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ABSTRACT 

 

 

Public Service Workers Perceptions 

on Implementing an Appropriate 

Performance Management System 

in Ghana 

Kwabena Offei-Addo 

Global Public Administration Major 

Graduate School of Public Administration 

Seoul National University 

 
 

Performance management is concerned with combining performance appraisal 

and development with organizational goals in a single system. Directing the 

performance of employees towards organizational goals for effective 

evaluation and management of staff performance appraisals is essential. 

Since perceptions influence people’s judgement and attitudes towards 

particular phenomena, it could be expected that workers might hold diverse 

opinions about the performance management system that they would prefer to 

use or which would be beneficial overall in helping them achieve their 

objectives. 
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This study focused on the perceptions employees had on manual performance 

management and electronic performance management systems and examined 

the implications for developing and implementing an effective performance 

management system Ghana. 

Data was collected from 104 employees of the Public/Civil service institution, 

at all levels including managers and supervisors. A survey questionaire made 

available online, and was used to interview all respondents. The data collected 

was analyzed using descriptive statistics and inferential statistics in order to 

address the research questions. The outcome from the study indicated that 

employees of the public service perceive that the performance management 

system in their institutions is not easy to use, reliable, transparent, not effective 

and does not measure what needs to be measured in order to help them achieve 

their objectives. Above all, they believe the implementation of an electronic 

performance management system would remedy these deficiencies. A major 

limitation of the study is that, due to financial constraints, data was collected at 

only one point in time with not too robust selection methods. Therefore, the 

findings may not be described as a reflection of the general perceptions of all 

other public/ civil service workers in Ghana.  

Student ID: 2017-22892 
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I: INTRODUCTION 

Performance management has now become cornerstones of industrial-

organizational psychology and human resources, and yet they are frequently a 

major source of dissatisfaction among organizations’ employees and 

management (Pulakos, 2009). Information associated with performance can 

now be used in a number of ways in organizations (Landy & Farr, 1983), 

including making administrative decisions (e.g., pay increases, promotions, and 

terminations), giving feedback to employees about strengths and 

developmental needs, and serving as criteria for the assessment of other Human 

Resource (HR) systems (e.g., validation of selection procedures and evaluation 

of training programs). 

Human Resource Management (HRM) has now become a strategic component 

of every organization to efficiently reach its objectives. With that, from the 

position of management, performance management has been given emphasis as 

a strategy in developing employees and their productivity (Llorens et al. 2017). 

Among the many functions of HRM, E-Performance Management is one of 

them. Whereas Electronic-Human Resource Management (E-HRM) is 

typically defined as the use of computer systems, interactive electronic media, 

and telecommunication networks to carry out the functions of the human 

resources management department. Electronic Performance Management 

(EPM) by its name is performance management that is carried out with the aid 

of electronic and software systems. E- HRM managers always strive to provide 

a seamless integration of all HRM services with a common goal of employee 

satisfaction.  
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This technology-assisted model of HRM is often begun as an efficiency 

program, but it soon evolves into a major source of competitive advantage. In 

addition, while some human resources management departments utilize a few 

virtual HRM applications, others strive to reengineer, automate and integrate 

nearly all of their HRM functions. E- HRM costs lower and improve efficiency 

by reducing paperwork and streamlining work flow, automating redundant 

HRM tasks, improving time management, and ensuring that more informed 

decisions are made. 

Performance management practices can have a positive influence on the job 

satisfaction and employee loyalty by: 

• Regularly providing open and transparent job feedbacks to the employees.  

• Establishing a clear linkage between performance and compensation  

• Providing ample learning and development opportunities by representing the 

employees in leadership development programmes, etc.  

• Evaluating performance and distributing incentives and rewards on a fair and 

equated basis.  

• Establishing clear performance objectives by facilitating an open 

communication and a joint dialogue.  

• Recognizing and rewarding good performance in an organization.  

• Providing maximum opportunities for career growth.  

Source: <http://pgdhrm2011.blogspot.kr/2012/04/e-performance-management.html> 

 

http://pgdhrm2011.blogspot.kr/2012/04/e-performance-management.html
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Problem Statement: Why is this research important?  

The acceptance of past performance management system has been negative 

and as such, this research wishes to explore reasons why employees have 

negative attitudes towards any introduced Performance Management System. 

Most employees perceive their performance appraisal system as neither 

accurate nor fair. Skarlicki and Folger (1997) suggest that the appraisal 

process can become a source of extreme dissatisfaction when employees 

believe the system is biased, political, or irrelevant. In general, research 

indicates that perceptions of fairness arise from consideration of the outcomes 

received (outcome fairness); the procedures used to determine those outcomes 

(procedural fairness), and the way in which the decision-making procedures 

were implemented and explained (interpersonal fairness) (Smither, 1998). The 

reaction of employees to appraisals though mostly neglected, is critical in 

evaluating the success of a system. Bernardin and Beatty (1984) stated that 

employee reactions to performance appraisal system are usually indicators of 

the overall viability of a system. Thus, the effectiveness of a system depends 

heavily on the attitudes of the system users, both raters and ratees (Roberts, 

1990). Therefore, many factors should be considered in the evaluation of 

performance appraisal including employee attitudes towards variables such as 

perceptions of fairness. Bretz, Milkovich and Read (1992) indicate that the 

most important performance appraisal issue faced by organizations is the 

perceived fairness of the performance review and the performance appraisal 

system. 
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Employee perspectives are needed in order to comprehend the effectiveness of 

performance management systems (Dewettinck and van Dijk, 2013; Mishra 

and Farooqi, 2013; Simmons, 2002). Literature from practitioners always 

caution that PMS is more likely to fail if employees doubt its credibility. 

Employee perceptions regarding PMS is determined more by its accuracy and 

fairness (Luthra and Jain, 2012). 

In the case of Ghana, there has been no reliable performance management 

system that could be used in the effective assessment of performance of senior 

managers as well as public institutions. There have been several ad-hoc systems 

that have been experimented with since the early 1970s until 2008 but they were 

not easily maintainable and sustainable.  

This had led to a situation where there was a mixture of performance 

management models being used to cater for the needs of institutions, which 

were dictated solely by the institutions’ management.  This resulted in a ‘laid 

back’ approach by those in charge of the system because their oversight roles 

and duties of the performance management models were not seen to be a 

significant part of achieving corporate objectives. 

Some problems that has been prominent from past attempts of introducing 

performance management systems include: 

1. Poor understanding of performance management systems 

2. Lack of monitoring and feedback mechanisms. 

3. How to effectively measure productivity 

This led to past administrations trying in otiose ways to implement performance 

management systems to attain a higher standard of efficiency from the public 



5 
 

sector. Over the course of the past 30 years, performance management has 

become a significant aspect of attempts by governments to assess the efficiency, 

effectiveness, and accountability of public organizations (Bouckaert & 

Halligan, 2008; Johnsen, 2005). The performance idea has been promoted by 

the New Public Management philosophy of enhancing efficiency and 

effectiveness in public organizations’ use of scarce resources and holding 

public officials accountable for the discharge of their duties. The increasing 

popularity of the idea has led to its enthusiastic embrace by many governments 

and organizations. (Ohemeng (2011). 

 

The Ghana government intended to deal with some profound institutional and 

capacity problems, such as attitudinal issues, incentive and sanction schemes, 

and training, that had significantly undermined the success of the previous 

performance management regimes (Government of Ghana [GOG], 1985; 

Ohemeng, 2009). 

Unfortunately, employees are not Involved in designing performance appraisal 

system and this makes the process ineffective. The performance appraisal 

system is not used to develop employees but is treated as an annual formal 

process. The appraisal forms are often not acted upon and recognition, reward 

and trainings are not based on the evaluation process as claimed. There is 

limited dialogue between employees and management regarding the staff 

appraisal system and there is no frequent feedback as required, but rather, 

feedback is done. The bureaucratic red tape and procedures do not allow for the 
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constant reviewing of the appraisal tools so as to conform to organizational 

changes. 

 

Performance Management in Ghana 

With no concrete performance management system being effectively exercised 

in the Ghanaian public service, work attitudes and performance has been sub-

par, sometimes falling behind the output of the private sector by many points 

and hindering the quality of service that is provided to the people of Ghana. 

With this in mind, I seek to find the most plausible public sector wide 

performance management system, that can be managed by the Fair Wages and 

Salaries Commission to be implemented with the aim of increasing productivity 

and linking pay to performance and productivity, purposefully to enhance the 

contribution of the Public Service to the gross domestic product (GDP) of 

Ghana. 

The introduction and implementation of a New Performance Management 

System will provide a platform for a rationale and scientific assessment of 

performance of public service employees which has been largely subjective, 

arbitrary and sometimes flavored with favoritism.  The objectivity of any New 

System of Performance Assessment would assist policy makers and managers 

of public service institutions to measure productivity and growth as well as the 

determination of value-for-money for government budgetary outlay to public 

services institutions.  This would ensure proper planning and effective 

allocation of the nation’s revenue resources (PSC, GH -PMP. Page. 17) 
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The Public Services Commission of Ghana listed these as expected outcomes 

and benefits of such a system; 

1. To attract and retain talent 

2. Improve performance and customer sensitivity 

3. Offer equal opportunities and progression on merit  

4. Promote higher productivity to attain the Millennium Development 

Goals 

5. A tool for assessment; on meeting timelines and deadlines without 

sacrificing quality 

6. Enhance public satisfaction of the Public Services 

 

 

What Are the Objectives of This Study? 

Performance appraisal is one of the most widely used methods for measuring 

the value of employee performance. The success of performance appraisals 

depends on how employees’ perceive the process. It also depends on how well 

employees have understood the performance appraisal system and how 

positively they are oriented towards their system. 

In this study, the researcher aims to quantify employee perceptions on the types 

of PMS they would prefer implemented and the perceived ease of use and 

likely-hood of use of any such system. It would also explore best methods to 

use for managing performance and the likelihood of implementing an ICT 

based performance management system for the public service of Ghana. But 

due to lack of time and resources, an initial assessment of the preferred methods 
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and perceptions workers have about performance management practices would 

be sought. 

PM is expected to deal with or address four main issues in the public sector: 

accountability (Jones & Bouckaert, 2017; Keevers,Treleaven, Sykes, & Darcy, 

2012; Van Dooren, Bouckaert, & Halligan,2010); efficiency in the use of scarce 

resources (Lin & Lee, 2011; Ma,2017; Talbot, 2005); effectiveness in the 

delivery of public services(Henri, 2004; William & Flecther, 2002); and the 

creation of autonomy for public managers in decision‐making processes (Soss 

et al., 2011). 

Employees would also be required to give perceptions of their current 

performance appraisal/ management systems. Bretz, Milkovich and Read (1992) 

indicate that the most important performance appraisal issue faced by 

organizations is the perceived fairness of the performance review and the 

performance appraisal system. 
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II: LITERATURE REVIEW 

Evaluating employee behavior as well as performance takes many approaches 

in respect to job tasks and organizational culture. This has made many mangers 

to be left confused and frustrated with the employee evaluation process (Gurbuz 

& Dikmenli, 2007). This leads to negative impacts from organizations leading 

to a decline in popularity. Though there is support for such concepts and 

systems, mangers usually have reservations about the application of the 

appraisal process and its outcome. (Grote, 1996). They complain of not having 

sufficient guidelines to assess people, whiles workers perceive that the process 

is not fair and unbiased. The concentration of performance appraisals is in the 

provision of past assessments of work and behaviors of workers, and brews 

situations where managers may use the appraisal process to victimize 

‘unfavored’ workers (Bersin, 2008). 

Corbett & Kenny, 2001, claim that performance appraisal systems are fraught 

with numerous problems in the actual assessment of employee performance 

such as bias. And for a performance appraisal system to be perceived as fair, it 

must be free of bias.  

Early PA processes were fairly simple, and involved ranking and comparing 

individuals with other people (Milkovich & Boudreau 1997). 

Cleveland et al. (1989) describe four types of uses of performance appraisal. a. 

between workers, b. within worker, documentation and system maintenance. 

Recognition of individuals’ performance to enable administrative decisions to 

be taken concerning salary administration, promotions, retentions termination, 

layoffs and others describes between workers type. Feedback on performance 
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strengths and weaknesses used to identify training needs and determine 

assignments and transfers and classified in Management by Objectives (MBO) 

approaches describe within worker type. documenting HR decisions to meet 

legal requirements is documentation type whiles system maintenance type is 

performance appraisals that help in organizational goals.  

Wiese & Buckley (1998), states that tools that were designed for one type of 

purpose were being made to meet all these goals simultaneously. Jawahar and 

Williams’s (1997) suggest that ratings collected for administrative purposes 

were more tolerant than ratings for research and development purposes. The 

quality of Performance Appraisal is also strongly affected by the administrative 

context in which they are used (Murphy & Cleveland, 1995).  Performance 

appraisal systems, when use effectively by managers as tools for managing 

rather than a tool for measuring subordinates, tends to be used to motivate, 

direct and develop subordinates and to maximize access to important resources 

to improve productivity. 

Mani (2002) argues that while pay is an important motivator along with 

recognition, work enjoyment, and self-motivation, very few organizations 

actually link the PAS to pay or compensation in any clear, tangible way. 

Pettijohn et al, (2001) identify participation and perceptions of fairness as 

integral to employees’ perceptions of job satisfaction and organizational 

commitment. They conclude that PAS can be used to actually improve 

employees’ levels of job satisfaction, organizational commitment, and work 

motivation. Roberts and Reed (1996) submit that participation, goals, and 
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feedback impact on appraisal acceptance, which affects appraisal satisfaction 

and eventually employee motivation and productivity.  

Despite the widespread use of the PAS, there are dissatisfactions and problems 

with the feedback systems associated with single source PA (Gurbuz & 

Dikmenli, 2007). Waldman and Bowen (1998) propose that factors such as 

organizational culture, credibility of raters, high rates of participation, and 

anonymity of ratings are likely to influence its acceptance. When individuals 

receive lower than expected ratings, they respond quite negatively and this may 

influence their response to developmental activities (Brett & Atwater, 2001). 

Generally, if participants do not perceive the system to be fair, the feedback to 

be accurate, or sources to be credible, then they are more likely to ignore and 

not use the feedback they receive (Facteau et al., 1998). 

Regarding whether age, experience, and level of education of employees 

influence their perception of PAS, Gurbuz and Dikmenli (2007) posit that the 

less experienced and youthful employees are relatively more anxious during 

appraisal than the more experienced and older ones. In general, both youthful 

and older employees’ perception of PAS does not vary significantly according 

to their ages. 

Perception is not necessarily based on reality but is merely a perspective, an 

individual's view of a situation or event (Kim & Han,2017; Pettinger, 2010; 

Pickens, 2005). In many cases, however, such perceptions become the 

individuals' realities and remain as such with-out concerted effort to get beyond 

them (McConnell, 1994, p. 75). 
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In line with the country’s expected implementation of a performance 

management system purposefully to Link productivity to pay, it has become 

increasingly important to develop the right tools and systems to maximize the 

results of such an action. 

This has drawn my interest to the area of using ICT as a tool and a resource in 

the facilitation of a performance management system largely cleaving the 

bureaucratic processes involved in the administration of performance 

management from bureaucrats to a system with little to no human intervention; 

removing discretion and bias and presenting a streamlined and intended 

outcome from the processes that the system aims to achieve. 

Largely, in Ghana, the public service is highly bureaucratic and very rigid when 

it comes to change. Managers are reluctant to “own” projects that are introduced 

by other agencies which are not “known” to them and refuse to see to the 

implementation of such projects with the enthusiasm it deserves. 

On the other hand, most Ghanaian public service workers believe they are being 

under paid for the services they provide to the state and consistently remind 

government to improve salaries. In relation to this, they are not also very 

impressed with the conditions of service they encounter in the provision of their 

work to the state and wish that there is a large improvement in this area too. 

Subjectively, I believe that workers in the public service can always improve 

upon the attitude towards work. Government workers are apathetic even when 

the situation demands prompt attention and are ready to shift blame around.  
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Managers also tend not to own up to situations and decisions that arise in the 

line of their duty and find excuses why they think the buck doesn’t stop at their 

doorstep.  

It has been realized, through previous attempts, by past governments in 

introducing performance management systems that, they are difficult to 

implement, and they were not successful in achieving their intended goals. 

A search of the internet will instantly bring up a vast quantity of performance 

and appraisal software suits developed for either small or large companies. It 

must be noted that even as these software’s have benefits, there are also some 

downsides to it. As well as which particular technologies need to be developed 

to suit the particular needs of the organization. 

While the wide array of uses for performance-related information enhances its 

potential value, its many purposes (and stakeholder groups) can lead to 

conflicting goals and pressures regarding the performance data that are obtained. 

These many purposes and many interested stakeholders also have resulted in a 

voluminous literature regarding performance appraisal and management. 

1. Potential Benefits of Electronic Performance Appraisal Systems –  

a. It centralizes numerous human resource functions, enabling easy 

access to a wide variety of information about employees 

b. Since online performance appraisal systems have the potential to 

capture and store a rich variety of information about employees 

(Gueutal & Falbe, 2005; Johnson & Gueutal, 2011; Neary, 2002), 

they can be used as a valuable decision-making aid for upper 

management (Johnson & Gueutal, 2011). 
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c. contain mechanisms for more frequent feedback than would be 

provided in a more traditional appraisal system. 

2. Potential Pitfalls and Considerations for Implementation 

a. failure to get buy in from the individuals who will be using it can 

lead to an organization spending a great deal of time and money on 

something that will not be used effectively. 

b. for feedback to be useful and effective, it must be relevant, accurate 

and valid 

For effective implementation to occur, adequate training of staff including 

managers, supervisors and officers are required. The e-Performance 

management should be able to monitor the satisfaction of employees from 

feedback metrics derived from input data.  Multiple metrics can be used in 

evaluating performance of employees.  

A planned and thoroughly executed performance management system can have 

some far-reaching benefits. Such benefits do not just occur they need clear and 

thoughtful management in its execution to realize them. Just as a bad and poorly 

executed strategy prevents the ability to improve performance, time and 

resources are lost.  

To justify performance systems, it must be shown to add value to the 

organizational output. If they don’t add value, they cost the institution resources 

and money. Poor performance systems can make the process seem senseless 

when the forms and mandatory requirements are clearly a waste of time. 

While performance management cannot solve every problem, it has the 

potential to address many common management concerns. Performance 
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management is an investment up front so that you can just let your employees 

do their jobs. They’ll know what they’re expected to do, what decisions they 

can make on their own, how well they have to do their jobs, and when you need 

to be involved. This will allow you to attend to tasks that only you can address, 

thereby saving time. 

 

E-Government in Ghana 

E-government development very often aims to improve public service delivery 

capability, as well as public administration governance, transparency, and 

accountability through the development of e-government service delivery 

capability. 

Although this phenomenon is beginning to show promising results in many 

developing countries, countries like Ghana are still grappling with the challenge 

to embrace the opportunities that e-governance presents in order to meet the 

public needs and expectations while being cost-effective.  

ICT availability and use can enhance efficient delivery of basic amenities and 

facilitate the social, economic, cultural and political growth of developing 

countries (Deliktas and Kok, 2003; Färe, 1994, Jalavaa and Pohjolab, 1999). 

Spending in e-government will in the long run help governments in developing 

nations such as Ghana to cut its spending and run efficient and effective 

businesses with all its stakeholders. There are clear examples in developing 

countries, where the implementation of public information systems has 

encountered several challenges, resulting in a poor success record (e.g., 

Avgerou, 1998). 
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E-government is the ability to obtain government services through non-

traditional electronic means, enabling access to government information and 

the completion of government transactions on an anywhere, any time basis and 

in conformance with equal access requirements. 

Factors that hinder e-government implementations include security, privacy, 

and lack of financial resources (Norris and Moon, 2005). E-government is 

found to be transforming the way governments function through the 

implementation of various e-government models such as government-to-citizen 

(G2C), government-to-business (G2B), Government to government (G2G) and 

Government internal efficiency and effectiveness (IEE) (Lee, Tan and Trimi, 

2005). 

Although ICT infrastructure in Ghana is generally poor, those in the major 

metropolitan cities are good. The average labor cost for local ICT experts is 

relatively low in comparison to those in developed nations. There is growing 

interest in ICT related courses in both trade and tertiary institutions. This 

provides a source for ICT human asset that the government can source for e-

government services. (Francis K.A & Lawrencia A.,2011), 

 

Contributions of the research 

This research study will contribute to the literature as follows: 

1. This research will provide better understanding of why workers would prefer 

e-performance management systems. 

2. The research will significantly contribute to the understanding of elements 

in the implementation of such systems. 
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3. This study will bring significant knowledge to the researcher since it is the 

first of its kind conducted by him. 

4. This is also the first study of its kind that touches on the perception’s workers 

on performance management within governmental organizations. 
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III: RESEARCH METHODOLOGY 

Theoretical framework 

Performance appraisal started at the time of Industrial Revolution in the late 

eighteenth century. It gradually gained prominence from scientific management 

perspective wherein, it was believed that each piece of work could be 

scientifically devised and the productivity of each worker could be measured 

with accuracy.  

The approach became less popular after Hawthorne studies, which established 

the relationship  

between productivity and motivation. In 1950s merit rating came in existence 

and became popular, but the popularity soon changed in severe criticism. 

McGregor (1957) gave personality trait theory. He quoted that rather than 

analyzing behavior, the focus should be on personality. Soon Peter. F. Drucker 

gave new approach of Management by Objectives (MBO) approach which 

gained much popularity.   

Much criticism has arisen during these approaches. Managers got tired and 

thought to revise the performance appraisal process in 1970 to eliminate the 

errors of subjectivity and inconsistency. With time, the concept of Performance 

Management (Beer and Ruh 1976) evolved and gained much popularity. It 

focused on employee participation and two-way communication, which 

removed the traditional approach loopholes. 

Technology acceptance model (TAM) (Davis, 1989; Davis et al., 1989). TAM 

was adapted from the theory of reasoned action (TRA). The most well-known, 

widely accepted and cited model is the technology acceptance model. Davis 
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(1985, 1989) developed the TAM to explain the usage and acceptance of 

technology such as computer and information technology.  According to Davis 

(1993) ‘user acceptance is often the pivotal factor to determine the success or 

failure of an information system’. TAM is based on the following core concepts:   

  

1. Perceived usefulness, which has been defined as a user's subjective 

perception of the ability of a computer to increase job performance when 

completing a task, and    

2. Perceived ease-of-use, which is a person's subjective perception of the 

effortlessness of a computer system, which affects the perceived usefulness, 

thus having an indirect effect on a user's technology acceptance. 

TAM has been widely criticized, despite its frequent use. Perceived ease of 

use is less likely to be a determinant of attitude and usage intention according 

to studies by  (Hu et al. 1999), (Wu & Wang 2005, and (Pikkarainen 2004).  

https://en.wikipedia.org/wiki/Technology_acceptance_model 

 

 

 

https://en.wikipedia.org/wiki/Technology_acceptance_model#CITEREFHuChauShengTam1999
https://en.wikipedia.org/wiki/Technology_acceptance_model#CITEREFWuWang2005
https://en.wikipedia.org/wiki/Technology_acceptance_model#CITEREFPikkarainen2004
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Methodology  

To have a valid basis for the introduction of a performance system, there is the 

need to find out from the sample (a section of the public/ civil service) their 

perceptions, views and willingness to embrace it. Their responses will enable 

the researcher find out the practical implications and acceptance level of the 

public sector. It will also enable the researcher decide if there are other ideas or 

innovations he has omitted, or can enhance, to make the implementation of the 

program a successful one. 

In this thesis, a quantitative research approach will be used. In quantitative 

research, relationships are drawn from answers provided by a sample of a 

population, where variables are measured and explanations and predictions are 

made, and where appropriate, control identified variables. 

The survey method will be an appropriate way to gather data from a relatively 

large number of respondents within a limited time frame.by distributing 

questionnaires sent by email or online forms in this study. 

As this is a quantitative research, responses from participants is important. The 

cross-sectional survey was found to be appropriate for the scope and limited 

resources available. According to Babbie (2004, p. 89), a cross-sectional survey 

is defined as a study based on observations representing a single point in time. 

Various other studies have also opted to follow a quantitative 

survey design approach to measure employees’ perceptions of the effectiveness 

and fairness of performance management (Dewettinck & Van Dijk, 2013; 

Hanes & St-Onge, 2012; Ramulumisi et al., 2015; Sharma et al., 2016). 
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The researcher intends to use a minimum of 100 respondents from the public/ 

civil service of Ghana to gather the required data to test his hypothesis. 

 

Research questions 

This study will seek to provide answers to some of the following questions:  

a. At what level (high rank (older) officers and lower rank (younger) 

officers) will a performance management system be accepted?  

b. What type of performance management system would be accepted by 

Public Service workers of Ghana? 

c. Which type of performance management system would be perceived to 

lead to an increase in workplace performance/ productivity in the 

Ghana Public Service? 

d. What are the perceptions of employees on their current performance 

appraisal system? 

 

 

Hypothesis 

Testable statements. 

H0 an easy to use performance management system will not be significantly 

perceived to be implemented by a majority of public/ civil servants in Ghana. 

H1 the public service would prefer having an easy to use e-performance system 

to a manual system. 

H2 younger aged respondents will have a stronger preference for a performance 

system which they percieve to be easier to use. 
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Research Design:  

Research Participants  

The population of this study was made up of workers of public and 

civil services of Ghana. A total of 110 responses were collated on the 

google forms platform which was used as a repository for the 

questionnaire. There were more responses from males (65.69%) than 

females. 

Table.1 Sex composition of respondents 

Sex Frequency Percent Cumulative 

Frequency 
Cumulative 

Percent 

Male 67 65.69 67 65.69 

Female 35 34.31 102 100.00 

Frequency Missing = 2 

 

The largest age group was between 31 to 35 with 42.31% of 

respondents.  Followed by age group of 25 to 30 with 25% and 36 to 40 

age group. 

Table.2 Age group of respondents 

Age Frequency Percent 

Cumulative 

Frequency 

Cumulative 

Percent 

< 25 1 0.96 1 0.96 

25-30 26 25.00 27 25.96 

31 -35 44 42.31 71 68.27 

36-40 17 16.35 88 84 62 

41-50 15 14.42 103 99.04 

51 -55 1 0.96 104 100.00 

  

Most respondents were senior officers, with a frequency of 77 

respondents and junior officers with 12 respondents. Respondents were 



23 
 

fairly distributed when it came to job experience with the highest being 

41 respondents with more than 7 years’ experience on the job. 

Table.3 Working level of respondents 

level Frequency Percent 
Cumulative 

Frequency 

Cumulative 

Percent 

management 8 7.69 8 7.69 

supervisory 7 6.73 15 14.42 

senior officer 77 74.04 92 88.46 

junior officer 12 11.54 104 100.00 

 

Table.4 Job Experience (in years) of respondents 

JobExp Frequency Percent 

Cumulative 

Frequency 

Cumulative 

Percent 

less than 1 year 2 1.92 2 1.92 

2 - 4 years 31 29.81 33 31.73 

5 - 7 years 30 28 85 63 60.58 

more than 7 years 41 3942 104 100.00 

 

This design is found suitable because the study deals with an area, in which 

only a small number of research have been conducted. Yet there is a vast scope 

for further research. According to Best (1981), Descriptive research is non-

experimental in that it deals with relationships between non-manipulated 

variables in a natural rather than artificial setting. Since the events or conditions 

have already occurred or exist, relevant variables are merely selected for an 

analysis of their relationships. Descriptive research involves hypothesis 

formulation and testing. All of the variables and procedures used in descriptive 

studies are described as completely and accurately as possible so as to permit 

future replication. Descriptive research often employs methods of 
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randomization so that errors can be estimated when inferring population 

characteristics from observations of samples.  

 In descriptive as well as in diagnostic studies, the researcher must be able to 

define clearly what he wants to measure and must find adequate methods for 

measuring it along with a clear-cut definition of ‘population’ he wants to study. 

Since the aim is to obtain complete and accurate information in the said studies, 

the procedure to be used must be carefully planned. The research design must 

make enough provision for protection against bias and must maximize 

reliability, with due concern for the economical completion of the research 

study. 
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IV: DATA SPECIFICATIONS AND COLLECTION 

PROCEDURES 

In survey method research, participants answer questions administered through 

interviews or questionnaires.  After participants answer the questions, 

researchers describe the responses given. In order for the survey to be both 

reliable and valid it is important that the questions are constructed properly.  

Questions should be written so that they are clear and easy to comprehend. 

Another consideration when designing questions is whether to include open-

ended, closed-ended, partially open-ended, or rating-scale questions. 

Open-ended questions allow for a greater variety of responses from participants 

but are difficult to analyze statistically because the data must be coded or 

reduced in some manner.  Closed-ended questions are easy to analyze 

statistically, but they seriously limit the responses that participants can give.  

Many researchers prefer to use a Likert-type scale because it’s very easy to 

analyze statistically. (Jackson, 2009, p. 89) 

It is important to emphasize that descriptive research methods can only describe 

a set of observations or the data collected. It cannot draw conclusions from that 

data about which way the relationship goes — Does A cause B, or does B cause 

A? 

Questionnaires are a good way to obtain information from a large number of 

people and/or people who may not have the time to attend an interview or take 

part in experiments. They enable people to take their time, think about it and 

come back to the questionnaire later. Participants can state their views or 

feelings privately without worrying about the possible reaction of the researcher. 
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Unfortunately, some people may still be inclined to try to give socially 

acceptable answers. People should be encouraged to answer the questions as 

honestly as possible so as to avoid the researchers drawing false conclusions 

from their study. 

Selection of respondents 

The population under consideration would be the over 600,000 strong public 

sector work force of Ghana. There would be no specially defined parameters 

used to classify the population. Even as researchers are willing to use as much 

of the population as possible, the costs involved and time and effort involved 

in identifying all eligible cases that is of interest to the investigator makes it 

difficult. 

Questionnaires were sent out to willing participants in various institutions from 

the public services of Ghana. Due to exigencies of time, location and costs, 

questionnaires were made available online, e.g. google forms, to reduce the 

time involved in sending and receiving hardcopy questionnaires. Additionally, 

an email invitation with a link to the online Google forms survey were sent to 

extended contacts in the public service known to the researcher, and asked to 

be forwarded by recipients to others, known as a chain sampling.  

Sampling procedures considered: 

Sample of convenience. subjects are selected just because they are easiest to 

recruit for the study and the researcher did not consider selecting subjects that 

are representative of the entire population. This is by far the most often used 

sample procedure. It is also by far the most biased sampling procedure as it is 

not random (not everyone in the population has an equal chance of being 
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selected to participate in the study). Thus, individuals who volunteer to 

participate in a study may be different from individuals who do not volunteer. 

Many researchers prefer this sampling technique because it is fast, inexpensive, 

easy and the subjects are readily available.  

 

Snowball sampling is a non-probability sampling technique that is used by 

researchers to identify potential subjects in studies where subjects are hard to 

locate.  

Researchers use this sampling method if the sample for the study is very rare 

or is limited to a very small subgroup of the population. This type of sampling 

technique works like chain referral. After observing the initial subject, the 

researcher asks for assistance from the subject to help identify people with a 

similar trait of interest. 

Types of Snowball Sampling 

• Linear Snowball Sampling 

 

 

• Exponential Non-Discriminative Snowball Sampling 
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• Exponential Discriminative Snowball Sampling

 

 

Advantages of Snowball Sampling 

• The chain referral process allows the researcher to reach populations that are 

difficult to sample when using other sampling methods. The process is cheap, 

simple and cost-efficient. This sampling technique needs little planning and 

fewer workforce compared to other sampling techniques. 

 Source: https://explorable.com/snowball-sampling 

 

It would be an appropriate way for the researcher to use willing participants 

who would not object to completely responding to the questionnaire made 

available to them. This process may not be random as the researcher may have 

hoped for; as not everyone in the population has an equal chance of being 

selected for the study to participate. This may give a bias representation as those 

who willing participate may be different from all workers who do not 

participate. The other side is that after the initial wave of questionnaires is sent 

out, all other individuals who respond to the questionnaire would be random 

workers who may not be known to the researcher. 

Problems that may arise due to the way the sampling was done are: First there 

may be missing elements – a lack of balance of individuals, from all grades and 

positions in the service. Second would be foreign elements finding their way 
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into the sample. These may be people who are not public/ civil servants but 

may have been referred to answer the questionnaire by a public servant.  

Lastly, there may be duplicates by the same person who may have answered 

the questionaire more than once. 

The researcher may also seek to find out from identified respondents about their 

rating or effectiveness of their current performance management system 

(including appraisal system) if it is present in their institution. 

 

Statistical Analysis  

Participants, made up of workers from the public/ civil service of Ghana were 

asked to complete a questionnaire of about 20 multi-choice and Likert style 

questions. 

Analysis of data was done using SAS (Statistical Analysis System), by utilizing 

statistical tools such as REGRESSION, to find out the degree to which workers 

with some form of PMS differ from those who do not have at all. It will also 

help the researcher to deduce which group will be more willing to embrace an 

e-performance system, that is senior officers or junior officers. This may also 

be used to find out how ‘lower ranked officers’ and ‘higher ranked officers’’ 

will perceive the system. 

Data analysis will be performed with both descriptive and inferential techniques. 

Summary tables, averages and average percentage are to be used during the 

descriptive analysis. In order to establish casual relationships between variables, 

regression analysis will be used. The answered questionnaires will have to be 

edited to exclude extremely inconsistent and incomplete responses before data 
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analysis begins. Completed questionnaires will be read thoroughly as it is 

received to make sure of this.  

 

Descriptive Statistics 

Using a sample size of 104 after removing about 6 individuals who were not 

part of the Ghana public/ civil service. The total demographic statics for the 

sample are as follows.  

In table.1, A total of 67 male respondents and 35 female respondents making 

98.08% of valid respondents. Two people preferred not to state their sex. A 

representation of the data on sex is shown below in a pie graph. (pie chart.1) 

 

In table.2 above, Respondents were between the ages of 25 or less and 55, even 

though provision was made for ages between <25 and above 55. Of the 104 

Pie Chart.1 Sex 
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respondents, 1 responded as being below 25 years, 26 responded as being 

between 25 and 30, 44 responded as being between 31 and 35. Those who 

responded as being between 36 and 40 were 17, between 41 and 50 were 15 

and 1 person responded as being between 51 and 55. No one reported as being 

above 55.  

 

Most respondents had a job experience of more than 7 years, 41 respondents, 

making 39.42% of total respondents. This was followed by those who had 2 to 

4 years’ experience (29.81%) and 5 to 7 years’ experience (28.85%). There 

were only 2 respondents with a year or less experience.  

A maximum of 77 respondents identified as being senior officers representing 

74.04% of respondents.  Another 12 responded as being junior officers with 

11.54% and 15 reported as being at either supervisory or management level 

with 7 and 8 responses respectively.  

Pie Chart.2 Age 
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Of the 104 responses, 41 identified their institutions to be staffed by less than 

100 people. 15 stated their organization was between 101 to 500 and another 

21 stated that their organization had a staff strength of 501 to 1000. Only 27 

respondents mentioned that their organization had more than 1,001 staff. 

 

Table.5 Organization Size of Respondent 

OrganSize Frequency Percent 

Cumulative 

Frequency 

Cumulative 

Percent 

less than 100 41 39.42 41 39.42 

101 -500 15 14.42 56 53.85 

501 -1,000 21 20.19 77 74.04 

more than 1,001 27 25.96 104 100.00 

 

When it came to perceived ease of implementing a performance management 

system, 87 respondents (83.65%) identified an electronic performance 

management system to be an easier option to implement. Only 16 respondents 

perceived a paper-based system to be easier to implement and 1 person 

requesting other methods.  

Table.6 perceived ease of Implementation 

Q1 Frequency Percent 

Cumulative 

Frequency 

Cumulative 

Percent 

Paper pert system 16 15.53 16 15.53 

E-perf system 87 84.47 103 100.00 

Frequency Missing = 1 

 

When it came to the likelihood of using a PMS, 65 people (62.50% of 

respondents) will prefer to use an electronic performance system compared to 

39 people (37.50%) who would prefer a paper-based system. 
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Table.7 perceived ease of Implementation 

Q1 Frequency Percent 

Cumulative 

Frequency 

Cumulative 

Percent 

Paper pert system 16 15.53 16 15.53 

E-perf system 87 84.47 103 100.00 

Frequency Missing = 1 

 

On which system will be more time saving and more efficient, 100 respondents 

(96.15%) perceived an electronic performance-based system to be much more 

efficient and time saving.  

 

Most respondents agreed that having a Performance management system was 

more likely to increase productivity and efficiency at the workplace. A total of 

96 respondents (92.31%) responded positively to this and 8 others somewhat 

agreed to this. 

Table 9. increase in productivity & efficiency if PMS is introduced 

Q4 Frequency Percent 
Cumulative 

Frequency 

Cumulative 

Percent 

Yes 96 92.31 96 92.31 

Maybe 8 7.69 104 100.00 

 

Table.8 which will be time saving and more efficient? 

Q3 Frequency Percent 

Cumulative 

Frequency 

Cumulative 

Percent 

Paper perf system 3 2.91 3 2.91 

E-perf system 100 97.09 103 100.00 

Frequency Missing = 1 
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A total of 90 respondents (86.54%) perceived a performance management 

being implemented for the Ghana Civil/ Public Service.  

Table.10 PMS implemented for Ghana Civil/ Public service 

Q5 Frequency Percent 
Cumulative 

Frequency 

Cumulative 

Percent 

Yes 90 86.54 90 86.54 

No 4 3.85 94 90.38 

Maybe 10 9.62 104 100.00 

 

 

And 98 (95.15%) of them preferred to have an electronic version compared to 

just 5 for a paper/ manual version. 

Pie Chart.4 

Perceived 

Implementation 

Pie Chart.3 

Productive/ 

Efficiency 
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Table.11 which version would you prefer?  

Q6 Frequency Percent 

Cumulative 

Frequency 

Cumulative 

Percent 

Paper/ manual version 5 485 5 4 85 

An electronic version 98 95 15 103 100 00 

Frequency Missing = 1 

 

 

68 respondents (65.38%) also believed that the new performance management 

system can be sustained for more than 10 years. 22 respondents believe the new 

system can be sustained for between 0 and 5 years, whiles 14 others believed 

the system will last for 5 to 10 years. 

Over 90.38% (94 respondents believed that the new performance management 

system would be successful if implemented. 

 

Table.12 PMS be Successful  

Q8 Frequency Percent 
Cumulative 

Frequency 

Cumulative 

Percent 

No 10 9.62 10 9.62 

Yes 94 90.38 104 100.00 

 

Pie Chart.5 

Preferred Version 
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Most respondents also believed that an electronic PMS would be more reliable 

and transparent as can be evidenced with 91.35% of the responses. 

Table. 13 which PMS will be more reliable and transparent? 

Q9 Frequency Percent 
Cumulative 

Frequency 

Cumulative 

Percent 

Paper/ manual PMS 9 8 65 9 865 

Electronic PMS 95 91.35 104 100.00 

 

Out of a total of 104 respondents, only 12 respondents believed that an 

electronic performance management system will not be carried out objectively. 

Of the 24 that felt that maybe it may be carried out objectively, 2 assumed that 

the manual method maybe objective. The other 22 assumed that the electronic 

version may-be objective. For the 67 that strongly believed that a performance 

system may be objective, 64 strongly felt that the electronic system will be more 

objective compared to the 3 who believed that the manual version will be more 

objective. 

Table.14 PMS to be carried out objectively 

Q11 Frequency Percent 
Cumulative 

Frequency 

Cumulative 

Percent 

Yes 68 65.38 68 65.38 

No 12 11.54 80 76.92 

Maybe 24 23.08 104 100.00 

 

 

Most respondents believed that a performance management system will 

motivate employees. Of the 99 respondents who believed that employee 

motivation will be improved, 94 believed that an electronic performance system 
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was more likely to improve employee motivation as against the 5 responses 

who felt that a manual system was better at motivating employees. 

Table.15 Crosstabulation of PMS version and Objectivity 

Frequency 

Percent 

Row Pet 

Col Pet 

Q6 by Q11 

Q6(which version would you 

prefer?) 

 

Q11(PMS to be carried out objectively) 

No Maybe Yes Total 

 Paper/ manual version 0 

0.00 

0.00 

0.00 

2 

1.94 

40.00 

8.33 

3 

2.91 

60.00 

4.48 

5 

4.85 

An electronic version 12 

11.65 

12.24 

100.00 

22 

21.36 

22.45 

91.67 

64 

62.14 

65.31 

95.52 

98 

95.15 

Total 

12 

11.65 

24 

23.30 

67 

65.05 

103 

100.00 

Frequency Missing = 1 

 

Most respondents believed that the system they practiced currently wasn’t as 

effective as they will have wished for. 36 respondents believed that managers, 

appraisers and officers in charger were only sometimes held accountable for 

doing appraisals. This was followed by 21 respondents who said that their 

appraisers and officers in charge we not at all held accountable for doing 

appraisals. Another 17 believed that their appraisers were seldom held 

accountable for the appraisals they did. 

Out of the 104 responses, only 30 felt that their appraisers were often (13 

responses) or always (17 responses) held accountable to do effective appraisals 

by the current methods they have. 
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Table.16 Which PMS approach improve effectiveness of an organization's 

performance management process? 

Q15 Frequency Percent 
Cumulative 

Frequency 

Cumulative 

Percent 

Bureaucratic approach 4 392 4 3 92 

Participative approach 98 96 08 102 100 00 

Frequency Missing = 2 

 

Following a similar trend, a total of 67 respondents didn’t know how their 

performance impacts the organization. 13 said they did not at all know, 14 said 

they seldom know and 40 said they sometimes know how their performance 

impacts their organization with the current system they have in place. 

A mere 37 respondents know how their performance impacts their organization 

using their current  performance or appraisal system. 10 responded that they 

often know how their performance impacts their organization and 27 said they 

always know how their performance impacts their organization using the 

current systems they have. 

 

Performance recognition and rewards were totally and almost non-existent in 

most of the systems that were currently being used in the respondent’s 

organizations. Of the 104 respondents, only 12 believed that performance was 

recognized and rewarded in their organizations. The other 92 believed that there 

was no such recognition and reward mechanism of the current system in their 

organization. 
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Table.17 High levels of performance are recognized and rewarded 

Q18 Frequency Percent 
Cumulative 

Frequency 

Cumulative 

Percent 

not at all 37 35.58 37 35 58 

seldom 13 12.50 50 48.08 

sometimes 42 40.38 92 88.46 

often 10 9.62 102 98 08 

always 2 1.92 104 100.00 

 

 

When it came to receiving input from all levels of the organization for their 

current system of appraisals, 69 respondents did not agree that their system was 

receiving input from all levels. Only 25 respondents believed that their system 

was designed to receive inputs from all levels of their organization. 

 

As such, the respondents believed that the current systems they have in place 

do not measure the right things. 71 people believed that their organizations 

appraisal systems did not measure the right things.  

Pie Chart.6 Recognition 

& Rewards 
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At most, 33 people believed that the current systems in the organizations often 

(17 people) and always (16 people) measure the right things. 

Table.18 The system is designed for input from all levels in the organization. 

Q19 Frequency Percent 
Cumulative 

Frequency 

Cumulative 

Percent 

not at all 28 26 92 28 26.92 

seldom 12 11.54 40 38.46 

sometimes 29 27.88 69 66.35 

often 14 13.46 83 79.81 

always 21 20 19 104 100.00 

 

 

In the same light, a total of 69 respondents did not believe the current systems 

used in their organizations really measured the results of their appraisals or how 

they achieved their performance. Again, just 35 respondents believed that their 

system measured both results and how they are achieved, with 21 saying that 

was often the case and 14 saying it was always the case. 

 

Pie Chart.7 

Measured Results 

& Achievements 
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Table.19 The system measures both the results and how they are achieved 

Q21 Frequency Percent 
Cumulative 

Frequency 

Cumulative 

Percent 

not at all 17 16.35 17 16.35 

seldom 17 16 35 34 3269 

sometimes 35 33 65 69 66 35 

often 21 20.19 90 86.54 

always 14 1346 104 100 00 

 

When it came to how fair their current system of performance appraisals was 

for respondents, 89 people (85.58%) highly believed that the system used was 

not fair or sometimes fair.  

Only 15 people believed that there was some fairness in the system used in their 

organizations. 

Table.20 The employees believe the system is fair 

Q22 Frequency Percent 
Cumulative 

Frequency 

Cumulative 

Percent 

not at all 30 28.85 30 28 85 

seldom 17 16.35 47 45.19 

sometimes 42 40.38 89 85.58 

often 8 7.69 97 93.27 

always 7 6.73 104 100.00 

 

 

Pie Chart.8 

Fairness 
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Questions 16 to 22 shows how employees believe that the current system or 

lack thereof makes them more likely to prefer an electronic performance 

management system where fairness, recognition of performance and rewards 

and other advantages associated with it will be more likely experienced and 

enjoyed by all to improve the performance of public and civil service 

institutions and organizations. 

Their perceptions show the preferability for a performance management system 

that will depend perceived ease of use and implementation / sustainability, 

reliability and transparency as well as the perceived effectiveness of the system. 
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Crosstabulations 

3 people and 1 person all males between the ages of 41 to 50 and 51 to 55 

respectively favored manual or paper version of the performance management 

system. There was no junior officer amongst them. 

There was only 1 female senior officer aged between 31 to 35 who wanted a 

paper or manual version of the performance management system. 

 

When it came to the preference for an electronic performance system, a total of 

62 males preferred it. By working level, 7 management officers, 4 supervisory 

officers and 45 senior officers also preferred the electronic system. There were 

6 junior officers who also wanted the electronic performance management 

system. 

When it came to age, 1 person was below 25 years, 13 were between 25 to 30, 

25 males between 31 and 35. 13 persons and 10 persons between 36 to 40 and 

41 and 50 years respectively had a strong preference for an electronic 

performance management system. 

A total of 34 females had a preference for the electronic performance 

management system. By level, 27 senior female officers and another 7 officers, 

made up of 2 supervisory and 5 junior officers. 

By age, 16 officers were between the ages of 31 to 35, made up of 2 supervisory 

officers, 13 senior officers and 1 junior officer.  12 officers, between the ages 

of 25 to 30 made of 8 senior officers and 4 junior officers also preferred the 
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electronic performance management system. The others were 6 senior officers, 

consisting of 4 officers between the ages of 36 to 40 and 2 officers between 41 

to 50. 

 

When it came to finding out the perceptions of respondents to the 

implementation of a particular type of performance management system, 

respondents who preferred an electronic version also perceived that it was 

highly possible for the implementation of a performance management system.  

Of the 103 valid responses, 85 respondents responded ‘yes’ to perceiving the 

implementation of a performance management system in the form of an 

electronic performance management system, with 9 others responding ‘maybe’ 

to the possible implementation of a performance system of the electronic kind.  

A total of 5 people preferred the manual or paper-based performance 

management system if it was to be implemented in the public service of Ghana.  

4 people who perceived that the system could not be implemented also 

preferred an electronic version. 

 

64 respondents out of the 98 valid responses for the preferred electronic 

performance management system also perceived that it will be carried out 

objectively. Only 3 out of 5 respondents felt that a paper-based system will be 

objective.  
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Regression Analysis 

Table.21 Dependent Variable: Q5 PMS implemented for Ghana Civil/ Public service 

Number of Observations Read 104 

Number of Observations Used 100 

Number of Observations with Missing Values 4 

 Analysis of Variance 

Source DF Sum of 

Squares 

Mean 

Square 

F Value Pr > F 

Model 3 1.45616 0.48539 2.19 0.0945 

Error 96 21.30384 0.22192     

Corrected Total 99 22.76000       

 Root MSE 0.47108 R-Square 0.0640 

Dependent Mean 2.82000 Adj R-Sq 0.0347 

Coeff Var 16.70491     

 Parameter Estimates 

Variable Label DF Parameter 

Estimate 

Standard 

Error 

t Value Pr > |t| 

Intercept Intercept 1 3.17665 0.35109 9.05 <.0001 

Age Age Group 1 -0.12179 0.05100 -2.39 0.0189 

JobExp Job Experience 1 0.07950 0.05805 1.37 0.1740 

level Working Level of 

Respondent 

1 -0.07208 0.07540 -0.96 0.3415 

 

Using question 5 – the possibility of a performance Management system being 

implemented in the Ghana public service as a dependent variable and age, job 

experience, and job level as independent variables. Running a regression with 

these variables shows that age is a significant variable in relation to a 

Performance Management System being implemented for the Ghana Public 

Service. 

This means that age influenced the perception of individuals when it came to 

the possibility of a performance management system being implemented. The 

Pr value of the variable age was 0.0189. 
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Table.22 Dependent Variable: Q6 which version would you prefer? 

Number of Observations Read 104 

Number of Observations Used 100 

Number of Observations with Missing Values 4 

Analysis of Variance 

Source DF Sum of 

Squares 

Mean 

Square 

F Value Pr > F 

Model 3 0.46421 0.15474 4.40 0.0060 

Error 96 3.37579 0.03516     

Corrected Total 99 3.84000       

 Root MSE 0.18752 R-Square 0.1209 

Dependent Mean 0.96000 Adj R-Sq 0.0934 

Coeff Var 19.53354     

 Parameter Estimates 

Variable Label DF Parameter 

Estimate 

Standard 

Error 

t Value Pr > |t| 

Intercept Intercept 1 1.31545 0.13976 9.41 <.0001 

Age Age Group 1 -0.05601 0.02030 -2.76 0.0070 

JobExp Job Experience 1 -0.03357 0.02311 -1.45 0.1495 

level Working Level 

of Respondent 

1 -0.02589 0.03002 -0.86 0.3906 

 

Using regression to find relationships between question 6 – which version 

public service workers would prefer, age appeared significant again (with a Pr 

of 0.0070) as the only variable to have effects on the dependent variable. 

 

Table.23 Dependent Variable: Q7 can PMS be sustained 

Number of Observations Read 104 

Number of Observations Used 100 

Number of Observations with Missing Values 4 

 Analysis of Variance 

Source DF Sum of 

Squares 

Mean 

Square 

F Value Pr > F 

Model 3 3.56091 1.18697 1.75 0.1611 

Error 96 64.94909 0.67655     

Corrected Total 99 68.51000       

 Root MSE 0.82253 R-Square 0.0520 

Dependent Mean 2.43000 Adj R-Sq 0.0224 
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Coeff Var 33.84891     

 Parameter Estimates 

Variable Label DF Parameter 

Estimate 

Standard 

Error 

t Value Pr > |t| 

Intercept Intercept 1 3.03005 0.61303 4.94 <.0001 

Age Age Group 1 -0.18210 0.08905 -2.04 0.0436 

JobExp Job Experience 1 -0.00914 0.10136 -0.09 0.9284 

level Working Level of 

Respondent 

1 0.00294 0.13166 0.02 0.9822 

 

Age also had significant influence on perceptions of public service workers on 

the sustainability of Performance Management System when it is implemented. 

Age was significant with a Pr of 0.0436 compared to the other variables. 

Table.24 Dependent Variable: Q2 likelihood of use 

Number of Observations Read 104 

Number of Observations Used 100 

Number of Observations with Missing Values 4 

 Analysis of Variance 

Source DF Sum of 

Squares 

Mean 

Square 

F Value Pr > F 

Model 4 3.77936 0.94484 4.54 0.0021 

Error 95 19.78064 0.20822     

Corrected Total 99 23.56000       

 Root MSE 0.45631 R-Square 0.1604 

Dependent Mean 0.62000 Adj R-Sq 0.1251 

Coeff Var 73.59812     

 Parameter Estimates 

Variable Label DF Parameter 
Estimate 

Standard 
Error 

t Value Pr > |t| 

Intercept Intercept 1 0.00881 0.37462 0.02 0.9813 

Q1 perceived ease of 

Implementation 

1 0.35261 0.13182 2.67 0.0088 

Q3 which will be time 

saving and more 
efficient? 

1 -0.20963 0.33601 -0.62 0.5342 

Q9 which PMS will be more 
reliable and transparent? 

1 0.47885 0.17507 2.74 0.0074 

Q11 PMS to be carried out 
objectively 

1 0.03018 0.06584 0.46 0.6477 

For the perceptions of public service workers on the likely-hood of using a 

particular type of performance management system, the dependent variable in 
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this regression. The independent variable – perceived ease of implementation 

(question 2), and which PMS will be more reliable and transparent. Both 

independent variables had a significant Pr values of 0.0088 and 0.0074 

respectively. This signifies that the outcome of the dependent variable was 

affected by the perceptions that public sector workers had on these two 

independent variables. 

Table.25 Dependent Variable: Q5 PMS implemented for Ghana Civil/ Public 

service 

Number of Observations Read 104 

Number of Observations Used 100 

Number of Observations with Missing Values 4 

 Analysis of Variance 

Source DF Sum of 

Squares 

Mean 

Square 

F Value Pr > F 

Model 4 2.78504 0.69626 3.31 0.0138 

Error 95 19.97496 0.21026     

Corrected Total 99 22.76000       

 Root MSE 0.45854 R-Square 0.1224 

Dependent Mean 2.82000 Adj R-Sq 0.0854 

Coeff Var 16.26043     

 Parameter Estimates 

Variable Label DF Parameter 

Estimate 

Standard 

Error 

t Value Pr > |t| 

Intercept Intercept 1 2.07791 0.37645 5.52 <.0001 

Q1 perceived ease of 

Implementation 

1 -0.30798 0.13247 -2.32 0.0222 

Q3 which will be time 

saving and more 

efficient? 

1 0.31563 0.33765 0.93 0.3523 

Q9 which PMS will be 

more reliable and 
transparent? 

1 0.26949 0.17593 1.53 0.1289 

Q11 PMS to be carried out 
objectively 

1 0.17654 0.06616 2.67 0.0090 

 

Public service workers perceived that for a performance management system 

to be implemented in the public service of Ghana, that system needs to be 
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perceived to be easy to implement, Pr of 0.0222 and the system had to be carried 

out objectively, Pr of 0.0090 respectively. 

 

 

Table.25 Dependent Variable: Q6 which version would you prefer? 

Number of Observations Read 104 

Number of Observations Used 100 

Number of Observations with Missing Values 4 

 Analysis of Variance 

Source DF Sum of 

Squares 

Mean 

Square 

F Value Pr > F 

Model 4 0.93384 0.23346 7.63 <.0001 

Error 95 2.90616 0.03059     

Corrected 

Total 

99 3.84000       

 Root MSE 0.17490 R-Square 0.2432 

Dependent Mean 0.96000 Adj R-Sq 0.2113 

Coeff Var 18.21910     

 Parameter Estimates 

Variable Label DF Parameter 

Estimate 

Standard 

Error 

t Value Pr > |t| 

Intercept Intercept 1 0.36151 0.14359 2.52 0.0135 

Q1 perceived ease of 
Implementation 

1 0.14863 0.05053 2.94 0.0041 

Q3 which will be time saving and 
more efficient? 

1 0.35160 0.12879 2.73 0.0075 

Q9 which PMS will be more 

reliable and transparent? 

1 0.15131 0.06711 2.25 0.0264 

Q11 PMS to be carried out 

objectively 

1 -0.00459 0.02524 -0.18 0.8560 

 

Using question 6 – which version would be preferred as a dependent variable 

and question 1 - perceived ease of implementation, question 3 – which version 

will be time saving and more efficient and question 9 – which PMS will be 

more reliable and transparent as independent variables, it can be noted that the 

independent variables produce discernable effects on the dependent variables.  

Analysis – a total of 98 respondents opted for an electronic version out of 103 

responses for the dependent variable. The influence that the independent 
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variables may have had is expected as they all had responses that favored one 

PMS over the other. 

 

 

Table.26 Dependent Variable: Q1 perceived ease of Implementation 

Number of Observations Read 104 

Number of Observations Used 100 

Number of Observations with Missing Values 4 

 Analysis of Variance 

Source DF Sum of 

Squares 

Mean 

Square 

F Value Pr > F 

Model 4 0.80363 0.20091 1.60 0.1813 

Error 95 11.94637 0.12575     

Corrected 

Total 

99 12.75000       

 Root MSE 0.35461 R-Square 0.0630 

Dependent Mean 0.85000 Adj R-Sq 0.0236 

Coeff Var 41.71932     

 Parameter Estimates 

Variable Label DF Parameter 

Estimate 

Standard 

Error 

t Value Pr > |t| 

Intercept Intercept 1 0.74671 0.20839 3.58 0.0005 

Q15 Which PMS approach improve 
effectiveness of an organization’s 

performance management process? 

1 0.15175 0.18234 0.83 0.4073 

Q16 Managers are held accountable for 

doing effective appraisals 

1 0.05066 0.02849 1.78 0.0786 

Q20 The system measures the right 

things 

1 -0.06755 0.03505 -1.93 0.0569 

Q22 The employees believe the system is 

fair 

1 0.00521 0.03603 0.14 0.8853 

  

When perceptions of workers were measured about the perceived ease of 

implementing a PMS, their answers mostly correlated to managers being held 

for doing effective appraisals the particular appraisal system. Their options also 

related to whether the PMS would measure the right things in its design. 
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Table.27 Dependent Variable: Q2 likelihood of use 

Number of Observations Read 104 

Number of Observations Used 100 

Number of Observations with Missing Values 4 

 Analysis of Variance 

Source DF Sum of 

Squares 

Mean 

Square 

F Value Pr > F 

Model 4 2.23916 0.55979 2.49 0.0480 

Error 95 21.32084 0.22443     

Corrected 

Total 

99 23.56000       

 Root MSE 0.47374 R-Square 0.0950 

Dependent Mean 0.62000 Adj R-Sq 0.0569 

Coeff Var 76.40974     

 Parameter Estimates 

Variable Label DF Parameter 

Estimate 

Standard 

Error 

t Value Pr > |t| 

Intercept Intercept 1 0.21257 0.27839 0.76 0.4470 

Q15 Which PMS approach improve 
effectiveness of an organization’s 

performance management process? 

1 0.41856 0.24359 1.72 0.0890 

Q16 Managers are held accountable for 

doing effective appraisals 

1 0.04144 0.03807 1.09 0.2790 

Q20 The system measures the right 

things 

1 -0.11828 0.04682 -2.53 0.0132 

Q22 The employees believe the system is 

fair 

1 0.09673 0.04813 2.01 0.0473 

 

When using regression to find out features or perceptions about PMS that will 

make them more likely to a particular PMS - question 2, the results showed that 

their responses were influenced mostly by the independent variable - how the 

PMS would improve the effectiveness of organizations management process 

with a Pr of 0.0890. They also perceived that when a PMS system measures the 

right things – question 20, there is a more likely-hood of use of that particular 

PMS. Also, employees’ assessments that the PMS needs to be fair also had 

some correlation to whether workers are more likely to use one system over the 

other. 
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Table.28 Dependent Variable: Q5 PMS implemented for Ghana Civil/ Public 

service 

Number of Observations Read 104 

Number of Observations Used 100 

Number of Observations with Missing Values 4 

 Analysis of Variance 

Source DF Sum of 

Squares 

Mean 

Square 

F Value Pr > F 

Model 4 1.84812 0.46203 2.10 0.0870 

Error 95 20.91188 0.22013     

Corrected 

Total 

99 22.76000       

 Root MSE 0.46917 R-Square 0.0812 

Dependent Mean 2.82000 Adj R-Sq 0.0425 

Coeff Var 16.63741     

 Parameter Estimates 

Variable Label DF Parameter 

Estimate 

Standard 

Error 

t Value Pr > |t| 

Intercept Intercept 1 2.40292 0.27571 8.72 <.0001 

Q15 Which PMS approach improve 
effectiveness of an organization’s 

performance management 

process? 

1 0.06839 0.24124 0.28 0.7774 

Q16 Managers are held accountable for 

doing effective appraisals 

1 0.02882 0.03770 0.76 0.4464 

Q20 The system measures the right 

things 

1 0.01283 0.04637 0.28 0.7826 

Q22 The employees believe the system 
is fair 

1 0.09374 0.04767 1.97 0.0521 

 

Another perception that workers had when it came to the implementation of a 

PMS for the public service was the implemented PMS to be fair when 

evaluations were done for all workers. 
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Table.29 Dependent Variable: Q8 PMS be Successful 

Number of Observations Read 104 

Number of Observations Used 100 

Number of Observations with Missing Values 4 

 Analysis of Variance  

Source DF Sum of 
Squares 

Mean 
Square 

F Value Pr > F 

Model 4 1.02963 0.25741 3.42 0.0118 

Error 95 7.16037 0.07537     

Corrected 

Total 

99 8.19000       

 Root MSE 0.27454 R-Square 0.1257 

Dependent 

Mean 
0.91000 Adj R-Sq 0.0889 

Coeff Var 30.16926     

 Parameter Estimates 

Variable Label DF Parameter 

Estimate 

Standard 

Error 

t Value Pr > |t| 

Intercept Intercept 1 0.53856 0.16133 3.34 0.0012 

Q15 Which PMS approach improve 

effectiveness of an organization’s 

performance management process? 

1 0.16433 0.14116 1.16 0.2473 

Q16 Managers are held accountable for 

doing effective appraisals 

1 0.01883 0.02206 0.85 0.3954 

Q20 The system measures the right 

things 

1 -0.01433 0.02713 -0.53 0.5986 

Q22 The employees believe the system 

is fair 

1 0.08219 0.02789 2.95 0.0040 

 

The regression analysis generally shows that most respondents preferred a 

performance system that was easy to implement, was to be carried out 

objectively and was fair to everyone.  

For the likely-hood of using a performance management system, the results 

show that, changes in the response for perceived ease of implementation also 

causes changes in the likely-hood of using a performance management system. 
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Also, changes in the responses for which performance management system also 

caused significant changes in the response for the likely-hood of using a 

performance management system. 

When respondents were asked about their perceptions on the possibility of 

having a sector wide performance management system in the public/ civil 

service of Ghana, their responses showed that there was a causal link between 

the ease of implementing such a system and whether the system would be 

objectively carried out. 

 

Likewise, there was a positive relationship between implementing a PMS and 

the objectivity of such a system. The more objective the system was perceived 

to be, the more the respondents believed that it could be implemented for the 

public service of Ghana. 

For preference of a particular performance management system, there was a 

relationship between the choices made and the perceived ease of 

implementation. Most respondents who preferred to have the electronic 

performance management system also had strong preference for a system that 

was easy to implement, which will be time saving and efficient and most of all 

reliable and transparent.  
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V. CONCLUSIONS AND RECOMMENDATIONS 

In order for any performance management system to be successful in Ghana, 

whether a manual paper-based system, or a sophisticated electronic variant, it 

should satisfy the main users and beneficiaries who are the public/ civil service 

workers of Ghana. 

Most workers in the public service have the tendency to work to the fullest of 

their capability and even exceed their potential when conditions are right. 

Some situations that prevent these workers from giving their best in discharging 

their duties include the potential for such systems to be bureaucratic and mostly 

top down heavy. This limits the inputs and creative ideas from workers from 

being implemented and acknowledged in future. 

When supervisors and managers are not held accountable for the appraisals they 

do, workers generally do not trust the results that are produced and used in the 

administration of workers during promotions, assessments and others.  

This may lead to situations where the recognition and rewards for exceptional 

performance may not be objectively arrived at and may make workers not to 

trust the processes used and perceive that the system is not fair and trustworthy. 

From the research that was carried out, most respondents perceived the 

implementation of a performance management system was possible.  

It can be seen from the table above that is was mostly respondents in their youth, 

between 25 and 40, who mostly wished to have an electronic performance 
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management system. But it must also be noted that most respondents for this 

research were in their youth as well.  

When analyzing the regression of preference of PMS to age, a large relationship 

is seen where the age and the preference for an electronic performance system 

is evaluated. 

Duly, for workers to fully accept the electronic performance system, they must 

perceive that it would be easiest to implement, be very reliable and transparent, 

be much more effective in achieving its intended purpose, and measure the right 

indices in order for the system to recognize performance in order to award 

rewards to those who deserve it. Above all, they perceive the system to be fair 

in order to be successful. 

Information technology (IT) usage is increasingly becoming a source of 

sustained competitiveness and an opportunity for improvement. The key drivers 

for IT adoption are in the interactivity and easy access of supply chain 

information, financial interactivity, strategic planning approaches, enhanced 

customer and market approaches, and increased competition (Wiedenbeck, 

1999). The effective use of technology as the medium of integrating many 

functions among and within organizations have received much attention in 

recent years but has seen little use or   little deployment and /or adoption. 

Another noteworthy and interesting variable was age. It denotes to say, age 

played a significant role in the way that questions were answered. Most 

respondents were between 25 and 40 years. Most crosstabulations showed that 

the younger the respondents, the more likely they were to choose an easier 
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system of performance management or the electronic version of it. This fact 

goes to show, superficially that the TAM, more or less is favored by the younger 

respondents who are more likely to prefer technology and technological 

products and processes because of its inherent ease of use and more readily 

accept it than other approaches. 

A manager does not always see an employee’s performance accurately or 

comprehensively. Performance measured on the basis of the individual is 

always a combination of the skills and capabilities of that individual in the 

working environment. Some jobs are easy and others are difficult and therefore 

having a PMS that measures what it is intended to measure can and will make 

the system fair and accurate when measuring performance. 

The system must be efficient, as performance systems can often take up an 

inordinate amount of time to fill and complete. It may end up detracting from 

performance instead of elevating it. The program must be more than a “box 

checking” process or a flurry of paperwork. It should lead to improvements in 

the way that people perform and not be seen as a waste of time with no results 

to show for. (Forbes.com, 2017) 

Performance Management processes and systems need to be kept ‘very, very 

simple’. If performance systems and processes have a lot of different steps to 

be complete, they need to be really necessary. it should not have too many 

options, otherwise busy employees and managers will find it overwhelming and 

will be put off from using it. the time and effort involved in collating should be 
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actually delivering benefit in terms of employee motivation or performance.  It 

should be so easy to use that it does not require any training. 

The system should allow employees to constantly monitor their performance 

and managers to run the system continuously and not periodically. 

Finally, for the workers in the public/ civil service of Ghana to accept and 

readily use any performance system, they have to percieve that the system is 

useful by measuring what it intends to measure, is transparent and rewards 

objectively those who perform exceptionally well.  

The results revealed a negative perception that the employees held of the PAS. 

That the system was affected by subjectivity. This study has identified 

significant deficiencies in the implementation and practice of the PMS and PA 

fairness by line managers. The findings of this research show that managers 

should improve employee involvement to ensure the effectiveness of the PMS. 

Line managers in public sector institutions need to understand their roles and 

responsibilities in the implementation and practice of PMSs and PAs. The 

findings showed that employees perceived the PMS to be ineffective. 

The results indicate that employees seem to be informed of and knowledgeable 

on the performance management directive and view the PMS as a suitable tool 

to evaluate the performance of individuals. Therefore, the PMS policy and 

practical guidelines are perceived to be effective, but the implementation and 

practice by line managers are characterized by significant shortcomings. 
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Recommendations 

It should be fairly apparent that the respondents of this study are mostly in 

favour of an e-performance system. This is seen from the frequency analysis of 

employees’ perceptions of the performance management system are critical in 

determining the system’s effectiveness. Employees will only be satisfied with 

a performance management system process if criteria of ‘fairness’ is expressed 

when on the basis of assessment, there are no discrepancies in expected and 

actual results about performance. 

Mainly due to the expectations that it would provide a fair and unbiased 

assessment of performance, by measuring the right indicators that needs to be 

measured, workers had the perception that that an e-performance system would 

make managers and supervisors more accountable to the process of appraising 

fairly and frequently which would lead to the recognition of performance and 

awards to deserving workers.  

Use of electronic system would enable streamlining targeting of performance 

plan based on content, and who is liable to be held accountable for work that is 

to be done. It will also make process clearer and less cumbersome by reducing 

the time spent in completing and analyzing appraisals used for evaluating 

workers. 

The use of an e-performance system would also create standardization for 

evaluations thereby removing the perception of bias or unfairness in the process.  

It will also increase accuracy and defensibility of ratings that are awarded since 
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results will be known to a larger group of managers and no just the appraiser or 

supervisor. 

It is recommended that employee perceptions from other public sector 

institutions be studied to obtain a more representative sample. Future research 

should also focus on additional organizational factors that may influence the 

effectiveness of the PMS. 

Employees should be involved with and engaged in the design of the PMS to 

see its success and sustainability. 

An e-performance system will also ensure ease of quality control and data 

analysis. 

A recommendation on the implementation of an electronic performance 

management system would be appropriate only if the necessary resources and 

commitment from management and the organizational hierarchy is confirmed 

and appropriate steps are taken involve all stakeholders and educate them on 

the expected benefits that are expected from it. 

Supervisors in the public service are to monitor their subordinates’ performance 

on a continuous basis and give such subordinates feedback on their 

performance, this is must be done at least four times in a year.  

There should be a separate performance assessment instrument for different 

categories or levels of work, but when assessing an individual subordinate, a 

single assessment instrument can be used to assist in deciding on probation, 

rewards, promotion and skills development of the subordinate. In all instances, 
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assessment must be based only on the information contained in the designated 

performance assessment instrument. However, where an appeal is lodged 

against an assessment, it is required that the information furnished in 

connection with the appeal must also be considered. The performance 

assessment and development systems identified for assessment of subordinates 

must be piloted on groups of employees in all occupational categories sufficient 

to enable reasonable validity, while at the same time consulting with employees 

in that respective departments. 

While the intention is to ensure that subordinates develop using performance 

management, it is an innate requirement that supervisors inform their 

subordinate in writing of the outcome of the assessment and if the subordinate 

is not satisfied, of the reasons cited in that assessment. Should, in this instance, 

subordinates not feel satisfied with the assessment outcome, they may refuse to 

sign it. That is, while attending to any grievance that may be brought by a 

subordinate, a supervisor has to clearly identify an appeal route to address such 

grievance from a subordinate, appeal of which may warrant representation by 

a fellow employee or a trade union. At all instances the assessment outcome 

may not be communicated to any other person unless employed in the same 

department, any such communication must be done with consent by the 

concerned subordinate in writing. 

In case of unsatisfactory performance, an executing authority has to ensure that 

there is provision of systematic remedial or developmental support to assist the 

subordinate to improve his or her performance; if the performance is so 
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unsatisfactory as to be poor and the desired improvement cannot be affected, it 

can consider steps to discharge the individual for unfairness or incapacity to 

carry out his or her duties. 

It should be a requirement that all departments allocate a budget within its 

budget to provide adequate funds for financial incentives for employees or any 

category of those employees.  

To establish a departmental financial incentive scheme, a department must 

determine, in writing, the nature, rules and control measures of the scheme in 

advance. It must communicate the nature and rules of the scheme equitably to 

all employees and ensure that all employees implementing the quality and 

quantity control measures of the scheme are not entrusted with the 

implementation of that scheme in reaction to themselves. the outcomes of an 

individual’s performance may be rewarded to individuals or to a group.  

Evans and McShane (1988:177) indicate that notwithstanding the relevance of 

the traditional considerations, performance appraisal effectiveness should be 

recognized in terms of employee attitudes towards the system. An employee’s 

acceptance of appraisal decision outcomes depends at least partly upon the 

employee’s belief that the observed characteristics of performance appraisal are 

consistent with a fair process. 

Such beliefs about the fairness and / or accuracy of the appraisal system are 

thought to influence employee motivation. These attitudes towards the 

appraisal system might influence other, subtler, outcomes such as 

organizational commitment and turnover. 
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Research limitations  

Despite the promising results, some limitations of this research should be noted 

that could be addressed in future research. The first limitation of this research 

is the use of a single source of data. Creswell (2008) suggested that the 

seriousness of this issue depends on the research questions and the variables 

under consideration. The method used in selecting respondents was also not the 

best and needs robust selection methods to be able to generalize the findings. 

The second limitation of this research is that it did not consider the e-PMS 

implementation process. Thus, it can be recommended that in future research 

this issue should also be highlighted. The third limitation is that the research 

examines the accessible population of governmental organization. Thus, this 

study does not tap into the private sector. The researcher recommends that the 

private sector should be included in future research studies. The fourth 

limitation of this research is the quantitative cross-sectional design of the study. 

As the data were collected at a single point in time, one is unable to establish 

cause and effect relationships among all variables of interest. 

The collection of data was hindered by the difficult nature of identifying willing 

participants and having to use a process which was not easily controllable by 

the researcher. 

Noticeable disapprovals about the use of convenience sampling is sampling 

bias. This is due to the fact that the sample is not representative of the entire 

population. This may well be the biggest disadvantage when using a 

convenience sample because it leads to more problems and criticisms. 
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Systematic bias may also be introduced as differences between the results from 

the sample and the theoretical results from the entire population may become 

evident. It is not rare that the results from a study that uses a convenience 

sample differ significantly with the results from the entire population. A 

consequence of having systematic bias is obtaining skewed results. 

Another significant criticism about using a convenience sample is the limitation 

in generalization and inference making about the entire population. Since the 

sample is not representative of the population, the results of the study cannot 

speak for the entire population. This results in a low external validity of the 

study. 

Disadvantages of Snowball Sampling include the researcher having little 

control over the sampling method. The subjects that the researcher can obtain 

rely mainly on the previous subjects that were observed. Representativeness of 

the sample is not guaranteed and the researcher has no idea of the true 

distribution of the population and of the sample. Sampling bias is also 

introduced this sampling technique because initial subjects tend to nominate 

people that they know well. Because of this, it is highly possible that the 

subjects share the same traits and characteristics, thus, it is possible that the 

sample that the researcher will obtain is only a small subgroup of the entire 

population. https://explorable.com/snowball-sampling 
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Appendix 

QUESTIONNAIRE ON PERFORMANCE 

MANAGEMENT SYSTEM  
DISCLAIMER: 
The data gathered through this interview schedule would be used exclusively for the 

purpose of academic research only. 

* Required 

Email address * 

 

1. General Profile of Respondents: 1. Sex: * Mark only one oval. 

Female  

Male  

Prefer not to 

say Other:  

 
2. Age group: * 

Mark only one oval. 

< 25  

25 - 30  

31 - 35  

36 - 40  

41- 50  

51 - 55  
55   

 
3. Job Title/ Rank: * 
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4. Job Experience * Mark only one oval.  

less than 1 year  

2 - 4 years  

5 - 7 years  

more than 7 years  

5. Which institution do you belong to? * 

 

6. Which level do you belong * Mark only one oval. 

junior 

officer 

senior 

officer 

supervisory 

management  

Other:  

 

 

7. Approximately how many people are employed in your organization? 

* Mark only one oval.  

less than 100  

101 - 500  

501 - 1,000  

more than 1,001  

 

Performance Management Systems facilitate the attainment of individual and 

corporate goals and enable the tracking and monitoring of individual employee, 

department and the overall organizational performance, based on organizational and 

job specific competencies obtained from successful job performance indicators and 
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include workers meeting a supervisor several times a year to deliberate on targets and 

how to achieve them mostly using questionnaires. 

 

Electronic Performance Management system is an automated performance 

information management system for employees, providing a single source for creating 

automated performance management documents. It automates several administrative 

processes allowing the complete process to take place in a paperless environment, and 

provides employees and supervisors a means to review current and previous 

performance management documents that are stored in the employee’s personnel 

record.   
 

1. In your opinion, which of these would you percieve to be easier to 

implement * 

Mark only one oval. 

Paper based performance system  

Electronic performance 

system Other:  

 
2. In your opinion, which of these do you percieve to more likely use * Mark 

only one oval. 

Electronic performance system  

Paper based 

system Other:  

 
3. In your opinion, which of these do you think will be time saving and more 

efficient? * 

Mark only one oval. 

Paper based performance system  

Electronic performance 

system Other:  
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4. Do you percieve an increase in productivity & efficiency if a performance 

management system is introduced in your workplace? * Mark only one oval. 

Yes  

No 

Mayb

e  

 
5. Do you percieve the possibility of a performance management system being 

implemented for the Ghana Civil/ Public service? * Mark only one oval. 

Yes  

No 

Mayb

e  

 
6. If such a system is implemented, which version would you prefer? * 

Mark only one oval. 

An electronic 

version Paper/ 

manual version 

Other:  

 
7. how long do you think such a new system can be sustained? * Mark 

only one oval. 

0-5 yrs.  

5-10 

yrs. 
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More than 

10yrs  

 
8. Would such a system be successful in Ghana? * Mark only one oval. 

Yes  

No  

 
9. In your opinion, which system do you think will be more reliable 

and transparent? * 

Mark only one oval. 

Paper/ manual performance management system 

Electronic performance management system.  

 
10. What in your opinion are the causes for failure of performance 

appraisal systems? * 

Check all that apply. 

Lack of role clarity  

Interval of appraisals  

Lack of communication by 

superiors 

Other:  

 

 
11. Do you believe that the entire process of performance management 

can be carried out objectively? * Mark only one oval. 

Yes  

No 

Mayb

e  
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12. Do you believe that linking rewards to performance would: * Mark 

only one oval. 

Motivate employees  

Compound already existing 

problems Other:  

 
13. What strategies of your organization have been linked to the 

performance management systems to make it more effective? * Check all 

that apply. 

Reward Strategy  

Culture Strategy  

Team work strategy  

Leadership 

strategy 

Other:  

 
14. Is attrition rate computed in your organization after the performance 

appraisal? * 

Mark only one oval. 

Yes  

No 

Mayb

e  

23. 
15. Which approach according to you would improve effectiveness of an 

organization’s performance management process? * Mark only one oval. 
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Bureaucratic approach  

Participative approach  

Other:  
 

 

1 = Not at All, to 5 = Always. Values in between should reflect varying degrees of 

agreement 

24. 
Managers are held accountable for doing effective appraisals. * 

Mark only one oval. 

not at all  

seldom  

sometimes  

often  

always  

25. 
Employees know how their performance impacts the organization. * 

Mark only one oval. 

not at all  

seldom  

sometimes  

often  

always 

  
26. 

High levels of performance are recognized and rewarded. * 

Mark only one oval. 
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not at all  

seldom  

sometimes  

often  

always  

 
27. 

The system is designed for input from all levels in the organization. * 

Mark only one oval. 

not at all  

seldom  

sometimes  

often  

always  

28. 

The system measures the right things. * 

Mark only one oval. 

not at all  

seldom  

sometimes  

often  

always 

29. 
The system measures both the results and how they are achieved. * Mark 

only one oval. 
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not at all  

seldom  

sometimes  

often  

always  

30. 
The employees believe the system is fair. * 

Mark only one oval. 

not at all  

seldom  

sometimes  

often  

always  

thank you for filling the questionnaire, your effort is highly 

appreciated. 

 

Powered by 
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국문초록 

 

가나의 적절한 성과 관리 시스템 

구현에 대한 공직자의 인식 
 

Kwabena Offei-Addo 

서울대학교 행정대학원 

글로벌행정전공 

 

 

성과관리는 성과평가와 성과개발을 단일 시스템 안에서 조직 목표와 

결합하는 것과 관련이 있다. 직원 성과 평가의 효과적인 측정 및 관리를 

위해 직원의 성과를 조직 목표 쪽으로 유도하는 것은 필수적이다. 

인식은 특정 현상에 대한 사람들의 판단과 태도에 영향을 미치기 

때문에 근로자들은 사용하는데 있어 더 선호하거나 목표달성을 돕는데 

있어 전반적으로 유익한 성과관리 시스템에 대한 다양한 의견을 가질 수 

있을 것으로 예상된다. 

본 연구는 직원들이 수동 성과 관리 및 전자 성과 관리 시스템에 대해 

가졌던 인식에 초점을 맞추고 있으며 가나에서 효과적인 성과관리 

시스템을 개발하고 도입하는 데 미치는 영향을 조사한다. 

관리자 및 감독을 포함한 모든 직급의 공공기관, 정부기관의 직원 

104 명으로부터 데이터를 수집하였으며 응답자를 인터뷰하는데 

온라인으로 제공된 설문조사 문항이 사용되었다. 수집된 데이터는 연구 
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문제를 다루기 위해 기술 통계와 추론적 통계를 사용하여 분석하였다. 본 

연구의 결과에 따르면 공공분야 근로자들은 기관 내 성과 관리 시스템을 

사용이 어렵고, 믿을 만하며 투명하되 효과적이지는 못하다고 인식하고 

있다. 또한 시스템이 목표 달성을 위해서는 측정할 필요가 있는 것도 측정을 

하지 않는다고 인식하는 것으로 나타난다. 무엇보다도, 그들은 전자 성과 

관리 시스템의 도입이 이러한 결함을 해결할 것이라고 믿는다. 본 연구의 

주요 한계는 재정적 제약으로 인해 데이터가 특정 시점에만 수집되었기 

때문에 분석 대상의 폭이 넓지 않았다는 것이다. 따라서 본 연구 결과가 

가나의 모든 공공기관, 정부기관의 근로자들의 일반적인 인식을 

대변한다고 볼 수는 없을 것이다. 

 

주제어: 성과관리, 전자 성과관리, 성과관리 시스템에 대한 근로자 

인식 

학번: 2017-22892 
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