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ABSTRACT

“he study sought to investigate the relationship between employee development and its
serformance in organizations. Uganda Revenue Authority, Nakawa, as an illustrative
sxample. The study seeks to bring out the importance of employee development in

yrganization performance.

rhe objective of this research was to bring out the forms of employee development
ised at Uganda Revenue Authority, effects of these forms of development not only on
he performance of employees but on the organization as a whole and challenges

aperienced in carrying out employee development programs.

This research also consulted other views of different authors and scholars who worked
yn the issue from libraries, journals, from different writers who worked hard to improve
he employee development and organizational performance through Dbetter
serformance, financial benefits, achieve objectives and improved production being

some of the ways of improving employee development.

The research used both qualitative and quantitative research design to carry out, the
study. Qualitative design was used to collect factual information and quantitative design
-0 collect numerical facts of the study. The research entailed both primary and

secondary forms of data.

The instruments used to collect this data were mainly questionnaire and interviews.

The study experienced a number of limitations during the research, they include;
inadequate time allocated to effectively carry out the study, there was delay in the
response from the respondents, thus making it difficult to conduct the interview and

compile the data in time.




\fter this research field, the researcher come to realize that forms employee
levelopment used at Uganda Revenue Authority showed, team building, classroom
nstruction, formal education, apprenticeship and job rotation as some of the form of

:mployee development used.

“he researcher also realized that on the challenges experienced by Uganda Revenue
\uthority in employee development showed lack of cooperation, ineffectiveness of the

yrogram, job insecurity and lack of resources as challenges experienced.
“he researcher recommends that Uganda Revenue should make employee development

:ompulsory for all employees in the organization; employee development should be
ntroduced before employment of any job applicant.
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CHAPTER ONE
INTRODUCTION

.0 Introduction
‘his chapter presents the background of the study, problem statement, purpose and

he objective of the study, research questions, scope and the significance of the study.

.1, Background to the study
‘he study is an investigation on the relationship between employee development and

rrganizational performance.

loshane and Von Glinou; 2000 define. Employee performance is basically the degree of
rroductivity of employees at their employment stations, expected behavior and social

nowledge necessary to endure the role of the organization.

‘he analysis of organization performance is a crucial step in the organization
ssessment process. Yet, measuring performance is one of the most problematic issues
1 the field of organizational theory (Steers, 1975; Zarninuto, 1982; Handa and Adas,
996). While there are a number of approaches to assessing organization performance,
here is little consensus as to what constitutes a valid set of criteria. In the 1950s,
erformance was referred to as the extent to which an organization as a social system
ulfilled its objectives (Georgopoulos and Tannenbaum, 1957). In the [960s and 1970s,
‘uchtman and Sshore (1967) defined performance as the ability of an organization to
xploit its environment to access scarce resources, In the 1980s and 1990s, as
onstructivist thinking became more standard in organizational theory, it was
ecognized that identifying organizational goals is more complex than first thought. A
neasurement of organization performance needs to involve the perceptions of the
rganization’s multiple constituencies or stakeholders, including those who work within
he organization (Hassard and Parker, 1993). In other words, the concept of
rganization performance is, at least in part, individually constructed. The influence or

1




sower of different stakeholders determines which performance message is dominant.
3roadly speaking, the organization performance literature discusses performance at four
evels,

lhe individual employee (performance appraisal), the team or small group (team
serformance), The program (program performance), The organization (organizational
erformance).

lhis study examines the relationship between employee development and
srganizational performance. The research supports the commonly held belief that
xmployee development programmes make positive contributions to organizational
erformance. However, there continues to be [imited information beyond this basic
elationship. From an HRD perspective research on employee development seems an
rea of high importance. Employee development means more than helping employees
yecome continuous learners, regardless of the requirements of the organization. To be
eneficial for both individual employees and organizations, research on employee
jevelopment should seek greater understanding about the wide range of conditions
vithin which employee development programs exist in organizations. Undertaking the
hree proposed research directions would do much for improving organizational

yerformance in the long term.

"he Uganda Revenue Authority (URA) was established in 1996 as an alternative to the
ormer inefficient customs and tax administration. The overall development objective of
he Ugandan government was to raise tax revenues without increasing tax rates by;
mproving legal framework, broadening the tax base and establishing the URA in order
0 enhance the efficiency and effectiveness of administration. The success of the URA
vas of vital importance because in 1996 85% of Ugandan government revenues were
axes and duties collected by the URA.




1.2. Statement of the Problem

zmployees are considered the back bone of any and every organization. How employers
or managers relate to employees will determine a great deal how employees behave at
vork. This may pose as a challenge or as an opportunity. In Uganda revenue authority
:mployees tend to work under the required standards due to different reasons including
-ack of training, Lack of support and poor relation from the top management, lack of
:ooperation among the workers, Lack of support from the top management to fund the
levelopment programs like training and seminars. Hence the above mentioned factors

)eing a problem to the development of employees URA.

.3 Purpose of the study
"his study mainly seeks to bring out the relationship between employee development
ind employee performance.

4. Objective of the study
1. Establish the forms of employee development
2. Determine the effects of employee development on performance

3. Examine the challenges faced by organizations during employee development

..5. Research questions
1. What are the forms of employee development?
2. What are the effects of employee development on performance?
3. What are the challenges faced by organizations during employee development?

.6. Scope of the study

.6.0 Time scope

his research took a period of two years to be completed it started from 2009-2011.




1.6.1. Geographical scope
Ihis research is a case study of Uganda Revenue Authority. This is an organization wide
»ased all over Uganda. This particular study was carried out at Nakawa located in

Campala district, Jinja road, Uganda.

L.6.2. Content scope
rhis study mainly looks at employee development in organizations and its relationship

0 employee performance.

L.7. Significance of the study

t is evident that many organization overlook employee development oblivious of the
act that this programs comes with wide range of benefits, they include; Employee
levelopment not only improves an employee’s performance but also that of the

yganization.

his study alse enables undergraduates to attain their degree awards, as it is a

yrerequisite of graduation in respective institutions.

ts recommendations provide insight in practical ways of developing employees and

hus improving their performances.

develops congruence between organizational structure and human resource and

yrganizational self recurring capacity.

t improves problem solving ability for both the employee and their managers. Making
lecisions and take action on problems, opportunities and challenges in the organization
:nvironment and its internal functioning (Michael Beer; 1980).




. also develops a workforce which inspires self directed team performance, appraisal,
niring au training. These are usually highly gratifying for both the employees and the

yrganization.

ncreasing personal responsibility for planning and implementing plans. And be aware
of the responsibilities for the consequences thus building individual enthusiasm and
jroup effort and will involve better communication, open competition, improved
ndustrial relations and conflict resolution.

:mployee development also enables manager to manage their ci2anizations accordingly
ather than depending on past practices. Thus examining current methods of operation,
jenerating and evaluating alternative ways of operation and therefore utilizing human

esource potential.




CHAPTER TWO
LITERATURE REVIEW

2.0. INTRODUCTION

Fhis chapter mainly looks at the theoretical and conceptual framework of the study. It
ilso covers the review of related literature of employee development in relation to
:mployee performance, its effects, challenges and opportunities on its workforce and

he organization in general.

2.1 Theoretical Review

\ccording to URA journal, a Revenue Authority (2008/2009) with the highest degree of
utomation, the most modern business system and the highest degree of customer
ocus will FAIL to meet its target if it's STAFF FAIL to internalize goals. a highly
notivated, committed and ethical staff adequately facilitated, developed and managed,
ind placing appropriate emphasis on their stakeholders will from now on provide means
f achieving corporate goals...”

...0nly by addressing the needs of URA staff will we be able to instill the team spirit
hat will be required to meet the ambitious revenue targets through revitalizing the
vorkforce, inculcating the principles of performance management and mentoring our

taff for leadership and management courses....”.

\ccording to Stephen and David 2001, Employee development cane described as
ctivities designed to facilitate planned long-term organization wide change that focus
n, employee attitude and values essentially on the efforts to change performance and
rganization culture.

:mployee development according to Stoner and Freeman; 1989 is a long range effort

upported by top management to increase employee’s management of organizations.




2.2. Conceptual framework

Employee development

Y

High performance
1ses of underdevelopment T ~,| ©ood performance

- lLack of cooperation

- Overpopulate

- Lack of adequate funds to Poor performance - High collection
run the development of taxes.
program - Retaining

- Lack of training workers.

Good performance

- Overpopulate
- High collection of taxes.
- Retaining workers.

very organization needs to maintain its well trained staff because they would lead to
s growth and development. If staff feel there not satisfied of what they expected from
e organization, they won't work to the standards put forward some of the causes of
mployee under development include lack of cooperation from the top management,
iIck of enough finding from the top to rum development programs, and lack of training
rganization can develop employees through team building, formal education,
ppreciation, and job rotations also there other intervening factors such as taxes,
overnment policies availability of resources employees’ health, and also organizations
o0d reliable reward system can motivate the workers.




2.3 Related Literature

I'his was reviewed objective by objective;

2.3.1 Forms of Employee Development

low employers or managers relate to employees determine a great deal how they
yerform within the organization.

\ccording to Derek Rollinson and Aysen Broalfield (2002), Vit is important to influence
he way employees think about themselves and what they do so that they are willing to
ubscribe to managements aims, a strong emphasis of Obtaining a high degree of
lexibility creativity and motivation in employees.

‘his can be achieved through a variety of development programs. They include; Formal
ducation; This going to school, from primary level to University level, taking college
ourses and obtaining advanced degrees, during this time student learn specific courses
1 which they wish to specialize and get promoted after.

lassroom Instruction; Here employees are taken through a learning process where
ey acquire knowledge in a classroom setting. These instructions are based on the
'rganization job manuals.

areer counseling; Career counseling is designed to help individual employees
nderstand and asses their career needs and values, it also helps them learn about
oportunities within and without their firms that may help them satisfy their personal
peratives.

entor-protégé relationship; A mentor relationship is a partnership between a senior
1d a junior colleague in which the senior promotes the development of the junior.
ere they guide them in what will be expected of them in certain job positions and the




‘esponsibilities attached to such positions. For instance a Manager will guide in the
~vays of Managing.

Apprenticeship Training; This program can last for two to five years. This is a
:ombination of on-the job and off-the job training. It requires a maximum of |44hours
Of classroom instruction each year with on-the job experience working with an expert or
skilled worker in the field.

>ensitivity Training; this is a method of increasing employee insight by candid
liscussions in groups led by special trainers, This seeks to connect the employee with
heir sensitive side or personality.

‘ransactional analysis; a method for helping two people communicate and behave in a
ertain manner in the job. Understanding each others motives, as in the case of
nanagers and employees.

‘eam building; this works at improving the effectiveness and efficiency of teams such
s corporate officers and directors. This is done through use of consultant interviews

nd team building meetings.

urvey feedback; this is a method of surveying employee’s activities and providing
sedback to their department managers so that in case on any problem it can be
olved, by the manager and the employees.

db Rotation; in most organizations employees are confined to the jobs in their job
escriptions. With time anyone will get bored of doing the same thing year in year out.
Ob rotation therefore is the changing of employees from one job to another within
eir field of operation so as to break the monotony. It is thus said to be rotation
wough various jobs other than ones specific job.




Computer assisted instruction; it is an outgrowth of the programmed learning method
offered by mechanical teaching machines and programmed learning in the 1 960s
[nteractive video training; this is the latest high-tech training method. It is computer

sased training with addition of a videodisc or videocassette player and a color monitor.

Management by Objective; MBO is a system in which specific performance objectives
are jointly determined by subordinates and their supervisor progress towards objectives

and is periodically reviewed and rewards are allocated on the basis of that progress.

’rocess Consultation; this involves the use of consultants from outside an organization.
rhey help change agents within the organization asses’ process events such as informal
elationships and formal communication channels.

mployee involvement; Here is where employees share information, rewards and power
hroughout tar organization. Active in organization activities; influence decisions
revious outside their control and also share knowledge.

2.3.2 Effects of Employee Development in Organizations. This study works not
nly for the benefit of the organization but also for a wide range of other professionals.

“herefore effects of employee development include;

"his study can be used later by scholars and researchers as reference or as secondary
lata from the Kampala International University Library.

t gives the researcher an upper hand when dealing with Organizational problems and

IIso helps in situations involving employees and employee development programs.

t can also be used when applying for a job. A copy of the dissertation will be evidence
hat one took part in project.

10




This study is also a per-requisite as legibility of graduation. It is the final unit of the
third year that a student must undergo.

The recommendations in this research can be sold as ideas to Organizations that may
need them.

[t can be used to make Managers and their employees aware of the importance of

amployee development and its overall benefits to them and the Organization.

-or the Organization in question, Uganda Revenue Authority it helps attracts high
juality employees and maintaining its most competent employees. This is so by
2ngaging in employee development programs.

This research enables managers to have an idea of the variety of employee
levelopment programs in the market and the most effective one for the specific
yrganization need.

t also enables the researcher to be self-employed as a Human Resource consultant

nith the expertise of employee development.

Mhis study helps reduce the cost or expenses that would have otherwise been incurred
y Uganda Revenue Authority or other organizations that do not engage in employee
levelopment programs. Expenses such as learning costs, time spent at the expense of
yroduction, losses made by employees who do not know what to do and how to do a
specific task.

t also saves time and expenses for organization that understand that employee
levelopment is vital and offer it to employees on hire. As in the case of Uganda
evenue Authority where all recruits go through a 2 year paid training program and at
he d are posted to areas where their skills best fit.

11




By understanding the importance employee development a positive culture is formed in
the organization towards performance and performance improvement. This also uniocks

the employee’s potential which in the long-run leads to performance improvement.

With the acknowledgement of the importance of employee development there is bound

0 be an improvement in performance and in turn provision of better and high quality
sroducts and customer setvice.

ke some of the leading organizations in the business world, URA has evolved into a
nodem and filly integrated revenue administration agency that recognizes that in

noving forward primary emphasis will need to be placed on the people.

2,3.3 Challenges faced during employee development in organizations.
n any organization there are bound to be hurdles of some sort. In this case challenges

aced during employee development in Organizations include:

‘he greatest challenge in most Organization is the fact that employees are not aware of
mployee development and that it the right of all employees to be developed. Thus
luring this study the population could not contribute much to the research.

Iso reluctance of Management to effect or engage in employee development as they
1ay want to save on expenses attached to development programs.

ack of resources is another major challenge, Most organization does not take part in
evelopment program as they lack resources to effect such programs, such resources
rould include: Human resource, financial resources and time that may have to be spent
uring such programs.

Iso basing on the fact that such project researches are done by students or

rospective employees or employers, they tend to be down looked or overlooked by

12




senior employees or employers who consider themselves to be knowing more than a

mere young minded student and therefore ignore their ideas.

Job insecurity is another challenge not from the researcher but on the side of the
=amployers or management. That is they fear that by getting viable ideas from
subordinates and also by developing their employees they may lose their jobs to
younger potential employees.

13




CHAPTER THREE
METHODOLOGY

3.0 INTRODUCTION
[n this chapter we look at the methodology used in the research. That is the research

Jesign, population and the sample size of the population, the sampling design, data
~ollection and the data analysis.

3.1 Research Design

lhis research used both Qualitative and quantitative research design to carry out the
study. This involved both Management and subordinate staff.

Nhere qualitative design was used to collect factual information and on the other hand
juantitative design was used to collect numerical facts of the study.

3.2 Study population

'his study was carried out at Department of Domestic Tax which serves Income Tax,
falue Added Tax and Domestic Tax Duty. Tax payer segmentation, the large Tax
ayer’s office, (LTO) which comprises of about 200 workers upgraded to full
lepartmental status headed at commissioner level. This study covered both

nanagement staff and subordinate staff of Uganda Revenue Authority.

1.3 Sample size
he study Involved approximately 100 persons randomly selected from the study

'opulation which had a sample size of 80 respondents. These helped in the research.
xample size Total population (N)

1 + Total population (e)?
Vhere e is the error or confidence level
ample size= 100

1+ 100(0.05)% = 80

14




3.4. Source of data

In this study both primary and secondary data was used, where primary data entails
mainly the data collected in the field research.

Secondary data on the other hand were the third party documents used in the
research; they included internal records and reports of Uganda Revenue Authority,

journals, press publications, newspapers and literature from the library.

3.5 Data collection methods and instruments
These were the tools used in the collection of data during this research.
They include;

3.5.1 Questionnaires
This method was used in identification survey and was particularly useful in getting
nformation. Here individuals were required to fill in questionnaire forms with the

equired information where confidentiality was observed. A sample of the questionnaire
s shown in the appendices.

3.5.2 Interviews
hese were formal, planned interviews designed to obtain answers to specific questions
rom the designated personnel in varying disciplines within the given population. Here

he participants were expected to answer questions in the interview guide. A sample is
shown in the appendices.

3.6 Data Analysis

"his data obtained was edited for accuracy, uniformity, consistency and completeness.
‘hey were arranged to enable coding and tabulation before the final analysis and
hereafter were analyzed using both quantitative and qualitative measure whereby

lescriptive statistics was used to analyze the data by way of percentage, proportion
ind tables.

15




CHAPTER FOUR
DATA PRESENTATION, INTERPRETATION AND ANALYSIS

4.0 INTRODUCTION

This chapter covers the results of the data collected from personally administered
juestionnaire, interview and observation which were used to collect the data; they
‘ocused on gathering information on employee development and its effect or role on
xmployee performance in Uganda Revenue Authority. The data was analyzed through

he use of descriptive analysis method. The data was presented in form of percentage
ables.

.1 Forms of employee development programs are used by Uganda Revenue
\uthority From the given number of respondents, results on what forms of employee

levelopment programs are used by Uganda Revenue Authority are shown in the table
elow.

‘able 1 Forms of employee development programs

)evelopment programmes Response rate Percentage
lassroom instruction 16 20

ob rotation 10 13

eam building 27 34
lanagement by objective 12 16
areer counselling 15 17

otal 80 100

ource; Fleld data 2010

om the findings of the table 1 the most commonly used form of employee
welopment program was team building that was according to 34% of the

16




respondents, 20% classroom instructions, 17% career counseling, 16% management

by objective and 13% job rotation.

The data above can be represented in the pie-chart below;

14%

B Classroom instruction

Job rotation
# Team building
# management by objective

# career counselling

-urther research on forms of employee development was carried out using interviews
ind the response is presented in the table below;

able 2: Further research on forms of employee development was carried out

1sing interviews

Jevelopment programmes Response rate Percentage
‘'ormal education 28 35
\pprenticeship 21 26
'rocess consultation 10 13

ob rotation 15 19
‘eam building 6 7

‘otal 80 100

yource: Field data

17




From the findings of the research interview, the most used form of employee
development program is formal education, which was according to 35% of the
respondents, 26% apprenticeship, 19% job rotation, 13% process consultation and the
least used program was team building 7%.

Formal education

@ Apprenticeship

2 Process consultation
Job rotation

2 Team building

26%

1.2 Effects of employee development programs on performance at Uganda
Revenue Authority

=mployee development as previously discussed has a variety of effects. According to
he research earned out, the respondents had different views on the effects of

:mployee development programs in relation to performance at Uganda Revenue
\uthority. Results are presented in the table below.

18




Table 3 Effects of employee development programs on performance at

Uganda Revenue Authority

Development effects Response rate Percentage
Better performance 37 46
Financial benefits 20 25
Promotions 13 16
Improved production 10 13
Total 80 100

Source; Field data 2010

From the finding in the table 3, the most considered effect of employee development on

dserformance was financial benefits that were 46%, better performance 25%,

oromotions 16% and improved production 13% as effect of employee development.

The pie chart below is a representation of the information in table 3.

46%

Better performance
Financial benefits

& Promotions

mproved production

‘urther research was done using interviews on the effects of employee development on

rerformance at Uganda Revenue Authority. The results were as follows.
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Table 4 further research on using interview on the effects of employee

development

Development programmes Response rate Percentage
Achieve objectives 10 13
Develop skill and ability 17 21
Enhances performance 33 41
Financial benefits 20 25
Total 80 100

Source; Field data 2010

From the interview the results were such that 41% respondents responded enhanced
performance as an effect of employee development, 25% financial benefits, 21%
develop skills and ability and 13% achieve objectives as effects of employee
development at Uganda Revenue Authority.

The data above is represented in the pie chart

Achieve objectives
21% Develop skill and ability
#@ Enhances performance

H Financial benefits
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4.3 Challenges of employee development at Uganda Revenue Authority
In the questionnaires distributed during the research study, respondents were asked if
Uganda Revenue Authority Experience challenges when engaging in employee

development programs. Results of the response were as shown in the table below.

Table 5 Challenges of employee development at Uganda Revenue Authority

Challenges Response rate Percentage
Yes 70 88

No 10 12
lotal 80 100

Fhe findings in table 5 are results on the research done on if Uganda Revenue Authority
axperiences challenges. The results were such that 88% responded yes and 12%

‘esponded no.

1.3.1 Types of challenges employee development experiences.

‘rom the 88 percent of the respondents who responded that Uganda Revenue Authority
:xperiences challenges. Research was done on what types of challenges employee
levelopment experience. Results of the findings are presented in the table below,

“able 6: Types of challenges employee development experiences,

:xperienced challenges Response rate Percentage
neffectiveness 10 14

‘ime consuming 19 27
Xpensive 20 29

ob insecurity 4 §)
nadequate resources 17 24
‘otal 80 100

wource; Field data 2011
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From the findings of the table 6 on the types of challenges experienced by Uganda
Revenue Authority during employee development was such that a majority of 29%
respondents responded that it was an expensive activity, 27% responded it is time
consulting, 24% responded inadequate resources, 14% ineffectiveness and 4%

responded job insecurity as challenges.

Below is a pie-chart representation of the information in table 6.

Sales

14%

& Ineffectiveness
B Time consuming
Expensive

6% 27% & Job insecurity

# Inadequate rsources

-urther research was done using interviews on the types of challenges that Uganda
Revenue Authority experience in employee development. Results of this study are

resented in the table below.

rable 7: Further research on using interview on the types of challenges

zxperienced challenges Response rate Percentage
Norkload 14 18

-ack of expertise 10 11

-ack of cooperation 30 38

fime consuming 22 28
“Xpensive 4 5

rotal 80 100
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From the findings in the table 7, the most common challenge was lack of cooperation
that was according to 38% of the respondents, time consuming 28%, work overload
18%, lack of experience 11% and it being expensive 5%.

5%

28% B Workload

Lack of expertise
11%

Lack of cooperation
B Time consuming

E Expensive
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CHAPTER FIVE
DISCUSSION, CONCLUSION AND RECOMMENDATIONS

5.0 Introduction
This chapter focuses on the discussion of the findings, conclusion, recommendations

and limitations, and gives suggestion on areas of further study.

5.1 Discussions of findings

The discussion is done objective by objective.

Forms of employee development used in Uganda Revenue Authority

Findings on the research carried out on the forms of employee development programs
used by Uganda Revenue Authority was such that the most common form of employee
development is team building that was 27(34%) respondents. This is according to
Hampton, Summer and Webber; 1982. "Team building is a new and popular solution to
operating problems or new structures of duties for the organizations’ operations”.

This defers with the findings of the interview where team building is responded as the
least used form of employee development that was according to 6(7%) of the

respondents.

Job Rotation was another of the forms responded in the research, that was 10(13%)
and findings from the interview show that 15(19%) responded job rotation as a form of
amployee development this is not in line with 1-lampton, Summer and Webber: 1982
which states that “job rotation as a vital part of managerial practices that integrates
with performance accomplishing Organizational processes. It is therefore an effective
form of employee development.

Classroom instruction was responded as another highly used form of employee
development that was 16(20%) and 28(35%) respondents in the study using interviews
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showed Formal education as another highly used form of employee development, this
the respondents based on their levels of education at their various institution.

Management by objective was responded by 12(16%) of the respondents as another
form of employee development. This is not in line with Hampton and Webber 1982,
“management by objective makes employees feel like part of the establishment and
makes goals and objectives the heart of the organizations workforce”. Other findings
were such that career planning had 15(17%) respondents and from the interview
process consuitation had 10(13%).

Effects of employee development on performance at Uganda Revenue
Authority

=mployee development as previously discussed has variety of effects. According to the
‘esearch carried out, the respondents views on the effects of employee development
orograms in refation to performance at Uganda Revenue Authority was such that Better
serformance was the highest rated font of employee development effect that was
according to 37(46%) of the response, also 33(41%) of the response off the interview
‘esearch showed better performance as the most common effect of employee
ievelopment. This is in line with Stephen P. Robbins: 2004 “performance is highly
lependent on training and development from when a person begins to lean to when he

s expected to affect what he has learnt”,

-inancial benefits also rated as a common effect of employee development that was
20(25%) respondents, further research using the interviews showed, 20(25%)
‘esponded financial benefits as effects of employee development. This is not in line with
Javid H. Holt: 1990 that states that “Financial benefits depend on performance of
ndividuals and the organization at large,” and not on development as shown in the
esearch. Other results on such effects are Promotions 1306%) response and improved
yroduction 10(13%) response while those of the interview were Developed skills and
ibility 17(21%) response and active objectives 10(13%) response. This differs with
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David H. Holt: 1990, that's states that performance is dependents on particular
processes such as promotions, pay raises and improved performance.

Challenges of employee development experienced at Uganda Revenue
Authority

From the finding on the challenges experienced by Uganda Revenue Authority, results
were such that employee development being an expensive practice was the most
common challenge experienced by the company, that was according to 20(29%)
response, this differed with the findings from the interview that showed expenses as
the least experienced challenge whereas lack of cooperation was responded as the
most common challenge experienced according to the interview, that was according to
30(38%) response. Other challenges experienced were ineffectiveness 1004%)
‘esponse, time consuming 19(27%) response and inadequate resources 17(24%) and
‘rom the study using the interviews work overload response was 14(08%) and lack of
axpertise 10(11%) response. this Is in line with J. Mwesigye: 2009, that states that
nost organizations in the business environment today experience a variety of difficulties
hat cause major setbacks in their performance and production in general; they include
ack of resources, time consuming and no guarantee on effectiveness of the training
yrograms being affected.

"he above findings are based on the field data that was collected during the research
artied out at Uganda Revenue Authority on the role of employee development on
rerformance. The quantitative data was based on the questionnaires and interviews
Ised during the study.

n2. Conclusion of the study

rom the findings the following conclusion was reached;

orms of employee development used by Uganda Revenue Authority, respondents
asponded forms as; classroom instructions., job rotation, team building, management

y objective and carrier counseling, team building was rated as the most used form of
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employee development. Other forms of employee development according to the
findings from the interview were formal education, apprenticeship, process consultation,
job rotation and team building. Formal education was rated as the most common form
of employee development used at Uganda Revenue Authority.

Findings on the research carried out on the effects of employee development on
performance at Uganda Revenue Authority included; better performance, financial
benefits, promotions, achieve objectives, where better performance was rated the most
common effect of employee development on performance that is on the results of both

the questionnaire and the interview used in the research.

Response on the challenges experienced by Uganda Revenue Authority when carrying
out employee development included; Ineffectiveness, time consuming, expensive, job
insecurity and inadequate resources, the most experienced challenge was employee
development being an expensive program while response from the interview rated lack
of cooperation as the most experienced challenge at Uganda Revenue Authority among

work overload, lack of expertise and time consuming.

5.3 Recommendations
Employee development should be made compulsory at Uganda Revenue Authority for
all employees in the organization.

Owing to the sensitivity and large size of Uganda Revenue Authority, employee
development should be introduced before employment of any job applicant so as to
avoid mistakes that may happen when learning on the job.

For the organization to carry out development programs effectively an annual job and
needs analysis should be carried out so as to establish which areas in the organization
require much attention and what kind of development program should be used for that

specific need.
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Management should seek to improve employee commitment and tap employee hidden
abilities. They should alsoc allow encourage creativity and innovation. This they can

achieve through a variety of employee development training programs.

5.4 Limitations of the study

» The time allocated to carry out the research was very short basing on the
volume of data that had to be collected and analyzed, so as to get viable
results.

« URA is believed to be a very sensitive organization and thus High security
maintenance is practices. This came as a barrier as there was no access to
internal information and documentation that would help in the research.

+ There was a delay in the response from the respondents, thus making it
difficult to conduct the interviews and compile the field data in time.

» Owing to the nature of the study there was a large volume of data that
had to be collected and analyzed.

» During the research some of the respondents decided not to cooperate
last minute leaving a smaller number than the intended sample size.

5.5. Suggested areas of the future study

A future research should be carried out on enhancement of employee development in
yrganizations. In respect to organizations that have taken up or will take up employee
jevelopment there should be special attention paid to employee abilities, skills and
“ompetences so as to know how to enhance their performances.

rherefore organizations should critically analyze employee development programs that

nay be used and if need be employ the help of experts in various fields so as to yield
»ffective results.
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APPENDICES

APPENDIX A: INSTRUMENTS OF DATA COLLECTION

Questionnaire
To all the participating individuals you are kindly requested to fill in the following
questionnaire so as to help in carrying out the research carried out at Uganda Revenue
Authority on Employee Development and its role in performance in the organization.
You are assured that the information in this form will be kept strictly confidential. We
humbly request that you do so honestly, your cooperation is truly appreciated.

Instructions
In section A tick the appropriate answers in the box and in section B answer in the

given spaces.

SECTION A (Effects of employee development on performance)
1. What is your gender?
+ Male
« Female
2. In this organization what position do you represent?
» Board of trustee
+ Management
» subordinate
« None of the above
3. For how many years have you worked for Uganda Revenue Authority?
» 10—15years
 5—10years
o 3—byears
» 3 vyears and below
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4. Does Uganda Revenue Authority engage in employee development program?
¢ Yes
« No
5. Have you ever participated in any employee development program?
* Yes
* No
6. What effect does engaging in employee development have on your organization?
Better performance
e More financial benefit
« Promotion

« Better productivity

7. What effect does not engaging in employee development have on your organization?
e Poor performance
» less financial benefits
» Poor productivity
» Not applicable
8. Does Uganda Revenue Authority experience any challenges to improve its forms of
employee development activities
. vyes
« No
9. Would you like your organization to improve its forms of employee development
programs?
* Yes

+« No
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SECTION B (Forms of employee development)
10. What forms of employee development programs does Uganda Revenue Authority

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

11. Other than the above effects listed in question 6, does Uganda Revenue Experience

any other effects?

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

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

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

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

13. Does your organization experience any challenges when performing employee
AEVElOPMENE PrOGIAMIS? i iirrruriireiiiiittrierun e eeeerrr e serssbbbbtn e s erresesesseesseses
If yes, what Kind of Chall@NgeS.......ovoviviieceee e e er s

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

..............................................................................................................................................
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INTERVIEW GUIDE

1. What is your perception of the performance of Uganda Revenue Authority?

2. What is your idea or perception of employee development?

3. Does Uganda Revenue Authority engage in employee development programs?

4. Have you ever engaged in any employee development program?

5. If yes, what forms employee development programs does it take part in?

6. i) Has employee development been effective in enhancing performance?

ii) If yes, how has it been effective? iii) If no, why has it not been effective?

7. Does Uganda Revenue experience challenges when carrying out employee
development programs?

8. If yes, give at least two challenges

9. Would you like Uganda Revenue Authority to improve on its forms of employee
development programs?

10. What is your level of education?
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APPENDIX B
TIME OF THE WORK PLAN

Activity Period output

Proposal writing 2011 Submit proposal for approval.
Developing instrument 2011 To assist in data collection
Field work 2012 To research and get data

Data collection 2012 Recording data

Data analysis 2012 Analyzing and interpreting data
Preparation of report 2012 Submission of dissertation
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APPENDIX C

BUDGET
Activities Cost (Ug. Shs)
1. Stationary 26, 000
2. Typing and printing 50,000
3. Transport 100,000
4. Meals 45,000
5. Photocopy 20,000
6. Internet and airtime 10,000
7. Miscellaneous 30,000
Total 181,000
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