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ABSTRACT
The effectiveness of performance appraisal system is the prime concern for public and

private sector. Higher education institutions are faced with challenges of insufficient
grant allocation, increased costs, more customer expectations in terms of quality and
increased competition regarding student enroliment, college expertise and research
accomplishments. Performance management system is the key for universities to gain
competitive advantage, hence, this study was on the effectiveness of performance
appraisal within the academics. The focus of this study was to examine the perceptions
of academic staff on the effectiveness of performance appraisal in the College of Law
and Management (CLMS) at University of KwaZulu-Natal, Westville Campus. A
guantitative research approach was espoused, which consisted of the questionnaire in
order to get primary data for investigating different aspects of the performance
appraisal system. The questionnaire was distributed to the random sample of 103
respondents, from which 63 were returned, 61% response rate thereby contributing to
the generalizability of the findings. The research findings indicated that the academic
staff members within the College of Law and Management were satisfied with the
performance management system implemented by the management of the University.
However, the empirical results indicated that training and career development of
employees were not clearly identified. Improvement is therefore required in respect of
identifying career and development of employees, regular training for both the evaluator
and the academics, a reduction of performance appraisal inconsistencies,
transparency in the implementation of the system and continuous communication
between management and academics on performance. Academics to form part of
strategic sessions and budget workshops. Future research could be conducted for
other three colleges in the university. Future research should consider a comparative
study of academics of other universities for the effectiveness of performance appraisal

system at their institutions.

Key terms: Performance management, performance appraisal, Human Resource

Management.
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CHAPTER ONE
OVERVIEW OF THE STUDY

1.1 INTRODUCTION

The current economic climate, unstable markets and technological changes have an
impact on both the private and public sector. Performance management is the key to
assist organisations to gain a competitive advantage and to maximise profits. Through
performance management systems, organisations are able to achieve their strategic
goals. Organisations require labour to increase productivity and profit (Cascio, 2016).
Hence, the alignment of organisational goals with individual goals is crucial. In this
view, this research study aims to establish the effectiveness of performance appraisals

within the College of Law and Management in University of KwaZulu-Natal.

This chapter therefore focuses on the organisational context, background of the study,
problem statement, objectives and the significance of the study. The key concepts are

defined and the structural outline of the study is provided at the end of the chapter.

1.2 ORGANISATIONAL CONTEXT

The University of KwaZulu-Natal (UKZN) was formed through a merger between the
University of Durban- Westville and the University of Natal. In the 1960s, the University
of Durban- Westville was formed as the University College for Indians on Salisbury
Island in Durban Bay. The University of Natal was founded in 1910 as the Natal
University College in Pietermaritzburg and granted independent university status in
1949 due to rapid growth in numbers, wide range of courses and the achievement
opportunities in research. Following the donation by Mr. T.B Davis, whose son Howard
Davis was killed during the Battle of Somme in World War |, then the Howard College
was opened in 1931. The Faculty of Agriculture in Pietermaritzburg was approved in
1946, followed by the Medical School for Africans in 1947 (University of Kwa-Zulu-
Natal, 2017).



= Vision

The vision of the University of KwaZulu-Natal is to be the Premier University of African
Scholarship (University of Kwa-Zulu-Natal, 2017). The effectiveness of performance

appraisal will assist the college to contribute to the vision of the university.

= Mission

The University’s mission is that of academic excellence, innovativeness in research,
engaging with the society and being demographically representative, redressing the
disadvantages, inequities and imbalances of the past (University of Kwa-Zulu-Natal,
2017). The college will be able to achieve academic excellence through effective

performance appraisal system.

= The principles and core values

The University has a clear understanding of its goals for broad and comprehensive
change that is underpinned by the shared values (University of Kwa-Zulu-Natal, 2017).
The values are as follows:

o Respect the right of all scholars, staff and students to engage in critical inquiry,
independent research, intellectual discourse and public debate in a spirit of
responsibility and accountability, in accordance with the principles of academic
freedom and institutional autonomy.

o Responsibility to support and contribute to regional and national development
through the dissemination of information and the production of graduates that
are socially responsible.

o Expand educational employment opportunities for all, through promoting access
to learning.

o Promote and provide an awareness of sound ethical practice in a diverse society
education.

o Foster culture of responsible, ethical and sustainable use of natural resources

and succeed the institution in conscious awareness of the environment.



@)

Ensuring the effective governance through broad and inclusive participation,
democratic representation, accountability and transparency.

Promoting the intellectual, social and personal well-being of employees and
students through tolerance and respect for multilingualism, diverse cultures,
religions and social values and by fostering the realisation of each person’s full

potential.

Goals

The University’s goals are as follows (University of Kwa-Zulu-Natal, 2017):

o

African-led Globalisation — Positioning the University through its teaching,
learning, scholarship, research, innovation by promoting African-led
globalization through African scholarship.

Responsible Community Engagement — To nation building by connecting with
and commitments to the communities that are served in a manner that adds
value and earns respect, admiration and trust and contributing through
knowledge, to the prosperity and sustainability of the KwaZulu-Natal Province.
Pre-eminence in research — To be a pre-eminent producer of new knowledge
that is both locally and globally recognised and to build a research ethos that
acknowledges the responsibility of academic staff to nature its postgraduate
students.

Excellence in teaching and learning — To excellently promote teaching and
learning through creative and innovative curriculum design and development,
pedagogical strategies and assessment practices in accordance with the highest
quality management principles.

Institution of choice for learners — To be an institution of choice that values
students in their diversity and providing students with the curricula, teachers,
infrastructure and support services designed around their needs and producing
well-educated, competent, sought-after graduates.

Institution of choice for staff — To be an institution of choice that attracts and
retains academic and support staff of the highest caliber by creating an

intellectual environment that fosters and stimulates academic life and climate of



organisational citizenship in which all staff recognise and understand their role
in ensuring the success of the University.

o Management effectiveness — To maintain efficient, effective management
systems and processes that provide a caring and responsive service to meet the

internal and external needs in a pragmatic manner.

The University’s organisational structure has four colleges which consists of nineteen
schools. The four colleges are the College of Agriculture, Engineering and Science,
College of Health Sciences, College of Humanities and College of Law and

Management studies (University of Kwa-Zulu-Natal, 2017).

1.3 BACKGROUNG OF THE STUDY

Human resources strategies include the development of a strategy on performance
management. Imran, Arif, Cheema and Azeem (2014) state that globalisation has
placed a challenge to management to establish maintainable strategies for Human
Resource (HR) that can optimise business performance. Performance management
process should incorporate staff performance evaluation, training and development, as
well as remuneration (Parmenter, 2015). That the process should also ensure that

performance management is aligned to the overall organisational goals.

Performance management system should be designed to fit the requirements of each
organisation because each organisation has unique vision, mission, internal
environment, business strategy, strengths and weaknesses, as well as internal
environment (Kandula, 2010). Performance management is a continuous process of
setting goals and objectives, observing performance, ongoing coaching and feedback

in pursuit of organisational goal achievement.

Universities are non-profit organisations. However, in recent times, universities are now
regarded as profit making organisations as they are required to maximise profit through
the subsidies that are received from the government. According to Hudzik (2011), the
main business of universities is the creation of ideas through research and the

dissemination of ideas through education and application. Public management is

4



driving universities to increasingly measure their research and teaching performance
(Flaniken, 2011; Bogt & Scapens, 2011). Therefore, academics are rated according to

whether they meet their expected teaching and research outputs.

The more emphasis on increasing productivity measured through students pass rates,
research outputs, responsibility and accountability has resulted in developing and
introducing the performance management system. As a result, performance appraisal
reviews have been introduced in the universities in South Africa. This development is
supported by scholarly work such as that by Nankervis and Stanton (2010), who
oppose the strategic human resource management (SHRM) suggests that
performance management is the pivot around which all other human resource
management (HRM) processes revolve. That being said, literature is robust in its

discussion about what HRM and performance management actually are.

The discussion has been focusing on the link between human resource management
(HRM) practices and performance, with critical arguments being the failure of empirical
studies to identify the causal links between HR practices and performance. While the
majority of the empirical research has focused on the link between HRM and
organisational performance in recent times, there has been growing recognition of the
mediating factor that employee perceptions of the Human Resource (HR) processes,
has on organisational performance. Given that it is the employees who are the subject
of these HR practices, it seems only logical that greater credibility be given to the views
of the employees, in this regard (Guest, 2011). This dissertation examines the
perceptions of academics in the College of Law and Management studies at the
University of KwaZulu-Natal, South Africa.

1.4 STATEMENT OF THE PROBLEM

The competitive market environment has increased pressure on Higher Education
Institutions (HEIs) to improve the quality of education system (Kerai & Saleh, 2017). In
order to enhance quality in teaching and increased research productivity, management

in HElIs is required to monitor performance of its academic staff. The enhancement of



quality in teaching has called for introduction of performance management system. It is
also understood that organisation can gain competitive advantage through innovation
and effectiveness of performance management (Boachie-Mensah, 2012). Hence, the
focus of this study was to examine the perceptions of the academics in the College of
Law and Management (CLMS) on the institution’s performance appraisal system. The
college had little written in the literature, on performance appraisal system therefore,
there was a need to determine the perception of the academics in order to enhance the

quality in teaching.

1.5 PURPOSE OF THE STUDY

The purpose of the study was to examine the perceptions of the academics on the
effectiveness of the performance appraisal system implemented by the University of

KwaZulu-Natal, within the College of Law and Management at the Westville Campus.

1.6 OBJECTIVES OF THE STUDY

The objectives of the study were as follows:

e To examine the objectives of performance appraisal at UKZN.

e To establish the perceptions of the academic staff members on the effectiveness
of performance appraisal at UKZN.

e To establish the perceptions of the college leadership on the effectiveness of
performance appraisal at UKZN.

e To establish whether the training and career development needs of the
employees match the University’s identified personal development training
programmes.

e To identify the challenges of performance appraisal at UKZN

e To suggest recommendations on the effectiveness of performance appraisal

process.

1.7 RESEARCH QUESTIONS

The research questions of the study were the following:

e What are the objectives of performance appraisal at UKZN?

6



e What are the perceptions of the academic staff members on the effectiveness
of performance appraisal at UKZN?

e What are the perceptions of the college leadership on the effectiveness of
performance appraisal at UKZN?

e What is the link between the training and career development needs of the
employees and the University’s identified personal development training
programmes?

e What are the challenges of performance appraisal at UKZN?

e What needs to be done to improve the effectiveness of performance appraisal

process?

1.8 SIGNIFICANCE OF THE STUDY

The study envisages to provide vital insights and better understanding of performance
management system. The findings of the study might help in outlining the challenges
and recommendations on the effectiveness of performance appraisals. The outcome
of the study could provide the management of the college with a better understanding
with the perceptions of academics regarding the introduction and implementation of
performance management system. The results of the study may also provide both
locally and internationally to the existing literature in general field of Human Resource

Management.

1.9 SCOPE OF THE STUDY

The study was conducted within the College of Law and Management studies at
University of KwaZulu-Natal, Westville Campus.

1.10 DEFINITION OF THE TERMS
1.10.1 Performance appraisal (PA) and Performance Management system (PM)

Performance appraisal can be defined as a process of determining the performance of
an employee by way of evaluating the performance standards and goals of that job,
providing feedback to the employee about his or her performance and working out

training and development plan (Hunter, 2016). According to Parida, Kumar, Galar and

7



Stenstrom, (2015) described performance management as having processes,
structures, organisational culture which allows managers to adapt policies to meet

organisational goals

1.10.2 Balanced scorecard

The balanced scorecard (BSC) supplements traditional financial measures with criteria
that measure performance from three perspectives, namely innovation or
product/service/people, internal processes effectiveness and customer experiences
(Kaplan & Norton, 2009).

1.10 RESEARCH DESIGN

Research design is a plan or framework for data collection and analysis, created to
respond to research questions (Sekaran & Bougie, 2016). There are four types of
research design which are exploratory, descriptive, causal and mixed methods
research design. This research study was conducted using descriptive analysis as the
purpose was to understand the effectiveness of performance appraisal within the CLMS
at UKZN.

1.11 POPULATION

According to Bernard, Wutich and Ryan (2017) a population is a full set of cases from
which a sample can be taken. The population of this study comprised of 138 academics

in the College of Law and Management Studies.

1.12 LIMITATIONS OF THE STUDY

The study was based within the College of Law and Management, which is one of the
four colleges at UKZN. A sample was 103 and only 63 respondents who completed
their questionnaires. More details on limitations of the study are documented in chapter

SiX.



1.13 STRUCTURE OF THE DISSERTATION

Chapter 1 — Background of the study
The chapter presents the overview of the research study. An introduction to the
research study, organisational context and background of the study are discussed. The

problem statement and objectives of the study are also presented.

Chapter 2 — Literature Review

The chapter contains the literature analysis on effectiveness of performance
management system. The performance management concept, performance
management and appraisal systems are presented. Performance management and
strategic management are discussed. Perception on performance management, the

role of training and development and staff development plans, are also discussed.

Chapter 3 — Research Methodology

The research processes analysis is presented in the chapter and the steps involved in
the research methodology. The main aim and objectives of the study are outlined. The
data collection strategy is presented, which links the research questions to the
objectives. The concepts of validity, reliability, analysis of data and ethical

considerations, are also discussed.

Chapter 4 — Presentation of Results
This chapter presents the results of the data collected for the study. The treatment of
data and the reliability of the questionnaire are presented. Demographic statistics are

presented, followed by the results in relation to the objectives of the study.

Chapter 5 — Discussion of the findings
The chapter is about detailing the discussions of the results and interpretation and

analysis are thereof documented, with objectives linked to findings.



Chapter 6 — Conclusion and Recommendations
The chapter concludes with recommendations, based on the findings of the study, as

well as the recommendations for further research.

1.13 SUMMARY

The organisational context and background of the study were discussed. The focus of
the study and problem statement were defined. The research objectives and questions,
the significance and scope of the study, were explained. The next chapter will review
sources of literature in order to achieve a clear insight of the concept of performance
management system and the various factors and processes that can be improved in

order to increase performance in an organisation.
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CHAPTER TWO
LITERATURE REVIEW

2.1 INTRODUCTION

Human capital is the most important asset for most organisations (Mayo, 2016).
Performance appraisal is the most vital tool for the human resource department, in
order for the organisation to gain its competitive advantage. Human capital is a nation’s
and company’s prime asset (Chowdhury, 2011). In order to identify employee capacity,
as well as taking appropriate reward decisions, performance appraisal is considered to
be one of the vital tasks for the Human Resources Manager (Jahan, 2016). The most
impact of the bottom line performance of the firm is also affected by the effectiveness

of the human resource function (Bamberger, Meshoulam & Biron, 2014).

In the same way, the purpose of performance management at the University of
KwaZulu-Natal is to improve institutional and individual performance. In this view, this
chapter introduces the concepts of performance management, performance appraisals
and performance management, performance management and strategic management,
perception of performance management, the role of training and development, as well

as staff development plans.

2.2 PERFORMANCE MANAGEMENT

Bratton and Gold (2017) state that PM aims to improve organisational functionality by
linking organisational goals and individual performance. Performance management
does so through the use of job design, recruitment and selection, training, as well as
performance appraisal. Performance management therefore takes a holistic

organisational-wide view with performance appraisal being a subsection.

Perhaps the differentiation between the performance and performance management is
best summarised by Aguinis (2016), who defines performance management as a
process that continuously identify, measuring and developing the performance of

individuals and teams and aligning performance with the strategic goals of the
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organisation. Performance appraisal is the systematic description of an employee’s
strengths and weaknesses. Thus, performance appraisal is an important component of
performance management, but it is just a part of a bigger whole because performance

management is much more than just performance measurement (Aguinis, 2016).

The notion of performance management is creating a shared vision of the aims and
purpose of the organisation (Bolden, 2016). Performance management also helps each
individual employee to understand and recognise their part in contributing to vision and
purpose, thereby managing and improving the performance of both the individuals and
the organisation. Hawke (2012) defines the performance management concept as the
interconnected strategies and activities to improve the performance of individuals,
teams and organisations’ methodologies, processes, metrics and systems that support

an organisation to manage business performance.

Performance management is the systematic process of planning work expectations,
frequently monitoring performance, developing capacity to perform, periodically rating
performance and rewarding good performance (United States Office of Personnel
Management, 2011). Based on the above definitions, performance management is

regarded as employee performance with an endeavour to achieve organisational goals.

2.2.1 The evolution of performance management

Rashidi (2015) indicated that the evolution of performance management is in four
phases. In phase one, it was during the World War 1 in 1922, where performance
management of army officers was done using scales, which failed to clarify the exact
stage of performance management. Phase two was introduced in 1954, which was
called Peter Drunker's Management by Objectives (MBO), which was found to be using
specific goals. However, it was found to be time consuming. In the 1960s, performance
appraisal system was introduced and failed to provide suitable feedback to employees.
However, in the 1970s, formal written feedback was received and employees were able

to identify their weaknesses.

12



During year 1990 to 2000, phase three introduced a 360-degree feedback system
which provided responses and assessment on issues related to employee engagement
and teamwork. From year 2001 to present, phase four introduced an outcome-based
performance approach. An outcome based approach focuses on the development of
employees, continuous and direct communication between supervisors and
employees. New strategies, goal setting and human capital development, are key to
success in the fourth phase (Biron, Farndale & Paauwe, 2011; Rashidi, 2015). In the
nineteenth century, traditional accounting-based and cost accounting performance
measures were used, but they were inaccurate. Performance management has
changed in the twenty-first century, so much that even the public sector has adopted

the private sector’'s management tools.

Hvidman and Andersen (2013) highlighted that the goal of the public sector is to change
from bureaucratic processes to profitable performance outcome-based processes that
are aspired by the private sector. Performance management has a profound effect on
organisational culture, structures and processes which allow managers to adapt
policies and planned guidelines to meet organisational goals (Parida, Kumar, Galar &
Stenstrém, 2015). Henderson (2011) indicated that performance management cannot
be viewed as performance appraisal or compensation for good performance; however,
performance appraisal and reward form part of the performance management system.

Brudan (2010) states that performance management evolved through three different
levels which are individual, operational and strategic levels. Individual performance
evolution can be seen as the traditional level (i.e. performance appraisal) used in
organisations, while the operational performance system is linked to the evolution of
accounting and management practices due to the fact that traditionally, it has been
evaluated in terms of productivity/low cost, as well as effectiveness in the achievement
of goals (Brudan, 2010). Brudan (2010) further states that strategic performance
management evolution deals with the achievement of organisational objectives. It is
evident that human capital plays a key role of performance management in

organisations.
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2.2.2 The performance management framework

Clardy (2013) stated that performance management framework consists of four linking
levels namely executive level, organisational infrastructure, human resource policies
and working conditions. Executives’ role is to structure the organisation’s culture
through values and actions in shaping employees’ actions, values and perceptions
towards a desired performance (Clardy, 2013). The organisational infrastructure
includes business plans, the development of performance measures and engineering
of processes of organisational performance. Human resource policies ensure guidance
through the relationship of the organisation and its employees. Consistently managing
policies of staffing, training and development, evaluation and reward, have a direct
effect on the relationships that support the organisational corporate culture (Iglesias &
Saleem, 2015). Lastly, the working environment under which the employee performs,

also form part of performance management.

2.3 PERFORMANCE APPRAISAL SYSTEM AND PERFORMANCE MANAGEMENT

In order to improve productivity, we need human resource, as they are the valuable
asset of the organisation (Jahan, 2016). Most organisations are putting more emphasis
on performance management system as a means of generating higher levels of job
performance. Managers need to be trained on how to conduct performance appraisals.
Without the proper training, performance appraisals will tend to be a frustrating exercise
for both the managers and their subordinates. It is essential that managers are clear,
with detailed instructions and guidelines on how to perform and evaluate performance
appraisals (Longenecker, Fink & Caldwell, 2014). In order for performance

management to be effective, it requires change in people and mind-set (Dopplet, 2017).

The supervisors’ role is to evaluate their subordinates’ performance, provide relevant
and continuous guidance on the day to day activities, setting and measuring short-term
deadlines and manage employee-manager relationship (Lee & Jimenez, 2011).
Appelbaum, Roy and Gilliland (2011) mentioned the Piggot-Irvine (2003) model which

indicates the critical elements of achieving effective performance appraisal, as shown
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in Figure 2.1.

Figure 2.1: Elements of Appraisal Effectiveness
Source: Adapted from Appelbaum et al. (2011)

The Piggott-Irvine (2003) model, supported by both Appelbaum et al. (2011) and Ali
(2012), supported that performance appraisal is a valuable tool in improving efficiency,
awarding reward, as well as promoting or terminating services of employees, as
indicated in Figure 2.1. The training of managers and supervisors on how to perform
effective appraisals should be informal, but an annual routine (Ali, 2012). He further
indicates that trust and respect can defeat the effectiveness of an appraisal. For an

appraisal to be effective, the quality of standards, setting objectives in advance and the
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relationship between appraise and appraisee, are central and crucial.

2.3.1. Performance appraisal methods

It is critical for an organisation to select an appropriate method to implement in
managing its performance effectively (Grobler, Warnich, Carrell, Elbert & Hatfield,
2011). Common appraisal methods are Ranking method, Graphic rating scale,
Behaviour anchored rating scales, Narrative method, MBO method and 360-Degree
feedback. The ranking of employees that compares them to being best to worse, is a
fast and easy method, but seldom developmental, as there is a lack of feedback
(Grobler et al., 2011). Graphic rating scales are probably the oldest and most widely

used scales (unsatisfactory, fair, satisfactory, good and outstanding).

Graphic rating scales display attributes to which an employer can indicate the degree
to which an employee demonstrates a result (Turgut & Mert, 2014; Khanna & Sharma,
2014). MBO is result-oriented (Khanna & Sharma, 2014; Grobler et al., 2011). One of
the advantages of the 360-degree is the enhancement of an organisation’s
performance and the quality of the performance management process (Bracken &
Church, 2013). The 360-degree has a multiple of appraisers, including peers,
subordinates and supervisors, to rate employee development.

2.3.2. Performance appraisal rating errors

Necessary training is required by managers in order to minimise errors. Pal (2014)
states that when performance appraisals are carried out fairly and accurately,
employees get motivated and productivity increases. Lee and Steers (2017) indicate
that basic requirement of an effective performance appraisal system should be fair and
acknowledged by employees. The most dominant errors in appraisals are the rater bias
and the halo effect (Wood, 2014). When the appraiser becomes sensitive to the older
appraise than the younger appraise, then that is called rater bias error. Horn effect is
when the appraiser continuously rates negatively when one poor aspect is identified,
while halo error is when appraisers continue to rate positively when they find a

satisfactory performance (Igbal, Akbar & Budhwar 2014). The following are the
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common rater errors:
e Rater bias — It's when an error, either by valuing or stereotyping employees,
often stems from demographic or personal characteristics
e Halo effect — It's when rating an employee high due to generalisation

e Central tendency — When employer rates everyone at the average
e Leniency — When employer rates everyone at a high rating

e Strictness — When employer rates everyone at a low rating
e Recency/primary effect - Rating based on the last known experience of

employee

Performance appraisal is normally the vehicle behind which the organisational goals
and objectives are translated into an individual’'s objective and plays a critical role in
performance management system. According to Fletcher (2006), PA remains the
primary way of discussing and acting on the development of the individual. When a part
of performance management appraisal is much more tightly linked with the larger
business environment, performance management refers to a general set of activities
which are carried out by the organisation to improve employee performance (Denisi &
Griffen, 2016). Denisi and Griffen (2016) state that though performance management
is typically dependent on performance appraisals and performance management is a
broader and more encircling process and is the ultimate goal of performance appraisal

activities.

Performance management has been seen to be more effective and successful in
organisations with lots of benefits to an organisation. A study carried out by Fletcher
and Williams in nine UK organisations showed that features of performance
management lead to organisational commitment and job satisfaction. Lawler, Benson
and McDermott (2012) state that performance management systems are effective
when they are based on goals that are jointly set and are driven by an organisation’s
business strategy. Performance appraisal, from a social-psychological perspective, as
opposed to the traditional tool for measurement, is becoming more popular, thus

viewing performance appraisal as a communication and social process.
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2.4 PERFORMANCE MANAGEMENT AND STRATEGIC MANAGEMENT

Performance management is about setting and achieving goals set during strategic
sessions (Hill, Jones, & Schilling, 2015). Kaplan and Norton (2009) state that Balanced
Score Card (BSC) is a performance management that reveals the organisation’s vision
and strategy into implementation through four perspectives namely financial, customer,
internal processes and innovation. Kallas and Sauaia (2014) indicate that there are five
principles that enable companies to be strategy-focused, which are as follows:

1. Translate strategy into operational terms;
Align the organisation to create synergies;
Transform strategy in everyone’s job;

Make strategy a continuous process;

ok~ 0N

Executive leadership to mobilise change.

The first principle defines the strategy which uses non-financial measures such as job
satisfaction/competence. The second principle aligns the BSC to business level units
supporting internal process visions. The third principle ensures that employees
understand the corporate strategy and its alignment to daily jobs. The fourth principle
enables strategic management processes to align with monthly performance evaluation
and budget monitoring. The last principle enables leadership to recognise new
management model that would incorporate new values into the structure (Kallas &
Sauaia, 2014). Gruman and Saks (2011) highlighted that participatory theory is when
employees are fully engaged. Organisational success is dependent on employees

participating in an overall strategy.
Research indicates that when companies use the BSC approach, they tend to perform

better when comparing with organisations that do not use the BSC approach (Hoque,

2014). The framework is depicted in Figure 2.2.
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Figure 2.2: The balance scorecard framework
Source: (Kaplan & Norton, 2009)

The learning and growth (innovative) measures how often new products/services or
techniques are introduced in an organisation. The internal business processes
measure the effectiveness of processes that are value created by organisations. The
customer perspective measures performance on how the organisations’ value is
experienced by the customer. The financial perspective measures the bottom line and
the return on investment. The aim of BSC is to provide a ‘balanced’ within the set of

indicators in order to maximise shareholders value.

According to Hudzik (2011), the universities’ core business is to create and impact
knowledge and disseminate scholarly ideas through research, while the private sector
organisations are business oriented, with the sole objective of capital growth and profit
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driven. The main aim of a PA system is to align employee and departmental goals to
organisational goals and objectives and ensure that employee performance is in line
with the goals. There must be a link between the goals of the organisation and the
knowledge laid out for employees to aspire towards the success of the organisation.
The key objectives of the University of KwaZulu-Natal, is to ensure the following:

» Managers evaluate staff performance in a consistently fair manner;

» The integrity of the performance management process is protected; and

= There is also a common understanding of the standards required at each

level of work.

When employees are cognisant of and accept the organisational goals, this assists to
boost the individual performance, which in turn results in improved and higher
organisational performance (Osborne & Hammoud, 2017). To achieve good results,
the managers (rater) need to assist employees (ratees) in goal setting, in order to be in
sync with that of the organisation’s goal. The rater must be trained to get accurate
results from performance appraisal. As a means of achieving the desired results of
performance, supervisors need to communicate organisational goals to individuals and
link them to performance, to energize employees. When goals are accepted by

employees, performance will improve as they will strive towards achieving them.

Thus, will assist in increasing individuals’ persistence, as well as transfer effort into
commitment and motivation (Osborne & Hammoud, 2017). When coordinating the work
of the employee with that of the organisation, everyone will lead to success, not only in
employee performance, but overall output of the organisation. The notion of having
employees participate in the accomplishment of corporate goals can be described as
participatory management or collaborative leadership style. When employees
understand how their individual work contributes to the overall goals of the organisation,
it allows them to make their own decisions about how to spend their work time so that
their work is consistent with the priorities of the organisation. Performance reviews
becomes easier, faster and causes less anxiety, when there are clear performance

goals.
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2.5 PERCEPTION OF PERFORMANCE MANAGEMENT

Performance appraisals must be perceived to be fair, just and equitable, by both the
employer and the employee in order to be a success. There will be a decrease in
productivity and high employee turnover in an organisation, if the employees perceive
that there is injustice in performance appraisals. George and Jones (2011) define
perception as a sensory process that can be selected by people recognise their
environment by using their sight, hearing, touch, smell and taste senses. Perception
plays a vital role for managers to understand negative impact that perceptions have on

organisational processes and tools (Jewoola, 2014).

According to Sengupta (2011), human behaviour is controlled by Maslow’s motivational
theory which advocates that behaviour is controlled by fundamental needs. Managers
need to take care of employees’ needs, for example, by motivating and rewarding the
employees in order to increase productivity. If employee’s needs are not taken care of,
then there will be a decrease in productivity, which will result in poor performance for
the organisation and the individual. Barrick, Mount and Li (2013) state that employees
feel motivated when job roles and performance expectations are clearly defined. Figure
2.3 illustrates this sequence of needs.
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Self-fulfillment
needs

Self-
actualization:
achieving one’s

full potential,
including creative
activities

Esteem needs:
prestige and feeling of accomplishment Psychological
needs

Belongingness and love needs:
intimate relationships, friends

Safety needs:
security, safety Basic

needs
Physiological needs:
food, water, warmth, rest

Figure 2.3: Maslow’s hierarchy of needs
Source: Adapted from Bull (2014)

Management needs to consider performance management system of its intended

change with the prevailing organisational culture and tradition. According to the

previous literature, it is argued that performance management system is proficient of

transmuting the employee values, attitudes and behaviour, hence, resulting to a

subsequent change in the overall culture of the organisation. Maimela and Samuel

(2016) state that to have an effective behaviour change, a new innovative thinking

process is required and to embrace new ways of doing things from the ancient ways. It

is crucial to change the existing organisational culture and employees’ behaviour to

have a successful implementation of performance management system.

Higher education institutions’ management expect employees in the sector (mainly
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academics) to embrace organisational innovation practice that is emblematic of the
companies in the private sector. Maimela and Samuel (2016), these expectations are
conversant by the necessity to ensure efficiency in the operations of higher education
institutions in South Africa. Thus, it involves a complete monitoring and measuring of
academics’ work performance and outputs (Maimela & Samuel, 2016). The
implementation of performance management system in many institutions of higher
learning recommends that work roles of academics are being defined by management
based on values and purposes that are dictated by market economy, rather than

academic enterprise (Pityana, 2004).

Higher education institutions managers are faced with challenge that are required by
the educations authorities to increase the student enrolment and research productivity
without the increase in budget allocation (Parsons & Slabber, 2001; Ruben, 2004).
Higher education institutions need a business performance model which will needs to
be adapted to the peculiarities of, and in order for the performance management
system to be effective in the higher education environment.

According to Molefe (2010), a research study of some universities in the United States,
United Kingdom, Nigeria, Australia and South Africa indicates that the performance
management system introduction is likely to be resisted by academics, if its
performance assessment criteria do not consider these:
e Distribution of workload and teaching workload between academic members of
the departments;
e An acceptable format used by the faculty for student evaluation results;
e Student statistics per course research output, with emphasis on accredited
output;

e Corporate citizenship which involves service to the community without rewards.

According to Taylor (2004), the introduction of performance management indicators in
academic institutions can encourage its academic members to excel in their
performance, especially academics who are inclined and motivated by extrinsic

rewards such as money and other financial rewards. But, academics who are
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intrinsically motivated would be motivated by factors such as recognition or quality of
life factors, for example, leisure and holiday with family and friends. A challenge arising
from the introduction of PA systems by different organisations is that such systems are
not compatible with the organisational culture and it regularly outlines the perception of

employees (Kandula, 2010).

According to Locke and Latham (2006), the motivation concept entails the internal
factors that drive action and external factors that can act as inducements to action.
Motivational theories underpin the content and structure of performance management
strategies and drives (Kandula, 2010). According to Kandula (2010), quality comes
from employees who are well-motivated. There are two theories that support

performance management which are as follows:

2.5.1 Goal-setting theory

Locke and Latham (2006) indicate that specific goals will increase employees’ desire
to exert more effort in order to achieve them. The theory is based on three arguments:
the first one is that individuals have different goals, second one is that if there is a
chance of success, people only act to achieve their goals. The third one is that the level
of motivation affects the goals (Locke & Latham, 2006). Assigning specific goals to
individuals does not only enhance employee performance, but it also improves goal
acceptance through employee involvement (Locke & Latham, 2006). For employees to

strive towards excellence, they need challenging tasks to motivate them.

2.5.2 Expectancy theory

Expectancy theory explicates motivation on the degree to which an effort is perceived
to lead to performance, performance leads to rewards, and the rewards presented are
desirable (Purvis, Zagenczyk & McCray, 2015). The employee’s motivation level
depends on the factors of valence, instrumentality and expectancy. Valence means the
attractiveness of the outcome. Instrumentality refers to the belief that if we do one thing,

it will lead to another. Expectancy is the probability that action will lead to outcome.
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2.6 THE ROLE OF TRAINING AND CAREER DEVELOPMENT ON
PERFORMANCE MANAGEMENT

The core factor is the training and development and employee performance
improvement, in which managers use in order to meet the organisation’s target. The
human resource of the 21t century includes globalisation. Organisations need to
advance their strategies towards training and development, as technology is advancing
very swiftly (Henson, 2016). Organisations also to provide training which is aligned to
performance management in order to deliver valued outcomes (Haines & St-Onge,
2012).

The appraisal process has value as a means of developing the potential of employee
and the organisation. When performance appraisal is used as a development tool, it
provides a basis for determining who needs to be trained in terms of the desired job
behaviour and the level of competence. On-the-job training is the most common type
of training at all levels in organisations. Whether or not the training is planned, people

do learn from their job experience, especially when the work involved is not complex.

Job training involves the supervisor paying some extra attention to the trainee,
occasionally giving him criticism and suggestions. The need to continuously update
one’s knowledge in modern trend of practice of the profession cannot be over-
emphasised. Absence of this will lead to poor performance, hence, low appraisal rating.
According to Rao (2008), career development looks at the long-term career
effectiveness of staff members, whereas employee development focuses on the
present effectiveness of a staff member. The managers play a vital role in helping
employees develop their capabilities in terms of their potential growth and defining their
goals and work objectives in terms of their careers. The manager can delegate tasks
to the employee who will give him or her a more responsibility. The employees will be
free to try new methods and new ideas, if given the chance. This will lead to increased

job satisfaction and productivity.

Employees can adversely affect the company’s profitability as they can make or break
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the organisation’s reputation, hence, they are the most valuable asset of the company
(Imran, 2013). Training is essential in the workplace, as employees are responsible for
customer satisfaction and quality of products. Without proper training, workforce will
not have the necessary skills to complete their tasks. There is a positive relationship

between training and organisational performance.

In order for the companies to gain competitive advantage, they need to invest in training
their employees. There is a return on investment and retention of employees through
training (Becker, 2009). The businesses are now facing new changes, as well as trials,
as a result of global and technological development. Technological developments have
moulded the need of capabilities and competencies required to perform a particular
task. Therefore, more enhanced and operative training programs are required in order
to deal with these challenges. Effective training programs help in creating a more
encouraging learning environment for the employees and train them to manage the

imminent challenges more easily and timely (Tai, 2006).

Effective training programs help employees to get acquaintance with the desired new
technological advancement, also gaining full command on the competencies and skills
required to perform a particular job and to void on the job errors and mistakes. The
more organisations have competent employees, the more employees are pleased with
their work, henceforth, the firm output and profitability increase (Champathes, 2006).
Elnaga and Imran (2013) indicated that organisations that focus on shareholders and
customer satisfaction realised the investment in training is vital and thus recognises the
worth of employee development. Training is a systematic process to enhance
employees’ skills, knowledge and competency necessary to perform effectively on the

job. Training affects organisational competitiveness, revenue and performance.

2.7 STAFF PERSONAL DEVELOPMENT PLANS (PDPs)

Personal development plan (PDP) can be defined as an assessment tool embedded in
a larger assessment cycle of development and performance interviews. Kavanagh and
Johnson (2017) indicated that personal development plan is used to gather and
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document information about the competencies that the employee worked on and is
planning to further develop in the near future. Personal development can be
characterized as a tool that does the following:

e Provides an overview of the competencies that the employee worked on in the
past and of the competencies that the employee is planning to do in the future;

e PDPs are completed by the employees themselves, as it is a self-direction by
the employee, even though the format of personal development plan is generally
fixed,

e PDP is used as the base for, or to structure the dialogues with the supervisor
who provides the employee with feedback and inspires the employee’s
reflection; and

e Serves different decision-making processes ranging from planning and

individual training-program, to whether or not giving an employee a promotion.

Personal development plans assist employees to reflect upon their experiences,
identify their strengths and weaknesses and enabling them to set goals for personal

and academic growth.

2.8 CHALLENGES OF PERFORMANCE APPRAISALS

The major challenge of performance appraisal system is that of subjectivity to openness
and discernment. Subjectivity arises from behaviours and practices of employees
involved in the appraisal process than the procedures and policies established for
guidance (Fletcher & Williams, 2016). Subjectivity becomes a problem as the appraiser
and appraisee are friends. Luthra and Jain (2012) state that employees sometimes are

not aware on how performance management system allocate rewards.

The challenge with performance appraisal system is that its includes disagreement on
suitable performance appraisal criteria, lack of legitimacy and consistency of evaluation
methods and adverse employee perception towards the system.

2.9 PERFORMANCE MANAGEMENT FRAMEWORKS

There are three performance management frameworks that integrate organisational
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and individual performance, namely BSC performance management model, Rockart’s

model and Aguinis performance model.

2.9.1 BSC performance model

The BSC performance is the framework that enables organisation to translate its vision
and strategy into implementation, working from four perspectives namely innovation,
product/services/people, internal processes effectiveness, experiences of customers
and financial performance (Kaplan & Norton, 2009). The BSC links vision and strategy
to employees' everyday actions by translating strategy into clearer strategic priorities
and initiates. Previously, it has been has indicated that the use of BSC approach tends
to outperform organisations without formal approach to strategic management
(Advanced performance Institute, 2012). The idea of BSC is to provide indicators that
allow an organisation to measure the source and effect chain by which the customer

and shareholders wealth are formed. BSC allows companies to integrate the objectives.

2.9.2 Rockart’s model

The introduction of Rockart’s Critical Success Factors (CSFs) and Key Performance
Indicator (KPIs) model combine non-financial leading indicators with financial indicators
in one system. It provides a balance overview of the organisations’ performance and
verify if the company’s strategy is being executed with success. Critical success factors
(CSFs) are those factors that need to be properly managed to ensure successful
competitive performance for the organisation (Abedin & Jafarzadeh, 2015). They are
the few areas where things must go right for the business to flourish. If results in these
areas are not adequate, the organisation’s efforts for the period will be less than
desired. As a result, the CSFs are areas of activity that should be constant and careful
management attention. The current status of performance in each area should be

continually measured and that the information should be made available successfully.

Organisational performance should be monitored to correct any deviations within time.
The teams or individual performance should be in line with organisational CSFs and

KPIs to achieve the strategic goals.
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2.9.3 Aguinis’s model

Performance management is a continuous process which includes several components
which are related to one another (Aguinis, 2016). According to Aguinis (2016),
performance management provides an understanding to employees, as to what they
have to achieve and how it will be measured, and clear directions about the kinds of
behaviours that people must have to perform their duties to the organisation’s
acceptable level. There are six stages namely prerequisites, performance planning,
performance execution, performance assessment, performance review and
performance renewal. The three models advocate the value add to the achievement of
organisational strategy and increased profits (Aguinis, 2016).

2.10 UNIVERSITY OF KWAZULU-NATAL PERFORMANCE MANAGEMENT

The integrated talent management procedure and guidelines was effective in January
2012, which encapsulate the performance management guidelines (University of Kwa-
Zulu-Natal, 2017). The purpose of UKZN’s performance management is to improve the
university and individual performance. Performance management is also used for talent
identification. The teams and individuals are engaged as follows:
e To clarify team and individual performance requirements, standards and
expectations;
e To align the individual objectives with those of the College;
e To identify training and career development needs;
e To measure and evaluate the individuals, team and college performance;
e To identify institutional and operational changes required in order to improve
employee performance;
e To mentor and capacitate employees through constructive feedback;
e To promote job satisfaction through motivation;
e To improve communication between employer and employee

e To provide legally and sound mechanism to address poor performance.

The academic performance cycle is from the 1%t of January to the last day of December.

For most academics, performance appraisals are done twice in a year.
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2.11 SUMMARY

Organisations need to create the strategic alignment between a functional performance
management system and the overall organisational goals. Performance appraisals
assist organisations to achieve their goals. A positive attitude towards performance
appraisals is vital for positive results. Once the employees have a negative attitude
towards performance appraisal, it becomes a challenge for the organisation to achieve
its goals. Performance appraisal is a process that needs to be understood by both the

employee and employer. The process needs to be fair.

Through performance appraisal, the employer can identify employee strengths and
weakness. Performance appraisal assists organisation to identify the training needs of
the employees, assist employees to identify and understand their personal
development plans. Performance appraisals also assist to identify the talent and
employees who are ready for promotions, assist managers and employees to improve
their communication skills through regular dialogue.in addition, performance appraisals
assist in providing the appropriate and sound mechanisms for addressing poor
performance. Performance appraisals also assist an organisation to attain its

competitive advantage.

Research methodology of the study is discussed in the next chapter.
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CHAPTER THREE

RESEARCH METHODOLOGY

3.1 INTRODUCTION

The fundamental purpose of the study was to determine the effectiveness of
performance appraisal from the academics within the College of Law and Management
Studies at the University of KwaZulu-Natal, Westville Campus. This chapter deliberates
on the methods used in conducting the present study. The chapter also provides the
descriptive analysis of the research methodology adopted in determining the
effectiveness of performance appraisals within the CLMS. The chapter encapsulates
the approaches used, data collection strategies implemented, data analysis and ethical

considerations.

3.2 RESEARCH DESIGN

According to Sekaran and Bougie (2016), research design is a collection plan,
measurement and data analyses created in order to respond to the research questions.
There are four types of research designs which are exploratory, descriptive, causal and

mixed methods research design.

3.2.1 Exploratory Study

An exploratory study is conducted when little is known about the problem (Sekaran &
Bougie, 2016). The exploratory studies can be conducted by conducting interviews, by
engaging with experts on the ground and by using search of the literature. Exploratory
studies are conducted to simply regulate the opportunity of undertaking research in a

particular area (Sekaran & Bougie, 2016).

3.2.2 Descriptive Study

A descriptive study is conducted in order to define the characteristics of the relevant
group, for percentage estimation of the units in definite population and to determine the
perception of product characteristics (Sekaran & Bougie, 2016). The main emphasis of

the descriptive study is to afford a precise image of the characteristics associated with
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any situation or organisation (Krueger, 2014).

3.2.3 Causal study

Sekaran and Bougie (2016) state that a causal study is conducted to establish the
relationship between variables. The purpose of the causal study is to understand
independent variables and dependent variables and to determine the nature of the

relationship between the casual variables and the effect (Sekaran & Bougie, 2016).

3.2.4 Mixed Methods

Mixed method research combines the quantitative and qualitative methods into a single
study. Mixed method research is the research methodology that employs multiple
methods such as intentionally integrating or merging these methods to draw the
strengths of each and framing the investigation within philosophical and theoretical
positions (Sekaran & Bougie, 2016). It encompasses collecting, analysing and
interpreting quantitative and qualitative data in a single study, or in a series of studies
that explore the same phenomenon. The researcher needs to provide detailed steps

for each method used.

This research study will be conducted under the premise of descriptive analysis. The
aim of a descriptive study is to determine what cause a certain outcome without
endeavouring to control the variables within that specific situation. The purpose of the
study is to understand the effectiveness of performance appraisal within the CLMS at
UKZN. The study seeks to identify perceptions of academics and understand the

impact they may have on the effectiveness of performance appraisals at UKZN.

3.3 AIMS AND OBJECTIVIES
3.3.1 Aim

The aim of the study was to establish the effectiveness of performance appraisals. An
evaluation was required of the present performance appraisal system, in order to make

recommendations to improve the existing system.
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3.3.2 The objectives

The objectives of this research study as indicated in chapter one was to encapsulate
the understanding of performance appraisal within the academics at the College of Law

and Management.

3.4 PARTICIPANTS AND LOCATION OF STUDY

The location of the study was the University of KwaZulu-Natal, Westville Campus,
within the College of Law and Management studies. The participants were the

academics within the College of Law and Management.

3.5 SAMPLING

Sampling is the process of selecting a slice of a population for the purposes of making
observations and inferences about the population (Denscombe, 2014). It may not be
practical to survey the entire population due to budget, time constraints, timeous
feedback, hence, the need to sample (Saunders, Lewis & Thornhill, 2012). There are
two major types of sampling techniques which include probability and non-probability
sampling. Probability sampling is when every participant in the population has a chance
to be selected in the sample, while non-probability sampling is when the probability

selection of the participant is unknown (Saunders, Lewis & Thornhill, 2012).

Probability sampling was used for this study as it a method that use random selection.
Each and every element in the population has an equal chance to be selected when
using simple random sampling. Simple random sampling was used for the purposes of
this study. A sample size of 103 Academics was drawn out of a population of 138
Academics within the College of Law and Management studies in Westville Campus.

3.6 DATA COLLECTION STRATEGIES

The research strategies assist in answering the research questions of the study
(Sekaran & Bougie, 2016). The research strategies include experiments, surveys,

ethnography, case studies, grounded theory and action research. The research
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methodology has three main approaches that are used to collect and analyse data.
Creswell (2014) refers to these approaches as the quantitative, qualitative and the

mixed methods research, as shown in Table 3.1.

Table 3.1: Quantitative, Qualitative and Mixed Methods
Quantitative Methods Qualitative Methods Mixed Methods

v' Close-ended
questions

v' Performance data
information

v Attitude data
information

v' Observational data
information

v' Census data
information

v’ Statistical analysis

v Statistical

interpretation

v" Emergent methods

v" Open-ended
questions

v Interview
information

v" Observational data

v" Document facts

v Audio-visual
assessments

v' Text and image
analysis

v' Themes, patterns

interpretation

Both pre-arranged
and emergent
methods

Both open- and
close-ended
guestions
Numerous forms of
information drawing
on all opportunities
Statistical and text
analysis

Across database

interpretation

Source: Creswell (2014)

To collect data timeously, adequately and ethically, an appropriate data collection
strategy is essential. According to Denscombe (2014), surveys, interviews and
observation form part of primary data, while document data sets and online information
form part of secondary data. A survey was deemed the most appropriate method for
this study, as the type of approach was the quantitative. In order to avoid delay in the
data collection process, a drop-off and pick-up method of the questionnaires was
adopted for this study. Denscombe (2014) states that the survey conducted by means

of a questionnaire has the following advantages and disadvantages:
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Advantages of a questionnaire

v Cost effective method

v' Coverage is wide and inclusive

v" Response feedback is instant

Disadvantages of a questionnaire

v' Low response rate from email/web-based questionnaire

v' Excludes respondents without internet or email

3.6.1 Questionnaire Design

The questionnaire was used to collect data. The questionnaire used to collect data

encompassed questions that were measured on a five-point Likert scale. They further

indicated that the Likert scale is a variation of the rating scale and consists of

statements that indicate either a favourable or an unfavourable attitude to the research

subject. The response is given a numerical score reflecting the least to the most of

favourableness for example (1 = strongly agree, 2 = disagree, 3 = neutral, 4 = agree,

and 5 = strongly agree). The respondents scores are compared from a well-defined

sample or population.

Table 3.2: The questionnaire consisted of seven sections (A - G)

perception on performance appraisal

system in the University

Section Data Collected Alignment to Research
questions
Section A Collected biographical information Biographical information
Section B Collected data on the purpose of | Purpose of performance
performance appraisals appraisal
Section C Collected data on performance goals | What are the objectives of
and objectives settings performance appraisal at
UKZN?
Section D Collected data on employee’s | What are the perceptions of

the academic staff members

on the effectiveness of
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performance appraisal at
UKZN?

Section E Collected data on the link between | What is the link between the
training and career development | training and career
needs of the employees and the | development needs of the
University’s  identified  personal | employees and the
development training programmes. University’'s identified

personal development training
programmes?

Section F Collected data on the challenges of | What are the challenges of
performance appraisals performance appraisal at

UKZN?

Section G Collected data on the perceptions of | What are the perceptions of
the college leadership on the | the college leadership on the
effectiveness of performance | effectiveness of performance
appraisal at UKZN. appraisal at UKZN?

3.6.2 Validity and Reliability

It is essential that validity and reliability tests be done to determine that the study has
indeed been accurately presented in the data. The validity and reliability of a measuring
instrument influence the degree to which a researcher can learn something about the
phenomenon under study (Leedy & Ormrod, 2010). The validity and reliability of an
instrument determine the probability that statistically significant results would be
obtained in the data analysis and the extent to which meaningful conclusions are drawn
(Leedy & Ormrod, 2010). The true reflection of the survey, not of the researcher’s bias,
is tested through the validity and reliability test to determine the true reflection of the

survey (Denscombe, 2014).

3.6.2.1 Validity

Validity tests how well the instrument developed measures the certain concept it is

intended to measure (Sekaran & Bougie, 2016). There are three broad categories of
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validity which are content validity, criterion-related validity and construct validity.
Content validity ensures that adequate and representative set of items are measured,
criterion-related validity is when the measure differentiates individuals on a criterion is
expected to predict and construct validity illustrates how well the results obtained from
the use of the measure fit the theories around the test designed (Sekaran & Bougie,
2016).

The study consisted of criterion variables such as purpose of appraisals and
employee’s perception on the effectiveness of performance to ensure concurrent

validity while correlation analysis established the construct validity.

3.6.2.1 Reliability

The reliability measure indicates the stability and consistency which the instrument
measures the concept (Sekaran & Bougie, 2016). The reliability measures the
consistency and error free of the instrument, despite the fluctuations. Reliability
consists of stability of measures and internal consistency of measures. Stability of
measures is the ability of a measure to be constant over time, while the internal
consistency of measures is the homogeneity indication of the items that are constructed
in the measure (Sekaran & Bougie, 2016).

This study used Cronbach’s alpha method to test internal reliability. For the purposes
of this study, the questionnaire was tested using Cronbach’s alpha coefficient method
to assess its internal relationship reliability to other questions. According to Bryman and
Bell (2015) a factor of 0.8 is an acceptable assessment of internal reliability. Further

details are obtained in chapter 4.

3.6.3 Questionnaire pre-testing

The pre-test takes some time, but it saves time by letting a researcher know which
items or approaches will or will not be effective to solve the research problem (Leedy
& Ormrod, 2016). The questionnaire was pre-tested to determine the feasibility of the

study, as well as the reliability and validity of the measuring instrument. The pre-testing
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was done to ensure the quality of the data.

The pre-test was done to five academics. The researcher delivered the questionnaires
by hand and collected after few days. The following issues were raised which were
subsequently corrected:
e Age demographics below 18 years was identified. No academic under the age
of 18 years was employed by UKZN. The respondent would have required a
consent of an adult if it remained on the questionnaire. This resulted in an
amendment in the age demographic on the questionnaire, where the line
indicating below 18 years was removed.
e During the pre-testing, spelling and grammatical errors were identified and

corrected.

The respondents selected for pretesting were excluded when sending the final

guestionnaire to the respondents in the main study.

3.6.4 Questionnaire Administration

The questionnaires were hand delivered to the respondents (the academics) and

collected them after few days by the researcher.

3.7 DATA ANALYSIS

The main purpose of the statistical analysis in the study was to analyse the
effectiveness of performance appraisals at UKZN within the College of Law and
Management. This study will use descriptive statistics to present data collected from
the participants. Statistical Package for the Social Sciences (SPSS) will be used to

analyse the data.

3.8 ETHICAL CONSIDERATION

The primary concern of the study was committing to ethical responsibility. A consent
letter was obtained from the Registrar in order to conduct the research study at UKZN,

Westville Campus (Appendix 2). The clearance certificate with full approval was also
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obtained at UKZN (Appendix 3). An informed consent letter was acquired from all
respondents prior to participating in the survey (Appendix 1). The research study
involved sensitive and controversial issues which included comments by academic staff
on the effectiveness of performance appraisals. Therefore, the research data and

anonymity of the research participants was protected.

3.9 SUMMARY

This chapter described the research design and methodology used in conducting the
empirical study. The aim and objectives of the study, sampling, data collection
strategies, data analysis and ethical considerations, were discussed in the chapter. The

following chapter presents and interprets the results of this study.
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CHAPTER FOUR

PERESENTATION OF RESULTS

4.1 INTRODUCTION

The data collection method described in the previous chapter focused on acquiring data
on the perceptions of academics on the effectiveness of performance appraisals in the
College of Law and Management studies at UKZN, Westville campus. The data that
were gathered from the participants are presented through the use of descriptive
statistics. The first section of this chapter presents the socio-demographic profiles of
the academics and the second section presents the statistical results related to the

objectives of the study described in chapter one.

4.2 RESPONSE RATE

According to Rubin and Babbie (2013), 50% response rate is considered adequate for
analysis and reporting. A response rate of at least 60% is considered good, while a
response rate of 70% is considered very good. One concern of web surveys is the low
rate response even though they are popular. The quality of web surveys is reduced by
partial responses and rejections (Saunders, Thornhill & Lewis, 2012). The survey
questionnaire for this study was hand delivered as a result of the shortcomings
encountered for web surveys. A total of 63 participants out of the sample of 103
completed the self-administered questionnaire (which constitute  61%).
Representations of the data are provided in this chapter, by means of graphical figures

and in table formats.

4.2.1 Reliability of the questionnaire

The reliability analysis showed that the data were reliable with a Cronbach’s alpha
coefficient of 0.897 as indicated in Table 4.1.

Table 4.1: Reliability analysis output
Reliability Statistics
Cronbach's Alpha N of Items
.897 46
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Using Cronbach’s alpha method indicated that the questionnaire was found to be
reliable, with a coefficient of 0.897 for (N=46), as indicated in Table 4.1. According
Bryman and Bell (2015), a coefficient of 0.8 is an acceptable assessment of internal

reliability.

4.3 SOCIO-DEMOGRAPHIC PROFILE OF THE RESPONDENTS

The socio-demographic profile represents information on the respondents’ position,
qualification, age, gender, marital status, race, employment status, the school to which
they belonged, for instance, the Graduate School of Business and Leadership, their
years of experience within the college and frequency of performance appraisals in their

schools.

4.3.1 Respondents’ positions
Table 4.2 shows the respondents’ position in the CLMS.

Table 4.2 Positions of the respondents in the CLMS

Position Frequency | Percent

Other 2 3.2
Junior lecturer 3 4.8
Lecturer 13 20.6
Senior Lecturer 27 42.9
Professor / Associate professor 18 28.6

Table 4.2 indicates that the majority of the respondents were senior lecturers 43%,

followed by 29% professors / associate professors, 21% lecturers and 5% junior

lecturers.

4.3.2 Respondents’ Qualifications

Table 4.3 shows the respondents’ qualifications.
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Table 4.3 Qualifications of the respondents in the CLMS

Qualification Frequency | Percent

Other 1 1.6
Honours 7 11.1
Master’s 32 50.8
Professional qualification 3 4.8
PhD 20 31.7

Table 4.3 clearly indicates that 51% of the respondents had the Master’s qualification,
followed by who possessed a PhD (32%), 11% with Honours degree and 5% having
professional qualifications.

4.3.3 Respondents’ Age
Table 4.4 shows the respondents’ age.

Table 4.4 Age of the respondents in the CLMS

Age Frequency |Percent
25-30 years 16 25.4
31-35 years 12 19.0
36-40 years 11 17.5
41-45 years 11 17.5
46-50 years 8 12.7
51 years or above 5 7.9

From Table 4.4, it is indicated that less than half of the respondents (44%) were 35
years or younger, 36% were between 36 years and 45 years, 13% were between 46
years and 50 years and 8% were above 51 years.

4.3.4 Respondents’ Gender
Figure 4.1 shows the respondents’ gender.
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= Male = Female

Figure 4.1: Gender of the respondents

The above figure 4.1 indicates that the majority of the respondents were males (52%)

and females were 48%.

4.3.5 Respondents’ marital status
Figure 4.2 shows the respondents’ marital status.
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1.60%

~

= Single = Married = Other

Figure 4.2: Marital Status of the respondents

The above figure indicates that majority of the participants (51%) were married,
followed by other at 48% and other at 2%.

4.3.6 Respondents’ race
Figure 4.3 shows the respondents’ race.

= Black = Coloured = Indian White



Figure 4.3: Race of the respondents

Figure 4.2 indicates that the majority of the respondents were Black (64%), followed by
Indian (25%), Coloured (10%) and 2% White.

4.3.7 Respondents’ Employment Status
Figure 4.4 shows the respondents’ employment status in the CLMS.

= Permanent = 