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ABSTRACT

This study aimed at establishing how employee involvement practices influence organizational performance in Uganda, a case of Uganda Civil Aviation Authority, Entebbe. The study was guided by three research objectives, to establish the effect of financial planning on organizational performance in Uganda, a case of Uganda Civil Aviation Authority, Entebbe, to examine the influence of decision making on organizational performance in in Uganda, a case of Uganda Civil Aviation Authority, Entebbe and to find out the influence of training on organizational performance in Uganda, a case of Uganda Civil Aviation Authority, Entebbe.
The study adopted a descriptive case study design and targeted the staff at UCAA. The sample size comprised a total of 294 respondents. Primary data was collected with the help of questionnaires and key informant interviews. The main statistical analyses included a Pearson correlation and Ordinary Least squares (OLS) Regression. From the findings, financial planning, staff involvement in decision making and training had a significant influence in predicting organization performance.  On the basis of these outcomes, it was concluded that financial planning, staff participation in decision making and Training have significant contribution in explaining the performance of UCAA. And with an R-squared of 0.742, it was discovered that 74.2 percent of the overall performance of UCAA is explained by employee involvement practices. Accordingly, it was recommended that UCAA should initiate policy measures that will increase employee involvement in financial planning. It was also suggested that UCAA should come up with good human resource policies to increase staff involvement in decision making. In addition, the management of UCAA should focus more on investing in regular staff training in order to improve and develop human capability.
CHAPTER ONE

INTRODUCTION

Introduction

The chapter focused on the background to the study, statement of problem, purpose, specific objectives, research questions, hypothesis, scope and significance. This study aimed at establishing how employee involvement practices influence organizational performance in Uganda, a case of Uganda Civil Aviation Authority, Entebbe. In an attempt to increase an organization’s effectiveness, employee involvement is a key factor that organizations should put emphasis on owing to its potential role in predicting both employee and organizational performance. The low level of employee involvement at work was one of the most alarming global economic problems that raised a major concern. The potential consequence of this phenomenon was declining work performance. The contention of the researcher was that, employees with high level of involvement are expected to work much harder towards achieving the organizations objectives than their counterparts with low level of involvement.  Accordingly, this study sought to establish how employee involvement practices influence organizational performance and emphasis was public entities in Uganda taking a case of Uganda Civil Aviation Authority, Entebbe.
Background to the study
The first appearance of the term involvement, was in an Academy of Management Journal article, “Psychological Conditions of Personal Engagement and Disengagement at Work” (Kahn, 1990). In his eminent piece, Kahn draws on Goffman’s (1961) work, which is evidenced in the reference to Goffman’s (1961) role theory stating that “people act out momentary attachments and detachments in role performances” (Kahn, 1990, p. 694). Although Goffman’s work did not deal with organizational life directly, Kahn drew inspiration from the concept of role playing and pursued this avenue to identify a construct that would identify this behavior in a work environment. 
Over the years, employee unrest and agitations have astonished many organizations the world over and non-involvement of employees in the management process accounted for many of these. Decision-making in organizations was the domain of top management but without the involvement of those on the lower treads of the ranking of management, yet they are the very ones expected to see to the implementation of these decisions (McGregor 2017). The non-involvement of lower-level management in decision-making also means that vital input from employees was often not factored into decisions made. This gave rise to the glitches that are experienced in organizations when it comes to the acceptance of these decisions and its implementation because employees feel insulted and of no importance because their views were not sought. This led to conflict, defiance or a laidback attitude to implementation and hinders the projections of good Organizational Citizenship Behavior (McGregor 2017). 
Authors have written about employee involvement and organizational citizenship behavior. Edouards, (2017) for example notes that employee involvement is instrumental to the achievement of organization goals among others.  Similarly, a study by Meyeret al. (2004) found that involving employees in decision making escalates good organizational citizenship behavior, improves workers’ skills and capabilities and increases performance and productivity of organization. On their part, Appelbaum et al. (2000) argue that the opportunity to participate in decision making helps to create trust between workers and supervisors and to produce intrinsic rewards. 
Theories are formulated to explain, predict and understand phenomena and in many cases to challenge and extend existing knowledge within the limits of the critical bounding assumptions. The ones that are of particular relevance in this study included: The Agency Theory and Goal Setting Theory. The Agency Theory propounded by Baiman (1990) assumed that a relationship existd when one or more individuals (called principals) hire others (called agents) in order to delegate responsibilities to them. Agents and in this regard, employees represent employers and are expected to represent the best interest of their employers. However, the interests of the two parties became source of conflict as employees failed to perfectly act in the best interest of the employers and this was depicted in low job performance. 

On the other hand, Goal Setting Theory postulated by Edwin Locke asserts that goals do regulate employee behavior. According to Locke (1968), goal setting was fundamentally linked to employee performance. Goal Setting Theory is an intellectual hypothesis grounded on the assertions that goals do regulate employee behavior. Employee involvement serves as an organizational strategy which promotes employee performance since employees feel part of the organization and part of the regulations body. Goal theory postulated a positive link between performance and goal difficulty, with challenging goals eliciting much effort than simple goals (Martin and Manning, 1995). This hypothesis presupposes that behavior is purposeful and that goals focus employees’ energies in performing specific task (Locke & Latham, 1990). Consequently, Goal Setting hypothesis is an effective strategy of arousing performance by provision of feedback, employee involvement and participation (Latham et al, 2002). Necessary feedback of results and employee involvement in goal setting directs the employee behaviour and contributes to higher performance than absence of feedback and non-involvement. Also, specific, difficult goals led to participation through employee involvement in goal setting itself, enhanced employer-employee relations and improved performance by producing higher levels of effort and planning (Latham et al (2002). Thus, goal setting was an effective method of influencing performance by enhancing employee involvement initiatives through provision of appropriate communication and regular feedback mechanism (Latham et al 2002).

Conceptually, Kahn (1990) defined employee involvement as personal engagement / disengagement, a harnessing of the individuals’ selves within work role contexts manifesting in physical, cognitive and emotional role performances or an uncoupling of the self’s causing withdrawal, and the individual then defended him/herself physically, cognitively or emotionally while performing the work roles. According to Sofijanova & Zabijakin Chatleska (2017), involvement refers to employee participation in decision making and problem solving and increased autonomy in work processes. In describing employee involvement, Saks (2006) says that it is a distinct and unique construct that is made up of cognitive, emotional and behavioral components, all of which are associated with individual role performance. According to Bhatti and Nawab (2017) employee participation embodies task-related practices that aimed at maximizing employees’ “sense of involvement in their work, and human resource management practices that aimed at maximizing employees” commitment to the wider organization. Thus decisions that are made by consulting employees offer more meaning. Consequently, Employees involved in decision making are better equipped for implementation of such decisions. The study intends to look at employee involvement in terms of; financial planning, decision making and training. These particular concepts of employee involvement were perceived to have an effect on employee performance in public entities. 
On the other hand, employee performance is the ability to achieve the set objectives within the required timelines and parameters (Yusuf, Mohammed & Kazeem, 2019). Campbell (1990) defined job performance as a means of attaining a goals and objectives within a job. He also indicated that job performance is a set of complex and intricate activities that refers how to a job gets done and not the outcomes of the acts used to perform a job. Carlson et al (2006) defined job performance as the completion of activities by employees in a prescribed measurable standard as set by management while utilizing resources in a dynamic environment. Having regards to employee performance, Sundi (2017) proposed five primary criteria that could be used to measure performance, namely; work quantity, work quality, work independence, timeliness and individual relationships. This particular study looked at employee performance in terms of: customer satisfaction, profitability, timeliness, creativity and innovation plus work quality.
The Uganda Civil Aviation Authority (UCAA) is the government Agent responsible for licensing, monitoring and regulating civil Aviation matters. Its headquarters are at Entebbe International Airport, approximately 40 kilometers, by road, south of Kampala, the capital city of Uganda. UCAA was set up in 1991 under statute No. 3 of UCAA with a cardinal objective of its establishment which is "to promote the safe, secure, regular and efficient use and development of air transport industry inside and outside Uganda." (The UCAA statute No.3 1994). In order to keep focused on the cardinal purpose, UCAA set itself a mission that sought "to maintain the highest standards of safety, security and service in Civil Aviation." The Secondary objectives include: maximization of revenue by providing facilities and services on cost recovery basis to the extent possible; maintenance of a high quality, cost sensitive and well-motivated workforce; promotion and support of efforts for protection of the environment and continued improvement of the quality of services to customers of airports managed by the UCAA. 
The UCAA also advises government on policy matters concerning civil aviation generally and on matters regarding international conventions relating to civil aviation and the adoption of measures necessary to give effect to the standards and recommended practices of the international air transport system (UCAA Act, 1991). The Authority has listed core values such as: accountability, flexibility, passion for technology, people-centered, quality, and transparency which signify the rationale for organizational performance and put in place several performance strategies to enable her attain the above mission as Nambafu (2017) reports. 
However, there has been a concern on whether the UCAA has achieved its cardinal objective. In fact, since its establishment, Uganda Civil Aviation Authority (UCAA) has gone through a number of conflicts, which have threatened to end up in strikes. Cases of lack of commitment are rampant. Anecdotal evidence revealed that some employees disappear from duty without notice. Cases of unethical behavior such as absconding from duty for long periods were rampant, and most employees do not communicate their absence. So, lack of commitment seems to have led to a decline in performance of employees in UCAA. Indeed, the Daily Monitor 29 March, 2017 quoted one aviator as saying: “There has been a decline in Uganda’s aviation sector compared to our regional neighbors in Kenya, Tanzania and Rwanda”. There seemed to be a decrease in staff performance indicators exhibited by lack of commitment, disgruntlement, uncompleted tasks, late coming and early break offs of staff, labour turnover among others. It appears that the UCAA management is shying away from solving problems of employees and its public in general (UCAA Annual Statistics 2019). In fact, these problems led to institution of a consultancy report to examine the causes and come up with solutions Mwitabangoma (2018). Although a host of factors may account for this situation, the researcher hypothesizes that the problem lies in the failure of the top management to involve the staff in financial planning, decision making and training.
Statement of the problem
Employee involvement is a deep construct to all facets of employee performance and that, if issues affecting employees are not resolved in an appropriate manner, personnel fail to fully involve themselves in their job (Ellis and Sorensen, 2017; Addai, 2017). Although the Government of Uganda has spent a lot of resources on the civil service reforms since their introduction in 1991, employee performance in public organizations is not improving Apuki, 2017; Mitala, 2006). There are increasingly existing low levels of employee performance in several government organizations (Nachonga, 2019) including UCAA. UCAA Human resource report (2018) reflects a number of non-performing cases of UCAA employees. This prompted President Museveni to put Uganda Civil Aviation Authority Management to task to explain the sorry state of Entebbe International Airport (New Vision, 9th May 2018). Similarly, Auditor General’s Report for the financial year 2018/2019, airlines posted a loss of Shs 15b and Shs 10bn in 2019/2020. Following this poor performance, the Minister of Transport in the Country immediately sent seven Uganda Airlines managers including the Director General of UCAA on a forced leave to allow investigations of the poor performance within the organization. On the whole, employee performance UCAA in terms of; profitability, operational cash flow, inventory turnover, timeliness, creativity and innovation has consistency low over the years. Much as this could be linked to many factors, lack of employee involvement in managerial practices could be one of them. The study sought to determine whether reluctance of the top management to involve the staff in financial planning, decision making and training have a bearing in explaining the low performance of Uganda Civil Aviation Authority. 

Study purpose

The study was aimed at establishing how employee involvement practices influence organizational performance in Uganda, a case of Uganda Civil Aviation Authority, Entebbe.

Study objectives

The study intended to:

1. To establish the effect of financial planning on organizational performance in Uganda, a case of Uganda Civil Aviation Authority, Entebbe.

2. To examine the influence of decision making on organizational performance in in Uganda, a case of Uganda Civil Aviation Authority, Entebbe.

3. To find out the influence of training on organizational performance in Uganda, a case of Uganda Civil Aviation Authority, Entebbe.

Research questions

1. How does financial planning influence organizational performance in Uganda?

2. How does decision-making influence organizational performance in Uganda?

3. How does training influence organizational performance in Uganda?
Study hypothesis
H0: There is no statistically significant relationship between employee involvement practices and organizational performance in Uganda.

H1: There is a statistically significant relationship between employee involvement practices and   organizational performance in Uganda.
Scope of the study
Content scope

The study was aimed at establishing how employee involvement practices influence organizational performance in Uganda, a case of Uganda Civil Aviation Authority (UCAA), Entebbe. The indicators of employee involvement practices are the independent variable. These include: financial planning, decision making and employee training. On the other hand, with the dependent variable was performance of Uganda Civil Aviation Authority (UCAA).

Time scope

The study was restrained within duration of five years 2018 to 2020, and basing on existing performance reports such as; Auditor General’s Report for the Financial year 2018/2019 and 2019/2020, this was the period when issues of heavy losses and other issues related to poor employee performance have been so high and these issues have not been addressed yet which necessitates a study of the kind at the moment.
Geographical scope

The study was carried out at the main headquarters of Uganda Civil Aviation Authority (UCAA), located at Entebbe International Airport. Approximately 40 kilometers (25 miles), by road, South of Kampala City. The Coordinates of the UCAA headquarters are: 002’23.0” N, 32026’53.0” E (Latitude: 0.039722; Longitude: 32.448056).
Significance of the study
The government entities are there to serve the public, therefore all top management of Uganda Civil Aviation Authority is making use of the findings to amend its policies in line with the different constructs under consideration in this study and the study findings are to improve employee performance at the entity.

Other government agencies are to make use of the study findings to help them improve on their employee management practices as a method of boosting performance through innovation.  

 Researchers in the similar field made use of the available information in carrying out further research regarding employee best practices and improvement of employee performance. Researchers can carry out comparative studies using the same variables but measuring different indicators and different government organs to ensure improved employee performance. 
CHAPTER TWO

STUDY LITERATURE
Introduction

This chapter has the following sections, namely: literature survey, theoretical review, literature review and a conceptual framework. Literature survey shows what local researchers have covered about the similar problem at hand, gaps left and how the current study intended to fill these gaps. Theoretical review section looks at the theoretical underpinnings of the study, criticisms and strength of the theory applied. Conceptual framework basically explains the interplay between the independent and dependent variables. A literature review section appraised the general related literature from within Uganda to intentionally examine the influence of employee involvement on performance of public entities. 

Literature survey
A good number of empirical literatures exist on the influence of employee involvement on performance of public entities however; some does not fully address the problem at hand whereas other sources of literature are out of context. For example, Kyamanywa (2017) studied the relationship between performance management practices and employee performance in public organizations in Uganda. She emphasized; incentives, performance contracts, organization resources, performance measurement, interaction effect versus employee performance in public organizations. Her study findings revealed that all the above factors have effect on employee performance in public entities, but still the study was not carried out from Uganda Civil Aviation Authority (UCAA) and the current study is investigating different study objectives altogether. Kisaka (2019) sought to establish the effect of employee involvement on employee performance in public universities in Uganda. She targeted top University administrators, teaching and non-teaching staff members.  She majorly concentrated on: empowerment and Team orientation as objectives whereas the current study tried to address employee involvement practices from another angle: financial planning, decision making and training, but also using another public entity with a unique setting, that is; Uganda Civil Aviation Authority. Nambafu (2017) studied the effects of motivation practices on staff performance:  a case of Uganda Civil Aviation authority, Entebbe. This study concentrated on how financial reward and working environment influenced staff performance. Nachonga (2019) also looked at employee engagement and job performance among public university academic staff; a case of Makerere University in Kampala Uganda. Her study findings revealed that, employee engagement and job performance are not significantly related. However, her study population was academic staff in higher institutions of learning which seem to have a unique operating environment as compared to Uganda Civil Aviation Authority. 
Theoretical review

The Goal Setting Theory

Locke (1968) developed and established goal-setting Theory. Goal setting Theory explains specific work situations employee behaviour. The theory proposes that the basic understanding of goal setting is to ensure that these work fulfillments. The theory argues that the goals are challenging specific and should be accepted by overcast for proper higher-level performance. It is the work of the organization to set goals which are motivating and easy to achieve for the current employees. planning is encouraged to ensure that the gaps are filled to enhance work productivity. The theory is applicable in this study for it ensures that employees discover their areas of improvement and ensure that productivity is enhanced in all areas within the organization.

Duplication of the organization to ensure that staff are motivated in the workplace and that employees are not forced to work but wouldn't agree to do so through the achievement of the set of directives. According to Locke (2006) there five goal setting rules which guide the organization in accomplishing the task. These goals are commitments creativity challenge task complexity and feedback. It is the work of the organization to ensure that the goals are challenging for the employees, it is the work of the organization to ensure that the goals are clear to every employee. Goal setting Theory is very important in this study for it sheds light and support performance management techniques as basic variables such as performance planning, performance communication and performance measurement.

Related Literature
Financial planning and organizational performance 

At a general level, employee involvement in financial planning is concerned with those schemes which allow employees either greater involvement in a financial stake in their organizations. Financial involvement of employees is seen as a means of increasing economic performance through encouraging greater commitment on the part of workers. Usually, planning involves establishment of organizational objectives and policies; identification of alternative courses of action and programs and selecting the best course of action and programs. Financial planning is the task of determining how a business will afford to achieve its strategic goals and objectives (Awino, Muturia & Oeba, 2017). According to Hussein (2018), the financial planning activity involves assessing the business environment; confirming the business vision and objectives; identifying the types of resources needed to achieve these objectives; quantifying the amount of resource (labor, equipment, materials); calculating the total cost of each type of resource; summarizing the costs to create a budget; and identify any risks and issues with the budget set all of which requires to work with other employees in the organization. 
In a similar perspective, Hussein (2018) also found out that, financial planning ensures commitment of management and staff towards Financial Performance. It set the responsibility and accountability of managers to facilitate employees to convert individual goals to organizational objectives, while defining authority and responsibility of every manager and employee. The study also established that financial planning is characterized by identification of basic goals and objectives of the organization, directing as well as harmonizing all activities in all functional areas in line with these objectives. Organizations depend on finance to arm the business with accurate, timely insight and planning strategies to help the business succeed. According to Khasan (2016), Appropriate and realistic business expectations, their flexibility, achievability, consistency with market and business environments can be reached by proper planning and forecasting that is inclusive of employee input. It is an indication that, employee involvement in financial planning plays an important role in organization performance. 
As firms seek profit, financial planning gains the central role in business performance, control and monitoring. In today’s working practices, diverse tools and methods of financial planning are exploited: from pure theoretical to advanced practical. Scientists have been proving the relevance of different econometric equations and models of financial planning, while experts of business development agencies advice to have a realistic approach with real market scenarios and business conditions and not to stick to formulas and models, but involve employees as the financial planning affects their performance directly, so involve workers in budgetary processes. Financial planning, a key component of managing and driving business performance, continues to be of limited value and mired with conservatism for many organizations (PwC, 2017). As a firm works for generating profit for investors, it can be said that the firm’s economic impact is more important than social one, and firm’s performance is measured with how it is profitable. Financial stability, profitability and development of organizations mean the business performance and, in turn, it requires an exact, precise and growth-oriented plan for long-term firm development. Structural weaknesses in economy may be avoided if a plan is complete and wide-scope. However, development strategy of a firm cannot reflect the whole roadmap of improving the financial profile in different periods of time. 
Many other researchers have regarded finance as one of the main solutions to causing an effective formation of business, and make ease in the harnessing of business prospects to aid business growth (Aminasaun and Babayanju, 2016). The cardinal approach to a productive performance in business is the strategic and adequate use of the various sources of finance such as equity and loans (Carpenter and Petersen, 2017). So, the place of finance in all business organizations cannot be overstated; this is true as a challenge caused to the system of finance in a business organization exerts a negative influence on the liquidity of the business and ultimately the economic performance of the nation (Aminasaun and Babayanju, 2016). Business firms, particularly small business firms have been ascertained to be one of major source of economic prosperity, but it has recently been observed that inadequate financial planning have caused several business firms to struggle with the challenge of underinvestment or underinvested assets (Omboga and Okibo, 2016). Financial planning therefore, involves the detailed description of the main objectives that an organization intends to meet and the basic policies and strategies that will guide the attainment of the objectives. This sounds to suggest that a firm should be effectually controlled, that is, working adequately with all employees and educate them on the appropriate use of financial resources in order to guarantee the effectiveness of the general performance (Sivakumar, 2018).
So, it implies that, financial planning activities assist the financial managers in the management and control of cash flow, which includes the creation and the allocation of funds. Hence, the need for planning and control of finance to ascertain the profitability of future operations in any business is urgent. An effective financial performance is key to the longevity of a firm; this is consequent upon the fact that through an efficient utilization of resources, an impressive financial performance is ascertained. However, low financial performance can reduce the level of firm’s efficiency which directly impact negatively on the attainment of organizational objectives (Adebayo and Onyeiwu, 2018). By working hand in hand with a team of employees, Harley and Emery (2016) suggested that to reach effectiveness and efficiency, an elaborate control and management of an entity’s finances is required to guarantee a favorable financial condition. The main drive of financial decisions is to examine the financial resources that will be needed to activate the programmes and activities to attain the aim and objectives of the plan, and this would then require involvement of organizational employees most especially the Heads of the different units who are at the forefront of putting into action the budgets requirements.
Therefore, financial planning for different time frames and specific conditions facilitates the smooth functioning of cost and revenue management tools at firm level, and this calls for employee involvement. And according to Mutune (2019), financial Planning Practices require team work, since it is the adaption of the broad objectives, strategies and other plans of an organization into financial terms, so employee involvement in financial planning always results in positive results as employee matters are catered for in organizational budgets. 
Decision making and organizational performance 

Employee involvement exists in organizations that intentionally establish work cultures, systems and processes to encourage and make use of employee input and feedback. Involving employees more in decision making has become increasingly common in early 21st century organizations as companies see benefits in keeping employees at all levels actively engaged in core activities. Direct involvement of employees helps an organization fulfills its mission and meet its objectives by allowing employees applying their own ideas, expertise, and efforts towards solving problems and making decisions. Some classical literature by McGregor (2017) reveals that, decision-making in organizations has been the domain of top management but without the participation of those on the lower treads of the ranking of management, yet they are the very ones expected to see to the implementation of these decisions. 
Sometimes this may lead to organizational conflicts, defiance or a laidback attitude to implementation and hinders the projections of good Organizational Citizenship Behavior. Today employee participation in decision making has become very significant in organizational performance, and is regarded as one of the chief ingredients of employee voice, which many management and business scholars have observed to be a growing management concept. Several studies have shown that allowing employees to participate in decision making leads to increase in motivation, job performance, and organizational growth (Cross 2019; Bhuiyan, 2017). Again Cross (2019) emphasizes that, employee participation is considered a key element in the successful implementation of new management strategies and plays an important role in determining the degree of good organizational citizenship behavior. This in turn, increases the commitment of the employee as well as their motivation. Which means, engaging the employees in decision making is an extension of the principles of democracy in the workplace, where employees can exercise greater influence over decisions that affect their lives at work. 
To Nielsen & Randall (2020), employee participation is linked with changes in procedures that the employees are involved with: a) making decisions about the team in which they wished to work, b) planning how they wished to work together in teams, c) planning the implementation of teams, d) defining initiatives to support team implementation, such as additional training and finally, e) evaluating the results by reflecting on the implementation in teams. Again, Aikaterina (2018) asserts that, most of the relevant studies examining participation point out that in the indirect participation employees’ involvement is higher, in the case of decision-making. Employee involvement could be done by workers’ representatives, employee directors, worker unions and work councils. 
Participative decision making is an employee involvement method described as the extent to which employers engage employees in making key decisions for the organization (Judge and Gennard, 2017). The goal of participative decision making is to enable the organization engage employees through involvement and consequently achieve higher job performance (Latham, 2017).  It is worth clarifying that the relevant decisions, which the above representatives take, are not directly applicable to everyday workers’ activities, but have great strategic importance to the organization as a whole. Modern firms use explicit strategic practices to engage employees in decision making process. Based on the existing literature, there is a vast majority of alternative models describing the strategy process. Specifically, De Wit & Meyer (2017), describe the strategy as a dynamic three stages process, namely: a) Analysis stage, b) Formulation stage and c) Implementation stage. Each stage requires different practices for employee participation and employee involvement.
In the same light with the above, Anitha (2019) indicates that, employees are more interested and engaged when they know that their contribution adds value and brings a positive difference to the organization. The argument here is that, allowing employees to make work-related decisions to enhance performance is not new in management literature and that empowering employees would allow them the ability to significantly affect organizational outcomes. Empowerment is the result of increased participation of employees. When employees are given a voice and are allowed to share their ideas for improvement and raise concerns for timely resolution, it improves organizational performance. A key contributor to organizational success in today’s ever-changing and increasingly competitive business arena is employee engagement (Aguinis, 2017). His emphasis is that, employees who are motivated get involved and take initiative. Intrinsic motivation which is fueled by feelings is perceived as more important to employees than monetary rewards. Employees want as recognition for good work and developed competencies the freedom to make decisions and to feel empowered. 
Further, Gruman and Saks (2017) have also suggested that, employee engagement particularly in decision making has been cited as having considerable popularity over the last couple of years and plugged as the key to an organization’s success. They further suggest that, the success and effectiveness of performance management lies in the quality of the leader and his or her commitment to engage with, provide support to, challenge, coach, give constructive feedback and include his or her employees in activities of the business. It seems that leaders are fast making the connection between engaged employees and business success. 
Regarding involving employees in decision making, Hoole and Bonnema (2018) argued that engaged employees can enhance the competitiveness of organizations in the current economic landscape and that while high levels of engagement add value, low levels of engagement can have a damaging effect on the bottom line. Hoole and Bonnema (2018) further suggested that, a workforce that is engaged may provide the competitive edge required for organizations to succeed, and that whilst low levels of engagement may negatively impact the bottom line, high levels add value. An employee who feels valued and sees himself or herself as an integral part of the organization is the one that is more likely to contribute towards the success of that organization.
Cross (2019) on the other hand reveals some benefits of employee involvement in decision making: it increases employee’s morale or job satisfaction and enhances productive efficiency; It provides employees the opportunity to use their private information, which can lead to better decisions for the organization; as a result of the incorporation of the ideas and information from employees, organizational flexibility, product quality, and productivity may improve; it contributes to greater trust and a sense of control on the part of the employees; through employee involvement, resources required to monitor employee compliance (supervision and work rules) can be minimized, hence reducing costs; when employees are given the opportunities of contributing their ideas and suggestions in decision making, increased firms‟ performance may result since deep employee involvement in decision making maximizes viewpoints and a diversity of perspectives. Furthermore, Ojokuku and Sajuyigbe, (2019), studied the effect of employee participation in decision making on performance of selected small and medium scale enterprises in Lagos, Nigeria. The study findings revealed that employee participation in decision making have high influence on organizational performance of the SMEs.  
Shaed, Ishak, and Ramli (2018) conducted study on employees’ participation in decision making (PDM). The finding suggests that variables that had high-quality correlations with PDM were organizational performance, job satisfaction, activity performance and job commitment. All this reiterated the fact that employees’ PDM have been one among the powerful equipment in enhancing advantageous consequences for organization performance. Along the same line, Kyamanywa (2017) also found out that, participation in decision making (PDM) improves employee performance and may also be necessary when developing greater individual job responsibility. However, Ghosh, (2009) in Kyamanywa (2017) on the other hand observes that public goals and objectives are in most cases determined by the government and then communicated to the responsible public organizations for implementation. 
For that matter, it is up to the concerned public organizations to ensure appropriate development of the strategic plans for the achievement of public goals and objectives by selecting expert and knowledgeable employees to handle the process. Although, Kyamanywa is not against this suggestion, but recommends that, when employees are involved in decision making, is likely to motivate workers because they would be implementing their own decisions. And that, Awolabi and Adeola (2017) revealed that decentralizing decision rights alleviates the burden on top management as well as cutting unnecessary communication up and down the hierarchy and reduces the agency costs.

Employee training and organizational performance 

According to the Oxford dictionary “training” is the process of learning the skills that you need to do a job. Training plays a vital role to support the competitive edge over esteemed respective competitors of any organization in perspective of changing business horizon. Training is one of the parameters for enhancing the ability of workforce for achieving the organizational activities. There are different approaches for creative training which produce enhanced human capital that play important role to render knowledge and intellect for accomplishing organizational goals. The study emphasizes employee training which has increased over the recent years in order to develop skills to sustain the knowledge economy. Companies carry out training programs both in-house and outdoor for developing employee skills, and also encourage employees to learn outside the work environment. According to Cherono (2017), the limiting factor of organization performance is inadequate training. She found out that, competence of the employee is dynamic based on the input of the training undertaken. Through training human capital would not only be improved in performance but also in the effectiveness of the employer in the current position in attitude, knowledge and skills. 

Types of training 
According to Ndibe (2019), the type of employee training which is best suited to a particular organization depends on a number of considerations. The skill gap to be filled, the job description, the employee present qualification and the challenges faced by the employee in performing his/her job. The approaches that can be used in implementing training fall broadly into two categories namely: on-the job and off-the job techniques, notwithstanding that some of the training techniques cut across (Ndibe, 2019).

On-the-Job training 

Adamu (2018) in Ndibe (2019) asserts that on-the-job training is designed to impart knowledge of job by working under an experienced worker. The trainer or the experienced worker teaches and advices the trainee on specific methods and techniques of doing the job. In some cases, the trainee is expected to learn by watching the master. The trainee is learning and at the same time working, although the trainee’s output will not be much. The procedure is usually unsystematic and most times, it is by trial and error. Baum and Devine (2017) opine that it is better for the organizations to give their employees on the job training because it is cost effective and time saving. Besides, it helps their employees learn in a practical way.
Off-the-Job training 

Off-the job training is a process of acquiring skill and knowledge at a location different from the employee office. It includes group discussion, individual tutorials, lectures, reading, training courses and workshops (Kempton, 1995). It permits individuals to leave their primary place of work for a different location. Its advantage includes, the trainee’s ability to concentrate, analyze past behaviours and reflect on what has been successful and what has not (Okanya, 2018). This kind of training offers an opportunity to impart knowledge and skills that can be learnt or practiced in a safe and conducive atmosphere. 

Researchers like; Garg, Dar & Mishra (2018) reveal that, employee engagement in form of training plays an important role in the organization so that it is able to improve individual performance which in turn can provide job satisfaction. Similarly, Johnson, Park & Bartlett (2018) also training in service to other individuals is a supporting aspect at the employee engagement level. They found out that, the higher the employee engagement in terms of training, the better the quality of work obtained. Today, both public and private organizations are experiencing significant changes as a result of innovations, rapid evolution of knowledge, globalization of business, and escalation of e-commerce. These new technological innovations call for employee training so as to ensure that the workforce can adapt seamlessly to new technology in order to increase efficiency and productivity of individuals and organizations at large (Khan et al., 2016). So, the argument is, due to the increase in global competition, organizations must find ways to reduce their expenses, while improving quality, delivery speed, and adaptability. In this new age, it is also essential that these improvements do not only focus on output and feasibility of technical processes but also on the employees who execute them.

Muiruri, et al. (2019) suggest that the organizations that provide employee training will cause the improvement in products and services, decrease of production wastage, better employee retention and employee-management relations. In addition, the training can improve employees‟ capability which can enhance their performance and organization’s satisfaction. In other words, as a result, learning is very important to improve the employee performance during the change because they need new knowledge and skill to fit into the new requirement. When organization provides learning and training to employees, they tend to feel they are ready to accept the change and hence increase the level of employee performance. Muiruri, et al. (2019) furthers indicates that, there are countless schools of thoughts when it comes to employee development. One school of thought believes that employee development should focus on self-development while another advocates for self-managed learning. 
As every individual employee wants to explore new things, one should explore the limits of one’s career more and take part in related supplementary activities such as attend seminars, workshops and training sessions. This indeed leads to employee development, and results in improved employee performance. According to Amisano, (2017), employee performance depends on many factors like job satisfaction, knowledge and management but there is a relationship between training and performance (Chris Amisano, 2017). This shows that employee performance is important for the performance of the organization and the and the training & and development is beneficial for the employee to improve its performance. The researcher said that training increases or develops the managerial skills. Investment in employee skills and capabilities enables employees to overcome challenges that may face them in the future that could affect their performance (Ndibe, 2019). The information and abilities that workers acquire after they have undergone training are an important endowment that drives diverse metrics of corporate well-being and success in the modern economies (Thang et al, 2017). In fact, without proper training, employees do not receive information, nor develop skills necessary for accomplishing tasks and achieving the set goals for the organization.

Organizational performance 

Organizational general performance is related to the progress of the management practices which make a commitment on management abilities and this in flip into an outstanding improvement for more upgrading inventiveness (Muiruri, et al. 2019). Practicing good employee performance requires proficiency in certain competencies. Competencies are observable, measurable patterns of skills, knowledge, abilities, behaviors, and other characteristics that an individual need to perform work roles or occupational functions successfully. According to Huselid (2018), employee performance reminds people that being busy is not the same as producing results. It reminds us that training, strong commitment and lots of hard work alone are not results.
According to Muiruri, et al. (2019), the major contribution of performance management is its focus on achieving results useful products and services for customers inside and outside the organization. Performance management redirects our efforts away from busyness toward effectiveness. Muiruri, et al. (2019) further indicates that, performance management is about encouraging productive discretionary behaviour, and has as its goal to achieve human capital advantage. They continue to support the believe that people are the most important source of competitive advantage, and recognize that, as opposed to other forms of competitive advantage resulting from improving factors such as design or process, the people factor is very difficult to reproduce or replicate, making it so valuable to organizations.

Shikunyi (2019), performance must be overseen on the off chance that it very well may be precisely estimated.  As indicated by Ilesanmi (2017), the issue in many organizations is not an absence of measures, but a lack of focused and effective measures. The difficulties in choosing the correct measures incorporate picking the correct driving and slacking pointers, benchmarking against contenders, adjusting money related and non-monetary measures, and utilizing a fitting number of measures (Awino and Mutua, 2019) cited from Shikunyi (2019). Antikainen (2019) suggests to the fact that performance is a key factor with specific reference to the organization capacity for progress in the competition field. 
The improvement gives a decent chance to firms to add to the associations' primary concern through the improvement of the generation forms, instead of focusing on just the decrease or exclusion of expenses (Ramırez and Nembhard, 2019). The performance improvement provides a good opportunity for firms to contribute to the organizations' bottom line through the improvement of the production processes, rather than concentrating on only the reduction or omission of costs (Ramırez & Nembhard, 2019). Locally, it is also evident that private security organizations embrace financial planning practices by clearly defining their mission and undertaking a financial evaluation of their competitive landscape and current state in order to realize good financial performance.

Conceptual framework
The conceptual framework depicts the relationship between employee involvement and organizational performance in Uganda, a case of Uganda Civil Aviation Authority, Entebbe as shown in Figure 2.1 below:

Figure 2.1: A Conceptual Framework on employee involvement practices and Organizational Performance


Source: Adopted from Locke & Latharm (2002) and modified by the researcher.
The study is aimed at establishing the effect of employee involvement practices on organizational performance in Uganda, a case of Uganda Civil Aviation Authority, Entebbe. The conceptual framework has been designed basing on Locke & Latham, (2002) who emphasize setting of realistic goals as a basis for employee performance. In this study, the independent variable is employee involvement composed of the following indicators: financial planning (working capital, marketing, cash flow, returns and expenditure); decision making (policy formulation, employee evaluation and remuneration) and training (on-the-Job training and off-the-Job training). This independent variable is assumed to have some influence on the dependent variable (employee performance), and in this study this variable will be looked at in form of customer satisfaction, profitability, timeliness, innovation and work quality.

CHAPTER THREE

METHODOLOGY

Introduction

This chapter presents a detailed plan and methods of collecting and analyzing data for the research. The chapter covered; the research design (approach, strategy and classification), study population, sample size, sampling techniques and sample size determination, data collection methods, data collection instruments, procedures of data collection, data analysis and ethical considerations.

Research design
The research design was classified into three namely; research approach, research strategy and research classification:

Research approach
The study adopted a descriptive case study design to establish how employee involvement practices influence organizational performance in Uganda, a case of Uganda Civil Aviation Authority, Entebbe. According to Yin (2018, p 13), a case study is an empirical inquiry that investigates a contemporary phenomenon within its real-life context. When boundaries between phenomenon and context are not clearly evident multiple sources of evidence are used. A case study design was more suitable for exploratory, explanatory and descriptive research (Blumberg, Cooper, & Schindler, 2018). To achieve the study purpose, an analytical descriptive case study design was used to capture the categorical description of perceptions of the study population Sekaran, (2003). Data was collected using quantitative and qualitative combination of methods in order to facilitate triangulation of the findings for creating richer and deeper appreciation of the study phenomenon as well as giving validity to the research findings.

 Research strategy
A Research Strategy is a step-by-step plan of action that gives direction to thoughts and efforts, enabling researcher to conduct research systematically and on schedule to produce quality results and detailed reporting. This study considered a five-year period of study to consider events of employee involvement practices and organizational performance in Uganda at Civil Aviation Authority, Entebbe. Therefore, a descriptive case study design guided the researcher to gather data from staff of UCAA from the period of 2018 to 2020.  This research strategy helped the researcher to use specific data collection methods to support the arguments. In this way, it involved use of: a questionnaire and interviews (Amin, 2005).

Study population

A study population is a well-defined group from which a sample can be drawn and which is specified in very concrete terms Neumann (2000). According to Mugenda and Mugenda (2003), a population is a well-defined or set of people, services, elements, and events, group of things or households that are being investigated. This definition ensured that a population of interest is homogeneous. The targeted study population was staff at Uganda Civil Aviation Authority (UCAA), Entebbe Uganda with a total of 1315 employees, constituting six main categories: Corporate, Directorate of Human Resource and Administration (DHRA), Directorate of Safety Security and Economic Regulations (DSSER), Directorate of Finance (DF), Directorate of Air and Navigation Services (DANS), Directorate of Airports and Aviation Security (DAAS) as got from the UCAA Human Resource Manual, (2019). The researcher will pick participants from each of these categories of employees because they are all responsible for the routine works at UCAA.
Table 3.1: Distribution of the study population and sampling size at UCAA
	Category
	Population
	Sample size
	Sampling technique

	Corporate
	69
	10
	Purposive

	DHRA
	144
	60
	Simple Random

	DSSER
	58
	30
	Simple Random

	DF
	84
	40
	Simple Random

	DANS
	199
	80
	Systematic

	DAAS
	761
	110
	Systematic

	Total
	1315
	300
	


Source: UCAA HR Manual, (2019)
From the Table, most of the staff are under the Directorate of Airports and Aviation Security (DAAS) and this constituted the largest number of the sample (110) followed by DANS (80) and DHRA (60).
Sample size
The researcher took a sample size which was big enough to ensure confidence and reliability of the results (Mugenda & Mugenda, 2003). According to Sekaran, (2003), a sample size that is larger than 30 but smaller than 500 is appropriate for most research. Due to the large study population, the researcher selected 300 as an appropriate sample size to ensure representativeness; the sample size has been determined using Krejcie & Morgan tables as reflected in Appendix III. 
Sampling techniques
According to Sekaran, (2003) sampling is the process of choosing the research units of the target population, which are to be included in the study. The study adopted both  probability sampling method where all elements have an equal chance of being selected  and Non-probability sampling, a method where some elements of the population have no chance of selection (these are sometimes referred to as 'out of coverage'/'under covered'), or where the probability of selection can't be accurately determined, it involves the selection of elements based on assumptions regarding the population of interest, which forms the criteria for selection (Mellenbergh and Adder, 2003). So, the study specifically used the following sampling techniques:
Purposive sampling

Purposive sampling technique under non-probability sampling was used to select Staff from corporate Department of UCAA, Entebbe. The technique was used because; the focus of the researcher is to get in-depth information and not simply making generalizations. Those selected in this category provided the required in-depth information since their selection is based on their appropriateness to give the required information.

Simple Random Sampling

 In a simple random sample ('SRS') of a given size, all such subsets of the frame were given an equal chance to participate in the study. Each element of the frame thus has an equal probability of selection: the frame is not subdivided or partitioned. Furthermore, any given pair of elements has the same chance of selection as any other such pair (and similarly for triples, and so on). The advantage of this technique is that, it minimizes bias and simplifies analysis of results. In particular, the variance between individual results within the sample is a good indicator of variance in the overall population, which makes it relatively easy to estimate the accuracy of results. This technique was used to select staff from the following Directorates: DHRA, DSSER, and DF at Uganda Civil Aviation Authority.
Systematic Sampling
Systematic sampling is used when the population is very large and of no known characteristics. Systematic sampling procedures involve the selection of units in a series (for example, on a list) according to a predetermined system. There are many possible systems. Perhaps the simplest is to choose every nth case on a list, for example, every fifth or tenth person on a provided list of participants. In using this system, it is important to pick the first case randomly, i.e. the first case on the list is not necessarily chosen. The type of list is also significant: not everyone on the list was selected, but all people on the list have equal chances to be selected. So, since the employee in following Directorates DANS and DAAS are so many, it was hard to offer equal chances of selection and the researcher adopted a systematic sampling technique. 
Data source
The source of data for the study was primary data where both qualitative and quantitative data was collected. The study was majorly quantitative in nature and hence a questionnaire was the main instrument for data collection, but the qualitative data collection (interview) was adopted to supplement the quantitative data 
Methods of data collection
 Questionnaire survey 
The questionnaire survey carefully followed the research objectives guiding this study. Neuman (2003) defined a questionnaire as a survey in which the researcher conceptualizes and operationalizes the variables and questions. A questionnaire is the most appropriate method for collecting information regarding surveys that deal with the perception of the variables. The questionnaire was self-administered to the respondents because all targeted respondents are able to read and answer questions without being influenced by the researcher. A semi- structured questionnaire was the main instrument of data collection for the study. A Likert type of questionnaire was designed and administered on UCAA staff for the rest of the Directorates apart from the Corporate Directorate as reflected in Table 1. The main advantage of self-administered questionnaires is that the researcher or member of the research team can take control and ensure that all the completed questionnaires are completed within a short period of time (Sekaran, 2003).

Interviewing 

Interview is a method of data collection where the investigator is given a chance to gather data through direct verbal interaction with participants (Amin, 2005). The researcher used the interview to collect data from selected key informants (corporate Directorate) from UCAA. An interview guide consisting of structured questions were designed and administered to the above key stakeholders. Information solicited by this instrument helped the researcher to enhance responses from the self-administered questionnaires and make it possible for the researcher to cross examine some key issues in the research. Interviewing is a good method for producing data based on information priorities, opinions, and ideas based on informants. Thus, respondents have an opportunity to expand their ideas, explore their views and identify what they regard as their crucial factors (Babbie, 1990).
Document review

According to Brent (2016), document review involves systematic data collection from existing records. This method was used to gather information about the study variables that is logistics management and performance. This method was used because a lot of information was reviewed to provide the most reliable and relevant information. The researcher reviewed employee involvement reports in UCAA to find out how required performance level is being achieved. The researcher reviewed employee performance reports, financial planning, decision-making reports and training.
Data collection instruments
Self-Administered Questionnaire
The researcher used a Self- Administered Questionnaire with open-ended questions using Likert scale of measurement to collect data from all respondents except the corporate category. The self-administered questionnaire was designed using a Likert scale range from '1' for strongly disagree, '2' for disagree, '3' for not sure, '4' for agree and '5' for strongly agree. This method was used because it is easy to administer, and it allows literate respondents to give their views without fear. If the Covid-19 situation normalizes in the Country, then the researcher physically delivered the questionnaires to the selected respondents, alternatively the researcher may work in collaboration with a few employees (coordinators) from Uganda Civil Aviation Authority to share the questionnaire with colleagues using the E-mail technology. The questionnaire contained five sections as follows: A-Background information; B- Financial planning and performance of public entities; C- Decision making and performance of public entities; D-Training and performance of public entities; E-Employee performance.
Interview Guide

A structured interview was designed in such a way that more specific and in-depth responses related to employee involvement and employee performance at Uganda Civil Aviation Authority are obtained from respondents. The interview guide was also developed in line with the study objectives. These interviews helped the researcher to verify and substantiate information collected using questionnaires, and thus help to give validity to the data collected. This means of data collection was used as well because according to Amin, (2005) interviews give an opportunity to probe and obtain detailed information on an issue. Structured and open-ended interviews were carried out whereby the key respondents were asked to either propose solutions or provide insight into events.

Document review checklist

Document review is a systematic collection, documentation, analysis and interpretation, and organization of data as a data collection method in research. The document review was used to collect secondary data because the process can be done independently without needing to solicit extensive input from other sources.

Data Quality Control

Validity of Research Instruments 

First of all, validity refers to the extent to which the instruments are relevant in measuring what they are supposed to measure (Amin, 2005). So, to ensure validity of the main study instrument (questionnaire), the researcher identified another expert on top of the assigned supervisor who must be very good at addressing issues of employee performance to score the test items of the questionnaire. Thereafter, the researcher computed for the Content Validity Index (CVI) as follows:

CVI = number of items receiving positive ratings of content relevance from all raters …….  (3.1)
Total number of items on measure

According to Cronbach (1971), an instrument is considered to be valid if its Content Validity Index is between 0.64 and 1.00. 

Reliability

Reliability of the study instruments attained by testing the instruments first (pilot study). The researcher administered the main instrument to some employees of UCAA and these did not take part during the final data collection exercise. Thereafter, reliability of the instrument were computed using Cronbach’s coefficient alpha (α);
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 = Standard deviation of the test. Amin (2005) explains that a perfectly reliable instrument has a coefficient alpha (α) of 1.00 implying that all values closer to 1.00 signify the instrument as reliable. The researcher used SPSS data analysis software to compute for reliability of each section of the instrument and then upon obtaining the results, she was able to see which test items are not reliable, and hence adjustments were made in the instrument before going for the final data collection exercise. 
	Table 3.2: Reliability Statistics for financial planning

	Cronbach's Alpha
	N of Items

	.885
	11


Source: Primary data 

	Table 3.3: Reliability Statistics for decision making

	Cronbach's Alphaa
	N of Items

	.884
	12

	


Source: Primary data 

	Table 3.3: Reliability Statistics for training

	Cronbach's Alpha
	N of Items

	.885
	12


Source: Primary data 

Overall Reliability results

	Table 3.9.1: Reliability Statistics 

	Cronbach's Alpha
	N of Items

	.906
	46


Source: Primary data 

The researcher established the reliability results for financial planning, which comprised of 11 items was .885 as indicated in table 3.6

The researcher established the reliability results for decision making, which comprised of 12 items was .884 as indicated in table 3.7

The researcher established the reliability results for training, which comprised of 12 items was .885 as indicated in table 3.8

The overall reliability test results were represented by r<0.906 which is above average as recommended by Selkar (2003)
Quantitative Data Analysis 

Frankel and Wallen (2000), states that data analysis involves a number of closely related operations which are performed with the purpose of summarizing the collected data and organizing it in a manner that answers the research questions. Babbie, (2005) list the operations of data analysis to include editing, coding, classification and tabulation. It also entails categorizing, ordering, manipulating and summarizing data in order to find answers to the study questions. Collected quantitative data from close-ended questions were edited to remove any unnecessary errors. Data was cleaned and coded according to the Likert scale; '1' for strongly disagree, '2' for disagree, '3' for not sure, '4' for agree and '5' for strongly agree, and these very codes were punched into the statistical package for social sciences software (SPSS) for manipulation. So, the data was subjected to a quantitative analysis at univariate and bivariate levels. At univariate level, frequency counts and summary statistics were used while at the bivariate level, Students’ t-test; ANOVA and Correlation Analysis using Pearson’s method and regression analysis were computed.
Qualitative Data Analysis 

The researcher identified and transcribe the qualitative data into themes (thematic analysis). The themes were arranged into different categories from which lessons were deduced for reporting. Such reporting was done manually and written in paragraphs. The researcher used content comparisons, logical analysis, and expert judgment. Subjective analysis was also used to enrich the information given with vivid reporting. This bridged the information gap on issues that the researcher may not manage to quantify, such as the perception of the interviewees.

Data Collection Procedure

The researcher sought for permission to go to the field and collect data, so she obtained an introductory letter from the University, signed by the Dean, School of Business and IT (SBIT), Nkumba University. Thereafter, an arrangement was made to meet the authority at UCAA, depending on the situation; the researcher may use online communication (e-mails, WhatsApp or phone calls) since many organizations are now operating under the new normal because of Covid-19. When permission was granted, then the researcher made arrangements on how to reach out to the participants, minding about the various Standard Operating Procedures (SOPs). Upon agreement on the mode for the data collection, a schedule was developed for the distribution of instruments especially the questionnaire to the respective participants, and also an interview schedule was designed to interact with the key informants. After, data collection, the researcher proceeded and did data processing and analysis. 

Ethical Consideration
In any research that requires data collection from participants or working with people to collect data, informed consent of the respondents is an important ethical aspect, ensuring participants’ privacy, confidentiality and anonymity is the researcher’s responsibility. This necessitated the researcher to be sensitive to human dignity by carrying out well-intentioned research, using the appropriate methods as recommended by Michael at el (1994). Therefore, the respondents were properly informed of the purpose of the study and the benefits which accrued to Nkumba University itself, and may be UCAA top management, but participation in the study was voluntary. When respondents volunteer to participate in the research, they were assured of confidentiality, and the assurance of their rights to withdraw from the research especially if and when questions asked, or if the process in general, tended to trigger emotional responses and affect self-understanding.

Limitations of the study

As a result of Covid-19, access to the anticipated study participants were a big challenge because today many companies follow the Ministry of Health and presidential directive of not having more than 20% of the workers physically on ground. So, this was a very big problem when it comes to data collection, however the researcher found alternative means if this remained the case at the time of data collection. 

Accuracy of the data collection required a lot of time and funds which were very limited as the Economy is straggling as a result of Covid-19. However, being an academic work, it was bound to time limit and therefore the researcher tried all possible means to have the work ready as per the University set deadline and ensured that quality and sufficient data are collected from the participants. 

Confidentiality: some respondents especially from the administrative side of the UCAA deliberately rejected and resisted participating in this study claiming that they were to be accused of releasing confidential information to the public. It was of course the role of the researcher to ensure them of confidentiality of the information they gave.

CHAPTER FOUR

PARTICIPANTS’ BACKGROUND AND PERFORMANCE OF UCAA

Introduction

 This chapter presents the background information of the respondents who participated in the study that sought to establish how employee involvement practices influence organizational performance in Uganda Civil Aviation Authority. The chapter also, shows how the background information vary with respect to organizational performance which was the dependent variable. The number of respondents was 294 out of a sample of 300 which translates to a highly satisfactory response rate of 98 percent. 

Description of respondents’ background information

The background variables are organized in terms of: gender, age, level of education, participants’ department and years of service at UCAA. The summary statistics for these variables are presented using frequency tables while a t-test for independent samples and ANOVA are used to show whether mean variations exist between the background variables and the dependent variable 

The gender of the respondents was summarized in table 4.1. 

Respondents by Gender

Table 4.1: Gender of the respondents
	Gender
	Frequency
	Percent
	Cumulative Percent

	Male
	185
	63.0
	63.0

	Female
	109
	37.0
	100.0

	Total
	294
	100.0
	


Source: Field Data, 2021

In the sample which constituted 294 staff of UCAA, the distribution of respondents by gender shows that males are the dominant category of staff working in the different departments in the UCAA. These were in total represented by 185 (63%) while females were 109 (37%). The number of males was indeed higher, and this difference is not negligible which means that by and large, there are more males than females at UCAA and this could be due to the fact that, most of the men are involved in casual labour, that requires more energetic gender.
Variation of Organizational performance with gender of the respondents

Table 4.2 gives an analysis of the mean differences in the index of the dependent organizational performance by gender of the participants.
Table 4.2: Independent samples t-test results on how Organizational performance at UCAA varied Gender
	Gender
	N
	Mean
	Std. Deviation
	t-test
	p-value

	Male
	185
	21.56
	4.66
	-.202
	.840

	Female
	109
	19.67
	5.02
	
	


Source: Field Data, 2021

The means depicted in Table 4.2 show that both females and males on average have similar values for the indicators of the dependent variable which stood at mean =19.67±5.02 and 21.56±4.66 respectively which were insignificant (.840 > 0.05). This also suggests that the responses on the aspects of organizational performance were not influenced by whether a respondent was a male or female.
Table 1.3: Age of the respondents
	Age
	Frequency
	Percent
	Cumulative Percent

	20-29
	30
	10.2
	10.2

	30-39
	92
	31.3
	41.5

	40-49
	94
	32.0
	73.5

	50-59
	78
	26.5
	100.0

	Total
	294
	100.0
	


Source: Field Data, 2021

According to the results in Table 4.3, the highest number of respondents who participated in this study were in the age bracket of 40 to 49 years totaling to 94 (32%). These were followed by individuals in the age bracket of 30-39 years (31.3%) and those aged 50-59 represented by 78(26.5%) while the least age group was that of the staff aged 20-29 years (10.2%). 

Variation of Organizational performance with age of respondents

Table 4.4: ANOVA on how Organizational performance at UCAA varied with Age
	 Age
	N
	Mean
	Std. Deviation
	F-value
	p-value

	
	
	
	
	
	

	20-29
	30
	20.72
	6.09
	
	

	30-39
	92
	19.51
	4.87
	
	

	40-49
	94
	20.14
	5.25
	1.868
	0.135

	50-59
	78
	18.69
	3.52
	
	

	Total
	294
	19.62
	4.84
	
	


Source: Field Data, 2021

Turning to the effect of age on measures of UCAA’s performance, no significant variations were found between this variable and perceived performance of UCAA (0.135>0.05). However, despite the insignificant relationship between age and performance, the mean values show that individuals in the age category of 20-29 and 40-49 years on average had the highest rating on the performance index while 50-59 trailed in the last position. 

Table 4.5: Level of Education of the respondents
	Level of education
	Frequency
	Percent
	Cumulative Percent

	Certificate
	10
	3.4
	3.4

	Diploma
	23
	7.8
	11.2

	Degree
	180
	61.2
	72.4

	Masters
	81
	27.6
	100.0

	Total
	294
	100.0
	


Source: Field Data, 2021

The highest level of academic attainment obtained by the majority of the respondents 180(61.2%) was a Bachelor Degree. These were followed by the staff whose highest level of education was a master’s degree 81(27.6%) whereas Diplomas and certificate holders constituted the lowest proportion of the sample. 

Variation of Organizational performance with Level of education

Table 4.6: ANOVA on how Organizational performance at UCAA varied with Level of education
	 Level of education
	N
	Mean
	Std. Deviation
	F-value
	p-value

	
	
	
	
	
	

	Certificate
	10
	22.16
	5.67
	
	

	Diploma
	23
	21.57
	6.28
	
	

	Degree
	180
	19.53
	4.87
	2.753
	0.043

	Masters
	81
	18.95
	4.01
	
	

	Total
	294
	19.62
	4.84
	
	


Source: Field Data, 2021

In terms of education and its effect on perceived performance of UCAA, the mean values show that lower level of education was associated with an increased likelihood of reporting high performance of the Authority but as the level of education increases, the mean values tend to decrease to a statistically significant extent as shown by the ANOVA results where the p-value of 0.043 was less than the level of significance 0.05. This means that as far as this study was concerned, level of academic attainment had a major bearing on how respondents perceived the performance of the UCAA. In other words, an increase in the level of education was associated with the tendency to have negative ratings for the authority’s performance as opposed to when an individual’s education was low. 

Table 4.7: Department of the respondents
	Department
	Frequency
	Percent
	Cumulative Percent

	DHRA
	73
	24.8
	24.8

	DSSER
	34
	11.6
	36.4

	DF
	41
	13.9
	50.3

	DANS
	62
	21.1
	71.4

	DAAS
	84
	28.6
	100.0

	Total
	294
	100.0
	


Source: Field Data, 2021

According to the descriptive statistics, out of a sample of 294 respondents, the distribution of respondents by the different departments shows DAAS, DHRA and DANS having taking a lion’s share of the number of respondents who participated in this research with each represented by 28.9%, 24.8% and 21.1% respectively. This therefore means that all the generalizations made, conclusions and recommendations were based on the views and opinions provided by the staff in the three departments.  

Variation of Organizational performance with working experience

Table 4.8: ANOVA on how Organizational performance at UCAA varied with Department
	 Department
	N
	Mean
	Std. Deviation
	F-value
	p-value

	
	
	
	
	
	

	DHRA
	73
	18.45
	4.76
	
	

	DSSER
	34
	18.97
	4.44
	
	

	DF
	41
	19.95
	4.66
	2.071
	0.085

	DANS
	62
	19.92
	4.19
	
	

	DAAS
	84
	20.51
	5.44
	
	

	Total
	285
	19.62
	4.92
	
	


Source: Field Data, 2021

Regarding the department and its influence on the dependent variable, the results show that members from DAAS on average had the highest value (mean=20.51±51) and were closely followed by their counterparts in DF (mean=19.95) and DANS (mean=19.92±4.19). These differences were however not statistically significant (0.085 < 0.05) which infers that the department from which an individual worked had nothing to do with how she or he perceived the performance of UCAA. In other words, all respondents regardless of their departments rated performance of the organization in the same way. 

Table 4.9: Working experience at Civil Aviation Authority of Uganda
	Working experience
	Frequency
	Percent
	Cumulative Percent

	0-2 years
	11
	3.7
	3.7

	3-5years
	51
	17.3
	21.1

	6-8 years
	99
	33.7
	54.8

	Above 8 years
	133
	45.2
	100.0

	Total
	294
	100.0
	


Source: Field Data, 2021

In relation to the length of service with the UCAA, results show that over three quarters of the participants in the study had a working experience of six years and above and their total was 232 (78.9%). This period of service was long enough for an individual to offer pertinent responses on the study from an informed point of view. As to whether the duration of service was important in determining who would rate the authority’s performance as low or high, a One-Way ANOVA was conducted for this purpose and a summary of the results is given in the following Table
Variation of Organizational performance with working experience

Table 4.10: ANOVA on how Organizational performance at UCAA varied with Working experience
	 Working experience
	N
	Mean
	Std. Deviation
	Std. Error
	F-value
	p-value

	
	
	
	
	
	
	

	0-2 years
	11
	20.82
	6.71
	11
	 
	 

	3-5years
	51
	20.46
	5.11
	51
	 
	 

	6-8 years
	99
	19.66
	4.90
	99
	1.130
	0.337

	Above 9 years
	133
	19.16
	4.51
	133
	 
	 

	Total
	294
	19.62
	4.84
	294
	 
	 


Source: Field Data, 2021

Length of service was grouped into four categories where the first group was comprised of the staff that had a working experience of less 0-2 years. The second category was made up of employees with a working experience of 3-5 while the third and fourth constituted the staff with a working experience of 6-8 years or above 8 years. Regarding the influence of these four categories on the mean rating of the dependent variable, findings show no significant effect of length of service and performance of UCAA. This is because the p-value for the F-statistic was 0.337 which was way above the alpha level of significance 0.05. This means that the length of service was a not factor associated with how the staff perceived the performance of UCAA. Length of service was not a factor that significantly influenced the decision to rate the performance as being high or low.

Organizational performance
Being a major pillar on which organizational performance is hinged, employee involvement practices have become a major pillar on which the performance can be achieved. In this study, the researcher’s postulation was that financial planning, decision making and training aspects are some of the major dimensions of employee involvement practices that can improve or lead to deteriorating performance of organizations and in this context, UCAA. In the questionnaire, respondents were asked to provide their level of agreement with the different indicators of organizational performance which were scored on a 4-point Likert scale rating of Strongly disagree to strongly agree. Positive responses implied that performance was generally rated as being good while negative responses suggested that performance was perceived as being poor. Table 12 presents the descriptive statistics about respondents’ self-rating on Organizational performance at UCAA.
Table 4.11: Shows descriptive statistics about respondents’ self-rating on Organizational performance at UCAA
	Test Items
	N
	Mean
	Std. Dev
	Minimum
	Maximum

	I can ably say that, there are timely services at UCAA resulting from involving employees in company management.
	294
	3.08
	1.19
	1
	5

	Customer-related matters are always addressed and this has improved the Company name.
	294
	3.04
	1.29
	1
	5

	There is increased efficiency within UCAA
	294
	2.86
	1.08
	1
	5

	There is increased responsiveness within the company.
	294
	2.84
	1.15
	1
	5

	There is innovation at UCAA which has improved work quality
	294
	2.76
	1.24
	1
	5

	There is a reduction in number of complaints by customer.
	294
	2.65
	1.47
	1
	5

	As a result of employee involvement practices, UCAA is experiencing increased profitability.
	294
	2.63
	1.16
	1
	5


Source: Field Data, 2021

The mean responses provided in Table 4.11 are arranged in a descending order where indicators of performance with highest means coming first and were thus considered to be the items that contribute more to the latent variable organizational performance while those with lower mean values contributing less to the index of performance. 

In the descriptive statistics, the trend of responses seems to suggest that UCAA adheres and is committed to the measures of performance. This is because the mean values showed that generally, respondents tended to agree with each of the dimensions of performance which ranged between 2.63-3.08 and when collected to one whole number comes to a value of three (3) which in the questionnaire was coded as Agree. This means that from the five choices given, most of the respondents chose Agree. The major aspects which the UCAA’s efforts are geared to in terms of performance happen to be offering timely services (mean=3.08±1.19), addressing customer related matters thus improving the name of UCAA (mean=3.04±1.29), increased efficiency (mean=2.86±1.08) and responsiveness within the company (mean=2.86±1.08)
The study further established that most of the respondents were more inclined to agree that there is innovation at UCAA which has improved work quality (mean=2.76±1.24) and that generally, there has a decline in the number of complaints coming from customers about service delivery which perhaps explains why on being asked to comment about profitability on average, respondents appeared to agree (mean=2.63±1.16) that as a result of employee involvement practices, UCAA is experiencing increased profitability.

Despite the variations in the way respondents reacted to the different components of organizational performance with some agreeing and others disagreeing, the general overview of the findings suggests that the UCAA has put in place strong measures at its forefront in the execution of its services. As to whether this is a result of staff involvement, training or decision making is a question which the present study sought to answer. Thus, having obtained the responses on the seven dimensions of organizational performance used in this study the Likert scale responses were turned into scores by obtaining a sum for each respondent. In this way, the scores ranged between 7.0 to 35 with scores closer to 35 signifying strong adherence to performance measures while scores closer to 7.0 implying that a respondent perceived UCAA’s performance to be generally poor. It is this index which was subsequently correlated with the three indices of independent variables (That is, involvement in financial planning, participation in decision making and training) to determine whether a linear relationship exists between the dependent and the independent variables the outcomes of which are presented in the subsequent chapters.

CHAPTER FIVE

FINANCIAL PLANNING AND ORGANIZATIONAL PERFORMANCE

Study objective one intended to establish the effect of financial planning on organizational performance in Uganda using a case of Uganda Civil Aviation Authority, Entebbe. Items were formulated in the questionnaire to elicit respondents’ opinions to the latent variable financial planning. This variable (Financial planning) was conceptualized using nine items in the questionnaire which required respondents to provide their opinions about their involvement in financial planning using several indicators of involvement.  The responses were on a Likert scale ranging from strongly disagree to strongly agree.  A low score (1) was assigned to extremely negative responses while extremely positive responses were awarded higher scores (5). For example, a score of 1 represented strongly disagree while 5 meant strongly agree. The former implied very low involvement while the latter signified very high involvement in financial planning. Table 13 gives the descriptive statistics: 

Table 5.1: shows descriptive statistics about respondents’ self-rating on financial planning
	Test Items
	N
	Mean
	Std. Deviation
	Minimum
	Maximum

	Employees at UCAA are fully involved in company marketing
	294
	2.97
	1.21
	1
	5

	Setting up working budgets for the different departments by personnel has enhanced efficiency at UCAA.
	294
	2.84
	1.17
	1
	5

	Sharing information with employees about company returns is a key and it has promoted employee performance.
	294
	2.69
	1.18
	1
	5

	Workers at UCAA receive performance-related pay besides their regular payments
	294
	2.64
	1.21
	1
	5

	UCAA Management shares information about the Company working the capital and this has promoted employee confidence
	294
	2.58
	1.31
	1
	5

	Adoption of employee suggestions on company expenditure by management has improved personnel performance.
	294
	2.53
	1.04
	1
	5

	At UCAA employees get information about the Company cash flows.
	294
	2.48
	1.2
	1
	5

	I am involved in the determination of my individual incentives provided in the organization
	294
	2.46
	1.25
	1
	5

	Employee participation in financial planning has fostered customer satisfaction within the company
	294
	2.23
	1.35
	1
	5


Source: Field Data, 2021

In the Table the findings show that full involvement of employees in company marketing emerged as the major indicator of involvement in financial planning with a mean of 2.97±1.21 on a Likert scale rating of 1-5.  Equally important was setting up working budgets for the different departments (Mean=2.84±1.17), sharing information with employees about company returns taking the third position (Mean=2.69±1.18) while employees’ receipt of performance related pay besides regular payment came in the fourth position of the items with the highest mean values (Mean=2.64±1.21). It was further established that at UCAA, sharing information with employees about company returns also received a fair rating with a mean of 2.58±1.31 including the adoption of employee suggestion on company expenditure by the management (Mean=2.53±1.04). However, provided negative responses on three items since their average was less than 2.5. These three dimensions included getting information about the company’s cash flows which according to the results appeared to be a privilege of a selected few (Mean=2.48±1.2). It was also noted that the management hardly involves employees in the determination of individual incentives provided (Mean=2.46±1.25) which could be a reason why most of them stated that customer satisfaction has in one way been hindered by the reluctance of the management to make employees participate in the financial planning of the organization (Mean=2.23±1.35).

Having obtained the responses pertaining to employee involvement in financial planning, the study sought to determine whether this variable (financial planning) have any significant relationship with organizational performance. Like in the case of the dependent variable, the responses for each respondent on the nine indicators of financial planning were summed up to generate a composite index of planning. Since the items were nine, the scores ranged from 9 to 45 with low scores signifying less involvement in financial planning while high values implied that such a respondent was highly involved in financial planning of the organization. The Pearson correlation was employed to find out whether a linear relationship exists between the independent and the dependent variable. 

Verification of hypothesis

It was hypothesized that staff involvement in financial planning is related with organizational performance in UCAA. Table 5.2 presents the outcome of the empirical analysis using a Pearson correlation.
Table 5.2: gives Pearson’s Correlation Coefficient for the two indices; Financial planning and Organizational performance at UCAA

	
	Financial Planning
	Organizational performance at UCAA

	Financial Planning
	Pearson Correlation
	1
	.462**

	
	Sig. (2-tailed)
	
	.000

	
	N
	294
	294

	Organizational performance at UCAA
	Pearson Correlation
	.462**
	1

	
	Sig. (2-tailed)
	.000
	

	
	N
	294
	294

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


Results in table 5.2 show a positive relationship between financial planning and overall performance of UCAA as shown by the positive value of the correlation coefficient of .462 with a corresponding sig-value of .000 which is less than the level of significance 0.05. Since the p-value (0.000) is less than 0.05, the influence is significant. This implies that employees whose perceptions of financial planning were positive were also likely to report higher levels of organizational performance. Accordingly, evidence derived from the table shows that when employees are involved in company marketing, setting up working budgets, information on company returns being shared with employees and the like, the end result would be organizational performance. 

CHAPTER SIX
DECISION MAKING AND ORGANIZATIONAL PERFORMANCE

In the second objective, the study examined the influence of involving employees in decision making on the performance of Uganda Civil Aviation Authority. Eight items were formulated in the questionnaire to elicit respondents’ opinions to the latent variable participation in decision making. Respondents were then asked to use the Likert scale to respond to statements related to the different dimensions of involvement in decision making. A mean for each item was calculated and the scores are shown in Table 6.1. 

Table 6.1: Shows descriptive statistics about respondents’ self-rating on participation in decision making

	Test Items
	N
	Mean
	Std. Deviation
	Minimum
	Maximum

	Improved remunerations mean improved employee performance.
	294
	3.12
	1.22
	1
	5

	Open and clear employee evaluation process is useful in promoting worker performance in a company.
	294
	2.98
	1.22
	1
	5

	Remuneration is an important employee performance factor and hence employee involvement is very fundamental.
	294
	2.98
	1.29
	1
	5

	Setting up of work plans by personnel has enhanced efficiency within UCAA.
	294
	2.94
	1.23
	1
	5

	Goal setting by employees has enhanced their performance at UCAA.
	294
	2.92
	1.25
	1
	5

	Employee engagement in policy matters boots their working morale.
	294
	2.69
	1.14
	1
	5

	Free exercising of employee rights exists at UCAA and this has improved work performance.
	294
	2.66
	1.35
	1
	5

	Involving personnel in policy formulation has enhanced company performance.
	294
	2.38
	1.38
	1
	5


Source: Field Data, 2021

In the order of importance, the constructs that emerged as the major predictors of participation in decision making were improved remunerations mean improved employee performance (Mean=3.12±1.22), open and clear employee evaluation process (Mean=2.98±1.22), remuneration (Mean=2.98±1.29), personnel being involved in setting up work plans (Mean=2.94±1.23) including their involvement in goal setting (Mean=2.92 ±1.25). These factors were on top of the list in explaining the participation of employees in decision making. Others which received a fairly high rating were employee engagement in policy matters (Mean=2.69±1.14), existence of an opportunity for employees to freely exercise their rights (Mean=2.66±1.35) including being allowed to take part in policy formulation (Mean=2.38±1.38). The assumption in this study was that the more employees are involved in the decision making, this would boost their morale for work hence an improvement in service delivery and overall performance of the organization. 

The responses for each respondent were then summed up to get an overall indicator of decision making which was subsequently correlated with the index of organizational performance to find out whether higher scores on the former had any linear relationship with the latter. Thus, the highest possible score for the items on the Index of Decision making was 40 while the lowest possible score was 8. 

Verification of hypothesis

The hypothesis was that employee involvement in decision making is correlated with organizational performance in Uganda Civil Aviation Authority. This hypothesis was also verified using a Pearson correlation in Table 6.2 

Table 6.2: gives Pearson’s Correlation Coefficient for the two indices; Decision making and Organizational performance at UCAA
	
	Decision Making
	Organizational performance at UCAA

	Decision Making
	Pearson Correlation
	1
	.712**

	
	Sig. (2-tailed)
	
	.000

	
	N
	294
	294

	Organizational performance at UCAA
	Pearson Correlation
	.712**
	1

	
	Sig. (2-tailed)
	.000
	

	
	N
	294
	294

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


Results in Table 6.2 show a positive relationship between employee involvement in decision making and overall performance of UCAA. This was indicated by a high positive value of the correlation coefficient equal to 0.712. This implies a positive nature of the relationship that exists between the two variables. The sig-value of this relationship was 0.000. Since this value is less than 0.05, the outcome of the analysis strongly confirms the existence of a significant positive relationship between employee involvement in decision making and overall performance of UCAA. The Null hypothesis was therefore rejected in favor of the alternative which stated that employee involvement in decision making is correlated with organizational performance in Uganda Civil Aviation Authority. 
CHAPTER SEVEN

TRAINING AND ORGANIZATIONAL PERFORMANCE

The third research objective was about finding out the influence of training on organizational performance in Uganda Civil Aviation Authority. To accomplish this objective, nine statements were presented to a sample of 294 employees of UCAA and were asked to indicate their level of agreement or disagreement to each of the nine statements which were scored on a Likert scale rating of 1-5. The results were presented in form of descriptive statistics using mean values which ranged from 1.0 to 5.0 on a 1 (strongly disagree) to 4 (strongly agree) point scale. The total rank order of the 9-item scale, representing the dimensions of staff training is shown in Table 7.1
Table 7.1: Shows descriptive statistics about respondents’ self-rating on Training
	Test Items
	N
	Mean
	Std. Deviation
	Minimum
	Maximum

	UCAA has always given chance to its employees to go for Off-the-Job training and this has resulted in a positive impact
	294
	3.09
	2.81
	1
	45

	Off-the-Job training improves employee work behavior
	294
	2.97
	1.18
	1
	5

	On-the-Job training at UCAA has created less need for employee supervision, but with increased worker output
	294
	2.88
	1.16
	1
	5

	Both of these training approaches have been practiced here at UCAA and have had positive impact to company performance.
	294
	2.85
	1.47
	1
	5

	Off-the-Job training is a key employee motivation to performance
	294
	2.82
	1.13
	1
	5

	Off-the-Job training has better results than On-the-Job training
	294
	2.73
	1.17
	1
	5

	On-the-Job training has resulted into fewer customer complaints at UCAA.
	294
	2.67
	1.11
	1
	5

	Off-the-Job training is good because it gives more concentration to learning new skills and knowledge
	294
	2.54
	1.51
	1
	5

	On-the-Job training has reduced staff turnover at UCAA.
	294
	2.26
	1.35
	1
	5


Source: Field Data, 2021

Evidence derived from the table show that giving chance to its employees to go for Off-the-Job training has the highest mean ranking on a scale of 1-5 with a mean value of 3.09±2.81. This training, as the findings indicate, was found to not only have positive impact in improving employee work behaviour (Mean=2.97±1.18) but on-the-Job training at UCAA has also created less need for employee supervision, but with increased worker output (Mean=2.88±1.16) and the two training approaches have also had positive impact on the performance of the company (Mean=2.85±1.47). From the findings, it was also noted that apart from aforementioned roles of training, respondents also indicated that off-the-Job training is a key employee motivation to perform (Mean=2.82±1.13) and this could the reason why some opined that on-the-Job training has resulted into fewer customer complaints at UCAA (Mean=2.67±1.11) albeit some maintained and seemed to prefer off-the-job training over on-job training in producing better results (Mean=2.73±1.17). 

The main advantage of off-the-Job training was that it gives more concentration to learning new skills and knowledge (Mean=2.54±1.51). Training is concerned with the acquisition of a body of knowledge and skills which can be applied to reading, writing and aptitude verbal and quantitative. It helps to emphasize the growth and development of personnel include creating a pool of reading materials and making available adequate replacements for personnel who learn or move up in the organizations enhancing the company’s ability to adapt to new skills and competences because of a sufficiently knowledge staff. Therefore, when the full potential of human resource is opened through training, organizations can achieve unlimited output, efficiency and effectiveness.

Verification of hypothesis

The third hypothesis was that Training aspects significantly influences the performance of UCAA. Like in the previous analyses, the third hypothesis was also tested using a Pearson correlation coefficient analysis and the results are found in Table 7.2
Table 7.2: gives Pearson’s Correlation Coefficient for the two indices; Training and Organizational performance at UCAA
	
	Training
	Organizational performance at UCAA

	Training
	Pearson Correlation
	1
	.566**

	
	Sig. (2-tailed)
	
	.000

	
	N
	294
	294

	Organizational performance at UCAA
	Pearson Correlation
	.566**
	1

	
	Sig. (2-tailed)
	.000
	

	
	N
	294
	294

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


Results from the Table 18 show the existence of a positive and significant relationship between training and overall performance of UCAA. Results obtained show a correlation coefficient of .566 with a significance value of .000, explaining the positive nature of relationship that exists between the two variables. This means that training in all its facets (whether off-the-job or on-the-job) goes a long way in improving the performance of the organization.

Regression analysis Results

The results of the bivariate analysis do not provide conclusive evidence regarding the determinants of any phenomenon, because such analysis only depicts a one-on-one relationship between two variables, whereas in reality hosts of factors play their role simultaneously. For that reason, the multiple regression analysis procedure was applied to determine how the three explanatory variables affect the dependent variable. The regression model was constructed in a way that it defines organizational performance as a function of three sets of independent variables namely: Financial Planning, Decision Making and Training. The interest was in finding the magnitude to which each of the predictor variable accounts for the dependent variable and the significance of the explanatory variables.  Results from this analysis are shown in the Table 19.

Table 7.3: Summary of the multiple regression on the influence of employee involvement practices on Organizational performance at UCAA
	
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	(Constant)
	2.729
	1.016
	
	2.687
	.008

	Financial Planning
	.155
	.044
	.158
	3.543
	.000

	Decision Making
	.461
	.048
	.523
	9.680
	.000

	Training
	.121
	.033
	.184
	3.634
	.000

	F-value =  118.134
	
	
	
	
	

	R-value =  .742
	
	
	
	
	

	R-squared = .550
	
	
	
	
	


Source: Field Data, 2021 

Results of the regression analysis in Table 19 show the value of R-squared equal to 0.742 which implies that holding other factors constant 74.2% of the overall variance in overall performance of UCAA is explained by employee involvement practices. Like in the results of the Pearson correlation, the coefficient of Financial Planning was positive (( =.155) and significant (0.000<0.05) which means that employee involvement Financial Planning has a significant role in predicting the performance of UCAA. The more involved employees are, the higher the level of perceived performance. This led to rejection of the null hypothesis that; Financial Planning does not significantly influence the performance of UCAA. In the regression analysis as indicated in the table, the coefficient of Decision Making also took a positive value (( =.461) which was also significant (.000<0.05) suggesting a significant influence of employee involvement in Decision Making on the performance of UCAA. This supports hypothesis two which stated that “staff involvement in decision making significantly influences the performance of UCAA.

When it comes to Training, it was also established that the latent variable training which was conceptualized using nine indicators has positive (( =.121) influence in predicting the organization performance. The results are consistent with correlation analysis which indicated a positive correlation exists between the two variables This effect was statistically significant (0.000<0.05) implying that the various forms of training employees are exposed to are significantly important in improving their perceptions of organizational performance using UCAA as a case study.

CHAPTER EIGHT:

HARMONIZATION BETWEEN THE INDEPENDENT AND DEPENDENT VARIABLE
Introduction 

This chapter presents the harmonization between the independent and dependent variable by carrying out a discussion of the study findings in relation to existing literature about the extent to which employee involvement practices influence organizational performance in Uganda Civil Aviation Authority. The discussion is organized according to the study objectives.
Financial planning and organizational performance 

Study findings established that financial planning has a positive and significant effect on the performance of UCAA. In the analysis, respondents who appeared to positively rate effectiveness in financial planning were also more inclined to rate the performance of the company as being good. This explains linear relationship between the independent and the dependent variable.  For example, the findings suggest that where employees are fully involved in company marketing, setting up working budgets, where management shares information with employees about company returns, working capital and the like, all have a resultant effect of ensuring increased responsiveness, efficiency, innovation, profitability among others. In the regression, the coefficient for financial planning was positive implying that a percentage increase in the level of staff involvement in financial planning measures has an effect on the performance of UCAA. The results suggest that involvement of employees in programming and budgeting system form a strong co-ordination between the staff and top management of UCAA thereby increasing the performance of this corporate organization. 

The outcomes of this empirical analysis are in line with a number of scholarly works. For example, the findings reported in this study perfectly match with the results of Komu, Cheluget & Kibe (2019) where it was established that where employee involvement was practiced in the case study of Airline “A", this involvement had a significant effect on both the employee and the organization.  The same findings are consistent with the findings of Hussein (2018) who established that financial planning ensures commitment of management and staff towards Financial Performance. For this reason, Mutune (2019) advises that financial Planning Practices require team work, since it is the adaption of the broad objectives, strategies and other plans of an organization into financial terms, so employee involvement in financial planning always results in positive results as employee matters are catered for in organizational budgets. For this to effectively work, Sivakumar (2018) advises apart from being well controlled, management should ensure that all employees are well educated especially with regard to the appropriate use of financial resources in order to guarantee the effectiveness of the general performance. Involvement of employees in financial planning goes a long way in setting the responsibility and accountability of managers to facilitate employees to convert individual goals to organizational objectives thereby enhancing the performance of the company.  

The purpose of financial planning is to determine where the firm has been, where it is now, and where it is going. It also determines deviations from the most likely outcome. It can therefore be said that the success of any business depends on the manner in which financial issues are handled and coordinated. An important function of financial planning is the coordination of the various decisions taken within an organization so that they are mutually consistent, having regard for financial aims and constraints. The exercise of this function is most clearly seen in formulating financial plans which involves merging of estimates of each department into a budget for the whole firm. Without coordination, individuals and departments would lose sight of their roles within the organization. They would begin to pursue their own interests, often at the expense of the large organizational goals. For the benefit of policy-makers, planners and controllers, whatever their concern and interest and whether they represent the aviation industry, this study provides a new picture of the role of employee involvement in financial planning and its impact on the overall performance of the Uganda’s CAA.
All in all, the research findings drawn from both theoretical perspectives and empirical investigation make this study highly relevant. It is therefore hoped that the findings of this study provide an appropriate step towards further involvement of the staff in financial planning not only in the UCAA but also other organizations more so in the post-Covid-19 period.  It’s difficult to difficult to overstate just how much the COVID-19 pandemic has devastated the aviation industry worldwide. As they look beyond the pandemic, UCAA needs to grapple with new realities and devise strategies to adapt. As new challenges to the performance of UCAA emerge calling for more stringent hygiene and safety standards, the management ought to continue paying more attention to other pre-pandemic factors that might derail the performance of the aviation industry. One of such factors as the findings have indicated is staff involvement in financial planning. Short of this, UCAA may have to borrow huge sums of money to stay afloat and cope with the effects of the pandemic. Repaying these loans is made even harder by worsening credit ratings and higher financing costs as Bouwer, Saxon and Wittkamp, (2021) articulate.

Decision making and organizational 

In this study, the aim of the second research objective rested on the premise that within the wide variety of factors and circumstances that affect the performance of UCAA, one of the key elements is staff participation in decision making. From both the results of the Pearson correlation and regression analyses, this factor was found to exert a strong influence in explaining the performance of UCAA. According to the findings, employees who participate more in deciding what happens in their work were more likely to report higher levels of organizational performance as opposed to those whose level of participation was low. Decision making measures such as involvement in setting up of work plans, goal setting, policy formulation among others had a positive impact on the performance of UCAA. 
The study finding is in line with what others studies have already established such as Cross (2019) and Bhuiyan (2017) who showed that allowing employees to participate in decision making leads to increase in motivation, job performance. The also corroborate the results of Miguel (2018) who also found out that employees’ involvement in the organizational decision-making process is important in improving performance. In the same way, the outcome of the study support Latham’s (2017) contention that the goal of participative decision making is to enable the organization engage employees through involvement and consequently achieve higher job performance. Obviously, considering the fact that guaranteeing the future viability of the airlines as one of the goals of the aviation industry, one of the critical components of effective leadership in an organization is to facilitate the attainment of organizational strategy and goals by eliciting desirable behavior from the employees. Engaging all stakeholders in the running of a business is referred to as an extended part of democracy principle in the organization. This is often referred to as industrial or workplace democracy (Davis & Lansbury, 2020). 

The results are also similar to those obtained by Odongo, Mugambi & Abayo (2019) who found labor relations having a positive role in explaining the performance of Kenya’s airline industry. The importance of staff involvement has also been echoed by Noah (2019) who indicated that employee involvement in decision making creates a sense of belonging among employees as well as a congenial environment in which management and employee’s voluntary contribute to healthy industrial relations. Therefore, an improvement in labor relations and in this context involving them in decision making is more likely to result into an increase in the performance of Uganda’s CAA. This is in view of the fact that through participative decision making, employees become motivated and their morale boosted to the attainment of organizational objectives. 

Organizations operate in an increasingly turbulent environment that comprises of internal and external forces. The internal and external environment of the firm is not statistic but keeps on changing every other time. The changes in these forces of the environment require that an organization to have effective response strategies for survival and performance (Anitha, 2019). Participative decision making is one of the innovative practices that reinforce sense of self efficacy and labor turnover by employees who might otherwise have had intentions of moving to other organizations. According to Lessing, Schepers and Valoyi (2020), there are four main decision areas in which employees desire to participate. These include: decisions about their work life; decisions about their working conditions; decisions about human resources; and decisions about corporate policy and planning. 

Although participation of employees in decision making is promoted for different reasons, productivity Bjorne & Torunn (2017) assert that participatory arrangements are mainly initiated in order to improve organizational performance. This means that lack of employee involvement in decision making is among the key factors attributed to employee dissatisfaction which leads to lack of motivation on the part of the staff in the implementation of management decisions (Lessing, Schepes, & Valoyi, 2020). For this reason, high levels of employee involvement in the decision-making process is important to motivate employees. Motivated employees can develop a sense of ownership and responsibility culture in the organization (Engelen, Flatten, Thalmann, & Brettel, 2019). Once employees developed a sense of ownership and responsibility culture, their commitment to the organization significantly improves without close supervision (Nwibere, 2017). Pinho et al. (2019) noted that employees with a sense of ownership might significantly improve performance and productivity in the organization. When employees have a sense of ownership and responsibility, they may fulfill their responsibility without close supervision and control (Denison, 1990). Organizational managers can consequently use their time to concentrate on other priorities. People focused leadership and involvement of employees in decision-making processes are thus important in establishing an effective organizational culture to improving performance in the organization (Sinha, Garg, Dhingra, & Dhall, 2016).
Training and organizational performance 

 The third objective focused on exploring the influence of training on organizational performance in Uganda Civil Aviation Authority. The outcomes of the empirical analysis revealed a positive and significant influence of training on organizational performance. This finding is consistent with the finding of Cherono (2017) who reported that the limiting factor of organization performance is inadequate training. The findings further render credence with Garg, Dar & Mishra (2018) who revealed that employee engagement in form of training plays an important role in the organization so that it is able to improve individual performance. Similarly, Johnson, Park & Bartlett (2018) also noted that the higher the employee engagement in terms of training, the better the quality of work obtained. Owing to the role in boosting performance, Muiruri, et al. (2019) suggest that organizations that provide employee training will cause the improvement in products and services, decrease of production wastage, better employee retention and employee-management relations. One of the major implications of this finding is that organizations that neither train nor develop their staff are likely to face the problems of loss of competitiveness as well as the danger of extinction.

Commenting on employee training in the aviation industry, Patrick (2000) says that the importance of training and manpower development for the successful operation and maintenance of civil aviation system is a fast paced, competitive industry that cannot be over-emphasized. Training has an important role to play in achieving the aim and objectives of any organization. Not only does training bring about changes in knowledge, skills and attitude but it also ensures that skilled managers are available to plan effectively this delivery of high-quality service.  Building a more efficient, effective and highly motivated team enhances the competitiveness of organizations’ position and improves employee morals.  Ensuring adequate human resources for expansion into new programs is another purpose of training. 

In their study, the findings of Idaya, et al (2019) also provided empirical proof for the existence of a positive correlation between training and Employees’ Performance in Malaysian Airport Service Providers. In research by Turay, Salamah & Riani (2019) training was also among the variables that had a significant influence on employee performance at the Sierra Leone airport authority.  All these suggest that organizations must ensure that their human capitals are skilled workers. 

Training is a continuous process in improving performance of the employees, thus most of the organizations tend to implement training and development in their organization in order to enhance the employees’ performance with a hope that this human resource practice will contribute to the future success of the organization. Training also shows that the organization is focusing more on the well-being of the employees by providing them opportunity to learn and sharpen their skills. For this reason, organizations must entertain and take care of their employees in order to boost up their morale and competency to do their jobs. Idaya, et al (2019) aver that one of such ways is by providing employees a good training and development programs through which employees can enhance and sharpen their skills, knowledge and abilities in order to perform better in the future. For the organization, training and development is one of the methods that they can use in order to get a return on investment. Which means they will provide training and development to the employees so that in future, the employees will bring profit to the organization. It is like a win-win situation where through training the employees can sharpen their skills and knowledge while at the same time, they can bring profit to the organization. 

It is important to note that just like no two people are born equal, equally so, is that not all employees come with the same competences within an organization. Some employees have exceptionally high ability regardless of incentives while the same cannot be said for others. However, if all employees are handled effectively, the results can be in the form of greater productivity and increased employee morale (Truong Cong, 2020).  According to Ismail (2017), namely, the selection of training methods is very influential directly on the success of the training. This is corroborated by Hasibuan (2002), namely the method of training must be based on job requirements depending on various factors, namely time, cost, amount participants, level of basic education of participants, the background of participants, and others. This means that by increasing the method of good or appropriate training will also improve the performance of the employee. Ismail (2017) however advises that to achieve effectiveness in the training the training materials themselves need to be well prepared. This training material should not deviate from the main objectives of the training and must be relevant to the needs of the organization. Poor material planning can affect the training itself, in addition to being less than optimal, there may be a lot of material that is less relevant to the needs. This means that by increasing good or appropriate training materials will also improve the performance of the employee. 

Overall, based on the results of data analysis, it was found that training variable which was an indicator of the three involvement practices has a major influence in accounting for the variations in the performance of UCAA performance

CHAPTER NINE:

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS

 Introduction


The concern of the previous chapter was on the discussion of the research findings.  In what follows, chapter nine of this study presents the summary of findings basing on the three study objectives. It also presents the conclusions and recommendations drawn for the three objectives including the areas for further research. 
Summary of findings 
The concern of the previous chapter was on the presentation, interpretation and discussion of the research findings. Three objectives were formulated. The first analyzed the effect of financial planning on organizational performance in Uganda Civil Aviation Authority. The second looked at the influence of decision making on organizational performance in UCAA. The third objective examined influence of training on organizational performance in UCAA.  In this section, attention is given to the summary, conclusions, recommendations and areas for further research. 
Summary of the study findings 
Financial planning and organizational performance 

According to the descriptive statistics, the aspects where financial involvement was highly exhibited involved: full involvement in company marketing, setting up working budgets for the different departments, sharing information with employees about company returns and workers receiving performance-related pay besides their regular payments. All these as the findings indicated made it possible for UCAA to perform well using the measures of performance explored in this research. At bivariate level of analysis, the findings revealed a positive and significant correlation (Rxy = 0.462, p-value<0.05) between financial planning and Organizational performance at UCAA. In addition, the results of Ordinary Least Squares regression also showed financial planning as being a significant predictor of overall performance of UCAA (β = .155, p-value=0.000). 

Decision-making and organizational performance 

In this sub section, attention is given to the summary of the results for the effect of employee involvement to decision making on the performance of UCAA.  In the descriptive statistics, findings showed a high level of employee involvement in decision making practices. The most important areas in which employee involvement to decision making was manifested were in relation to: open and clear employee evaluation process, setting up of work plans by personnel, setting up of work plans by personnel among others.  In both the bivariate and multivariate level of analysis, decision making was positively related with the performance of UCAA. Specifically, the results of the Pearson correlation coefficient showed a linearly positive (Rxy = .712, p-value=.000) relationship between employee involvement to decision making and performance of UCAA. These results were confirmed by the OLS regression whereby it was established that employee involvement to decision making has a positive and significant contribution (β = .461, p-value =0.000) in explaining the performance of UCAA. The implication of these results is that in order to attain high performance indicators UCAA should maintain its employee involvement to decision making.

Training and organizational performance 

In relation to the effect of UCAA’s employee involvement in training and its subsequent effect on organizational performance, the findings at the univariate level of analysis show that UCAA has in the recent years been participating in activities that are intended to improve the skills and competences of its employees by giving them the chance to its employees to go for Off-the-Job training which training has not only created less need for employee supervision but has also been a key to employee motivation, fewer customer complaints and has resulted into more concentration to learning new skills and knowledge. Participation in these and many other programs provide a good indication for the performance of UCAA which was indeed confirmed by the results of the Pearson correlation.  At bivariate level of analysis, the results of the Pearson correlation showed a positive relationship between UCAA’s employee involvement in training and subsequent performance (Rxy = .566, p-value<0.05). In the results of the regression, it was found out that this explanatory variable was significantly important in predicting the performance of the UCAA (β =.121, p-value =0.000). By implication, the findings suggest that using UCAA as a case study, employee involvement in training is one of the most important parameters that differentiate employees with higher performance from those whose performance is unsatisfactory. In short, organizations which are consistently involved in taking part in various forms of employee training aspects benefit from these training programs as they play a key role in fostering organizational performance. 
Conclusions 

The conclusions contained in this section are a result of a synthesis of the findings drawn from chapters four, five, six and seven and are supported by several empirical studies within the literature presented in the second chapter. The study used a descriptive case study design. The sample size of this study comprised of 294 employees of UCAA responded to questionnaires scored on a 5-point Likert scale. The main statistical techniques used included a Pearson correlation and Multiple regression analysis of primary data and the analysis was done using SPSS. The results indicate the significance of all the three involvement practices on the performance of UCAA.
Overall, the results of the regression revealed that 74.2 % of the variations in the performance of UCAA can explained by employee involvement in financial planning, training and decision making while the remaining percentage could be attributed to factors beyond the scope of the study. With an R-squared of 0.742, this means that 74.2% of variation in the dependent variable was due to independent variables while 23.8% are due to error term, chance or unexplained. The F-Statistics of 118.134 was significant (p<0.05). Thus, the three independent variables in the model influence the dependent variable at 74.2% at a level of significance of 5%. More specific analysis of involvement practices and performance using OLS showed that among the three explanatory variables, it was decision making which had the highest contribution to performance as indicated by the highest value of the standardized coefficient (β = .523, p-value =.000) followed by Training (β =.184, p-value =.000) and then financial involvement (β =.158, p-value =.000). On the basis of these findings, it was concluded that:

1. Financial planning has a significantly positive effect on organizational performance in Uganda Civil Aviation Authority, Entebbe.

2. Decision making significantly influences organizational performance in Uganda Civil Aviation Authority, Entebbe.

3. Training significantly influences organizational performance in Uganda Civil Aviation Authority, Entebbe.
Study recommendations
The study suggests that financial information must be communicated in such a way that all employees no matter the level are made aware of what is going on in the organization at any particular point in time.

The study recommends that UCAA should put more attention on decision making and training to ensure enhanced and collaborative effort in performance. 
The study suggests that the human resource department at Uganda Civil aviation authority should come up with good human resource policies to increase staff involvement in decision making. 
The study also suggests that UCAA should focus more on investing in regular staff training in order to improve and develop human capability. This will ensure that employees focus their attention to the mission and vision of the organization. 
Areas for further research
· More research is needed to test whether these findings also hold for other corporate organizations with a purpose of checking whether the effects of employee involvement practices also hold in those organizations. 
· Another follow up to this research can be done by increasing the sample to other corporate organizations with a goal of making the study even more representative. 
· A design that varies on the degree of data series for more years, will provide more insights on the influence of employee involvement practices on the outcome variable organizational performance. 
· Other researchers should focus on panel analysis over several years to determine whether the findings could change or consistently validate the current findings across other organizations. 
· Future research can also focus on the effect of macroeconomic variables on financial performance of civil aviation authority using variables such as ROI, ROA, ROE among others
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APPENDIX I

SELF ADMINISTERED QUESTIONNAIRE FOR UCAA STAFF

Dear Sir/Madam,

I am a student at Nkumba University pursing a degree of Master in Business Administration. I am carrying out an academic study about Employee involvement practices and organizational performance in Uganda: a case of Uganda Civil Aviation Authority, Entebbe. You have been selected as one of the participants for this study, but participation is voluntary.  All responses given shall be “strictly confidential”. So please, answer the questions to the best of your knowledge, accurately and without any fear. The information you give is very important for both National planning and scientific business research.
Thank you.

Yours faithfully,

Kyarisiima Anne

SECTION A: BACKGROUND INFORMATION

1. Gender

a) Male
                         b) Female

2. Age bracket of the respondent

a) 20-29           b) 30-39          c) 40-49           d) 50-59          e) 60 and above

3. Level of Education

a) Certificate              b) Diploma           c) Degree                d)  Masters   

e) Others specify………………………………………..

4. Department

a) DHRA
b) DSSER
c) DF
d) DANS

e) DAAS
5. Working experience at Uganda Civil Aviation Authority of Uganda.

a) 0-2 years             b) 3-5 years              c) 6-8 years              d) above 9 years

For Sections B, C, D and E; simply put a tick in the box to indicate your appropriate response where: 1 = strongly disagree; 2 = Disagree; 3 = Not sure; 4 = Agree and 5 = strongly Agree

SECTION B: Examining financial planning and organizational performance in Uganda, a case of UCAA.

	No.
	Test Item
	1
	2
	3
	4
	5

	6.
	Employee participation in financial planning has fostered customer satisfaction within the company.
	
	
	
	
	

	7.
	Adoption of employee suggestions on company expenditure by management has improved personnel performance.
	
	
	
	
	

	8.
	Setting up working budgets for the different departments by personnel has enhanced efficiency at UCAA.
	
	
	
	
	

	9.
	Sharing information with employees about company returns is a key and it has promoted employee performance.
	
	
	
	
	

	10.
	At UCAA employees get information about the Company cash flows.
	
	
	
	
	

	11.
	I am involved in the determination of my individual incentives provided in the organization
	
	
	
	
	

	12.
	Workers at UCAA receive performance-related pay besides their regular payments
	
	
	
	
	

	13.
	Employees at UCAA are fully involved in company marketing
	
	
	
	
	

	14.
	UCAA Management shares information about the Company working the capital and this has promoted employee confidence
	
	
	
	
	


SECTION C: Examining decision making and organizational performance in Uganda, a case of UCAA.
	No.
	Test Item
	1
	2
	3
	4
	5

	15.
	Involving personnel in policy formulation has enhanced company performance.
	
	
	
	
	

	16.
	Employee engagement in policy matters boots their working morale.
	
	
	
	
	

	17.
	Open and clear employee evaluation process is useful in promoting worker performance in a company. 
	
	
	
	
	

	18.
	Remuneration is an important employee performance factor and hence employee involvement is very fundamental.
	
	
	
	
	

	19.
	Improved remunerations mean improved employee performance.
	
	
	
	
	

	20.
	Goal setting by employees has enhanced their performance at UCAA.
	
	
	
	
	

	21.
	Setting up of work plans by personnel has enhanced efficiency within UCAA.
	
	
	
	
	

	22.
	Free exercising of employee rights exists at UCAA and this has improved work performance.
	
	
	
	
	


SECTION D: Examining training and organizational performance in Uganda, a case of UCAA.

	No.
	Test Item
	1
	2
	3
	4
	5

	23.
	On-the-Job training has reduced staff turnover at UCAA.
	
	
	
	
	

	24.
	On-the-Job training has resulted into fewer customer complaints at UCAA.
	
	
	
	
	

	25.
	On-the-Job training at UCAA has created less need for employee supervision, but with increased worker output
	
	
	
	
	

	26.
	UCAA has always given chance to its employees to go for Off-the-Job training and this has resulted in a positive impact
	
	
	
	
	

	27.
	Off-the-Job training is good because it gives more concentration to learning new skills and knowledge
	
	
	
	
	

	28.
	Off-the-Job training is a key employee motivation to performance
	
	
	
	
	

	29.
	Off-the-Job training has better results than On-the-Job training
	
	
	
	
	

	30.
	Off-the-Job training improves employee work behaviour
	
	
	
	
	

	31.
	Both of these training approaches have been practiced here at UCAA and have had positive impact to company performance.
	
	
	
	
	


SECTION E: Organizational performance at UCAA
	No.
	Test Item
	1
	2
	3
	4
	5

	32.
	There is a reduction in number of complaints by customer.
	
	
	
	
	

	33.
	There is increased responsiveness within the company.
	
	
	
	
	

	34.
	There is increased efficiency within UCAA
	
	
	
	
	

	35.
	I can ably say that, there are timely services at UCAA resulting from involving employees in company management.
	
	
	
	
	

	36.
	There is innovation at UCAA which has improved work quality
	
	
	
	
	

	37.
	As a result of employee involvement practices, UCAA is experiencing increased profitability.
	
	
	
	
	

	38.
	Customer-related matters are always addressed and this has improved the Company name.
	
	
	
	
	


Thanks for your cooperation.

APPENDIX II

INTERVIEW GUIDE

Financial planning and performance public entities
1. As top management of the Company how have you involved employees in financial planning, and do you think this has fostered our customer satisfaction?

2. As top management, have you always allowed employees to make suggestions on company expenditure?

3. How do you share information about Company cash flows with other employees in other departments and do you feel this improves employee satisfaction and performance?

4. What is your view about management sharing information about the Company working the capital with other employees’ confidence?

Decision making and performance public entities
1. What is your take on involving personnel in policy formulation, do you think this enhances company performance?

2. As a manager, do you think it is helpful to involve employees to discuss issues about their remuneration, how can this improve employee performance?

Training and performance of public entities
1. What do you say about on-the-Job and off-the-Job employee training, which one would you recommend in line with improving company performance and why?
Organizational performance at UCAA

1. What is your general comment about the performance of your organization at large?

APPENDIX III

SAMPLE SIZE DETERMINATION

Sample size was determined basing on Krejcie, R. V. & Morgan, D. W. (1970) as reflected in Table 3.2 below;
Table 3.2: Minimum Sample size (95% confidence level, +/- 5% margin of error)

	Population size
	Sample size
	Population size
	Sample size

	10
	10
	550
	226

	20
	19
	600
	234

	40
	36
	700
	248

	50
	44
	800
	260

	75
	63
	900
	269

	100
	80
	1000
	278

	150
	108
	1200
	291

	200
	132
	1300
	297

	250
	152
	1500
	306

	300
	169
	3000
	341

	350
	184
	6000
	361

	400
	196
	9000
	368

	450
	207
	50000
	381

	500
	217
	100000+
	385


Source: Krejcie, R. V. & Morgan, D. W. (1970) 

According to Sarantakos, (2005) an easy-to-use sample size table is offered to facilitate sample size determination.
Employee Involvement Practices (I.V)





Organizational Performance (D.V)


Customer satisfaction


Profitability


Timeliness 


Innovation 


Work quality





Financial planning 


Working capital


Marketing


Cash flow


Returns


Expenditure





Decision Making


Policy formulation


Employee evaluation


Remuneration














Employee Training


On-the-Job training 


Off-the-Job training 

















Extraneous variables


Working environment


Technology levels


Bureaucracy


Employee attitude

















.…………………………………………………… ……………………………….(3.2)
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