determine its dependability and correctness.
Following a critical analysis, the responses from the participants were documented and presented

in accordance with the questions posed by the researcher.

3.8.3 Data Presentation

Gamson (2007) states that there are two methods for presenting and analyzing data: qualitative
and numerical. The field data was carefully edited and arranged according to its quality,
consistency, completeness, and clarity. Simple descriptive statistics including frequencies,
percentages, averages, and standard deviation were generated and shown in tables, pie charts, and

graphs.

3.9 Limitations and delimitations to the study

Some respondents may be unwilling to provide information due to their uncooperative conduct.
The researcher in this study was constrained by this. The researcher countered this, though, by
telling the participants that the study was only meant for academic purposes. By presenting them

with the university letter allowing him to do the study where necessary, this was verified.

Unrelated issues, such as the respondents' dishonesty, some of them were hesitant to speak the
truth, also limited the researcher. This was minimized by the researcher, who encouraged
respondents to be truthful because the results of the study, if published, may help them comprehend

the shortcomings in staff development practices and how they impact job performance.

The researcher anticipated the limitation of inadequate financial resources to conduct this study
especially data collection. The researcher however overcame this by working within the available

resources to make sure that this project came to completion.
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CHAPTER FOUR
DATA PRESENTATION, ANALYSIS AND INTERPRETATION OF FINDINGS

4.0 Introduction

Research findings are presented, analyzed, and interpreted in this chapter. In particular, gender,
age, marital status, education level, school-related responsibilities, and time spent in school are
highlighted in the first section of the biographical profile. The last portion displays the distribution
of a single variable while also creating relationships between the study's carefully chosen variables

in order to comprehend their relationships.

4.1 Rate of response

Data on the impact of human resource development on the work performance of teaching staff in
a subset of secondary schools was to be gathered from respondents in the Sheema district. Table

4.1 displays the replies that were elicited.

Table 4.1: Response rate

Population Category Sample size Response rate Percentage
Teaching staff 94 94 100%
Administrative staff 05 05 100%
Inspector of Schools 01 01 100%
Total 100 100 100%

All of the targeted sample categories took part in the study, as indicated in Table 4.1, meaning that

the overall response rate was 100%.
4.2 Demographic characteristics of the respondents

Gender, age, marital status, education level, school-related responsibilities, and time spent in
school were among the respondents' background data in this study. In order to determine if the
sample characteristics were comparable to those of the target population from which the sample
was drawn, the respondents' background information was gathered. In order to create an educated
view on the research findings, this data also sought to relate the variance of the major study

findings with sample characteristics.
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4.2.1 Gender of the respondents

In order to determine if the sample was properly picked from the intended demographic, the

study took the respondents' gender into account. The answers are shown in Figure 4.1.

Figure 4.1: Showing the Gender distribution of the respondents

Gender of the respondents

H Males

H Females

Source: Filed data 2022

Figure 4.1 shows that male respondents participated more than female respondents (59% Vs 41%
respectively). However, it is important to note that both categories in terms of sex were utilized in
the sample. Therefore, it can be said that a representative sample of the population was chosen for

the study. Additionally, we observe that men held more positions of responsibility than women.
4.2.2 Respondents' age

Another biographical feature of the respondents that was taken into account in this study was age.
It was taken into consideration to determine if the age distribution of the sample was representative

of the population. Figure 4.2 presents the results.
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Figure 4.2: Age distribution of respondents

Age blacket of the respondents
40.00%
35.00%
30.00%
25.00%
20.00%
15.00%
10.00%

5 00% .
0.00%
25to0 35 36to 44 45to 55 56 & above

Source: Field data 2022
According to Figure 4.2, the youngest age group was 56 and older, with 34.10% of the respondents
falling between the ages of 36 and 44. This implies that, in accordance with the Ugandan
constitution, the majority of respondents were mature citizens. The sample was representative of
the population since it comprised all of the age groups that were present, even if the age distribution

varied.

2.4.3 Status of Respondents' Marriages

In this survey, the respondents' marital status was also taken into account. The findings are
shown in Figure 4.3.

Figure 4.3: Showing Marital Status of the Respondents

Marital Status of the respondents

H Single
B Married
m Divorced

Widowed

33



Source: Field data 2022

Figure 4.3 shows that majority of the respondents 48% were married whereas the least 6% were
divorced. The findings portray a good picture since majority had family responsibilities. However,
the sample was well selected since every category of marital status was fairly represented in the

study.

4.2.4 Respondents' level of education

Since education demonstrates knowledge of the issue being studied, it is a crucial personal

quality. The findings are shown in Figure 4.4.

Figure 4.4: Showing the education level of respondents

Education level of the respondents

M Bachelors
M Diploma

M Post graduate

Source: Field data 2022
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The results of the study showed that every responder had some degree of education. According to
the above data, the majority of respondents had degrees, while the fewest obtained postgraduate
training. Nonetheless, because they were all educated, the respondents all understood the issue

being studied.

4.2.6 Time spent in the school

In order to determine the degree of awareness of the issue being studied, this was also taken into
consideration in this study. In Figure 4.5, elicited answers are displayed.

Figure 4.5: Showing time spent in the school

Time spent in the School

60%
50%
40%
30%
20%

10%

5-10 years 11-16 years 17-22 years 23 & above

0%

Source: Field data 2022

The majority of respondents (66%) had attended a certain school for fewer than five years,
according to the results shown in Figure 4.6. This may be explained by the fact that student

leaders made up the bulk of responders.

4.3.1 Results on the influence of performance appraisal on teachers’ job performance

Respondents were asked to share their opinions on how performance reviews affect the work
performance of teachers in certain secondary schools. A five-point Likert scale was used to ask
respondents if they strongly agree (SA), agree (A), disagree (D), are undecided (UD), or strongly
disagree (SD).
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The percentages, mean, and standard deviation were used in the analysis. Respondents are said to
be in agreement if the mean is more than 3, unsure if the mean is less than 3, and in disagreement
if the mean is less than 3. When the standard deviation (Std) is near 1, it indicates agreement; when

it is near zero, it indicates respondents' disagreement.

Strongly disagree and disagree to mean disagree and strongly agree and agree to mean agree were

further categorized in the analysis. Table 4.2 displays the replies that were elicited.

Table 4.2: The influence of performance appraisal on teachers’ job performance.

SA A UD D SD M
Elements on performance appraisal on can | Sta
teachers’ job performance Dev
5 4 3 2 1
Helps to measure and evaluate staff 4 30 00 14 08 18] 20
achievements over a defined period of time 48%) (30%)  (0.0%)  (14%)  (8%) ’ ’
Performance appraisal is used to determine staff 0 0 03
effect}ver}ess and formal contribution to the ;5 60 Q%) (10%) (%) 3.88 86
organization (25%)  (60%)
Performance appraisal systems can be used to 33 44 04 10 04
. o o o 3.68 .76
motivate employees (38%) (44%)  (4%)  (10%)  (4%)
It provides a good opportunity to formally 1 o7
acknqwlgdge staff gch}evements and o4 30 05 G2 (%) ! .65
contributions to the organization 26%)  (30%)  (5%)
It forms a basis for recognizing and rewarding 55 36 00 03 05 410 94
staff (55%) (36%)  (0.0%) (%)  (5%) ' '
Provides managers and supervisors with a 30 0 20 04
useful framework for evaluating staff 44 G0%) (%) (20%)  (4%) 3.83 .83
performance. (44%)
It helps to monitor the staff performance 58 30 04 06 02 4.04 90
(58%)  (30%)  (4%)  (6%)  (2%) : :
Helps in increasing understanding of strategic 34 24 10 27 03 3.60 64
aims and own role in organization success (36%)  (24%) (10%) (@27%)  (3%) ] ]

Source: Primary data, 2022

According to Table 4.2, every respondent agreed with the assertions that were presented to them.
This can be explained by the fact that their replies' averages were more than three and their standard
deviations were around one. The following provides additional explanations of the respondents'

responses:

According to the study's conclusions, performance reviews are essential for monitoring and

evaluating workers' achievements throughout a specified time frame. An explanation for this is
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given in 78% of the comments. The results present a favorable picture of how secondary schools
should assess their employees to improve job performance. This implies that since performance
reviews are the basis for analyzing and evaluating staff achievements, they must be carried out in

all secondary schools immediately.

The majority of respondents concur, according to the results in Table 4.2, that performance reviews
are used to evaluate employees' formal contributions to the company and effectiveness. Eighty-
five percent of all responders fit this description. The results suggest that performance reviews
have a significant role in assessing employees' efficacy and contributions. This human resource
development approach should thus be used by other secondary schools that do not already evaluate
their employees.
Consistent with the aforementioned, research also showed that performance reviews serve as a
valuable instrument for employee motivation. Eighty-two percent of the respondents who took part
in this survey agreed. Similar findings were reported by one of the key informants during the key
informant interviews, who was cited as saying:
“...we do appraise and evaluate our staff- How do you work without evaluating you employees?
Appraisals are very useful to us. Obviously, you cannot know someone’s contribution without
evaluating him. We conduct formal appraisals and in case there is a problem, we discuss with
the party concerned. The staff feel very motivated because we help them to know their strength
and their weaknesses too...” (Interview October, 2022)
The findings from the survey questionnaire and key informants’ interview all arrive at a conclusion
that appraisals act as motivating tool for staff, and this could be important as far as teacher’s job
performance is concerned.

Employee recognition and rewards are also based on performance reviews. The majority of
respondents who agreed with statements presented to them demonstrated this. Their means were

higher than three, and their standard deviation was around one, which explains this. The
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researcher proceeded to interview important responders in-depth. In light of this, one of the

primary sources was cited as saying:

“...performance appraisals help managers to appreciate staff achievements and contributions to
the organization, and form a basis for rewarding staff. Most of our rewards, like promotions, are
based on how one has been performing over time, and it can be known if someone’s performance

has been monitored over time...” (Interview, October 2022). Another key informant had this to

say;

“...in case there is a problem with an individual's performance, like absenteeism, alcoholism,
and reporting late for work, we caution the staff and ask him to improve. In case dialogue fails,
then we take other managerial decisions based on the previous evaluations and records. We

cannot, therefore, work without evaluating our staff...” (Interview October 2022).

It is crucial to note that data from both the questionnaire survey and the interviews with the key
informants all point to the fact that some secondary schools conduct staff performance appraisals

as a means of gauging an employee's value to the organization and of rewarding staff.

4.3.2 Hypothesis testing, performance appraisal, and teachers' job performance

The study statistically examined whether or not performance appraisal has a positive and

significant effect on teachers’ job performance. This was done as follows;

(Ho)Performance appraisal has no positive and significant effect on teachers’ job

performance in secondary schools.

(H1): Performance appraisal has a positive and significant effect on teachers’ job performance in

secondary schools.

Statistical Technique: The hypothesis was tested using the Pearson product-moment correlation

coefficient. The elicited responses are presented in Table 4.3.

Table 4.3: The Pairwise Correlation results between Performance appraisal and Teacher’s
job performance

Performance Teacher’s job
appraisal performance
Performance appraisal Pearson Correlation 1 781
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N 100
Teacher’s iob Pearson Correlation 781% 1
eacher’s jo . ]
Performance Sig. (2-tailed) 000
N 100 100

*, Correlation is significant at the 0.05 level (2-tailed).
Source: Primary data, 2022

Performance evaluations and teachers' work performance have a high positive significant link
(r=.781**, p<.005), according to the results of the pairwise correlation matrix (Table 4.3). This
indicates that teachers' work performance improves when performance reviews are conducted
honestly and with good intentions. Therefore, the study disproves the null hypothesis and supports
the alternative, which states that performance reviews significantly and favorably affect secondary

school teachers' work performance.

4.4.1 Findings on the effect of staff training and development on teacher’s job performance

Respondents were asked to provide their opinions on how staff performance is affected by training
and development. A five-point Likert scale was used to ask respondents if they strongly agree

(SA), agree (A), disagree (D), are undecided (UD), or strongly disagree (SD).

The percentages, mean, and standard deviation were used in the analysis. Respondents agree when
the mean is greater than 3, are undecided when the mean is less than 3, and disagree when the
mean is less than 3. When the standard deviation (Std) is near 1, it indicates agreement; when it is

near zero, it indicates respondents' disagreement.

Strongly disagree and disagree to mean disagree, and strongly agree and agree to signify agree

were further categorized in the analysis. Table 4.4 displays the replies that were elicited.
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Table 4.4: Findings on the role of staff training and development towards teacher’s job

performance
Mean | Std
SA A UD D SD
Items Dev
5 4 3 2 1
Training helps in saving time 60 26 02 10 02 3.99 36
(60%) (26%) (2%) (10%)  (2%)
Training teaches employees how to perform 42 52 0 08 06 401 93
current and future iobs more effectivelv (42%)  (52%)  (0.0%) (8%)  (6%) '
Training can improve a company's financial 38 30 04 26 10 373 76
standing (38%)  (30%) (4%)  (26%) (10%) '
It can help solve performance problems by 33 50 02 18 21 3.9 84
explaining the details of the job (33%)  (50%)  (2%)  (18%) (21%) ™ '
Training can also enhance morale on the job 35 20 03 37 14 3.04 5
and loyalty to the company (35%)  (20%)  (3%)  (37%) (14%) T '
Training helps to overcome the turnover 62 30 0 10 06 4.04 91
Costs (62%) (30%) (0.0%) (10%) (6%) ' ’
Training helps to increase ability to employ
. . . 22 28 02 30 26
new technologies and keeping up to date with 22%)  (28%) (%)  (30%)  (26%) 3.01 .50
technology
Training help to increase safety thereby 32 44 06 14 12 3.68 -
decreasing work-related injury (32%)  (44%)  (6%)  (14%) (12%) '
Training also helps to decrease need for 40 54 0 04 02 401 93
supervision (40%)  (54%)  (0.0%) (4%)  (2%) ' '

Source: Primary data, 2022

According to Table 4.4, every respondent agreed with the claims made to them regarding the
connection between teacher job performance and training and development. Their means, which

were higher than three, and standard deviations, which were around one, demonstrate this. Below

is a more detailed description of the respondents' responses:

According to the study's findings, 86% of the respondents agreed with the assertions made to them

that training saves time. This suggests that training increases worker effectiveness, which

contributes to time savings.

The findings in Table 4.4 also show that training and development improves employees' capacity
to use new technologies, stay current in the present technological period, and educate them how

to do their jobs better now and in the future. Ninety-four percent of the respondents agreed. The

results also support the opinions of the key informants, as one of the key respondents stated:
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“...we have a number of trainings we give to our staff. For instance, we have had computer
literacy trainings for our employees. Also, when they curriculum was changed, our
administrators especially the directors of studied, deputy head teachers and the staff in charge of
co-curricular activities had to attend a number of trainings. With the dynamic world, we have

also learnt to operate appropriately...” (Interview, October 2022)
Another key informant added;

“During lock down, we faced a very big challenge. Our students did not know any thing about
online learning neither did out staff know online teaching. We had to improvise and come up
with some training. We were also conducting our staff meetings online and this kept us moving
forward despite the hindrances... (Interview, October 2022)

Both the findings from key informants’ interview and survey questionnaire implies that training
and development is critical as far as improving teacher’s job performance is concerned. This
encourages institutions that have not yet invested in staff training and development to start doing

so since it keeps them informed about current and anticipated trends.

In terms of resolving performance issues, training and development aid in clarifying the specifics
of the work. The majority of responders who gave their approval to the statement agreed with
this. Eighty-three percent of all replies represented this. This suggests that since orientation and
training allow workers to get familiar with the specifics of their professions, they should be

provided before they start working.

In addition to the aforementioned, the study's findings showed that training and development
contributes to lowering the expenses associated with staff turnover. Their mean value, which is
higher than 3, and standard deviation, which is around 1, support this. This indicates that T&D
helps to reduce the expenses associated with hiring new staff by providing them with new

abilities.

The study's findings show that training and development contribute to safety, which in turn reduces
work-related injuries. Seventy-six percent of all respondents agreed with this. This suggests that
workers must constantly get training, particularly for occupations like laboratory work that involve

potential harm. To determine the impact of training and development on secondary school teachers'
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work performance, the researcher proceeded to interview key informants. According to one of the

major informants,

“...Obviously training and development is very essential for staff and it improves performance.
Sometimes staff need to learn new things and it can only happen trough training like seminars
and workshops... (Interview, October 2022)

Training and development are essential for enhancing teachers' work performance, according to
the results of the questionnaire survey and the interviews with key informants. In order to verify
the connection between teacher job performance and training and development, the researcher

proceeded to test the hypothesis. This was carried out in this manner.

4.4.2 Hypothesis testing training & development and teachers job performance

The study used statistical analysis to determine whether or not T&D significantly and favorably

affects teachers' work performance. This was carried out in this manner:

(Ho): Secondary school teachers' work performance is not positively and significantly impacted

by training and development.

(H1): Secondary school teachers' job performance is positively and significantly impacted by

training and development.

Method of Statistics: The Pearson product-moment correlation coefficient was used to evaluate

the hypothesis. Table 4.5 displays the replies that were elicited.

Table 4.5: The Pairwise Correlation results between Training and development and
Teacher’s job performance

Training and Teacher’s job
Development
performance
Traini d Pearson Correlation 1 563"
raining an . )
Development Sig. (2-tailed) .000
N 100
Teacher’s iob Pearson Correlation 563" 1
eacher’s jo . ;
Performance Sig. (2-tailed) .000
N 100 100
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*, Correlation is significant at the 0.05 level (2-tailed).
Source: Primary data, 2022

Professional development and teacher job performance are significantly positively correlated,
according to the pairwise correlation matrix data (Table 4.5) (r=.563**, p.005). This indicates that
teachers' work performance improves as a result of training and growth. Accordingly, the study
disproves the null hypothesis and backs the alternative, which holds that secondary school teachers'

work performance is positively and significantly impacted by training and development.

4.5.1 Association between promotion and job performance of teachers

Respondents were asked to provide their thoughts on the relationship between promotion and job
performance for teachers. A five-point Likert scale was used to ask respondents if they strongly

disagree (SD), disagree (D), agree (A), disagree (SA), or are undecided (UD).

The percentages, mean, and standard deviation were used in the analysis. Respondents agree when
the mean is greater than 3, are undecided when the mean is less than 3, and disagree when the
mean is less than 3. When the standard deviation (Std) is near 1, it indicates agreement; when it is

near zero, it indicates respondents' disagreement.

Strongly disagree and disagree to mean disagree, and strongly agree and agree to signify agree

were further categorized in the analysis. Table 4.6 displays the replies that were elicited.

Table 4.6: Showing the relationship between Promotion and job performance of teachers

SA A Ub D SD Mean Standard
Item Deviation
5 4 3 2 1
Promotion increases job 60 26 0 10 04 4.08 %8
satisfaction (60%)  (26%) (0.0) (10%)  (4%) ' '
Promotion enhances morale of s, 40 0 05 03 4o 0
employees (50%) (40%) (0.0)  (5%) (3%) :
Promotion increases efficiency of 48 30 04 16 02 3.08 7
employees (48%)  (30%) (4%) (16%)  (2%) ' ’
Employees feel that they are
effective and this increases their o 36 06 18 o7 3.59 68
. (33%) (36%) (6%)  (18%) (7%) : :
job performance
It also enhances morale on the job 55 38 0 3 4 4.04 g7
and loyalty to the company (55%) (38%) (0.0%) (3%)  (4%) ' '
It helps to overcome the turnover 62 30 0 2 6 4.44 9
Costs (62%) (30%) (0.0%) (2%)  (6%) ' '
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Source: Primary data, 2022

According to Table 4.6, every respondent agreed with the claims made about the connection
between teacher job performance and promotion. Their averages were above 3, and their
standard deviations were near 1, which provides proof of this. The responses of the respondents

are given in more detail below.

Findings of the study portray that the majority of the respondents (86%) agreed with the statements
put to them that promotion increases job satisfaction. This implies that secondary schools need to
ensure that the staff who perform well are promoted, since it increases their satisfaction, which is

key to improving performance.

The study's findings also demonstrate that the majority of respondents agreed with the claim that
promotions boost staff morale. The findings are in line with those of the key informants. Regarding

staff morale and job satisfaction, one of the key respondents mentioned the following:

...in our school, promotions are done in different ways. We have vertical promotions and
horizontal promotions. For instance, in vertical promotions, some teachers have been promoted
to administrative positions. This has increased their satisfaction and improved their morale. It has
enabled many of them to improve their performance. However, promotions are based on one’s

performance, qualifications and hard work... (Interview, October 2022).

The findings from the key informants’ interview and survey questionnaire all portray a good
picture that there is the existence of promotions among secondary schools, and that it has helped

to increase satisfaction and morale among teachers who are always promoted.

The study's findings also showed that promotions lower labor turnover costs and boost employee
loyalty. This is evidenced by their means of above 3 and their standard deviations of close to
one. This suggests that human resource development has a significant impact on teachers' job
effectiveness. After conducting key informant interviews, the researcher received the following

response from one of the key informants:

...when you promote your staff, you increase his or her loyalty to the organisation.
They feel that they are part and partial of the organisation and that their efforts are appreciated.
This also relieves you of the costs you would incur to recruit other people. Besides, you benefit

twice because they also continue doing their former jobs of teaching... (Interview, October 2022)

44



The findings from the questionnaire survey are in line with those from the key informants’
interview and they all arrive the fact that promotions increase employee loyalty and reduces the
labour turnover related costs.

4.5.2 Hypothesis testing promotion & teachers job performance

The study used statistical analysis to determine whether or not teacher job performance is
significantly improved by promotions. This was carried out in this manner:

(Ho): Secondary school teachers' job performance is not positively and significantly impacted by
promotions.

(H1): Teachers' work performance in secondary schools is positively and significantly impacted
by promotions.

Method of Statistics: The Pearson product-moment correlation coefficient was used to evaluate

the hypothesis. Table 4.7 displays the replies that were elicited.

Table 4.7: The Pairwise Correlation results between Promotion and Teacher’s job
erformance

Promotion Teacher’s job
Performance
Pearson Correlation 1 6107
Promotion Sig. (2-tailed) .000
N 100
her’s iob Pearson Correlation 6107 1
ggff‘; o1 JO Sig. (2-tailed) 000
N 100 100

*, Correlation is significant at the 0.05 level (2-tailed).
Source: Primary data, 2022

Promotion and instructors' work performance have a favorable and substantial link (r=.610%*,
p<.005), according to the results of the pairwise correlation matrix (Table 4.7). This indicates that
teachers' work performance is positively impacted by promotions. Thus, the study rejects the null
hypothesis and affirms the alternative, according to which secondary school teachers' work

performance is positively and significantly impacted by promotions.
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4.6.1 Findings about the indicators of teachers’ job performance

Respondents were asked to provide their opinions on what they believe to be the best measures of
teachers' success on the job. A five-point Likert scale was used to ask respondents if they strongly

agree (SA), agree (A), disagree (D), are undecided (UD), or strongly disagree (SD).

The percentages, mean, and standard deviation were used in the analysis. Respondents agree when
the mean is greater than 3, are undecided when the mean is less than 3, and disagree when the
mean is less than 3. When the standard deviation (Std) is near 1, it indicates agreement; when it is

near zero, it indicates respondents' disagreement.

Strongly disagree and disagree to mean disagree, and strongly agree and agree to signify agree

were further categorized in the analysis. Table 4.8 displays the replies that were elicited.

Table 4.8: Showing the indicators of teachers’ job performance

Mean

SA A UD D SD Standard
Item Deviation

5 4 3 2 1
Attitudes and character of 38 36 10 12 04 3.3 -
employee towards work (38%)  (36%) (10%)  (12%) (4%) ' '
Timely accomplishment of tasks 20 08 25 07 \s 0

(40%)  (20%) (8%)  (25%) (7%) : :
Academic results produced 28 40 04 26 02 301 63

(28%) (40%) (4%)  (26%) (2%) : :
Involvement at work 53 26 03 03 10 379 73

(53%) (26%) (3%)  (8%)  (10%) :
Commitment to work 35 42 02 13 8 376 77

(35%)  (42%) (%)  (13%) (8%) :

Source: Primary data, 2022

According to Table 4.8, every respondent agreed with the claims made to them regarding the
markers of instructors' success on the job. Their means, which were above 3, and standard

deviations, which were around 1, demonstrate this.

The study's findings show that most respondents agreed with the assertion that an employee's
attitudes and character toward their profession are used to gauge how well they perform on the job
as a teacher. Seventy-four percent of all respondents agreed. This suggests that since attitude is

strongly linked to performance, secondary school administrators should keep a close watch on the
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character and attitude of their personnel and, if at all feasible, implement policies that encourage a
positive attitude. The important informants in the study were then interviewed in-depth by the

researcher. One had this to say about it:

...attitude is important in everything you do. This is because when one’s attitude is poor, he/she
cannot perform well on duty. We normally have challenges with teachers whose character is

wanting and whose attitude is poor. Their subjects are usually performed poorly... (Interview,

October 2022).

The results of the key informant interviews and questionnaire survey all point to the idea that an

employee's attitude and character affect how well they perform at work.

The study's findings also showed that most respondents agreed with the assertion that academic
success serves as a gauge for employment performance. Sixty-eight percent of the respondents
agreed. The study's primary informants were also interviewed in-depth. One had this to say about

it

...in a secondary school setting, we measure the performance of teachers based on students’

performance. Otherwise, it would be difficult to measure performance when students have failed...

(Interview, October 2022).

The majority of respondents also agreed on commitment and participation at work. Their standard
deviation is around one, and their mean is above three, which suggests this. This suggests that
managers must develop HR procedures that boost workers' dedication to their jobs. The important
informants in the study were then interviewed in-depth by the researcher. One had this to say about

1t:

...with regard to teachers’ job performance, we look at very many things. For instance, we look at
how one is committed to the job and sometimes the employee’s discipline. All these are very

important to their job performance... (Interview, October 2022).

The information from the questionnaire survey and key informants’ interview all arrive at similar
conclusion that commitment and involvement at work are very much important as far as one’s

performance is concerned.
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CHAPTER FIVE
DISCUSSION OF FINDINGS

5.0 Introduction

The data gathered from an interview and questionnaire given to staff members of certain secondary
schools in the Sheema area served as the basis for the study's analysis and interpretation in the
preceding chapter. The study's results are presented and discussed in this chapter, along with the

goals of the investigation.
5.1.1 Performance Appraisals and Job Performance of Teaching Staff

The study affirmed that performance appraisals are vital tools for assessing and enhancing teaching
staff performance in public secondary schools. The results align with Akata (2013), who
emphasized that performance appraisals provide reliable metrics for evaluating staff achievements
and offer strategic direction for improving effectiveness. Similarly, findings support Ikramullah et
al. (2011) and Roberts (2015), who highlighted that appraisals help recognize staff contributions,

align performance with rewards, and identify professional development needs.

However, a key limitation emerged: while appraisals are structurally present in most schools, their
implementation lacks consistency and objectivity due to inadequate training for evaluators and
weak feedback mechanisms. As a new insight, the study discovered that in the Sheema District,
performance appraisals often serve as informal tools for decision-making around promotions and
staff retention, confirming Khan’s (2007) assertion, but also pointing to the need for formalization

and standardization to enhance fairness and effectiveness.
5.1.2 Training and Development and Job Performance of Teaching Staff

Findings revealed that training and development significantly enhance teachers’ skills, efficiency,
and adaptability to technological advancements. This supports Brown & McCracken (2009) and
Sims (2002), who noted that training addresses present job demands while development prepares
employees for future roles. Moreover, evidence from this study confirms Roberson & Pepper’s
(2009) and Burke & Hutchins’ (2007) observations that training reduces turnover costs, increases

job satisfaction, and fosters employee retention.

48



Nonetheless, the study identified a gap in the frequency and relevance of training programs. Many
teachers reported limited access to tailored professional development, indicating a need for
continuous, subject-specific, and pedagogical training. A new finding in the Sheema District
context is that schools with more structured and needs-based training programs had notably higher
staff morale and lower attrition rates suggesting a direct link between targeted training and long-

term teacher commitment.
5.1.3 Promotions and Job Performance of Teaching Staff

The study confirmed that promotions are positively associated with improved job satisfaction and
morale among teaching staff. This finding is consistent with Johnston & Wang (2013) and Oduma
& Were (2014), who argued that promotional opportunities enhance motivation, commitment, and
performance. Promotions were seen as an indicator of perceived justice and recognition, as

supported by Rupia et al. (2012).

However, the study also highlighted a limitation: a lack of clear, transparent promotion criteria in
many schools. This creates dissatisfaction among teachers who feel overlooked, even when they
meet the necessary qualifications and performance benchmarks. A unique contribution of this
study is the discovery that in Sheema District, teachers’ perception of fairness in promotion
processes significantly impacts their willingness to remain in the profession. Thus, introducing
formal, merit-based promotion policies could serve as a catalyst for improving teacher retention

and performance.
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CHAPTER SIX
CONCLUSION AND RECOMMENDATIONS

6.0 Introduction

The findings and recommendations that are pertinent to the gaps found in the study are presented
in this chapter. A summary of the study, in which every aspect pertaining to the study variables
was examined and given in the preceding chapter, is provided in the conclusion and suggestion,

which are offered in accordance with the research objectives.

6.1.0 Conclusion

6.1.1 The association between performance appraisals and job performance of teaching
staff

Regarding the relationship between performance reviews and teaching staff job performance, the
study's findings showed that performance reviews facilitate the measurement and evaluation of
staff accomplishments over a specified time period, assess staff effectiveness and formal
contributions to the organization, offer a good chance to formally acknowledge staff
accomplishments and contributions to the organization, aid in staff performance monitoring, and

give managers and supervisors a helpful framework for assessing staff performance.

6.1.2 Link between training and development on job performance

The study revealed the following about the impact of training and development on the job
performance of teaching staff in secondary schools: training saves time; it teaches employees how
to perform their current and future jobs more effectively; it helps solve performance issues by
providing job details; it boosts employee morale and loyalty to the company; and it helps reduce

turnover costs.
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6.1.3 Relationship between promotion and job performance of teaching staff

The results showed a strong positive correlation between secondary school teaching staff job
performance and promotions. Promotions are crucial for raising teaching staff members' work
performance, according to the study's conclusions. Promotion was found to improve job
satisfaction, boost employee morale, raise productivity, give workers a sense of effectiveness,

promote employee loyalty to the organization, and lower turnover costs.

6.2.0 Recommendations to the study

According to the study's findings, human resource development has a significant impact on

secondary school teaching staff members' work performance.

Since these practices were found to be important for the job performance of secondary school
teaching staff, the study advises that all public secondary schools implement human resource
development strategies, such as performance reviews, staff training and development, and

promotions.

Finally, the government can help public secondary schools by creating policies that motivate and
inspire teachers to put in a lot of effort. The Ministry of Education and Sports might handle this.
5.4 Areas for further study

Due to time and financial constraints, the investigation was not comprehensive.

The researcher recommends that the following areas see further investigation. First, more research
should be conducted in private secondary schools utilizing the same methodology/strategy to

evaluate the connection between teaching staff job performance and human resource development.

Additionally, the researcher suggests looking into the same issue and doing a comparable study at
pre-secondary training institutes. This might make it possible to create national policies that

address the best ways to enhance work performance through efficient HRD procedures.

Finally, the current study did not examine a number of human resource development techniques.
These methods involve motivation, which is crucial for teaching staff members' work performance.
To determine and compare which techniques are more beneficial than the others, further research

may be done.
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APPENDICES

APPENDIX 1: LETTER OF INTRODUCTION
Dear Sir/Madam,

I am Vita Justus a student at Uganda Christian University undertaking Master of Education
Administration and Planning. As part of my course work, I am conducting a research study on
“Human resource development and job performance of teaching staff”. You have been selected to

participate in this study.

I am therefore seeking for assistance in order to collect the necessary information by filling the
questionnaire attached herein. This will only take about 10-15 minutes. Kindly note that the
information being sought is purely for academic proposes and will be treated with outmost

confidentially.

Your participation in the study will be highly appreciated.

Thank you very much.
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APPENDIX 2: QUESTIONAIRE
Questionnaire for the Research Study on “Human resource development and job performance of

teaching staff”

Dear Participant,

I am Vita Justus, a postgraduate student of Uganda Christian University conducting research on
“Human resource development and job performance of teaching staff”’. Kindheartedly answer
these questions as objectively as possible so that the results of the data analysis are fairly accurate.
All responses received will be treated with utmost confidentiality, and will only be for the purposes

of this research work.

SECTION A: DEMOGRAPHIC AND RESPONDENTS PROFILE (Tick the most
appropriate option)

Q1) Name of the School (optional)........ccceiiiuiiiniiiiiiiiiiiiiiiiniiiieiiiiiiieiiieieenccnnnns
Q2) Sex of the respondent

Male

Female

Q3) Age of the respondent

25- 35 years 36-44 years
45-55 years

56 & above

Q4) Marital status of the respondent

Single Married

Others Specify ....ocvviiiiiiiiiiiie
Q5) Level of education of the respondent

(a). Diploma
(b). Bachelors

(c). Post graduate
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Q6). Job tittle held in the school

a) Head teacher

b) Teacher

c) Director of studies
d) Deputy Head teacher

Q7). Time spent in the organisation
Below 5 years 6-10 years

11-16 years 17 & above

SECTION B: Performance appraisal and teachers job performance

This section contains questions about the performance appraisals' function in enhancing teacher

job performance. In the table below, the numbers 5-1 represent levels of agreement from strongly

agree to strongly disagree. Please mark the given statements in the table below according to your

level of agreement.

Key
Strongly agree Agree Uncertain Disagree Strongly Disagree
5 4 3 2 1
Items 4 3 12 1

Helps to measure and evaluate staff achievements over a defined period
of time

Performance Appraisal is used to determine staff effectiveness and
formal contribution to the organization

Performance appraisal systems can be used to motivate employees

It provides a good opportunity to formally acknowledge staff
achievements and contributions to the organization

It provides a valuable opportunity to recognize and reward staff

Provides managers and supervisors with a useful framework for
evaluating staff performance.

It helps to monitor the staff performance

Helps in increasing understanding of strategic aims and own role in
organization success
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SECTION C: Role of training and development in relation to job performance

This section contains questions about the role of training and development in relation to job
performance. In the table below, the numbers 5-1 represent levels of agreement from strongly
agree to strongly disagree. Please mark the given statements in the table below according to your

level of agreement.

Key
Strongly agree Agree Uncertain Disagree Strongly Disagree
5 4 3 2 1
Items 5 4 3 2 1

Training helps in saving time

Training teaches employees how to perform current and future
jobs more effectively

Training can improve a company's financial standing

It can help solve performance problems by explaining the details
of the job

Training can also enhance morale on the job and loyalty to the
company

Training helps to overcome the turnover Costs

Training helps to increase ability to employ new technologies and
keeping up to date with technology

Training help to increase safety thereby decreasing work-related
injury

Training also helps to decrease need for supervision

SECTION D: Promotion and teachers job performance

This section contains questions about the role of promotion in relation to job performance. In the
table below, the numbers 5-1 represent levels of agreement from strongly agree to strongly

disagree. Please mark the given statements in the table below according to your level of agreement.

Key
Strongly agree Agree Uncertain Disagree Strongly Disagree
5 4 3 2 1
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Items

Promotion increases job satisfaction

Promotion enhances morale of employees

Promotion increases efficiency of employees

Employees feel that they are effective and become more satisfied
with their jobs which increases their job performance

It also enhances morale on the job and loyalty to the company

It helps to overcome the turnover Costs

SECTION E: Indicators of teachers’ job performance

This section contains questions about the respondents perceive are the indicators to job

performance. In the table below, the numbers 5-1 represent levels of agreement from strongly

agree to strongly disagree. Please mark the given statements in the table below according to your

level of agreement.

Key
Strongly agree Agree Uncertain Disagree Strongly Disagree
5 4 3 2 1
Items 3 2 1

Job performances is measured by attitudes and character of the
employee towards work

Job performances is measured by academic results produced

Job performances is measured by timely accomplishment of tasks

Job performances is measured by involvement at work

Job performances is measured by commitment to work

Job performances is measured by emotional attachment on job

Thank you very much for your precious time and responses.
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APPENDIX 3

INTERVIEW GUIDE
I am Vita Justus, a student at Uganda Christian University undertaking Master of Education

Administration and Planning. As part of my course, I am conducting a research study on “Human

resource development and job performance of teaching staff”. The study is exclusively for

academic purposes and the information provided will exclusively be treated with utmost

confidence.

Thank you very much in advance

1.

2.

10.

1.

What is your position in this school?
For how long have you been in this school?
How many categories of staff do you have in this school?

Do you have human resource development practices in your organisation? If not, how do

you ensure staff development?
What are some of the HRD practices in your organisation?

Do you appraise your staff? And if so, which methods of appraisal do you use in your

school?
What do you think is the role of conducting staff performance appraisals?

Do you think that performance appraisal determines staff effectiveness and measures

staff formal contribution to the organisation?

Do you have training and development programmes in your organisation? And if so, what

forms of staff training and development do you have?

What do you think is the role of training and development towards teachers’ job

performance?

Do you think training and development enhance morale on the job and increase staff

loyalty to the organisation?
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12.

13.

14.

15.

16.

17.

Do you conduct promotions in your organisation? And if so, what is the nature of these

promotions?

What do you think is the role of promotion towards job performance?

Does promotion enhance staff moral and reduce turnover costs?

How do you determine that there is improvement in teachers’ job performance?
Are there any hindrances to teachers’ job performance in your school?

What, in your opinion, can be done to enhance the performance of teachers in your

school?

THANK YOU FOR YOUR TIME AND COOPERATION
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