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ABSTRACT
The study assessed the impact of performance management system on employee’s
productivity by using the Atwima Mponua Rural Bank as the study context. Specifically, the
objectives of the study were; to investigate the performance management systems used by
Atwima Mponua Rural Bank; investigate the effect performance management systems have
employee task performance and lastly to investigate the influence performance management
systems have organizational citizen behaviour. The study used a survey research design. The
study population was drawn from all the employees who worked in the various departments
of the Atwima Mponua Rural Bank Limited. In this study, both lower level, middle level and
upper level employees constituted the study population. The study used a multi-stage cluster
sampling technique in selecting the participants. Guided by the Krejcie and Morgan sampling
table, 80 employees were randomly selected from all the eight branches. The scale used in
measuring perception of performance management system, employee task performance and
organizational citizen behaviour were adapted from existing scales. Data was analyzed with
both descriptive statistics and inferential statistics. Findings from the study suggest that
performance management system did not only have an impact on the employee task
performance but also shape the employee organizational citizen behaviour. This suggests that
the kind of practices the bank includes in its performance management system will have a
significant influence on employee performance in diverse ways. Accordingly, it is
recommended to the human resource department of the bank to pay particularly attention to
their performance management system since the content and structure of it could have a

substantial effect on the employee outcomes.
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CHAPTER ONE

INTRODUCTION

1.1 Background of the study

In this fierce competitive business environment, characterised with constant changes in
customers taste and need; the important objective of all businesses irrespective of their sizes
or identity has been how to continuously achieve high organizational performance. However,
high organizational performance cannot be certainly achieved without the presence of an
effective workforce (Abbasi, Ali, & Chishty, 2020). Babel’ova, Stare’cek, Koltnerova and
Cagé "nova (2020) posit that the performance of any entity is progressively and importantly
determined by the performance of processes and the performance of human resource.
Accordingly, for businesses to augment and improve their performance, it becomes important
for them to constantly look for ways that can improve their employees’ output as well as their
commitment towards organizational goals, otherwise they are at risk of total extinction

(Babel’ova et al., 2020).

Since performance management systems (PMS) bring some level of accountability between
the employer and employee vis-a-vis through the setting of performance targets,
communicating of performance target, motivating high performers with better pay and
benefits, etc., PMS has been touted by many as one of the effective ways to improve
employee performance (Bacal, 2012; Rastislav & Petra, 2016). For instance, Jagoda, Lonseth
and Lonseth (2013) argued that among all the organizational practices available, performance
management systems remain the only firm practices that can enable a firm to improve

employee performance.
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Conceptually, performance management systems depict a range of activities implemented by
an employer to improve the productivity of individuals and units within the organization,
with the eventual aim of improving organisational effectiveness (Smith & Bititci, 2017).
Accordingly, performance management system become the corporate, departmental team,
and performance targets and goals, and the use of appraisal systems, reward strategies,
training schemes and individual career plans (Biron, Farndale, & Paauwe, 2011). The general
goal of performance management is, ultimately to ensure that the organisation and all of its
sub-units (processes, units and employees) are working in unison towards the realization of

the organisation goals.

Even though, PMS has been touted by many as one of the effective institutional arrangements
to improve employee productivity nonetheless, emerging evidence seems to be conflicting
this acclaimed stand. For instance, in a study by Laura (2016), it was estalished that nearly
70% of the firm’s PMS failed to achieve any positive gain on their employees. Similarly,
other scholars held the strong believe that PM has failed woefully in improving employee
performance across many contexts( see for example, Arnaboldi, Lapsley, & Steccolini, 2015;
Narayan, 2016) and even in some cases, resulted into undesirable organisational outcomes
(Mizrahi, 2017). Largely, most of these authors attributed the ineffectiveness of PMS to the
unwillingness of employers to engage and seek employees’ feedback on how PMS affect

their work output (Pulakos & O'Leary, 2011).

Employees are critical to the implementation of organizational practices (Smith, 2008) hence,
receiving their thoughts as to how the existing practices is affecting their performance
becomes very beneficial to organisations (Jones, et al., 2008). For example, assessing
employee views with regards to how PMS are affecting their productivity could improve
future reforms as their perspective could bring out the deficiency and weaknesses in the

existing PMS (Glavas & Godwin, 2013).
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Notwithstanding this observation about the relevance of employee thought to PMS
implementation there is still scant works on the relationship between PMS and employee
productivity (Phil-Thingvad, 2016) and even so in developing countries especially Ghana
(Ohemeng, Amoako-Asiedu, & Obuobisa-Darko, 2018). Interestingly, what has preoccupied
the attention of most scholars is by exploring how PMS impact firms strategic goals (Dossi &
Patelli, 2010), improve firm communication (Godener & Eric, 2004), ensures corporate
control (Cruz, Scapens, & Major, 2011) and influence firm performance (Crabtree &
DeBusk, 2008). According to Sharma, Sharma and Agarwal (2016), no organizational PMS
can succeed when it regarded by employees as a big obstacle to their work goals. According
to Ohemeng et al. (2018), to improve the effectiveness of PMS, it becomes important to
assess its impact on employee’s productivity since such insight will enable organizations to
ascertain the relevance of their PMSs. Therefore, it is against this backdrop that this study
seeks to investigate the impact of PMS on employee’s productivity by using the Atwima

Mponua Rural Bank as the study context.

1.2 Statement of the Problem

With over the decades of growing understanding of the role of human capital to firm success,
performance management has become increasingly important as ‘managers, whether in the
public or private sector, are under constant pressure to improve the performance of their
organizations’. As expected, PMS has become the focus of many scholars and academic
investigations. Notwithstanding the increase in academic investigation around this area, it
comes as surprising that most of the studies on PMS have often placed extensive attention on
employer perspective of PMS (see for example, Busco, Giovannoni, & Scapens, 2008;
Ohemeng, 2009; Elliot, 2016; Payambarpour & Hooi, 2016; Thursfield & Grayley, 2016;
Teeroovengadum, Nunkoo, & Dulloo, 2019) with no emphasis on employees perspective on

3
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how their organization PMS affect their productivity (Awan, Habib, Akhtar, & Naveed,
2020). As confirmed in the meta-analysis of Franco-Santos (2018), most of the extant works
on PMS have become more interested in assessing its impact on the organizational level by
either exploring how PMS impact firms strategic goals (Dossi & Patelli, 2010), improve firm
communication (Godener & Eric, 2004), ensures corporate control (Cruz, Scapens, & Major,
2011) or influence firm performance (Crabtree & DeBusk, 2008). Interestingly, what has to
be noted is that the realization of all these organizational goals strongly lies on how

effectively employees performed their assigned duties and work roles.

Awan et al. (2020) shared similar view by arguing that giving more attention to the employer
at the expense of the employees’ perspectives when it comes to the impact of PMS restricts
the literature from getting a comprehensive understanding about the relevance of PMS to
employees’ growth and development. For instance, Sharma et al. (2016) assert that employee
perception of the accuracy of their organization PMS through the alignment of the
employees’ and organization’s goals are very critical in influencing PMS impact on employee
productivity. Again, it has been established that organizational practices ability to induce
positive impact on employee behaviour will emerge from the employee’s perception about
the practice level of justice and fairness in its implementation (Frenkel & Bednall, 2016).
This means that PMS will only be able to induce positive work behaviour when the
organization workforce has a widespread perception that their employer PMS vis-a-vis; goal
setting and performance targeting, feedback and control, measurement and review, and

reward system are done in a fair and just manner (Ajala, 2017).

Since employees perception about the accuracy of PMS as well as its level of justice and
fairness play a pivotal role in influencing its impact on their work performance, it becomes
important to assess employees perspective on their employers PMS (Sharma et al., 2016).
According to Audenaert, Decramer, George, Verschuere and Van Waeyenberg (2019),

4
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knowing employee’s perspective on their organization PMS will not only help employers to
establish how their PMSs are influencing employee’s productivity but will also enable
management to know how well their PMSs are working towards the strategic goals of the

organization.

In spite of the benefit employee perspective on PMS may have on its development and
improvement, most of the extant works have still given less attention to employee perspective
of PMS impact on their productivity (Awan et al., 2020). Also, since employee productivity
take two forms of conception that is, task performance and organizational citizen behaviour
(OCB), it becomes important to know which of a firm’s PMS result into the realization of
these forms of employee productivity particularly the OCB which represents voluntary effort
that is neither explicitly defined or enforced by the organization nor recognized by the formal
reward system (Gberevbie, 2017). Even though, OCB do not form part of the official jobs
required of an employee yet its performance by employees has been found to result into
better organizational outcomes than the accomplishment of task performance (Borman &
Motowidlo, 1993). For instance, Gberevbie (2017) observed that the performance of these
extra-work roles improves co-worker and managerial productivity, free up resources for
further productive purposes and consequently serve as an effective means of coordinating

activities (Gberevbie, 2017).

Accordingly, undertaking the study from the Ghanaian context will address two main issues.
First, it will address the lack of research about employee perspective on the impact of PMS
on their productivity. Secondly, it will address how and which of the PMS result into the
realization of task performance and OCB particularly within the Ghanaian context.
Accordingly, it is against this backdrop that this work seeks to contribute to the dearth in the

literature by assessing the PMS and its influence on employee productivity.
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1.3 Purpose of the Study
The primary purpose of the study is to assess PMS and its influence on employee

productivity.

1.4 Objectives of the Study

The specific objectives of the study are to:

1. investigate the performance management systems used by Atwima Mponua Rural Bank.

2. investigate the effect performance management systems have employee task performance.

3. investigate the influence performance management systems have organizational citizen

behaviour.

1.5 Research Questions

The study seeks to address the following research questions:

1. What are the performance management systems used by Atwima Mponua Rural Bank for

their employee management?

2. What is the influence performance management systems have employee task performance?

3. What is the influence performance management systems have organizational citizen

behaviour?

1.6 Justification of the Study
As argued earlier, notwithstanding the benefits performance management systems tend to

have on employee outcomes, more often than not, PMS studies have explicitly looked at its
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impact on organizational outcomes without recourse to its effect on employee outcomes.
Since, PMS are largely instituted to improve employee awareness towards organizational
goals and again improve their performance, it becomes important to assess from their
perspective how their firm’s PMS are achieving such goals (Laura, 2016). For instance, in
order to ensure that an effective PMS has been instituted, organizations must be wary of their
employee assessment and perspective on their existing PMS. According to Laura (2016),
without the assessment of employee point of view, employer may not know whether their
existing PMS are making employee productive, good citizens or less productive.
Accordingly, the study will be of much importance to Atwima Mponua Rural Bank as it will
provide the bank with insightful information with regards to how its PMS have achieved its
anticipated outcomes. Likewise, findings from this study will equally enable the bank to get
to know which of its PMS strategies has a stronger effect in predicting employee task
performance and OCB. Finally, this study could equally serve as a springboard to other
academics who may equally want to explore how PMS are improving employee’s

performance by making active organizational citizens.

1.7 Scope of the Study

The scope of the study will take an institutional dimension therefore, the study area for this
dissertation would be all employees of Atwima Mponua Rural Bank both within the Ashanti
Region and the Kumasi metropolis. Therefore, the study population will come from all

employees both lower level and upper level employees.
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1.8 Limitation of the Study

As similar to other research studies, this study will also have some limitations as well. For
instance, the first limitation of the study came from the study population. The study
population will come from one rural back. With this, it makes its findings somehow difficult
to be fairly representative of all other rural banks operating within the country. Secondly, as
the study will use questionnaire as its main data collection instrument, its data validity and
reliability will to a large extent rely on the respondents’ level of honesty and truthfulness
when answering the questionnaire. This means that the result will depend largely on the
respondent’s opinions and perceptions which in all angle are beyond the control of the
researcher. Accordingly, the respondents’ views may not truly reflect the bank’s PMS since

their responses will be based on their own perceptions and predisposition.

1.9 Organization of the Study

The study was organized into five chapters. Chapter one dealt the introduction of the study
which comprises of the background of the study, problem statement, objectives of the study,
research questions, significance of the study, scope of the study, significance of the study and
organization of the study. Chapter Two dealt with theoretical and empirical review of existing
literature in the area of PMS and employee productivity. Chapter three gave details profile of
the methods and methodological approaches that will be used to undertake the enquiry. This
comprises the research design, population and sample of the study, sources of data, data
collection techniques, data analysis as well as ethical consideration and research quality
indicators. Chapter four dealt with the presentation of the data that was gathered from the
field, the analysis and discussions of the study results. Chapter five presented the summary of

findings, conclusions and recommendations of the study.



University of Education,Winneba http://ir.uew.edu.gh

CHAPTER TWO

LITERATURE REVIEW

2.0 Introduction

This chapter presents existing works that are relevant to the study context and its
corresponding objectives. The chapter is organized into four key sections. The first part of the
chapter deals with the conceptual review. The following section presents the theoretical
foundations by taking into accounts the theory that delineates the relationship between
performance management system and employee performance. The next section of the chapter
looks at the empirical review taking into accounts its relevance to the study’s specific
objectives (i.e. relationship between performance management systems and employee task
performance and organizational citizen behaviour). The last section of the chapter presents

the conceptual framework.

2.1 Conceptual Review

2.1.1 Performance Management Systems

Conceptually, performance management systems depict a range of activities implemented by
an employer to improve the productivity of individuals and units within the organization,
with the eventual aim of improving organisational effectiveness (DeNisi 2000). Accordingly,
performance management system become the corporate, departmental team, and performance
targets and goals, and the use of appraisal systems, reward strategies, training schemes and
individual career plans (Biron, Farndale, & Paauwe, 2011). The general goal of performance

management is to ensure that the organisation and all of its sub-units (processes, units and
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employees) are working in unison towards the realization of the organisation goals (Castka,

Bamber & Sharp 2003).

Accordingly, PMS covers: a planning element, which comprises the setting of goals that echo
stakeholders’ expectations and thus defines performance; a measurement element, which
comprises the indicators used to operationalize performance; a review element, which refers
to the evaluation and feedback of performance information; and a performance-related
reward element, which can either be extrinsic (e.g., bonuses) or intrinsic (e.g., a clear sense of

achievement) (Ferreira & Otley, 2009).

Even though, PMS has been touted by many as one of the effective institutional arrangements
to improve employee productivity nonetheless, emerging evidence seems to be conflicting
this acclaimed stand. For instance, in the study of Laura (2016), it was estalished that nearly
70% of firms who use PMS to manage their workforce failed to achieve any positive gain on
its application. Similarly, other scholars held the firm believe that PM has failed woefully in
improving employee performance (Arnaboldi, Lapsley, & Steccolini, 2015; Narayan, 2016)
and even in some cases, resulted into undesirable organisational behaviours (Mizrahi, 2017).
Largely, most of these authors blame the ineffectiveness of PMS to the unwillingness of
employers to engage and seek employees’ feedback on how PMS affect their output (Pulakos

& O'Leary, 2011).

2.1.2 Task Performance

Aguinis (2009) described task performance as the activities that convert raw materials into
the final goods and services manufactured by an organisation. Awadh and Ismail (2012) on
their part viewed it as the transformation of efforts of employees into outputs to realize
organisational goals. Accordingly, it constitutes the expected job-specific task proficiency,

technical proficiency, or in-role performance (Koopmans, Bernaards, Schaufeli, de Vet

10
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Henrica, & van der Beek, 2011). Generally, accomplishing task performance will
automatically contribute to the realization of an organization goals (Borman & Motowidlo,

1993).

Task performance will either directly contribute to an organization technical goals or
indirectly contribute to the realization of an organization goals via the provision of the
required inputs to other production units in the organization (Judeh, 2012). According to
Pongpearchan (2016), task performance constitutes the formally recognized duties required
of an organization workforce. The accomplishment of these work roles will facilitate the

attainment of an organization goals.

2.1.3 Organizational Citizenship Behaviour

Organizational Citizenship Behaviour (OCB) is regarded as a discretionary behaviour which
though do not form part of the official jobs of an employee but contribute significantly to
organizational performance (Shaad, 2019). OCB depicts the extent to which employees go
beyond their assigned responsibilities to demonstrate extra work role behaviors. In other
words, employees who exhibit citizenship behaviors go beyond their required work
assignments or their call to duty. According to Gberevbie (2017), citizenship behavior
represents voluntary effort by individual employees, which is neither explicitly defined or
enforced by the organization nor recognized by the formal reward system. What has to be
noted is that these discretionary behaviors free workers of some of their assigned task and
equally enable them to concentrate on non-assigned roles that may equally improve the

attainment of organization strategic goals.

According to Podsakoff et al. (1997), these extra-role behaviors that come from an
organization workforce can improve co-worker and managerial productivity, free up

resources for further productive purposes, serve as an effective means of coordinating

11
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activities, and improve an organization’s ability to attract and retain the best employees.
Thus, citizenship behavior reflects the voluntary type of task performance whereby
employees go beyond their formal job requirements and engage in discretionary behaviors
that help their colleagues and consequently improve the organization performance as a whole.
According to Shaad (2019), individuals that exhibit organizational citizenship behaviour are
willing to cooperate and enlarge their engagement beyond the set duties and rewards
provided by the organization with the intention of achieving more significant goals. OCB
often becomes visible when an employee willingly assists their colleagues with no

expectation to receive a gift or favour for their gestures.

Notwithstanding the positive gains associated with OCB others still have some reservation
about its impact on employee performance. For example, Koopman, Lanaj and Scott (2016)
argue that OCB may pose an adverse effect on employee productivity. Organ (2018) linked
this adverse effect to the fact that as employees continue to assist and support colleagues this
may create excessive work which consequently may affect their job satisfaction and quality
of family relationships. Trougakos, Beal, Cheng, Hideg and Zweig (2015) held similar view
as they posit that OCB would take away individual resources and, in the case of resource
depletion, could force individuals to reduce their OCB in order to accomplish their task

performance.

2.2 Theoretical Framework

2.2.1 Social Exchange Theory
The Social Exchange Theory (SET) is one of the frequently used behavioural theories to
understudy how sequence of exchanges between employers and employees create a feeling of

obligation, trust, and gratitude (Emerson, 1976). SET asserts that through a system of
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mutuality and exchanges, employers are able to influence the behavioural actions of their
subordinates resulting into common development among the parties involved (Karim &
Nadeem, 2019). According to O’Keefe, Messervey and Squires (2018), the mutual
interdependence of the exchanges between the two parties (i.e. superiors and subordinates)
create the social outcomes of allegiance, commitment, and trust, which subsequently leads to
a shared relationship that positively motivates subordinate to act in a same way of the

employer.

Meaning, the actions of one party, that is those in authority starts the cycle of exchanges,
resulting into the subordinates making extra effort, taking extra responsibility, and creating a
quality exchange relationship (Liden, Wayne, Zhao, & Henderson, 2008). Accordingly,
employers through performance management systems such as rewards and compensation and
training and development activate the cycle of mutuality, which in effect entice employees to
work towards the realization of organizational goals (O’Keefe, Messervey, & Squires, 2018).
As argued by Sluss and Ashforth (2008), subordinates tend to depend on their immediate
work environment to create an inference about the specific values upheld by top management
and the organization as a whole. Accordingly, the traits and decisions exhibited by superior in
an organization tend to serve as an important cue to subordinates as this cue inform them on
the work targets and achievements management holds dearly (Trevifio, Brown, & Hartman,

2003).

For instance, as a rule of reciprocity, when employees realize that their work results will be
well recognized and appreciated by management, these positive gestures are likely to
motivate employees to give their all at all times (Peng & Dongkyu Kim, 2020). However, the
contrary holds when employees realize that their efforts are not recognized and duly
appreciated by management. Hence, the norm of reciprocity in the social exchange theory
suggests that when subordinates or employees regard their employees as caring and
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concerned about their well-being, they feel indebted to return same gestures to their employer
by working efficiently towards organizational goals and exhibiting positive work attitude or
good citizen behaviour. Accordingly, employees in high positive social exchanges with their
superiors are less likely to engage in behaviours that may damage or affect their employer

fortunes.

2.2.3 Organizational Justice Theory

Organizational justice theory has been used across several context to measure employees’
reaction towards their organization practices such as compensation and pay, promotions,
training and development, etc. (Zamini, 2014). As performance management systems
generally encompasses some form of goal setting, performance appraisal/review, reward and
training their implementation tend to have a significant infleunce on employees productivity
(Madison, 2016). Conceptually, organizational justice is described as the personal evaluation
about the ethical and moral standing of managerial conduct (i.e. these performance

management practices) (Cropanzano, Bowen, & Gilliland, 2007).

According to Zamini (2014), justice symbolizes a type of moral assessment. Hence, an action
will be regarded by the recipient as ‘just’ or ‘fair’ if it complies to certain standards of ethical
behaviour. For instance, it will be deemed as a fair practice by making every employee
knows what goals are expected of them as well as explain to them how these work goals
would be measured as well as providing every employee a fair feedback on their performance
review (Bies, 2001). Since the concept of fairness or justice go back as far as many decades
ago (Sanfey, Rilling, Aronson, Nystrom, & Cohen, 2003), it has been argued that human
beings will at all times strive individually and culturally with the problem of the fundamental

tension between self-interest and belonging.
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Accordingly, every individual will compare what they receive to what other people in similar
or comparable position receive (Frenkel & Bednall, 2016). From these assumptions, the
recipient of any benefit will always evaluate whether the benefit given them meets the justice
assumption or not. Hence, the assumption behind the organizational justice theory is that,
organizational performance management system will be able to result into better employee
productivity when the employees regard the entire processes for the reward and

compensation, promotions, training and development as fair and just.

According to Cropanzano, Stein and Nadisic (2011), organizational justice looks at the
antecedents of fairness perceptions, as well as the consequences of those evaluative
judgements. Barsky and Kaplan (2007) conceptualised organisational justice into three
constructs namely; distributive justice, procedural justice and interpersonal justice. Within the
context of performance management systems, distributive justice focuses on the perceived
fairness of the performance management systems or outcome received in reference to the
actual work performed, whereas procedural justice focuses on the perceived fairness of
procedures followed to arrive at that outcome. Finally, interactional justice refers to the
fairness of the interpersonal exchanges that occur during the entire approval processes
(Crawshaw et al., 2013). As argued by Ajala (2017), for an organization workforce to be
satisfied towards its institutions’ systems or practices, the said organizational practices ought
to be fair with its implementation thus, meeting the entire organizational justices assumption;
distributive justice, procedural justice and interactional justice. Accordingly, an organization
performance management systems will result into improved productivity when the
employees’ have a widespread perception that their organization systems vis-a-vis; rules,

promotional processes, compensation, reward packages are done in a fair and just manner.
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2.3 Empirical Review

This section presents the empirical review of previous works taking into accounts the
relationship between performance management systems and employee task performance and

organizational citizen behaviour.

2.3.1 Performance Management Systems

As indicated earlier, performance management systems become a strategic as well as an
organizational approach, that defines, assesses, implements, and improves organizational
performance (Qureshi, Shahjehan, Rehman, & Afsar, 2010). It may take the form of tools,
framework, and indication that enable a firm to formulate its strategy and equally makes it
possible for workers to acquire strategic insight, which permits them to face strategic
assumptions, improve strategic thinking, and inform strategic decision-making and learning
(Marr, 2006). It 1s also regarded as an integrated process in which a manager works with their
subordinates to set targets, assess and appraise results, and reward performance, in order to
improve employee performance and consequently improve organizational success (Mondy,
Noe, & Premeaux, 2002). Accordingly, the main objective of performance management is to
ensure that the organisation and all of its sub-units (processes, units and employees) are

working in unison towards the realization of the organisation goals (Almohtaseb, 2017).

When it comes to the categorization of PMS Qureshi et al. (2010) grouped PMS into five
main activities; role definition, performance agreement (plan), personal development
planning (act), performance (monitor) and performance review (review). Accordingly, how
these dimensions of PMS facilitate its implementation will be discussed in the paragraph

below.

With role definition, the main objective of this PMS practice is to outline the main

responsibilities of the employee in reference to output and key competencies in terms of
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qualification, skills, or behavior that are needed for the employee to effectively perform their
assigned roles (Qureshi et al., 2010). Accordingly, with role definition, the emphasis is to
identify the expected responsibilities as well as the knowledge, skills and abilities that may
enable the employee to accomplish his or her assigned work roles. Generally, role definition
has been identified as the most important phase in the performance management system.
According to Aguinis (2019), through role definition, the employee becomes well informed
on what is expected of him or her in terms of the required job roles and performance targets.
Likewise, the employer becomes well informed on the specific skills, abilities and knowledge
an employee may be required to effectively perform their assigned roles. Equally, through
role definition, the employee tends have clarity on the expected work roles hence, preventing
the potential conflict that may arise between the employee and employer due to the
differences in what one is expected to perform (Aguinis, 2019). Accordingly, PMS cannot be
effectively realized without a participative and specific goal setting that takes place in the role

definition (Awan et al., 2020).

After the completion of the role definition, the next step to undertake in PMS is the
establishment of performance agreements or contracts. Categorically with the establishment
of performance agreements, the expectations from the employee are determined that is, what
an employee has to accomplish in the form of objectives, how their performance will be
evaluated and the capabilities the employee has to possess in order to accomplish their

expected work outcomes (Armstrong, 2015).

The subsequent stage under PMS is the creation of an employee development plan. The
purpose of this development plan is to improve and build employees’ skills, knowledge and
competencies and consequently make the employee proficient and competent in their

assigned work roles. Accordingly, the emphasis of the employee development plan is to
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develop employees in order to expand their knowledge and expertise, increase their levels of

proficiency and improve the employee performance in their assigned area (Aguinis, 2019).

According to Qureshi et al. (2010), when these preliminary agreements have been reached
among the stakeholders, the dynamics of the PMS have been outlined and agreed upon with
shared agreement and consultations, training and developmental programs have been
properly identified and well-articulated then the actual PMS can be officially instituted. After
this arrangement and agreement, employees keep on with their daily work and their intended
learning activities; management equally provide a continuous feedback to employees on their
performance, conduct informal performance reviews, update objectives and deal with

performance problems through counselling (Armstrong, 2015).

The next step of PMS is the assessment of employee performance. From the perspective of
Qureshi et al. (2010), assessing employee performance becomes a required activity as it
enables an organization to have a proper inventory of where an organization performance has
reached presently. The importance of this exercise is to help the organization compare its
present performance to their future performance and consequently help the organization to
assess its progression rate. Aguinis (2019) posits that in order for any organization to make
proper assessment of their employee performance, then it becomes important for them to at
all times compare their present performance to that of their past performance and initial goals
and if possible, compare their performance with other well-matched firms. Guided by Kaplan
and Norton balanced scorecard a firm can assess their employee performance along the lines
of customer perspective; measuring customer satisfaction by formal and informal methods.
Financial perspective; assessment of sales, profits and return on investment. Innovation and
learning perspective; identification of new markets, staff development and upgrading the

services. Internal perspective; including those activities that influence customer satisfaction,
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for instance teamwork and employee development, in addition to internal measures of

efficiency for example gross profit percentages (Ingram & McDonnell, 1996).

With the last phase of PMS that is , performance review, it takes a comprehensive overview
by looking at the accomplishments, gains and challenges taking into accounts the
performance agreement and personal development plan made in the early stages of the PMS
(Qureshi et al., 2010). Moreover, it has been argued that this performance reviews ought not
to take the same traditional ‘top-down appraisals’, or the interview approach where the
assessor poses questions to the assessee to answer, rather it has to take the form of an open
discussion where both parties can exchange their views. The conclusions reached from the
performance review is expected to come from a consented effort and agreement from the

parties involved (Aguinis, 2019).

As rightly argued by Armstrong (2015), performance reviews ought to take the form of
purposeful conversations that ends at the conclusions where consensus are reached by both
parties. Hence, in performance reviews, the following aspects of performance management
has to be achieved: measurement (i.e. appraising the performance results against pre-
established expectations), feedback (i.e. giving employees sufficient information about their
performances), positive reinforcement (i.e. recognizing and rewarding good performers to
encourage its reoccurrence). Even in instances, where the employee performance is below
expecation, it is important not to make the employee feel bad rather point out the things that
caused this shortfall (Qureshi et al., 2010). For example, Abbasi et al. (2020) observed in
their study that providing timely feedback and training sessions to employees help to improve
their work performance and consequently increase their operational efficiency. Again, Abbasi
et al. (2020) results revealed that effective compensation that tends to recognize and reward
good performers has a favorable impact on employee productivity. Zondo (2018)
corroborated Abbasi et al. (2020) findings as their results identifed performance feedback as a
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very important tool in PMS that can be used to advance employees’ confidence and

competence at all phases, of an employee work behavior.

When it comes to training, it has been argued that firms training should take into accounts
the future and present requirements of the worker and consequently institute the relevant
programs that will help their employees to the future work roles (Abbasi et al., 2020).
Undertaking such inventory about the present and future skill requirements will help an
organization to implement programs that correspond with the expected competence and skills

in the future (Smither & London, 2009).

The last two aspects of the performance review are exchange of views (i.e. performance
review meetings are open and frank, encourage all the involved parties to exchange their
views, which results in better decisions for future) and agreement on action plans which takes
the form of decisions taken at the commencement of next performance period and seeks to
outline the measures identified to be taken either at the personal level or collaborative level

(Armstrong, 2015).

2.3.2 Influence of Performance Management Systems on Employee Task Performance

A study by Onsarigo, Omari and Wanyonyi (2021) explored the impact performance
management systems have on employee performance at Kenya Meat Commission. The
proxies used to assess the organization performance management systems were performance
planning system and performance appraisal system. A descriptive research design was used
and population size of 200 with a corresponding sample size of 144 were used. Structured
questionnaire was used as the main data collection instrument. Descriptive statistics such as
percentages and frequency were used for the data analysis. Results from the study showed

that PMS such as performance planning system and performance appraisal system had a
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significant influence on the employee performance. Specifically, performance planning
system predicted 28.4% of the variance in the employee performance. Also, performance

appraisal system explained 24.4% of the variance in the employee performance.

In Pakistan, a study done by Abbasi et al. (2020) examined the effect of performance
management systems on employee efficiency in the banking sector of Karachi. In their study,
a quantitative research approach was used. When it comes to the study sample, 252
employees across the various banking institutions within Karachi were selected. With
reference to the study data, descriptive statistics and multiple regression analysis were used
for the data analysis. On the study results, findings from the study revealed that most of the
Pakistani banks appraised their workers often by means of targets, organizational objectives,
accomplishments, efficiency, and time management for the purposes of act assessment. When
it comes to the impact these performance management systems had on the employee
performance, it was established that the timely feedback and training sessions which formed
part of the banks PMS had a significant influence on the workers’ performance. Also, it was
established that effective compensation administration had a positive significant influence on

employee productivity.

Comparable result is reported in the study of Dixit and Sharma (2021) as their findings study
postulated a significant relationship between performance management system and employee
productivity. The main objective of the study was to assess the firm’s performance
management practices and its impact on employee performance in textile firms in Bhilwara
city. In their study, performance management systems were made up of practices such as
appraisal system, training and development, reward system and performance feedback.
However, the proxy used in the assessment of task performance was employee productivity.
The study collected its data from 100 employees who occupied managerial positions in the
textile firms at Bhilwara city. Subsequently, descriptive such as mean, standard deviation and

21



University of Education,Winneba http://ir.uew.edu.gh

inferential statistics such as regression analysis were used for the data analysis. Findings from
the study showed that employee productivity can be improved through performance appraisal
which can prompt employee to be proactive and work according to work expectations and
performance targets. On the relationship between performance management system and
employee performance, it was established that the regular feedback employee receives on
their performance help them to better their future performance. Moreover, when it comes to
the impact PMS had on employee productivity, it was discovered that employees were more
encouraged to accomplish their assigned targets and performance goals when their rewards
were linked to their performance. Accordingly, Dixit and Sharma (2021) concluded that
performance appraisal and training and development had a significant positive relationship on

employee productivity.

A study by Onyekwelu and Dunkwu (2019) sought to investigate the influence of
performance management on employee productivity. Proxies such as 360-degree feedback
appraisal, evaluation review and self-assessment were used as the performance management
system practices. Apparently, results from the study revealed that 360-degree feedback
appraisal and performance evaluation had a significant influence on employee performance.
However, self-assessment had no influence on employee productivity. Ziyaminyana and
Pwaka (2019) study results came by the same conclusion as their results reported a significant
relationship between performance management system and employee performance. In their
study training of middle level employees, identification of key competencies, proper reward

and appreciation systems recorded a significant influence on employee productivity.

Awan et al. (2020) on their part examined the effectiveness of a comprehensive performance
management system in terms of employee performance. Also, the mediating effect of work
engagement and performance management system and employee performance were
examined. In their study, performance management system effectiveness (PMSE) was
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assessed by the extent of its accuracy and fairness. A sample of 285 employees were selected
from various branches of private banks located across Pakistan. A structured questionnaire
was used, which was validated through confirmatory factor analysis (CFA) in the Pakistani
context. Results from the study showed a significant impact of PMSE and work engagement
on task and contextual performance of employees. Also, complementary mediation of
employee work engagement in the relationship between PMSE and employee performance
(in terms of task and contextual performances) was also supported. The study also suggests
that a comprehensive PMSE model including the perception of fairness as a mandatory part,
may be introduced for employees’ enhanced work engagement and task/contextual

performance.

2.3.3 Influence of Performance Management Systems on Organizational Citizen
Behaviour

de Menezes and Escrig (2019) explored how the elements of performance management affect
organisational performance. The study also seeks out to establish how the perceptions of
work conditions influence employee wellbeing and performance. The study used employee-
workplace data from an economy-wide survey in Britain and two-level structural equation
models to test the study hypothesis. Results from the study suggest that quality-planning,
dissemination performance feedback to employees is positively related with workplace-
productivity. However, performance targets reported an inverse relationship with perceptions
of job demands and positively correlated with job satisfaction, which in turn can increase
employee citizen behaviour. Also, keeping and analysing records and monitoring employee
performance through appraisals had a positive relationship with workplace-productivity and

employee citizen behaviour.

Concurrent result is reported in the study of Shin and Konrad (2017) where performance
management system such as fair performance appraisal, compensation and training posited a
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significant positive relationship with employee citizen behaviour. Similarly, in the study of
Ali et al. (2012), a significant positive relationship was established between performance
management practices such as training and development, target setting, fair rewards and

employee citizen behaviour.

Also, in the study of Ahenkan, Tenakwah and Bawole (2016), which sought to assess the
current performance management system at Sefwi Wiawso Municipal Assembly as well as
identified the challenges faced by the Assembly in implementing its performance
management system came by the following conclusions. Results from the study suggest that
performance management system at the Assembly was highly ineffective. Moreover, when it
came to the factors limiting the assembly performance management system effectiveness,
issues such as poor communication, poor integration, low commitment from top level
management, absence of training, inadequate capacity for setting clear targets and objectives,
and measuring and evaluation criteria for performance assessment, cultural issues, absence of
rewards for good performance, financial constraints, weak and highly bureaucratic
management systems were identified as the challenges affecting the assembly’s PMS
effectiveness. The ineffectiveness of the assembly’s PMS consequently reported a negative
relationship with employee morale and organizational citizen behaviour. In this study, a case
study research design was used and primary data were gathered from the participants through
in-depth interviews. In all, 20 heads of departments and employees within the assembly were

purposively selected as the study sample.

In Nigeria, a work done by Abdulkadir, Isiaka and Adedoyin (2012) investigated the effect
performance management system had on employee citizen behaviour, commitment and work
behaviour. The proxies used as the management system practices in their study were
performance appraisal, career planning and employee participation. The study used a
descriptive survey design where primary data were collated from fourteen Nigerian banks.
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The study used G-test, regression analysis and correlation analysis for the various
relationship analysis. Results from the study suggest that performance appraisal system,
career planning systems and employee participation had a significant influence on employee
citizen behaviour, commitment and work behaviour. Likewise, in the study of Munguti
(2017), a significant relationship was found between performance management system and
employee citizen behaviour. Particularly, in their case, regular performance review,
performance feedback and training of employees had a significant influence on employee

citizen behaviour.

Based on the expectancy theory, goal-setting theory and control theory, Dewettinck and van
Dijk (2013) looked at how perceived fairness mediates the relationship between
characteristics of performance management and employee performance. The measurement
and structural models were simultaneously tested using structural equation modelling, and
bootstrapping approach was subsequently used to explore the mediation analysis. Results
from the study revealed that performance review and employee participation significantly
correlate with perceptions of appraisal fairness and PM system effectiveness. Again, the
frequency of informal performance reviews is strongly related with PM system effectiveness
than the frequency of formal performance reviews. On its impact on employee citizen
behaviour, it was revealed that PMS had an effective relationship with employee citizen
behaviour. Accordingly, the study concluded that the manner in which PM systems are
shaped and executed is of fundamental importance to their effectiveness as well as its impact

on employee citizen behaviour.

Decramer, Smolders and Vanderstraeten (2013) explored how the features of performance
management systems impacted on employee performance. The study data was collected from
589 employees of Flemish University. Results from the study revealed that performance
management systems such as more communication and tighter control and performance
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review had a significant influence on employee career satisfaction and organizational citizen
behaviour. Another revealing part of their study results was that employee satisfaction with

their organization performance management system depended on their tenure type.

Ziyaminyana and Pwaka (2019) investigated the impact of performance management systems
on employee productivity using information and communication technologies (ICT)
companies in Harare as their study context. The study used a descriptive design as its
research design. Stratified sampling was used where 312 respondents was selected from 1428
employees from ten organisations in Harare. Results from the study revealed that
performance appraisal had a significant influence on employee citizen behaviour.
Specifically, results from the study suggest that regular feedback from performance review
and fair performance review had a significant positive influence on employee citizen

behaviour.

Biron et al. (2011) on part investigated the performance management systems in 16 world-
leading firms. The study relied on the signalling theory to explore the extent to which these
firms promote certain facilitating practices in their performance management systems.
Evidently, results from the study revealed that effective performance management systems
had a significant influence employee performance. Particularly, when the employees realized
that their management had more interest and commitment towards the firm’s performance
management, its impact on their performance tends to be more positive than when

management had little or no interest in their performance management.

2.4 Conceptual Framework
Conceptual framework is a visual or written product which seeks to explain either graphically

or in a narrative format the main constructs or variables to be investigated in a study and the
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presumed relationships among them (Miles & Huberman, 1994). Therefore, a conceptual
framework presents the relationship that exists between the independent and dependent
variables. The conceptual framework of this study is based on the study variables thus
performance management systems being the independent variable and employees’
productivity being the dependent variable. As explained by the assumptions behind the social
exchange theory, through a system of mutuality and exchanges, employers are able to
influence the behavioural actions of their subordinates resulting into common development
among the parties involved. Hence, through performance management systems such as,
rewards and compensation, performance feedback and training and development, employers
are able to activate the cycle of mutuality, which in effect entice employees to work towards
the realization of organizational goals. However, as argued by the organizational justice
theory, a firm practice may only be able to impact positively on employee’s behaviour when
the employees regard its implementation as fair and just.

For instance, employee perceptions of organizational justice and fairness of performance
management systems such as performance review, compensation and rewards have a positive
influence on employee organizational citizen behaviour (Fu, Flood, Bosak, Morris, &
O’Regan, 2013). Hence, it is expected that performance management practices ability to
result into improved employee productivity will be dependent on this organizational justice
assumption. A conceptualization of the relationship between the independent variables and

the dependent variable is illustrated in Figure 2.1.
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Conceptual framework for the Study
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e Task performance
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Fig. 2.1: Conceptual Framework
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CHAPTER THREE

METHODOLOGY

3.1 Introduction

This chapter dealt extensively with the research methodology. It provided details accounts on
the research design used, the population the sample was selected from and the sampling
technique used for the sample selection. Also, at this chapter, the instrument used for the data
collection and how the instruments were developed have all been presented. Again, how the
study dealt with issues of ethics and how the study data was analysed have all been

thoroughly discussed in this chapter.

3.2 Research Design

According to Mamia (2006), the main purpose of a research design is to ensure that the
evidence gathered helps us to validly answer the research questions a study poses prior to its
commencement. Kumar (2011) asserted that to a large extent research design seeks to achieve
two main purposes. First, it seeks to identify and develop processes as well as the logistical
arrangements that will be required to carry out a study. The second purpose of research
design is to guarantee quality in these processes so that at the end of the study the conclusion

made or obtained are regarded as valid, objective and accurate.

With the study objective to investigate the connection between performance management
systems and employee performance, the study was positioned within the survey research
design. According to Cohen, Manion and Morrison (2007), survey design enables a study to
collate data on two or more variables to establish the relationship between the variables.

Accordingly, with the study purpose to examine the relationship between performance
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management systems and employee performance, survey design is best fitted to the study

purpose.

Again, as this study sought to collect its data from a large pool of workers of Atwima
Mponua Rural Bank Limited, survey design provided the best logistical means to achieve this
objective. As rightly indicated by Bryman (2012), survey design is very useful particularly in
instances where a study seeks to target a large set of respondents, collects standardized data
(i.e. using the same instruments and questions for all participants) as well as establish the
relationship between two or more variables (e.g. the relationship between performance
management systems and employee performance). Similarly, in this study a standardize
instrument was used to collect the same level of information across all the respondents to
establish the relationship between performance management system and employee
performance. Even though, there are other designs (e.g. case study, experimental, quasi-
experimental and longitudinal design) nonetheless, judging from what this study sought to
achieve with its objectives, cross-sectional design provided the best means to answer its

research questions.

3.3 Study Population

According to Marczyk, DeMatteo and Festinger (2005), it is after the identification of a
population that the relevant sample and the criteria to be used for the selection of the sample
can be well identified and justified. Specifically, the study targeted all employees of Atwima

Mponua Rural Bank Limited.

Atwima Mponua Rural Bank Limited has eight branches within the Ashanti Region; Toase,
Abuakwa, Akropong, Suame, Sofoline, Mankraso, Bibiani and Bantama. According to the

Head of Human Resource of the bank, Toase which is the headquarters have a staff strength
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of 15, Abuakwa branch has a staff size of 13, Akropong has a staff strength of 13, Suame has
a staff strength of 12, the Sofoline branch total number of employees stands at 14, Mankraso
and Bibiani has a staff strength of 10 respectively and lastly Bantama has a staff strength of
13. This suggests that Atwima Mponua Rural Bank Limited has a total workforce of 100.
Accordingly, all the 100 employees became the study population. The breakdown of the

bank’s employee within the eight branches have been presented in Table 3.1

Table 3.1: Population Size Based on Branch

Branch Population Size
Toase 16
Abuakwa 13
Akropong 13

Suame 12
Sofoline 13
Bantama 13
Mankraso 10
Bibiani 10

Total 100

3.4 Sample and Sampling Techniques

The study used a multi-stage cluster sampling technique in selecting the participants.
According to Babbie (2007), multi-cluster sampling becomes very useful sampling approach
especially when a study population is made of different groups or sub-units. Since multi-
cluster sampling recognizes the different groups within a population, it first of all seeks to
group the population along these sub-units before making a decision on which sampling

technique to use.

As indicated earlier Atwima Mponua Rural Bank Limited has eight branches located within
different locations. In order to ensure that the sample selected mimics all the employees
working in the eight branches of the bank, it becomes important to select a sampling

technique which recognizes this population characteristic. It will generally be unfeasible to
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use a simple random sample straightaway since it will assume the whole population as one
unit with no different characteristics. Accordingly, by using multi-stage sampling, it makes it
possible to categorize the population into distinct groups to mimic the characteristics of the

population.

However, to determine the sample size for the study, the study used the Krejcie and Morgan
(1970) sampling size table. Based on the sampling table, the population size of the eight
branches together with their corresponding sample size has been presented in Table 3.2. After
the determination of the sample size, simple random sampling was used in selecting the
samples at each of the eight branches. Hence, at each of the branch, all the employees were
given an identifiable number put into a container and shuffled. The shuffling ended the very
moment the sample size for each given branch was reached. Employees whose numbers were

picked became the selected sample for each branch.

Table 3.2: Description of Population Size and Sample Size

Branches Population size Sample size
Toase 16 15
Abuakwa 13 12
Akropong 13 12
Suame 12 12
Sofoline 13 13
Bantama 13 13
Mankraso 10 10
Bibiani 10 10
Total 100 97

3.5 Data Collection Instruments

In this study, a structured questionnaire was used in collecting data from the respondents.
According to Saunders, Lewis and Thornhill (2009), using structured questionnaire helps a
study to achieve consistency in its reportage since the same instrument is used across all the

respondents. Meaning, there would be no variation in the questionnaire used in all the eight
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branches of Atwima Mponua Rural Bank Limited. Moreover, as this study is similar to other
works, the scale used was adapted from previous works. Specifically, the scale used to assess
the performance management system was adapted from the scales used in the studies of
Almohtaseb (2017) and Abbasi et al. (2020). The scale was made up of ten (10) items and
were all measured on a five point Likert scale (1-strongly disagree to 5-strongly agree).
Similarly, the scale used to assess task performance were adapted from Pongpearchan (2016)
and Awadh and Ismail (2012). It had five (5) items in all and were measured on a five point
Likert scale (1-strongly disagree to 5-strongly agree). The scale used to assess organizational
citizen behaviour was adapted from Organ (2018) and Koopman et al. (2015). It had six (6)
items in all and were assessed on a five point Likert scale (1-strongly disagree to 5-strongly

agree).

3.6 Data Collection Procedures

Prior to the commencement of the data collection exercise, discussions were held with
respective branch heads to decide on the date and time questionnaires can be sent to their
branch. The administration of the questionnaire was done by the researcher himself and took
the period of one week to complete. Since the researcher is an employee of the organization
the questionnaire was given to the respondents and collected after they had finished
answering them. Even though, the researcher was an employee at the understudied
organization prior permission was still sought from the various departmental managers and
the respondents themselves before the questionnaires were eventually given to respondents to

answer.
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3.7 Instrument Validity and Reliability

According to Saunders et al. (2009), the reliability of the data a study collects and the
responses a study gathers depend largely on the design of its questions, its structure and
composition and the rigour of its pilot testing exercise. However, in quantitative studies, it is
required that instruments are pilot-tested at a comparable setting to establish the content and
construct validity of each developed measuring scale. Likewise, in this study, the
questionnaire was piloted at the Mankranso branch to ascertain the sample level of
understanding with the various items in the questionnaire. After the pilot-test, any indications
of ambiguities were corrected before the final questionnaire was presented to the study

respondents.

Also, to assess the internal consistency of the measuring scale, the Cronbach’s alpha was
used to compute the alpha value of each given item. A Cronbach Alpha value of 0.70 or more
was used as the proxy to establish whether a scale was reliable or not. As suggested by Hair,
Risher, Sarstedt and Ringle (2019), when the value of a construct reliability test turns to be
0.7 or higher, the scale can be regarded as highly reliability. In this study all the constructs
recorded an alpha value of 0.7 or more confirming that all the constructs used in this study

are highly reliable.

3.8 Ethical Considerations

In research, it is required that the study respondents are protected so that they do not fall prey
to the investigation being undertaken (Creswell, 2014). Accordingly, it is required of the
investigator to inform participants about the purpose of the investigation so that respondents
become aware of the purpose and intention of the study. Additionally, ethically, researchers

are required not to disclose participants’ information to third parties or expose respondent’s
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identity in their study analysis. Hence, it is required that information such as respondents
name, personal contacts, etc. is not taken when carrying out research. Accordingly, for the
study to ensure that all these ethical dimensions were addressed, first, possible forms of traces
that could make respondents fall victims as a result of the information provided were
eliminated. For instance, respondents were not required to provide information about their
names and contact details in this study. Again, in order to ensure that the respondents were
aware of what this study sought to achieve, the respondents were thoroughly briefed and
equally allowed to rescue themselves anytime time they felt uncomfortable to continue

answering their questionnaire items.

3.9 Data Analysis Techniques

Kumar (2011) underscored that data obtained from a research is meaningless unless it is
changed for the purpose of decision-making. Data analysis usually involves reducing the raw
data into a manageable size, developing summaries and applying statistical inferences. The
retrieved data was first vetted to check their completeness before it will be finally entered
into The IBM Statistical Package for Social Sciences (SPSS) version 20.0 for the analysis.
The result of the study was analyzed on the basis of descriptive statistics such as mean and
standard deviation to get the trend in the respondents’ ratings. Subsequently, linear regression
analysis was used to explore the relationship between performance management system and

employee performance (i.e. task performance and organizational citizen behaviour).
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DATA ANALYSIS AND DISCUSSION OF FINDINGS

4.0 Introduction

CHAPTER FOUR

This chapter presents results of the field data. The chapter is structured into three main parts.

The first part presents the demographic profile of the respondents’. The second part deals

with the descriptive results on performance management systems,

employee task

performance and organization citizen behaviour. The third part of the chapter presents the

regression analysis on the relationship between performance management systems and

employee task performance and organization citizen behavior.

4.1 Demographic Profile of Sample

The demographic characteristics of the respondents have been displayed in Table 4.1.

Table 4. 1: Demographic Profile of Survey Respondents

Demographic variable Category Frequency Percentage
Gender Male 42 53.8%
Female 36 46.2%
20-30 years 24 30.8%
Age 31-40 years 20 25.6%
41-50 years 34 43.6%
Education SSCE/WASSCE 12 15.4%
Diploma/HND 14 17.9%
Bachelor’s degree 30 38.5%
Master’s degree 22 28.2%
Position Clerk 3 3.8%
Cashier 12 15.4%
Manager 9 11.5%
Sales representative 42 53.8%
Customer relationship officer 4 5.1%
Operations officer 8 10.3%
Years worked in the 1-5 years 15 19.3%
organization 6-10 years 11 14.1%
11-15 years 21 26.9%
16-20 years 31 39.7%
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Results from the study suggests that a significant number of the respondents were males.
Categorically, 53.8% of the respondents were males while 46.2% were females. With
reference to the respondents age distribution, results from Table 4.1 indicate that, 30.8% of
the respondents had their ages within the age brackets of 20-30 years, 25.6% had their ages
within the age category of 31-40 years, and the remaining 43.6% had their ages within the

age bracket of 41-50 years.

When it comes to the respondent’s academic qualification, it can be observed from Table 4.1
that, 15.4% of the respondents had SSCE or WASSCE as their highest level of academic
qualification. Also, 17.9% of the respondents had diploma or higher national diploma as their
highest level of qualification, 38.5% had bachelor’s degree as their academic qualification
and the remaining 28.2% had masters’ degree as their highest level of academic qualification.
Again, when it comes to the positions the respondents occupied or the roles they performed at
the bank, results from Table 4.1 suggest that 3.8% of the respondents held or performed the
role as clerks, 15.4% performed the role as cashiers, 11.5% performed the role as branch
managers, 53.8% performed the role as sales representative, 5.1% held the role as customer
relation officers and lastly 10.3% performed the role as operation officers. Finally, when it
comes to the number of years the respondents have worked with Atwima Mponua Rural
Bank, it can be observed from Table 4.1 that 19.3% had being with the organization for 1-5
years, 14.1% on the other hand had being with the bank for close to 6-10 years, 26.9% of the
respondents had worked with the organization for 11-15 years and lastly 39.7% of the
respondents had worked with the bank for 16-20 years. Results from the study suggest that
the respondents were largely dominated by male employees. This goes to refute the old
assertion that the service industry particularly the banking sector is mainly dominated by
female workforce. Again, when it comes to the respondent’s academic qualification, results

from the study suggests that most of the respondents had a bachelor’s or masters as their
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highest level of academic qualification. Also, it was established that most of the respondents

were employed in the position of sales representative.

4.2 Performance Management Systems used by Atwima Mponua Rural Bank

This objective sought to identify the specific performance management systems used by
Atwima Mponua Rural Bank in their staff management. Accordingly, the respondents were
presented with some performance management practices for them to indicate their level of
agreement with regards to the implementation of these practices within the organization.
With this objective, a five-point Likert scale (i.e. 5-strongly agree, 4-agree, 3-can’t tell, 2-
disagree, 1-strongly disagree) was used. However, in order to make a meaning out of the
respondents ratings, a hypothetical mean of 1.0 to 1.44 was predefined to suggest that a
respondent rating fell within “strongly disagree rating”, a mean rating within the range of
1.50-2.44 suggest that a respondent rating fell within “’disagree’’, 2.50 to 3.44 suggests the
respondents rating fell under “can’t tell”, 3.50 to 4.44 suggests that the respondents rating
was within “ agree” and lastly, a mean value within the range of “4.50 to 5.00” signifies that
the respondents rating on that particular item was within the * strongly agree”. Accordingly,
the respondents’ level of agreement on their firm performance management system have been

presented in Table 4.2.
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Table 4.2: Performance Management Systems

PMS Items N Min Max Mean Std.Dev

1 My organization processes for rewarding employees are 73 1 5 335 1383
clearly spelt out.

2 Workers who have performed well get recognized. 78 1 5 3.85 1.397

3 Our rewa'rd and compensation system are well designed 73 1 5 340 1323
and well implemented.

4 My orgamzatlop ha§ in place adequate processes and 73 1 5 343 1326
structures to guide its reward and compensation system.

5 My organization objectively applies its own processes
to determine a person suitability for training and 78 1 5 3.64 1.019
development program.

6 I feel treated fairly whenever I am due for promotion. 78 1 5  3.60 1.166

7 Employges tasks and work 'expectatlons are clearly 73 1 5 367 907
communicated to them on time

8 Feedback from performgnce review are clearly ‘ 73 1 5 358 1282
communicated by superiors to subordinates on time.

9 Any time I come short in completing my task I am duly 73 1 5 390 R34
informed on time.

10 Manager works directly with subordinates to set work 75 1 5 413 963
targets.

11 Employee are well informed on what has to be
accomplished as well as how their performance will be 78 1 5  3.87 1.024
evaluated.

12 Any time I come short in completing a task because of
my skill deficiency I am retrain on this identified 78 1 5 3.83 1.110
weakness in the bank’s future training programs.

13 Performance review meetings are open and frank,
encourage all the involved parties to exchange their 78 2 5 4.04 .844
views

14 Perfor'mapce review are done quarterly in this 73 1 5 304 764
organization

15 Performance review are done on a yearly basis 78 1 5 3.64 1.264

Results from Table 4.2 suggests that almost all the performance management items received

their mean score above 3.00. This suggests that most of the respondents’ ratings were either
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within the can’t tell rating or the agree score rating. For instance, with Item 1, majority of the
respondents could not tell whether their organization processes for rewarding employees
were clearly spelt out to each and every employee. Even though, majority of the respondents
agreed that workers who performed well got recognized yet most of them still could not
indicate the procedure used by their organization to recognize top performers. Likewise, on
the third item, most of the respondents rating fell within the can’t tell rating when asked
whether their organization reward and compensation system were well designed and well
implemented. This item had a Mean value of 3.40 with a SD of 1.323. The respondents’
response on this item go to affirm their earlier response when asked whether their
organization processes for rewarding top performers were clearly spelt out to each and every
employee. Even though, top performers got rewarded for their achievement however, failing
to communicate to the employees the procedure that guides the organization reward system
will leave many in the state of uncertainty as they can’t point out what exactly their employer

considers when seeking to reward an individual for his or her performance.

Similarly, with Item 4, most of the respondents rating fell within the can’t tell rating when
asked whether their organization has in place adequate processes and structures to guide its

reward and compensation system. This item received a Mean value of 3.43 and SD of 1.326.

However, on Item 5, results from Table 4.2 suggest that most of the respondents rating fell
within the agreed rating when asked whether their organization objectively applies its own
processes to determine a person’s suitability to a particular training and development
program. The respondents rating received a Mean value of 3.64 with a SD of 1.019
suggesting that on this item most of the respondents rating fell within the agree score. Again,
with Item 7, most of the respondents rating fell within the agreed rating when asked whether
they feel treated fairly whenever they are due for promotion. This item received a Mean value
of 3.60 with a SD of 1.166.
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Also, when the respondents were asked to indicate whether their tasks and work expectations
were clearly communicated to them on time, results from Table 4.2 reveal that most of the
respondents rating fell within the agree score. It received a Mean value of 3.67 with a SD
0.907. Similarly, with Item 8, most of the respondents rating fell within the agreed rating
when asked whether feedback from performance review were clearly communicated by
superiors to subordinates on time. This item received a Mean rating of 3.58 with SD of 1.282.
Similarly, most of the respondents rating fell within the agreed that whenever they fall short
in completing their tasks, they were duly informed on time. It received a Mean rating of 3.92

with a SD of 0.834.

It can also be observed from Table 4.2 that most of the respondents agreed that managers
work directly with subordinates in setting work targets. This item received a Mean value of
4.13 with a SD of 0.963. Similarly, with Item 11, most of the respondents agreed that
employees were well informed on what has to be accomplished as well as how their
performance was going to be assessed. The Mean rating on this item was 3.87 with a SD
value of 1.024 suggesting that most of the respondents rating fell within the agreed rating.
Results from Table 4.2 suggest that most of the respondents rating fell within the agreed
rating when asked whether any time they came short in completing a task because of a skill
deficiency, they were retrained on this identified weakness in the bank’s future training

programs. It received a Mean value of 3.83 with a SD of 1.110.

With Item 13, result from Table 4.2 suggest that most of the respondents agreed that their
firm performance review meetings were open and frank and encouraged all the involved
parties to exchange their views freely. This item received a Mean value of 4.04 with a SD of
0.844. On last but one item, most of the respondents rating fell within the can’t tell rating
when asked whether performance review is done every quarter in this organization. The
respondents rating recorded a Mean value of 3.04 with a SD of 0.764. Lastly, on item 15,
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most of the respondents rating fall within the agreed rating when asked whether performance

review was done on a yearly basis. It recorded a Mean value of 3.64 with a SD of 1.264.

Whereas Atwima Mponua Rural Bank performance management systems have some positive
sides it also has some shortcomings as well. As indicated earlier even though, the
organization ensured that their top performers get recognized yet the shocking part of it is
that most of respondents could not indicate the procedure used by their organization to
recognize top performers. Failing to communicate to employees the procedure that guides the
organization reward system will leave many in the state of uncertainty as they can’t point out
the things their employer clearly considers when seeking to reward an individual for his or
her performance. Again, it was established that the organization only performed its
performance review on the yearly basis but not on a quarterly basis. Admittedly, undertaking
performance review on yearly basis is not bad in itself nonetheless, what has to be noted is
that failing to review employees’ performance regularly (i.e. on four-month basis) will make
it extremely difficult for managers to swiftly correct an employee performance defect. This
means that a worker deficiency cannot be corrected in the interim but will have to be waited
till the end of the year before it will finally get noticed or probably corrected. This will cause
a real damage on the organization reputation especially when the defect tends to deal with
poor customer service. As a rule of thumb, on a continuous basis, employees’ performance
would have to be regularly reviewed in order to help both parties identify the areas that will

require immediate improvement.

However, there were some positive sides of Atwima Mponua Rural Bank performance
management systems that demand recognition. For instance, employees task and work
expectations were clearly communicated to them on time. Clearly, informing an employee
what is required of them will not only make them focus but will also make them efficient at
what they do. Again, it was established that feedback from performance review were clearly
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communicated by superiors to subordinates on time. Likewise, it was established that anytime
an employee came short in completing their task, they were duly informed on time. Clearly,
communicating to employees where they perform better as well as where they fall short will
help the employee to improve upon his future performance. Also, it was established the
organization objectively applies its own processes to determine a person’s suitability to a
specific training and development program. This is very positive as the organization training
program did not take the wholesale approach. Accordingly, a trainee was picked or selected
when a training will be relevant to their needs and development. Another positive side of the
firm’s performance management system is that the bank performance review meetings were

opened and frank, encouraged all parties to share their views.

Since, the main objective of performance management is to ensure that the organisation and
all of its sub-units (processes, units and employees) are working in unison towards the
realization of the organisation goals (Almohtaseb, 2017), it suggests that a firm’s
performance review meetings would have to be opened and frank at all times. This openness
and frankness will encourage all parties to share their views and concern freely. It can be
argued that Atwima Mponua Rural Bank performance management system is in line with
these principles as it had in it; role definition, performance agreement (plan), personal
development planning (act), performance (monitor) and performance review (review)
(Qureshi et al., 2010). For example, with role definition and performance agreement, the
emphasis here is to outline to the employee their main responsibilities as well as their
performance targets (Qureshi et al., 2010). According to Aguinis (2019), through role
definition, the employee becomes well informed on what is expected of him or her in terms
of the required job roles and performance targets. Similarly, in this study, it was observed that

the managers at the organization worked directly with subordinates to set work targets.
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Again, it was established that employees task and work expectations were clearly

communicated to them on time.

Also, with personal development planning, the expectations of the work are determined. That
is, what an employee is expected to accomplish in the form of objectives as well as how their
performance will be evaluated are clearly communicated to the employee (Armstrong, 2015).
Results from the study confirm that the employees were well informed on what has to be

accomplished as well as how their performance will be evaluated.

With employee development plan, the emphasis is to improve and build employees’ skills,
knowledge and competencies and consequently make the employee proficient and competent
in their assigned work roles. Accordingly, the emphasis of the employee development plan is
to develop employees in order to expand their knowledge and expertise, increase their levels
of proficiency and improve the employee performance in their assigned area. Results from
the study suggest that Atwima Mponua Rural Bank ensured these practices in their
performance management. For example, Atwima Mponua Rural Bank objectively applies its
own processes to determine a person suitability for training and development program. Also,
Atwima Mponua Rural Bank ensured that anytime a person fell short in completing a task
because of a skill deficiency they were retrained on this identified weakness in the bank’s

future training programs.

With the last phase of PMS that is, performance review, the emphasis is to look at the
accomplishments, gains and challenges taking into accounts the performance agreement and
personal development plan made in the early stages of the PMS (Qureshi et al., 2010). For
example, even in occasions, where an employee performance is below expecation, it is
important not to make the employee feel bad rather point out the things that caused this

shortfall (Qureshi et al., 2010). Similarly, in this study it was observed that anytime a worker
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came short in completing their task they were duly informed on time. Again, it was revealed
that anytime a person fell short in completing a task because of a skill deficiency they were
retrained on this identified weakness in the bank’s future training programs. This suggests
that the performance review was only used by Atwima Mponua Rural Bank to reward top

performers but were also used to improve employee deficiency.

4.3 Descriptive Results
This section provides the descriptive results on the respondents’ task performance and
organizational citizen behaviour. Accordingly, the descriptive analysis of these measuring

variables have been presented under this section.

4.3.1 Task Performance

Task performance constitutes the formally recognized duties required of an employee. The
accomplishment of these work roles will facilitate the attainment of an organization goals.
Accordingly, the respondent’s ratings with regards to how they accomplished their task

performance have been presented Table 4.3.
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Table 4.3: Task Performance

Items N Min Max Mean Std.Dev
1. Arrive at work on time 78 1 5 354 1217
2. I'managed to plan my work so that I finished it on time 78 2 5 361 1527
3. Tkeptin mind the work result I needed to achieve 78 1 5 304 972
4. 1 was able to set priorities 78 1 5 372 952
5. T'was able to carry out my work efficiently 78 1 5 356 1.167
6. I managed my time well 7% 1 5 367 907
7. 1worked towards the end result of my work 78 1 5 392 834
8. Ikept in mind the results that I had to achieve in my

work 75 1 5 4.13 .963
9. T had trouble setting priorities in my work. 78 1 5 297 1.004
10. I was able to separate main issues from side issues at

work 78 1 5 3.83 1.110
11. It took me longer to complete my work tasks than

intended 78 2 5 2.04 .844

Results from Table 4.3 suggests that the respondents were generally high task performance
achievers. For instance, majority of the respondents agreed that they always arrive at work on
time. This item received a Mean value of 3.54 with a SD of 1.217. Also, most of the
respondents rating fell within the agreed score when asked whether they managed to plan
their work so that they finished it on time. It received a Mean value of 3.62 with a SD of
1.527. Again, most of the respondents agreed that they kept in mind the work result they were
required to achieve. This item received a Mean value of 3.94 with a SD of 0.972. Likewise,
with the Item 4-8, results from the study suggest that majority of the respondents ratings on
these items fell within the agreed score. These items had their Mean values within the range
of 3.5-4.13 confirming that most of the respondents’ level of agreement were within the agree

rating.
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However, it was only on the reverse items that is, Item 9 (I had trouble setting priorities in my
work) and Item 11(It took me longer to complete my work tasks than intended) where most
of the respondents rating fall within the disagree score. As indicated earlier results from the

study suggests that the respondents were generally high task performance achievers.

4.3.1.1 Effect Performance Management Systems on Employee Task Performance
This objective sought to examine the influence performance management system had on
employee task performance. The regression result on the relationship between performance

management system and employee task performance has been presented in Table 4.4.

Table 4.4: Effect Performance Management Systems on Employee Task Performance

Predictors Stand. B; Std. Error T p-value
(Constant) 29.448 4918 5.988 .000
PMS 1.406 319 4.412 .000
R 0.459

R? 0.211

Adjusted R? 0.200

a. Dependent Variable: Task Performance
Note: * depicts significance at 10% level; ** depicts significance at 5% level, *** depicts significance
at 1% level and f; stands for standardized beta coefficients

Results from Table 4.4 reveal that the predicting variables (i.e. performance management
system) predicted 20% of the variance in employee task performance (AR? = 0.200, F (1, 77)
= 19.468, p<0.000). Moreover, on the predictive power the independent variable (i.e.
performance management system) had on task performance, it can be observed from Table
4.4 that performance management system had a significant positive influence on task
performance (f=1.406, t=4.412, p <.001). What this suggests is that as the organization

performance management system improves, there will be concurrent improvement in
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employee task performance. Meaning, instituting effective performance management system

at the workplace will facilitate employee accomplishment of their assigned work roles.

According to O’Keefe et al. (2018), the mutual interdependence of the exchanges between
the two parties (i.e. employer and employee) create the social outcomes of allegiance,
commitment, and trust, which subsequently leads to a shared relationship that positively
motivates subordinate to act in a same way of the employer. Meaning, the actions of one
party, that is, those in authority starts the cycle of exchanges, resulting into the subordinates
making extra effort, taking extra responsibility, and creating a quality exchange relationship
(Liden et al., 2008). Accordingly, employers through performance management systems such
as rewards and compensation and training and development activate the cycle of mutuality,
which in effect entice employees to work towards the realization of organizational goals
(O’Keefe et al., 2018). As argued by Sluss and Ashforth (2008), subordinates tend to depend
on their immediate work environment to create an inference about the specific values upheld
by top management and the organization as a whole. Accordingly, through performance
management, the employee is able to know what they are required to achieve or perform
within each given year (Trevifio, Brown, & Hartman, 2003). The clarity of target, the
employee gets through the performance management system motivate employees to

accomplish their task in due time (Peng & Dongkyu Kim, 2020).

Results from the study is consistent with the work of Abbasi et al. (2020) as in their study it
was established that the timely feedback and training sessions which formed part of banks
PMS had a significant influence on the workers’ task performance. Results from the study is
comparable to the study of Dixit and Sharma (2021) as their work postulated a significant
relationship between performance management system and employee task performance.
Again, results from the study corroborate the results of Ziyaminyana and Pwaka (2019) as
their results reported a significant relationship between performance management system and
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employee performance. Particularly, in their study, setting of performance target,
communicating performance feedback to employees and review of employee performance

recorded a significant relationship with employee task performance.

4.3.2 Organizational Citizenship Behaviour

Organizational Citizenship Behaviour (OCB) is regarded as a discretionary behaviour which
though do not form part of the official jobs of an employee but contribute significantly to
organizational performance (Shaad, 2019). OCB depicts the extent to which employees go
beyond their assigned responsibilities to demonstrate extra work role behaviors. This item
sought to examine the extent to which the respondents go beyond their required work
assignments or their call to duty. Results of the assessment of the respondents’ citizen

behaviour has been presented in Table 4.5.

Table 4.5: Organizational Citizenship Behaviour

Items N Min Max Mean Std. Dev
1. Assist your supervisor with his or her work 78 1 5 359 999

2. Volunteer for things that are not required of me 78 1 5 350 1.182
3. Orient new people even though it is not required 78 2 5 4.01 764
4. I take initiatives that help the organization. 78 9 5 410 13

5. Thelp others when their work load increases. 78 2 5 413 795

6. I make suggestions to improve upon my organization

products and services. 78 2 5 3.97 967

Results from Table 4.5 suggests that all the items under this construct had their mean value
above 3.5 suggesting that the respondents rated their answers within the agreed rating. Item 5

(I help others when their work load increases) received the highest mean value. It received a
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mean value of 4.13 indicating that most of the respondents rating on this item fell within the
agree score. The second highest mean value went to Item 4; (I take initiatives that help the
organization). It recorded a mean value of 4.10 suggesting that the respondents rating on this
item fell within the agreed score. The third highest mean value went to Item 6; (I make
suggestions to improve upon my organization products and services). It received a mean
value of 3.97 suggesting that most of the respondents rating fall within the agree score. Even
with the least rated item that is, Item 2 (Volunteer for things that are not required of me), it
received a mean value of 3.50 indicating most of the respondents rating on the organizational

citizen behavior were within the agreed score.

4.3.2.1 Effect Performance Management Systems on Organizational Citizen Behavior

This objective sought to examine the influence of performance management system on
organizational citizen behavior. The regression result on the relationship between
performance management system and organizational citizen behavior has been presented in

Table 4.6.

Table 4.6: Effect Performance Management Systems on Organizational Citizen

Behavior
Predictors Stand. Bi Std. Error T p-value
(Constant) 34.985 7.076 4.944 .000
PMS 788 351 2.247 .028
R 0.670
R? 0. 449
Adjusted R? 0.437

a. Dependent Variable: Organizational citizen behavior
Note: * depicts significance at 10% level; ** depicts significance at 5% level, *** depicts significance
at 1% level and p; stands for standardized beta coefficients
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Results from Table 4.6 suggest that performance management system explained 43.7% of the
difference in the respondents’ organizational citizen behavior (AR? = 0.437, F (1, 77) =
5.049, p<0.028). With the influence the independent variable had on the dependent variable,
it can be observed from Table 4.6 that performance management system had a statistical
significant relationship with organizational citizen behavior (=0.788, t=2.247, p <.001). This
indicates that seeing an improvement in the organization’s performance management system

will result in a concurrent improvement in the employee organizational citizen behavior.

Results from the study align with the study of de Menezes and Escrig (2019) as results from
their study revealed that quality-planning and dissemination of performance feedback to
employees had a positive relationship with organizational citizen behaviour. Again, this study
results align with the conclusions of Shin and Konrad (2017) where performance
management system such as fair performance appraisal, compensation and training posited a
significant positive relationship with employee citizen behaviour. Similarly, result from the
study corroborate the conclusion of Ali et al. (2012) as in their case a significant positive
relationship was established between performance management systems such as training and
development, target setting, fair rewards and employee citizen behaviour. Again, results from
the study affirm the result of Munguti (2017) as their study observed a significant relationship
between performance management system and employee citizen behaviour. Particularly, in
their case, regular performance review, performance feedback and training of employees had
a significant influence on employee citizen behaviour. However, result from the study is
inconsistent with the study of Ahenkan et al. (2016) as in their study PMS reported a negative

relationship with employee morale and organizational citizen behaviour.
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CHAPTER FIVE

SUMMARY, CONCLUSION AND RECOMMENDATION

5.1 Introduction

This chapter deals with the summary, conclusions and the recommendations drawn from the
study results. Specifically, the chapter is organized into three main parts. The first part of the
chapter presents the study summary. The second part of the chapter deals with the
conclusions drawn from the study results and the final part of the chapter deals with the

recommendations made from the study results.

5.2 Summary

The main objective of the study was to assess PMS and its influence on employee
productivity. The study used Atwima Mponua Rural Bank as the case context. Accordingly,
workers across all the eight branches of the bank constituted the study population. In order to
ensure that the sample selected mimics all the employees working in the eight branches of the
bank, multi-stage sampling was used. In all 97 workers were randomly, selected from the
eight branches of the bank. The summary of the study has been presented under each given

objective.

5.2.1 Performance Management Systems

Under this objective, the following results were identified:

e [t was revealed that Atwima Mponua Rural Bank ensured that employees task and
work expectations were clearly communicated to them on time.
e Again, it was established that feedback from performance review were clearly

communicated by superiors to subordinates on time. Likewise, it was revealed that
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any time an employee came short in completing their task, they were duly informed
on time.

e Also, it was established that Atwima Mponua Rural Bank objectively applies its own
processes to determine a person’s suitability to a specific training and development
program.

e However, it was revealed that the organization only performed its performance review
on the yearly basis but not on a quarterly basis.

e Lastly, results from the study showed that even though, the organization ensured that
their top performers get recognized yet the processes for rewarding employees were

not clearly spelt out to the employees.

5.2.2 Effect of Performance Management Systems on Employee Task Performance
e Results from the study revealed that performance management system had a

significant positive relationship with task performance.

5.2.3 Effect Performance Management Systems on Organizational Citizen Behavior
e Results from the study revealed that performance management system had a statistical
significant relationship with organizational citizen behavior. This implies that seeing
an improvement in the organization’s performance management system will result in

a concurrent improvement in the employee organizational citizen behavior.

5.3 Conclusions

Findings from the study suggest that a firm performance management system which includes
practices such as, role definition, performance agreement (plan), personal development
planning (act), performance (monitor) and performance review (review) play a significant

role in shaping employee task performance and organizational citizen behaviour. For
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instance, through role definition, the employee becomes well informed on what is expected of
him or her in terms of the required job roles and performance targets. This in turn makes

them efficient at what they do since every worker knows of what is expected of them.

5.4 Recommendations

The following recommendations were drawn based on the study conclusions:

e As indicated earlier even though, Atwima Mponua Rural Bank ensured that their top
performers get recognized yet failing to communicate to employees the procedure that
guides the organization reward system will leave many in the state of uncertainty as
they can’t point out the things their employer clearly considers when seeking to
reward an individual for his or her performance. On this score it is recommended to
the human resource department of the bank to make these processes well known to the
organization workforce.

e Again, it was established that the organization only performed its performance review
on the yearly basis but not on a quarterly basis. Admittedly, undertaking performance
review on yearly basis is not bad in itself. However, what has to be noted is that
failing to review employees’ performance on a regular basis will make it extremely
difficult for managers to swiftly correct a performance defect on time. This means that
a defect or worker deficiency cannot be corrected within the shortest time.
Accordingly, to improve the performance of employees, it becomes important for the
bank to change its performance review schedule from the yearly arrangement to a
quarterly arrangement. With this, employees’ performance can be reviewed every four

months making it on average four times within the year. This will speed the time the
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organization gets to identify a performance defect and consequently help the
organization to correct a defect before they turn into a major catastrophe.

Also, it was established that performance management system did not only have an
impact on the employee task performance but also shape the employee organizational
citizen behaviour. This suggests that the kind of practices the bank includes in its
performance management system will have a significant influence on employee
performance in diverse ways. Accordingly, it is recommended to the human resource
department of the bank to pay particularly attention to their performance management
system since the content and structure of it could have a substantial effect on the
employee outcomes.

Lastly, as this study confined itself to one institutional context, it limits the
generalizability of the study results to other contexts. Accordingly, to improve the
generalizability of the study, it is recommended that future studies should use multiple

case instead of a single case to improve the generalizability of the study results.
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Appendix A

AKENTEN APPIAH MINKAH UNIVERSITY OF SKILLS TRAINING AND
ENTREPRENEURIAL DEVELOPMENT

Topic: PERFORMANCE MANAGEMENT SYSTEMS AND ITS INFLUENCE ON
EMPLOYEE PRODUCTIVITY

Dear respondent

The aim of this study is to assess PMS and its influence on employee productivity. The
results of the study would help employers to deal effectively with its PMS. Your responses,
though voluntary, are greatly appreciated and would be treated with utmost confidentiality.

Thank you.

Instructions: Please tick (V) the response that best describe your view.

Section A: Background

1. Gender: Male [ ] Female [ ]

2. Age Range: 20-30[ ] 31-40[ ] 41-50[ ] 51-60[ ] Above60[ ]

3. Highest Academic Qualification: SSCE/WASSCE [ ] Diploma/HND [ ] Bachelor’s
Degree [ ] Master’s Degree [ | PhD [ ]

4. Indicate your current position at this 0rganization .................cvveviiiiiiininiinennen.

5. How many years have you being in this organization: 1-5[ ] 6-10[ ] 11-15[ ] 16-20
[ ] 21 and above [ ]
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SECTION B: EMPLOYEE PERCEPTION OF THEIR ORGANIZATION

PERFORMANCE SYSTEM

This section seeks to measure how the assurances of distributive and procedural justices in
your performance management systems influence work outcomes. With respect to your
experience please indicate the level of your agreement or disagreement with the following

statement by using the scale (SA — Strongly Agree, A — Agree, N — Neutral, D -
Disagree, SD — Strongly Disagree)
PERFORMANCE SYSTEM SA|A|N|D |SD

1. | My organization processes for rewarding employees are done in a clear
and unbiased manner.

2. | My organization promotion processes are characterised by high
favouritism.

3. | Workers who have performed well get recognized.

4. | The promotion and reward processes of this organization is based on
whom you know at a higher authority.

5. | Our reward and compensation system are well designed and well
implemented.

6. | My organization has in place adequate processes and structures to
guide its reward and compensation system.

7. | My organization objectively applies its own processes to determine a
personnel suitability for training and development opportunities.

8. | I feel treated fairly whenever I am due for promotion.

9. | Employees tasks and work expectations are clearly communicated to
them on time

10.| Feedback from performance review are clearly communicated by
superiors to subordinates on time.

11.] Any time I fell short in completing a task I am duly informed on time.

12.| Manager works directly with subordinates to set work targets

13.| Employee are well informed on what has to be accomplished as well as
how their performance will be evaluated.

14.| Any time I fell short in completing a task because of deficiency in a
certain skillset I am in the future trained on these new capabilities.

15.| Performance review meetings are open and frank, encourage all the

involved parties to exchange their views
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SECTION C: EMPLOYEE PRODUCTIVITY

This section seeks to measure how your organization performance management systems
influence your work output. With respect to your own personal feelings please indicate the
your level of agreement or disagreement with each statement by using the scale (SA —
Strongly Agree, A — Agree, N — Neutral, D — Disagree, SD — Strongly Disagree)

PRODUCTIVITY SAIA|N|D

SD

Arrive at work on time

I managed to plan my work so that I finished it on time

I kept in mind the work result I needed to achieve

I was able to set priorities

I was able to carry out my work efficiently

I managed my time well

A Rl Bl Rl Il

On my own initiative, I started new task when my old tasks were
completed

8. | I worked towards the end result of my work

9. | I kept in mind the results that I had to achieve in my work

10. | I had trouble setting priorities in my work.

11. | I was able to separate main issues from side issues at work

12. | I was able to perform my work well with minimal time and effort

13. | It took me longer to complete my work tasks than intended

14. | Assist your supervisor with his or her work

15. | Volunteer for things that are not required of me

16. | Orient new people even though it is not required

17. | I take initiatives that help the organization.

18. | I help others when their work load increases.

19. | I make suggestions to improve upon my organization products and
services.

20. | Attend functions that are not required but that help improve the image
of organization

21. | Take undeserved breaks

22. | Spend a great deal of time on personal phone conversations

23. | Give advance notice if unable to come to work
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