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DEFINITION OF KEY TERMS
Appraisal Outcome utilisition: will refer to the process of how to put to use the appraisal outcomes. In this study, it will refer to the process of using appraisal outcomes for counselling, training, developing, promotion, rewarding and providing feedback to officers.

Employee job Satisfaction: will refer to a feeling of fulfilment or enjoyment that employees at Criminal Investigation Directorate (CID) derive from their jobs. In this study, it will refer to CID officers’ attitude, involvement and commitment to work.

Performance appraisal: will refer to the process of assessing an individual performance and productivity in relation to certain pre-established criteria and organizational objectives. In this study, it will refer to the process that will include appraisal planning, implementation and feedback.
Performance goal setting: will refer to the development of an action plan designed to motivate and guide a person or group of persons such as CID officers in this study towards a goal. In this study, performance goal setting will refer to the nature of goals developed and process of goal setting for CID officers.

Performance management: will refer to the process of identifying, measuring and developing the performance of the workforce in an organization. In this study, it will refer to a process that will include performance goal setting, performance appraisal and performance appraisal outcome utilisation. 

ABSTRACT

The study is about performance management and employee job satisfaction in public security organization, using Criminal Investigations Directorate (CID) Headquarters as a case study. The study was guided by the following objective that is to examine how CID Headquarters sets performance goals, to assess how CID Headquarters conducts performance appraisal to determine how goals have been achieved by the officers and to examine how CID Headquarters utilizes performance appraisal outcomes. The purpose of the study was to examine the effect of performance management on employee job satisfaction in public security organization. 
The research design was a survey and descriptive design where both qualitative and quantitative approaches were used by the researcher. From a sample of 95 respondents, and using a phenomenological approach, Purposive and random sampling technique were used to select respondents. The study revealed that there is goal setting where specific goals are set, measured and attainable because they are in CID range, reliable because they can guide the officers to achieve their set targets and time bound because they cover a certain strategic and specific period of time. The supervisors encourage their staff by command, appreciation, delegation, promotion and rewards which are tangible like finance to work harder and take organization to higher levels, the officers are subjected to training in order to furnish replenish and furnish their skills for the purpose of boosting performance. Appraisals enable the senior management to determine the recent and current level of employee performance and forecast the future output appraisals give a picture that can be relied upon to evaluate the contribution and individual officer makes, to examine the potential for rewarding the best performing employees and possibilities of promoting them. Appraisals have enabled the management to communicate to them on how they have performed their job, and for the positive appraisals, there are huge chances of getting promoted, delegated and appreciated for the betterment of performance at the Head office. 
The study recommended that there should be streamlining of the employee appraisal process through proper goal setting in order to create confidence among the staff to always accept the outcomes as being unbiased in order to come up with better strategies such as teamwork in order to boost performance in the future, more officers should be taken for further training in order to make them better performers.
CHAPTER ONE

 INTRODUCTION

Background to the Study

The study was about performance management and employee job satisfaction in public security organization, using Criminal Investigations Directorate (CID) Headquarters as a case study. Public security is a very sensitive area and several institutions participate in its maintenance. Public security is a function of government which ensures the protection of its citizens and persons within their territory against threats to their wellbeing and prosperity of their communities. The organizations responsible for ensuring public security are Uganda Peoples Defence Forces (UPDF), Uganda Police Force, Intelligence Organs, and Internal and External Security organization governed by laws and regulations.

The Uganda Police Force principally has the mandate of maintaining security on behalf of government. Its functions are Protection of life and property, preservation of law and order, prevention and detection of crime, and cooperation with civilian authority and other security agencies established under the 1995 Constitution and the Police Act Cap 303.

Uganda Police Force has inadequate number of police officers to address the security problems of the population such as weapon dumping (small arms) from neighboring countries which find their way in the hands of criminals which problems need to be addressed by structural changes that have been effected in the Police Force. 
The police population ratio is very low coupled with cries of police inefficiency and ineffectiveness despite the increasing workload because of increase in the level of crime especially robberies, burglaries and theft. This is evidenced in the Uganda Police Annual Crime Report, 2018. The current strength of CID personnel is only 5,292 instead of the approved 19,843 leading to work overload. The UN standard is 1 to 12 cases per detective per year. The workload stands at 45 casefiles per detective. In areas with high crime rate like Kampala Metropolitan Policing Area, detectives have between 50 to 70 casefiles per year. 
Performance management is a process of identifying, measuring and developing the performance of the work force in an organization. According to Williams (2002), performance management is the mechanism that ensures that the employee achieves the objectives set by the organization and the organization thereby achieves the objectives that it has set itself in its strategic plan. This study adopts Armstrong and Baron’s (2005) definition that performance management is both a strategic and an integrated approach to delivering successful results in organizations by improving the performance and developing the capabilities of teams and individuals.

The study will be conducted at CID Headquarters at Kibuli Police Training school in Kampala City. The Criminal Investigations Directorate was established in 1907 (Uganda Police Force Centenary Celebrations Report, 2014) after a proposal by the then Inspector General of Police upon realizing the excessive elusion of apprehension by perpetrators of serious crime due to sheer lack of a sufficient detective establishment amidst increasing existence of organized crime such as spear wounds being the cause of death in the country. It was the intention of the Inspector General to place the CID department under a separate supervision. As time went on CID has been re-organized and proved of material benefit after its introduction with improved methods of prevention and detection of crime.

However, Interest in this study stems from the fact that the CID Headquarters at Kibuli put in place a performance management system to revisit expectations and goals within the CID Headquarters to improve their job satisfaction (Uganda Police Force, 2011). The purpose of setting goals is to help criminal investigation officers know what is expected from them in order for them to get committed in achieving the directorate’s overall goal. The performance review process gives the criminal investigation officers a chance to discuss their performance and facilitate officers to talk about their career goals/growth and understand the job requirements.

However, the reason why the sample of CID headquarters was examined in this study was because despite objective of the CID’s performance management explained in the previous paragraph, low job satisfaction persisted among the criminal investigation officers. For example, criminal investigation officers feel not contented with their jobs (CID, 2018). Onyango (2015) wrote that confidential police statistics show low interest among police officers given that the rate at which police officers detect crime has declined dramatically over the years. The declining detection and conviction rates mean that crime is growing while the CID officers are not responding adequately. Barigaba (2015) notes that Uganda’s Inspector General of Police faces the daunting task of redirecting criminal investigation officers to combating organized crime and the rampant murders that have spread fear across the country. People are disappointed with the slow investigation by criminal investigation officers leading to delayed prosecution of cases (Onyango, 2015; Baleke, 2015). The Inspector General of Police while addressing senior police officers at Police Senior Command and Staff College, Bwebajja in 2018 acknowledged the existing challenges in fighting crime in the country.
The low job satisfaction among the criminal investigation officers at the CID Headquarters persists yet several objectives of the CID’s performance management for enhancing officers’ job satisfaction have been adopted. These objectives include the following:

i. To set performance goals for officers

ii. To conduct performance appraisals to determine whether the set performance goals have been achieved by the officers

iii. To utilize the performance appraisal outcomes 

iv. Help officers become committed to achieving the set performance goals

v. Increase mutuality between supervisees and supervisors so that staff feels happy to work with their supervisors and thereby contribute their maximal potential to the UPF

vi. Act as a mechanism for communication between staff and supervisors

vii. create a positive and healthy climate in the organization that drives staff to give their best while enjoying doing so, and

viii. Assist in a variety of personnel decisions by periodically generating data regarding each staff (Uganda Police Force, 2011).

This study examines the following three of the above policy objectives,
i. To examine how CID headquarters sets performance goals.
ii. To assess how CID headquarters conducts performance appraisals to determine how goals are achieved by the officers

iii. To examine how CID headquarters utilises the performance appraisal outcomes.

It was conceptualised in this study that performance management affects employee job satisfaction. In particular, it was believed that poor performance management contributed to low CID officers’ job satisfaction while better performance management contributed to high CID officers’ job satisfaction. Hence, the importance of this study was the persistent low employee job satisfaction at the CID Headquarters despite having in place a performance management system that should have improved employee job satisfaction. Thus, low job satisfaction among criminal investigation officers to perform their duties in Uganda leading to the suffering of people suspected of having committed crimes might be due to the way the performance management is handled at CID headquarters (Uganda Police Annual Crime Report, 2018). This linkage needed to be examined and this current study aimed to address this gap.

Statement of the Problem

In spite of CID employing various management approaches to enhance job satisfaction among its criminal investigation officers in order to achieve its vision and mission, the directorate is still facing challenges in completely satisfying its staff. According to CID meeting held on 14/12/2018, the Director communicated to staff decried about continuous allegations of extortion, faulting procedures, detention beyond 48hours and late coming which has led to poor performance in exhausting their duties. CID conducts performance management, which is a great opportunity to revisit expectations and goals within the organization (Uganda Police Force, 2011) and the performance review is supposed to give employees chance to discuss their performance and facilitate talk about their career goals, growth and understand the job requirements.

However, despite the adoption and implementation of the performance management, low employee job satisfaction has persisted at the organization (CID Report, 2018). For example, there are numerous serious complaints against criminal investigation officers’ incompetence, non-performance and indifference in executing their functions. The complaints place the criminal investigation officers’ methods of investigation, arrest, search and seizure of stolen property as well as the interrogation of culprits far too below the standards expected from it by various stakeholders. Citizens and persons have been asked to assist the criminal investigation officers in their investigations of crimes and recorded credible statements which under normal circumstances would lead to inevitable prosecutions and named suspects’ convictions. Unfortunately, some of the criminal investigation officers have been incompetent to advance the investigations.

Low job satisfaction of CID officers is associated with negative consequences. Low employee job satisfaction at CID Headquarters is costly in that it leads a decrease in the organization’s performance and increased staff turnover (CID Report, 2018). In addition, it cultivates a bad image of the CID among the public community. Furthermore, it leads to misuse of public resources, which could have been used for other services. Thus, there is a need to conduct this study to find out how employees at CID Headquarters are committed with a focus on performance management. This is because job satisfaction plays a vast part at the CID, as the officers are the CID's most important asset therefore staff need to make sure they are committed to ensure that jobs are done efficiently. The CID will try to improve employee job satisfaction in order to achieve a desired goal and sustains certain goal directed behaviors. The CID may offer to improve job satisfaction by their performance management in order for workers to work harder.

Purpose of the Study

The purpose of this study was to examine the effect of performance management on employee job satisfaction in public sector organization, basing on CID Headquarters as the case study.

Objectives of the Study

The following objectives guided the study:

(i) To examine how CID Headquarters sets performance goals.
(ii) To assess how CID Headquarters conducts performance appraisals to determine how goals have been achieved by the officers.

(iii) To examine how CID Headquarters utilises performance appraisal outcomes.
Research Questions

The study was guided by the following questions.

(i) How does goal setting ensure employee job satisfaction at CID Headquarters?

(ii) How do performance appraisals ensure employee job satisfaction at CID Headquarters?

(iii) How does appraisal outcomes utilization ensure employee job satisfaction at CID Headquarters?

Hypotheses of the Study

The following hypothesis was tested by the study:
H0: There is no significant relationship between performance management and employee job satisfaction at CID Headquarters.
H1: There is significant relationship between performance management and employee job satisfaction at CID Headquarters.
Scope of the Study

The scope of the study is examined at three levels, namely;

Content Scope

The study discussed performance management and employee job satisfaction indicating how employees can drive satisfaction in their current employment positions respectively.

Geographical Scope

The study was conducted at CID headquarters located at Kibuli Police Training school, Kampala City, and Kampala District. The coordinates of the district are 00 19 N, 32 35 E. CID Headquarter is 0.32 latitude and 32.58 longitudes.
Time Scope

The study will focus on a period of six years (2013-2018) because this was time when low employee job satisfaction has been highest at CID Headquarters. 
Significance of the Study
The study findings will help to inform the different parties/stakeholders on ways of how performance management can be applied to improve employee job satisfaction. Thus an area of interest to;
Ministry of Internal Affairs and other partners who have interest in supporting CID will use the information that will assist them in better understanding of performance management and how to improve on job satisfaction so as to meet both expectations of the organization and employees and also provide valuable information for future interventions.

Academia: The findings will be of great use to the academia, especially those who will wish to carry out further research on performance management and employee job satisfaction. It will build onto the existing body of literature and knowledge.

Uganda Police Force: The study will assist Uganda Police Force and Criminal Investigations Directorate in particular to enhance their views on performance management and how it affects job satisfaction while carrying out rectification exercises by identification of gaps underlying performance management system and develop strategies on how to address such gaps to enhance employee job satisfaction in future.

Researcher: The idea of the study had its genesis from the researcher’s interest about how performance management affects employee job satisfaction and thus upon completion, the researcher will be enlightened about the two concepts. In addition, the researcher may acquire additional knowledge and skills in data collection, analysis and ensuring good report writing skills that will lead to the award of Masters in Business Administration of Nkumba University.

Setting of the Study

CID headquarters is the investigative arm of Uganda Police Force an institution under the MoIA as mandated by the 1995 Constitution of Uganda, and the Police Act Cap 303 to protect life and property and detect crime; keep law and order and maintain the overall security and public safety in Uganda. In addition, UPF under regional and international protocols, conventions and obligations is mandated to participate in peace support, security and Interpol operations.

The UPF is organized under 17 Directorates where each directorate is headed by a Director at the rank of Assistant Inspector General of Police (AIGP). The Directorates are: Counter Terrorism; Directorate of Criminal Investigations; Directorate of Crime Intelligence; Directorate of Operations; Directorate of Operations; Directorate of Political Commissariat,; Directorate of Research, Planning and Development; Directorate of Information, Communication and Technology; Directorate of Human Resource and Administration; Directorate of Human Resource Development; Directorate of Interpol and Police International Relations; Directorate of Human Rights and Legal Services; Directorate of Traffic and Road Safety; Directorate of Police Fire Prevention and Rescue Services; Directorate of Police Health Services; Directorate of Forensic Services and Directorate of Police Welfare.

The Directorate of CID is headed by a Detective Director of Police at the level of AIGP; and its role is to detect and prevent crime, gather information and evidence and investigate criminals for purposes of supporting evidence based prosecution. The Directorate has three (3) divisions namely; Division of Crime Investigations; Division of special Investigations; and Division of Economic Fraud and Anti- Corruption all headed by Deputy Directors and approximately 17 departments.

The Headquarter is well is composed of educated, skilled and professional officers supervised by officers of high integrity in their respective departments that carry out assigned responsibilities with due diligence and commitment. The Directorate is responsible for the day today administration, monitoring and evaluating departmental performance and center for receiving all the information concerning performance of all detectives across the country. The Directorate is very accessible having Regional, District and Division CID Officers. 

CID headquarters is located at Kibuli Police Training school, Kampala City, Kampala district. Kampala District lies within the kingdom of Buganda, in Central Region, Uganda. The district is boarded by Wakiso District to the south, the west and the north and by Kiira Municipality to the east. The coordinates of the district are 00 19 N, 32 35 E. Criminal Investigation Directorate is located 0.32 latitude and 32.58 longitudes.

The studies will focus on a period 2014-2018 when low employee job satisfaction has been highest at CID Headquarters (CID Report, 2017). The period chosen is long enough to enable the researcher to establish the effect of performance management on employee job satisfaction at Criminal Investigation Directorate.

Structure of the dissertation 
The following is the structure of the dissertation;

Chapter one presents the introduction to the study; 
Chapter two presents study literature. It highlights Literature Survey, Literature review, and conceptual framework of analysis.
Chapter three presents study methodology. It highlights research design and data collection and management.

Other chapters to follow for the subsequent findings include:

Chapter four presents the demographic characteristics of the respondents.

Chapter five presents findings on objective one which is to examine how goal setting ensures employee job satisfaction at CID Headquarters.
Chapter six presents findings on objective two which is to assess how appraisals ensures employee job satisfaction at CID Headquarters.
Chapter seven presents findings on objective three which is to assess how appraisal outcomes utilization ensures employee job satisfaction at CID Headquarter.
Chapter eight links the findings to literature review and suggest the way forward or performance management and employee job satisfaction at CID Headquarters.
Chapter nine presents conclusions and recommendation to the study.

CHAPTER TWO

 STUDY LITERATURE

Introduction

This chapter presents the study literature highlighting literature survey, literature review and the conceptual framework of analysis. Literature survey coverage extends to local researchers to explore the area surveyed. In literature review, the coverage extends to outside researchers who have studied a similar problem.
Literature Survey
This is a dearth of scholarly literature on the activities of the Uganda Police Force in general and on CID Headquarters in particular. The existing studies are outside the scope of this study. Here below are reviews of some of the major such studies, indicating the Gap that this study is attempting to fill. The few studies conducted in Uganda include; Kagaari, Munene and Ntayi (2010) conducted a study on performance management practices, employee attitudes and job satisfaction. The purpose of their paper was to establish the relationship between performance management practices, employee attitudes and job satisfaction. The paper reveals that performance management practices and employee attitudes are crucial for achievement of job satisfaction in public universities, though not at Uganda Police Force CID Head Offices in Kibuli 

On the implementation of the performance management programme in Uganda’s public service with specific reference to the Ministry of Public Service (Mpanga, 2009). The foundation of this research was based on the realization that performance management was a key factor to achieving good performance results in Uganda’s public sector, but the study was not conducted at Uganda Police Force CID Head Offices in Kibuli on performance management and job satisfaction. 
On the implementation of performance management of health care workers in Uganda (Lutwama, Roos and Dolamo, 2013). The findings show that to some extent performance management is implemented in the health sector; however, there were loopholes in its implementation. There were inadequacies in setting performance targets and performance management planning was hardly done. The study was not conducted at Uganda Police Force CID Head Offices in Kibuli on performance management and job satisfaction.

The aforementioned studies did not focus on CID Headquarters Offices in Kibuli, therefore the current study will examine how goal setting ensures employee job satisfaction at CID Headquarters, how appraisals ensures employee job satisfaction at CID Headquarters and how appraisal outcomes utilization ensure employee job satisfaction at CID Headquarters in order to bridge the gaps identified by the study.
Literature Review 
The study of performance management and job satisfaction in public sector organization has been addressed by scholars in different environment similar to those in the situation of the current study. From these studies, models have been developed that may need to enhance the study at CID headquarters, Kibuli. Below are reviewed some of the studies with the aim of deriving a conceptual framework of analysis for the present study. 

The study of performance management and job satisfaction is not unique to Uganda in general or CID headquarters in particular. McGregor proposes two distinctive views of human beings, that is the basically negative: Theory X and one basically positive: Theory Y. The views were based on McGregor's personal observation of the ways the administrators dealt with their employees. He concluded that administrators" view of the nature of human beings is based on certain grouping of assumptions, and that they tend to mold their behavior towards subordinates according to these assumptions. Under Theory X, the four assumptions held by Administrators are employees inherently dislike work and whenever possible, will attempt to avoid, since employees dislike work, they must be coerced, controlled or threatened with punishment to achieve desired goals, employees will shirk responsibilities and seek formal direction whenever possible and most workers place security above all other factors associated with work and will display little ambition. At Uganda Police Force CID Head Offices in Kibuli, the officers are fond of delaying work and avoiding some tasks from which there are no direct benefits.

Herzberg theory was developed on the basis of Hertzberg's research study of what people want from their jobs (Herzberg 1997, as cited by Wulff, 1995), workers were asked to describe situations which are when they best enjoyed their work, when they felt exceptionally good about their work, when they worst hated their work and when they felt exceptionally bad about their work. Hertzberg classified these replies as the "Motivators or satisfiers and when they worst hated their work they tended to cite intrinsic factors related to the working environment, for example Company policies, bad supervision, bad working conditions, and so on. Hertzberg classified these as '-Hygiene or Maintenance factors. Therefore managing performance at Uganda Police Force CID Head Offices in Kibuli has to focus on what pleases the officers, otherwise commands and orders may never drive the best performance and liking for the job entirely.

Vroom's expectancy theory assumes that behavior results from conscious choices among alternatives whose purpose it is to maximize pleasure and minimize pain. Together with Edward Lawler and Lyman Porter, Victor Vroom suggested that the relationship between people's behavior at work and their goals was not as simple as was first imagined by other scientists. Vroom realized that an employee's performance is based on individuals’ factors such as personality, skills, knowledge, experience and abilities. The theory suggests that although individuals may have different sets of goals, they can be motivated if they believe that there is a positive correlation between efforts and performance, favorable performance will result in a desirable reward, the reward will satisfy an important need, the desire to satisfy the need is strong enough to make the effort worthwhile. Management must ensure that promises of rewards are fulfilled and that employees are aware of that. Vroom suggests that an employee's beliefs about expectancy, instrumentality, and valence interact psychologically to create a motivational force such that the employee acts in ways that bring pleasure and avoid pain at the Uganda Police Force CID Head Offices in Kibuli in order to achieve the best performance from officers when they are happy with their job.

Adam's equity theory is the most explicit and extended of theories which received widespread attention among persons concerned with compensation theories and practices. The theory argues that a major input into job performance and satisfaction is the degree of equity (or inequity) that people perceive in their work situation. Equity occurs when Person's outcomes Other's outcome and Person's inputs Other's inputs. The inputs and outputs of person and others are based upon the person's perceptions. Age, sex, education, social status, qualifications, job level are examples of perceived input variables. Rewards such as pay, status, promotion and intrinsic interest in the job etc. are various outcomes. The ratio is based upon the person's perception of what the person is giving (inputs) and receiving (outcomes) versus the ratio of what the relevant other is giving and receiving. Inequity occurs when a person perceives that the ratio of his or her outcomes to inputs and the ratio of a relevant other's outcomes to inputs are unequal. To restore equity, the person may alter his own inputs or outcomes, cognitively distort his or other's inputs and outcomes, act on the other to get him to change his inputs or outcomes or leave the field. 

It is believed that individuals in Uganda Police Force are guided by a moral system which has the fair distribution of rewards as a basic target. If a person receives less than a fair amount, he feels that an injustice has been done to him. On the other hand, if he receives more than the fair amount, he feels guilty and fears that his relations with co-workers will be strained. Job satisfaction is a function of the difference between the amount of reward that the person believes he should receive and the amount of reward which he actually receives. The greater the difference between these two amounts, the greater the tension or disequilibrium experienced by the person. This attempts to evaluate the situation at CID Head Offices in Kibuli.

Work on the theory of goal-setting suggests that it is an effective tool for making progress by ensuring that participants in a group with a common goal are clearly aware of what is expected from them. On a personal level, setting goals helps people work towards their own objectives. Goal setting theory was “Toward a Theory of Task Commitment and Incentives” which was published in 1968. This article laid the foundation for goal setting theory and established the positive relationship between clearly identified goals and performance. Goals are a form of commitment that set the standard for self-satisfaction with performance (Lee, Kennon S. & Turban, 2003). Achieving the goal one has set for oneself is a measure of success, and being able to meet job challenges is a way one measures success in the workplace.
Literature review
Performance management and employee job satisfaction mainly in public sector organizations has received immense coverage by different researchers. This section reviews those that will be relevant to the current study. The review aims at extracting a conceptual framework with which problems relating performance management and employee job satisfaction at Criminal Investigation Directorate may be put into proper perspective.

Goals have a pervasive influence on employee behavior and performance in organizations and management practice (Locke & Latham, 2002). Managers widely accept goal setting as a means to improve and sustain employee performance (DuBrin, 2012). Goal setting encourages participants to put in substantial effort. In addition, because every member has defined expectations for their role, little room is left for inadequate, marginal effort to go unnoticed. however, the individuals must have sufficient ability, accept the goals, and receive feedback related to performance (Latham, 2003). The researcher agree with Latham because his argument has been encountered in the daily lives of individuals where some have set difficult and unattainable goals while other have set difficult but attainable goals. 

Goal setting involves establishing specific, measurable, achievable, realistic and time-targeted (SMART) goals (Latham & Locke, 2002). Work on the theory of goal-setting suggests that it is an effective tool for making progress by ensuring that participants in a group with a common goal are clearly aware of what is expected from them. On a personal level, setting goals helps people work towards their own objectives. 

When a manager helps an employee to set goals, and then outlines to the employee how those individual goals help the rest of the company to achieve production objectives, the employee understands how doing his job helps to move the company forward and promotes company growth (Mawoli and Babandako (2011). The impact of individual accomplishment on overall results is a strong employee motivator. Abdulsalam, Damisa, and Iliyasu (2007) also observed that goal setting is a powerful way of committing people and the value of goal setting is so well recognized that entire management systems, like Management by Objectives, have goal setting basics incorporated within them. However, it argued in this study that merely a manager helping an employee to set goals does not guarantee the employee will be committed to achieving the goals. Because other factors such as the employee’s attitude and interest play an important role. This is because an employee with a negative attitude and less interest in work may not achieve the set goals even with the help of the manager.

On the other hand, Kim and Hamner (2006) emphasized that how goals are set determine employee commitment. Poorly set goals will not motivate employees while well set goals will motivate employees. However, it is argued in this study that Kim and Hammer do not explain the criteria to be used to determine poorly or well set goals. However, the researcher of this study notes that Locke and Latham (2002) tried to address this as he observed that to motivate employees, organizations should set goals that are SMART an acronym used to stand for goals that specific, measurable, attainable, relevant, and time-bound. Despite, Locke and Latham, they also fall short of giving criteria for specific, measurable, attainable, relevant, and time-bound goals.

The following must be considered during goal setting: clarity, challenge, commitment, feedback and task complexity. Wright (2003) explained how these could contribute to employee commitment. Clear goals are measurable and unambiguous. The researcher agree with Wright because when a goal is clear and specific, with a definite time set for completion, there is less misunderstanding about what behaviors will be rewarded. Employees know what is expected, and they can use the specific result as a source of commitment. When a goal is vague, it has limited Commitment value. However, it is argued in this study clarity of goal may be dependent on an individual. A goal may appear clear to one individual yet vague to another individual. Thus, goal clarity can be achieved when the two parties come together and agree on the criteria.
One of the most important characteristics of goals is the level of challenge (Wright 2004). The researcher agrees with Wright because people are often committed by achievement, and they will judge a goal based on the significance of the anticipated accomplishment. It is argued in this study that when employees know that what they do will be well received, there is a natural commitment to do a good job. Miñambres (2011) argued that rewards typically increase for goals that are more difficult. If employees believe they will be well compensated or otherwise rewarded for achieving a challenging goal, that will boost their enthusiasm and their drive to get it done. 
Anderson, Deker and Sedatole (2010) emphasized that when setting goals, make each goal a challenge. If an assignment is easy and viewed not as very important - and if employees do not expect the accomplishment to be significant - then the effort may not be impressive. However, Bush (1998) cautioned that it is important to strike an appropriate balance between a challenging goal and a realistic goal. Setting a goal that employees will fail to achieve makes employees less commtted than setting a goal that is too easy. The need for success and achievement is strong, therefore people are best committed by challenging, but realistic, goals. Challenging and realistic goals are “Achievable or Attainable”.

Relating to commitment, goals must be understood and agreed upon if they are to be effective (Hsiaw, 2009). The researcher agrees with Hsiaw because it is difficult for an individual to achieve what he/she does not understand and agree with. Employees are more likely to "buy into" a goal if they feel they were part of creating that goal. However, Suvorov and van de Ven (2008) observed that this does not mean that every goal has to be negotiated with and approved by employees. It does mean that goals should be consistent and in line with previous expectations and organizational concerns. As long as the employee believes that the goal is consistent with the goals of the company, and believes the person assigning the goal is credible, then the commitment should be there. Interestingly, goal commitment and difficulty often work together. The harder the goal, the more commitment is required. If an easy goal is set, employees do not need a lot of commitment to get it done. When employees are working on a difficult assignment, they will likely encounter challenges that require a deeper source of inspiration and incentive (Hsiaw, 2009). 

Performance appraisal could be taken either for evaluating the performance of employees or for developing them with an aim of enhancing employee commitment (Bonnie, 2002). The evaluation is of two types: telling the employees where they stand and using the data for personal decisions concerning pay, promotions to mention some. The researcher agrees with Bonnie (2002). This is because the researcher could not imagine an organization trying to motivate its employees to work without gathering information about how well individuals perform their jobs, what their skills and knowledge are, and what their responsibilities and performance goals are for the future.

However, it is argued in this study that not everyone is in favor of formal performance appraisal systems. Many employees, especially those it affects the most by such ratings are not very enthusiastic about them. Managers who have had unsatisfactory experiences with inadequate or poorly designed appraisal programs may be skeptical about their usefulness. Some managers are uncomfortable about providing negative feedbacks to the employees. This tendency can lead them to inflate their assessments of the workers’ job performance, giving higher ratings than deserved. In such a scenario, performance appraisal may low employee commitment. Thus, it is important to conduct this study to establish the nature performance appraisal at CID headquarters.

Notwithstanding the need for ongoing informal review, formal assessment is a key component of any performance management system and performance appraisal is one of the most common vehicles for reviewing performance against objectives (Redman, 2001). Performance review (or appraisal) is viewed as serving a number of functions (Milliman et al, 2002; Shen, 2004). 
It has been noticed that there is a strong relationship between performance appraisal and commitment (Bonnie, 2002). Keeping aside the main objectives of performance appraisal, it can be used as a mechanism to create a completion between employees to get the job done with all the linked targets and benchmarks (Atkinson & Shaw, 2006). It is also mandatory that employees get the accurate performance appraisal results to get committed, if the feedback of appraisal is according to their performance over the period of time that will be a great source of commitment to them (Bonnie, 2002). The researcher of this study concurs with Bonnie because accurate performance appraisal is foundational to ethical managerial practice. Therefore, while consistently high ratings rob employees of the intrinsic achievement for a job well done, harsh ratings reduce commitment by setting impossible performance standards. 

Appraisal of employees serves several useful purposes. However, from the researcher’s experience, performance appraisal purposes have not been effectively utilized in Uganda. According to Obisi (2011), employees are interested in having an assessment of their work from the viewpoint of personal development, work satisfaction and involvement in the organization. Management assesses the performance of employees to maintain organizational control and disburse rewards and punishments to further organizational goals. Feedback is an important component for utilizing performance appraisal outcomes. While positive feedback is easily accepted, negative feedback often meets with resistance unless it is objective, based on a credible source and given in a skilful manner (DeVoe & Iyengar, 2004). The act of commitment the employees are in the heart of the organizations. Success in every organization depends upon the personnel commitment conducted by their directors.

Cumming (as cited in Obisi, 2011) notes that the overall objective of performance appraisal outcomes is to improve the efficiency of an enterprise by attempting to mobilize the best possible efforts from individuals employed in it. Such performance appraisal outcomes achieve four objectives including salary reviews, development and training of individuals, planning job rotation and assisting in promotions. Yet in Uganda, you find that salaries of employee are not commensurate to efforts put in doing work and most organizations do not care about employee development and training. Although performance appraisal outcomes are usually thought of in relation to one specific purpose, which is pay, they can in fact serve for a wider range of objectives which are; identifying training needs, improving present performance of employees, improving potentials, improving communication, improving commitment and aids in pay determination.

Rewards include the financial rewards, pay and benefits, promotions and incentives that satisfy employees to some extent but for committed employees, recognition must be given to keep them appreciated and committed (Danish & Usman, 2010). An intrinsically motivated individual, according to Ajila (as cited in Pratheepkanth, 2011) will be committed to his work to the extent to which the job inherently contains tasks that are rewarding to him or her. On the other hand, an extrinsically motivated person will be committed to the extent that he can gain or receive external rewards for his or her job. If the reward is intrinsic to the job, such desire or commitment is intrinsic. However, if the reward is described as external to the job, the commitment is described as extrinsic. Good remuneration has been found over the years to be one of the policies the organization can adopt to motivate workers. According to Barton (2002), efforts must be geared towards developing workers interest in their job in order to make them happy in giving their best to their work. However, it is argued in this study that it is not easy to determine for each of the employees whether he/she is committed. It is much easy to have a generic measure for all employees. 

Flynn (1998) argued that rewards keep high spirits among employees and boosts up their morale. Baron (as cited in Danish & Usman, 2010) argued that when employees are recognized and acknowledged in terms of their identification, their commitment is very high. Recognition today is highest need according to most of the experts whereas a reward which includes all the monetary and compensative benefits cannot be the sole motivator for employees’ commitment program. Employees are committed fully when their needs are met. The level of commitment of employees increases when employees get an unexpected increase in recognition, praise and pay (La Motta, 1995; Morris, 2004).

Lawler (2003) argued that there are two factors, which determine how much a reward is attractive. First is the amount of reward which is given and the second is the weight an individual gives to a certain reward. Deeprose (1994, p. 3) is of the view that “Good managers recognize people by doing things that acknowledge their accomplishments and they reward people by giving them something tangible”. Fair chances of promotion according to employee’s ability and skills make employee more loyal to their work and become a source of pertinent workability for the employee. Robbins (2001) asserts that promotions create the opportunity for personal growth, increased levels of responsibility and an increase on social standing, which increase employee commitment. Similarly, the recognition which is a central point towards employee commitment adores an employee through appreciation and assigns a status at individual level in addition to being an employee of the organization. 

In South Africa, Bull (2005) is of the view that when employees experience success in mentally challenging occupations which allows them to exercise their skills and abilities, they experience greater levels of job satisfaction. Incentives, rewards and recognition are the key parameters of today’s employee job satisfaction programs according to most of the organizations as these bind the success factor with the employees’ performance.

In New York, Robbins (2001) asserts that promotions create the opportunity for personal growth, increased levels of responsibility and an increase on social standing, which increase employee job satisfaction. Similarly, the recognition which is a central point towards employee job satisfaction adores an employee through appreciation and assigns a status at individual level in addition to being an employee of the organization.
Conceptual Framework

Figure 1: Conceptual Framework
Performance Management (IV)                                         Employee Job Satisfaction (DV)

 

     Intervening variables
 Source: Adopted from Locke and Latham (2002) and modified by the researcher, 2019

In the conceptual framework above, performance management is the independent variable affecting employee job satisfaction, a dependent variable. In other words it’s conceptualized that employee job satisfaction depends on performance management. For instance, an element such as rewards and benefits under the independent variable and directly have an effect on accomplished cases. However, there exist intervening factors like individual attitude and employee remuneration.

CHAPTER THREE

METHODOLOGY
Introduction

This chapter presents the research design and data collection and management.

Research Design

A research design is a plan that was used to answer research questions and research objectives. It refers to the process that the researcher will follow from the inception to completion of the study (Cooper and Schindler, 2011; Timan, 2006).  Below is the research design adopted by this study.
Research Approach 

There are three types of research approaches - positivism, phenomenological and combined approach. Positivism considers the view that only factual knowledge gained from observation, including measurement is trustworthy. In positivism studies, the role of researcher is limited to data collection and interpretation in an objective way. The researcher is also independent from the study and there are no human interests within the study. This study used the phenomenological approach, also known as non positivism. In this research approach, ideas are generated from a large amount of data by means of human interest, as well as stakeholder perspective based on their reflection on the study. It is important in exploring human experiences. This approach was used to test the validity of the research hypothesis.

Research strategy

Research strategy is a methodology that helps the researcher to examine the research issue. These are experiment, case study and survey. This study used a case study research strategy using CID Headquarters. Case study research strategy was adopted in this study because it provided an in-depth study of the problem within limited time scale as Amin (2005) suggests. It was useful to gain a rich understanding of the context of the research by analyzing persons, events and decisions related to performance management and its effects on employee job satisfaction.

Research duration

The research can be longitudinal or cross-sectional. In the cross-sectional one, the researcher collects data from the subjects only on the first encounter. However, in longitudinal study the researcher conduct multiple data collection encounters with the same individuals over a period. The researcher use cross-sectional design. The benefit of this design was that it enabled the study to be carried out at a particular time across categories of respondents without make a follow up of the same respondents thus, saving on the time used to collect data.

Research classification

The researcher used both qualitative and quantitative techniques. The quantitative approach was used to collect data that was expressed into numeral and statistical calculations were made, while the qualitative approach was used to collect data that was expressed into text.

Study Limitations
During the course of carrying out the study, the researcher faced some challenges. These included:
Non response: Some of the considered police officers were too busy to attend to the researcher’s need given the nature of their work. This was sorted out by administering many questionnaires to eliminate any chance of bias. 

Tie constraint: The researcher was faced with a problem of inadequate time because the research requires a great deal of collecting, analyzing and processing information which time might not be enough. However, the research had design a work plan to guide time management.

Financial constraints: The researcher had limited funds to cater for stationery and transport. In order to overcome it, the researcher used relatively small sample to minimize costs.

Data collection and Management

Data collection is the process of gathering and measuring information on variable of interest. In this study, data was collected in a systematic way to answer the research questions, test the hypothesis and evaluate the outcome.

Study Population

The study population was targeting Criminal Investigation Directorate officers who were expected to have accurate knowledge required in understanding employee job satisfaction through performance management.

Sample Size and Determination

This is the act of selecting respondents and in this study, the researcher used sample size of 113 respondents. This helped in getting accurate results. Using Krejcie and Morgan (1970) sampling table (Appendix 1) and applying a confidence level of 95% and 5% sampling error, the sample size is shown in the following table.
Table 1: Population and sample size listed in the study
	Category of Respondents
	Population
	Sample size
	Sampling Technique

	Heads of Departments
	09
	05
	Purposive

	Non-commissioned officers
	151
	108
	Simple random

	Total
	160
	113
	


Source: Krejcie and Morgan (1970) for sample size

In this study, the researcher used purposive method of sampling and simple random techniques to select the sample. The purposive technique enabled the researcher to select respondents who will best enable him to answer the research questions. It’s often used when working with a very small sample that is particularly informative. It was used to select respondents aimed at getting specific information. The researcher decided the key informants (Heads of Departments) because their duties and responsibilities are directly related to performance management and employee job satisfaction.

Simple random sampling involves selecting the sample at random from the sampling frame. It was used by the researcher to select respondents from non-commissioned officers. This is because it ensured no bias during selection of the participants as each member of the population had an equal and independent chance to participate in this study.

Data Collection Techniques

The study focused on probability and non-probability techniques. Probability sampling in a sampling technique in which a sample from a larger population is chosen using a method based on theory of probability. 

Non-probability sampling technique such as snow ball sampling is where existing study subjects recruit future subjects from among their acquaintances. The researcher used probability sampling techniques for this study.  

Data Collection Methods

Primary and secondary sources were used by the researcher. Primary sources reflected the respondents view point by administering questionnaires and key informant interviews. Secondary sources were collected using information that had already been produced by other authors.  

Questionnaire

A questionnaire is a set of questions to which the respondents record their answers as administered. It is relatively quick to collect large amount of information using questionnaires from a large group. 

Interviews

Oral interviews were conducted in order to get more information on the feelings and expectations of the staff at CID headquarters.
Document revising

Documents relevant to the research were reviewed to get information on performance management and employee job satisfaction. Relevant publications and CID Report were reviewed. 
Data Collection Instruments/tools

These were devices that the researcher used to collect data. The researcher used the following.

Self-administered questionnaires

The questionnaire was designed and distributed to respondents. The questionnaire comprised of statements requiring the respondents to opt for one answer out of the five options using the Likert scale (1=Strongly Disagree 2=Disagree, 3=Not Sure, 4=Agree, 5=Strongly Agree)
Interview guide

In this study, interview guide was used to supplement the information gained from other sources. The interview guide were administered by making appointments with the heads of departments from whom the intended interviews were conducted face to face so as to get first-hand information. With interview guide, there is ability to clarify questions and it’s less costly in data collection. The interview guide consisted of a set of questions that were asked and the responses were recorded. 

Validity and Reliability of Instruments

Validity of the instrument

The validity of a measurement tool is considered the degree to which the tool measures what it claims to measure (Amin, 2005). For the instruments to yield relevant and correct data, they were given to two lecturers conversant with the study area to comment on the ambiguity, difficult and relevancy of questions to ensure construct, content and face validity. The researcher will calculate the content Validity Index (CVI) using the formula below.

CVI
= Item rated relevant by both rates
 Total number of items in the questionnaire
If the CVI is found to be above or equal to the recommended .70 (Nunnally as cited by Kent, 2001). This will imply that the questionnaire is valid for data collection.
Reliability of the instrument

Reliability is the ability of an instrument to consistently obtain information that is intended or required. In order to ensure the degree to which questionnaires produce consistent results, the internal consistence and reliability of the instrument was measured using Cronbach’s Alpha coefficient. To ensure validity of the instruments, the instrument was given to the supervisor, colleagues and other experts in research to check on content and validity and the feedback was used to make the necessary adjustments on the instrument for instance by removing spelling mistakes and typographical errors that could have been made. 
Ethical Considerations
The researcher got a letter of introduction from the University Research Coordinator and Dean of Graduate School seeking consent to conduct research at CID headquarters, Kibuli.
Data Processing and Analysis 
The completed questionnaires were edited for accuracy, consistency and completeness of information before leaving the field and the collected data was analysed using Statistical Package for Social Scientists (SPSS) for ease of analysis and explanation of results.
CHAPTER FOUR
DEMOGRAPHIC CHARACTERISTICS OF THE RESPONDENTS
Introduction 

In research, personal characteristics of respondents have very significant role to play in expressing and giving the responses about the problem. Keeping this in mind, in this study a set of respondents’ background information namely, the gender, marital status, age groups, level of education and others, the details are presented, analyzed and interpreted below.
Gender of respondents

The study findings on the respondents’ gender are presented in Table 4.1;
Table 4.1: Gender of the respondents
	 
	Frequency
	Percent
	Cumulative Percent

	Valid
	Male
	62
	65.3
	65.3

	 
	Female
	33
	34.7
	100.0

	 
	Total
	95
	100.0
	 


Source: Primary data, 2019

The study findings regarding the gender of respondents revealed that 65.3% of the respondents were males and 34.7% were females. There were more male respondents because most of the officers at Criminal Investigation Directorate headquarters are males. This was because they were willing to take part in the study. This implies that female respondents were not well represented. In addition, CID headquarters has not excelled in considering female representation in its employment process. But despite this difference in gender composition of the respondents, all respondents availed data relevant for this study.
Age Group of the respondents

The study findings on the Age Group of the respondents are presented in Table 4.2;
Table 4.2: Age Group of the respondents
	 
	Frequency
	Percent
	Cumulative Percent

	Valid
	20 – 29 years
	28
	29.5
	29.5

	 
	30 – 39 years
	31
	32.6
	62.1

	 
	40 – 49 years
	26
	27.4
	89.5

	 
	50 years +
	10
	10.5
	98.9

	 
	Total
	95
	100.0
	 


Source: Primary data, 2019
Findings in table 4.2 above represents the age groups of the respondents, where 28(29.5%) were between 20-29 years, 31(32.6%) were between 30-39 years, 26(27.4%) were between 40-49 years and 10(27.4%) were between 50 years and above.  Most of the respondents were from the age of 30-39 years. The study revealed that all respondents were still in active service and energetic to perform as required.  
Level of education
The study findings on the level of education of respondents are presented in Table 4.3;
Table 2.3: Level of education
	 
	Frequency
	          Percent
	 Cumulative Percent

	Valid
	Certificate
	27
	28.4
	28.4

	 
	Diploma
	24
	25.3
	53.7

	 
	Degree
	38
	40.0
	93.7

	 
	Masters
	6
	6.3
	100.0

	 
	Total
	95
	100.0
	 


Source: Primary data, 2019

In relation to the table 4.3 above, it was established that the education level attained by the respondents at Criminal Investigation Directorate and their responses were; 27(28.4%) of the respondents had attained certificates these include (UCE, UACE and other forms of certificates), 24(25.3%) had diploma as their highest level of education, 38(40%) had bachelor degree, and 6(6.3%) had masters’ degree. The study revealed that most of the staff at CID headquarters had attained a reasonable level of education which could be sufficient for them to register effective performance and job satisfaction. 

Department of the respondents

The findings on the department from where the respondents are based are presented in Table 4.4;
Table 4.4: Department of the respondents
	 
	Frequency
	Percent
	Cumulative Percent

	Valid
	Crime Data Management
	9
	9.5
	9.5

	 
	LPPU
	9
	9.5
	18.9

	 
	General Crimes
	17
	17.9
	36.8

	 
	Economic Crimes
	21
	22.1
	58.9

	 
	Local Government Frauds
	17
	17.9
	76.8

	 
	Others
	22
	23.2
	100.0

	 
	Total
	95
	100.0
	 


Source: Primary data, 2019
According to the table 4.4 above, the study found out that, 9(9.5%) were in Crime Data Management Department, 9(9.5%) were LLPU, 17(17.9%) worked under General Crimes Department, 21(22.1%) were under Economic Crimes Department, 17(17.9%) were from Local Government Fraud Department and 22(23.2%) were from other departments respectively. This implies that, the questionnaires were adequately distributed, hence providing relevant information necessary to the study in relation to performance management and employee job satisfaction at the Criminal Investigations Directorate Headquarters. 

Years of experience
The study findings on the years of experience of respondents in the operations of Criminal Investigation Directorate are presented in Table 4.5;
Table 4.5: Years of experience
	 
	Frequency
	Percent
	Cumulative Percent

	Valid
	0-1 year
	19
	20.0
	20.0

	 
	2 - 3 years
	42
	44.2
	64.2

	 
	4 - 5 years
	27
	28.4
	92.6

	 
	5 years +
	7
	7.4
	100.0

	 
	Total
	95
	100.0
	 


Source: Primary data, 2019

Regarding the years of experience, the study found out that 20.0% of the respondents had served at CID headquarters and CID work for 0 to 01 year, 44.2% had served for 2 to 3 years, 28.4% had served for 4-5 years and 7.4% had served for 5 years and more. Most respondents had served for 2 to 5 years, and because they do work which brings various criminal experiences ranging from minor offences and high profile cases like treason, murder, kidnap, terrorism and others in that massive category, they had acquired wide experience sufficient for them to avail relevant data for this study.

CHAPTER FIVE
HOW CID HEADQUARTERS SETS PERFORMANCE GOALS
Introduction 

On how CID Headquarters sets performance goals, Locke and Latham (2002) noted that goals have a significant influence on employee behavior and performance in organizations and management practice. Nearly every modern organization has some form of performance goal setting in operation, Managers widely accept performance goal setting as a means to improve and sustain employee job satisfaction (DuBrin, 2012). Based on hundreds of studies, the major finding of performance goal setting is that individuals who are provided with specific, difficult but attainable goals perform better, which increases their job satisfaction compared to those given easy, nonspecific or no set goals at all. At the same time, however, the individuals must have sufficient ability, accept the goals, and receive feedback related to performance for them to experience higher job satisfaction. The findings on how goal setting ensures employee job satisfaction at Criminal Investigation Directorate are presented, analyzed and interpreted in this section;
Criminal Investigation Directorate sets goals that are specific, measurable, attainable, reliable and time bound

The findings on whether the criminal Investigation Directorate sets goals that are specific, measurable, attainable, reliable and time bound are presented in Table 5.1;
Table 5.1: CID Headquarters sets goals that are specific, measurable, attainable, reliable and time bound
	 
	Frequency
	Percent
	Cumulative Percent

	Valid
	Strongly Disagree
	11
	11.6
	11.6

	 
	Disagree
	12
	12.6
	24.2

	 
	Not Sure
	8
	8.4
	32.6

	 
	Agree
	39
	41.1
	73.7

	 
	Strongly Agree
	25
	26.3
	100.0

	 
	Total
	95
	100.0
	 


Source: Primary data, 2019

Goal setting is a good and strategic management technique which every organization in the formal setting has and undertake in order to serve its public well findings from table 5.1 revealed that 11.6% of the respondents strongly disagreed and 12.6% disagreed because CID has on a number of occasions been faulted for being unequal in the way the serve the public for example they are accused of going against the fact they aim at curbing crime but because they are often accused of corruption they cannot achieve such a goal well. In addition to that, 8.4% were not sure, 41.1% agreed and 26.3% strongly agreed. So with 67.4% of the respondents in agreement, it implies that the goals set are specifically focus on the realms of CID work, can be measured viz-a-viz the required work, attainable because they are in CID range, reliable because they can guide the officers to achieve their set targets and time bound because they cover a certain strategic and specific period of time. This has enabled CID to execute its mandate fully and well.
Criminal Investigation Directorate sets goals that are challenging 
The study findings on whether the Criminal Investigation Directorate sets goals that are challenging are presented in Table 5.2;
Table 5.2: Criminal Investigation Directorate sets goals that are challenging 
	
	Frequency
	Percent
	Cumulative Percent

	Valid
	Strongly Disagree
	11
	11.6
	11.6

	 
	Disagree
	15
	15.8
	27.4

	 
	Not Sure
	12
	12.6
	40.0

	 
	Agree
	41
	43.2
	83.2

	 
	Strongly Agree
	16
	16.8
	100.0

	 
	Total
	95
	100.0
	 


Source: Primary data, 2019

Goals can be challenging because no path to success is smooth and easy. Findings in table 5.2 revealed that 11.6% of the respondents strongly disagreed and 15.8% disagreed meaning that the goals set are not alien, they are in the realm of the company and can be attained because all officers are trained and easily get to terms with them for example through and conclusive more situation of cases. Whereas 12.6% were not sure, 43.2 agreed and 16.8% strongly agreed. Hence with 60.0% in agreement, it means that the work of CID officers is risky, time consuming, requires sacrifice and extensive vigilance because the criminals have counter measures to proliferate their criminality without the knowledge of the CID officers because they have sophisticated rackets of collaborators even within the establishments as has been often reported.
There are always deadlines for accomplishing goals CID sets for me

The study findings on whether there are always deadlines for accomplishing goals CID sets for are presented in Table 5.3;
Table 5.3: There are always deadlines for accomplishing goals CID sets for me
	
	Frequency
	Percent
	Cumulative Percent

	Valid
	Strongly Disagree
	15
	15.8
	15.8

	 
	Disagree
	14
	14.7
	30.5

	 
	Not Sure
	7
	7.4
	37.9

	 
	Agree
	38
	40.0
	77.9

	 
	Strongly Agree
	21
	22.1
	100.0

	 
	Total
	95
	100.0
	 


Source: Primary data, 2019


Deadlines for achieving certain specific targets require compliance and strategic active thinking. Findings in table 5.3 above revealed that 15.8% of the respondent strongly disagreed, 14.7% disagreed and 7.4% were not sure because CID has an incremental approach since they have to reach a conclusion by case to case phased handling of investigations. While 62.1% agreed (40.0% agreed and 22.2%) strongly agreed that the officers are given tasks for example to gather intelligence, investigate cases and extract statements in order to produce and collaborate information about a case or information setting for them deadlines for such accomplishments has enabled the CID Headquarters to prosecute with adducible evidence several cases they have handled for example the case of Sharma Kooke who killed his wife in Kololo for stealing of money in the office of the Prime Minister and others are some of the landmark cases they have handled with the pressure of deadlines.

CID top management encourages me to reach goals set for me

The findings on whether CID top management encourages me to reach goals set are presented in Table 5.4;
Table 5.43: CID top management encourages me to reach goals set 
	
	Frequency
	Percent  
	Cumulative Percent

	Valid
	Strongly Disagree
	16
	16.8
	16.8

	 
	Disagree
	15
	15.8
	32.6

	 
	Not Sure
	12
	12.6
	45.3

	 
	Agree
	43
	45.3
	90.5

	 
	Strongly Agree
	9
	9.5
	100.0

	 
	Total
	95
	100.0
	 


Source: Primary data, 2019

The gazzetted and non-commissioned CID officers are obliged to serve in their own right. Findings revealed that 14.7% of the respondents strongly disagreed, 10.5% disagreed, 9.5% were not sure, 50.5% agreed and 14.7% strongly agreed. For 65.2% who agreed, revealed that their supervisors or immediate bosses encourage them by command, appreciation, delegation and promotion rewards which are tangible like finance to work harder and take organization to higher levels, though 25.2% did not agree because officers of lower rank/ office/ file take orders from their supervisors, but the fact is, top management rewards the best performers and also supports the subordinate by rewarding and openly appreciating their performance.
Participation in setting goals
The findings on whether officers participate in setting goals are presented in Table 5.5;

Table 5.5: Participation in setting goals
	 
	Frequency
	Percent  
	Cumulative Percent

	Valid
	Strongly Disagree
	16
	16.8
	16.8

	 
	Disagree
	15
	15.8
	32.6

	 
	Not Sure
	12
	12.6
	45.3

	 
	Agree
	43
	45.3
	90.5

	 
	Strongly Agree
	9
	9.5
	100.0

	 
	Total
	95
	100.0
	 


Source: Primary data, 2019

Employees under the bureaucratic management style which CID Headquarters runs, the employees of officers are directly and indirectly involved in setting the performance goals. From table 5.5, 16.8% of the respondents strongly disagreed and 15.8% disagreed. This was so because the CID officers are many and obtaining the opinion of every one of them is quite hard while 12.6% were not sure, 45.3% agreed and 9.5% strongly agreed. Thus with 54.8% in agreement, it means that the officers are contacted as they undertake investigations in case. As they interact with colleagues, superiors and relevant authority, their views on certain things/ issues are gathered and may or usually appear in the planning process at the CID head officers for example about reducing the backlog of uncommitted files, holding hard core criminals incommunicado and others as issues arise. In the process, these opinions generate goal and action points.
Officers get credit and recognition when they attain goals CID sets 

The study findings on whether officers get credit and recognition when they attain goals CID sets are presented in Table 5.6;
Table 5.6: Officers get credit and recognition when they attain goals CID sets 
	
	Frequency
	Percent
	Cumulative Percent

	Valid
	Strongly Disagree
	11
	11.6
	11.6

	 
	Disagree
	12
	12.6
	24.2

	 
	Not Sure
	7
	7.4
	31.6

	 
	Agree
	53
	55.8
	87.4

	 
	Strongly Agree
	12
	12.6
	100.0

	 
	Total
	95
	100.0
	 


Source: Primary data, 2019

Employee recognition programmes are tailored to motivate staff in the formal setting at CID Head Office. Findings in table 5.6 above revealed 11.6% of the respondents strongly disagreed, 12.6% disagreed and 7.4% were not sure, with 55.8% in agreement and 12.6% strongly in agreement, it indicates that the management and administrators ensure that they communicate directly by email, by letters/ written communication and other means to praise the best or hard working staff while those who fail to perform well are reprimanded which has ensured that the employees are not complacent but adhere to the established norms and values.

Officers get feedback indicating how they have achieved goals CID sets for them 
The study findings on whether officers get feedback indicating how they have achieved goals CID sets for them are presented in Table 5.7;
Table 5.7: Officers get feedback indicating how they have achieved goals CID sets for them 
	
	Frequency
	Percent
	Cumulative Percent

	Valid
	Strongly Disagree
	17
	17.9
	17.9

	 
	Disagree
	15
	15.8
	33.7

	 
	Agree
	48
	50.5
	84.2

	 
	Strongly Agree
	15
	15.8
	100.0

	 
	Total
	95
	100.0
	 


Source: Primary data, 2019

There are many ways of achieving proper performance through appraisals and activity plans. Findings revealed that 17.9% of the respondents strongly disagreed, 15.8% disagreed which means the performance action plans are not adhered to as expected, whereas 50.5% agreed and 15.8% strongly agreed which means that work plans and budgets are drawn. The officers try to follow the activity plans which as agreed by 66.3% means that the strategic and tactical approaches/plans are followed and this has enabled the management and the subordinate staff to achieve in large percentage the action plans.
Officers have suitable/effective action plans for reaching goals CID sets 
The findings on whether officers have suitable/effective action plans for reaching goals CID sets are presented in Table 5.8;
Table 5.8: Officers have suitable/effective action plans for reaching goals CID sets 
	
	  Frequency
	Percent
	Cumulative Percent

	Valid
	Strongly Disagree
	9
	9.5
	9.5

	 
	Disagree
	15
	15.8
	25.3

	 
	Not Sure
	10
	10.5
	35.8

	 
	Agree
	49
	51.6
	87.4

	 
	Strongly Agree
	12
	12.6
	100.0

	 
	Total
	95
	100.0
	 


Source: Primary data, 2019

Preparing staff or subordinate and superior officers is crucial to put in place the well achieving team. From table 5.8 above, 9.5% of the respondents strongly disagreed, 15.8% disagreed, 10.5% were not sure, 51.6% agreed and 12.6% strongly agreed. For the 15.3% disagreed that there are no regular trainings for the CID officers and the preparations are not regular, whereas 64.2% agreed that indeed the staff are trained on-job, they are taken for workshops, seminars and other preparations in professional trainings to replenish, improve and furnish their skills in order to boost their performance. In this way, the staff are helped or offered the opportunity to obtain knowledge and skills for the ability to understand and acknowledge the set goals by management.
Testing Hypothesis 
This section provides the testing of the hypothesis;

H01: There is no significant relationship between performance management and employee job satisfaction at CID Headquarters.

H02: There is a significant relationship between performance management and employee job satisfaction at CID Headquarters. 
Table 5.9: Model Summary
	Odel
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.997(a)
	.994
	.994
	.09428


a. Predictors: (Constant), Job satisfaction 

Source: Primary data, 2019

From the model summary above, R. 997 (a), R. square .994 and Adj. R. Square .994, the findings show that goal setting is crucial in the organization. Being the key Criminal Investigation Directorate in the country, they have to set performance goals with the intention of performing better at every stage. 
Table 5.10: Correlations 
	
	Goal setting 
	Job satisfaction

	Goal setting 
	Pearson Correlation

Sig. (2-tailed)

N
	                          1

                      95
	                    .997**
                    .000

                     95

	Job satisfaction 
	Pearson Correlation

Sig. (2-tailed)

N
	                    .997**
                    .000

                      95
	                          1

                      95


**. Correlation is significant at the 0.01 level (2-tailed).

Source: Primary data, 2019

From the correlations (Pearson, 2-Tailed), with N at 95, P at .000 with .997, it shows that there is a significant relationship between goals setting and employee job satisfaction. Therefore setting goals for staff is done on routine which has enabled the organization to have a unified direction of performance management.
Table 5.11: Coefficientsa
	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	            .106
	          .028
	
	    3.808
	      .000

	
	Goal setting 
	            .980
	          .008
	              .997
	   127.280
	      .000


a. Dependent Variable: Job satisfaction

Source: Primary data, 2019

According to the Coefficients in table 5.11 above, goal setting which according to Beta (.997) and Sig. 000 implies that the management and supervisors together with the staff set performance goals which they follow to the dot.
 Table 5.12: Anova
	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression

Residual

Total
	      144.006

            .827

      144.833
	              1

            93

      94
	        144.006

              .009
	 16200.185
	   .000a


a. Predictors: (Constant), Goal setting 

b. Dependent Variable: Job satisfaction 
Source: Primary data, 2019

According to the Analysis of Variance above, mean square at 144.006 regression and .009 with Sig. 000, it means that here is significant relationship between goal setting which happens at the head offices which has enabled effective execution of tasks. 
CHAPTER SIX
HOW CID HEADQUARTERS CONDUCTS PERFORMANCE APPRAISAL TO DETERMINE HOW GOALS HAVE BEEN ACHIEVED BY THE OFFICERS

Introduction 

This chapter focuses on how CID Headquarters conducts performance appraisal to determine how goals have been achieved by the officers. Performance appraisal is a method of evaluating the behavior of employees in the work environment, normally including both the quantitative and qualitative aspects of job performance. It is a systematic and objective way of evaluating both work-related behavior and potential of employees. It is a process that involves determining and communicating to an employee how he or she is performing the job and ideally, establishing a plan of improvement. Performance appraisal could be taken either for evaluating the performance of employees or for developing them with an aim of enhancing employee job satisfaction (Bonnie, 2002). The evaluation is of two types: telling the employees where they stand and using the data for personal decisions concerning pay, promotions to mention some. The study findings on how performance appraisals ensure employee satisfaction at Criminal Investigation Directorate are presented, analyzed and interpreted in this section;

Criminal Investigation Directorate always appraises staff 

The study findings on whether the Criminal Investigation Directorate always appraises staff are presented in Table 6.1;
Table 6.1: Criminal Investigation Directorate always appraises staff 
	 
	Frequency
	Percent
	Cumulative Percent

	Valid
	Strongly Disagree
	15
	15.8
	15.8

	 
	Disagree
	19
	20.0
	35.8

	 
	Not Sure
	8
	8.4
	44.2

	 
	Agree
	42
	44.2
	88.4

	 
	Strongly Agree
	11
	11.6
	100.0

	 
	Total
	95
	100.0
	 


Source: Primary data, 2019

Employee appraisal is done to determine and evaluate the recent performance of the staff as well as to focus the future performance. From table 6.1 above, 15.8% if the respondents strongly disagreed, 20.0% disagreed, 8.4% were not sure, 44.2% agreed and 11.6% strongly agreed. With 35.8% if the respondents in disagreement, it indicates that appraisals are not the sole determinants of employee performance, and 55.8% in agreement, it indicates that appraisals enable the senior management to determine the recent and current level of employee performance and predict into the future. The appraisal results point or show the management which areas to improve, which ones to sustain, who to reward and who to reprimand. This shows the relevance of appraisals at all levels.
Criminal Investigation Directorate appraises staff objectively and systematically   
The study findings on whether the Criminal Investigation Directorate appraises staff objectively and systematically are presented in Table 6.2;
Table 6.2: Criminal Investigation Directorate appraises staff objectively and systematically 
	 
	Frequency
	Percent
	Cumulative Percent

	Valid
	Strongly Disagree
	15
	15.8
	15.8

	 
	Disagree
	13
	13.7
	29.5

	 
	Not Sure
	7
	7.4
	36.8

	 
	Agree
	39
	41.1
	77.9

	 
	Strongly Agree
	21
	22.1
	100.0

	 
	Total
	95
	100.0
	 


Source: Primary data, 2019

Appraisal of team and individual performance can only yield good results if handled objectively and systematically. Findings in table 6.2 above, 15.8% of the respondents strongly disagreed, 13.7% disagreed, 7.4% were not sure and 41.1% agreed as well as 22.1%  strongly agreed. From the table 29.5% of the respondents disagreed because some employees noted that the appraisals are biased in their opinions, and 63.2% agreed that the appraisals are necessary and are procedurally done to the relief of employees because it brings hope of promotions and appreciation as well as longer tenure of job. This makes appraisals relevant to both management and the staff.

Criminal Investigation Directorate’s appraisal of staff systematically and objectively focus on their employees’ potential 

The research study findings on whether Criminal Investigation Directorate’s appraisals of staff systematically and objectively focus on their employees’ potential are presented in Table 6.3;
Table 6.3: Criminal Investigation Directorate’s appraisal of staff systematically and objectively focus on their employees’ potential 
	 
	Frequency
	        Percent
	Cumulative Percent

	Valid
	Strongly Disagree
	12
	12.6
	12.6

	 
	Disagree
	6
	6.3
	18.9

	 
	Not Sure
	9
	9.5
	28.4

	 
	Agree
	44
	46.3
	74.7

	 
	Strongly Agree
	24
	25.3
	100.0

	 
	Total
	95
	100.0
	 


Source: Primary data, 2019

Employee appraisals informal organizations systematically and objectively evaluate the staff potential. From table 6.3 above, 12.6% of the respondents strongly disagreed, 6.3% disagreed, 9.5% were not sure, 46.3% agreed and 25.3% strongly agreed. With 18.9% disagreed that appraisals are largely theoretical and may to avail the best results to rely on for evaluating may not avail the best results to rely on for evaluating the potential of the individuals staff, whereas 71.6% agreed that appraisals give a picture that can be relied upon to evaluate the contribution and individual officer makes, to examine the potential for rewarding the best performing employees and possibilities of promoting them. This gives credence to appraisal management.

Employee appraisal has always enabled communication on how the staff perform their jobs 

The study findings on whether employee appraisal has always enabled communication on how the staff perform their jobs are presented in table 6.4;

Table 6.4: Employee appraisal has always enabled communication on how the staff perform their jobs 

	 
	Frequency
	Percent
	Cumulative Percent

	Valid
	Strongly Disagree
	23
	24.2
	24.2

	 
	Disagree
	9
	9.5
	33.7

	 
	Not Sure
	13
	13.7
	47.4

	 
	Agree
	24
	25.3
	72.6

	 
	Strongly Agree
	26
	27.4
	100.0

	 
	Total
	95
	100.0
	 


Source: Primary data, 2019

Appraisal of staff is aimed at determining how the employees perform their job, the findings revealed that 24.2% of the respondents strongly disagreed, 9.5% disagreed, 13.7% were not sure, 25.3% agreed and 27.4% strongly agreed. Heath 33.7% if the respondents in disagreement, it indicates that appraisals are theoretical and give only general conclusions about specific task while 52.7% agreed that appraisals have enabled the management to communicate to them how they have performed their job, and for the positive appraisals, there are huge chances of getting promoted, delegated and appreciated for the betterment of performance at the Head office.

Criminal Investigation Directorate employee appraisal has enabled the establishment of an improvement plan

The study findings on whether Criminal Investigation Directorate employee appraisal has enabled the establishment of an improvement plan are presented in Table 6.5;

Table 6.5: Criminal Investigation Directorate employee appraisal has enabled the establishment of an improvement plan 

	 
	    Frequency
	     Percent
	  Cumulative Percent

	Valid
	Strongly Disagree
	20
	 21.1
	21.1

	 
	Disagree
	10
	10.5
	31.6

	 
	Not Sure
	8
	8.4
	40.0

	 
	Agree
	32
	33.7
	73.7

	 
	Strongly Agree
	25
	26.3
	100.0

	 
	Total
	95
	100.0
	 


Source: Primary data, 2019

The results of the appraisals help the management and staff/officers to develop plans for improving performance. Findings in table 6.5 revealed that 21.1% of the respondents strongly disagreed, 10.5% disagreed, 8.4% were not sure, 33.7% agreed and 26.3% strongly agreed. For the 31.6% in disagreement meant that the appraisal results sometimes are considered biased and not acceptable to everyone as the standard measure to help develop and improve performance, and 60.0% in agreement means that the performance appraisal results are the general basis for supporting planning while considering to improve staff performance, hence appraisal is vital in this direction.
Criminal Investigation Directorate provides employees with feedback after the appraisal has been conducted 

The study findings on whether Criminal Investigation Directorate provides employees with feedback after the appraisal has been conducted are presented in Table 6.6;

Table 6.6: Criminal Investigation Directorate provides employees with feedback after the appraisal has been conducted 

	 
	Frequency
	        Percent
	Cumulative Percent

	Valid
	Strongly Disagree
	22
	23.2
	23.2

	 
	Disagree
	20
	21.1
	44.2

	 
	Not Sure
	9
	9.5
	53.7

	 
	Agree
	31
	32.6
	86.3

	 
	Strongly Agree
	13
	13.7
	100.0

	 
	Total
	95
	100.0
	 


Source: Primary data, 2019

Whenever the appraisals are done, the staff upon whom the appraisals where done have to get the outcome and how they affect their future performance, and thus results obtained revealed that 23.2% of the respondents strongly disagreed, 21.1% disagreed, 9.5% were not sure, 32.6% agreed and 13.7% strongly agreed. Keith 44.3% in disagreement, it indicates that there is no instant feedback to the concerned staff, and 46.3% agreed that the feedback is ultimately given the concerned staff. The appraisal is vital and the outcomes when well shared help the management and staff to determine the next course of action with the aim of boosting the performance of the individual and team performance but if to the contrary there it can become a recipe for reduced morale.

Criminal Investigation Directorate’s employee appraisal process is excellently and reliably handled

The study findings on whether Criminal Investigation Directorate’s employee appraisal process is excellently and reliably handled are presented in Table 6.7;

Table 6.7: Criminal Investigation Directorate’s employee appraisal process is excellently and reliably handled 

	
	Frequency
	Percent
	Cumulative Percent

	Valid
	Strongly Disagree
	10
	10.5
	10.5

	 
	Disagree
	9
	9.5
	20.0

	 
	Not Sure
	12
	12.6
	32.6

	 
	Agree
	43
	45.3
	77.9

	 
	Strongly Agree
	21
	22.1
	100.0

	 
	Total
	95
	100.0
	 


Source: Primary data, 2019

Appraisal has to be done without being biased, and the findings show that 10.5% of the respondents strongly disagreed, 9.5% disagreed, 12.6% were not sure, 45.3% agreed and 22.1% strongly agreed. From this presentation 20.0% disagreed that they did not hope that the appraisal process still may not be done to the satisfaction of the lower staff, and 67.4% agreed that through the employee appraisal process, the performance of the employees is well monitored and the outcomes are relied upon to plan for the future of the manpower for example how to appreciate by rewarding with promotions, praises and recognition in a reliable and excellent manner.

Staff are comfortable with the appraisal criteria because I also allows them the opportunity to appeal the performance ratings which are biased 

The study findings on whether the staffs are comfortable with the appraisal criteria because I also allow them the opportunity to appeal the performance ratings which are biased are presented in Table 6.8;

Table 6.8: Staff are comfortable with the appraisal criteria because I also allows them the opportunity to appeal the performance ratings which are biased 

	 
	Frequency
	Percent
	Cumulative Percent

	Valid
	Strongly Disagree
	13
	13.7
	13.7

	 
	Disagree
	19
	20.0
	33.7

	 
	Not Sure
	5
	5.3
	38.9

	 
	Agree
	44
	46.3
	85.3

	 
	Strongly Agree
	14
	14.7
	100.0

	 
	Total
	95
	100.0
	 


Source: Primary data, 2019

The CID have a formal criteria for the appraisal of staff, and the findings revealed that 13.7% if the respondents strongly disagreed, 20.0% disagreed, 5.3% were not sure, 46.3% agreed and 14.7% strongly agreed, the findings thus revealed that 33.7% noted that the criteria for appraisal is not very open to the staff and the bottom-line is not well articulated, whereas 61.0% agreed that the established appraisal criteria is fair and was approved by the government without being in favour of any individual staff. So it is done not to the detriment but in the interest if every officer concerned. When the particular officer is not satisfied with the appraisal rating, they can appeal to the senior management to get a hearing and alloy their fears.

The performance standards used in the appraisal are relevant

The study findings on whether the performance standards used in the appraisal are relevant are presented in Table 6.9;

Table 6.9: The performance standards used in the appraisal are relevant 

	 
	Frequency
	       Percent
	Cumulative Percent

	Valid
	Strongly Disagree
	13
	13.7
	13.7

	 
	Disagree
	18
	18.9
	32.6

	 
	Not Sure
	8
	8.4
	41.1

	 
	Agree
	44
	46.3
	87.4

	 
	Strongly Agree
	12
	12.6
	100.0

	 
	Total
	95
	100.0
	 


Source: Primary data, 2019

Employee performance appraisal is meant to set standards for future well nourished performance, and in this vein, the study found out that 13.7% of the respondents strongly disagreed, 18.9% disagreed, 8.4% were not  sure, 46.3% agreed and 12.6% strongly agreed. The findings in this respect show that 32.6% of the respondents disagreed that the appraisal performance standards are still below that expected and desirable live while 61.0% agreed that since officers expect appraisals they put in a lot of effort to perform well in order to obtain very good scores through hire stagnating cases fast, effectively and stealthily so that they can receive promotions and retain their favourable job status for the future.

Employees have confidence in those who appraise them

The study findings on whether employees have confidence in those who appraise them are presented in Table 6.10;

Table 6.10: Employees have confidence in those who appraise them

	 
	Frequency
	     Percent
	Cumulative Percent

	Valid
	Strongly Disagree
	21
	22.1
	22.1

	 
	Disagree
	10
	10.5
	32.6

	 
	Agree
	35
	36.8
	69.5

	 
	Strongly Agree
	29
	30.5
	100.0

	 
	Total
	95
	100.0
	 


Source: Primary data, 2019

The performance appraisal is done by senior management and supervisors who are respectable persons in the hierarchy of the organization. Findings in table 6.10 above revealed that 22.1% if the respondents strongly disagreed, 10.5% disagreed, 36.8% agreed and 30.5% strongly agreed. With 32.7% in disagreement, they argued that officers in change of appraised usually have personal and comrade interests while 67.3% agreed that the appraisals are done well to the satisfaction of the individual staff, so they are considered reliable measures of performance.

Testing Hypothesis 
Table 41: Model Summary
	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.982(a)
	.964
	.964
	.23569


a. Predictors: (Constant), performance appraisal 

Source: Primary data, 2019

From the model summary above, R square at .964 and Ad. R square at .964 above, it indicates that there is a significant and positive relationship between employee appraisal and job satisfaction at the Directorate. 

Table 6.12: Correlations 
	
	Performance appraisal 
	Job satisfaction

	Performance appraisal 
	Pearson Correlation

Sig. (2-tailed)

N
	                          1

                      95
	                    .982**
                    .000

                        95

	Job satisfaction 
	Pearson Correlation

Sig. (2-tailed)

N
	                    .982**
                    .000

                      95
	                          1

                        95


**. Correlation is significant at the 0.01 level (2-tailed).

Source: Primary data, 2019

According to the Pearson’s (2-Tailored) correlations, with N at 95, it indicates that with .982 and Sig. 2-tailored, it means that performance appraisals are significant in determining the levels of job satisfaction. Therefore there is a significant relationship between performance/ employee appraisal and job satisfaction.     
Table 6.13: Regression
	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t

    5.446

  50.143
	Sig.

      .000

      .000

	
	B

     .360

     .965
	Std. Error

      .066

      .019
	Beta

          .982
	
	

	1
	(Constant)

Performance appraisal 
	
	
	
	
	


a. Dependent Variable: Job satisfaction  

Source: Primary data, 2019

The researcher found out that with Beta (.982) and Sig. 000 means that there is a significant relationship between performance or employee appraisal and job satisfaction.

Table 6.14: Anova
	Model
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	1
	Regression

Residual

Total
	    139.667

        5.166

    144.833
	              1

            93

            94
	       139.667

             .056
	 2514.335
	     .000a


a. Predictors: (Constant), Performance appraisal  

b. Dependent Variable: job satisfaction 

Source: Primary data, 2019

According to the Analysis of Variance, with Mean Square at 139.667 (regression) and .056 (residual) and Sig. 000, it means that employee appraisals are a must in the organization and they determine the level of job satisfaction. Hence performance appraisal has a direct linkage with job satisfaction. 

CHAPTER SEVEN
HOW CID HEADQUARTERS UTILIZES PERFORMANCE APPRAISAL OUTCOMES
Introduction 

This chapter focuses on how CID Headquarters utilizes performance appraisal outcomes, and the overall objective of performance appraisal outcomes is to improve the efficiency of an enterprise by attempting to mobilize the best possible efforts from individuals employed in it. Such performance appraisal outcomes achieve four objectives including salary reviews, development and training of individuals, planning job rotation and assisting in promotions, which increases employee job satisfaction. Yet in Uganda, you find that salaries of employee are not commensurate to efforts put in doing work and most organizations do not care about employee development and training, which deceases employee job satisfaction. The findings on how appraisal outcomes utilization ensures employee job satisfaction are presented, analyzed and interpreted below; 
Criminal Investigation Directorate’s appraisal outcomes are used for rewarding or compensation 

The study findings on whether Criminal Investigation Directorate’s appraisal outcomes are used for rewarding or compensation are presented in Table 7.1;
Table 7.1: Criminal Investigation Directorate’s appraisal outcomes are used for rewarding or compensation 
	 
	Frequency
	Percent
	Cumulative Percent

	Valid
	Strongly Disagree
	20
	21.1
	21.1

	 
	Disagree
	17
	17.9
	38.9

	 
	Not Sure
	6
	6.3
	45.3

	 
	Agree
	37
	38.9
	84.2

	 
	Strongly Agree
	15
	15.8
	100.0

	 
	Total
	95
	100.0
	 


Source: Primary data, 2019

The study findings in table 33 above revealed that 221.1% of the respondents strongly disagreed, 17.9% disagreed, 6.3% were not sure, 38.9% agreed and 15.8% strongly agreed. This implies that with 39.0% of the respondents in disagreement, it indicates that the appraisal results do not determine the basic pay one earns but instead help the officers to maintain their jobs and to obtain promotions and appreciation for good performance whereas for weak performance they get reprimanded, and 54.8% noted that the excellent appraisal results have seen some officers get promoted and their salaries and allowances increased with the change in status quo, though this is not a must but promotions are good and beneficial to the staff of CID Headquarters.

Criminal Investigation Directorate’s appraisal outcomes have been used well for employee promotion  
Findings on whether Criminal Investigation Directorate’s appraisal outcomes have been used well for employee promotion are presented in table 7.2;  
Table 7.2: Criminal Investigation Directorate’s appraisal outcomes have been used well for employee promotion  
	 
	Frequency
	        Percent
	Cumulative Percent

	Valid
	Strongly Disagree
	19
	20.0
	20.0

	 
	Disagree
	9
	9.5
	29.5

	 
	Not Sure
	12
	12.6
	42.1

	 
	Agree
	43
	45.3
	87.4

	 
	Strongly Agree
	12
	12.6
	100.0

	 
	Total
	95
	100.0
	 


Source: Primary data, 2019

The results obtained from the appraisal would determine if one gets promoted or not, and findings revealed that with 20.0% in strong disagreement and 9.5% in disagreement, it implies that promotions are based not only at the current and very recent appraisal, they are just part of the promotion equation, but 12.6% were not sure whereas 45.3% agreed and 12.6% strongly agreed making total of those in agreement at 57.9% an indication that staff are promoted largely due to the positive appraisal performance, and thus appraisal is very vital for employee promotion in this case.

Criminal Investigation Directorate’s appraisal outcomes have been used well for employee career development   

The findings on whether Criminal Investigation Directorate’s appraisal outcomes have been used well for employee career development are presented in Table 7.3;  
Table 7.3: Criminal Investigation Directorate’s appraisal outcomes have been used well for employee career development   

	
	Frequency
	Percent
	Cumulative Percent

	Valid
	Strongly Disagree
	13
	13.7
	13.7

	 
	Disagree
	14
	14.7
	28.4

	 
	Not Sure
	9
	9.5
	37.9

	 
	Agree
	44
	46.3
	84.2

	 
	Strongly Agree
	15
	15.8
	100.0

	 
	Total
	95
	100.0
	 


Source: Primary data, 2019

Appraisal results are a recipe for relaunching and promoting one’s culture, hence findings in table 35 revealed that 13.7% of the respondents strongly disagreed, 14.7% disagreed, 9.5% were not sure, 46.3% agreed and 15.8% strongly agreed. From the study thus, 28.4% of the respondents disagreed which means even without the appraisal results, the officers’ can advance their careers or relaunch their career for better service as professional officers, whereas 62.1% agreed that with excellent appraisal results, some officers have managed to get opportunities for further training and thereafter occupy bigger and higher offices with associated privileges.

Criminal Investigation Directorate’s appraisal outcomes have been used well for employee training     

Findings on whether the Criminal Investigation Directorate’s appraisal outcomes have been used well for employee training are presented in Table 7.4;   

 Table 7.4: Criminal Investigation Directorate’s appraisal outcomes have been used well for employee training     

	 
	Frequency
	Percent
	Cumulative Percent

	Valid
	Strongly Disagree
	17
	17.9
	17.9

	 
	Disagree
	18
	18.9
	36.8

	 
	Not Sure
	10
	10.5
	47.4

	 
	Agree
	36
	37.9
	85.3

	 
	Strongly Agree
	14
	14.7
	100.0

	 
	Total
	95
	100.0
	 


Source: Primary data, 2019

Appraisal results can be used as a yardstick for recommending an officer for further training. Findings in table 36 revealed that 17.9% of the respondents strongly disagreed, 18.9% disagreed, 10.5% were not sure, 37.9% agreed and 14.7% strongly agreed. This means that with 29.4% of the respondents in disagreement, it means that even without appraisal results, the observed and perceived excellence of an individual officer or their failure may require to take them for further training even without the appraisal being done, while 52.6% in agreement noted that annually they take officers for further training for purposes of skill replenishing and comprehending the next levels of actions, the appraisal results offer a vital premise for the management to choose those who need promotional training and those who need to be helped to become better performers.

Criminal Investigation Directorate’s appraisal outcomes have been used well for providing the employees with feedback      

The findings on whether the Criminal Investigation Directorate’s appraisal outcomes have been used well for providing the employees with feedback are presented in Table 7.5;     

Table 7.5: Criminal Investigation Directorate’s appraisal outcomes have been used well for providing the employees with feedback      

	 
	Frequency
	Percent
	Cumulative Percent

	Valid
	Strongly Disagree
	12
	12.6
	12.6

	 
	Disagree
	12
	12.6
	25.3

	 
	Not Sure
	6
	6.3
	31.6

	 
	Agree
	39
	41.1
	72.6

	 
	Strongly Agree
	26
	27.4
	100.0

	 
	Total
	95
	100.0
	 


Source: Primary data, 2019

The outcomes of the performance appraisals forms the basis for the type and way of communicating the feedback to the staff concerned. Findings revealed that 12.6% of the respondents strongly disagreed, 12.6% disagreed, 6.3% were not sure, 41.1% agreed and 27.4% strongly agreed. And with 25.2% in disagreement, it means that appraisals can be communicated in any way to the subordinate staff/officers whereas 68.5% agreed that feedback from the appraisals is crucial in determining the next course of action in the career growth and job security. With consistent feedback, the employees are able to change for the better and promote the good image of CID if well motivated. The feedback results are used to provide counseling to the employees or officers whose performance have been lacking.
Criminal Investigation Directorate’s appraisal outcomes have been used well for personal employee development                                 
Findings on whether Criminal Investigation Directorate’s appraisal outcomes have been used well for personal employee development are presented in Table 7.6;      

Table 7.6: Criminal Investigation Directorate’s appraisal outcomes have been used well for personal employee development       

	
	Frequency
	Percent
	Cumulative Percent

	Valid
	Strongly Disagree
	22
	23.2
	23.2

	 
	Disagree
	17
	17.9
	41.1

	 
	Not Sure
	9
	9.5
	50.5

	 
	Agree
	38
	40.0
	90.5

	 
	Strongly Agree
	9
	9.5
	100.0

	 
	Total
	95
	100.0
	 


Source: Primary data, 2019

The appraisal results are crucial for employee personal development. Findings in table 7.6 above revealed that 23.2% of the respondents strongly disagreed, 17.9% disagreed, 9.5% were not sure, 40.0% agreed and 9.5% strongly agreed. With 41.1% if the respondents in disagreement, it should be noted that appraisal results are not the yard stick for the officers to develop themselves because they do not bring immediate tangible benefits whereas 49.5% agreed that the outcomes can motivate the individual officers and teams to focus their effort on making their jobs better amidst personal development.

Criminal Investigation Directorate’s appraisal outcomes have been used well to communicate to staff their weaknesses and strengths       

Findings on whether the Criminal Investigation Directorate’s appraisal outcomes have been used well to communicate to staff their weaknesses and strengths are presented in Table 7.7;      

Table 7.7: Criminal Investigation Directorate’s appraisal outcomes have been used well to communicate to staff their weaknesses and strengths       

	
	 Frequency
	        Percent
	Cumulative Percent

	Valid
	Strongly Disagree
	14
	14.7
	14.7

	 
	Disagree
	11
	11.6
	26.3

	 
	Not Sure
	10
	10.5
	36.8

	 
	Agree
	41
	43.2
	80.0

	 
	Strongly Agree
	19
	20.0
	100.0

	 
	Total
	95
	100.0
	 


Source: Primary data, 2019

Appraisal outcomes are vital in communicating the weaknesses and strengths well, and findings revealed that 14.7% of the respondents strongly disagreed, 11.6% disagreed, 10.5% were not sure, 43.2% agreed and 20.0% strongly agreed which means that with 26.3% if the respondents in disagreement, the appraisal results are chiefly put in the secret file and a copy shared with the officer concerned to ensure that they are in the know, and 63.2% agreed that the supervisors engage the subordinate staff in discussing their weak areas and advising them to consolidate as well as improving their weak areas. Therefore appraisals are important in this area.

Criminal Investigation Directorate’s appraisal outcomes have been used well to match the employees’ personal goals and performance    

The findings on whether the Criminal Investigation Directorate’s appraisal outcomes have been used well to match the employees’ personal goals and performance are presented in Table 7.8;    

Table 7.8: Criminal Investigation Directorate’s appraisal outcomes have been used well to match the employees’ personal goals and performance    
	
	Frequency
	Percent
	Cumulative Percent

	Valid
	Strongly Disagree
	15
	15.8
	15.8

	 
	Disagree
	12
	12.6
	28.4

	 
	Not Sure
	6
	6.3
	34.7

	 
	Agree
	33
	34.7
	69.5

	 
	Strongly Agree
	29
	30.5
	100.0

	 
	Total
	95
	100.0
	 


Source: Primary data, 2019

Appraisal outcomes are vital in trying to match the employee individual goals and team goals with the outcomes. Findings showed that 15.8% of the respondents strongly disagreed, 12.6% disagreed, 6.3% were not sure, 34.7% agreed and 30.5% strongly agreed. In this case, 28.4% of the respondents disagreed which means that it is not a must that individual work goals and performance should be the basis for appraisal, and 65.2% agreed that the management has the goals of the various department on record, and while appraising staff, they depend on the goals which were set to determine if one has been successful or not.

Criminal Investigation Directorate’s appraisal outcomes have been used well to improve staff performance    

Findings on whether the Criminal Investigation Directorate’s appraisal outcomes have been used well to improve staff performance are presented in Table 7.9;    

Table 7.9: Criminal Investigation Directorate’s appraisal outcomes have been used well to improve staff performance    
	
	Frequency
	Percent
	Cumulative Percent

	Valid
	Strongly Disagree
	12
	12.6
	12.6

	 
	Disagree
	12
	12.6
	25.3

	 
	Not Sure
	8
	8.4
	33.7

	 
	Agree
	47
	49.5
	83.2

	 
	Strongly Agree
	16
	16.8
	100.0

	 
	Total
	95
	100.0
	 


Source: Primary data, 2019

The results from an appraisal come with comments which provide the basis for corrections and improvements. Findings revealed that 12.6% of the respondents strongly disagreed, 12.6% disagreed, 8.4% were not sure, 49.5% agreed and 16.8% strongly agreed. The findings show that 25.2% of the respondents disagreed which means that appraisal outcomes have only provided a temporary basis for buttressing further performance, and 66.3% agreed that with the outcomes on table, individual employees are tasked to explain and defend their fate which positions them well enough to focus their art together, build teamwork and strengthen performance. Teams become more coherent and compete to obtain the best scores at the next appraisal.
Action plans are formed for dealing with employee weaknesses identified after appraisal 

The findings on whether action plans are formed for dealing with employee weaknesses identified after appraisal are presented in Table 7.10;

Table 7.10: Action plans are formed for dealing with employee weaknesses identified after appraisal 
	
 
	Frequency
	Percent
	Cumulative Percent

	Valid
	Strongly Disagree
	8
	8.4
	8.4

	 
	Disagree
	10
	10.5
	18.9

	 
	Not Sure
	6
	6.3
	25.3

	 
	Agree
	60
	63.2
	88.4

	 
	Strongly Agree
	11
	11.6
	100.0

	 
	Total
	95
	100.0
	 


Source: Primary data, 2019

Whenever weaknesses are identified by management at the workplace, contingent plans are put in place to rectify the situation. Findings revealed that 8.4% of the respondents strongly disagreed, 10.5% disagreed, 6.3% were not sure, 63.2% agreed and 11.6% strongly agreed. From the findings 18.9% if the respondents disagreed meaning that the Head office may not deviate a lot from the agreed action plans whereas 74.8% agreed that there are obvious instances when the management have to adjust the work plans and have in place contingency plans for improving performance if the individual officers and the organization at large.
Job satisfaction 

A good work environment in which the employee’s contribution is considered is vital in creating opportunity for personal growth, increased levels of responsibility and an increase on social standing, which increase employee job satisfaction. The following are the findings on job satisfaction;

Employees are happy with the conduct between them and their superiors at work since it gives them the opportunity to excel 

The findings on whether the employees are happy with the conduct between them and their superiors at work since it gives them the opportunity to excel are presented in Table 7.11;

Table 7.11: Employees are happy with the conduct between them and their superiors at work since it gives them the opportunity to excel 

	
 
	Frequency
	Percent
	Cumulative Percent

	Valid  
	Not Sure
	11
	11.6
	11.6

	 
	Agree
	40
	42.1
	53.7

	 
	Strongly Agree
	44
	46.3
	100.0

	 
	Total
	95
	100.0
	 


Source: Primary data, 2019

The findings on whether employees are happy with the conduct between them and their superiors at work since it gives them the opportunity to excel show that 11.6% of the respondents were not sure, 42.1% agreed and 46.3% strongly agreed and this implies that with 88.4% of the respondents in agreement, it indicates that the employees find the work place and the work they do pleasant because they have good camaraderie with their supervisors and the colleagues, this makes the workplace nice to operate in hence job satisfaction. 
The employees feel valued at work  
The findings on whether the employees feel valued at work are presented in Table 7.12;
Table 7.12: The employees feel valued at work
	
 
	Frequency
	Percent
	Cumulative Percent

	Valid
	Strongly Disagree
	1
	1.0
	1.0

	 
	Disagree
	10
	10.5
	11.5

	 
	Agree
	39
	41.1
	52.6

	 
	Strongly Agree
	45
	47.4
	100.0

	 
	Total
	95
	100.0
	 


Source: Primary data, 2019

The study was informed that employees must find the workplace a palatable place for enabling them explore and utilize their potential to serve in a calm atmosphere, and thus findings show that 1.0% of the respondents strongly disagreed, 11.5% disagreed, 52.6% agreed and 47.4% strongly agreed, and with majority in agreement, it means that 
employees dedicate a lot of time to the workplace during the working hours because it enables them to achieve better output. 
The employees receive each other openly during teamwork 

The study findings on whether the employees receive each other openly during teamwork are presented in table 7.13;

Table 7.13: The employees receive each other openly during teamwork 
	
 
	Frequency
	Percent
	Cumulative Percent

	Valid  
	Agree
	60
	63.2
	63.2

	 
	Strongly Agree
	35
	36.8
	100.0

	 
	Total
	95
	100.0
	 


Source: Primary data, 2019

The officers are used to teamwork because their nature of their work requires that and they have to move some times to the field in squadrons as they target criminals. Findings therefore revealed that 63.2% of the respondents agreed and 36.8% strongly agreed and this means that there is warmth, appreciation of one another’s role in what has been largely successful work over the period of time showed. 

The job gives employees the opportunity to innovate in criminal investigation and reporting 

The study findings on whether the job gives employees the opportunity to innovate in criminal investigation and reporting are presented in Table 46;

Table 7.14: The job gives employees the opportunity to innovate in criminal investigation and reporting 

	
 
	Frequency
	Percent
	Cumulative Percent

	Valid  
	Not sure 

Agree
	11

39
	11.6

41.1
	11.6

52.7

	 
	Strongly Agree
	45
	47.3
	100.0

	 
	Total
	95
	100.0
	 


Source: Primary data, 2019

The research study found out that CID gives opportunity to its staff to be innovative at work as long as they do not go out of the established work ethics, so 11.6% of the respondents were not sure, 41.1% agreed and 47.3% strongly agreed that as they execute their work, it gives them courage and the opportunity to come up with better and simple as well as sophisticated ways to fight crime through better investigations and crime reporting.

Testing Hypothesis

Table 7.15: Model Summary
	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.978(a)
	.956
	.956
	.26046


a. Predictors: (Constant), Appraisal Outcomes Utilization 

Source: Primary data, 2019

The findings from the model summary show that R. Square at .956 and Adj. R Square at .956 and Sig. 000, it shows that employee appraisal out comes are directly linked to job satisfaction. This is because there is a significant relationship between employee appraisal and job satisfaction which is quite pronounced. 

Table 7.16: Regression

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	      .513
	          .070
	
	    7.317
	      .000

	
	Appraisal outcomes utilization 
	      .912
	          .020
	            .978
	  45.188
	      .000


a. Dependent Variable: job satisfaction  

Source: Primary data, 2019 

From the regressions above, with Beta (.978), and Sig. 000, the study discovered that there is a significant and positive correlations between appraisal outcomes utilization and job satisfaction. 

Table 7.17: Anova

	Model
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	1
	Regression
	    138.524
	              1
	      138.524
	 2041.939
	   .000a

	
	Residual
	        6.309
	            93
	           .068
	
	

	
	Total
	    144.833
	            94
	
	
	


a. Predictors: (Constant), Appraisal outcomes utilization 

b. Dependent Variable: job satisfaction 

Source: Primary data, 2019

From the Analysis of Variance, with regression of Mean square at 138.524 and residual .068 and Sig. 000; there is a significant and positive correlations between appraisal outcomes utilization and job satisfaction.

CHAPTER EIGHT

TOWARDS HARMONIZATION OF PERFORMANCE MANAGEMENT ON EMPLOYEE JOB SATISFACTION CRIMINAL INVESTIGATION DIRECTORATE HEADQUARTERS

Introduction 
The study focused on performance management and employee job satisfaction at the Criminal Investigation Directorate Headquarters. He harmonization focuses on how goal are set at CID Headquarters, how appraisals ensures employee job satisfaction at CID Headquarters and how performance appraisal are conducted to ensure employee job satisfaction at CID Headquarters.

How CID Headquarters sets performance goals 

According to the study, the employees and the management set goals set are specifically focus on the realms of CID work, can be measured viz-a-viz the required work, attainable because they are in CID range, reliable because they can guide the officers to achieve their set targets and time bound because they cover a certain strategic and specific period of time. Locke & Latham (2002) asserts that goals have a pervasive influence on employee behavior and performance in organizations and management practice. Nearly every modern organization has some form of performance goal setting in operation Managers widely accept performance goal setting as a means to improve and sustain employee job satisfaction. Performance goal setting is that individuals who are provided with specific, difficult but attainable goals perform better, which increases their job satisfaction compared to those given easy, nonspecific or no set goals at all. At the same time, however, the individuals must have sufficient ability, accept the goals, and receive feedback related to performance for them to experience higher job satisfaction (Latham, 2003). The researcher agree with Latham because his argument has been encountered in the daily lives of individuals where some have set difficult and unattainable goals while other have set difficult but attainable goals. Those who achieve the goals are happy and more satisfied and may do the same in their lives while those who do not are happy and less satisfied and do not what to repeat a similar scenario. The work of CID officers is risky, time consuming, requires sacrifice and extensive vigilance because the criminals have counter measures to proliferate their criminality without the knowledge of the CID officers because they have sophisticated rackets of collaborators even within the establishments as has been often reported. 

The officers are given tasks for example to gather intelligence, investigate cases and extract statements in order to produce and collaborate information about a case or information setting for them deadlines for such accomplishments has enabled the CID Headquarters to prosecute with adducible evidence several cases they have handled for example the case of Sharma Kooke who killed his wife in Kololo the stealing of money in the office of the Prime Minister and others are some of the landmark cases they have handled with the pressure of deadlines, but the officers of lower rank/ office/ file take orders from their supervisors, but the fact is, top management rewards the best performers and also supports the subordinate by rewarding and openly appreciating their performance. 
Abdulsalam et al., (2007) also observes that performance goal setting is a powerful way of committing people and the value of performance goal setting in relation to employee job satisfaction is so well recognized that entire management systems, like Management by Objectives, have performance goal setting basics incorporated within them. Employee job satisfaction, goals must be understood and agreed upon if they are to be effective (Hsiaw, 2009). Employees are more likely to “buy into” a goal if they feel they were part of creating that goal. The notion of participative management rests on this idea of involving employees in setting goals and making decisions. 

The officers are contacted as they undertake investigations in case. As they interact with colleagues, superiors and relevant authority, their views on certain things/ issues are gathered and may or usually appear in the planning process at the CID head officers for example about reducing the backlog of uncommitted files, holding hard core criminals incommunicado and others as issues arise. In the process, these opinions generate goal and action points.

The study found out that management and administrators ensure that they communicate directly by email, by letters/ written communication and other means to praise the best or hard working staff while those who fail to perform well are reprimanded which has ensured that the employees are not complacent but adhere to the established norms and values and the work plans and budgets are drawn, so the officers try to follow the activity plans which as agreed by 66.3% means that the strategic and tactical approaches/plans are followed and this has enabled the management and the subordinate staff to achieve in large percentage the action plans. 
From DuBrin (2012); Greenberg (2011) and Newstrom (2011) noted that goals are milestones that can give an employee a sense of accomplishment. A manager that works with his employees to develop goal-setting plans gives an opportunity to succeed in the workplace and become more satisfied with their jobs. The researcher agrees with this observation because involvement of an individual in any activity such as performance goal setting makes the person feel that his/her contribution is recognized. 

The staff are trained on-job, they are taken for workshops, seminars and other preparations in professional trainings to replenish, improve and furnish their skills in order to boost their performance. Performance goal setting involves establishing specific, measurable, achievable, realistic and time-targeted (SMART) goals (Latham & Locke, 2002). Work on the theory of goal-setting suggests that it is an effective tool for making progress by ensuring that participants in a group with a common goal are clearly aware of what is expected from them. 
On a personal level, setting goals helps people work towards their own objectives - most commonly with financial or career-based goals. In this way, the staff are helped or offered the opportunity to obtain knowledge and skills for the ability to understand and acknowledge the set goals by management, under the right conditions, performance goal setting can be a powerful technique for increasing the job satisfaction of CID’s members. 
How CID Headquarters conducts performance appraisal to ensure employee satisfaction 
Performance appraisal is a method of evaluating the behavior of employees in the work environment, normally including both the quantitative and qualitative aspects of job performance. It is a systematic and objective way of evaluating both work-related behavior and potential of employees. It is a process that involves determining and communicating to an employee how he or she is performing the job and ideally, establishing a plan of improvement. Performance appraisal could be taken either for evaluating the performance of employees or for developing them with an aim of enhancing employee job satisfaction (Bonnie, 2002). The evaluation is of two types: telling the employees where they stand and using the data for personal decisions concerning pay, promotions to mention some. The appraisals enable the senior management to determine the recent and current level of employee performance and predict into the future. The appraisal results point or show the management which areas to improve, which ones to sustain, who to reward and who to reprimand. This shows the relevance of appraisals at all levels.

Formal assessment is a key component of any Performance Management System and performance appraisal is one of the most common vehicles for reviewing performance against objectives (Shen, 2004). The findings show that with 63.2% in agreement, the appraisals are necessary and are procedurally done to the relief of employees because it brings hope of promotions and appreciation as well as longer tenure of job. The appraisals give a picture that can be relied upon to evaluate the contribution and individual officer makes, to examine the potential for rewarding the best performing employees and possibilities of promoting them. 
Appraisals are theoretical and give only general conclusions about specific task while 52.7% agreed that appraisals have enabled the management to communicate to them how they have performed their job, and for the positive appraisals, there are huge chances of getting promoted, delegated and appreciated for the betterment of performance at the Head office. Colquitt et al., (2001) noted that accuracy in performance appraisal makes them to be perceived fair to employees. The accuracy in performance appraisal is not easy to achieve. This is because performance appraisals are one of the most frequently criticized talent management practices, for decades, the literature on talent management has pointed out the flaws in most performance management systems and in some cases recommended abandoning them completely.

On the contrary though, appraisal results sometimes are considered biased and not acceptable to everyone as the standard measure to help develop and improve performance, but the performance appraisal results are the general basis for supporting planning while considering to improve staff performance, hence appraisal is vital in this direction. There is no instant feedback to the concerned staff, and the feedback is ultimately given the concerned staff. The appraisal is vital and the outcomes when well shared help the management and staff to determine the next course of action with the aim of boosting the performance of the individual and team performance but if to the contrary there it can become a recipe for reduced morale.
From this presentation, 67.4% agreed that through the employee appraisal process, the performance of the employees is well monitored and the outcomes are relied upon to plan for the future of the manpower for example how to appreciate by rewarding with promotions, praises and recognition in a reliable and excellent manner. The appraisal criteria is fair and was approved by the government without being in favour of any individual staff. So it is done not to the detriment but in the interest if every officer concerned. And since officers expect appraisals they put in a lot of effort to perform well in order to obtain very good scores through hire stagnating cases fast, effectively and stealthily so that they can receive promotions and retain their favourable job status for the future. Officers in change of appraised usually have personal and comrade and the appraisals are done well to the satisfaction of the individual staff.
How CID Headquarters utilizes performance appraisal outcomes to ensure employee job satisfaction
There are many officers who have managed to get opportunities for further training and thereafter occupy bigger and higher offices with associated privileges. In addition to that, appraisal help to give feedback to officers. 

The management have to adjust the work plans and have in place contingency plans for improving performance if the individual officers and the organization at large. According to 88.4% of the respondents in agreement, it means that performance appraisal outcomes are aimed at improving the efficiency of the staff by attempting to mobilize the best possible efforts from individuals employed in it. Such performance appraisal outcomes achieve four objectives including salary reviews, development and training of individuals, planning job rotation and assisting in promotions, which increases employee job satisfaction. Mamoria (1995) and Atiomo (2000) argues that although performance appraisal outcomes are usually thought of in relation to one specific purpose, which is pay, they can in fact serve for a wider range of objectives which are; identifying training needs, improving present performance of employees, improving potentials, improving communication, improving commitment and aids in pay determination. These can increase employee job satisfaction.

Bull (2005) noted that employees experience success in mentally challenging occupations which allows them to exercise their skills and abilities, they experience greater levels of job satisfaction. Incentives, rewards and recognition are the key parameters of today’s employee job satisfaction programs according to most of the organizations as these bind the success factor with the employees’ performance. The appraisal information is used  as a basis to promote staff , so as Robbins (2001) asserts, promotions create the opportunity for personal growth, increased levels of responsibility and an increase on social standing, which increase employee job satisfaction. For the officers to maintain their jobs and to obtain promotions and appreciation for good performance whereas for weak performance they get reprimanded, excellent appraisal results have seen some officers get promoted and their salaries and allowances increased with the change in status quo, though this is not a must but promotions are good and beneficial to the staff of CID Headquarters. Employees find the work place and the work they do pleasant because they have good camaraderie with their supervisors and the colleagues, this makes the workplace nice to operate in hence job satisfaction.
Recommendations of the study 

Having carried out a successful study on performance management and employee job satisfaction at CID Headquarters, the following recommendations are given;
1) There should be transparent and streamlining of the employee appraisal process through proper goal setting in order to create confidence among the staff to always accept the outcomes as being unbiased in order to come up with better strategies such as teamwork in order to boost performance in the future;

2) There should be harmonization and consolidations of appraisal efforts to ensure that the staff can plan to undo their weaknesses as a team so that they can become a more coherent in their operations in the future, and;

3) More officers should be taken for further training in order to make them better performers with new skills to match emerging challenges of their work.

CHAPTER NINE
SUMMARY, CONCLUSIONS AND AREAS FOR FURTHER STUDY
Introduction

This chapter presents the summary, conclusion and areas for further study;
Summary of the findings 
This chapter focuses on the summary of the findings on performance management on employee job satisfaction in public sector organization, basing on CID Headquarters as the case study. The study was based on the following objectives, that is; how goal are set at CID Headquarters, how appraisals ensures employee job satisfaction at CID Headquarters and how performance appraisal are conducted to ensure employee job satisfaction at CID Headquarters.
How CID Headquarters sets performance goals to ensures employee job satisfaction 

According to the study, it was discovered that there is goal setting which as agreed by 67.4% of the respondents’ means that specific goals are set, measured, attainable because they are in CID range, reliable because they can guide the officers to achieve their set targets and time bound because they cover a certain strategic and specific period of time. The employees in the directorate are careful because they do risky work which requires extreme care and vigilance. This means the CID officers must use sophisticated means to counter criminality of physical, and cyber nature.

The findings further revealed that supervisors encourage their staff by command, appreciation, delegation and promotion rewards which are tangible like finance to work harder and take organization to higher levels. The officers are contacted as they undertake investigations in cases and in their interaction with colleagues, superiors and relevant authority, their views on certain things/ issues are gathered and may or usually appear in the planning process at the CID head officers for example about reducing the backlog of uncommitted files, holding hard core criminals incommunicado and others as issues arise. In the process, these opinions generate goal and action points. From the study, 67.4% of the respondents in agreement, the management and administrators ensure that they communicate directly by email, by letters/ written communication and other means to praise the best or hard working staff while those who fail to perform well are reprimanded which has ensured that the employees are not complacent but adhere to the established norms and values, the strategic and tactical approaches/plans are developed and followed which has enabled the management and the subordinate staff to strengthen performance. And in addition, officers are subjected to training in order to furnish replenish and furnish their skills for the purpose of boosting performance.
How CID Headquarters conducts performance appraisal to ensure employee satisfaction 
From the study, it was revealed that appraisals enable the senior management to determine the recent and current level of employee performance and forecast the future output. Findings of the study show that 63.2% of the respondents agreed that the appraisals are necessary as a procedure to determine the performance levels of the individual and teams. Hence rendering credence to the appraisals as being extremely relevant to both management and the staff; whilst 71.6% agreed that appraisals give a picture that can be relied upon to evaluate the contribution and individual officer makes, to examine the potential for rewarding the best performing employees and possibilities of promoting them. This gives credence to appraisal management.

Appraisals have enabled the management to communicate to them how they have performed their job, and for the positive appraisals, there are huge chances of getting promoted, delegated and appreciated for the betterment of performance at the Head office. With 60.0% in agreement, therefore performance appraisals form the basis for monitoring and supporting staff performance where necessary. It was discovered that majority of the respondents agreed, the established appraisal criteria is fair, so the appraisals are done well to the satisfaction of the individual staff and teams. 

How CID Headquarters utilizes performance appraisal outcomes ensures employee job satisfaction

The appraisal results provide a basis for promotion of the best performing officers. This comes in handy with boosting of salaries and allowances as the status quo changes. Furthermore, 62.1% of the respondents agreed that with excellent appraisal results, a number of officers have managed to get opportunities for further training and refurbish, acquire new skills and knowledge which has boosted their performance. The employees find the work place and the work they do pleasant because they have good friendship with their supervisors and the colleagues, this makes the workplace nice to operate in hence job satisfaction, so
employees dedicate a lot of time to the workplace during the working hours because it enables them to achieve better output, that is fight crime through better investigations and crime reporting.

Conclusion 

The following is the conclusion of the findings on performance management and employee job satisfaction at CID Headquarters.

How goal are set at CID Headquarters

The study concludes that since there is goal setting to ensure proper performance at CID head offices, a significant relationship as depicted in the alternative hypothesis H01: which states that, “There is a significant relationship between performance management and employee job satisfaction at CID Headquarters”. Hence Criminal Investigation Directorate have set performance goals with the intention of performing better at every stage.

How appraisals ensures employee job satisfaction at CID Headquarters

The study concludes that performance appraisals are significant in determining the levels of job satisfaction. And as findings depicted, with H01 expressed as, “there is a significant relationship between performance management and employee job satisfaction at CID Headquarters”, it means that employee appraisals are a must in the organization and they determine the level of job satisfaction. Thus employee appraisal has a direct linkage with job satisfaction which means that a significant relationship between performance/ employee appraisal and job satisfaction. 
How performance appraisal are conducted to ensure employee job satisfaction at CID Headquarters

CID offers a good work environment in which the employee’s contribution is considered is vital in creating opportunity for personal growth, increased levels of responsibility and an increase on social standing, which increase employee job satisfaction. The null hypothesis was rejected and the alternative hypothesis, H01: “There is a significant relationship between performance management and employee job satisfaction at CID Headquarters”, was accepted, sothe employees find the work place and the work they do pleasant because they have good camaraderie with their supervisors and the colleagues, this makes the workplace nice to operate in hence job satisfaction. The officers execute their work well which gives them more courage and the opportunity to come up with better, simple as well as sophisticated ways to fight crime through better investigations and crime reporting in the country.
Areas for further research 

They include;

· Analyzing the importance of employee management in ensuring on-job training in Uganda;

· The effectiveness of job appraisal on the performance of staff in public organizations; and

· Appraisal management and job satisfaction in private enterprises in Uganda 
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APPENDICES

Appendix 1: Table for determining sample size from a given population

	N
	S
	N
	S
	N
	S
	N
	S
	N
	S

	10
	10
	100
	80
	280
	162
	800
	260
	2800
	338

	15
	14
	110
	86
	290
	165
	850
	265
	3000
	341

	20
	19
	120
	92
	300
	169
	900
	269
	3500
	246

	25
	24
	130
	97
	320
	175
	950
	274
	4000
	351

	30
	28
	140
	103
	340
	181
	1000
	278
	4500
	351

	35
	32
	150
	108
	360
	186
	1100
	285
	5000
	357

	40
	36
	160
	113
	380
	181
	1200
	291
	6000
	361

	45
	40
	180
	118
	400
	196
	1300
	297
	7000
	364

	50
	44
	190
	123
	420
	201
	1400
	302
	8000
	367

	55
	48
	200
	127
	440
	205
	1500
	306
	9000
	368

	60
	52
	210
	132
	460
	210
	1600
	310
	10000
	373

	65
	56
	220
	136
	480
	214
	1700
	313
	15000
	375

	70
	59
	230
	140
	500
	217
	1800
	317
	20000
	377

	75
	63
	240
	144
	550
	225
	1900
	320
	30000
	379

	80
	66
	250
	148
	600
	234
	2000
	322
	40000
	380

	85
	70
	260
	152
	650
	242
	2200
	327
	50000
	381

	90
	73
	270
	155
	700
	248
	2400
	331
	75000
	382

	95
	76
	270
	159
	750
	256
	2600
	335
	100000
	384


Note:
“N” is population size


“S” is sample size.

Appendix 2: Interview Guide for CID management

Dear Respondent,

Please kindly spare some few minutes to respond to the following questions. Information received from you is for academic purposes and will be kept confidential. You will not be victimized for whatever answer you have given and to ensure this, you are not required to identify yourself anywhere on the questionnaire.

1. Does CID set goals for its work? If no why? If yes, how does it go about it?

2. How effective has been CID’s goal setting?

3. How have CID’s goal setting affected its employee commitment?

4. Does CID conduct performance appraisal? If no why? If yes, how does it go about it?

5. How effective has been CID’s performance appraisal?

6. How have CID’s performance appraisal affected its employee commitment?

7. Does CID conduct utilize appraisal outcomes? If no why? If yes, how does it go about it?

8. How effective has been CID’s utilization of appraisal outcomes?

9. How have CID’s utilization of appraisal outcomes affected its employee commitment?

Thank you for cooperation

Appendix 3: Questionnaire for CID Staff
Dear Respondent,

Please kindly spare some few minutes to respond to the following questions. Information received from you is for academic purposes and will be kept confidential. You will not be victimized for whatever answer you have given and to ensure this, you are not required to identify yourself anywhere on the questionnaire.

Yours 

mugawerashida

MUGAWE RASHIDA

Section A: Demographic characteristics of the respondents

1. Gender: ( Male ( Female (Please tick)

2. Age ( (20-29 years) ( (30-39 years) ( (40-49 years) ( (Above 49 years)

3.     Education level (indicate highest) 

       Certificate ( Diploma ( Degree ( Masters ( 

Other (specify): …………………………………………………………
4. Department of the respondents: ……………………………………….

3. Years you working with the organization : ( (Less than 1 year) ( (1-2 years) ( (3-5 years) ( (6-10 years) ( (Above 10 years)
Section B: Goal setting (Use the scale below); 

SD = Strongly Disagree
D = Disagree, NS = Not sure, A = Agree, SA = strongly agree

	Statement/ question 
	SD
	D
	NS
	A
	SA

	Criminal Investigation Directorate sets goals that are specific, measurable, attainable, reliable and time bound
	
	
	
	
	

	Criminal Investigation Directorate sets goals that are challenging 
	
	
	
	
	

	There are always deadlines for accomplishing goals CID sets for me
	
	
	
	
	

	CID top management encourages me to reach goals set for me
	
	
	
	
	

	Participation in setting goals
	
	
	
	
	

	Officers get credit and recognition when they attain goals CID sets 
	
	
	
	
	

	Officers get feedback indicating how they have achieved goals CID sets for them 
	
	
	
	
	

	Officers have suitable/effective action plans for reaching goals CID sets 
	
	
	
	
	


Section C: How CID headquarters conducts performance appraisal to determine how goals have been achieved by the officers

	Statement/question
	SD
	D
	NS
	A
	SA

	Criminal Investigation Directorate always appraises staff 
	
	
	
	
	

	Criminal Investigation Directorate appraises staff objectively and systematically   
	
	
	
	
	

	Criminal Investigation Directorate’s appraisal of staff systematically and objectively focus on their employees’ potential 
	
	
	
	
	

	Employee appraisal has always enabled communication on how the staff perform their jobs 
	
	
	
	
	

	Criminal Investigation Directorate employee appraisal has enabled the establishment of an improvement plan
	
	
	
	
	

	Criminal Investigation Directorate provides employees with feedback after the appraisal has been conducted 
	
	
	
	
	

	Criminal Investigation Directorate’s employee appraisal process is excellently and reliably handled
	
	
	
	
	

	Staff are comfortable with the appraisal criteria because I also allows them the opportunity to appeal the performance ratings which are biased 
	
	
	
	
	

	The performance standards used in the appraisal are relevant
	
	
	
	
	

	Employees have confidence in those who appraise them
	
	
	
	
	


Section D: How CID headquarters utilizes performance appraisal outcomes 
	Statement/ question
	SD
	D
	NS
	A
	SA

	Criminal Investigation Directorate’s appraisal outcomes are used for rewarding or compensation 
	
	
	
	
	

	Criminal Investigation Directorate’s appraisal outcomes have been used well for employee promotion  
	
	
	
	
	

	Criminal Investigation Directorate’s appraisal 
outcomes have been used well for employee career development   
	
	
	
	
	

	Criminal Investigation Directorate’s appraisal outcomes have been used well for employee training     
	
	
	
	
	

	Criminal Investigation Directorate’s appraisal outcomes have been used well for providing the employees with feedback      
	
	
	
	
	

	Criminal Investigation Directorate’s appraisal outcomes have been used well for personal employee development                                 
	
	
	
	
	

	Criminal Investigation Directorate’s appraisal outcomes have been used well to communicate to staff their weaknesses and strengths       
	
	
	
	
	

	Criminal Investigation Directorate’s appraisal outcomes have been used well to match he employees’ personal goals and performance    
	
	
	
	
	

	Criminal Investigation Directorate’s appraisal outcomes have been used well to improve staff performance    
	
	
	
	
	

	Action plans are formed for dealing with employee weaknesses identified after appraisal 
	
	
	
	
	


Section E: Job Satisfaction


	Affective Commitment Scale Items
	SD
	D
	N
	A
	SA

	Employees are happy with the conduct between them and their superiors at work since it gives them the opportunity to excel 
	
	
	
	
	

	The employees feel valued at work  
	
	
	
	
	

	The employees receive each other openly during teamwork 
	
	
	
	
	

	The job gives employees the opportunity to innovate in criminal investigation and reporting
	
	
	
	
	


Thank you for cooperation
Affective commitment


Continuance commitment


Normative commitment


Timely reports


Accomplished cases











Performance goal setting


Performance appraisal


Appraisal outcomes utilization


Rewards and benefits








Individual attitude


Employee remuneration


Social factors


Government intervention
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