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being parastatal, implemented  
performance contracting compliance Notice  

and Performance Contracting  
however cascading Performance  

organization realized. that  
researcher conduct research establish affecting 

implementation performance The research objectives 
determine whether communication process, training  

key effective implementation performance 
KWAL.The target population employees  
selected proportion sampling technique basis 

management-4, middle management-22  
management-26 based The collection technique 

instruments questionnaires; the analysis  
Statistical The researcher received  

questionnaires randomly distributed representing 
sample population. The results research  

chapter four while conclusions recommendations chapter  
effective affecting implementation  

Agencies researcher recommends  
improve performance appraisal  

employees importance  
change the attitude  

made inclusive process, transparent,  
mechanism place that employees understand  

meaning performance The process consistent  
improve effective communication  
be maintained passing information relating employees performance 

Training programs continuous introduced  
employees handle relating implementation  

performance standards performance  
organization Management  

strategic perspective; performance bring 
employee suggest improvement.  

affecting implementation performance appraisal KWAL  
therefore affecting performance  

parastatal organizations. The narrowed four  
research objectives, these cannot be  
affecting performance Suggestion  

further study therefore advisable contribute towards identification other variables 
implementation  

improve delivery  
systems hardworking
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chapter statement problem, objectives  

research significance

 

Performance controversial human resources management 

generating emotions gamut  

advocacy outright organization everyone the entire  

The employee performance appraisal  

wonderful; thinks unfair

According Ministry Performance Appraisal  

IstJuly,  

2006/2007, implementation process through various  

Sensitization Institute Administration  

Appraisal sensitization programs Ministries/Departments  

their equivalent the  

completing Performance their supervisors  

implementation holding consultative meetings  

Ministry (MSPS)  

Ministries/Departments.

purpose meetings emerging factors  

implementation developed by Ministry/Department during 

meetings facilitating implementation process Quarterly 

consultative meetings involving responsible for implementation  



Ministries/Departments circular guidance activities  

implementation progress reports  

Ministries/Departments quarter  

conducting mid-year performance The phase ending June  

culminated appraising using

Wine being parastatal sensitization 

programs Departments Agencies preparation  

Performance implementation organization.

culture performance-driven, take individual responsibility  

their role achievement organizational within parameters. This  

fundamental driving business achieving mission  

critical component  

resource management organization. predicated  

principle planning, setting performance targets, feedback  

reporting. other resource management systems processes 

including recruitment, development, career progression, incentives

most important management KWAL evaluate  

therefore performance appraisals  

primary they letting subordinates formally their current 

performance identifying subordinates deserve merit identifying 

individuals training identifying candidates promotion.

science performance fundamental

measure accurately assesses individual's performance  



advance one more operational functions

performance encompass both they  

differently major research orientations,

measurement tradition, other resources management other

organizational performance (Milkovich,et

nearly government operated performance

strengthen between  

specific pay performance programs have been place mid -

There agreement these programs have not  

desired objectives; their history has adjustments  

changes, differing evidence ability  

demonstrate between performance both employee  

public— problematic government (Milkovich

Many questions raised reforms being raised  

Why (Milkovich accounts intransigence problems 

surrounding effective performance systems government? there 

evidence validity despite problems?  

questions made more difficult by the nature  

by intermingling political responsiveness  

effective management, by scarce resources  

policy never our  

chapter provide information necessary understand

constraints their implications performance-based pay schemes  

government (Milkovich



well-managed organizations, performance 

single important management other management process 

much over work performance 

instrument organizations mobilize  

every employee enterprise achievement strategic  

performance every attention mission, 

vision, procedure quickly becomes butt  

According dynamic organization requires continually focusing  

most important human order optimum  

Performance activity management human  

provide key managerial decisions  

allocation promotion, development needs termination 

According categories appraisal, which  

continuing assessment individual performance 

manager course This assessment  

determined by instinctive feeling by evidence  

by-product day-to-day relationship between manager  

other altogether coherent orderly  

performance evaluation  

performance contribution their organization. Performance systematic 

planned organization evaluates employees order  

their performance objectives their description  



result performance, rectifies performance deficiencies, maintains  

information concerning their

inadvertently mixing the  

problem-solving dialogue required for building relationship developing 

different meeting which  

subordinate his/her evaluation implications 

important (Garcia

performance difficult undertaking. more 

difficult organization doesn't have logical, well-tested, step-by-step process  

developing their procedure based experience helping dozens  

companies create performance actually (Garcia

 

Agencies limited, referred KWAL established July 

parastatal established under the state corporation  

parent ministry Ministry Trade (author,

Wine Agencies objective consolidate importation  

distribution companies  

importation distribution  

incorporation commercial winery (1982) established  

This role effectively discharged KWAL monopoly  

manufacturing distribution liberalization economy  

between KWAL competition  

challenges threatened these challenges,  



maintain manufacturer distributor Wines  

shutting operations only  

KWAL branch Kampala Uganda 

market subsidiary serve Rwanda  

Democratic Republic leadership position,  

Management KWAL have continually reviewed organizational 

structure policies concerted efforts meant  

expanding market corporate information  

www.kwal.co.ke/home

Wine Agencies work performance objective  

human resource policy other work instructions. The performance targets have  

clearly implemented some departments. Performance  

significant employee 

been occasionally issues performance 

during meetings (departmental) where raise questions pay 

promotion interactive phase meant  

discussion their performance feasible The above  

decline performance, poor working relations, negative  

premise the researcher interested finding  

may be implementation process by conducting research 

study



 

Despite having embraced performance performance evaluation  

KWAL performance be implemented  

departments because researcher necessary  

carry research possible factors affecting the implementation  

performance why employees have  

exercise

 

objective the affecting implementation  

performance organizations reference

 

 determine how employee attitudes affects implementation  

performance parastatal organizations reference  

 communication process affects implementation  

performance parastatal organizations with reference  

 training implementation performance  

parastatal organizations reference KWAL

 evaluate standards implementation  

performance parastatal organizations reference  



 

The following research

 To employee attitudes affect implementation  

performance

 what communication process affects implementation  

performance

 training implementation performance  

 standards implementation performance 

1.6 

KWAL management recognize possible  

performance tools seeking better  

management employees performance; hence encourage them  

performance their organization. The findings be  

assistance identifying various affect implementation  

performance hence facilitate formulation  

stakeholders including shareholders, study provide 

resources order market share  

investment academicians scholars,  

basis research

 

office stratified middle 

lower The study activities within  

being addressed research objectives, ensure the findings 



contribute achievement objective The study review 

through literature research questions 

by

 

study limited therefore may comprehensive; there may  

been bias researcher because insider information- being employee  

organization; population may supportive may have made 

difficult validity or probate  

the major affecting implementation performance 

The study four objectives may have include 

other specific Though researcher  

familiar environment, concerning validity may have

respondents may have biased information  

identification affecting implementation  

performance may have made  

understanding nature questions difficult, leading response

limitations collection reliable  

researcher wrote respondent introductory letter detailing purpose  

The respondents confidentiality data collected  

Confidentiality by ensuring respondents not write their 

questionnaire.



 

chapter existing literature affecting  

implementation performance government  

related expose existing research offer  

evaluations introduction how may  

process increasing organizational effectiveness while illustrating  

appraisal be beneficial organization outcomes. These  

pointed rather patchy by nature instruction worldwide. have been 

stronger criticizing concrete outcomes earlier experiences  

searching market collection appraisal, teacher 

perception searching marker collection appraisal, teacher perception  

purpose explains experience  

comprehensive concerning teacher This introduction

teacher  

different production views

process fuller evaluation emerges  

analyzed respective position senior managers

appraisers

According activity organization

intermittent informed discussion between managers 



procedures based extensive  

performance appraisals the inability managers  

consistent accurate way identifying training 

occupational  

appraiser appraiser

Performance greatly organization organization  

realistic evaluation Appraisal examine  

senior appraiser

perceive by individuals meet 

significant means whereby some gain power  

organization

 

maximize determining there

thoroughly critically appropriate There  

factors affecting implementation  

performance past activities

objectives clear account past theoretical

identify affecting implementation performance  

2.3 

Attitude thinking behaving dictionary). Webster describes attitude 

posture, mental or dispositions positive 

give negative attitude close  

progress There number possible methods



measuring conducting interviewing  

employee methods, most accurate measure  

attitude research literature, most extensively 

validated attitude survey measures Descriptive  

Kendall, Minnesota Satisfaction Questionnaire  

The assesses satisfaction with different job 

supervision,  

more detailed assessment employee  

and/or customize their unique their

keeping psychology communication (Hovland

Nathan  

technique process  

particularly acknowledge essentially human nature  

process by cognitive processes,  

Cleveland argue obsession  

validity reliability researchers away examining other  

important performance They propose “  

criteria perceived or accuracy effectiveness

practicality criteria include widely recognized  

commitment, third  

criteria acceptance by organizational 

members ability facilitate organizational decisions. Taken together, 

these three criteria significantly influence success or failure  

performance



keeping argument, research emerged acknowledging  

employee supervisor acceptance performance appraisal process. 

nationwide survey municipal government personnel managers, Roberts  

(1996) human resource professionals understand importance acceptance 

their percent respondents recognized  

employee acceptance process either very important essential,  

respondents supervisor commitment important  

propose attitudes about fairness  

acceptability rating influenced by rating by both 

organizational Murphy  

that accuracy predicted the frequency  

duties performance,  

Dipboye employee opinions  

were by favorability amount two-way communication 

interview, perceived relevance appraisal

The attitude exhibits towards organization performance  

greatly influences participation implementation  

perceive management sensitive their problems; reaction  

breakdown communication decrease employee commitment loyalty  

organization. outcomes develop feeling resentment  

disgruntlement employees toward management (Florence,  

Attitude damage example employee  

attitude displayed he/she interacts with co-workers  



adversely contrast arriving being 

being organization property may only 

directly may disruptive department 

damage co-workers. Discussing  

attitude employee more uncomfortable experience  

supervisor inadequate performance

performance exercise employee expected  

importance those concerned

exercise be

decision making concerning The employee exhibit positive 

attitude contribute willingly otherwise exercise might smoothly  

intended

recent research For example, training  

process (Martin  

Participation, two-way communication, 

setting significant predicting attitudes  

performance Colella,  

Supervisors attitudes toward  

administration  

complexity Longenecker  

employees expect actually related work they  

relevance important Gabris

 

Communication therefore may described blood business;  

organization culture communicate. business develop  



effective communication favorable dealings outside company 

effective relationships organization depend communication 

without communication accurate information, management cannot effectively 

conduct directing, controlling coordinating activities

maintain agreement main purpose  

communication organization welfare the organization.

effective order cultivate corporate  

term relationship outside

Administrative communication involves transmission accurate 

replication by purpose eliciting  

accomplish organization (Michael,

process communication involves communication

accurately replicated (reproduced)  

receiver were transmitted. The transmitter 

accurate replication The response

communication purposes communication establish  

disseminate purpose develop their achievements; organize 

human other effective efficient way; select,

organization; motivate create climate  

Communicatiom-Managers become

customers, availability stockholders regulations  

government. The communicate among what triggers  

communication



communication effective The process  

communication message stimulates response  

further

According factor contributing effective organizational

communication ability technology. succeed business people 

today make they understand, technological  

communication. next century technology determining  

communicate communicate what devices  

employees organizations becoming increasingly accessible 

cellular electronic

researchers communication by they sometimes  

contexts "levels more represent institutional histories. study  

communication while occurring departments psychology,  

anthropology among generally developed schools rhetoric 

schools journalism. While many these become "departments  

communication, retain their adhering largely  

communication former mass media latter  

between speech communication mass communication  

complicated by number smaller sub-areas communication research,  

intercultural communication, communication, 

communication technology, communication, 

telecommunication done under variety other Some  

departments largely social-scientific perspective, others more heavily  



gear themselves more toward production professional 

preparation

These communication provide way grouping communication theories, 

theories or  

home explanations effective communication  

Adaptive building improving products, services, processes  

working customer building products services outside customer 

companies working enterprises. Entrepreneurial 

describes business employees expected work relate 

other expecting mentored  

command management structure

The outcome performance communicated appraisee  

negatively their perception attitude towards They  

participate Feedback again delayed;  

associate particular performance with the correct hence 

defeating reason whole opposite standard true  

timely feedback positively attitude towards performance 

performance roots three  

achieve they  

performance generally employed

administrative purpose, promotions salary increases  

development study by way back confirmed  

companies responding fortunes industries corporations 



performance  

administrative development (Decker,

 

describes training major business  

must training activity training must clearly be identifiable 

business Training process equipping people for  

better towards achieving identifies training 

trainer direction 

organization moving training developed

Training commands portion organizations budgets including  

salaries, expenditures, other Classic human theory  

only development knowledge directly 

benefit Organizations therefore offer training only  

by organizations their objectives competitive 

scarcity resources, organizations only training employees 

their improve their performance relation  

organizations Designing implementing effective training  

development challenging organizations because  

borne present but whose benefits accrue (Gilbert,

According business views training investment  

continuous investment create skilled workforce, but  

before have people way they  

their importance business changing attributed  

expansion development application computer automation  

disappearance many traditional  



environment employee training effective depends  

people wanting change encourage that desire  

According ability utilize previous learning service  

learning (transfer important factor learning but especially  

when basic principles being basic Transfer  

positive Positive occurs  

something subsequent situation manager

basic interviewing conduct more complex interview 

grievance interviews, earlier training  

him/her Negative transfer when something learned previously hinders 

performance machinist operated machine  

particular different method, likely doubly 

difficult person method because he/she previously 

acquired behavior

The purpose training improve knowledge, change attitudes  

This benefits both individuals  

organization. Training therefore, increase confidence, motivation  

commitment provide recognition. Enhanced responsibility  

possibility pay promotion feeling personal satisfaction  

achievement broaden opportunity career progression; improve  

availability quality increase individual  

organizational competence



Systematic training pointed by four simple methods  

training training or learning  

opportunities decide training required satisfying

order training effective experienced  

implement emphasized management  

evaluate training ensure

methods training include on-the-job.  

induction newly hired organizations. trains  

their familiarize operations they  

organization. training done instructions,  

demonstration they another method used off-the-job 

training done through instruction, conferences  

effective their more have confidence  

they training  

tends duplicate on-the-job training takes place classrooms  

equipment those This enable  

organization already familiar result training  

provide by providing wider knowledge,  

responsible have  

complex relationship between turnover  

suggested establishments enhance the existing  

lower turnover turnover higher workers trained  

multi-skilled, may imply type training enhances prospects  

The literature between lower turnover  



training off-the-job training associated higher turnover presumably 

because training

According Abelson reviewed literature relationship 

between turnover examining impact training  

Florence training average  

training wholly by their 

balance prelude contrast,  

training downward effect mobility more

research by concluded both on-the-job off-the- 

training on-the-job training 

particularly women, off-the-job training 

labour  

Adams received employer-provided job-related 

training lower probability changing employer making transition -

employment, men training significant difference type

examining apprenticeships male  

apprenticeships reduced voluntary  

voluntary job-to-unemployment involuntary termination contrast, 

apprenticeships rate these destinations relative  

those receive reference he  

Germany apprenticeships other vocational training reduce labour 

mobility apprenticeship training intended provide 

more transferable



 

Performance evaluating employees perform their 

communicating information  

syndrome tendency superior  

overcome certain frequently the product soft-spot manager  

developed particular because his/her personal relationship  

generosity This being lenient extent nearly  

lenience may be result inexperience  

hence cover through generous 

rating

Over strictness Manager deserved  

This setting performance standards beyond reach  

rating either average or Performance standards  

clearly objective specific reasonable realistic  

appraisal

Performance evaluating employees perform their 

communicating information  

day-to-day contact, largely documented while  

systematic regular time usually documented.  

organization performance more 

productivity workers through goal-setting have objective means  

determining compensation. evaluating behavior employees  

workplace normally including quantitative qualitative  

According assessment  

performance (Gilbert,



Performance tools documents assessing  

performance employee over period These forms  

attributes performance The key attributes  

personal attributes initiative decision making Performance 

management completed by manager  

individuals stipulate  

performance appraisal on-going 

requiring communication throughout year fostering two-way 

There nothing employee performance  

employee either providing honest feedback during  

year employee by review (Michael,

These year write performance, both positive  

employee that time file  

writing Writing review  

become summation employee  

supervisor already

The self-evaluation what they believe they accomplished during 

supervisor information where employee  

may supervisor overlooked some  

accomplished during behavior that objectively measures 

behavior, both employee their

Management by objective that emphasizes 

setting, planning checkpoints employee performance. 

Organizational determined individually, therefore linking  

objectively measure effectiveness inability  



employee balance  

performance collect input behavior  

multiple beyond traditional approach  

subordinates peers gather  

information readily observable manager director (Decker,

 

Agencies management by objectives results type  

type key result 

really research study provide the  

adequacy otherwise tools  

may be

beliefs the individuals relation  

be the organization be 

their mind long term career they aspire  

what they every The appraiser other  

setting their thought really  

performance productivity becoming more important more

government strategic planning try meet 

accountability Government Performance  

Governments trying verify their agencies departments  

doing more smaller number employees be expected accomplish 

then available techniques maximizing  

Effective performance management systems among  

measuring improving



failing adequate performance  

difficult benefits developing  

implementing effective Organizations lacking performance

costly litigation they support decisions terminate  

assessing performance  

employees, suboptimum promotion may promote  

employee her pay another employee's performance

superior higher return salary investment. Employees  

receive positive may become frustrated resulting  

recruitment The performance between desired performance

performance increases organizations overspend, trying  

the performance investing advanced technology, by redesigning  

improving efficiency rather focusing human performance 

determine productivity

Many officials believe pay performance, based ratings,  

employees incentives improve problem government insufficient 

appropriations adequate, successful pay-for- 

performance must carefully designed implemented by well-trained 

organization management practices

factors may performance point  

instance; constraints resources, management perception employee expectations 

organizational service quality specifications. Discrepancies may  

exist management perceives quality performance tasks associated 



delivering magnitude may determined by following 

inter related variables; difference between management perception  

expectations, translation perceptions service quality  

This findings reinforce clearly reinforce theoretical  

 

Attitude may implementation  

understanding communication may affect implementation 

while training may implementation  

knowledge may affect implementation

unclear inconsistent criteria



 

performance major employee feedback  

strongly increasing motivation, opportunity clarify long-

individual performance career development; why suffers  

(1994) describes muddle confusion which surrounds theory  

practice There require resolution  

relationship managers.  

badly managers, may  

evidence continued practice appraisals they  

institutionally elaborated management their development  

significant rhetoric bureaucratic by managers (Barlow,  

change appraisals  

enhance organizational performance (Kessler,  

criticism evidence, have alternative for process  

provide motivation, identify training potential  

evidence that career development

 

The relationship between variables independent variables  

existence scenario under investigation 

Cooper employ conceptual  

The research demonstrate whether  

implementation performance influenced by  

communication, training organization standards that mechanisms



3.1 

This chapter outlines research methodology achieve objectives  

research population, sampling collection 

research validity reliability, outcomes  

techniques were throughout

 

The research descriptive nature took Kenya Wine Agencies  

Ministry This research  

in-depth investigation complete organized feature  

purpose research investigate certain aspects identify  

further

This borrowed Mugenda which defined  

investigation institution or  

definition premise many 

other The study example events  

individuals purpose according these authors determine  

relationships among resulted observed under 

Thus qualitative inquiry (Glenne peshin)  

definition explanations reinforced by  

therefore in-depth qualitative  



descriptive method 

appropriate where problems have been  

The being affecting implementation performance

systems the  

questions describe situation  

variable

 

population headquarters only due  

organization policies performance have developed  

participation headquarters before roll-out other  

majority based Headquarters  

reliability validity representative whole

population employees

three categories management, middle  

lower management. number employees targeted by  

study study table

Middle management

management

30



 

sampling research clearly showed three categories 

management under sample had randomized: most 

representative population comparable many characteristics  

important

 

population selected reflect  

characteristics stratified proportion sampling technique  

obtain suitable unit representative This because  

heterogeneity respondents opportunity  

participation. stratified proportional sample increases  

efficiency provides adequate analyzing  

populations. method tracked data collection  

elements

Mugenda descriptive studies,  

population considered therefore reasonable 

representative sample current the picked  

population minimize sampling error  

improving validity reliability sample population.

 

Suitably questionnaires purpose research  

Questionnaires commonly important information population 

Mugenda Mugenda, researcher opted instrument 

researcher rating  

reporting questionnaire. appropriate



 

questionnaires, interviews, observations  

brainstorming outlined Secondary  

documented sources library magazines newspapers  

For research, study primary  

secondary data purposes literature The questionnaire  

interviewee while other were  

affecting implementation performance  

document making recommendations  

releasing

 

Authority research employer, KWAL  

copy granting authority office, copy  

The sampling validity questionnaires designed represent 

the properties were investigated by Nachiamias (1996).Validity  

degree results data actually represent  

phenomenon under (Mugenda Mugenda

 

reliability-the degree which research instrument  

results data after repeated pilot testing conducted  

effectiveness consistency research where appropriate, amendments 

were made validity standards maintained, 

respondents confidentiality

Researcher contacts respondents communications 

regarding clarity deadlines



 Processing Analysis

The data analyzed by use descriptive statistics. Specifically, means, averages

percentages employed the researcher. The data analysis tools were simple 

tabulations presentations report using Microsoft office suite statistical 

packages for (SPSS) The data then presented using

tables, graphs



 

chapter presents interpretation study carried out examine 

affecting implementation performance performance 

evaluation The respondents the were

the organization, representative sample department.

relevant objectives under questionnaire  

developed circulated response  

questionnaires using quantitative techniques for summarizing quantifiable 

qualitative techniques textual representation  

particularly expected discover underlying by The chapter 

discussions presentation interpretation research 

procedures techniques analyze present

 

target population researcher senior managers, 

middle managers management  

questionnaires administered targeted which questionnaires  

filled representing response



suggested response satisfactory data  

response considered research table  

response

4.1

 

response among which responded category  

managers, responded category middle managers;  

management while study

respondents lower middle management  

management there exists factors  

implementation performance Wine Agencies

 

findings gender management, shown table



gender respondents were male

evenly distributed between male  

This mean that implementation performance appraisal would  

regarded having gender parity making easier for system

 

respondents results table

40



above respondents, majority were 43%  

bracket above These findings  

sample population young enable implementation  

performance systems progress ease adaptability.

 

The questionnaire education characteristic  

results table

The table education respondents, those Secondary 

constitute those College education being  

majority university These findings imply that employees

people easier understand variables under  

 

working experience analyzed results  



The working experience respondents whose majority  

had working experience working experience between  

working experience between working experience  

This majority employees  

working experience The time organization may impact negatively 

implementation performance inadequate acclimatized 

The answer research

 

objective extent employee  

affected implementation performance The findings  

table



on

PAS

Not

Moderate

Greater

40

table attitude implementation  

respondents attitude  

implementation performance that attitude  

implementation lesser attitude implementation moderately 

while respondents employee attitudes  

implementation performance KWAL greater This results  

consistent research previously by

The literature variable wide range perspectives  

performance perspectives

performance those  

studies assume value performance  

those performance  

Performance Appraisal: State Practice,

provides comprehensive overview practices key components (feedback, 



improvement, compensation, teamwork) performance  

 

The objective research extent  

communication implementation performance appraisal  

The table below

 

Communication Frequency

Extent

Greater

The indicates respondents communication  

implementation performance appraisal, showed communication 

implementation indicated implementation 

The percentages moderate extent extent account

respondents indicating communication variable affects implementation 

performance The results are consistent  

previous Carolina University  

described performance appraisals  

there inadequate training for supervisors, merit 



pay without adequate poor communication among employees. Furthermore,

dissatisfied performance  

 

objective extent training affects

implementation performance

The

on

training

Greater

The above respondents training had  

indicated training indicated training

moderate impact, training great impact while 22% training 

implementation performance

cumulative percentage indicated training  

greater clearly demonstrated training implementation  

performance

responses supervisors

regarding effectiveness performance appraisal process.  

groups supported performance appraisals, although they were  

process. They problem establishing clear criteria  



performance, inadequate rater organizational commitment. 

Nonetheless, they supported behind performance appraisal

  

objective research what standards 

implementations performance systems The  

variable Table

 

standards

Greater

respondents indicated standards  

implementation indicated appraisal standards 

implementation  

moderately affected implementation while majority employees indicated 

standards implementation This results  

standards implementation performance  



may support performance systems, many

subordinates George perceptions performance  

models university supervisor-directed new -

supervisor-directed time  

university, while being implemented greater emphasis  

employee self-assessment. results study that employees clearly 

preferred self-assessment

 

obtained questionnaires critically examined  

questions properly, mistakes were corrected poorly

answered questionnaires analysis process. This  

reliability

uniformity maintained facilitated application other 

techniques data organization, classification

Coding qualitative involved assigning  

data questionnaires values where response rate  

category determined, respective response rates category were  

together response percentage respective category 

response calculated response rate which  

Coding efficient reduced gathered data number  

most important information. The data

information easily passed message



classification grouping  

respondents extent, moderate extent,  

greater rate respondent category  

The relevant information together researcher

solution research Tables were present analyzed  

were presentation findings some  

there emphasize

respondents responded indicated employees felt  

affected implementation performance great  

Employees information attitude captured questionnaire 

indicated organization appraise consistently,  

inculcate process the  

Other process serving purpose 

way  

attributed other  

further

communication implementation  

employees answered awareness  

they their jobs. These comments suggest they indeed

major obstacles implementation  

mindsets pre-determined

analyzing comments respondents training 

feedback, non-clarity the  

affecting implementation  



communication confidence performing duties  

they required undertake performance implementation. 

process negatively data variable  

separately presented This approach increased  

consistence, validity reliability gathered Data completeness  

uniformity maintained tables present

 

chapter discussed presentation the research  

methods, procedures techniques were analyze present 

which obtained questionnaires; response  

made where respondents participated research study were 

questionnaires using 

quantitative tables present study  

qualitative provide data validity reliability,  

interpretation meaningful



 

chapter discusses summary conclusions recommendations  

explanation affecting implementation  

The research questions were discussed  

provide solutions affecting  

implementation recommendations the study herein 

suggestion further
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presented tables  

business category population being affected  

investigated

Employee attitude implementation  

poor attitude This poor attitude  

performance largely perception  

inconsistent employees insecure threatened  

process, skepticisms. outcome appraisal  

purpose respondents only being 

appraise confirmation purpose Information obtained  

process being consideration rewarding promoting 

negative present performance 



affecting demonstrated Table  

cumulative percentage respondents answered great  

greater attitude performance  

respondents.

Communication implementation performance  

system; communication by institution been largely  

extent moderate measurement criteria depicted table Communication 

affected implementation responses  

clear inadequate explanation performance appraisal  

openly discuss performance difficulties during process between 

appraisee negative impact performance  

conducting employees required communication 

largely Training was  

performance appraisal employees 

implement  

organization The management required training  

implement effective performance resulting delayed implementation 

The training performance system indicated

 respondents training greater 

implementation performance

standards were implementation the

majority respondents methods clearly understood  

there training awareness Majority employees  

implementation performance 



majority appraisal standards  

implementation performance great

 to

researcher research questions 

relating variable under

 

respondents attitudes affect  

criteria Qualitative indicated  

promotion, not other  

except confirmation, consistent  

The results employees reasons behind  

implementation negative indicators revealed  

implementation  

that being ineffective organization.

 

Majority those conducting employees required communication 

implementation largely ineffective.  

communication process affects implementation performance 

respondents indicated communication 

affected implementation performance Further  

respondents implementation  

largely constant performance being 

sensitization organization required  

acceptability



 

Majority training provided the implementation  

performance systems simply understood compared 48%  

simple be by analysis showed  

training implementation  

selective, purpose training  

qualitative then training variable  

implementation performance ability  

relating performance

The majority respondents rating criteria  

rating The  

indicated standards; that policy appraisals  

training strategic direction needed  

objectives been communicated  

meant that majority respondents believe organization  

implementation performance

 

Employee attitude greatly affects performance appraisal, employees 

performance consistent fair when rewarding  

promoting have negative attitude towards performance 

appraisal the effectiveness performance appraisal

Communication greatly implementation  

Awareness sensitization undertaken improve effectiveness  

organization. Constant process required  



enhance understanding understanding 

process difficult implement improve  

Training great influence implementation performance  

effectiveness performance determined by both  

management management understand performance  

Continuous training ensure success performance 

standards effectiveness performance 

clear policy implementation performance  

system standards produce best  

The foregoing outcomes research suggest affecting  

implementation performance system Kenya Wine Agencies  

employees communication process, training, appraisal These 

variables implementation performance appraisal  

rating respondents during  

organization consider implementing performance 

 

provide effective the affecting implementation  

performance Wine Agencies researcher recommends  

following objective variable conceptual framework  

current performance



Employee Attitudes, research attitudes  

implementation evident way  

respondents The employees responses pointed  

process, transparent,  
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