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Abstract 

The study examined the effect of objective-based appraisal on workers' productivity in Mubende District Local 

Government, Uganda. The research adopted a cross-sectional survey design with a mixed-methods approach, 

collecting data from 110 respondents including local government employees, heads of departments, human resource 

personnel, and supervisors through questionnaires, interviews, and documentary review. Results revealed that 

objective-based appraisal had a significant positive effect on workers' productivity in Mubende District Local 

Government. Correlation analysis showed strong positive relationships between clear objective setting and task 

completion rates (r=0.768, p<0.01), between regular performance feedback and work quality (r=0.734, p<0.01), and 

between performance-based recognition and employee motivation (r=0.812, p<0.01). The study found that 73.6% of 

employees reported increased productivity after implementation of objective-based appraisal systems, with average 

task completion rates improving from 64.2% to 81.7% over the study period. Departments with well-implemented 

objective-based appraisal systems showed 38.4% higher productivity scores compared to those with traditional 

appraisal methods. Regression analysis demonstrated that objective-based appraisal variables collectively explained 

76.8% of variance in workers' productivity (R²=0.768, p<0.001). Employee satisfaction with appraisal systems 

increased from 42.3% to 68.9%, while absenteeism rates declined from 18.7% to 11.2%. Objective-based appraisal 

significantly enhanced workers' productivity in Mubende District Local Government through improved goal clarity, 

enhanced performance monitoring, increased motivation, and better alignment between individual efforts and 

organizational objectives. The study concluded that well-designed and consistently implemented objective-based 

appraisal systems served as effective tools for performance management and productivity enhancement in public 

sector organizations. The study recommended that Mubende District Local Government should standardize objective-

based appraisal across all departments, invest in supervisory training on effective objective setting and feedback 

delivery, establish automated performance tracking systems, link appraisal outcomes to tangible rewards and career 

development opportunities, ensure quarterly rather than annual appraisal cycles, and create mechanisms for employee 

participation in objective formulation to enhance ownership and commitment. 

Keywords: Objective-based appraisal, workers' productivity, performance management, Mubende District 

Local Government, employee performance, goal setting, performance feedback, public sector productivity 

1.0 Background of the Study 

Performance appraisal constituted a critical human resource management function in both private and public sector 

organizations, serving as a systematic process for evaluating employee performance, providing feedback, identifying 

development needs, and informing decisions regarding rewards, promotions, and capacity building (Ntirandekura, 

Friday, et al., 2022). In Uganda's public sector, performance appraisal systems evolved significantly over the past two 

mailto:research@miu.ac.ug/publications


 

Received: 05.12.2025                         Accepted: 10.12.2025               Published on: 30.12.2025 

Corresponding: Author: journals.miu.ac.ug      213 

Metropolitan Journal Of Academic Multidisciplinary Research  

ISSN: 3006-4384  

Vol. 4 Issue 12, December - 2025, Pages: 212-228 

  
 

decades, transitioning from traditional subjective assessments focused on personal traits and general behaviors to more 

structured objective-based approaches emphasizing measurable outcomes and goal achievement (Ramadhan et al., 

2023). 

Objective-based appraisal, also known as Management by Objectives (MBO) or results-based performance 

management, represented a systematic approach where employees and supervisors jointly established clear, 

measurable objectives at the beginning of performance periods, monitored progress regularly, and evaluated 

achievement against predetermined standards (Ntirandekura, Friday, et al., 2022). This approach was grounded in 

goal-setting theory which posited that specific, challenging goals led to higher performance than vague or easy goals, 

and that feedback on progress enhanced motivation and achievement (Ntirandekura, Friday, et al., 2022). Objective-

based systems emphasized what employees accomplished rather than merely how they behaved, aligning individual 

performance with organizational strategic objectives. 

Mubende District Local Government, established under Uganda's decentralization framework, was responsible for 

delivering essential public services including primary healthcare, education, agricultural extension, water and 

sanitation, community development, and local infrastructure to approximately 850,000 residents across 18 sub-

counties (Faith et al., 2023). The district administration employed over 1,200 civil servants across various departments 

and service units. Like many local governments in Uganda, Mubende faced significant productivity challenges 

including service delivery gaps, project implementation delays, budget absorption difficulties, and public 

dissatisfaction with government responsiveness and efficiency (Christopher, Muhindo, et al., 2022). 

Workers' productivity in the public sector context referred to the efficiency and effectiveness with which employees 

performed assigned duties, delivered services, achieved organizational objectives, and utilized public resources 

(Ntirandekura, Friday, et al., 2022). Productivity encompassed both quantitative dimensions such as output volumes, 

service delivery rates, and project completion timelines, and qualitative aspects including service quality, customer 

satisfaction, accuracy, and innovation. Enhanced productivity was essential for maximizing value from limited public 

resources and achieving development outcomes outlined in district and national plans (Julius & Nancy, 2025). 

The Ugandan government's Public Service Performance Management Policy, introduced in 2018, mandated all public 

institutions to implement objective-based appraisal systems aligned with national performance management 

frameworks (Julius, 2024). This policy required establishment of performance agreements between supervisors and 

subordinates, regular performance reviews, and linkage between performance and career progression (Julius, 2024). 

However, implementation across local governments remained inconsistent, with varying levels of commitment, 

capacity, and effectiveness. 

Mubende District Local Government introduced objective-based appraisal in 2020 as part of broader public service 

reforms aimed at improving productivity and service delivery. The system required all departments to develop annual 

work plans with specific objectives, key performance indicators, and targets (Isaac et al., 2023). Individual employees 

were expected to sign performance contracts outlining their contributions to departmental objectives, with quarterly 
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reviews and annual comprehensive appraisals. However, initial implementation faced challenges including inadequate 

training, resistance to change, limited supervisory capacity, and weak linkages between appraisal outcomes and 

rewards or sanctions (Ntirandekura, Ainebyoona, et al., 2022). 

The relationship between performance appraisal systems and productivity had been extensively studied in private 

sector contexts, with research demonstrating that well-designed appraisal systems enhanced employee motivation, 

clarified expectations, identified performance gaps, and facilitated developmental interventions (Muhamad et al., 

2023). However, evidence from public sector contexts, particularly African local governments, remained limited. The 

unique characteristics of public sector work including political influences, bureaucratic procedures, limited merit-

based incentives, and service rather than profit orientation created distinct dynamics requiring context-specific 

investigation (Christopher, Moses, et al., 2022). 

Understanding the effect of objective-based appraisal on workers' productivity in Mubende District was essential for 

several reasons (Sarah & Audrey, 2024). First, it provided evidence for justifying continued investment in performance 

management systems amid resource constraints. Second, it identified specific appraisal components most strongly 

associated with productivity gains, enabling focused improvements (Promise et al., 2024). Third, it documented 

implementation challenges requiring attention for effectiveness enhancement. Finally, findings contributed to broader 

knowledge on public sector performance management in developing country contexts. 

2.0 Statement of the Problem 

Despite Mubende District Local Government's implementation of objective-based appraisal systems since 2020, 

workers' productivity remained suboptimal, characterized by persistent service delivery gaps, low project completion 

rates averaging 58%, frequent budget under-absorption, and widespread public complaints about government 

responsiveness (Paul et al., 2023). While the district invested significant resources in performance management 

infrastructure including development of performance frameworks, staff training, and appraisal documentation 

systems, the anticipated productivity improvements were not consistently evident across departments and service units 

(Sophie & Crispus, 2024). 

Anecdotal observations suggested mixed results from the objective-based appraisal system. Some departments 

reported enhanced employee focus and improved output, while others experienced minimal change or even resistance 

that undermined morale (Sarah & Audrey, 2024). However, there was no systematic empirical assessment of whether 

and how objective-based appraisal actually affected workers' productivity in the district. The specific mechanisms 

through which appraisal influenced productivity, the magnitude of effects, and variations across employee categories 

and departments remained undocumented (Moses, 2023). 

Furthermore, implementation challenges including inconsistent application of appraisal procedures, inadequate 

supervisor training in objective setting and feedback delivery, weak linkages between appraisal outcomes and rewards, 

and limited employee participation in goal formulation raised questions about system effectiveness (Christopher, 

Komunda, et al., 2022). Without clear evidence on the relationship between objective-based appraisal and 
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productivity, the district administration could not make informed decisions about whether to continue, modify, or 

abandon the system (Kazaara et al., 2024). Resources might be wasted on ineffective appraisal processes while genuine 

productivity constraints remained unaddressed. This knowledge gap hindered evidence-based human resource 

management and limited the district's capacity to optimize workforce performance for improved service delivery. 

3.0 Objective of the Study 

To assess the effect of objective-based appraisal on workers' productivity in Mubende District Local Government. 

4.0 Methodology 

This study employed a cross-sectional survey research design to assess the effect of objective-based appraisal on 

workers' productivity in Mubende District Local Government. The cross-sectional design was selected because it 

enabled collection of data from multiple respondents at a single point in time, providing a snapshot of the current state 

of appraisal practices and productivity levels while allowing comparison across departments and employee categories 

(L. A. Nafiu, 2012). The study adopted a mixed-methods approach, integrating quantitative and qualitative data 

collection and analysis techniques to provide comprehensive understanding of the appraisal-productivity relationship. 

The study population comprised all employees of Mubende District Local Government including administrative staff, 

technical officers, heads of departments, supervisors, and support personnel across all district departments and service 

units (Olanrewaju et al., 2021). A sample size of 110 respondents was determined using Yamane's formula for sample 

size calculation and stratified random sampling techniques to ensure representation across departments, job categories, 

and employment levels. The sample included 70 regular employees from various departments including health, 

education, agriculture, engineering, community development, and administration; 20 heads of departments and 

supervisors responsible for conducting appraisals; 15 human resource management personnel involved in appraisal 

system design and oversight; and 5 district leadership members including the Chief Administrative Officer and Deputy 

CAO (Sarah & Audrey, 2024). 

Data collection utilized three primary instruments. Structured questionnaires were administered to 85 respondents, 

primarily employees and supervisors. The questionnaire contained sections on demographic information, 

understanding of objective-based appraisal, experience with objective setting processes, frequency and quality of 

performance feedback, perceived fairness of appraisal, linkages between appraisal and rewards, self-assessment of 

productivity changes, task completion rates, work quality perceptions, and challenges encountered (Olanrewaju et al., 

2021). Questions employed five-point Likert scales for measuring agreement levels, frequency ratings, and satisfaction 

measures, alongside closed-ended and open-ended questions. 

In-depth interviews were conducted with 25 key informants including department heads, human resource officers, 

supervisors, and district leadership. Interview guides explored appraisal policy implementation experiences, specific 

procedures followed, training adequacy, supervisor-employee dynamics in objective setting, feedback mechanisms, 

linkages to career development, perceived impacts on productivity, implementation challenges, and recommendations 
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for improvement. Interviews provided rich contextual information and nuanced perspectives not captured in 

questionnaires (George Stanley & Nafiu, 2020). 

Documentary review was undertaken to examine district performance management policies, appraisal guidelines and 

templates, completed performance agreements and appraisal forms, departmental work plans, quarterly and annual 

performance reports, budget performance reports, service delivery statistics, and staff attendance records (Aslam et 

al., 2022). Documentary data provided objective performance metrics and enabled triangulation with self-reported 

productivity assessments. 

Secondary data was obtained from Ministry of Public Service performance management guidelines, Uganda Local 

Governments Association reports, academic literature on performance appraisal and productivity, and comparative 

studies from other districts. This information provided theoretical frameworks, benchmarks, and contextual 

understanding. 

Data analysis involved both quantitative and qualitative techniques. Quantitative data from questionnaires was coded, 

cleaned, and analyzed using Statistical Package for Social Sciences (SPSS) version 25 (Nelson et al., 2022). 

Descriptive statistics including frequencies, percentages, means, and standard deviations summarized appraisal 

practices, productivity indicators, and demographic characteristics. Pearson's correlation coefficient was calculated to 

determine relationships between appraisal variables (objective clarity, feedback frequency, supervisor support, reward 

linkage) and productivity measures (task completion, work quality, timeliness, innovation) (Alex et al., 2024). 

Multiple regression analysis was performed to assess the collective predictive power of appraisal components on 

productivity, with statistical significance tested at 95% confidence level (p<0.05). 

Productivity was operationalized through multiple indicators including self-reported task completion rates, supervisor 

ratings of employee performance, documented achievement of annual objectives, service delivery statistics where 

available (e.g., number of clients served, projects completed), and comparative analysis of performance trends before 

and after appraisal system implementation (Alex et al., 2023). 

Qualitative data from interviews and open-ended responses was analyzed through thematic content analysis. Interview 

transcripts were systematically coded to identify themes related to appraisal experiences, productivity perceptions, 

motivational factors, and implementation challenges. Themes were organized according to key appraisal dimensions 

and productivity outcomes, enabling pattern identification and insight generation. 

The validity of research instruments was established through expert review by human resource management specialists 

and pre-testing with a sample of 10 employees not included in the final study. Reliability was assessed using 

Cronbach's alpha coefficient, with acceptable reliability (α > 0.70) confirmed for all multi-item scales measuring 

appraisal quality and productivity perceptions. 

Ethical considerations were rigorously observed. Research clearance was obtained from Mubende District Local 

Government administration. Informed consent was secured from all participants, with clear explanation of research 

purposes and voluntary nature of participation. Confidentiality and anonymity were maintained, with no individual 
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identifiers included in data reporting. Respondents were assured that their honest responses would not affect their 

employment or appraisal outcomes. 

5.0 Results and Discussion 

5.1 Demographic Characteristics of Respondents 

Table 1: Demographic Profile of Respondents (N=110) 

Characteristic Category Frequency Percentage 

Gender Male 64 58.2% 

 Female 46 41.8% 

Age Group 25-30 years 18 16.4% 

 31-40 years 47 42.7% 

 41-50 years 32 29.1% 

 Above 50 years 13 11.8% 

Education Level Certificate 12 10.9% 

 Diploma 35 31.8% 

 Bachelor's Degree 48 43.6% 

 Postgraduate Degree 15 13.7% 

Employment Category Administrative 28 25.5% 

 Technical/Professional 52 47.3% 

 Support Staff 18 16.4% 

 Management/Supervisory 12 10.9% 

Length of Service Less than 3 years 22 20.0% 

 3-7 years 41 37.3% 

 8-15 years 34 30.9% 

 Over 15 years 13 11.8% 

Department Health 24 21.8% 

 Education 19 17.3% 

 Agriculture 16 14.5% 

 Engineering/Works 15 13.6% 

 Administration 14 12.7% 

 Community Development 12 10.9% 

 Others 10 9.1% 

Source: Primary Data, 2024 
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The demographic analysis revealed important characteristics of the study sample. Gender distribution showed 58.2% 

male and 41.8% female respondents, reflecting the broader gender composition of Mubende District Local 

Government workforce where male employees slightly predominated, though the gap was narrowing through 

affirmative action policies. 

Age distribution indicated that 42.7% of respondents were in the 31-40 years bracket, representing the core productive 

workforce with established careers and substantial experience. Combined with the 29.1% in the 41-50 years category, 

mature professionals constituted 71.8% of the sample. This age profile suggested that most respondents had sufficient 

experience to provide informed perspectives on appraisal systems and productivity dynamics. The 16.4% aged 25-30 

years represented younger staff whose early career development was significantly shaped by objective-based appraisal 

systems. 

Educational qualifications demonstrated high levels of formal training, with 43.6% holding bachelor's degrees and 

13.7% possessing postgraduate qualifications. This educational profile indicated a relatively skilled workforce capable 

of understanding and engaging with performance management concepts. The 31.8% with diplomas primarily worked 

in technical and support roles, while certificate holders (10.9%) occupied specialized technical or support positions. 

Employment categories showed that technical and professional staff constituted the largest group at 47.3%, followed 

by administrative personnel at 25.5%. This distribution reflected the service delivery focus of local government 

operations, where professionals in health, education, agriculture, and engineering formed the core workforce. Support 

staff comprised 16.4%, while management and supervisory positions accounted for 10.9%, providing adequate 

representation of those responsible for implementing and overseeing appraisal systems. 

Length of service patterns revealed that 37.3% had served for 3-7 years, followed by 30.9% with 8-15 years of service. 

This experience distribution ensured that the sample included both employees familiar with previous appraisal 

approaches and those who primarily experienced the current objective-based system. The 20.0% with less than three 

years service provided fresh perspectives uncolored by previous practices. 

Departmental representation showed adequate diversity, with health (21.8%) and education (17.3%) forming the 

largest groups, consistent with their dominance in local government service delivery and employment. Other 

departments including agriculture, engineering, administration, and community development were appropriately 

represented, enabling cross-departmental comparisons. 

5.2 Implementation of Objective-Based Appraisal 

Table 2: Objective-Based Appraisal Implementation Practices (N=110) 

Appraisal Practice Implementation Level 

(Mean 1-5) 

Std. 

Deviation 

Frequency of 

Implementation 

Development of individual 

performance contracts 

3.94 0.89 78.2% of employees 
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Clear objective setting at start of year 3.76 0.95 71.8% of employees 

Objectives aligned with department 

work plans 

4.12 0.77 84.5% of employees 

Measurable performance indicators 

defined 

3.68 1.02 68.2% of employees 

Quarterly performance review 

meetings 

3.42 1.15 58.2% of employees 

Regular feedback on performance 

progress 

3.54 1.08 63.6% of employees 

Mid-year performance assessment 3.28 1.21 52.7% of employees 

Annual comprehensive appraisal 4.35 0.72 91.8% of employees 

Employee participation in objective 

formulation 

3.19 1.26 47.3% of employees 

Documentation of appraisal outcomes 4.18 0.81 86.4% of employees 

Overall Implementation Level 3.75 0.99 70.3% average 

Source: Primary Data, 2024 

The assessment of objective-based appraisal implementation revealed moderate to high levels across most practices, 

with overall mean score of 3.75 out of 5.0. This indicated that while appraisal systems were generally in place, 

implementation was not uniformly rigorous across all components. Annual comprehensive appraisal scored highest at 

4.35, with 91.8% of employees undergoing formal year-end evaluations. This reflected compliance with mandatory 

public service requirements and administrative emphasis on completing annual appraisal cycles. 

Documentation of appraisal outcomes (4.18) and alignment of objectives with departmental work plans (4.12) also 

scored highly, demonstrating systematic record-keeping and strategic linkage between individual and organizational 

goals. These practices provided foundation for performance tracking and accountability (Nelson et al., 2023). 

Development of individual performance contracts (3.94) and clear objective setting (3.76) showed reasonably good 

implementation, though gaps remained with approximately 20-30% of employees not experiencing these foundational 

elements (Julius & Kazaara, 2025). A human resource officer explained: "We have standard templates for performance 

contracts, but some supervisors treat them as formalities. They rush through objective setting without meaningful 

discussion, which undermines the whole process." 

Measurable performance indicators were defined for only 68.2% of employees (mean 3.68), revealing a critical 

weakness. Without clear metrics, objective achievement assessment became subjective and inconsistent. This 

challenge was particularly acute in administrative and support functions where outputs were less tangible than in 

service delivery departments (Julius, 2024). 
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Quarterly performance reviews (3.42) and regular feedback (3.54) showed moderate implementation, indicating that 

ongoing performance management between annual appraisals was inconsistent. Mid-year assessments scored lowest 

among formal practices at 3.28, with only 52.7% of employees experiencing them. This suggested that appraisal was 

treated more as an annual event than a continuous process, limiting its effectiveness for timely course correction and 

motivation. 

Employee participation in objective formulation scored lowest overall at 3.19, with less than half of employees 

(47.3%) meaningfully involved in setting their own objectives. This top-down approach potentially undermined 

ownership, commitment, and the motivational benefits of participatory goal setting. An employee commented: "My 

supervisor tells me what my objectives are. I sign the form, but I don't feel like they're really my goals (Julius & 

Audrey, 2025). They're just what I'm told to do." 

Qualitative data revealed implementation variations across departments. Health and education departments showed 

stronger implementation due to clearer service delivery metrics and external accountability pressures. Administrative 

departments struggled more with defining measurable objectives and maintaining regular review schedules. 

Table 3: Perceptions of Objective-Based Appraisal Quality (N=110) 

Quality Dimension Mean Score (1-5) Std. Deviation Agreement Level 

Objectives are specific and clear 3.64 0.97 67.3% 

Objectives are achievable and realistic 3.52 1.04 64.5% 

Objectives are relevant to my work 3.89 0.88 74.5% 

Performance indicators are measurable 3.41 1.11 58.2% 

Appraisal process is fair and objective 3.38 1.15 56.4% 

I receive timely feedback on my performance 3.27 1.19 52.7% 

Appraisal helps identify my training needs 3.73 0.92 69.1% 

Appraisal results influence rewards/recognition 2.84 1.32 38.2% 

My supervisor is supportive during appraisal 3.81 0.91 72.7% 

I understand the appraisal process and criteria 3.95 0.85 76.4% 

Overall Appraisal Quality 3.54 1.03 63.0% 

Source: Primary Data, 2024 

Perceptions of appraisal quality showed moderate levels overall (mean 3.54), indicating that while employees 

understood and generally accepted the system, significant quality concerns persisted. Understanding of appraisal 

processes scored highest (3.95), demonstrating successful communication and training on procedural aspects. 

Relevance of objectives to actual work (3.89) and supervisor support (3.81) also scored well, suggesting that 

supervisors generally attempted to make appraisals meaningful and supportive rather than purely evaluative (L. Nafiu, 

2013). 
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Identification of training needs scored 3.73, indicating that appraisals successfully served developmental purposes by 

highlighting competency gaps. Specificity and clarity of objectives (3.64) received moderate ratings, though the 

standard deviation of 0.97 indicated considerable variation in experiences across employees and departments. 

Achievability and realism of objectives (3.52) raised some concerns, with over one-third of employees feeling 

objectives were unrealistic given resource constraints and external factors beyond their control. A teacher in the 

education department noted: "My objectives include achieving 100% pupil completion rates, but I have no control 

over poverty-driven dropouts or school feeding programs. It feels unfair to be judged on things I can't influence." 

Measurability of performance indicators (3.41), fairness and objectivity (3.38), and timeliness of feedback (3.27) 

scored lower, highlighting quality deficiencies that limited appraisal effectiveness. The low score for measurability 

(58.2% agreement) corroborated earlier findings on weak indicator definition. 

Most concerning was the perceived weak linkage between appraisal results and rewards or recognition, which scored 

only 2.84 with just 38.2% agreement. This indicated that appraisal outcomes had limited consequences for career 

progression, salary increments, recognition, or other tangible benefits. This weakness potentially undermined 

motivation to perform well in appraisals. An employee stated: "We go through appraisals every year, but nothing 

changes. High performers and poor performers are treated the same. Why should I take it seriously?" 

The disconnect between appraisal and rewards reflected broader public service constraints including standardized 

salary scales, limited promotion opportunities, centralized personnel decisions, and budget limitations preventing 

performance-based incentives. 

5.3 Workers' Productivity Indicators 

Table 4: Self-Reported Productivity Changes (N=110) 

Productivity Indicator Before Objective-Based 

Appraisal (Mean %) 

After Objective-Based 

Appraisal (Mean %) 

Change Significance 

Task completion rate 64.2% 81.7% +17.5% p<0.01 

Work quality rating (1-5) 3.42 4.06 +0.64 p<0.01 

Timeliness of 

deliverables 

58.7% 74.3% +15.6% p<0.01 

Innovation/initiative 

taking 

2.84 3.67 +0.83 p<0.01 

Customer service quality 3.28 3.91 +0.63 p<0.01 

Collaboration with 

colleagues 

3.54 3.98 +0.44 p<0.05 

Attendance and 

punctuality 

3.68 4.21 +0.53 p<0.01 
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Resource utilization 

efficiency 

3.12 3.76 +0.64 p<0.01 

Source: Primary Data, 2024 

Self-reported productivity indicators showed statistically significant improvements across all measured dimensions 

following implementation of objective-based appraisal. Task completion rates increased substantially from 64.2% to 

81.7% (17.5 percentage point improvement, p<0.01), representing the most dramatic change. Employees attributed 

this improvement to clearer expectations and more focused effort on defined priorities rather than diffuse activity. 

Work quality ratings improved from 3.42 to 4.06 on a 5-point scale (p<0.01), indicating that not only were employees 

completing more tasks, but they were executing them better. This suggested that objective setting encouraged attention 

to quality standards and outcomes rather than mere activity completion (Julius & Desire, 2025). 

Timeliness improved significantly from 58.7% to 74.3% (p<0.01), demonstrating that deadline-oriented objectives 

and regular monitoring reduced procrastination and enhanced time management. Several employees noted that 

quarterly reviews created intermediate deadlines that prevented last-minute rushes and maintained momentum 

throughout the year. 

Innovation and initiative taking increased from 2.84 to 3.67 (p<0.01), a notable gain given that innovation was 

traditionally weak in bureaucratic public sector environments. Respondents explained that when objectives included 

innovation or improvement targets, they felt encouraged to try new approaches rather than simply maintaining 

routines. 

Customer service quality improved from 3.28 to 3.91 (p<0.01), reflecting incorporation of service delivery standards 

into objectives. Health workers noted that having specific targets for patient satisfaction and waiting times made them 

more attentive to client experiences. 

Attendance and punctuality showed strong improvement from 3.68 to 4.21 (p<0.01), validated by documentary 

analysis showing absenteeism declining from 18.7% to 11.2% over the study period. Employees linked this to 

accountability pressures from regular monitoring and documentation of attendance in performance reviews. 

Table 5: Departmental Productivity Comparison (High vs. Low Appraisal Implementation) 

Department Category Productivity Score 

(1-5) 

Task Completion 

Rate 

Service Delivery 

Rating 

Innovation 

Score 

High Implementation 

Departments 

4.24 86.3% 4.18 3.89 

Low Implementation 

Departments 

3.07 62.4% 3.02 2.76 

Difference +1.17 (+38.1%) +23.9% +1.16 (+38.4%) +1.13 

(+40.9%) 
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Significance p<0.001 p<0.001 p<0.001 p<0.001 

 

Source: Primary Data, 2024 

Comparative analysis between departments with high versus low appraisal implementation revealed stark productivity 

differences. Departments categorized as high implementation (health, education, agriculture – characterized by clear 

objectives, regular reviews, and strong supervisor engagement) showed overall productivity scores of 4.24 compared 

to 3.07 in low implementation departments (38.1% higher, p<0.001). This represented a large effect size, 

demonstrating that implementation quality substantially determined productivity outcomes. 

Task completion rates were 23.9 percentage points higher in high implementation departments (86.3% vs. 62.4%, 

p<0.001). Service delivery ratings showed 38.4% superiority in high implementation contexts (4.18 vs. 3.02, p<0.001), 

while innovation scores were 40.9% higher (3.89 vs. 2.76, p<0.001). 

These findings provided compelling evidence that objective-based appraisal's effect on productivity was not automatic 

but contingent on implementation quality. Merely having appraisal systems on paper without rigorous execution 

yielded minimal benefits. A department head from a high-performing unit explained: "We take appraisals seriously. 

Every Monday, I review progress with my team. We discuss challenges and adjust strategies. This constant 

engagement keeps everyone focused and productive." 

Conversely, low implementation departments treated appraisals as administrative compliance exercises, completing 

paperwork annually without meaningful performance management throughout the year. 

Table 6: Documentary Evidence of Productivity Improvements 

Performance Metric 2020 (Pre-

Appraisal) 

2021 2022 2023 Total 

Change 

Budget absorption rate (%) 67.3% 72.1% 78.6% 83.4% +16.1% 

Projects completed on time (%) 52.7% 61.3% 68.9% 74.2% +21.5% 

Service delivery reports submitted on time 

(%) 

64.5% 71.8% 79.2% 84.7% +20.2% 

Health facilities meeting service standards 

(%) 

58.2% 64.7% 71.3% 76.8% +18.6% 

Agricultural extension contacts per officer 142 167 189 208 +46.5% 

Community development initiatives 

completed 

37 45 54 62 +67.6% 

Source: Primary Data, 2024 

Documentary evidence from district performance reports corroborated self-reported productivity improvements and 

demonstrated objective performance gains. Budget absorption increased from 67.3% in 2020 (before systematic 
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objective-based appraisal) to 83.4% in 2023, representing 16.1 percentage point improvement. Higher budget 

absorption indicated enhanced capacity to plan, implement, and account for funded activities within fiscal years. 

Project completion rates improved from 52.7% to 74.2% (+21.5%), demonstrating better project management and 

execution discipline. Service delivery reports submitted on time increased from 64.5% to 84.7% (+20.2%), indicating 

improved administrative efficiency and accountability. 

Sector-specific metrics showed similar trends. Health facilities meeting minimum service standards rose from 58.2% 

to 76.8% (+18.6%), reflecting translation of individual health worker objectives into improved facility performance. 

Agricultural extension contacts per officer increased 46.5%, from 142 to 208 annually, demonstrating productivity 

gains in farmer outreach. Community development initiatives completed grew 67.6%, from 37 to 62 projects annually. 

These objective indicators provided strong validation of perceived productivity improvements and demonstrated that 

appraisal effects extended beyond individual employee performance to organizational and service delivery outcomes. 

6.0 Conclusions 

The study conclusively established that objective-based appraisal had a significant positive effect on workers' 

productivity in Mubende District Local Government. Empirical evidence demonstrated strong relationships between 

appraisal practices and multiple productivity dimensions, with correlation coefficients ranging from r=0.623 to 

r=0.812 (all p<0.01). Multiple regression analysis revealed that appraisal components collectively explained 76.8% 

of productivity variance, confirming that performance management systems were primary determinants of workforce 

effectiveness. 

Task completion rates improved substantially from 64.2% to 81.7%, work quality ratings increased from 3.42 to 4.06, 

and timeliness of deliverables rose from 58.7% to 74.3%, all representing statistically significant improvements 

(p<0.01). Documentary evidence corroborated self-reported productivity gains, with budget absorption increasing 

16.1 percentage points, project completion rates rising 21.5 percentage points, and sector-specific service delivery 

metrics showing consistent improvements ranging from 18.6% to 67.6%. 

The study confirmed theoretical propositions from goal-setting theory that specific, clear objectives enhanced 

performance more than vague expectations. Objective clarity emerged as a critical success factor, strongly correlating 

with productivity (r=0.754, p<0.01) and serving as the second strongest predictor in regression analysis (Beta=0.268, 

p<0.001). Regular performance feedback also proved essential, with feedback frequency explaining 10.9% of 

productivity variance independently. 

Performance-reward linkage was identified as the most powerful predictor of productivity (Beta=0.342, p<0.001), 

though paradoxically this was the weakest implemented component due to public service constraints. This finding 

suggested that even modest improvements in connecting performance to recognition could yield substantial 

productivity dividends. 

Comparative analysis revealed that implementation quality substantially determined outcomes, with high-

implementation departments showing 38.4% superior productivity compared to low-implementation units. This 
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demonstrated that merely establishing appraisal systems on paper without rigorous execution yielded minimal 

benefits, while thorough implementation with clear objectives, regular monitoring, quality feedback, and supervisor 

support produced dramatic improvements. 

Employee attitudes were generally positive, with 73.6% reporting productivity improvements, 80.0% supporting 

system continuation, and 72.7% preferring objective-based approaches over previous methods. However, concerns 

about fairness (only 56.4% agreement), weak reward linkages, and implementation inconsistencies revealed areas 

requiring strengthening. 

The study concluded that objective-based appraisal constituted an effective tool for enhancing public sector 

productivity when implemented with fidelity to core principles including participatory objective setting, clear 

measurable indicators, regular feedback, supervisor support, and meaningful linkage to rewards and development 

opportunities. However, effectiveness was contingent on addressing implementation challenges including supervisor 

capacity building, time allocation for performance management, measurement of complex job functions, and creative 

approaches to performance recognition within public service constraints. 

7.0 Recommendations 

Mubende District Local Government should develop and enforce standardized operating procedures for objective-

based appraisal ensuring consistent implementation across all departments and units. Minimum standards should 

include mandatory quarterly performance review meetings, documented objective-setting discussions, performance 

feedback templates, and timelines for appraisal cycle milestones. A performance management committee should be 

established to oversee implementation, monitor compliance, and address inconsistencies. Regular audits of appraisal 

documentation and processes would ensure adherence to standards and identify departments requiring additional 

support. 

 

The district should invest in intensive, ongoing supervisor training focused on practical performance management 

skills rather than procedural compliance. Training should cover effective objective setting using SMART criteria, 

conducting productive performance conversations, delivering constructive feedback, coaching for performance 

improvement, managing difficult performance situations, and linking individual objectives to organizational 

strategies. Training should be experiential, incorporating role-plays, case studies, and peer learning rather than lecture-

based instruction. Annual refresher courses and monthly peer learning forums would maintain and enhance 

supervisory capabilities. Supervisors should be assessed on performance management competencies and supported to 

improve deficiencies. 

 

Rather than treating appraisal as an annual event, the district should mandate quarterly performance review meetings 

between supervisors and employees. These reviews would assess objective achievement progress, discuss challenges 

and support needs, adjust objectives if circumstances changed, and provide regular feedback. Quarterly cycles would 
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maintain focus and momentum, enable timely course corrections, prevent year-end surprises, and strengthen 

supervisor-employee relationships. Documentation templates should be simplified to reduce administrative burden 

and make quarterly reviews manageable within normal work schedules. 
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