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Human Resource (HR) practices like performance appraisal (PA) training are meant to ensure that
employees are equipped with the knowledge and skills needed for the attainment of organisational
goals. However, gaps still exist on the relationship between PA employees’ training and employees’
performance. This study aimed to establish the relationship between PA training and employees’
performance in Public Teacher Training Colleges (PTTCs) in Kenya. A cross-sectional survey study was
conducted among 282 employees comprising 185 appraisee’s and 97 appraisers in all the 27 PTTCs.
Proportionate stratified sampling technique was used and a self-administered semi-structured
guestionnaire was used to collect sociodemographic data and PA practices. Linear regression analysis
indicated that PA training contribution to employee’s performance was not significant (R2 = 0.001).
Appraisee’s preferred quarterly appraisal trainings and appraisers preferred those conducted twice a
year (P=0.0054; P=0.0025), respectively. Personal request (P=0.0086) was the basic selection criterion
considered for appraisers to attend PA training whereas for appraisee’s, the management considered
individual performance (P=0.0011). The PA training among appraisers focused on corruption prevention
and service delivery (P=0.0031; P=0.0232 respectively) whereas for appraisee’s, it focused on conflict
resolutions (P=0.0299). Additional courses besides PA training were intended to enhance employees’
personal development (P=0.0002). Appraisers opined that the relevance of PA training on employees’
personal development was not relevant at all (P=0.013) and ineffective (P=0.0055). Results suggest well-
designed PA programmes that guarantee employees’ personal development and career progression
enhances their commitment and may positively affect their performance.
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INTRODUCTION

Human resource (HR) is considered to be significant and
a critical area of management especially over the last few
years. The effect of HR practices on employees’
performance has attracted considerable attention globally
in the past 25 years (Mohammad et al.,, 2017). In
organizations which implement these HR practices,
employees feel secure and comfortable which in turn
enhances the level of employees’ job performance
(Nadarajah et al., 2012; Saleem and Khurshid, 2014).
Human resource practices like training have been linked
to almost all managerial functions. Implementation of
these HR practices helps to maximize the competences
of employees (Saleem and Khurshid, 2014). Training
efforts seek to improve knowledge, skills, attitudes, or
behaviour (Bell et al., 2017).

Organizations have utilized training to introduce new
management skills such as employees’ performance
appraisal (PA) which is the systematic evaluation of the
performance of employees to understand the abilities of a
person for further growth and development (GoK, 2012).
In the Education sector in Kenya, performance appraisal
management reforms were introduced in Primary
Teacher Training Colleges (PTTCs) in 2008 through the
Ministry of Education, Education Strategic Plan (2008-
2012). PTTCs are under the Directorate of Basic
Education responsible for coordination and management
of programmes and activities in the Early Childhood
Development, Primary Education and Teachers Training
Colleges for P1 where they supervise the management
and service provision in the institutions. One aspect of
the plan was to achieve optimal utilization of human
resource in PTTCs by introducing a Performance
Appraisal Training for their staff. The purpose of PA
training in PTTCs was to review and improve teaching
standards in basic education training through a systemic
appraisal approach, with a view of evaluating tutor's
performance and promoting professional development.
To achieve this, PA is guided by various objectives; these
include: to provide quality education to trainees in all
public institutions, to give tutors opportunity to improve on
their performance competencies, to analyse tutor’s
performance gaps and provide support for professional
development and to maintain cumulative records of
teaching and learning performance for decision making.

Adoption and effective utilization of new or improved
management innovations like employees’ PA requires
enabling HR practices like training to create awareness
and clarify expectations (Singh and Kassa, 2016). In this
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regard, the PA training strategy is effective in providing
awareness to senior managers and the training objectives
should be linked to organizational strategic objectives
(Kelli et al., 2015). Effective PA training culminates in
senior managers creating training tools which involve
designing the process, training employees on how to use
the tools, training managers on how to provide feedback
and set performance goals (Sujith, 2019). This should be
done while adhering to legal guidelines, distributing
resources and instructions as well as monitoring the
whole process. Comprehensive PA training enables
organizations to validate that employees have the right
skills and knowledge to complete job tasks and produce
quality products and services. Performance appraisal
training activities designed to support an effective PA
process involve establishing an on-going communication
process between employees and managers. It helps in
increasing the performance of employees both at
individual and organizational level (Al-Mzary et al., 2015;
Okechukwu, 2017). Researchers (Afsana et al., 2016;
Singh, 2016) have found positive relationship between
training and employees’ job performance. However, most
of these studies have been conducted in industrial
organizational settings (Khan et al.,, 2016; Tahir et al.,
2014) while less attention has been given to such
relationships in the higher education sector (Al-Mzary et
al., 2015).

An effective PA process aids management in decision-
making processes associated with promotion, discipline
and salary administration activities. Dealing with
performance problems promptly avoids long-term
problems, including legal liabilities. Improved employees’
performance reduces costly mistakes, increases
productivity and motivates personnel to achieve strategic
goals (lkramullah et al., 2016).Top-down training strategy
has been shown to be more effective by providing
awareness training first to senior managers and team-
building training later. It has been previously noted that a
single training will not change employees’ behaviour
(Kelli et al. 2015). Therefore, it is vital that managers be
aware of the possible bias among associates and
conduct training on a continuous basis. Organizations
should therefore perform training needs assessment and
design the training programmes accordingly. In this
regard, Roberson et al. (2003) suggested that when
dealing with diverse workforce, human resources
managers should carefully perform training needs
assessment and offer training programmes which aid
attainment of organizational goals. Performance appraisal
also offers an opportunity for a supervisor and a
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subordinate to recognize and agree upon individual
training needs. Performance appraisal training should
encourage employees to engage in career development
in order take on more complex roles. Too often, it
appears this fundamental view of staff development is
unheeded or forgotten. The focus of development tends
to be primarily on an organization’s future, manpower
requirements and not on the growth needs of individuals
in the workplace (Sujith, 2019). Staff development is
considered a joint and collaborative effort of the
organization and the employees to enrich employees’
attitudes, experiences, knowledge, skills and abilities to
improve their effectiveness (Noe et al., 2003).

Results of the empirical studies conducted by Hafeez
and Akbar (2015), and Falola et al. (2014) demonstrated
that PA training has a positive effect on employees’
performance. Lim and Ling (2012) argued that when
organizations follow the best PA processes, employees
feel that the organization is committed to providing equal
opportunities, which creates satisfaction amongst
employees. Similarly, when organizations provide PA
training opportunities, employees feel that the
organization cares about their career development, which
creates job satisfaction. Despite the global changes in
HR practices, some organisations still do not have clearly
defined training plans and policies. Although several
studies have been done in human resource
management, gaps still exist on the relationship of PA
training and employees’ performance, especially how this
relates to employees’ performance in academic
institutions especially in the developing countries (Ongalo
and Tari, 2015; Kamoche et al.,, 2004). In addition,
literature on PA training is sketchy in the East African
region, regardless of the effort put towards employee
training (Afshan et al., 2012; Debrah and Ofori, 2006). In
view of the above, the present study assessed the
relationship between PA training practices and
employees’ performance in public teacher training
colleges in Kenya.

METHODOLOGY

Stratified random sampling was used to select a sample of 330
respondents from a target population of 1881 employees. A cross-
sectional survey approach was used in which data were collected
from 282 employees, comprising 185 appraisees and 97 appraisers
in all the 27 Public Teacher Training Colleges in Kenya. To avoid
the common method bias problem, two different questionnaires and
interview schedules were developed and respondents (appraisers
and appraisees) were asked to respond to a set of open and closed
ended, and Likert scale questions. Positive and negative phrasing
of questions was used to avoid tutors answering similarly to every
question (de Winter and Dodou, 2010). To ensure validity and
reliability, the questionnaires were verified and a pilot study was
conducted. Internal consistencies were computed during the pilot
study using Cronbach’s Alpha co-efficient. The coefficients for the

variables under study ranged from 0.764 to 0.814 and according to
George and Mallery (2003) coefficients greater than a >0.7 are
acceptable while a >0.8 are good.

A total of 330 questionnaires were distributed to appraisers and
appraisees and 282 questionnaires were returned after completion
and were used for data analysis. Data analyses were conducted
using SPSS, version 20 (IBM SPSS Inc., New York, USA).
Pearson’s Chi-square test (Table 1) and Welch's two-sample t test
(Table 2) were used to determine the distribution of proportions of
independent variables among the appraisers and appraisees.
Differences in appraisers and appraisees’ responses were
considered significant if the P-value was <0.05. Responses to
guestions structured as Likert scales were assigned a number
between 1 and 5 (Boynton and Greenhalgh, 2004), to enable
calculation of mean scores and their standard deviations, and
subsequent statistical comparison of appraisers and appraisees
responses. A hypothesis was formulated to establish the
relationship between performance appraisal training and
employees’ performance in Public Teacher Training Colleges in
Kenya. A regression model was used to test the hypothesis and an
ANOVA was used to test the significance of the model (Tables 3
and 4).The conceptual framework is illustrated in Figure 1.

RESULTS

Questionnaires were sent to all 330 sampled tutors in the
27 PTTCs in Kenya. Two hundred and -eighty-two
(282/330: 85.5%) tutors responded. 97(34.5%) were for
appraisers and 185 (65.5%) were for appraisees.

Aspects of employees’ PA training in public teacher
training colleges in Kenya

Based on the analysis, all employees had attended PA
trainings in PTTCs (P=0.001). In addition, frequency of
PA training varied in various colleges where appraisees
preferred the quarterly appraisals trainings (P=0.0054)
but appraisers preferred the appraisal trainings
conducted twice a year (P=0.0025). Personal request
(P=0.0086) was the basic selection criterion considered
for appraisers to attend PA training whereas for
appraisees the management considered individual
qualification (P=0.0011). Moreover, PA training did not
address employees’ needs (P=0.0317). The PA training
programme among appraisers mainly focussed on
corruption prevention and service delivery (P=0.0031;
P=0.0232 respectively); whereas for appraisees it
focussed on conflict resolutions (P=0.0299). Appraisers
found it necessary to undertake other courses apart from
PA training conducted in PTTCs as compared to
appraisees (P=0.0241). The extra courses besides PA
training were purposed for enhancing employee’s
personal development as opposed to PA training
competency (P=0.0002). Appraisers opined that the
relevance of PA training on employee’s personal
development was not relevant at all (P=0.013); although



Table 1. Aspects of employee training and development in public teacher training colleges in Kenya.
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Variable Appraiser Appraisee PValue
n % N %

Awareness of PA Training

Yes 52 53.4 89 47.8 0.3725

No 45 46.6 96 52.2

Attendance of PA Training

Yes 56 57.7 171 92.4 0.001

No 41 42.3 14 7.6

Facilitation of PA Training

Self 24 24.7 31 16.7 0.1075

College 58 59.8 130 70.3 0.0761

Other individuals or organization 15 15.5 24 13 0.5645

Availability of PA Training Programme

Yes 43 44.3 102 55.1 0.0853

No 54 55.7 83 44.9

Frequency of PA Training

Continuous 8 8.2 15 8.1 0.9768

Quarterly 13 13.4 52 28.1 0.0054

Twice a year 26 26.8 23 12.4 0.0025

Yearly 13 13.4 41 22.2 0.0751

After 2 years 12 12.4 17 9.2 0.4019

Never 25 25.8 37 20 0.2648

Selection for PA Training

Personal request 16 16.5 12 6.6 0.0086

Appraiser recommendation 10 10.3 18 9.7 0.8729

Individual qualification 1 1.0 23 12.4 0.0011

Individual performance 10 10.3 11 5.9 0.1811

Departmental performance 18 18.6 40 21.6 0.5545

College demands 42 43.3 81 43.8 0.936

Employee Need to Undertake PA Training

Personal performance 5 5.2 14 7.6 0.447

Department performance 15 15.5 37 20 0.3556

Career progression 51 52.6 79 42.7 0.1138

College needs 26 26.7 55 29.7 0.5973

Employee Need Addressed by PA Training

Yes 13 13.4 45 24.3 0.0317

No 84 86.6 155 75.7 0.0317

Key Areas of Training Programmes

Corruption prevention 14 14.4 8 4.4 0.0031

Management 15 15.5 35 18.9 0.4784

Conflict resolutions 12 12.4 43 23.2 0.0299

Customer satisfaction 10 10.3 35 18.9 0.0614

Service delivery 30 30.9 35 18.9 0.0232

Gender mainstreaming 9 9.3 22 11.9 0.5083

Safety 7 7.2 7 3.8 0.2138

13
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Undertaking other courses

Yes 29 29.5 33 17.8 0.0241
No 68 70.5 152 82.2

Purpose for Undertaking other courses

PA Competency 31 40.0 36 19.5 0.0002
Personal Development 66 60.0 149 80.5

Relevance of PA Training on Employee Personal Development

Not relevant at all 30 30.9 33 17.9 0.013
Ineffective 16 16.5 59 31.9 0.0055
Not sure 31 32 35 18.9 0.0138
Effective 17 17.5 48 25.9 0.112
Very effective 3 3.1 10 5.4 0.3603

Table 2. Sample t-test analysis on the role of PA training among appraisers and appraisees onemployee performance in public teacher
Training Colleges in Kenya.

Causes Groups N Mean T-Value t P-Value
Training should be provided to key employee in the college Appraisers 83 3.29 7.385 0.031 0975
before and during implementation Appraisees 170 3.29 030 '
Once employees understand what needs to be done to Appraisers 83 3.18 17.986 -1.210

improve the organization they then need all the skills and 0.227
resources necessary to be able to accomplish those Appraisees 171 341 -1.144 '
improvement

Empowerment training is more remedial and it prepares for Appraisers 83 3.10 4.555 -0.318 0751
collaboration and higher level of performance Appraisees 169 3.16 -0.310 '
Training of any kind should have as its objective the Appraisers 83 3.16 2.813 -0.034 0.973
redirection or improvement of behaviour so that the

performance of the trainee becomes more useful and Appraisees 169 3.17 -0.033

productive for himself and organization

Lack of trained personnel, development, advancement in Appraisers 82 3.01 0.004 1.236
technology, faulty methods, prevention of accidents and Appraisees 162 2.77 1.231 0.217
need for career development

Table 3. Sample t-test analysis on whether performance appraisal training influences employee performance and its extent in public
Teacher training colleges in Kenya

Causes Groups N Mean Test value t P-Value
Does staff training influence employees Appraisers 75 1.00 0.116 -1.688 0.734
performance in the college (yes/no) Appraisees 163 1.15 - -1.629 -
Extent staff training influence employees Appraisers 75 2.28 3.657 -0.904 0.056
performance in the college (*) Appraisees 159 2.42 - -0.869 -

* 5=Very large extent, 4=Large extent, 3=Moderate extent, 2=Low extent, 1=Very low extent.
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Table 4. Regression model summary for  relationship between performance appraisal training and employee
performancein Public Teacher Training Colleges in Kenya.

Model R R Square  Adjusted R square  Std. error of the estimate  Durbin-Watson
1 0.034% 0.001 -0.006 1.851 2.757

a. Predictors: (Constant), Employee training on performance appraisal. b. Dependent Variable: Employees performance.
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Figure 1. Performance appraisal training and evaluation criteria and its effect on employee performance.

an equal number of them was not sure (P=0.0138) the
appraisees opined that it was ineffective (P=0.0055). The
other parameters like awareness, facilitation of regular
training of employees and availability of a training
programme as well as employees’ drive to undertake PA
training were not significant (Table 1).

Role of PA training on employees’ performance in the
PTTCs

Results indicate that majority (83.3%; 73.4%) of the
appraisers and appraisees “agreed” and “strongly
agreed” that PA training should be provided to key
employees in the college before and during
implementation process; whereas 11.3 and 17.9%
“disagreed” and “strongly disagreed”. Similarly, 78.7%
and 84% “agreed” and “strongly agreed” that once
employees understand what is to be done to improve
their organization, then they need to be given all the skills
and resources necessary to accomplish their tasks; while
14.9 and 7.7% “disagreed” and “strongly disagreed”. In
addition, 82.3% and 83.7% appraisers and appraisees
“‘agreed” and “strongly agreed” that empowerment
training is more remedial and it is prepared for
collaboration and higher level of performance; whereas
12.1 and 7.5% “disagreed” and “strongly disagreed”.
Moreover, 76.7% appraisers and 81.4% appraisees felt
that training and development of any kind should have as

its objective the redirection or improvement of behaviour
so that the performance of the trainee becomes more
useful and productive for himself and the organization;
while 12.6% and 7.8%) “disagreed” and “strongly
disagreed”. Majority (75.3% and 74.9%) “agreed” and
“strongly agreed” that lack of trained personnel,
development, advancement in technology, faulty methods,
prevention of accidents and need for career development
were drivers for training; whereas 14.8% and 14%
“disagreed” and “strongly disagreed”. The opinion of the
employees on the effect of PA training on employees’
performance is presented in Figure 2.

More varied opinion exists on the role of performance
appraisal training among appraisers and appraisees on
employees’ performance (Table 2).

There was no significant difference in the opinion of
appraisers and appraisees on the role of PA training in
employees’ performance (P>0.05). First, they concurred
that PA training was a necessity to employees in the
college before and during implementation of PA.
Secondly, PA training was regarded as crucial for
employees who have understood its needs since they
need skills and resources to accomplish the required
improvement. Similarly, appraisers and appraisees
agreed that, PA training should focus on employees’
empowerment remedies, to prepare them for higher level
performance. Lastly, the employees concurred that PA
training was key in improving employees’ behaviour to
make them more productive. They also concurred that
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Role of PA Training on Employees Performance
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Figure 2. Opinions of appraisers and appraisees on the role of performance appraisal training on employee

Performance in public teacher training colleges in Kenya.

PA training alone was not a remedy to lack of trained
personnel, advancement of technology, prevention of
accidents and career development.

Consensus opinion exists among appraisers and
appraisees on whether PA training influences employees’
performance and the extent of its influence (Table 3).

There was no significant difference existing among
appraisers and appraisees on the influence of PA training
on employees’ performance (P=0.734). Similarly, both
appraisers and appraisees agreed that the PA training
influence on employees’ performance was low (mean
2.28 and 2.42, respectively). Additionally, the extent PA
training influenced employees’ performance was not
significant among appraisers and appraisees (P=0.056).

The results of the regression model revealed that only
0.1% variation in employees’ performance could be

explained by performance appraisal training. This
suggests that performance appraisal training contributed
about 0.1% of employee’s performance in public teacher
training colleges in Kenya (Table 4).

The R column value (r = 0.034) depicts that the
correlation between performance appraisal training and
employees’ performance is insignificant. The R- Square
(R*= 0.001) indicates the amount of variability in
employees’ performance accounted for by performance
appraisal training.

The ANOVA results of F=0.163 with 1 and 94 degrees
of freedom and F were not significant. This implies that
performance appraisal training does not affect employee’s
performance in public teachers training colleges in Kenya
(P=0.687>0.05), as shown in Table 5.

The regression coefficient revealed that a unit (1)
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Table 5. ANOVA for relationship between performance appraisal training and employee’s performance in public

teacher training colleges in Kenya.

Model Sum of Squares df Mean Square F Sig.
Regression 0.557 1 0.557 0.163 0.687"
1 Residual 469.500 137 3.427
Total 470.058 138

2. Dependent Variable: Employees performance. ® Predictors: (Constant), Employee training on performance appraisal.

Table 6. Regression coefficient for the relationship between performance appraisal training and employee’s performance in public

teacher training colleges in Kenya.

Coefficients?

Unstandardized Standardized Collinearity
Model coefficients coefficients t Sig. (P) statistics
B Std. error Beta Tolerance VIF
(Constant) 31.49 0.533 59.051 0.000
1 .
Employee training on -0.011 0.026 -0.034 0403  0.687 1.000 1.000

performance appraisal

a. Dependent Variable: Employees performance.

increase in performance appraisal training leads to
decrease in employees’ performance by -0.011. The
results also indicate that there was a negative and
statistically insignificant relationship (P>0.05) between
employees’ performance and performance appraisal
training (Table 6).

Coefficient of determination shows the predictor
variable (performance appraisal training) contributes to
the model. The equation provides information about the
change in the value of the dependent variable
corresponding to the unit change in the independent
variable. The data indicate the constant (31.49)
represents the y-intercept with a slope of -0.011. Given
regression equation Y=a+fx1, this output could be shown
as:

Employees’ performance (Y) =31.49+-0.011 Performance
appraisal training (X)

Where, Y is the estimated value of the dependent
variable, and X is the value of the independent variable.

Other ways staff training affects employees’

performance in the college

When probed further, appraisers and appraisees felt that
staff training in teacher training colleges was envisaged
to raise employees’ level of morale, help them to
understand the purpose of the appraisal and respond
positively to appraisal system. In addition, it enables

employees to understand the benefit of appraisal and
help them work hard by boosting level of performance of
task and it improves social interaction and creativity
among the employees. Lastly, it reveals the goals and the
way forward/ intervention, and raises their self-esteem or
positive change of attitude among the employees and
thinking in performance of duty.

However, this is largely not achieved as employees
indicated that they still remained demotivated, some were
not able to set clear target, monitor their achievement
and carry out set evaluation. Employees attributed this to
selective staff training (where college trains friends,
relatives, tribesmen/women, college clerks and cartels
with no fruit of employees’ performance). Those who are
not given preference in training felt demoralized and
therefore had negative attitude towards the appraisal
system. Employees noted that the training programmes
did not take into account the core business of the college
which was to influence learner outcomes but focused on
preparing employees for retirement, achievement of
personal goals together with organizational goals. They
recommended that the capacity building seminars outside
the college should be fairly distributed so that any
member of a department can attend and not the usual
“suspects” only.

DISCUSSION

The present study determined that the PA training



18 Int. J. Educ. Admin. Pol. Stud.

programmes in PTTCs in Kenya were not well developed
and in some instances were not precisely executed. This
is indicated by the diverse opinion of appraisers and
appraisees regarding the attendance of the PA trainings
despite largely being facilitated by the respective
colleges. Although employees’ performance appraisals
were conducted in PTTCs on quarterly and annual basis
as per the TPA system (www.tsc.go.ke), most PTTCs
had adopted diverse short-term appraisal sessions to
serve various college needs. Performance appraisal
training guidelines were not developed in PTTCs as
envisaged in the Code of Regulations for Teachers (TSC,
2015), hence various colleges had introduced a wide
range of training schedules. The trainings were geared
towards addressing the college and employee
performance requirements. This resulted in conflicting
information among appraisers and appraisees on the
activities that were meant for training, internal evaluation
and those that were conducted for management decision
making as per the Teachers Service Commission Code
of Regulations for Teachers. The quarterly PA training
was more recognised by appraisees as compared to
appraisers who recognised the PA trainings conducted
twice a year. Cappelli and Conyon (2018) noted that
increasingly, corporate organizations are phasing out
transactional models of performance appraisal and about
70% of multinational firms were replacing their
transactional appraisal model such as annual reviews
with a summative appraisal model.

The present study suggests that although employees
were trained on PA, the criteria for selection varied.
Appraisers were trained upon their request while PA
training for appraisees was based on their individual
performance as evaluated and recommended by the
appraisers. Moreover, the study revealed that PA training
conducted in PTTCs did not address employee needs,
but it mostly focussed on the institutional needs identified
by management. Appraisers PA training in PTTCs mainly
focussed on corruption prevention and service delivery
while for appraisees it conflicts resolutions. This indicates
lack of a well-designed employee PA training programme
that is policy guided to address individual employee
needs like personal development and the college
management needs like enhanced employee performance.
Takeuchi et al. (2007) noted that the possible reason for
the absence of a training programme to support PA
training and employee performance relationship might be
that the relationship is contingent not on all but specific
organizational factors or environmental factors. Similarly,
in this regard, Holck et al. (2016) suggested that
management in PTTCs should re-evaluate PA training
programme and activities to effectively deal with new
challenges and make effective use of diversity among
employees. Furthermore, past studies have confirmed
that effectively prepared and guided PA training

programme enhances employees and organizational
performance (Hye et al., 2015; Madera et al., 2016).

Although most employees had not enrolled in other
performance related courses, the key drive for enrolment
among employees in PTTCs was personal development
related and not PA competency related. In addition,
appraisers opined that the relevance of PA training on
employees’ personal development was not relevant at all
and the appraisees described it as ineffective. This
indicates that although employees were undertaking PA
training, they felt that it was designed to address the
performance needs of the PTTCs and not their personal
development. There is negative relationship between PA
training and employees’ performance though insignificant.
This is in agreement with the study by Chadwick et al.
(2015) which indicated that HR practices can be
destructive or helpful because failure or success of HR
practices depends on some internal and external
boundary conditions. In some contexts, some HR
practices could be detrimental or have an insignificance
role to enhanced performance. Data from the current
study indicate that sole utilization of selected HR
practices such asPA training could be a negative driver of
employees’ performance. This result solidifies the
findings of the extant literature which includes among
others Saleem and Khurshid (2014), and Falola et al.
(2014). Performance appraisal training is found in the
current study to have non-significant effect on employees’
performance. This finding signifies that the findings of the
extant literature on PA training—performance nexus are
inconclusive. Ariely et al. (2009) indicated negative nexus
between PA training and employees’ performance. The
introduction of the training programme in the organization
should be characterized with high level of trust, sufficient
information on accrued benefits and effective performance
appraisals (Ismail et al., 2015a).

Conclusion

The current study determined that PA training does not
influence employees’ performance in PTTCs in Kenya.
Performance appraisal training in PTTCs should be
guided by an established policy framework to enhance
clarification to employees on matters concerning
frequency of training, criteria for selection of trainees and
objectives for training among appraisers and appraisees.
Management in PTTCs should develop PA training
programmes derived from the established framework
carefully by considering the needs of each employee to
realise the college needs. Performance appraisal training
that is perceived to be biased in selection of trainees
does not guarantee employees’ personal development
but focuses barely on PA competency and college need
demotivates employees. Overall, the investigation



regarding the relationship between PA trainings and
employee performance reveals that PTTCs in Kenya lack
well designed and properly implemented PA training
programmes guided by PA policy framework which is a
key factor to enhance employees’ performance.

CONFLICT OF INTERESTS

The authors have not declared any conflict of interests.

ACKNOWLEDGEMENT

The author appreciates the study participants,
management and staff of the Public Teacher Training
Colleges in Kenya for their cooperation and support
during the study.

REFERENCES

Afsana J, Afrin F, Tarannum T (2016). Effect of training on employee
performance: An empirical study on telecommunication industry in
Bangladesh. Journal of Business and Technology (Dhaka) 10(2):67-
80.

Afshan S, Sobia |, Kamran A, Nasir M (2012). Impact on employee
performance: A study of Telecommunication sector in Pakistan.
Interdisciplinary Journal of Contemporary Research in Business 4(6).

Al-Mzary MMM, Al-rifai ADA, Al-Momany MOE (2015). Training and its
impact on the performance of employees at Jordanian universities
from the perspective of employees: The case of Yarmouk University.
Journal of Education and Practice 6(32):128-140.

Ariely D, Gneezy U, Loewenstein G,Mazar N (2009). Large stakes and
big mistakes. Review of Economic Studies 76(2):451-469.

Bell BS, Tannenbaum SI, Ford KJ, Noe RA, Kraiger K (2017). 100 years
of training and development research: What we know and where we
should go. Journal of Applied Psychology 102:305-323.

Boynton PM, Greenhalgh T (2004). Selecting, designing, and
developing your questionnaire. British Medical Journal (Clinical
Research Edition) 328(7451):1312-1315.

Cappelli P, Conyon MJ (2018). What do performance appraisals do?
Industrial and Labor Relations Review 71(1):88-116.

Chadwick C, Super JF, Kwon K (2015). Resource orchestration in
practice: CEO emphasis on SHRM, commitment-based HR systems,
and firm performance. Strategic Management Journal 36(3):360-376.

de Winter JFC, Dodou D (2010). "Five-Point Likert ltems: t test versus
Mann-Whitney-Wilcoxon (Addendum added October 2012)," Practical
Assessment, Research, and Evaluation 15(11):1-16.

Debrah YA, Ofori G (2006). Human Resource Development of
Professionals in an Emerging Economy: The Case of the Tanzanian
Construction Industry. International Journal of Human Resource
Management 17(3):440-463.

Falola HO, Osibanjo AO, Ojo SI (2014). Effectiveness of training and
development on employees’ performance and organization
competitiveness in the Nigeria Banking industry. Bulletin of the
Transilvania University of Brason Series; Economic Science
9(1):161-170.

GoK (2012). The Public Sector Reforms and Performance
Contracting,Nairobi:  Government Printer. Journal of Public
Administration and Governance 2(4).

Hafeez U, Akbar W (2015). Impact of training on employee’s
performance (Evidence from pharmaceutical companies in Karachi,
Pakistan). Business Management and Strategy 6(1):49-64.

Miriti et al. 19

Holck L, Muhr SL, Villeseche F (2016). Identity, diversity and diversity
management on theoretical connections, assumptions and
implications for practices: Equality, Diversity and Inclusion. An
International Journal 35(1):48-64.

Hye KK, Ung HL, Young HK (2015).The effect of workplace diversity
management in a highly male-dominated culture. Career
Development International 20(3):1362-1436.

lkramullah M, Van Prooijen JW, Igbal MZ, Ul-Hassan FS (2016).
Effectiveness of performance appraisal: Developing a conceptual
framework using competing values approach. Personnel Review
45(2):334-352.

Ismail Al, Abdul-Halim AM, Joarder MHR (2015a). Mediating role of
distributive justice in the relationship between career incentives and
employee performance. Journal of Economics, Business and
Management 3(10):929-935.

Kamoche K, Yaw D, Frank H, Gerry NM (2004). Managing Human
Resources in Africa. London: Routledge Global Human Resource
Management Series.

Kelli G, Lopez M, Wysocki A, Karl K, Derek F, Jennifer LC (2015).
Diversity in workplace: Benefits, challenges, and the required
managerial tools. Food and Resource Economics Department,
UF/IFAS Extension. Retrieved from https://edis.
ifas.ufl.edu/pdffiles/HR/HR02200.pdf.

Khan AA, Abbasi SOBH, Waseem RM, Ayaz M,ljaz M (2016). Impact of
training and development of employees on employee performance
through job satisfaction: A study of telecom sector of Pakistan.
Business Management and Strategy 7(1):29-46.

Lim LJW, Ling FYY (2012). Human resource practices of contractors
that lead to job satisfaction of professional staff. Engineering,
Construction and Architectural Management 19(1):101-118.

Madera JM, Dawson M, Guchait P (2016).Psychological diversity
climate: justice, racioethnic minority status and job satisfaction.
International Journal of Contemporary Hospitality Management
29(11):2514-2532.

Mohammad JU, Miah MAS, Rahman M M,Rahaman MS (2017).
Mediation role of job satisfaction on HRM operational performance
relationship: A three-way moderation effect by gender. The Journal of
DevelopingAreas 51(3):437-452.

Nadarajah S, Kadiresan V, Kumar R, Kamil NNA, YusoffyY M (2012).
The relationship of HR practices and job performance of
academicians towards career development in Malaysian Private
Higher Institutions. Procedia-Social and Behavioral Science 57:102-
118.

Noe RA, Hollenbeck JR, Gerhart B, Wright PM (2003). Human
Resource Management. London, UK: McGraw Hill.

Okechukwu W (2017). Influence of training and development, employee
performance on job satisfaction among the staff. Journal of
Technology Management and Business 4(1):1-16.

Ongalo EA, Tari J (2015). Effect of Employee Motivation Strategies on
Organizational Performance: A Case of Electricity Generating and
Distribution Firms in Kenya. European Journal of Business and
Management 7(1):55-65.

Roberson L, Kulik C, Pepper M (2003). Using needs assessment to
resolve controversies in diversity training design.Group and
Organization Management 28(1):148-174.

Saleem |, Khurshi A (2014). Do human resource practices affect
employee performance? Pakistan Business Review 15(4):669-688.
Singh H (2016). Impact of training on employee performance.
International Journal of Business Management and Scientific

Research 18:1-5.

Singh NR, Kassa B (2016). The impact of human resource
management practice on organizational performance-a study on
DebreBrehan University. International Journal of Recent Advances in
Organizational Behaviour and Decision Sciences 1(1):643-662.

Sujith AS (2019). Craig, beatty and baird model of performance
appraisal-A comprehensive overview. International Journal of
Management, IT and Engineering 9(3):74-107.

Tahir N, Yousafzai IK, Jan S, Hashim M (2014). The impact of training



20 Int. J. Educ. Admin. Pol. Stud.

and development on employee’s performance and productivity, a
case study of United Bank Limited Peshawar City, KPK, Pakistan.
International Journal of Academic Research in Business and Social
Sciences 4(4).

Takeuchi R, Lepak DP, Wang H, Takeuchi K (2007). An empirical
examination of the mechanisms mediating between high-
performance work systems and the performance of Japanese
organizations. Journal of Applied Psychology 92(4):1069-1083.

Teacher Service Commission (TSC) (2015). The Teacher Service
Commission Kenya: Code of Regulations for Teachers, Retrieved

2020, June 30th available
http://www.tsc.go.ke/index.php/about-us

online

from



Miriti et al. 21

QUESTIONNAIRE

RELATIONSHIP BETWEEN EMPLOYEE TRAINING AND DEVELOPMENT ON PERFORMANCE APPRAISAL AND
EMPLOYEE PERFORMANCE

1. Have you undergone any performance appraisal training?

Yes [1] No [1]
2. If Yes, who facilitated or funded the training?
Self [1] College [ ] Other individuals or organization [1]
3. Does staff training on performance appraisal take place in the College?
Yes [1] No [1]
4. How often does the training take place within the College?
Continuous [1] Quarterly [1] Twice ayear [ ]
Yearly [1] After 2 yrs [1] Never [1]
5. What is the criterion applied in selecting employees for training?
Personal Request [1] Appraiser Recommendations [1]
Individual qualifications [ ] Individual Performance [1]
Departmental Performance [1] College Demands []
6. What prompted your need to undertake the training?
Personal Performance [1] Department Performance [1]
Career Progression [1] College Needs
7. In your opinion, to what extent has staff appraisal been beneficial to you?
To a very large extent [1] Large extent [1]
Moderate extent [1] Low extent [1]
Very low extent [1]

Kindly eXplain. ..o
8. How would you rate employee performance appraisal within the College and the public sector in general?
Extremely Relevant [1] Relevant [1]
Neutral [] Irrelevant []

Very irrelevant [ ]
9. Which are the main areas covered by the College's Performance Appraisal training programmes to its Employees?
(Tick the most applicable)

Corruption Prevention [1] Management [1]
Resolutions [] Customer satisfaction []
Service delivery [1] Gender mainstreaming [ ]

Safety [1] Others (Specify)

10. Does staff training influence employees’ performance in the College?

Yes [1] No [1]

11. To what extent does staff training influence employees’ performance in the College?
Very great extent [] Greatextent  [] Moderate extent []
Little extent [1 No extent [1

12. Apart from college trainings, have you undertaken any course to enhance your skills to cope with performance
appraisal system in the college?

Yes [1] No [1]

13. To what extent has performance appraisal courses undertaken contributed to your personal development within the
College?

To a very large extent [] Large extent [1]

Moderate extent [] Low extent [1]

Very low extent []

14. To what extent do you agree with the following statement relating to staff training influence on employees’
performance in the College? Indicate the extent to which you agree with the following statements by using a scale of 1 to
5 where 1= strongly disagree and 5 = strongly agree by circling your choice.
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Statement Strongly Disagree Neutral Agree Strongly
Disagree Agree
Training should be provided to key employees in the College 1 > 3 4 5

before and during implementation process

Once employees understand what needs to be done to improve the
organization, they then need all the skills and resources necessary 1 2 3 4 5
to be able to accomplish these improvements

Empowerment training is more remedial and it prepares for

collaboration and higher level of performance. L 2 3 4 5
Training and development of any kind should have, as its objective
the redirection or improvement of behavior so that the performance 1 > 3 4 5

of the trainee becomes more useful and productive for himself and
the organization which he is part of

Lack of trained personnel, advancement in technology, faulty
methods, prevention of accidents and need for career development 1 2 3 4 5
are drivers for training

15. How else does staff training affect employees’ performance in the College that is not mentioned above?



