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wstract

Hiciency and effectivencss in the Nigerion public sector has been the subject of contreversy by all and
sundry. Inefficiency, ineffectiveness, red-tapism and low productivity are commaon Jeatures of the public
service, This paper examines performance management strategies and its impact on emplovees " efficiency.
Thus, eight steps process of performance improvement as well os biographical factors and ity effect on
voplovees ' performance and productiviry were critically and analytically interrogated. In analvzing the
nesues raised in the paper, we.adopfted an eclectic approach of goal, feedback and self-efficacy theories,
which caable us, divect our search gl on the nature and strategies of performance managemen, as well
as, M relationship between perforniance management and employee efficiency. Our findings revealed
oty uthers that, the Nigericor public service is faced with performance management problens vwhiclh
fve created difficelties for ie service io pecform and deliver public’ goods and services expecied of it
Cowerer bty alse established that, there is o positive refationship benveen performance management and
vpluyee performance and productivity. I the lighs of the findings, we concluded and reconmended
wnong other measures thal, productivity s the objectives of all organizations and perforinance
nietiageiient IS sine-qua-non Jor emplovees’ productivity and efficient service deliver rovecd
for L‘H?].’f{)j‘.’.’:’ ,"/(’J'f{):‘f'n:m(_‘e ane [.‘l'(.‘ﬂ!ﬂ.’t‘[h’!fj" fe.s',':lrmrffy 1o mrany factory oy x-

and i

wrmance of the public sec
T the paper. However, fic
cimployees” pecformance and productivity, Knowledge of thent and how to use them by lecders ere
therefore  conditions  precedent (o performance  and productivity improvement  and unless  the
recommendalions are implemented, workers performance and produciivity will continue fo dwindle in the

VR nwe the lecder in an orgunization use these variables defermine the lovel of

Nigerian public service.

REY WORDS: Labour, Management, Orsanization, l'crformancm Productivity.

Latroduction

The efficiency and effectiveness in any work place either the private or the public sector; largely depend
on the caliber of the worklorce, The availability of competent and clfective labour force docs not Jjust
happen by chance or accident but through an articulated recruitment exercise (Perctonode and
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sretomode, 2001) and performance managenent Performance management is an important Human

s that provides the basis for impraving and developing performance
and is part of the reward system in its maost general sense. Every organisation or establishment has an
objective(s). The organisation realiscs these objectives through productivity. An organisation is productive,
if and only it achieves its goals, and does so by transforming inputs into outpuls at the fowesl cost. So
productivity in the words of Robbins (1998) is “performance measured in terms of effectivencss and
citicicncy™ : )

Resource Management (HRM) proc

In support of the wbove asseriion, Okalor (2005) asscits that productivity 15 the product of

cifectiveness and clficiency, while effectivencss relates to performunce, efficiency relates o resource
jon. Drucker (2004) rightly supports this submission when he posits, “even the healthicst business,

Lithiza

tie business with cffectivencss can dic of poor cfficicncy. But even the most cfficient business cannol
curvive let alone succeed, il it is efficient in doing wrong things, i.c. it lacks cffectiveness” Thal is,

achicving with the [east amount of resources. 1€ is generally believed that the ritish colonial
clicient but not very effective. On the contrary, it is also beficved that
ay eificient, but less effective.

ition in Nigeria
crian Public Ser
nee mansgenient process has come to the fore in recent years as a means ol providing

o 1L
previoas isolated and ofien madequate merit rating o perfonnance appraisal schemes. Perfonnance
pamasement s based on the principle af management by agreement or contract rather than managenent by
command, [t emphasizes the development and initiation of self-managed learning plans as well as the
mtegration of individual and corporate ubjectives. 1t can, in fact, play a major role in providing for an
integrated and coherent range of humin resource management processes that are mutually supportive and
contribute as a whole to improving organizational clfectivencss (Armstrong, 2009).

fliciency and effeetiv 1 the public sector has been a subjeet of controversy and debate by
wil and sundry. Incfficiency. incilectiveness, red-tapism and low productivity arc all common [eatures of
o seivice, It is in line with this thay Chukwadum (1998) and Umo (2001), after examining the attitude to
work of Nigerlans concludes that “Nigeria’s ambition for rapid industrialization, cconomic prosperity,
social and political stability will singularly and collectively be frustrated if the current poor work uititude
ol Niserian public sector is not urgently and positively improved”. The abave opinion if properly analyzed,
chows that improved or pesitive attitude t work by civil servants is an antidote for industrialization and
ceonomic stability and development

and continuous approach 1o the management of performance thun was provided by

portant Human Resource (HIR) strategy for achicving buter
uctivity 1s hardly tiken serious by many lng;lll‘uulll\m‘ wind most

Performance man: il ous un

spleves performanee an

u ubliz sectot 2t public seetors Managers see porlomuines ang

ity nanag reise. A number of reasons have been identficd
1 responsible for this ugiy situation and a number of solutions have also been s ted, but the
problum remained endemic and persistent i the public scctor, as their performance are stil below

CEnt as g riudd and an scadamie o

cxpectation, their productivity is fur below uverage, clficiency und effectiveness is virtually nil.

Yet, in the Nigerian public scrvice, there ure no predetermined standards and methodolopics for
measuring emplayee’s performance and productivity objectively. In spite, the Udoji 1974, introductions
and wdoption of Management by Objective (MBO) management techniques, the public service in Nigeria
siit] operate the system whereby individuals who join a government establishment around the same time

¢ expected to be promoted at the same pace thiough carcer structure with little or no recognaiion Tos

the reason being the inherited compensation system
as Nigerian civil servant sces promotion s o right

ditTerential levels of performance and productivity;
that promote official. Thus, inelficiency in the servic

aller ov

ry three years rathee than hard work and service delivery. This paper thercfore, exumines
performance management strategics and its impact on cmployees™ efficiency and productivity.

it and fur case of analysis, the paper is pigeon holed iuto the
awine Tive compartments, The st seetion 1 the introduction; the sccond chronicled the conceplual

e the light of this dy

ad tieerctical [ramewors conical o e discourse. Section Lthree examines cight step procuess for
ce and productivity improvenent as well s its objectives while section four critically snalyse
hical data and its elfects on employee performance and productivity. The filth examines tie way
and the concluding remarics.

Conceplual And Theoretical fssues
There is no one particular definition that suits performanee as @ concepl. This is because authors have

GoAacd it in several ways sndding on e creeption. Within all organizations, the utibity of labour to
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omplish organizational goals is cmphas sd, indeed, aside labor, there are a number of resources that
contribute towards the success, of any organization, such as machine, information, idea and material, cle.
While these resources are important, the human factor is the most signilicant because it is the people who
lave to coordinate and use other resources to achieve specific goals (Chandan, 1987). Thus, in
hcies effectiveness and efficiency. However, the way and manners in which
- person to the other. Some people no matter what you do o then, they
ctive.

wrganizations, it is vital to ag
we reacl o work vary from or
Lurdly improve. An attempt Lo focate this within a philosophical basis has been in:
The first philosophical perspective to work tu be examined is that work is punishment, hardship or
Wil Inreligion, it is beliel that mun is sentence 1o worle: this kind of philosaphical basis actually
uenced our behaviour twairds work. We do work reluctantly. Religion has played a major role in the
piilosophical thought that beticved that work is punishment, hardship and unpleasant obligation.

The second philosophical basis of work is that some people see work as a duty to fultill their
piedestined calling. There is some work where people believe that they have been sent by an mvisible hand
w perform. For example, pastoral work, priesthood ete. In some organizations, some offictals tend Lo see
themselves as predestined 1o ovcupy certain position or post and to serve thewr organisation in a certain
v Cuch officials tend to be overzealous and they believe they are not answerable to men e ticy do not
see a congruence between human needs and God’s needs.

The third philosophical pers cetive of worl is that some see wark as being central to man. Very
carly in the morning they are in their offices and they live offices late even when they are on leave, They
ave said to be workaholics. For instance, as far as culture is concerned, to the Greeks, any work that s
manual is rated low, looked down upon while as intellectual work is highly rated among the Grecks.
Among the 1bo Nation, work is highly rated and regarded as good; and determines one’s position or sociul
watus in the society. In “Chinua Achcbe’s 'l hings Fall Apar(”, work is substantiated. The Yoruba culture
also. has something similar considering most of the wise saying, proverbs and Ifa liturgl Some people
o not like what they are daing while some others like what they are doing and are making millious oul of
it In work organizations, human behaviour is a joint function of the degree w which that behaviour 13
instrumental to the attainment of an output and the probability that the outcome will be fortheoming,
Secondly, individuals select that behaviour which they peroeived as most directly leading w things they
witnt (Vroom in Igbokwe-Thela, 2011 Consequently, some behaviour may lead an mndividual to guld mine
an, ke above opimaon i

properly analyzed reveals that Individual’s

dbe seme may lead w o s
Jailosopny of work influences lieir attitede o work as well as performance.
have come o the fore in recent years as means ol providing

Performance management prac
srated and continuous approuch to the management of performance than was provided by

e 5 isolated und often inadeq I rting or performance appraisal schomes, Perd
anasement is based on the principles of management by ag
by command. [t emphasizes development and the initiation of
integration of the individual and corporate objectives. It can, in fact, play a major role in providing [or an
integrated and coherent range of huiman resource management process that are mutually supportive und as

Hance

1

cment or contract rather than manupe
(~managed learnin well as the

plans

o whole 1o improving organizational elfectivencss (Armstrong and Baron, 2005).
Performance management is @ means ol gelting better results from the organization,

noand

wals by understanding and managing performance within an agreed (ramework of

ives and standard (Oladimeji, 1999). Performance manag, nent is a holistic approach and proce

bringing together many activitics 10 colleetively contribute to cffeet management of individuals and teams

in order to achieve high levels of organizational performance. No wonder performance management has

been defined as a systematic process for improving organizational performance by developing of the

tndividuals and teams. It is a means of getting better 1 sults by understanding and managing performance
withiv wu agreed framework of planned gouls, stundards and compelency requireaieit {(Armsirony, 2009).

Weiss and Harte (in Igbokwe-ibeto, 2011) define performance management as “a process for

ine aboul what is 0 be achicved and how it is to be achieved, an aporoach

o success”. Perfonmance nan

shared understind

L s

ol uchiey

i people that « ¢ peobuiliy
in the sense that it is about broader issues, long-term goals and people’s management, mdividuals
cment requires willingness and commitment of both the management and

strate
and teams. Performance mane
the employee o focus on improving performance acall levels.

It is sometimes assumed that performance appraisal is the same thing with performance
nianagement. However, there are significant differences. Performance appraisal can be de as the
syl assessment and rating of individuals by their managers at or after a review moeting. 1L has been
ueratic systum owned

diseredited because toa often, it has been operated as a top-down and largely bu

I 84
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by the Human Resource (HR) departments rather than by line managers (Armstrong, 2009). In addition, as
Armstrong and Murlis (1998) asserted, performance appraisal oo often degenerated into " dishonest
annual ritnal’. In contrast, performance management is a continuous and much wider, more comprehensive
and more natural process of management that clarifies mutual expectations, emphasi the support rele of
amaeers who are expected (o act as coaches rather than judges and focuses on the futare.

il praunivation, which reflects multiplicity of factors, and many

AIves ol

“tivily s the o
o tiese factors are interdependent; how the leader in the organization use these variables  deterniine the
tevel employee productivity, Knowledge of them and how 1o use them by leaders are therclore conditions
cedent 1o better employee | srmance and productivity cnhancement. Productivity is a resoll of the
application of human and other resources. As such, itis a prime determinant of ability to pay. If production
increases in the same proporlion as wage costs, labor cost per unit remaing unchanged. 1) however, an
increase in the wage level is not matched with w proportional increase in produetivity, labor costs per unig
rse. Al some point, this mismatch runs the risk of exceeding the employer's ability to pay. Although
productivity is not widely used us an explicit wage level deterninant, it is always present in the form of the
! in. If the employer sets more output Tor cach unit of input, the organization's ability w pay i3

i h

reased,

The subject under interrogation could be predicated on several theoretical platlornns. These
inciude the goal theory, control theory and the social cogiiitive theory, and labour productivity theory,
which we have four major sub-thcorics of cost, efficicncy and cffectiveness and targel theories.
While gther theories may be relevant in their right, we anchor the paper on an celectic approach ol goal,
controd and social cognitive theorivs. This is because of the advantages they present in analysizing the
ssues rised,

Goul theory highlights four mechanising that conneet goals o performance. These include: direet
4 to priorities: stimulate eftort; challenge people to bring their knowledge and skills o bear Lo
their chances of suceuess; and the maore challenging the goal, the more people will draw on their

unacr

acrtoire of skills. Goai

objectives against which performance can be measured and managed (Lathain and Locke, 1979).
The contral theory focuses attention on fecdback as @ means of shaping behavior. As people

wceive feedback on their behavior, they appreciate the discrepancy between what they are doing snd what

LBV pected to do and take correelive action W overcome the discrepancy. Feedback is recognised as

o] part of performance manageiment process (Armstrong, 2009)

based on central concept of sell~efficacy. This su

cory underping the emphasis in performance management on sciting and

The social cognitive theory 315 that what
peophe belicve they cannot do powerlully impacts on their performance. Developing and strengthening
positive seli=belief in employees is theretore an important performance management objective (Bandura,
(U8G).

sanve Manapcoent

ae Lbjectives of Perfors
all objective of poerfornimee numagement is o develop the capacity of people to meet and exeeed
ceputiations and o achicve their Jull potential o the benefit of themselves and the organization
Horl ment provides the basis Tor sell-development but importantly, it is also ubout cnsuring
that thre support and guidance people need w develop and improve is readily available (Armstrong, 2009)
ferforranee s an important aspeet ol organizational behaviour because its level at any given time inan
organisation is co-extensive with cffectivencss or efficiency or otherwise. The coneeptual reference for the
citective performance of an orvanization i ils statutory functions is productivity as defined above. For
fully controls commercial banks

e over

nee meanagy

Central Bank of Niccria (CBNY s effective when it suce

(SRS LA FR L A

st 1o the teems of s s vl s effective when it can do so at a Jow cost for example,
it a measare of conuol Tunciion such uditing or inspecting the returns made by commercial
ng reduced number of stafl (personnel} or days (time).

e importance ol produclivity in an organizalion cannot be over emphasized. As an ¢
standurd, productivity is an important fuctor in determining prices and wages. Economists are Lar from a
full understanding of the relatiors mnong the variables, but there is substantial agreement on the following
points: a). The large increases in real wages that have come about over the long term in many countrics arc
closely associated with large increase in labour productivity in these countries. b). In the absence of
ferease in labour productivily, o stubie orice level is inconsistent with persistent increases in money
necs o) Industries inwhich sales of products are comparatively insensitive to price changes, increases in
shows productivity will end o reduce employment and possibly also reduce wages and d). An increase in

LOry

onoimic
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Jihous productivity or in the productivity of other factors usually brings with it a4 reduction in cost and
ionee tends o result in pric ictions, wage increase, or both.

As a measure of efficicncy, productivity is also used to measure cfficiency, as an aid in cconomic
planning and forecasting, and as a means of assessing the uses to which resources are being put
Froductivity may yet serve and evaluating any group ol workers performing
common task, distinguishing the more product
analytical wol in studying the possible allocation of resources among diff
resources flow to various uses depends among other things, on their productivity i each of those uses.

A nation or industry advances by using less 1o make more. Labour productivity is an especially
sitive indicator of this economizing process and is one of the major measures used to chart a nation’s or
a nation’s labour productivity significs the

a

as o standard [or gradi

om the less productive, Productivity is o helpiul
The extent ta which

e

et use

4 industry’s cconomic advancement. An overall rise in
potensial availability of a larger quantity of goods and services per warker than before and accordmgly; a
potential for higher real income per worker, The change in a nation’s overall labour productivity during

wy given interval represents the sun ol changes in the major economic sectors and industrics.

Challenges of Measuring i ney in the Nigerinn Public Service

“I'he elficiency of the public service in Nigeria has often posed a problem for public administration system
in Nigeria. Going by the report of various commissions of inquiry into the atTairs of public agencies,
inefficicncy and low productivity has often ranked high. Tn response to this ugly situation, Udoji 1974,
Lublic Service Review Commission report identificd some ol these problems to include: Competition
aween primordial loyaltics and loyalty to the state which creates the problem of nepotism, resulting in
of supervision and conrol that wee, incvitably in conflict with the best principles ol mana
poor regard for time and numbers; shortage of skilled and expericnced personncl; pervasive, preater
present or the future resulting in static institutions, norms and practices

sment;

reverence for the past than for the
in a largely dynamic environment; interpersonal relationship characterized by a spirit of animosity and
jealousy rather than co-operation and teamwork; low regard for research and research findings; the
reluctance of supervisors to delegate responsibilitics to subordinates as well as the observed reluctance of
subordinates to accept responsibility; and a pervasive lack of appropriation of the role of specilivation
knowledpe and of professional training in the management of public service.

Other clements 4 fated with inefficicney and low productivity of the
Sietors, iee. those job-related atitudes and emergent behavioural patierns dervived from prevalent sociclal
values acquired or ransmitted (rom one aeneration to another with respect to the worth of work (veology
of Nigerian public administration); managerial factors and job-related factors, the leadership of public
administration system in Nigeria is_bedeviled by poor visions, lack af work and job dusipns, lack ol
creativily, poor utilization of fuderal churacter principle and lack of clear objectives, poor work muthods
ial problem indecd, is a major factor in assessing employee ciliciency

vice are caltural

aad arganizational culture, Manipe
Migerian public serv

i the ae,

uli Step Process for Performainee Bnprovenal
oving employee performance can be very usclul b ctficient

e lollowing cight-step provess [or gy
pablic service delivery, The coneepis

ditficnlt than one might think because it requires change in how people do thing
New Public Management. Change is threatening and habits are hard to break. As with most things, which
wee worthwhile, this process requires management lime and commitment. Kazemek and Glime (2006) have

reasonahly simple. However, implementation cai be more
hence the adoption ol

{

icentitied the following eight-step process:

Link Employee Performance to Organization Guiding Principles: Employce commitment 1o
sroanizational goals can only be attained when employces understand the organization's goals. Limployees
need o know what the organization's overall performance goals are in measurable terms. Many
sanizations use consultants (o help them set forth their goals in a "mission stalement” and hielp them o
Jevise measures of success. Communication aboul the erganizations goals and how the organization is
doing relative to those goals necds (o be frequent and timely. To use u metaphor, if you are shooting at d
target, but you aren't allowed 1o see the tarvet and no one tells you how close you are to the turget unitil you
beve shot ail the bullets in your aun, then you aren't going o do very well-and you will have very little

e ol increasing your aceurauy.

The more information one et about the location and characteristics of the target, and the mory
iequent and timely the information he gets about how close he is to target, the better his chances of hitting
it Organizations can get help ifrom consultants in developing an cmployce communications plan and

186
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comisunications programs which will niake the target clear to employees and keep tham informed about
how the organization is doing,

Link Employee Performance o Commitment: Bmployee commitment comes  through o
demonstration of management commitment not only o the organizations success, but also o the
cmployess, Employers need to offer a competitive pay and bencfits package, a progr ssive disciplinary
process. formal or informal on-thejob taining, and visible advancement opportunities bascd on clear
criteria. Tn addition, benefits programs need o reflect the changes in employee needs as the demographics
of the workforce changes. Most important are the daily spoken and unspoken messages received from the
pervisar, which communicaie the organization’s attitudes wowards its employces and the perlormance
ipravament program, Therelore, orginnzalions must obam the commitment of supervisors and managers
and the rational for the approuch utilized.

an the need for change

1 the process by laking the tme w ¢
shiey weed W be made aware o low their actions alfect cmploycee attitudues.
crent should @lso be ready (o solicit and listen o employee input. Employees nowé 1o fecl

Mana
tiey are part ol a team. Management should use employee input 1o solve problems related o "working
starter”, not just harder, and (o identily Lime and money wasters. This also means that management should
i willing 1o share information with criployees about how the organization works, how it is doing, and
4sont what Factors are affecting success, The organization needs 1o be constantly vigilant the messages it
iosending 1o employees aouii how @ovalues cniployee contributions and the messages it sends about
comiitment o goals. Communications should be frequent, clear, positive, and should come froni every
fevel of management. Commitment aiso comes from the employee perception that their clforts will be
rowarded. The organization snould share thie fruits of its success with the employces. Doveloping incentive
pay and recognition programs, which tic individual performance, group performance, and orsuiivation
perforiance w employee rewards, is relevant here. In addition, commitment to goals is related w the pride
that cach employee takes in the job he or she is doing and in the pride that they have for the company.
Pride can be instilled through fantare - publicizing achievements and successes of the company and the
contribution of individuals who made it possible

Assess Work Teaus Siv
9 aw do employees (it the agency, commission or ministfy’s organizational culture, the depuartiment
al style, ane e type ol job assigned?  Nigerian work pepulation demographics huve

cianaad a ot in the last ten years and are going o change even more by the year 2015, The flux ot more
women: the aging of the work [oree, and the change in worker values will all make these issucs cven more
important.

Il approaches o deaiing witl these problems will have 1o be a combination of bewter sercening,
wad bacer methods for dealing with work force diversity. The better the organization is al identifying the
clile for each job wnd ior the eimployee work foree overall, and the better the organization is at
ors. e Tewer headaches it will have in managing caployee
for these Fictors, Tests are also available to

potential employaes i dics

e

o e Tniersews A o} seree

soowork styles, wori reiwed vaeues, and skidl levels.

Reviewing the charseteristics and skills of op performers and mar
areanization in developing a profile for cach job and for the agency over
pued. the organization should clearly commumicate these expe itions to employe
and cultural differences and how to deal ellectvely

inal performers will belp the
all. Once profiles have been
T addition,

-5 necd W be ramed 1o unde

SHPSrVIROrs i!\l\.i [n:tﬂilg I
with then,

iLink Performance o raining
yeaductivily improvement. A program of productivity-oriented raining can translate directly o buttom
ults. Prod Jiectnrmance
sainaaeds and ol
dining in performance review and feedback: and job knowledge and skills development (Armstrong and
isaron, 2005) . i 5

To maximize learning and operationsl impuct, training should be specifically tailored w industry
needs. jobs and organizational culture. Manugers should be held accountable for providing on-the-job
ioeinine plans for cach subordinate bnoaddition o classroom training. It is not unusual, [Or munegers 10
soterpoel Waining as simply sending an cnployee o an outside commercial program offered by the local

wd Development: Training and development is an antidote 10

10

ivity orieated waining shouid focus on the following arcas: Sctti
leader Tucilitation of group problem solving; supuevisory

ctives [or ali cmployces;

dlese or the professional Managenent Association. While these programs may provide ascful

sation, they are not enoush

uad Performance Standards: Once the organizabion's Dassion
Gl hcy aeed to be transhuted ino division and licn depdrtiment

Jnis Department Lo SUSE

ac objectives
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nuths and Weaknesses: Has the organization becn hiring the right kind of
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Lerformence objectives and standacds. A top down approach should be utilized.  Nomaadly, Gie top
i voneeds 1o werl watk parimentid heads moa !'J»ll'iitl\)l\li\*c process Lo delerni whal
cepariaental standards of puerformance need o be inorder to reach overall corporule oh]
idepariment objectives can then be translated into individual performance standards wnd objectives,
performance planning is often negleeted at the individual level. Employees need w understand how they
can contribute to meeting the organization and department goals, and the need (o have the opportunity to
be involved in developing a plan for performance improvement. Managers and supervisors need raining
i how 1o set objective, measurabie. relevant, realistic, and challenging standards of performance for cacl
sabordinate's job. Such training programs arc typically | io 2 days in length and promote 4 participative

h (§kE1 4

clives.

5 between supervisor and cmployees.

if employces are o cmbrace these standards and objectives then they should be
opportunity to make input to the process. Often no once knows the job better than the employce doing the
work. Supervisors and managers should meet with cach subordinale on a regular basis to cstablish an
ongoing dialogue about the employee's performance, motivations, aspirations, and work related concerns.
Once a year is not enough, once a quarter is better und for salaricd employecs onee « month is best. Notall
of these meetings need to be fong or formal. IF the manager can make the employce feel comfortble in
liese meetings and generate trust, then the manager or supervisor can learn how 1o better motivate tic
cuployee, can identity the obstacles 1o improved performance, and devise an effective pertformance
fmprovement plan for each cmployce. Supervisors may be reluctant to make time for intensive
performance planning and review, but it takes this kind of effort w make big strides in productivity.

“The employee should go away (rom performance planning and review mectings with

camty about the employer's work expectations, a realistic assessment of how hefshe is doir
opportunity to express personal nceds which afiect work performance, and a plan of action for inproving
job skills/knowledge and improving performance. Typically, this kind of planning, assessment, and
iedback information is documented in a perlormance appraisal system. This documentation shoulid scerve
ds @ tickier system for future performance review meetings, provides some structure for the types of items
1 be reviewed, provides a tool for top management and the personnel department to monitor perivrmance
review aclivities, and is necessary [or keeping the organization vut of legal trouble when poor pertormanc
Jeads to a termination contested by the employec.

The performance appraisal form should be simple, flexible, and structured. Flowever, it should not
be the limiting kind of checklist system so ofien scen which depends on nebulous definitions of quality and
productivity. It also should not use criteria, which are not dircetly related to results achicved in the job
sach as personality traits. ~

I'rack Limployee Pecivrownce: H you cannot measure an activity then you cannoi ni
re. any activity in the organization that is important should be measured. Managers son

Jaroee:

ven the

realer
the

ihe
sistimcasurement of resulis because i focuses wp management attention on accomplishment o outcomes

¥
suther than on an appearance of "working hard", In fact, good performance measurement may reward those
who "work smart” and work normal hours as much or more than those who work hard, but not smiart. A
sood performance measurcment system should ideally meet the following criteria; Provide frequent und
tmely reporting: simple to inaintain and wiilize although it may be complex and time consuming Lo set up;
¢ eus on results achioved avre than v activity required o achieve results; should not ignore nnportant
W measure;, and provided and publicized woagloyees

yine arvas ust i)CA SRl s I
whiose porformance is being measured (Kavemek and Glime, 2006].

wdds: The challenge for every organization and cvery manages
onal gouls 0 cach employee's personal needs: The aced (©

i the organization are 1o Lic the or,
ielong (involvement); the need far recognition (fecdback and rewards); the need to achicve life style
ives; the need for seeurity and predictability, the need o achieve and o make a difterence; and the

obj
need for growth.

Most public sector organizations lack clfective incentive systems. The greatest motvational
Bapact can be achicved when rewards are liequent, immediate, can be related W individuad contribution.
sad ave of significaat value t the employcee. Typical profit sharing plans and merit salary increase plans
wee nelicetive as employee motivators because they ulien fall short in all of these arcas. They nay pay oul
ealy once a year, In the case of profit sharing plans, the monjes may not become available w the cnsployee

untl retivement or termination. The employee may have great difficulty in secing the link benveen the
wmount of the payout and hisfher work performanee, and the payout may be o small Lo be of significant
value,
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rional Jowrnal of Soci

in most public seclor organizations, merit nereases given to superior performers vary by anly onc
o two pereent from those increases given to average performers. This is a morce symbolic than rel
recosnition of the difference in skill and effort required in achicving high levels ol performance. Often

there are few measurable performance standards and objectives related to merit increascs. [nereases may
e linked more to appearances of working hard rather than results achicved. All this may fead to an
caplovee pereeption of meric increases” us entitlements o cost of living increases rather than as
~ueniives for performance. )

Cthe devetopment of group andfor individual incentive plans in which the individual
his or her inpact on results achicved and rewards reeeived. Such plans may ulso have
links (0 overall organization performance. These programs can be funded by splitting the vaiue of
productivity inereases between the organization and the employee. Yet, it is also important to Tully exploit
ponmonctary forms of rewards. Recognition, immediacy, and sincerity in giving the reward are w key to

(SRR RS Ay CiiSH)‘ S¢€

cffectiveness with nonmanctary rewards,

A viriety of other innovalive compensation techniques such as "pay for knowledge", lump sum
i-creases, employee phanton: stock plans ete, are being used and stadied. However, we believe that these
wolnlgaes do not suit ¢ wivation and in fact may be wscful in only limited situations. Tt is

P aanization drive compensation systens, ani ot the

sumicpy of Lhe

- People change slowly, They will often Lest your

Show the Employcee that "You Mean Busine
il you

commitment to your avowed goals and objectives. No muatter how important you say someth
lize that it is not very important. In addition, cvery employee
s question clearly and

do not measure it, employecs will qu

Vhat's in it for me?” The oreanization must communicate the answer to t

will s

ment must tollow through in terms of rewards for meeting or exceeding

y. Then manag
1dinds/objectives and in terms ol consequences for poor performance.
Making pronouncements will nat be enough. A performance improvement plan must be developed
and implementation timetables. A huphazard approach will ereate powr results.

led steps, goals,

| improvuement is o continual process - there is a beginning, but there should

wnance management G
istence are required for success.

Aty Qe iuc!upuna(rm variables, which explains
characteristics of employees, the group values of the cmployees

be no end. Dedication and pers

e major determinant of produc he productivity

level of an organization, includes pers
Nizational stroctiee. Does management o enhance or improve employees’ perfarmanue and

s org,
tv use these factors? Tiis 15 tne guestion, which this paper secks (0 unswer.

Phe public sector in MNigerin i replete with performance and  productivity improvement
sver these opportunities, one need 10 ask a few penetrating questivas about
atinns of the public service. What do people really do in cach group or level of man
A7 Can it be done better with the same number of people or with ¢
 be better with a new technology? Morcover, al reduced cost?
sary Tor perfurmance

(LU ETYS

spornitics, Inoorder to dise

what they do be dooe

miocr or smaller number?
Government/management’s action is necded and its unwavering commitment is neces
d productivity improvement meusures 1o come to the fore and be harnessed.
Uhe major determinants of ar organization”s performance and productivity are classified for the
purpose of this discussion into individoal level variables, group leve!l variables and organizational system
level variables.

B

al Level Variables: All other organizations have people (employees) ¢n sring it with certain
stics that influence their behavior at work. The more obvious of these are personal or
aphical characteristics such as age. gender, personality, values, attitudes and basic ability levels
peteney). These charactoristics are essentially intact when an individual enters the workloree and for
Lt there i3 little management can do to alter them, yet they have very

e mest part of his or her werk:

srtbnmance and productivity

real apect on employee’s

vical Factors and their ificcts na Performianee
A The relationship between age and job performance is important for the following reasans: lirst [s.lhc
wide spread beliel that job performance declines with increasing age. Sccondly, the aging workloree 15 @
reality. A study reveals that workers of 35 years of age and above are the fastest prowing sectors off the
! Phirdly, there is a retiring age in organizations, for instance, in Nigeria, the retiving
coirs hnoserviee or 60 years of chronologicul age winchever comes

an tabor for

“rublic seeter empl

| 89

RO JOUFRA O] YGCIE SOLERCey (110 PIERTUHILLEY ney

What is management usual view abeut older workers? On the one hand, alder worke
having, a number of positive qualities, which they bring to their jobs; specitically, experience, judgment, a
strong work ethics and commitment to quality. However, older workers are also perceived as lucking
flexibility and as being resistant o new technology. In a time when or, anizations seek individuals who arc
adaptuble and open to change; the negatives associated with aged workers and against the hiring of the
aned increases the likelihood of their being the ones (o be retired of their positions during downsizing,

rinhlsizing or rationalization.

Indeed, there is a wide spread believe that productivity declines with age. IUis often assumed that
individual skills — particularly speed, agility, strength and co-ordination decay over time and that
prolonged boredom and lack of intellectual stimulation all contribute to reduced productivity. However,
+ studies contradict these basic assumptions. The findings have shawn that demands ol most Jubs,
1i:ose with heavy manual labor requirements are not extreme ehough for any decline in physical skills duc
AT - il there is some delay due w age, it is offsct by gams duc to

. uve an impact on aroduotinvity y

cxpericnce. IF this conclusion is universally sound, 15 it true at all stages of lifc span of an individual
caiployee? Is performance in organizations enhanced under the present policy, which sets retirement ag
£ar pubiic sector employces at 35 years of service or 60 years ol chronological age whichever is carlicr? 10
crealing employment opportunitics for the younger generation is the objective of the policy, is cflective
and clficient performance of an organization and its means for achicving it (using it experienced but not
tired workforce) not sacrificed for employment generation or opportunities for its potential cmployces? I
the assumption in the above questions is misconceived, what is the explanation for the differential between
the retirement age of Directors/Employees in the Niger ian public service and that of High Court Judges
4ad unjversity professors, which is now lixed at 70 vears? We therefore contend that while performance
. however, it is offset by gains duc to experience; thus, leading to

and productivity decline with
cificivncy of the public service. .

Gender: Who should be employed in order to enhance performance in organization, male or
female? Conclusions in literature on gender recognized that there are few, if any important differences
between men and women that affect their job performance. Yet, recurrent literature clearly observed that,
there are no consistent male - female differences in problem — solving ability, analytical skills, competitive

drive, motivation, sociability or lewrning ability. Supporting the above position is the psychological studies,
and that m

are mare

wiigh have proved that women ace moee willing (o conform o authorit
tations of success are, but these diffe

sosressive and more Likely than women 1o have expe
o {viaceoby and Jacklio s aorhuidese, 2003)

0 fine with the above submission, and given the campaign by Nigerian women for empowerment
dter the Beijing Conference, the increusing female participation in the workforce as well as the emerging
rethinking about what constitules male and female roles; it is sufe to conclude that there is no significant
differcnee in job performance sad productivity between men and women. The conclusion therefore, is that
in terms of cfficiency and productivity improvement in the public service, it does not matter which gender
an orpanization employs or retaing —male and female. y

Marital Status: According to Dunnette and Robbins (in Arhuidese, 2003), there are not cnough

studies to draw any conclusions about the effect of marital status on efficiency and productivity. However,
arch consistently indicates thut narried employeces have fewer absences, undergo less lubour turnover
and arc more satisfied with their jobs than their unmarried co-workers. Even at that, unmarried workers
sooner or later will also marry. We therefore coneur with the argument that there is no significant

relationship between marital status, cfliciency and performance. -

Fenure: Ts there relationship between seniority and performance? 1f we define seniority as time spent un it
particular job. We can say thut the maost recent cvidence demonstrates a positive relationship between
seniority and job performance and productivity. So tenure, expressed as worle experience, appears io be ¢
raphical characteristics of employees are readily
lion. They include date that is contained in almost

od predictor of employee productivity. These bic
availabie in the personnel depariment offan o i
every employee’s personal file. The value, which this information has for managers. is that, it can help in
jnaking choices among job applicants, raining retraining and wansfers and redeployment.

Competencies or Ability: According Athuidese (2003), ability refers to an individual’s capacity to
purform the various tasks in a job. It is a current assessment of what one can do. An individual’s overall
abilitics are essentially made up of two scts of factors: intellectual and physical abilitics. He went on
farther to posit that an individual’s overall abilities are those necded to perform neutral activities. e noted

Lt tie seven most frequently cited dimension making up intellectual abilitics arc: Number aptitude;
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Perceptual  speed;  Inductive reasoning  and  Deductive reasoning;  Verbal comprehension; Spatial
ialization and Memory.

Ihe physical abilitics ure : ‘
Padeed, res h has identificd nine basic abilities invelved in the pcrfol'}?unw e e
inolade Dynamics (ability to exert muscular furce repeatedly over Lunc)_; Irunk strcng?h ('a 1 11}. ‘L-u u«,:
arly abdominal muscles); Static strength (ability to cxert _Im;_
v (ability W expand a maximum of energy in one or a scries ol
Lanl

Vit

those niceded o do tasks demanding stamina, dexterity, strcug;ﬂ] cle.
of physical task, These

strength using the trunk, partic
dernal objects): Faplosive streng : : A
Gwe wets): Dynamic Hexinility (abiiity w0 wake rapid and repeated flexing muycmcmﬂ.
bi\;tv o move the trunk and back muscles as far possible); Body CO~Ul'dlnill.IOH-L‘.'Ll)lh 3
y body); Balance (ability to mamtain equi
prolonged

0 co-
libriwm

fiexibility (a s
ardinute the simultancous actions of different parts of the : ; al
larces pulling off bulance); and Staming (ability to continue maximum cffort requiring

duspite
ot avar thmne)
Phe Abality = Job ¥ic In suppaort

QI peopic

{ the above assertions, Robbing (in Arhuidese, 2003), posit that
differ in the abilities which they possess. e
Fformiance s therefore enhanced when there is a high ability job-fit. The
W abilitics required for adequate job performance depend on the ability
senior executives need verbal abilities, an accountant needs number
¢ between two different suggestions offered by emplayee’s need
ath require dynamic, tunk, static or explosive strength

diffe and  peopl

specilic intell
equirement of the job. For
aptitude, a supervisor who needs 10 chouse
sductive reasoning. Also, task thal require stien
wehile wsk that require {lexibility need extant or dynamic flexibility. ] L

As managers, the conclusion that can be made is that i employees lack the required ah|lwl‘| : :
an accountant and you do not have number aptitude, your pm‘f_uw:mEmic
Therelore, it is

sxample

s, they

ace likely to fail [T you arc hired as _ iplit
will be -pou:' irrespective of your positive attitude or your high level of motivation. N R
pertinent to know that il employce ability far exceed those nocessary to do 1hf: job, Job per on:rmnlu, u:
likely 0 be adequate but there will be organizational inefliciency and possible .dCCL\}lC in cmp o-yc:.
i ore. manaeement will be paying more than it needs to, and this nltm'rdh:ly -lc:adsr w0

ieg whove those required can reduce the employces job satislaction
wse s or Tier abilities is particularly strong and is being frustrated

-

sutistuction, Ther
ATrcney Signilicanty. s

i the emplos gon aosee g

fnittions of the jol:

el the variables, which we have selected for discussion, are the
(8]

{the sroup le .
A with team amd contemporary leadership, By leadership here is meulu‘thc ability
illucncee o group towards the schievement of goals. The source of the inﬂuc.nuc may be i_ur;‘nu.l.s;gr,trl d\l
provided by possession of managerial rank in a0 organization. It may also arise from outside the ['ULljl-.’l
non-sanctioned leadership,. Whatever may be the source of the leader’s
o is what makes an effctive leader i.e. leader that will influence

R

riable

structure of the organization -

s 1o perform elleciively o .
I'his requires a discussion on leadership theories, which is not 9u|' major coneern e
(o administation under which leadership style is described as autocralic,
Under the theory, the leader ¢ structions o his followers who must ery out the mslmcmouis w\l[llmiu‘t
questioning. The main focuscd of the leader is on the needs of 1I19 or, Amzauqn and not the nauif,-u l]:\
fividual, He concentrates power and decision making in himself. e takes full authority E‘nn‘d assuming
is whal is appropriate to enhance performance

here. Sullice to

o the clussical approac

i

y him, the carcot and stick a

responsibility

relations wnd

I enucisms of e ed o the cmergence of huma

oveeral approaches o adinn

Coe e mdnedual aeces el on

ol dediocratie style ol Teas
\ recent variant of the approach leader is leading through ‘
nployees in charge of what they do. Specifically, managers are being adv

empowermient by which is meant
d that eltecuve

jputlh

The empowering leader’s role s to show
and couch
advice,
their

leaders share power and responsibilities with their cmp]u.yuus It 5, Ses
trust. provide vision, remove performunce-blocking barriers, offer encouragement, IHO..!;L[\‘ i
s ele. As a team | or couch, the manager is expecied to provide guidance,
cment, elarity expeetation and roles teaching offer support ;m‘d thp cmpis)yL‘c% Wn-!‘p‘l'lli\‘:.t.‘l
Managers who arc so concerned with the cmpowerment of their subordinates are incroas

ader

rloriEnee.
eing deseribed as COACHES ruther than 805

jeaders arc democratic with the [oeus ol

dnterpational Journal of Social Sciences and Humanities feviews
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) As a team leader or couch, the manager is expected to provide guidance, advice, encours o
ALy expectations and role teaching offer support and help employee improve their job performance,
recoors and managers who want to transform themselves into a coach, there are three general skills,
L1y should exhibit. iy inchu

Ability w0 Analyze Ways to Improve an Employee’s Performance and Capacities: A coach looks for

opportunities for employees to expand his or her capabilities and improve performance. For this purposc

the following are relevant to leaders in organization: -
«  Observe your employee’s behaviour on day — to — day basis.

* Ask questions from the employee, why do you do task this way? Can it be improved upon? What
other approaches might be used?

= Show genuine interest in the person as an individual, not merely as an employee. Respec his or
ner individuality. More important than any technical expertise you can provide about mproving,
j0b performance is the insight you have into the employee’s uniqueness. :

-

Listen to the employee. You cannot understand the world from an cmployee’s perspective unless
vou listen. ‘

¢ barrices to

Abilitv N i q
Ability to Create a Supportive Climate/Environment: 1 is the coach’s responsibility o reduc
ment and facilitate a climate that cneourages performance. To this end, the following are uselul to

vevelop

Iimagers:
Create » 1 ate 1 .y Tt . . R
« Creale a climate that contributes w a free and open exchange of ideas.
¢ Offer help and assistance; give guidance and advice when asked

¥ Bhcourage your einployces; be positive and upbeat; do not use threats.

« Focus on m.:stakcs as learning opportunities. Change implies risk and employees should note that
mistalees will be punishied. When failure accurs, ask “what did we learn that can help us in the
{uture?”

v

ce to

F(cnlimc obstacles. What factors do you control that if eliminated, wouid help the employ
iprove his or her job performance? ’
“ Lxpress to the employee the value of his

B or her contribution to the unit’s goals.

Iaklc personal responsibility {or the outcome, but do not rob cmployees of their full responsibi
Validates the employce’s efforts when they succeed and point to what was )
Never blame the employce lor poor resulls

missing when they fail

.f-.‘luIIA[y o Influence Employees 1o Change their Behaviour:. The. ultimate test of coaching effectivencss is
it an employee’s perfonnunce improves. However, this is not a static coneepl; we are concer witi.1
5;'@ ongomng growth and development. In order w0 achieve this: Encourage continual improvement
Recopnize and reward small improvements and consistently treat coaching as helping employ ‘
contnually work towards improvement. There no absolute upper limits to an employee’s ]gb pcrto\'
use « _cc)nlml[elblu style, employees will be more responsible to accepting change if, they particiy
wentilying and choosing among improvement ideas: break difficult task cﬁowi in{o ﬁi;ﬂ)ﬁt on
weaking down more comple s

L0y

Jobs into w series of tasks of increasing difficulty, discouraged cmiploy

velieving success on simpler tasks encourages them 1o Lak

woquali

e : that you expect from your employees. If you want openness
dicabion, commitment, and responsibility from your employe
yoursel Your employees wili look on 1o vou as role model
tarisese, 20035 Armstrong and Baron, 2005)

it

es, you must demonstrate these qualitics
. s make sure your deeds match your words

Fiie Socio-Cultural Enviromment as a Contingency Variable: One

e . v common conclusion in the study of
leadership is that there is no best style of lead

i 10 be ship. The eficetiveness of any style is situational. So
adjust style to the situation. One of the features of Niserian socto-cultural environment in \vhiul;
A ; ':lmirthcit' subordinutes operate is the attitude of those in positions of authority/lcadership and
h:\im«rm:rs: which is authorituriauism. This is a colonial tradition that is reinforced by [h: L:JVii ;L"u"
niziiional siueture. This structare [Tnds its root in the clussical approach to administration. \'\‘Vx are
for granted. Suffice to ask whether the
cring contingency variable in the Nigeria socio-cultural enviranment with special r

kg vour knowledge of relevant information in his regard
domine

b L riab | ! cference w the
tbed colontal tradition of aristocrucy ol leaders, lack of a sense of belonging in followers and o wide
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o between government and cmployees of its agencies, are not antithetical to all the above preaching

whout couching.

Managers and their subordinates are not exceptions to the described attitudinal problem. tas the
organizational structure with all the feawres of Webber's type of bureaucratic organization, which
emphasizes strict compliance with rules and regulations, conformity with exiting procedures and
effectiveness as its watchword. helped the situation? This question takes the discussion beyond the group
level variables discussed above to the organization system level variables. Formal organization, its work
procedures and jobs, human resource policies and practice (selection processes, training and development
performance appraisal methods and the internal culture) all have impact on the effeetive

W

ces and employee productivity.

what Lo do as Directors/Manueers

Performance management and improvement procedures should be completely woven into overall goals
nizations and should be carelully sold to workers. we The conclusion which we can
draw Trom the discussion so is that ability directly influences an employee’s level of performance und
tion through the ability - job fit. For dircctors/managers who work through subordinates, they can

and objectives of org

sutisfis
i a0 all L)F the following in order to set a compatible Gt
improve the it A job analysis will provide informatios

wn effective selection proc
done sndg e abiliiies that individuals need to perform the job adequately. App

s cacrently being
) can then be wested, interviewed and evaluated on the degrec to which they pos

sary abilities

Promotion and transfor decision affecting individuals already in an organization’s employment
should reflect the abilities of the candidates. As with new employees, care should be taken to assess critical
abilitics that incumbents will need on the job and to match those requirements with the organization’s

i resources planning

Fhe fit can be impe
Ulten. modifications can be made in the job so that, while it is not having a significant impact on the job’s
fLusic activities, it better adapts it o the speeific tlent of a given employee. Examples would be to change
some ol the equipment used or Lo re-organize lasks within a group of employees.

Yet, another alternative is to provide training for employees. This is applicable to new workers
and present job incumbents. Training can keep the abilities of incumbents current or provide new skills as
times and conditions change. Indeed, in order to get an acceptable fit for jobs as Managers of an
¢ omamvacion through this last alicrative spproach is the main objective of this section of the paper.

‘urilicrmore, Robbins (ibid) posits that personality is the sum total of ways in which an individual

raaet s, and interact with others, 1t is the result of both hereditary and individual interaction with his

vircament. He listed among fknown personalily traits o include aggressiveness, laziness, shyness,

Dbitions, submissiveness, timidity and loyalty. Robbins clearly and strongly submitted that in order to

chaeor performance and productivity, management must match personalities with jobs. For instance, a
sivy person or an introvert cannot perform well as a front desk officer (receptionist).

Productivity is the result of employee’s behaviour. Almost all-complex behaviour is learned. So in
acder to predict behavior that enhances performance and productivity, management must understand how
Learning in the words of Robbins (in Arhuidese, 2003) is any behaviour that occurs because
of experienee, He stressed that for tearning to be useful to the organization, the change, which it brings
about, must be a favorable permanent change in the employees behavior and not in his thought process.

i uchicving this is the quing of employees behaviour. This is done

ved by the fine turning of the job to better match an incumbent’s abilitics

One of the managerial tools
by molding the individual un];lu\«uvs by guiding his learning in graduated steps. The need for this anses
where the employee’s behaviour is significantly differcnt trom that sought by management. There arc four
ways in which behaviour can be sharpencd: 1. through positive reinforcement; 2. Negative reinforcement;
3. Punishment and 4. Extinction

sumething pleasant, is called positive reinforcement c.g. praising an
snse by termination or withdrawal of something unpicasant
ausing an unpleasant condition in an attempt o climinale
npioyee o query followed by a work suspension without pay for

Jollowing a respoise w
s or ajob well do
negative reinfore

todlowi

. Punish

i undesirable behaviour., Givin
! fte 1o work is an example of punishiment. Eliminating a reinforcement that maintain is called
extinetion. College instructors who wish o discourage students from asking guestions in the class can
Hand
11

arL

iminate this behaviour in the stadents by ignoring those who raise their hands 1o ask questions.
v miet with an absence of reinforcement.

roising will be extinet when

Fnternetional Journal of Nociel Sciences and Humanities Reviews

Vol .3 No. 1, 2012

Both positive and negative reinforcement result in learning. They strengthen a response and
increase the probability of repetition. Both punishment and extinction weaken behaviour and decreases its
subsequent frequency. Although, punishment eliminates undesired behaviour more quickly than n
nforcement does, punished behaviour tends 1o be only temporary suppressed rather than permanently
changed. In addition, punishment may produce unpleasant side effect such as lower morale and hi;.;ht;l‘
absentecism or turn over. In addition, the recipients of the punishment tend to become résentful of the
punisher, Managers are urged 1o use reinforcement rather than punishment for enhancing employee

re

performance.

Finally, managers should lead by example, managers who are constantly late to work or take two
hours instead of one hour for lunch should expect their subordinates to read the message that they are
sending 1o them. Before concluding iins section, we must state that motivation as a tool for enhuncing
effective performance and productivity is left out deliberately because it is trite. Furthermore, motivation

ys fower roles in the subjcat of discussion in view of our conclusion under ability job fit above.

Conclusion

‘Vhe concept of performance munagement as captured by scholars and social commentators has been
cspoused with an attempt at clarifying the intellectual “cobweb™ surrounding the issue of performance
management. Searchlight was also beamed on the theoretical framework for a better understanding ol the
coneepls under consideration. 1o this end, the different theories on the concept of performance have been
cxamined as postulated by scholars. Some ol the schools of thought on performance management and
cmployee productivity as examined in the paper include those enunciated by Buchner, Latham and Locke,
and Bandura among others. An attempt has also been made to establish the nexus between performance
nanagement and employec cilicieney in the public sector.

However, how to combine the demands of the Nigerian socio cultural environment and its
siructure, the ingrained attitudes of the emplayees with the requirements of the contemporary approach to
work empowerment is the real practical problem. The problem as it affects performance and
productivity enhancement manilests at group and organizational levels. They are however, without
prejudice to the value of the knowledge of the relevant variables at the individual level for performance
und productivity improvement.
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