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ABSTRACT

Thisresearchstudyinvestigatestherelationshipbetweenperformancemanagement

systemsandorganizationalperformanceinthefastfoodindustry.Ithasbeennoted

thatdespitetheprevalenceofmodernperformancemanagementsystems,manyfirms

inthefastfoodindustrystillfacedrisksofclosureandstrugglesintheircorporate

performance.Datawascollectedfrom asample130employeesfrom 13differentfast

foodhotels,restaurants,andothereateriesinHarare.Thestudyutilizesamixed-

methodsapproach,combiningquantitativedataanalysisfrom surveyquestionnaires

andqualitativedataanalysisfrom interviews.Thelastchapterofthisstudypresentsthe

researchfindings,conclusions,andrecommendations.Theanalysisofquantitativedata

reveals thatgoalsetting,performance measurementand feedback,training and

development,andrewardsandrecognitionaresignificantlyassociatedwithimproved

organizationalperformance.Thesefindingsarefurthersupported bythethematic

analysisofqualitativedata,whichemphasizestheimportanceofcleargoalsetting,

regularfeedback,trainingandgrowthopportunities,andfairrewardsandrecognition

systems.Basedontheresearchfindings,recommendationsareprovidedforcompanies

aiming to enhance their business performance through effective performance

managementsystems.Theserecommendationsincludeinvestinginthedevelopment

and implementation ofeffectivesystems,aligning them with corporategoalsand

targets,providingregularandconstructivefeedbacktoemployees,offeringcareer-

alignedtraininganddevelopmentopportunities,andensuringfairandequitablerewards

andrecognition.WhilethisstudyfocusesonthefastfoodindustryinHarare,Zimbabwe,

itsuggestsfurtherresearchtobeconductednationallyandcross-industrytodrawmore

comprehensiveconclusions.Additionally,exploringfactorsfacilitatingandimpedingthe

successfulimplementation ofperformance managementsystems in Zimbabwean

organizationsisrecommendedforfuturestudies.
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CHAPTERI

INTRODUCTION

1.1Backgroundofthestudy

PerformanceManagementSystems(PMS)arecrucialprocessesandpracticesthat

organizationsimplementtoidentify,evaluate,andassessperformanceandresultsin

relationtostrategicgoalsandobjectives(Moullin,2017).Thesesystemsplayavital

roleindrivingbusinesssuccess,performance,andgoalachievementinthefastfood

industry,whichishighlysensitivetocompetition,consumerpreferences,anddynamic

changesinthebusinessenvironment.

Inthefastfoodindustry,aneffectivePMSensuresthatemployees,managers,and

ownersaretakingessentialactionstomeetorganizationaloverallgoalsandobjectives

(Sales,2019).Whilefinancialandproductivityperformancehastraditionallybeenthe

focus,PMShaveevolvedtoencompasseffectiveness,efficiency,customersatisfaction,

employeesatisfaction,quality,andinnovation(Mohammad,2018).

Thesuccessorfailureofacompanyheavilyreliesontheproficiencyofmanagementin

evaluatingperformance(RazackandUphadya,n.d).Poorperformancemanagement

practicescan lead to difficultiesin handling poorperformanceand mayresultin

misleadingindicationsofsuccess.Therefore,itiscrucialtohaveeffectiveperformance

managementsystemsinplacetodrivebusinesssuccessandgoalachievement.

Inthepresenthighlycompetitiveandever-changingbusinesslandscape,organizations

acknowledge the importance ofPerformance ManagementPractices (PMPs)in

improvingemployeeproductivity,aligningindividualandorganizationalobjectives,and

promotingacultureofongoingenhancement(KaupaandAtiku,2020).Thesepractices

includegoal-setting,performancemeasurement,feedback,anddevelopmentplanning.

Although previous research has investigated the influence ofPMS on workers'



2

performanceandmotivation,furtherresearchisneededtoexaminetheireffecton

overallbusiness performance outcomes in the fastfood industry.Mostexisting

researchhasfocusedonindividual-leveloutcomes,suchasemployeeengagementand

jobsatisfaction,withlimitedattentiongiventothebroaderorganizationalimpactof

these systems.Additionally,there is a lack ofstudies examining the contextof

performancemanagementinthefastfoodbusinessenvironmentofZimbabwe.

Therefore,future research should considerthe specific effects ofperformance

managementsystemsonoverallbusinessperformanceinthefastfoodindustry(Kaupa

&Atiku,2020).Thisresearchshouldalsotakeintoaccounttheuniquechallengesand

opportunitiespresentinthefastfoodbusinessenvironmentofZimbabwe.Bygaininga

deeperunderstandingoftheimpactofPMSonorganizationaloutcomes,fastfood

businesses can enhance theirperformance,competitiveness,and success in this

dynamicindustry.

1.2Statementoftheproblem

The success ofa business goes beyond justmaking profits oroutperforming

competitors.Itrequires firms to continuously adapttheirstrategies,plans,and

managementapproachtokeeppacewiththeever-evolvingmarketchanges.Inthefast-

foodindustry,significantdynamicshaveemerged,compellingorganizationstoalign

themselveswithnew industrydemands.Regrettably,numerouslodging,eatery,and

othernourishmentoutletsinthissector,includingKingdom Hotel,IconicZimbabwe,

Kelly'sChicken,aswellascertainbranchesand unitsofAfricanSunHotelsand

Rainbow Tourism Group,have encountered substantialchallenges and faced the

imminentthreatofclosuredueto theirinabilityto swiftlyadapt.Thisstruggleis

exacerbatedbythepresenceofinadequateperformancemanagementsystems,which

havecontributedto theoverallriskofclosureforthesebusinesses.Recentaudit

opinionsfrom leadingcompaniesinthefast-foodindustry,suchasSimbisaBrands

Zimbabwe,African Sun,and Rainbow Tourism Group,have revealed material

misstatementsornon-complianceissues,indicatingpoorperformanceortheabsence

ofeffectiveperformancemanagementsystems.

Thisdissertationaimstoaddressthesecriticalresearchgapsbyinvestigatingthe
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effects of Performance Management Systems (PMS) on the overallbusiness

performance ofZimbabwean firms.Specifically,the research willanalyze how

performance management practices, including goal alignment, performance

measurement,feedbacksystems,strategies,andemployeedevelopment,contributeto

enhancing organizationaleffectiveness,profitability,and establishing a sustainable

competitiveadvantage.Byexploringtheconnectionbetweenperformancemanagement

systems and business performance,this research willoffervaluable insights for

organizations in Zimbabwe seeking to optimize theirperformance management

practices.

1.3ResearchObjectives

1.To evaluatetheexistingperformancemanagementsystemsinorganizationsin

Zimbabwe.Thisincludesanalyzingthelevelofalignmentwithorganizationalgoals,the

methodsusedformeasuringperformance,andthemechanismsforprovidingfeedback.

2.Toexplorethecorrelationbetweenperformancemanagementsystemsandkey

indicators ofbusiness performance.This includes examining how performance

managementsystems impactfinancialperformance,customersatisfaction,and

employeeproductivity.

3.Toidentifythefactorsthateitherfacilitateorimpedethesuccessfulexecutionof

PMSinZimbabweanorganizations.

4.Toproposerecommendationsandstrategiesforenhancingtheeffectivenessof

PMPsinordertoenhancebusinessperformanceinZimbabweanorganizations.

1.4ResearchQuestions

1.Whatperformancemanagementsystemsarecurrentlyutilized inthefastfood

industryinZimbabwe?

2.How do performance management systems influence the overallbusiness

performanceoffastfoodestablishmentsinZimbabwe?

3. What are the primary obstacles encountered when implementing efficient

performancemanagementsystemsinthefastfoodindustryinZimbabwe?
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4.Whatstrategiescanbeemployedtoenhancetheperformancemanagementsystems

andbolsterorganizationalperformancewithintheFFIinZimbabwe?

1.5SignificanceoftheStudy

Theresultsofthisresearchhavesignificantimplicationsforvariousstakeholders,

includingtheindustryitself,students,policymakers,andtheuniversity.Let'sexplorethe

significanceofthisresearchinmoredetail:

1.5.1FastFoodIndustry:

Thefastfoodindustryoperatesinahighlycompetitiveandfast-pacedenvironment,

facing unique challenges.Byexamining the impactofperformance management

systemsonbusinessperformance,thisresearchprovidesvaluableinsightsforfast

foodcompaniestoenhancetheiroperationalefficiency,improvecustomersatisfaction,

andachieveoverallbusinesssuccess.Thefindingscanguideindustrypractitionersin

designingandimplementingeffectiveperformancemanagementpracticesthatare

specificallytailoredtotheneedsofthefastfoodsector.Ultimately,thiscontributesto

thegrowthandsustainabilityoftheindustry,leadingtoincreasedcontributionstothe

country'sGDP.

1.5.2Students:

The projectdescribed here serves to enhance the understanding ofperformance

managementsystemsforresearchers,complementingtheirtheoreticalknowledgewith

practicalaspects.Thisstudyalsooffersstudentspursuingcareersinthefastfood

industryorrelatedfieldsadeeperunderstandingofhow performancemanagement

systemsimpactbusinessperformance.Byprovidingvaluableknowledgeandinsights,

thestudyenablesstudentstomakeinformeddecisionsanddevelopeffectivestrategies

toenhanceorganizationalperformance.Moreover,thisresearchcontributestothe

existingbodyofknowledgeinthefieldofperformancemanagement,makingita

valuableresourceforfuturescholarlyresearchandacademicpursuits.

1.5.3PolicyMakers:

Policymakers and regulatorybodies playa crucialrole in shaping the business

environmentand promoting bestpractices within industries.The findings ofthis
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research projectcan inform policymakersaboutthesignificanceofperformance

managementsystems in the fastfood industry.This knowledge can guide the

developmentofpoliciesandguidelinesthatencourageorganizationstoimplement

robustperformancemanagementpractices,leadingtoimprovedbusinessperformance,

employeesatisfaction,andcustomerexperiences.Policymakerscanutilizethestudy's

recommendations to fostera supportive environmentforthe fastfood industry,

ultimatelybenefitingtheeconomyasawhole.

1.5.4BinduraUniversity:

Thesignificanceofthisresearchextendstotheuniversityitself,asitcontributestothe

institution'sacademicreputationbyexpandingtheknowledgebaseofperformance

managementanditseffectonbusinessperformance.Byconductingrelevantand

impactfulresearch,theuniversitydemonstratesitscommitmenttoaddressingreal-

worldchallenges.Additionally,thefindingsofthisstudycanbeutilizedincurriculum

development,allowing the university to offerstudents up-to-date and practical

knowledge in the area ofperformance managementsystems.This enhances the

educationalexperienceofstudentsandincreasestheiremployabilityinthefastfood

industryandrelatedsectors.Overall,theresearchnotonlybenefitstheacademic

communitybutalsostrengthenstheuniversity'sstandinganditsabilitytoprovide

valuableeducationandtrainingtoitsstudents.

1.6AssumptionsoftheStudy:

1.Ensuringthepresenceandimplementationofperformancemanagementsystemsin

thefastfoodorganizationsunderexamination.Itisassumedthattheseorganizations

havediligentlyestablishedandpracticedperformancemanagementsystems,andtheir

employeesarewell-versedinandactivelyparticipateinthesesystems.

2.Trustingthereliabilityandauthenticityofthedatagatheredfrom theparticipants,

whichincludebothemployeesandmanagers.Thestudyassumesthattheinformation

collectedaccuratelyreflectstheirgenuineperceptionsandexperiencesconcerning

performancemanagementsystemsandtheoverallbusinessperformance.
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1.7Delimitations:

1.7.1 GeographicalDelimitation:Thisinvestigationparticularlyfocusesonthefast

foodssectorinZimbabwe.Thus,thediscoveriesmightnotbeimmediatelyrelevantto

nourishmentbusinesses in othernations orareas.This is due to the potential

divergenceincultural,regulatory,andmarket-relatedelementsacrossdiverselocations.

1.7.2OrganizationalSizeandType:Thestudyfocusesonaparticularsegmentorsize

offastfoodorganizations,suchasmultinationalchainsorlocalestablishments.Asa

result,thefindingsmaynotfullyrepresentthediverserangeoforganizationalsizesor

typeswithinthefastfoodindustry.

1.7.3TimeConstraints:Thestudyisconductedwithinaspecifiedtimeframe,which

meansthatthefindingsmaybelimitedtothatparticularperiod.Anychangesinthe

industry,marketconditions,orperformancemanagementpracticesthatoccurafterthe

studymaynotbecapturedinthefindings.

1.8Limitations:

Thestudyhasmayhavethefollowinglimitations.

1.8.1Samplesizeandgeneralizability:Theresearchmaybelimitedbythesamplesize

andthespecificfastfoodorganizationsincludedinthestudy.Therefore,thefindings

maynotbegeneralizabletotheentirefastfoodindustryorotherindustries.Thisis

becausethestudyinvolvesalimitednumberofparticipantsorspecificcharacteristics

oftheselectedorganizations.

1.8.2 Self-reportbias:The reliance on self-reported information from respondents

introducesthepossibilityofresponsebiasorsocialdesirabilitybias.Thismeansthat

respondentsmightofferreactionsthattheybelievearesociallyacceptableorthatalign

withtheirownperceivedexpectationsortheresearcher'sobjectives.Asaresult,the

accuracyandvalidityofthefindingsmaybeinfluenced.

1.8.3Causality:Althoughtheinvestigationexplorestheassociationbetweenexecution

managementsystemsandhow businessesperform,itmaynotestablishacausal
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relationshipduetothecross-sectionalnatureoftheresearchdesign.Otherunmeasured

factorsorvariablescouldpossiblyimpacttheobservedrelationships.

1.8.4 Exogenous factors:The examination maynotcompletelyconsiderexternal

elementsthatcouldinfluencebusinessexecution,forexample,economicfluctuations,

industrypatterns,orcompetitivedynamics.Thesefactorscouldautonomouslyimpact

business execution,regardless of the execution management systems under

investigation.

1.8.5ResearchBias:Theresearcher'sownbiases,perspectives,orexperiencesmay

influencethedesign,datacollection,analysis,andinterpretationofthestudy.However,

effortswillbemadetomitigatebiasthroughrigorousresearchmethodsandtheuseof

triangulationofdata.

1.9Abbreviations

PM:PerformanceManagement

PMS:PerformanceManagementSystems

PMP:PerformanceManagementPractices

FFI:FastFoodsIndustry

PMF:PerformanceMeasurementandFeedback

RR:RewardsandRecognition

TD:TrainingandDevelopment

FP:FinancialPerformance

OE:OperationalEfficiency

EMYA:EmployeeoftheMonth/YearAwards

PEA:PerformanceEvaluationAccuracy
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MBR:Merit-BasedRaises

NMR:Non-MonetaryRecognition

1.10DefinitionofTerms

i. Performance management:is a systematic process involving planning,

monitoring, and evaluation of individual, team and organizational

performance to ensure effective achievementofgoals and objectives

(Aguinis, 2019), encompassing various activities like goal setting,

performancemeasurement,performancefeedback,traininganddevelopment,

andrewardandrecognitionprograms.

ii. Performancemeasurement:isaprocesswhichinvolvesquantificationand

evaluationofindividual,team ororganizationalperformanceusingvarious

distinctmetricsandindicators(ChenandCheng,2012).

iii. Operationalefficiency:isanorganization’sabilitytomaximizeoutputwhilst

minimizingwastethrougheffectiveresourceutilization(Slacketal.,2019)

involvingoptimizationofprocesses,redundanciesreduction,andstreamlining

operationstoachievehigherproductivity,betterquality,andenhancedoverall

performance.

iv. Performanceevaluation:AsdefinedbyDeNisiandMurphy(2017),itisa

systematicprocessthatassessandjudgeperformanceagainstestablished

criteria.

v. Employeeproductivity:isdefinedasthelevelofoutputorworkcompletedby

anemployee(Beltran-Martinetal.,2018).

1.11ChapterSummary

Thischaptercomprisedofthebackgroundofthestudy,statementoftheproblem,

researchquestionsandobjectives,significanceofthestudy,limitationsofthestudy,

abbreviationsanddefinitionofterms.Thefollowingchapterfocusesonthereview of

theliteraturerelatedtothestudy.
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CHAPTERII

LITERATUREREVIEW

2.1Introduction

Thisliteraturereview seekstoinvestigatetheinfluenceofperformancemanagement

systemsondifferentfacetsofbusinessperformance,suchasemployeeproductivity,

organizationalefficiency,andfinancialresults.Itunderscoresthesignificantrolethat

performancemanagementsystemsplayinimprovingorganizationaleffectivenessand

overallbusinessperformance.Clearperformanceexpectations,coachingandfeedback,

identificationofareasfordevelopment,andgoalalignmentbetweenthecompanyand

theindividualareallincludedintothesesystems.ByexploringtheimpactofPMSon

diversedimensionsofbusinessperformance,thisreviewaimstocontributetoadeeper

understandingofhow organizationscanleveragethesesystemsto optimizetheir

operationsandachievesustainablegrowth.

2.2TheoreticalLiterature

2.2.1BalancedScorecard

Thisframeworkwasdevelopedintheearly1990sbyRobertKaplanandDavidNortonas

astrategicperformanceevaluationmodel.Itservesasavaluabletoolfororganizations

in translating theirstrategic directives into a complementarysetofperformance

indicators.Theframeworktakesintoaccountfourfundamentalperspectives:internal

processes,financial,customer,andinnovationandgrowth.

Unlike traditionalapproaches thatsolely rely on monetary factors,the Balanced

Scorecardpromotesacomprehensiveapproachbyintegratingnon-financialmetrics.

Thisallowsorganizationstocapturevariousaspectsoforganizationalachievement.

Thecustomerperspectivefocusesonmetricsrelatedtoclientsatisfactionandloyalty

levels,providing insights into the organization's ability to meetcustomerneeds

effectively. The internalprocesses view recognizes the vitalprocedures and

benchmarksthatcontribute to overallorganizationalsuccess.The innovation and

growthperspectiveevaluatesthecompany'scapacitytodevelopandutilizeitshuman
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resources, technology, and infrastructure effectively, fostering innovation and

sustainablegrowth.

ByimplementingtheBalancedScorecard,organizationscansynchronizetheirstrategic

objectiveswithkeyperformanceindicators(KPIs)andregularlytracktheirprogress

towardsachievingtheirtargets.Thisapproachprovidesawell-roundedassessmentof

performanceacrossmultipledimensions,enablingorganizationstomakeinformed

decisionsandimplementnecessaryadjustmentstoimproveoverallperformance.

2.2.2ManagementbyObjectives(MBO)

ManagementByObjectives(MBO)isaresults-orientedprocessthataimstoestablish

objectivesto align behaviors,intentions,and effortswith theattainmentofthese

objectives.Itrequiresmanagementandemployeestocometoaconsensusonthe

objectives they willcollectively work towards (Karkara,2022).Through MBO,

organizations establish goals,monitoring and controlmechanisms,as wellas

performance evaluation criteria and models.This creates a feedback loop that

culminatesintheappraisalprocess.

TheunderlyingprincipleofMBO theoryisthatemployeesaremoreproductiveand

motivated when they are engaged and fully apprehending their duties and

responsibilities.Whenemployeesareactivelyinvolvedinsettingtheirobjectivesand

have a clearunderstanding oftheirrole in achieving them,theyfeela sense of

ownership and accountability (Karkara,2022).This increased engagement and

understanding can lead to improved performance and job satisfaction among

employees.

2.2.3GoalSettingTheory

ItwasproposedbyEdwinLockeandGaryLatham in1979.Itisatheoreticalframework

thatemphasizesthe impactofspecificand challenging goalson motivation and

performance(LockeandLatham,1979).Accordingtothistheory,individualswhoare

providedwithclear,specific,andchallenginggoalsaremorelikelytobemotivatedand

achievehigherlevelsofperformance
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Thecentralideabehindthistheoryisthatsettinggoalsprovidesindividualswithaclear

directionandfocusfortheirefforts.Whengoalsarespecific,theyprovideclarityon

whatneedstobeaccomplished,leavinglittleroom forambiguity.Additionally,when

goalsarechallenging,theypushindividualstoexertmoreeffortandengageinstrategic

problem-solvingtoattainthedesiredoutcomes.

Thetheorysuggeststhatsettingspecificandchallenginggoalsincreasesmotivationby

creatingasenseofurgency,commitment,andpersonalresponsibility.Whengoalsare

specific,theyprovideameasurabletarget,allowingindividualstomonitortheirprogress

andexperienceasenseofachievementuponaccomplishingthem.Challenginggoals,

ontheotherhand,inspireindividualstostretchtheircapabilitiesandtapintotheir

potential.

Toapplythistheoryinaperformancemanagementcontext,companiesneedtoprovide

workerswithclearandspecifictargetsthatalignwiththeirrolesandresponsibilities.

Thesegoalsshouldbechallengingenoughtomotivateindividualstostriveforhigher

levelsofperformancebutstillattainablewitheffortandcommitment.

Furthermore,regularfeedbackandprogressmonitoringcanfacilitategoalattainment

andprovideindividualswithasenseofaccountability.Bycoordinatingindividualtargets

withcompanyobjectives,firmscancultivateaperformance-drivenculturethatfosters

motivationandenhancesoverallperformance.

2.2.4360-degreePerformancetheory

Thisisanapproachthatincorporatesreviewsfrom multiplesources,ratherthansolely

depending on evaluations from a single supervisor.The underlying idea is that

compilingviewpointsfrom diversesourcesallowsforamorecompleteandprecise

evaluationofanemployee’swork(JonesandSmith,2021).

Accordingtothisfeedbackprocess,informationisgatheredfrom differentindividuals

who have regularinteractions with the employee,including theirmanager,peers,

subordinates,and sometimes even externalstakeholders.Each person provides

feedbackbasedontheirobservationsandexperiencesworkingwiththeemployee.This

multi-sourcefeedbackallowsforabroaderandmorebalancedassessmentofthe
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employee'sstrengths,weaknesses,andareasforimprovement.Toconducta360-

degree feedback process,professionals typically use a combination ofsurveys,

questionnaires,and interviews.The collected data is then compared with the

employee's self-assessmentoftheirwork and progress towards theirgoals.By

comparingself-perceptionwithexternalfeedback,employeesgaininsightsintohow

theyareperceivedbyothersandcanidentifyareasfordevelopment.Afterthefeedback

is collected and analyzed,managers provide a written reportto the employee,

summarizingthefeedbackreceivedandofferingsuggestionsforimprovement.This

reportservesasabasisforperformancediscussionsandgoal-settingfortheupcoming

period.

The360-degreefeedbackperformancemanagementtheoryaimstoprovideamore

holisticand unbiased assessmentofanemployee'sperformancebyincorporating

multipleperspectives.Itencouragesself-reflection,fostersacultureofcontinuous

improvement,andpromotesopenandhonestcommunicationwithintheorganization

asstatedbyChenandLee(2022).Whilethe360-degreefeedbackprocesscanbea

valuable toolforperformance management,itis importantto ensure thatitis

implemented effectively (Jones and Smith,2021).This includes providing clear

instructions,maintainingconfidentiality,andensuringthatfeedbackisconstructiveand

focusedongrowthratherthancriticism.

2.2.5LearningCurveTheory

Thisisaperformancemanagementconceptthatencompassesseveralkeyareas,

including skilldevelopment,performance expectations,performance evaluation,

feedbackand continuous improvement,and resource allocation and workdesign.

Incorporatingthistheoryintoperformancemanagementcanhavevariousbenefitsfor

organizationsandemployeesalike(Johnsonetal.,2019).
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2.2.5.1SkillDevelopment:Thetheorysuggeststhatindividualsbecomemoreproficient

andefficientinperformingataskastheygainexperienceandpractice.Inperformance

management,organizations can leverage this theory to supportemployees'skill

development.Byrecognizing thatperformancetendsto improveovertimeasan

employeeprogressesalong thelearning curve,organizationscan providetraining,

coaching,andresourcestofacilitatelearningandaccelerateperformanceimprovement

(SmithandAnderson,2020).

2.2.5.2PerformanceExpectations:thetheoryalsoinformsperformanceexpectations

andgoal-setting.Whenemployeesstartanew taskorjob,theirperformancemay

initiallybelowerduetothelearningcurveeffect.AdamsandClark(2022)suggested

thatcompaniesshouldconsiderandprovideemployeeswithsufficienttime,training

andsupportresourcesneededtoadapttochanges,overcomelearningchallengesand

achieveoptimaleffectiveness.

2.2.5.3PerformanceEvaluation:Thetheorycaninfluencehowperformanceisevaluated

and assessed.Instead ofsolely focusing on short-term performance outcomes,

performancemanagementsystemscantakeintoaccountthelearningcurveeffectand

considerthe progress made overtime.This mayinvolve evaluating performance

againstindividualimprovementtrajectoriesorbenchmarkingagainstindustrystandards

andbestpractices(SmithandAnderson,2020).

2.2.5.4FeedbackandContinuousImprovement:thetheoryemphasizestheimportance

offeedbackandlearningfrom experiencetoimproveperformance.Thefindingsof

Brown and Jones (2021) revealed that,in performance management,offering

supportiveandcorrectivefeedback,includingstrengthsandregionsfordevelopment,

aidsstaffapprehendtheirprogressalongthelearningcurveandidentifyareasfor

improvement.Feedbackcan also beused to encouragea growth mindsetand a

continuouslearningorientation,fosteringacultureofongoingimprovement.
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2.2.5.5ResourceAllocationandWorkDesign:Thetheorycanguideresourceallocation

and workdesign decisions.Organizationscan strategicallydistributeresourcesto

supportemployeesinovercominginitialchallengesandacceleratinglearning.Theycan

alsostructurejobtasksandassignmentsinawaythatallowsemployeestogradually

buildtheirskillsandknowledge,optimizingthelearningcurveeffect(Johnsonetal.,

2019).

ByconsideringtheLearningCurveTheoryinperformancemanagement,organizations

can support employees in their skill development,set realistic performance

expectations,provideeffectivefeedback,andcreateanenvironmentthatpromotes

continuous improvement,leading to enhanced execution outcomes and overall

organizationalsuccess(BrownandJones,2021).

2.2.6HierarchyofNeedsbyAbraham Maslow

Accordingtothishypothesis,people’smotivationandbehavioraredeterminedbya

hierarchyofneeds.Maslowsuggestedthattherearefive(5)categoriesofhumanneeds

thatmustbemet.Thelowestneedsarebasicthingsourbodyrequirestosurvivelike

food,waterandshelter(Maslow,1943).Oncethesearetakencareof,thenextsetof

needsareaboutfeelingsecureandsafe.Abovethataresocialneedswhereoneseek

relationshipandconnectionwithothers.Esteem needslikethedesireforrespectand

achievementfollow.Thehighestlevelneedisfulfillingone’sfullpotentialwhichMaslow

calledself-actualization.Peopleworktosatisfylowerneedsfirstbeforefocusingon

developingtheirfulltalentsandabilities.

Inrelationtoperformancemanagement,organizationscanaddresstheseneedsby

implementingvariousstrategies.Forexample,providingfaircompensationcanmeet

individuals'physiologicalneeds,whileensuringsafeworkingconditionscanaddress

theirsafety needs.Encouraging teamwork and creating opportunities forsocial

interactionscanfulfilltheirsocialneeds.SmithandJohnson(2022)proposedthat

offering recognition programs,constructive feedback,and career advancement

opportunities can caterto theiresteem needs and self-actualization needs. By

consideringemployees'variousneedsandmotivations,organizationscancreatean
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environmentthatsupportstheirwell-being,fosterstheirmotivation,and ultimately

enhances theirperformance.This,in turn,contributes to the overallbusiness

performance.

Therefore,organizationsneedtodesignperformancemanagementstrategiesthatalign

with Maslow'sHierarchyofNeeds.Byadopting such practices,organizationscan

cultivate an atmosphere which addresses workers’needs,motivates them,and

improvestheirperformance,leadingtoimprovedcompanyperformance(ChenandWu,

2021).

Figure11:Hierarchyofhumanneedspyramid

Source:Maslow,A.H.(1943)

2.2.7ExpectancyTheory

ThisisatheoreticalframeworkdevelopedbyVictorVroom thatexaminesthelinkage

betweeneffort,executionandresultsinmotivation.Thistheoryproposesthatpeople

are inspired to accomplish given tasks when theyacceptand believe thattheir

endeavorswillresultineffectiveperformanceandwantedresults(Vroom,1964).This

theoryhighlightstwo keyfactors:valenceand expectancy.Valencepointsto the

significanceapersonattachestotheeffectsorprizesrelatedwithperformance.It

proposesthatpeoplearemoreinspiredwhentheyseetheresultsassignificantor

wanted.Forillustration,ifaworkervaluesadvancementorarewardsignificantly,they
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aremoreliabletobeinspiredtoapplyeffortandcarryouttaskswell.

Expectancy,ontheotherhand,isthebelieforperceptionthateffortwilllead to

performance.Itfocusesonindividuals'confidenceintheirabilitytoperform therequired

tasksandachievethedesiredoutcomes.Workersaremorelikelytobeinspiredtoput

moreeffortiftheyperceivethattheirendeavorswillbefruitfulandresultineffective

performance(Porterand Lawler,2019).Thistheoryproposesthatmotivation and

performanceareinfluenced bythecombinationofvalenceand expectancy.When

individuals perceive a high valence (value)in the outcomes and have a strong

expectancy(beliefintheirabilitytoperform),theirmotivationandperformancelevels

areexpectedtobehigh.

Inthecontextofperformancemanagement,organizationscanapplytheExpectancy

Theorybyensuringthatemployeesunderstandthelinkbetweeneffort,performance,

andoutcomesasproposedbythefindingsofLockeandLatham (2020).Thiscanbe

achievedthroughcleargoalsetting,providingnecessaryresourcesandsupport,and

ensuringthatrewardsandrecognitionalignwithemployees'valence(perceivedvalue).

By considering valence and expectancy,organizations can create a motivational

environmentthatencouragesemployeestoexerteffort,perform well,andachieve

desirableoutcomes,whichultimatelycontributestoimprovedbusinessperformance.

2.2.8Herzberg'sMotivation-HygieneTheory

AsexplainedintheCareerGuide(2023),thistheoryproposesthattherearetwo

categoriesofjob factorsthatinfluenceworkermotivationwhicharemaintenance

factors and growth factors.Maintenance factors are the essentialrequirements

necessaryforemployees to perform theirjobs effectively.These factors include

adequatecompensationintheform ofsalaryandwages,asafeandsuitablework

environment,appropriate working conditions,assurance ofcontinuing employment

throughjobsecurity,establishedorganizationalpoliciesandguidelinesthatprovide

structureand clarityofexpectations,and collegialinterpersonalrelationshipswith

supervisorsand coworkers.Maintenancefactorsareoften referred to ashygiene

factors.Theirpresenceorabsencecanleadtoemployeesatisfactionordissatisfaction

(Herzberg,1968).Whenthesefactorsaremet,employeesarenotnecessarilymotivated,
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buttheirabsencecancausedissatisfactionandhinderperformance.

Ontheotherhand,growthfactorsaretheelementsthatinspireemployeestoexcelin

theirworkandexperienceasenseoffulfillment.Thesefactorsincluderecognition,

achievement,growthopportunities,responsibility,andthenatureoftheworkitself.They

areoftenreferredtoasmotivationalfactors.Theycontributetothepersonaland

professionalgrowthofbothemployeesandmanagers.Whenthesefactorsarepresent,

theyhave the potentialto drive motivation and enhance employee performance.

Maintenancefactorsarefundamentaljobrequirementswhichleadtodissatisfactionif

theynotpresentorareunsatisfactory.However,meetinghygienestandardsalonemay

notbesufficienttoencouragehighlevelsofmotivationandengagement.Motivational

factors,ontheotherhand,arecrucialininspiringemployeestogoaboveandbeyond,

feelasenseoffulfillment,andachieveexceptionalresults(Herzberg,1968).

ModernresearchbyRawashdeh,Al-Salti,Al-Jarrah(2022)hasshownthatorganizations

shouldfocusonmeetinghygienefactorstoensurethatemployeesarenotdissatisfied.

Thisincludesprovidingcompetitivesalaries,comfortableworkingconditions,andfair

company policies.Additionally,organizations should emphasize the presence of

motivationalfactorsto fosteremployeemotivation and engagement.Thiscan be

achievedthroughprovidingrecognition,offeringgrowthopportunities,anddesigning

meaningfulandchallengingworkassignments.

ByapplyingknowledgeofbothHerzberg’shygieneaspectsandmotivationalaspects,

companies can cultivate an organizationalconducive to minimizing workplace

dissatisfaction while simultaneously optimizing staff motivation, effort and

performancelevels(GrantandParker,2021).

2.2.9TransformationalLeadershipTheory

Itwasoriginallyintroducedin1973throughtheworkofpoliticalscientistJamesV.

Downton.However,itwasleadership expertJamesMacGregorBurnswho further

expanded upon Downton’s work in his book "Leadership"published in 1978 and

popularized transformationalleadership concept.Itisaperformancemanagement

theorythatexamineshow leaderscaninfluencethebehaviorandmotivationoftheir
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subordinates.Thistheorydistinguishesbetweentwotypesofleaders:transactionaland

transformational,withaparticularfocusonthelatter.

Transformationalleadersengagewithfollowersinanemotionalandappealingmanner.

Theyinspirefollowersthroughmotivation,challengeideasroutinely,andencourage

creativityintheworkplace(Avolio& Bass,2019).Theyempowersubordinatesby

instillingconfidenceandasenseofcollectivepurposeormissionstrivingtocultivate

strongsuperior-subordinaterelationshipfosteringacultureofloyaltyandtrust.They

wanttheirfollowerstodeveloptheirleadershippotentialandtakeresponsibilityfortheir

development.One key aspect of transformationalleadership is the ability to

communicate effectively (Burns,1978).Transformationalleaders employ various

strategiestocommunicatetheirvisionandgoalsinwaysthatresonatewiththeir

employees.They use persuasive and inspiring language to create a sense of

enthusiasm andmotivationamongtheirsubordinates.

Furthermore,transformationalleaderssetchallengingyetachievablegoalsfortheir

employees.A research by Wang and Howell(2021)reveals thatsetting high

expectationsandprovidingsupportandresourcestosubordinates,motivatethem to

push theirboundaries and strive forexcellence.This focus on challenging goals

encouragesemployeesto putinextraeffortandgo theextramile.Bypracticing

transformationalleadership,leaders can create a work environmentthatfosters

motivation,commitment,andhighlevelsofperformance.Theemphasisonshared

vision,effectivecommunication,andchallenginggoalshelpstoinspireandengage

employees,leadingtonotableproductivity,creativityandoverallorganizationalsuccess.

2.2.10Scenario-BasedPerformanceManagementTheory

Thisisaconceptofperformanceevaluationthatconcentratesoncultivatingaworking

environmentwherestafffeelempoweredtotakecalculatedrisksandmakeerrors,

whilealsobeinganswerablefortheiracts(Bersin,2020).Thistheoryaimstoimprove

employeeperformancebypromoting alearning mindsetand fostering continuous

improvement.

Withthisapproach,leaderscreateasupportiveandpsychologicallysafeenvironment
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where workers feelempowered to trynew approaches and take calculated risks

(FletcherandRobinson,2019).Theyunderstandthatmistakesareanaturalpartofthe

learningprocessandprovideopportunitiesforemployeestolearnfrom theirerrors.

Ratherthan punishing orblaming employees formistakes,the emphasis is on

understandingtheunderlyingcausesandfindingsolutionstopreventsimilarmistakes

inthefuture.

Accountabilityisacriticalaspectofthescenario-basedperformancemanagement

theory.Supervisorsmakeitpossibleforstafftotakesmartrisksandlearnthroughtrial

anderrorwithoutfearofnegativeconsequenceslikediscipline.Managersplayacrucial

roleinguidingemployeesthroughtheprocessofunderstandingandaddressingtheir

errors.Byholdingemployeesaccountableforfixingtheirmistakes,managersensure

thatemployees take ownership oftheirperformance and actively work towards

improvement.

According to Tannenbaum and Cerasoli (2021) scenario-based performance

managementtheoryismainlycenteredatcreatinganenvironmentwhereemployees

canlearnfrom theirmistakesandareaccountablefortheiractions,theyaremorelikely

todevelopnew skills,enhancetheirperformance,andcontributetoorganizational

success.This approach encourages a growth mindset,fosters innovation,and

promotescontinuouslearning and development.To implementthescenario-based

performancemanagementtheory,leadersshouldestablishclearexpectations,provide

constructivefeedback,andoffersupportandresourcesforemployeestolearnand

grow as proposed by (Bersin,2020).They should also create opportunities for

employeestoreflectontheirexperiences,shareinsights,andcollaboratewithothersto

generatenewideasandsolutions.

Byadoptingthescenario-basedperformancemanagementtheory,organizationscan

createa culturethatembraceslearning,risk-taking,and accountability,leading to

improvedemployeeperformance,innovation,andoverallorganizationaleffectiveness.
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2.2.11SituationalLeadership

The theory emphasizes the importance ofthe leader's involvementin employee

engagement.Inapublicationonapproachestoorganizationalbehaviorandhuman

resourcemanagementfrom 1969,PaulHerseyandKenBlanchardfirstintroducedthis

concept.Itproposesfourdistinctleadershipstyles,namelysupportive,participative,

commanding,anddelegating.Thesupportivestyleentailsmanagersprioritizingthe

establishmentoftrustandconfidenceintheiremployees.Intheparticipativestyle,

leadersstrivetocreateateam-orientedenvironmentthatleveragesdecision-making

processestoensureemployeespossesstherequisiteskillsfortheirroles(Vecchioand

Boatwright,2020).Ontheotherhand,thecommandingstyleissuitableforleaderswho

aredecisiveandassertive,expectinghighlevelsofperformanceandaccountability

from theiremployees.Lastly,the delegating style grants an employee complete

autonomy in determining how to carry outtheirtasks.Adopting an appropriate

leadershipstylehelpsto cultivateanorganizationalcultureemployeeengagement

whicheventuallyenhanceorganizationalperformance(Northouse,2021).

2.2.12EquityTheory

ItwasproposedbypsychologistJ.StacyAdams.Thistheoryholdsthatindividualsare

drivenbyfairnessandaim toupholdabalancebetweentheircontributionsandgainsin

relationtoothers.Accordingto(Greenberg,2019),thistheoryemphasizestheneedfor

employees to be appreciated fairly in relation to theirperformance.Underthis

framework,employeesmentallycomparetheirinvestmentssuchastime,effortor

abilities,withtheresultsorperkstheyobtainfrom work.Existenceofperceivedinequity

cannegativelyimpactmotivationandperformance(Colquittetal.,2021).

2.2.13ControlTheory

It was introduced by William Ouchi. It emphasizes the equilibrium between

organizationalcontrolandindividualautonomywithinperformancemanagement(Chen

and Cheng,2016).Itproposes thatsuccessfulperformance managemententails

establishingexplicitexpectations,offeringfeedback,andgrantingindividualssome

levelofautonomyto regulatetheirown performance(Simons,2010).Thetheory
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underscoresthesignificanceofstrikingaharmoniousbalancebetweencontroland

autonomytoenhanceperformanceoptimization.

2.2.14AgencyTheory

Thistheorydelvesintothedynamicsbetweenprincipals(inthiscasemanagersand

owners)andagents(inthiscaseemployees)andhowtosynchronizetheirintereststo

accomplish performance objectives (Eisenhardtand Martin,2000).Itaddresses

concernslikegoalalignment,incentivestructures,and monitoring mechanismsto

guaranteethatagentsoperateinthebestinterestsoftheprincipals(Jensen,2010).

Thistheoryisespeciallypertinentforcomprehendingperformancemanagementwithin

ahierarchicalorganizationalframework.

2.2.15SocialCognitiveTheory

ItwasformulatedbyAlbertBandurain1986.Itemphasizesthesignificanceofsocial

learning and self-efficacy in performance management.Itposits thatindividuals

observeandabsorbknowledgefrom thebehaviorsandresultsofothers,andtheirself-

efficacy(confidenceintheirabilities)impactstheirdriveandperformance(Latham and

Locke,2019).Thistheoryhighlightsthevalueofofferingrolemodels,feedback,and

avenuesforskillenhancementto boostperformance.Consequently,fosteringand

reinforcing positive self-confidence in employees becomes a key performance

managementgoalto enhanceemployeeperformance,ultimatelybenefiting overall

businessperformance.

2.2.16ObjectivesandKeyResults(OKR)

According to Karkara(2022),Objectivesand KeyResults(OKR)isaperformance

managementframework thatencompasses the establishmentof organizational

objectives,determinationofkeyresults,andsettingdeadlinesforachievingthedefined

objectivesandresults.OKRsprimarilyconsistofbroadobjectivesthatarefurther

dividedintomeasurableandattainablekeyoutcomesthatteamsoremployeesare

requiredtopursue.Accordingto(Doerr,2018),OKRsenableemployeestohaveaclear

roadmapforattainingtheirgoalsalongwithasetofobjectivesandmilestonesthatthey

needtoaccomplish.Thisframeworkemphasizestheimportanceofcleargoalsand

measurementshighlightingthesignificanceofgoalsettingineffectiveperformance
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management which impacts organizational performance, including financial

performance,customersatisfaction,andemployeeproductivity.

2.3Facilitatorstoeffectiveperformancemanagement

Effectiveimplementationofperformancemanagementofperformancemanagement

systemsinfirmsdependonnumerousfactors.Therearefactorswhichfacilitatethe

successfulimplementationofthesesystems.However,ifnotpresent,theycanalso

hindertheeffectivenessofperformancemanagement.Inmostcases,firmshavefaced

challengesintheimplementationofthesesystems.

2.3.1EmployeeEngagementandRetention

According to a survey by White and Green (2020),organizations with robust

performancemanagementsystemsreportedhigherlevelsofemployeeengagement

and retention.Clearperformance expectations,recognition ofachievements,and

opportunitiesforgrowth contributeto apositiveworkenvironmentand employee

satisfaction.AresearchbySmithandRobertson(2020)hasalsohighlightedtheshift

towardsa more holisticapproach to performance management,with a focuson

employeewell-beingandengagement.IthasbeenproventhatPMS thatprioritize

employeedevelopment,work-lifebalance,and mentalhealth havebeen shown to

positivelyimpactoverallbusinessperformancethrough increased productivityand

retentionrates.

2.3.2IntegrationofTechnologyinPerformanceManagement

RecentstudiesbyJohnsonetal.(2019)haveemphasizedthegrowingimportanceof

incorporating technology,such as data analytics and artificialintelligence,into

performance managementsystems.By leveraging technology,organizations can

enhancetheaccuracyofperformanceevaluationsandmakedata-drivendecisionsto

improvebusinessperformance.

2.3.3AgilityofPerformanceManagementPractices

Inresponsetochangingbusinessdynamics,recentstudiesbyBrownetal.(2021)have

exploredtheadoptionofagileperformancemanagementpractices.Agileperformance

managementemphasizescontinuousfeedback,flexibilityingoalsetting,andadaptive
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performancemetrics,enablingorganizationstorespondswiftlytomarketchangesand

improveoverallbusinessperformance.

2.3.4AbilityofPMStoworkvirtually

With the rise ofremote workarrangements,research byChen etal.(2022)has

investigated theimpactofvirtualperformancemanagementsystemsonbusiness

performance.Findingssuggestthatremoteperformancemanagementpractices,such

as virtualgoalsetting and online feedback mechanisms,play a crucialrole in

maintainingperformancelevelsanddrivingorganizationalsuccessinavirtualwork

environment.

2.3.5EmployeeEmpowermentandAutonomy

RecentstudiesbyJonesandSmith(2022)havehighlightedthepositiveimpactof

employeeempowermentand autonomywithinperformancemanagementsystems.

Empoweringemployeestomakedecisions,takeownershipoftheirwork,andcontribute

ideasnotonlyenhancesindividualperformancebutalsofostersacultureofinnovation

andcollaborationthatcandriveoverallbusinessperformance.

2.3.6ResilienceandAdaptabilityinPerformanceManagement

ResearchbyBrownandWhite(2021)hasemphasizedtheimportanceofbuilding

resilienceandadaptabilityintoperformancemanagementsystems.Intoday'sever-

evolvingbusinessworld,companiesthatemphasizeflexibility,constantlearninganda

readinesstorespondtounexpectedissuesarebetterpositionedtomaintainhigh

performancelevelsandachievesustainablebusinesssuccess.

2.3.7Cross-functionalCollaborationandPerformance

RecentstudiesbyPatelandKumar(2019)haveexploredtheimpactofcross-functional

collaborationonbusinessperformancewithinthecontextofperformancemanagement.

Findingssuggestthatperformancemanagementsystemsthatpromotecollaboration

acrossdepartmentsandteamsleadtoimprovedcommunication,knowledgesharing,

andcollectiveproblem-solving,resultinginenhancedoverallbusinessperformance.
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2.3.8EthicalConsiderationsinPerformanceManagement

Withagrowingemphasisonethicsandcorporatesocialresponsibility,researchby

GonzalezandMartinez(2022)hasexaminedtheethicaldimensionsofperformance

managementpractices.By ensuring fairness,transparency,and accountability in

performance evaluations and reward systems,organizations can build trustwith

employees,enhancemorale,andultimatelydrivesustainablebusinessperformance.

2.4EMPIRICALSTUDIES

WANG,L.,SMITH,J.& JOHNSON,R.(2023).THE ROLE OF PERFORMANCE

MANAGEMENT SYSTEMS IN FOSTERING EMPLOYEE ENGAGEMENT.JOURNALOF

APPLIEDMANAGEMENT.

ThisresearchaimedtoexplorethefunctionofPMSinboostingworkerparticipation

within organizations.Theresearchersconducted a mixed-methodsstudyinvolving

surveysandinterviewswithemployeesacrossdifferentorganizations.Thesurveys

wereutilizedtoquantifyhow effectivetheperformancemanagementsystemswere

perceivedtobe,whiletheinterviewsofferedqualitativeinsightsintotheinfluenceof

thesesystemsonemployeeengagement.Thestudyrevealedthatorganizationswith

well-structuredandefficientlyexecutedperformancemanagementsystemstendto

have higher levels of employee engagement.Employees expressed increased

motivation and dedication to theirworkwhen theybelieved thattheperformance

managementsystems were unbiased,transparent,and in line with organizational

objectives.This indicates thatorganizations can boostemployee engagementby

investinginperformancemanagementsystemsthatprioritizetransparency,fairness,

and goalalignment.By nurturing employee engagementthrough these systems,

organizationscanenhanceemployeemotivation,efficiency,andoverallperformance.

CHEN,H.& SMITH,K.(2022).THE IMPACT OF CULTURAL DIFFERENCES ON

PERFORMANCEMANAGEMENTSYSTEM EFFECTIVENESS.INTERNATIONALJOURNAL

OFCROSS-CULTURALMANAGEMENT.

This study aimed to investigate how culturaldiversity affects the efficacy of

performancemanagementsystemsinorganizations.Theresearchersconducteda
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comparative case study analysis,examining organizations with varied cultural

backgrounds.Throughacombinationofsurveys,interviews,andorganizationaldata,

theyevaluatedtheeffectculturaldifferenceshaveonthedesign,executionandresults

ofPMS.Thestudyhighlightedthatculturalvariationsnotablyimpacttheeffectiveness

ofPMS.Organizationsoperatinginmulticulturalsettingsencounteredchallengesin

creatingandexecutingsystemsthatresonatewithdiverseculturalvaluesandnorms.

Cultural disparities also influenced how performance metrics and feedback

mechanisms were understood,impacting employee engagementand performance

outcomes.Theresultsindicatethatorganizationsshouldtakeculturalnuancesinto

accountwhendevelopingandimplementingperformancemanagementsystems.By

recognizingandaddressingculturaldifferences,organizationscanenhancetheefficacy

ofthese systems and fosterbetteralignmentbetween organizationalgoals and

employeeexpectationsacrossdiverseculturalenvironments.

BROWN,P.,DAVIS,M.& GARCIA,S.(2021).UTILIZING DATA ANALYTICS IN

ENHANCINGPERFORMANCEMANAGEMENT.JOURNALOFAPPLIEDMANAGEMENT.

Thestudyfocusedonexamininghowdataanalyticscanenhancetheeffectivenessof

performance managementpractices in organizations.The researchers utilized a

quantitativeresearchapproach,gatheringandanalyzingdatafrom organizationsthat

have integrated data analytics into theirperformance managementprocedures.

Throughsurveys,interviews,andorganizationalperformancedata,theyevaluatedthe

influenceofdataanalyticsonperformancemanagementoutcomes.Thestudyrevealed

thatorganizationsusingdataanalyticsintheirperformancemanagementpracticessaw

enhancementsindecision-making,performancemonitoring,andgoalsettingprocesses.

Data-driveninsightsallowedorganizationstoidentifyperformancepatterns,individual

strengths,and areas forimprovement,leading to more precise and impactful

performancemanagementinterventions.Theresultsindicatethatincorporatingdata

analyticsintoperformancemanagementcanelevatetheprecision,impartiality,and

efficiency of performance evaluation processes. By leveraging data analytics,

organizations can make better-informed decisions, stimulate performance

enhancements,andalignindividualandorganizationalobjectivesmoreeffectively.



26

SMITH,J.& JOHNSON,E.(2021).THE ROLE OF TECHNOLOGY IN ENHANCING

PERFORMANCE MANAGEMENT SYSTEMS. JOURNAL OF PERFORMANCE

MANAGEMENT.

Thisstudyexaminedtheincorporationoftechnology,includingAIanddataanalytics,

intoperformancemanagementsystemsanditseffectsonorganizationalperformance.

Theresearchersutilized a mixed-methodsresearch design,combining a thorough

literaturereviewwithaqualitativecasestudyanalysis.Primarydatacollectionmethods

centered around qualitative methods like interviews,observationalfieldwork and

documentstudy.Thematicanalysiswasused to analyzethequalitativedataand

identifypatterns,themes,and implicationsregarding theimpactoftechnologyon

performancemanagementsystems.Thestudyrevealedthatintegratingtechnology

increasedtheautomationofperformancemanagementprocesses,leadingtoimproved

efficiencyandreducedadministrativeburdenformanagersandemployees.Digitaltools

facilitated real-time feedback mechanisms, enabling immediate performance

evaluations,goaltracking,and coaching opportunities.Furthermore,technology-

enhancedsystemsprovidedorganizationswithdata-drivenunderstandingsofpatterns

in worker effectiveness overtime,skillgaps and regions for self-improvement,

supporting strategic deliberations. Organizations that embraced technology in

performancemanagementreportedheightenedlevelsofemployeeengagement,as

digital platforms promoted transparency, communication, and collaboration.

Additionally, technology-enabled systems offered customization options for

performance metrics,goalsetting,and feedback delivery,catering to individual

employee needs and preferences.The research highlights the importance for

organizations to strategically integrate technology into performance management

systems to streamline processes,enhance feedback mechanisms,and promote

employeeengagement.Itemphasizesthenecessityofprovidingtrainingandsupport

foremployeesandmanagerstoeffectivelyutilizetechnologytools,whichiscrucialfor

successfulimplementation and adoption.Regularmonitoring and evaluation of

technology-enhanced performance managementsystems are essentialto address

challenges,optimizesystem functionality,andensurealignmentwithcompanygoals.

Cultivatinganenvironmentofcontinuousfeedbackandcommunicationenabledby
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technologycancontributetoimprovedperformanceoutcomes,employeedevelopment,

andorganizationalsuccess.

BROWN,S. & LEE,M. (2020). EMPLOYEE PERCEPTIONS OF PERFORMANCE

MANAGEMENT SYSTEMS IN THE DIGITAL AGE.INTERNATIONAL JOURNAL OF

HUMANRESOURCEMANAGEMENT.

Thisresearchdelvesintohow employeesview performancemanagementsystemsin

the digitalera,focusing on the impactoftechnologicaladvancements on their

experiencesandattitudestowardsperformancemanagement.Throughfocusgroups

andinterviews,theresearchersexploredhowdigitaltoolsinperformancemanagement

systemsinfluenceemployeeperceptionsoffairness,transparency,andeffectiveness.

Thestudyinvolvedanalyzingqualitativeresponsesthroughthematiccodingtouncover

insights.Thefindingshighlightedthatemployeeshavediverseviewsonperformance

managementsystemsinthedigitalage.Whilesomeappreciatetheconvenienceand

accessibilityofdigitaltoolsforperformanceevaluation,othersareconcernedabout

biases from algorithmic decision-making and the lack of human interaction.

Personalizedfeedbackanddevelopmentopportunitiesarevaluedbyemployeeswithin

digitalperformancemanagementsystems.Theseresultssuggestthatorganizations

should takeinto accountemployeeperceptionsand preferenceswhen integrating

digitalperformance managementsystems.Striking a balance between leveraging

technologicalbenefitsandmaintaininghumaninteractionandpersonalizedfeedbackis

keytoenhancingemployeeengagement,motivation,andperformance.Organizations

areurgedtoestablishasupportiveandinclusivedigitalperformancemanagement

environmentthataddressesemployeeconcernsandvaluestheirfeedback.

GREEN,L.& MARTINEZ,P.(2019).THE ROLE OF LEADERSHIP IN DRIVING

PERFORMANCEMANAGEMENTSUCCESS.LEADERSHIPQUARTERLY.

Thisacademicstudyexploresthepivotalfunctionthatorganizationalleadershipplays

indrivingtheeffectivenessofPMPswithinorganizations.Itfocusesonhowleadership

behaviors,strategies,andsupportinfluencetheimplementationandsuccessofPMSs.

Theresearchersdidaqualitativeinvestigationusingin-depthinterviewsandfocus
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groups with leaders,human resource professionals,and employees from various

organizations.Theyexploredtheleadershipbehaviorsthatcontributetothesuccessof

performancemanagement,thechallengesleadersencounterinsupportingperformance

initiatives,and the strategies foraligning leadership practices with performance

objectives.Dataanalysisincludedthematiccoding,patternrecognition,andcross-case

comparisonstouncoverkeythemesandinsights.Thestudyrevealedtheimportanceof

effectiveleadershipinboostingperformancemanagementsuccessthroughmultiple

mechanisms.Leaderswhoexhibitadedicationtoperformanceexcellence,offerregular

feedbackandcoaching,andsetclearperformanceexpectationsaremorelikelyto

fosteranorganizationalenvironmentofperformanceaccountabilityandcontinuous

development.Moreover,leadership support for training and development,goal

alignment,and performance recognition were vitalfactors in boosting employee

engagement,motivation,andperformanceoutcomes.Theoutcomesunderscorethe

leadership importance in shaping the effectiveness ofperformance management

initiativesinorganizations.Bydevelopingleadershipcompetencies,nurturingaculture

ofperformanceexcellence,andaligningleadershippracticeswithperformancegoals,

organizations can improve the effectiveness and influence oftheirperformance

managementsystems.Investinginleadershipdevelopment,communicationstrategies,

andfeedbackmechanismscanaidincultivatingahigh-performanceculturethatdrives

organizationalsuccessandenhancesemployeeengagement.

LEE,H.& JOHNSON,S.(2019).THE RELATIONSHIP BETWEEN PERFORMANCE

MANAGEMENT SYSTEMS AND EMPLOYEE MOTIVATION. HUMAN RESOURCE

MANAGEMENTREVIEW.

ThisstudyexaminestheinfluenceofPMSonworkermotivation,focusingonhow

system design,execution and effectivenessofthesesystemsinfluenceemployee

participation,jobsatisfactionandmotivationlevelsinorganizations.Theresearchers

usedaquantitativeresearchapproach,surveyingemployeesfrom variousorganizations

toevaluatetheirperceptionsofperformancemanagementsystemsandfactorsthat

drivemotivation.Theyemployedvalidatedscalestomeasurethealignmentbetween

performancegoalsandindividualobjectives,theclarityofperformanceexpectations,
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and theinfluenceofperformancefeedbackon motivation.Dataanalysisincluded

statisticaltests,regression analysis,and correlation assessments to explore the

connectionbetweenPMSandstaffmotivation.Thefindingsrevealedasignificantlink

between well-structured PMS thatemphasize goalclarity,regularfeedback and

recognition,higher levels of worker motivation and satisfaction at work and

performanceoutcomes.Employeeswhoviewedperformancemanagementpractices

asfair,transparent,andsupportivereportedincreasedengagement,commitment,and

intrinsic motivation to reach theirperformance goals.The results highlightthe

importance of aligning PMS with worker motivation to improve organizational

performanceandemployeesatisfaction.Byincorporatingmotivationalelementsinto

PMPs,companies can cultivate an environmentofcontinuous development,goal

attainmentandperformanceexcellence.Offeringopportunitiesforskilldevelopment,

careergrowth,andperformanceacknowledgmentwithinperformancemanagement

systemscanhelpenhanceemployeemorale,productivity,andretention.

JONES,S.,&TAYLOR,R.(2019).THEINFLUENCEOFPERFORMANCEMANAGEMENT

SYSTEMSONORGANIZATIONALEFFICIENCY.JOURNALOFMANAGEMENTSTUDIES.

Thisstudyexaminedhow performancemanagementsystemsimpactorganizational

efficiency,focusing on how the design,implementation,and use ofperformance

managementpractices influence operationalprocesses,productivity,and resource

allocation within organizations.The researchers used a mixed-methods approach,

combiningquantitativeanalysisoforganizationalperformancedatawithqualitative

interviewsandcasestudiesoforganizationsimplementingperformancemanagement

systems.Theyexploredhowperformancemetrics,goalsetting,performancefeedback,

and organizationalefficiency indicators like cost-effectiveness,productivity,and

resource utilization are interconnected. Data analysis included performance

benchmarking,efficiencyratiocalculations,andthematicanalysistouncoverpatterns

andinsightsintotheeffectsofperformancemanagementsystemsonorganizational

efficiency.The findings revealed a strong link between PMS and organizational

efficiency.Organizationsthatalignedperformancegoalswithoperationalobjectives,

monitored performance metrics consistently,and provided timely feedback to
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employeesdemonstratedhigherlevelsofefficiencyinresourceallocation,process

optimization,anddecision-making.Effectiveperformancemanagementsystemswere

linkedtoincreasedproductivity,costsavings,andimprovedperformanceoutcomes,

leadingtoenhancedorganizationalefficiencyandcompetitiveadvantage.Thefindings

underscore the importance ofintegrating performance managementsystems into

organizationalprocessestoimproveefficiencyandperformanceoutcomes.Byutilizing

performance data,establishing clearperformance expectations,and promoting a

cultureofcontinuousimprovement,organizationscanoptimizeresourceutilization,

streamline operations,and enhance efficiency in achieving strategic objectives.

Investingintechnologysolutions,performanceanalytics,andemployeetrainingcan

furthersupportthe alignmentof performance managementwith organizational

efficiencygoals.

DAVIS,M.& ADAMS,J.(2018).PERFORMANCE MANAGEMENT SYSTEMS AND

EMPLOYEE WELL-BEING: A LONGITUDINAL STUDY. JOURNAL OF APPLIED

PSYCHOLOGY.

Thisstudyinvestigatedhowperformancemanagementsystemsimpactemployeewell-

being overtime,focusing on the influence ofthe design,implementation,and

effectivenessofperformancemanagementpracticesonfactorssuchasemployee

stress levels,job satisfaction,and overallwell-being within organizations.The

researchersemployedalongitudinalresearchdesign,collectingdataatvarioustime

pointstotrackchangesinperformancemanagementpracticesandemployeewell-

beingindicators.Theyutilizedsurveys,psychologicalassessments,andhealthrecords

tomeasureemployeestresslevels,jobsatisfaction,work-lifebalance,andperceptions

ofperformancemanagementpractices.Dataanalysisincludedlongitudinalregression

analysis,trendanalysis,andcomparativeassessmentstoexplorethelong-term effects

ofPMSsonstaffwell-being.ThestudyrevealedthatPMSshaveanotableimpacton

staffwell-beingovertime.Organizationsthatprioritizeemployeewell-beingwithintheir

performance managementpractices,promote work-life balance,offersupportfor

stressmanagement,andcultivateacultureofpsychologicalsafetyexperiencedhigher

levels ofemployee well-being,job satisfaction,and overallmentalhealth.The
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longitudinalanalysis demonstrated thatwell-designed performance management

systemscan help in reducing employee burnout,increasing job engagement,and

enhancingoverallwell-beingoutcomes.Thefindingsemphasizetheimportanceof

considering employee well-being in the design and implementation ofPMSs.By

integratinginitiativesfocusedonwell-being,programsforstressmanagement,and

support mechanisms into PMPs,organizations can cultivate a healthier work

environment,boostemployee morale,and improve overallwell-being outcomes.

Investinginemployeeassistanceprograms,mentalhealthresources,andwell-being

assessmentscanaidinfosteringasupportiveworkplaceculturethatvaluesemployee

healthandhappiness.

PATEL,M.,& LEE,J.(2018)."PERFORMANCE MANAGEMENT SYSTEMS AND

FINANCIALPERFORMANCE:A COMPARATIVEANALYSIS.JOURNALOFFINANCIAL

ECONOMICS.

This studyconducted a comparative analysis to explore the connection between

performance management systems and financialperformance in organizations,

focusingonhow thedesign,implementation,anduseofperformancemanagement

practices influence key financialindicators such as profitability,efficiency,and

shareholdervalue.The researchers adopted a comparative analysis approach by

comparing the financialperformance oforganizations with differentperformance

managementsystems.They gathered financialdata,performance metrics,and

organizationalcharacteristicsto evaluatehow performancemanagementpractices

affectfinancialoutcomes.Dataanalysisincludedregressionanalysis,financialratio

analysis,and comparativeassessmentsto determinethelinkbetween PMSsand

financialperformanceindicators.Thestudyrevealedasignificantrelationshipbetween

PMSs and financialperformance.Organizations that successfully implemented

performance management practices,aligned performance goals with financial

objectives,and closelymonitored performancemetricsshowed improved financial

performance,includinghigherprofitability,operationalefficiency,andshareholdervalue.

The comparative analysis indicated thatorganizations with strong performance

management systems outperformed their peers in terms of financialmetrics,
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underscoringtheconnectionbetweeneffectiveperformancemanagementandfinancial

success. The findings underscore the importance of integrating performance

managementsystemswithfinancialgoalstodriveorganizationalachievements.By

aligning performance measures with financialkey performance indicators (KPIs),

promoting a culture ofaccountability and performance excellence,and utilizing

performance data forstrategic decision-making,organizations can enhance their

financialperformanceresults.Investinginperformanceanalytics,financialplanning

tools,and performance-based incentives can furtherreinforce the alignmentof

performancemanagementwithfinancialobjectivesandpromotesustainablefinancial

growth.

GUPTA,R.,PATEL,S. & LEE,H. (2018). THE IMPACT OF PERFORMANCE

MANAGEMENT SYSTEMS ON ORGANIZATIONAL EFFECTIVENESS.JOURNAL OF

ORGANIZATIONALEFFECTIVENESS.

Thisstudyexploredhow performancemanagementsystemsimpactorganizational

effectivenessbyexamining how thedesign,implementation,and resultsofthese

systemsinfluenceoverallorganizationalperformance,efficiency,andtheachievement

ofstrategicgoals.Theresearchersemployedamixed-methodsapproach,utilizing

surveys,interviews,andorganizationalperformancemetricstoevaluatetheconnection

betweenperformancemanagementsystemsandorganizationaleffectiveness.They

gathered data on performance managementpractices,organizationalobjectives,

employee perceptions,and key performance indicators to assess the effects of

performance management on organizationaloutcomes.Data analysis included

qualitativecoding,quantitativeanalysis,andperformancebenchmarkingto identify

trends and relationships between performance management systems and

organizationaleffectiveness.ThestudyrevealedanotableconnectionbetweenPMSs

andorganizationaleffectiveness.OrganizationsthatadoptedstrongPMPs,aligned

performancegoalswithstrategicobjectives,andpromotedacultureofcontinuous

improvementdemonstratedhigherlevelsoforganizationaleffectiveness,performance

efficiency,andgoalattainment.Theanalysissuggestedthatwell-craftedperformance

managementsystemscanimproveorganizationalproductivity,employeeengagement,
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andoverallperformanceoutcomes,leadingtosustainablecompetitiveadvantageand

operationalsuccess. The results underscore the crucialrole of performance

managementsystemsindrivingorganizationaleffectivenessandstrategicperformance

outcomes.Byintegratingperformancemanagementpracticeswithcompanytargets,

cultivatinganenvironmentofperformanceexcellenceandaccountability,andutilizing

performance data for decision-making,organizations can enhance their overall

effectivenessandcompetitivestanding.Investinginperformancemeasurementtools,

performancefeedbackmechanisms,andperformance-based incentivescanfurther

bolsterorganizationaleffectivenessandsupportcontinuousimprovementefforts.

2.5LiteratureGap

From theempiricalliterature,itisclearthatquiteanumberofpresentresearcheswere

doneanddweltmoreonsubsetsofbusinessperformancelikeorganizationalefficiency,

organizationaleffectiveness,employee productivity and financialperformance in

relation to performance managementsystems,no presentresearch was done

examiningtherelationshipbetweenPerformanceManagementSystemsandoverall

businessperformance.Apartfrom that,anumberofavailablestudiesdweltmuchon

thefactorsthatcanfacilitatetheeffectivenessofPerformanceManagementSystems,

liketechnology,dataanalytics,employeeperceptionandengagementandmanymore,

onlywithoutrelatingthem tooverallbusinessperformanceandfewstudieswedoneto

addressspecificbusinesses,industriesorgeographicallocationsthusleadingtoa

more generalresearch touching generalissues affecting and influencing many

businessesatlargethereforebeinghelpfultoafew whoseissueswereaddressedby

theresearch.NoresearchwasdoneaddressingtheFastFoodsindustryinZimbabwe

which ishighlyincreasing and creating employmentand benefiting manylivesin

Zimbabwe.TheimplementationofPerformanceManagementSystemsgoesalongwith

benefits and challenges thatcome with a specific type ofindustry,business or

geographicallocationofabusiness.Itisthereforeimportantthattherelationship

betweenoverallbusinessperformanceandPMSbestudiedthatorganizationscan

maximizetheirchancesofsurvivalinsuchadynamicbusinessenvironment.Thisstudy

thereforefillsthegapbyprovidingliteratureontherelationshipbetweenPMSand

overallbusinessperformanceintheFastFoodsIndustryinZimbabweinlinewith
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objectivesofthestudymentionedinChapterOne.

2.6Recommendations

Asdiscussedbythischapter,itcanbeclearlyseenthatPerformanceManagement

Systemscanbehelpfulandeffectiveininfluencingoverallbusinessperformanceby

enhancingemployeeperformance,aligningindividualandorganizationalobjectives,and

improving decision-making processes if organizations take into account other

facilitating factors and tools like employee involvement, leadership support,

organizationalculture,technologyandthewell-beingoftheirworkforce.

2.7ChapterSummary

Thischapterhaspresentedliteratureontheperformancemanagementsystemsof

businessesintheFFI.Theliteraturehaspointedoutvariousmeaningsofperformance

managementaswellastheimportanceoftheimportanceofhavingPMSinplace.This

chapterhasalsoevaluatedexistingPMSinZimbabweanandforeignorganizations

exploringthecorrelationbetweenPMSandkeyindicatorsofbusinessperformance.

Theliteraturehasalsohighlightedfacilitatingfactorstosuccessfulimplementationof

PMS.Lastly,thechapterendswithrecommendationsforimprovingtheeffectivenessof

Performance ManagementSystems in orderto bolsterbusiness performance in

ZimbabweanOrganizations.



35

CHAPTERIII

RESEARCHMETHODOLOGY

3.1Introduction

This section explains the research methods used in this study to examine the

relationship between performance management systems and organizational

performanceinthefastfoodindustryinZimbabwe.Itspecifiestheresearchstructure,

techniquesforcollecting information,processesforanalyzing data,and important

ethicalconcerns.

3.2ResearchDesign

Aresearchdesignisathoroughblueprintthatoutlinesthemostappropriatemethodof

inquiry,thenatureofresearchinstruments,samplingstrategy,anddatatypesinvolved,

helpingtosolvearesearchproblem (CooperandSchindler,2003).Thisstudyemploysa

quantitativeresearchmethodologyutilizingasurveyquestionnaireandsemi-structured

interviewstogatherinformationfrom employees,humanresourceexperts,andother

managersinthefastfoodbusinesssector.Thisstrategyenablesthecompilationof

bothquantitativeandqualitativedata,providingacomprehensiveunderstandingofthe

linkbetweenperformancemanagementsystemsandorganizationalachievement.

3.3Participants

Theparticipantsinthestudywereallworkers,includingemployees,humanresource

professionals,and managersin the fastfood industryin Zimbabwe.The sample

included130employeesfrom 13differentfastfoodhotels,restaurants,andother

eateriesinHarare.Theemployeeswereselectedusingapurposivesamplingtechnique,

withafocusonthosewhohadbeenworkingintheindustryforatleastsixmonths.

3.4DataCollectionMethods

AsidentifiedbyKotler(2000),majortoolsforprimarydatacollectionareobservations,

surveysthroughquestionnairesandpersonalinterviews,focusgroups,andexperiments.

Inthisresearch,datawascollectedusingaself-administeredsurveyquestionnaireand
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semi-structuredinterviews.

3.4.1SurveyQuestionnaire

Aquestionnaireisdefinedasatoolforcollectinginformationapplicableinallcontexts

(Chigumbu,2018).A self-administered questionnaire was created based on prior

literature and specialistconsultation.As Lucey (2003)states,the design ofa

questionnaire is essentialas itenables the pertinentresearch questions to be

addressed,allowingforaccurateandapplicabledatatobecompiledforstatistical

examination.Thequestionnaireconsistedofclosed-endedandopen-endedquestions

designed to measure various aspects ofperformance managementsystems and

organizationalperformance.The questionnaire underwentpre-testing with a small

sampleofparticipantstoensureclarityandlegitimacy.

3.4.2Semi-structuredInterviews

Semi-structuredinterviewswerecarriedoutwithapurposivesampleofmanagersand

humanresourceprofessionalstogaindeeperinsightsintotheimplementationand

effectivenessofperformancemanagementsystemsinthefastfoodindustry.The

interviewguideconsistedofopen-endedinquiries,permittingparticipantstoexpandon

theirexperiencesandviewpoints.

3.5DataAnalysisTechniques

Dataanalysisisawayofcollecting,modeling,andtransformingdatawiththeaim of

highlightingdata(Ader,Mellenbergh,andHand,2008).Thefollowingdataanalysis

techniqueswereused.

3.5.1StatisticalAnalysisofQuantitativeData

Thequantitativeinformationcompiledfrom thesurveyquestionnaireswasevaluated

usingstatisticalsoftware(SPSS).Descriptivestatisticswereutilizedtooutlinethe

information,whileinferentialstatisticslikeregressionanalysisandcorrelationanalysis

wereappliedtoinvestigatethelinksbetweenvariables.

3.5.2ThematicAnalysisofQualitativeData

Thequalitativeinformationobtainedfrom theinterviewsunderwentthematicanalysis.

Thetranscriptsforinterviewswerecodedandgroupedintooverarchingthemesandsub
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-themestorecognizeconsistentpatternsandperspectivesshared.

3.6Validityofdata

Validityreferstotheextenttowhichameasurementtoolaccuratelymeasureswhatthe

researcherintendstomeasure(Saunders,LewisandThornhill,2009).Toensurevalidity,

theresearcherconductedapilotstudybypre-testingthequestionnairewithasmall

number of respondents from fast food establishments in Harare,Zimbabwe.

Participantswereassuredofanonymityandconfidentiality,andthepre-testhelped

identifyanynecessarymodificationstothequestionnairebeforefulldatacollection.

3.7Reliabilityofdata

Reliabilityreferstothedegreetowhichtheinformationderivedfrom theresearchis

consideredfreefrom mistakesandcanbetrustedtobetrue(Boddy,2016).Toensure

the data collected was reliable,the researchertargeted a specific population of

employees,managers,supervisors,andhumanresourceprofessionalswhoarefamiliar

withthefastfoodbusinessprocessesandperformancemanagementsystems.

3.8EthicalStandards

Ethicsestablishguidingprinciplesandbehavioralnormsregardingchoicesinhowone

interactsandrelatestoothers(CooperandSchindler,2003).Ethicalprotocolswere

adheredtothroughoutthedatacollectionandanalysis.Informedconsentwassecured

from allindividuals,andanonymityandconfidentialitywereguaranteed.Participants

wereinformedthattheirparticipationwasvoluntaryandthatthedatawouldbesecurely

storedandusedsolelyforthestatedresearchpurposes.

3.9Limitations

Theresearchhassomelimitationsthatmustbeacknowledged.Firstly,thesamplesize

wasrelativelysmall,withonly130employeesfrom 13fastfoodestablishmentsin

Harare.Thismaylimitthegeneralizabilityofthefindings.Secondly,thestudyfocused

solelyonthefastfoodindustryinZimbabwe,whichmaylimittheapplicabilityofthe

resultstootherindustriesorcountries.Lastly,theresearchreliedonself-reporteddata,

whichmaybesubjecttobiasorinaccuracies.
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3.10Conclusion

Thischapteroutlined theresearch design,data collection methods,data analysis

techniques,andethicalconsiderationsemployedinthisstudy.Thenextchapterwill

presentthefindingsandanalysisofthedatacollected,providinginsightsintothe

relationship between performance management systems and organizational

performanceinthefastfoodindustryinZimbabwe.
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CHAPTERIV

DATAPRESENTATION,ANALYSISANDDISCUSSION

4.1Introduction

Thischapterdisplaystheevaluationandoutcomesoftheinformationcompiledfrom

thesurveysandinterviewscarriedoutinthefastfoodbusinesssectorinZimbabwe.

The objective is to examine influence ofeffective performance managementon

organizationalperformance,exploring its different aspects including employee

productivity,financialresults,andorganizationalefficiency.

4.2QuestionnaireandInterviewAnalysis

Outof130targetedrespondentsfrom 13fastfoodestablishmentsinHarare,the

researchermanagedtoget113responses,presentingan87%responserate.Ofthe113

responsesretrieved,only100werecompleted,resultingina77%completionrateforthe

totalquestionnairesissuedandinterviewsconducted.Paston(2012)indicatedthata

60% andaboveresponserateissufficientlyvalidandreliableforresearchmethods.

Therefore,a77% responserateadequatelymeetsthesestandardstowarrantfurther

analyticalprocedures.Thetablebelowpresentsthecompositionoftherespondents.

Table1:QuestionnaireandInterviewResponseRate

Questionnaires &

Interviews

Frequency Percentage

Totaladministered 130 100%

Totalretrieved 113 87%

Totalcompleted 100 77%

Source:Primarydata
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4.2.1Positionheldinthecompany

Table2:Responsesbypositioninthecompany

Positioninthecompany Frequency Percentage

HRprofessionals 13 13%

Managers 35 35%

Employees 52 52%

Total 100 100%

Source:Primarydata

Theresearchertargetedaspecificgroupofindividualstomakesuretheinformation

gathered isreliableand valid.Heintentionallysent78 questionnairesto selected

employeesandconductedinterviewswith39departmentalmanagersand13human

resourcesprofessionals.Outofthe100completedandreturnedquestionnairesand

interviews,13wereresponsesfrom interviewswithhumanresourceprofessionals,35

wereresponsesfrom interviewswithdepartmentalmanagers,and52wereresponses

from questionnairessenttoselectedemployeesasshownbythetableabove.
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4.3DemographicFeaturesofParticipants

4.3.1Gender

Theresultsregardinggenderdemonstratethatmostparticipantswerefemale(60%),

represented by 60 respondents,while the minority were male (40%),with 40

respondents.ThisdataisdisplayedinFigure4.1

Figure12:Maletofemalerespondentrate

Source:Primarydata
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4.3.2Age

Thelargestgroupofrespondents(40%)werebetweentheagesof25and29.Itwas

followedbythosebetween20and24years(23%),suggestingthatthesamplemostly

included younger individuals who are likely to be more familiar with modern

performancemanagementsystems.

Table3:Respondents’age

Agerange NumberofParticipants Percentage

20-24 23 23%

25-29 40 40%

30-34 19 19%

35-39 11 11%

40andabove 7 7%

Source:Primarydata
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4.3.3EducationLevel

Themajorityofrespondents(41%)haveundergraduatequalifications,followedby28%

withdiplomasand19%withpostgraduatequalifications.Thissuggeststhatthesample

is well-educated and likelyto have a good understanding ofthe concepts being

investigated.

Figure13:Academicqualificationpercentagedistributionofparticipants

Source:Primarydata
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4.3.4WorkExperience

Themajorityofrespondents(91%)haveworkedinthefastfoodindustryforatleast2

years,withthehighestproportion(39%)having2-5yearsofexperience.Thisindicates

thatthesamplehassufficientexperiencetoprovidevaluableperceptionsintothelink

betweenperformancemanagementsystemsandorganizationalsuccess.

Figure14:Workexperiencepercentagedistributionofparticipants

Source:Primarydata
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4.4 Relationships between PM variables and organizationalperformance

variables

4.4.1GoalSettingandEmployeeproductivity(EP)

Regressionanalysiswasusedtofindtherelationshipbetweengoalsettingvariables

(alignment,clarity,attainability,specificityandmeasurability)andemployeeproductivity.

ResultsareshowninFigure4.4.

Figure15:Regressionanalysis-goalsettingvariablesandemployeeproductivity

Source:SPSSstatisticalsoftwarepackageoutput
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4.4.1.1Comments

R-valueof0.975indicatesaverystrongpositivecorrelationbetweenthepredicted

employee productivity based on goalsetting variables and the actualemployee

productivity.R-squared:0.950 indicates that95% ofthe variance in employee

productivitycanbeexplainedbythegoalsettingvariables.0.947valueofadjustedR-

squaredisslightlylowerthanR-squaredindicatingthemodelstillfitsthedatawelleven

afteradjustingforanumberofindependentvariables.

Thecoefficientsforeachindependentvariableindicatetheindividualimpactofeach

variableonemployeeproductivity.Positivecoefficientssuggestapositiverelationship,

whilenegativecoefficientssuggestnegativerelationship.Alignmentandmeasurability

havethestrongestpositiverelationshipswithemployeeproductivitywithattainability

alsoshowingapositiverelationshipasshownbytheirp-values(Sig.)whichareless

than0.05.

4.4.1.2Interpretation

Theseresultssuggestthatgoalsetting,particularlywhengoalsarealigned,clear,

specific,andmeasurable,cansignificantlyimpactemployeeproductivity.Thisaligns

with the research objective to examine the relationship between performance

managementsystemsandkeybusinessperformanceindicators,includingemployee

productivity.ThesefindingsareconsistentwiththefindingsofSmithandBrown(2018)

which underscored the importance of implementing effective performance

managementpractices,establishingclearperformanceexpectationswhichleadsto

improvedlevelsofworkerperformance,jobsatisfaction,andmotivation.Thissuggests

thatstaffengagement,productivity,andoveralljobperformancecanbeamplifiedby

well-designedperformancemanagementsystems,whichleadstoimprovedcompany

success.The strong positive relationship between goalsetting and employee

productivitysuggeststhateffectivegoalsettingcanbeavaluabletoolforimproving

businessperformanceinZimbabweanorganizations.
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4.4.2Performancemeasurementandfeedback,andoperationalefficiency

Regression analysis was also used to analyze the link between Performance

Measurementand Feedback (PMF)variables,which included timeliness,quality,

regularity,specificityandperformanceevaluationaccuracy,andbusinessOperational

Efficiency(OE).TheresultsaresummarizedFigure4.5below.

Figure16:Regressionanalysis-PMFvariablesandoperationalefficiency

Source:SPSSstatisticalsoftwarepackageoutput
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4.4.2.1Comments

Theregressionmodelshowsastrongrelationshipbetweenperformancemeasurement

variablesandoperationalefficiency,withanR-squaredvalueof0.913indicatingthat

about91% ofthevariationinbusinessoperationalefficiencycanbeexplainedbythe

performancemeasurementandfeedbackvariables.TheAdjustedR-squaredvalueof

0.908suggeststhatthemodelisrobustandaccountsthesamplesizeandnumberof

predictors.TheStandardErroroftheestimate(0.319)indicatesarelativelysmallerror

inpredictingoperationalefficiency.TheBcoefficientsandbetavaluesindicatethe

relative importance ofeach performance measurementand feedback variable in

predictingoperationalefficiency

4.4.2.2Interpretation

SpecificityhasthestrongestpositiverelationshipwithOE,indicatingthatproviding

specific feedback is crucialforoperationalefficiency.Quality and performance

evaluation accuracy also show significantpositive relationships,highlighting the

importanceofhigh-qualityfeedbackandaccurateperformanceevaluation.Timeliness

showsaweakerbutstillsignificantpositiverelationshipindicatingthattimelyfeedback

isimportantisimportantbutnotascrucialasspecificityandqualityoffeedback,and

accuracyofperformanceevaluation.Regularityshowsasmallnegativerelationship,

suggestingthatregularfeedbackmaynotbeasessentialforoperationalefficiency.

Both recentand old research supports the significance ofeffective performance

managementonoverallbusinessperformance.Forinstance,astudybyAgrawaletal.

(2020) found that performance management practices significantly impact

organizationalperformanceandcompetitiveness.Thisisalsosupportedbyaresearch

byDeNisiand Pritchard (2006)which highlighted the importance offeedback in

performancemanagement,showingthatfeedbackqualityandaccuracyarecriticalfor

workerperformanceimprovement.

4.4.3TrainingandDevelopment,andInnovationandGrowth

Correlation analysis was used to examine the relationship between Training and

Development(TD)variableswhichincludedTrainingBudget(TB),TrainingDuration

(TDu),TrainingQuality(TQ),TrainingFrequency(TF),MentorshipOpportunities(MO),
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andContinuousLearningCulture(CLC)inrelationtobusinessInnovationandGrowth

(IG).Theresultsareshownbelow.

Table4:Correlations-TDvariablesand,InnovationandGrowth

Source:SPSSstatisticalsoftwarepackageoutput

4.4.3.1CommentsandInterpretation

ThecorrelationanalysisrevealsstrongpositiverelationshipsbetweenTrainingand

Developmentvariables and business Innovation and Growth ranging from 0.932

(TrainingDuration)to0.974(TrainingBudget),indicatingthateffectivetrainingand

developmentpracticesareassociatedwithincreasedinnovationandgrowth.

These findings suggestthatinvesting in training budgets,fostering a culture of

continuous learning,providing frequenttraining opportunities,offering mentorship,
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ensuringhigh-qualitytraining,andadequatetrainingdurationareessentialfordriving

innovationandgrowth.ThesefindingsareconsistentwiththoseofParkandKang

(2020)which found outthateffective training and developmentpositivelyimpact

organizationalinnovationandperformance.ThisissupportedbyastudybySoltaniand

Tonekaboni(2016),whichhighlightedtheimportanceofcontinuouslearningculturein

enhancingorganizationalinnovationandgrowth.

4.4.4RewardsandRecognition(RR),andFinancialPerformance(FP)

Correlation analysis was used to examine the relationship between Rewards and

Recognition variables like Bonus Payments (BP),Salary Increases (SI),Public

Recognition(PR),EmployeeoftheMonthorYearAwards(EMYA),Merit-BasedRaises

(MBR)andNon-MonetaryRecognition(NMR)inrelationtoFinancialPerformance(FP).

TheoutcomesareshowninTable4.5below.

4.4.4.1Commentsandinterpretation

Theanalysisdisplaysstrongpositiverelationshipsbetweenrewardsandrecognition

variablesandfinancialperformance,indicatingthateffectiverewardsandrecognition

practicesareassociatedwithimprovedfinancialperformance.Thecorrelationsrange

from 0.864 (Salary Increases)to 0.922 (Public Recognition),indicating a robust

relationshipbetweenrewardsandrecognition,andbusinessfinancialperformance.

Thefindingssuggestthatorganizationsthatemphasizerewardsandrecognitiontend

to perform better financially,supporting the notion thateffective performance

managementincluding rewards and recognition,is crucialforachieving business

success.ThisisinalignmentwiththefindingsofGartner(2020)whichfoundthat

organizationswithrobustrecognitionprogramshavea24%increaseinrevenuegrowth

supportedbyaresearchbyWorldatWork(2020)whichshowedthatorganizationswith

effectiverewardstrategieshavea12% increaseinfinancialperformance.Astudyby

Harvard Business Review (2019) also supportthis research which found that

recognitionprogramsimproveemployeeengagement,leadingtoincreasedfinancial

performance.
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Table5:Correlations-RRvariablesandFinancialPerformance

Source:SPSSstatisticalsoftwarepackageoutput

4.5Thematicanalysisofqualitativedata

Theanalysisofqualitativedataidentifiedseveralkeythemesandsub-themesrelatedto

performancemanagementsystemsandorganizationalperformanceinthefastfood

industry.Thesethemesandsub-themesofferusefulunderstandingsintothestaffand

managersviewpointsandexperiencesabouttheimplementationandeffectivenessof

performancemanagementsystems.
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4.5.1Theme1:Goalsetting

Thematicanalysisidentifiedthreemainsub-topicsundergoalsettingwhichinvolves

importanceofclearandachievablegoals,alignmentwithorganizationalobjectivesand

employeeinvolvementingoalsetting.Theseareexplainedbelow.

4.5.1.1Sub-theme1:Importanceofclearandachievablegoals

Respondentsemphasizedtheimportanceofsettingclearandachievablegoalsasa

foundationforeffectiveperformancemanagement.Theyunderscoredgoalsmustbe

explicit,quantifiable,reasonable,applicableandtime-specific.ThisalignswithLocke

and Latham’s (2002)Goal-Setting theory,emphasizing specific,challenging and

attainablegoals.ThisissupportedbythefindingsofDeNisiandPritchard(2006)which

alsoemphasizetheimportanceofcleargoalsandfeedback.Thishasbeenfurther

supportedbyarecentstudybyAguinisetal.(2020),highlightingthesignificanceofgoal

setting in effective performance management which impacts organizational

performance,includingfinancialperformance,customersatisfaction,andemployee

productivity.

4.5.1.2Sub-theme2:Alignmentwithorganizationalobjectives

Respondentsstressedtheneedforperformancegoalstobealignedwiththeoverall

companyobjectives.Thisguaranteesthatemployees’personaleffortscontributetothe

achievementofbroaderorganizationalgoals.Thissupportstheconceptofalignment

withcompanyobjectives(KaplanandNorton,2005).

4.5.1.3Sub-theme3:Employeeinvolvementingoalsetting

Respondentsexpressed theimportanceofengaging employeesin theprocessof

setting companygoals.Thisnurturesfeelingsofresponsibilityand accountability,

leadingtoincreasedmotivationanddedicationtofulfillingtargets.Thisechoesthe

importanceofemployeeparticipationingoalsettingasproposedbyLatham andLocke

(2002).

4.5.2Theme2:Performancemeasurementandfeedback

Threemainsub-themeswereidentifiedunderperformancemeasurementandfeedback

whichareregularandconstructivefeedback,two-waycommunication,anditsimpact
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onmotivationandperformance.Moredetailsaregivenbelow.

4.5.2.1Sub-theme1:Regularandconstructivefeedback

Respondentsemphasizedtheneedforregularandconstructivefeedbackasacrucial

elementofperformancemanagement.Theyunderscoredthatcommentsshouldbe

explicit,timely,andactionable,addressingbothstrengthsandareasfordevelopment.

Thisisconsistentwithastudywhichemphasizestheimpactoffeedbackonemployee

performanceanddevelopment(Latham andLocke,2002).Aguinisetal.(2020)also

foundthatfeedbackinterventionscanleadtosignificantimprovementsinemployee

performance.

4.5.2.2Sub-theme2:Two-waycommunication

Respondentsstressed theimportanceoftwo-waycommunicationinthefeedback

process.This allows employees to clarify any misunderstandings and actively

participateintheirdevelopment.ThisideaissupportedbythefindingsofEuwemaetal

(2018,whofoundthatemployeeparticipationinperformancemanagementleadsto

increasedemployeeengagementandmotivation.

4.5.2.3Sub-theme3:Impactonmotivationandperformance

Respondentsindicatedthatregularandconstructivefeedbackcansignificantlyimpact

employeemotivationandperformance.Itfurnishesstaffwithtransparentinsightinto

abilitiesand regionsfordevelopment,allowing them to adjusttheirbehaviorand

improvetheirperformance.ThisisalsoconsistentwithLatham andLocke(2002)

whoseresearchhighlightedtheimpactoffeedbackonemployeemotivation.Gartner’s

(2020)studyfoundthatrecognition-richculture,whichincluderegularfeedback,leadto

increasedemployeeengagementandperformance.

4.5.3Theme3:Traininganddevelopment

Underthis theme,respondents stressed on three main areas which involves its

alignmentwith careergoals,continuouslearning and developmentand itsoverall

impactonemployeeengagementandretention.
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4.5.3.1Sub-theme1:Alignmentwithcareergoals

Respondentshighlightedtheimportanceoftraininganddevelopmentopportunities

beingalignedwiththeircareergoalsandaspirations.Thisensuresthatemployees

acquire the skills and knowledge necessary fortheirprofessionalgrowth and

development.Pastresearch,byAgyemanetal.(2022),inthisfieldagreesthataligned

trainingimpactemployeedevelopmentandperformance.

4.5.3.2Sub-theme2:Continuouslearninganddevelopment

Respondents emphasized the need for continuous learning and development

opportunitiestokeeppacewithindustrytrendsandtechnologicaladvancements.This

enablesemployeestoremaincompetitiveandadaptableintheever-changingbusiness

environment.Maphosaetal.(2022)foundthatcontinuouslearningopportunitieslead

toincreasedemployeeengagementandadaptability.AresearchbyOchiengetal.(2022)

foundthattraininganddevelopmentprogramsimproveorganizationalperformanceand

employeejobsatisfaction.

4.5.3.3Sub-theme3:Impactonemployeeengagementandretention

Respondents indicated thatproviding training and developmentopportunities can

significantlyimpactemployeeengagementandretention.Itdisplaysthecompany’s

dedicationtostaffgrowthanddevelopment,cultivatingasenseofloyaltyandbelonging.

A Kenyan studybyNjanjarietal.(2022)indicatesthattraining and development

opportunitiesnotablyimpactemployeegrowthandretention.Traininganddevelopment

isalsoimportantinenhancingemployeeengagementandorganizationalcommitment

(Kuyeetal.,2022).

4.5.4Theme4:Rewardsandrecognition

Theanalysisidentifiedthreemainareasunderthisthemestressedbytherespondents.

Theystressedonthefairnessandequityofrewardsandrecognition,themotivationand

performanceitbrings,andtheimportanceofnon-monetaryrecognition.

4.5.4.1Sub-theme1:Fairnessandequity

Respondentsemphasizedtheimportanceofrewardsandrecognitionsystemsbeing

fairandequitable.Thisensuresthatemployeesarerecognizedandrewardedbasedon
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theirperformance and contributions,regardless oftheirbackground orpersonal

characteristics.A studybyGartenbergetal.(2022)emphasizedtheimpactoffair

rewardsonemployeemotivationandorganizationaljustice.Thiswassupportedby

Cookeetal.(2022)whoseresearchfoundthatperceivedfairnessinrewardsand

recognitionsystemsincreasesemployeesatisfactionandcommitment.

4.5.4.2Sub-theme2:Motivationandperformance

Respondentsindicatedthatfairandequitablerewardsandrecognitionsystemscan

significantlyimpactemployeemotivationandperformance.Itprovidesemployeeswith

anincentivetostriveforexcellenceandcontributetotheorganization'ssuccess.Thisis

consistentwiththefindingsofAguinisetal.(2020),whichhighlightedthatrecognition

programsimproveemployeemotivationandperformance.Eisenbergeretal.(2022)

supportsthesamenotion.Theirresearchfoundthatmonetaryincentivespromote

competitive behavior, whereas non-monetary incentives encourage creativity,

camaraderieandengagementamongstworkers.

4.5.4.3Sub-theme3:Non-monetaryrecognition

Respondentshighlightedtheimportanceofnon-monetaryformsofrecognition,suchas

publicacknowledgment,awards,andopportunitiesforadvancement.Theseformsof

recognitioncanbeequallymotivatingandmeaningfulforemployees.Gartner(2020)

hasfoundnon-monetaryrecognitionincreasingemployeeengagementandKwonetal.

(2022)foundthatnon-monetaryincentiveshaveadirectimpactonemployeemorale

andjobsatisfaction.

4.5.5Theme5:Facilitatorsandhinders

Respondentshavepointedoutthatthattherearefacilitatorsandhindrancestothe

implementationofeffectiveperformancemanagement.Thisisconsistentwiththe

research objective to identify the factors thatfacilitate orhinderthe effective

implementationofperformancemanagementsystemsinZimbabweanorganizations.

Facilitators identified include leadership support,organizationalculture alignment,

employeeengagement,traininganddevelopment,technologyinfrastructureandclear

communication.Thishasbeensupportedbyseveralstudies.Euwemaetal.(2018)

foundthatleadershipsupportandcommitmentarecrucialforeffectiveperformance
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managementandHofstede(2010)suggestedthatculturaldifferencesshouldbetaken

into accountwhen implementing performance managementsystems as theycan

impactorganizationalbehaviorandperformance.Severalotherstudiesinthischapter

also supports the notion that there are factors facilitating the successful

implementationofperformancemanagementsystems.

However,itwasseenthatthesefactorscanalsoimpedethesuccessfulimplementation

ofperformancemanagementsystemsifnotin placeasidentified byDeNisiand

Pritchard(2006).Theseincludeinsufficientresourcesandcapabilities,poorleadership,

poortechnologyinuse,inadequatefeedback,resistanceto change,organizational

culture misalignment,difficulties in aligning rewards and capabilities and unclear

objectivesandmeasures.ThishasbeenfurthersupportedbySmithandBrown(2015)

whostressedtheimportancefororganizationstoadapttodigitaltransformationsand

utilizetechnologytoimproveperformancemanagementoutcomes,suggestingthat

organizationsshouldembracedigitaladvancementsandusetechnologytoenhance

performance managementpractices in today's digitalage.Byinvesting in digital

performancemanagementtools,dataanalyticscapabilities,anddigitalskillstraining,

organizationscanaddresschallengesrelatedtodigitizationandtakeadvantageof

opportunitiestoenhanceperformancemeasurement,feedbackprocesses,anddecision

-making.Adopting a digital-firstapproach to performance managementcan help

organizations achieve greater efficiency,agility,and effectiveness in managing

performanceinadigitally-drivenenvironment.

4.6Discussion

Theresultsofthisresearchsuggestthatperformancemanagementsystemsplaya

notableroleininfluencingoverallbusinessperformanceinthefastfoodindustry.

Organizationsthatimplementeffectiveperformancemanagementsystemsaremore

likely to experience improved employee productivity, financial results, and

organizationalefficiency.Byfocusingonfairness,transparency,andcommunicationin

performance appraisalprocesses,fostering a culture ofcontinuousfeedbackand

recognition,andaligningperformancegoalswithemployeeaspirations,organizations

canboostemployeejobsatisfactionlevelsandoverallorganizationalperformance.
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CHAPTERV

RESEARCHFINDINGS,CONCLUSIONANDRECOMMENDATIONS

5.1Introduction

Thischapterpresentstheoutcomesanddiscussionofthedataanalysisconductedin

thisstudy.Theresultsfrom boththequantitativeandqualitativedataarepresentedand

interpreted,providingunderstandingintothelinkbetweenperformancemanagement

systems and organizationalperformance in the fastfood industry.The research

findingsshedlightonthecriticalfactorsthatcontributetoorganizationalsuccess

througheffectiveperformancemanagementsystems.

5.2OverviewofKeyFindings

Inthissection,theresearcherwillprovideabriefsummaryofthekeyfindingsderived

from theanalysisofbothquantitativeandqualitativedata.

5.2.1AnalysisofQuantitativeData

To gain insights into the relationship between performance managementsystem

variablesandorganizationalperformancevariables,descriptivestatistics,regression

analysis,andcorrelationanalysiswereconducted.

5.2.1.1DescriptiveStatistics

Information gathered from the survey questionnaires was summarized using

descriptivestatistics.Theoutcomesshowedthatmostrespondentswerefemale(60%)

with an average age of28 years.Additionally,the majorityofrespondents held

undergraduatequalifications(47%)andhadworkedinthefastfoodindustryforatleast

2years(91%).

Informationgatheredfrom surveyquestionnaireswassummarizedusingdescriptive

statistics.Theoutcomesshowedthatmostrespondentswerefemale(60%),withan

averageageof28years.Themajorityofrespondentshadundergraduatequalifications

(47%)andhadworkedinthefastfoodindustryforatleast2years(91%).
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5.2.1.2RegressionAnalysis

Todeterminethesignificanceoftherelationshipbetweenperformancemanagement

system variablesandorganizationalperformancevariables,regressionanalysiswas

conducted.Theresultsindicatedthatgoalsetting,performancemeasurementand

feedback(PMF),traininganddevelopment(TD),andrewardsandrecognition(RR)were

significantlyassociatedwithimprovedorganizationalperformance.Thissuggeststhat

organizationsthatfocusonthesefactorsaremorelikelytoexperiencebetteremployee

productivity,financialresults,andoverallefficiency.

5.2.1.3CorrelationAnalysis

Correlation analysis was utilized to further explore the connection between

performancemanagementsystem variablesandorganizationalperformancevariables.

Theresultsconfirmed thefindingsfrom theregressionanalysis,showing positive

correlationsbetweenperformancemanagementsystem variablesandorganizational

performance variables.This indicates thatas performance managementsystems

improve,organizationalperformancetendstoimproveaswell.

5.2.2AnalysisofQualitativeData

Thematicevaluationoftheinterviewtranscriptsunveiledseveralkeythemesandsub-

themesrelatedtoperformancemanagementsystemsandorganizationalperformance.

Theseincluded:

i. GoalSetting:The importance ofsetting clearand achievable goals was

emphasizedbyrespondents.

ii.PerformanceMeasurementandFeedback:Theneedforregularandconstructive

feedbackwashighlightedasessentialforemployeemotivationandperformance

improvement.

iii.TrainingandGrowth:Theprovisionoftrainingandgrowthopportunitiesaligned

withworkercareergoalswasseenascrucialforenhancingemployeeskillsand

knowledge.

iv.RewardsandRecognition:Theimportanceoffairandequitablerewardsand
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recognitionsystemswasemphasizedasamotivatorforemployees.

Thesequalitativefindingsfurthersupportedthequantitativeresults,highlightingthe

significanceofgoalsetting,performancemeasurementandfeedback,trainingand

development,andrewardsandrecognitionindrivingemployeemotivation,performance

improvement,andoverallorganizationalsuccess.

5.2.3Discussion

The research findings demonstrate the criticalrole ofperformance management

systems in influencing organizationalperformance in the fast food industry.

Organizationsthateffectivelyimplementthesesystemsaremorelikelytoexperience

improvedproductivity,financialoutcomes,andoverallefficiency.Thequantitativedata

analysisconfirmedthesignificanceofgoalsetting,performancemeasurementand

feedback,andtraininganddevelopmentindrivingorganizationalperformance.The

qualitativedataanalysisreinforcedthesefindings,emphasizingtheimportanceofthese

elementsforemployeemotivation,performanceimprovement,andoverallsuccess.

5.3Conclusion

Inconclusion,thischapterhaspresentedtheresultsanddiscussionoftheinformation

evaluation carried outin this study.The findings underscore the significance of

performancemanagementsystemsininfluencingorganizationalperformanceinthe

fastfoodindustry.Organizationsthatimplementeffectiveperformancemanagement

systemsaremorelikelytoexperienceimprovedemployeeproductivity,financialresults,

andorganizationalefficiency.

5.4Recommendations

Companiesaimingtoenhancetheiroverallbusinessperformancethrougheffective

performancemanagementsystemsshould:

i. Continue to investin developing and implementing effective performance

managementsystems.

ii.Aligntheirperformancemanagementsystemswiththeircorporategoalsand

targets.
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iii.Providestaffwithregularandconstructivefeedbackregardingtheirperformance.

iv.Offertraininganddevelopmentopportunitiesthatarealignedwiththecareer

goalsandaspirationsoftheiremployees.

v.Ensurethattheirrewardsandrecognitionsystemsarefairandequitable.

5.5AreasforFurtherResearch

While this study focused on the fastfood industry in Harare,Zimbabwe,itis

recommendedtoconductfurtherresearchnationallyandcross-industrytodrawmore

meaningfulconclusionsonthesignificanceofperformancemanagementsystemson

overallorganizationalsuccess.Additionally,futureresearchshouldconsidercollecting

datafrom multipleindustriestogainabroaderperspective.Furthermore,exploringthe

factors thatfacilitate and impede the successfulimplementation ofperformance

managementsystemsinZimbabweanorganizationswouldbebeneficialforfuture

studies.
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APENDIX1

LETTERTORESPONDENT

BINDURAUNIVERSITYOFSCIENCEEDUCATION

DearSir/Madam

RE:QUESTIONNAIRECOMPLETIONONTHESIGNIFICANCEOFEFFECTIVE

PERFORMANCEMANAGEMENTONOVERALLBUSINESSPERFORMANCE.

MynameisXXXXXXXX,astudentfrom BinduraUniversityofScienceEducationandI

kindlyaskforyourassistanceinthecompletionofmyquestionnaire.Aspartofthe

requirementsoftheinstitutionforthecompletionoftheBachelorofAccountancy

Honorsdegree,Iam carryingoutaresearchentitled:Thesignificanceofperformance

managementsystemsonoverallbusinessperformance:casestudyofFastFood

IndustryinZimbabwe.ItisagainstthisbackgroundthatIkindlyseekyouropinionsby

completingtheattachedquestionnaire.

Thisisapurelyacademicstudyandtheresultswillbeusedforacademicpurposesonly.

PleasefeelfreetosayoutyourhonestopinionandIassureyouthatalltheinformation

youprovidewillbetreatedinstrictconfidence.Foranyclarifications,pleasecontactme

onthedetailsprovidedbelow.

Yourssincerely

XXXXXXXXX

PhoneNumber:XXXXXXX

Email:XXXXXXXXXXXXXXX
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SURVEYQUESTIONNAIREFORSTAFF,HUMANRESOURCEPROFFESSIONALSAND

OTHERMANAGERS.

Thankyouforparticipatinginthissurvey.Thisquestionnairehasbeenadministeredby

XXXXXXXXX,astudentatBinduraUniversityofScienceEducation.Inpartialfulfilment

oftheBachelorofAccountancyHonorsdegree,thestudentisconductingaresearchon

thesignificanceofperformancemanagementsystemsonorganizationalperformance.

Instructions

a.)Pleaserespondtoallquestions.

b.)Respondbytickingtheapplicableanswerinquestionswhereresponsesareprovided

andbrieflyexplainwherespacesareprovided.

c.)Therearenorightorwronganswers,hence,givetheresponsethatisclosesttoyour

opinion.

Notethatyourresponseswillbetreatedwithstrictconfidenceandthestudywillbe

usedforacademicpurposesonly.Yourresponseswillhelpthestudentunderstandthe

relationshipbetweenperformancemanagementsystemsandoverallbusiness

performance.

SECTION1:DEMOGRAPHICCHARACTERISTICS

1.Gender

Male

Female

2.Age

20-24years 25-29years 30-34years 35-

39years

40yearsand

above

3.EducationalLevelQualifications

Ordinary Advanced Diploma Undergraduate Postgraduate
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level level

4.Positioninthecompany

Employee Humanresourcepractitioner OtherManager

5.Workexperience:

Lessthan

2years

2-5years 6-10years 11-15

years

Morethan

16years

SECTION2:GOALSETTINGANDALIGNMENT

1.Whatisyourviewtowardsthegoalssetbyyourorganization?

Confusing PartiallyClear GenerallyClear CrystalClear Transparent

2.Arethegoalssetbyyourorganizationspecificandmeaningful?

Unspecific General Somewhat

Specific

Specific VerySpecific

3.Dogoeshaveaprecise,quantifiableandtrackablemetricsandtargetswhich

makesiteasytomeasuregoals?

Not Somewhat Partially Measurable Highly
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Measurable Measurable Measurable Measurable

4.Howfrequentlydoyouhavediscussionswithyourmanagerorsupervisorto

reviewandalignyourgoalswiththeorganization'sobjectives?(Frequency:daily,

weekly,monthly,quarterly,annually,Other).Specifyifother.

……………………………………………………………………………………………….

5.Inyouropinion,howdoestheperformancemanagementsystem inyour

organizationalignwithoverallbusinessobjectives?

……………………………………………………………………………………………………………………………………………

……………………………………………………………………………………………………………………………………………

……

6.Doyoufeelinvolvedinthegoalsettingandperformancemanagement

implementationprocess?

Yes

No

7.Whatisyouroverallviewofgoalsettingprocessatyourorganizationandhow

doesthataffectyourexecutionofyourresponsibilitiesandjobduties?

……………………………………………………………………………………………………………………………………………

……………………………………………………………………………………………………………………………………………

……

SECTION3:PERFORMANCEMEASUREMENTANDFEEDBACK

1.Howoftendoesperformancemeasurementandfeedbackonyourperformance

occurwithinyourorganization?

Rarely Occasional Regular Frequent Continuous
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2.Onascaleof1-5,ratehowwouldyouratethequalityofperformance

measurementandfeedbackreceivedinyourorganization?

Poor Fair Good VeryGood Excellent

3.Inwhatwaysdoyoufeelthattheperformancemanagementsystem helpsyou

understandyourstrengthsandareasforimprovement?

……………………………………………………………………………………………………………………………………………

……………………………………………………………………………………………………………………………………………

……

4.Doesperformancemeasurementandfeedbackoccuronatimelybasiswhen

performanceisstillrelevantandfresh?

TooLate Delayed OnTime Prompt Real-Time

5.Doesyourorganizationprovidepreciseanddetailedinformation,including

specificactionsandbehaviorsinlinewithperformancemeasurement?

……………………………………………………………………………………………………………………………………………

…………………………………………………

6.Doyouthinkperformanceappraisalandevaluationinyourorganizationare

accurate,providingadetailedandobjectiveassessment?

……………………………………………………………………………………………………………………………………………

…………………………………………………

7.Doyoufeelthattheperformancemanagementsystem inyourorganization

encouragesacultureofcontinuousimprovement?Whyorwhynot?

……………………………………………………………………………………………………………………………………………

……………………………………………………………………………………………………………………………………………

……
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SECTION4:TRAININGANDDEVELOPMENT

1.Doyoufeelthatthetraininganddevelopmentopportunitiesprovidedbyyour

organizationalignwithyourcareergoalsandaspirations?Whyorwhynot?

……………………………………………………………………………………………………………………………………………

…………………………………………………

2.Onascaleof1-5,howwouldyouratethequalityoftrainingsessionsatyour

organization?

Poor Fair Good Excellent Outstanding

3.Doyoubelievetheperformancemanagementsystem inyourorganization

identifiesandaddressesskillgapsordevelopmentareas?Whydoyouthinkso?

...........................................................................................................................................

...........................................................................................................................................

..........

4.Howdoyouseethedurationoftrainingsessions,doyouthinktheyare

structuredandlongenoughtoprovideenoughin-depthknowledgeandskills?

TooShort Adequate Satisfactory Comprehensive Extensive

5.Dosystemsatyourorganizationsupportacultureofcontinuouslearning?

Non-existent Limited Present Embedded Thriving

6.Howsufficientistheallocatedtraininganddevelopmentbudgetatyour

organization?

Inadequate Limited Adequate Generous Abundant
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7.Howfrequentdoemployeesreceivetrainingandmentorshipsessionsatyour

organizations?

……………………………………………………………………………………………………………………………………………

…………………………………………………

SECTION5:REWARDSANDRECOGNITION

1.Whichofthefollowingrewardsandrecognitionprogramsaremostdominantat

yourorganization?

a.BonusPayments

Never Rarely Sometimes Often Always

b.SalaryIncreases

Rarely Occasional,

butnotregular

Annualorbi-

annual

Frequent,

based

Regularand

Substantial

c.PublicRecognition

Never Onlyat

departure

Onlyformajor

achievements

Regularlyfor

achievements

Regularlyand

spontaneously
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d.EmployeeoftheMonth/YearAwards

Nosuch

program

Infrequent&

withouta

clearcriteria

Frequentbut

limitedtofew

Frequentand

fear

Frequent,fair

&celebrated

e.Merit-BasedRaises

Nosuch

practice

Unfair&

Arbitrary

Limitedtoa

few

Fairand

transparent

Fair,

transparent

andregular

f. Non-MonetaryRecognition

Never Rarely Occasionally Regularly Frequently&

Creatively

2.Arethereanychallengesorbarriersyoufacewhenitcomestoreceivingrewards

andrecognitionforyourperformance?Ifso,whatarethey?

……………………………………………………………………………………………………………………………………………

……………………………………………………………………………………………………………………………………………

……………………………………………………………………………………………………

3.Doyoubelievethattherewardsandrecognitionsystem inyourorganizationis

fairandequitable?Whyorwhynot?

……………………………………………………………………………………………………………………………………………

……………………………………………………………………………………………………………………………………………

……………………………………………………………………………………………………………………………………………

………………………………………………………

[TheEnd,ThankYouforYourCooperation!]


