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Abstract

This paper aimed to examine the effect of planning on employee’s performance in the University of Bamenda.
To accomplish this task, Descriptive design was adopted and data collection was through a questionnaire. The
research targeted 806 staffs working in The University of Bamenda from the level of top management to security
guards. A total of 260 respondents was sampled using stratified random sampling techniques. To determine the
reliability of the actual data collected, pilot testing was carried out by the researcher in two State Universities
that was not part of the research. The researcher made used of the Split-half technique base on Spearman Brown
prophesy formula to determine the reliability coefficient. The result of the questionnaire was 0.78 of the
correlation coefficients. Both descriptive and inferential statistics were used to analyzed quantitative data with
the used of SPSS software version 23.0 and the summaries were presented and linear model fitted on the panel
data. After surveilling, it was seen that planning, monitoring and evaluation had significant effect on employee’s
performance.
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1. Introduction

Most institutions depend on employee’s performance in order to prosper and not just to survive. Most institutions
desire better performance from their workers because it is generally used as one indicator for effectiveness and is
a fundamental concern of many practicing human resources top management. According to Armstrong (2000),
employees’ performance can be seen in terms of behavours. Looking at Ateufack D. (2021), institutions use
employee’s performance evaluation to verify if their employees are contributing to the growth and success of the
institution.

As far as the employees and sustainability of the institution is concern, planning is an inevitable process in the
management and performance of the employees as it ensures that the desire goals of an institution are
successfully implemented. Planning helps an institution with specifics decisions, directions and proves a
pathway to attained competitive advantage over others.

The emergence of many institutions producing similar services, the constantly changing of the business world
and the uncertain has made planning the most essential aspect of the existence in an organization.

According to Bel, A. (2017), Planning shows the working conditions where top management and their
employees together strives to set and monitor the goals of the organization for a specific period.

2. Statement of the Problem

The implementation of performance management model in public universities can help in improving the levels
of motivation in the institution. There is scanty information on planning in Cameroon with studies mainly
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looking at aspects of motivation while studying performance management. None of these studies sought to
examined the effect of planning on employee’s performance specifically in the university of Bamenda. Based on
this background, this article aims to examine the effect of planning on employee’s performance in the University
of Bamenda and to provide answers to these questions;

I. What are the effects of planning on employees’ performance in The University of Bamenda?
ii. What are the effects of monitoring on employees’ performance in The University of Bamenda?
iii. What are the effects of evaluation on employees’ performance in The University of Bamenda?
3. Literature Review
3.1 Theoretical Reviewed
This study is premised on the following theories.
3.2 The Universalistic Theory by Dewar and Werbel, 1979

Universality theory holds that, there are certain Human resources Strategy practices that had been tested and it
produce same result in different organization.

Such strategic practices should be adopted by other organization to produce higher organizational performance.
This view had been supported by Pfeffer (1995) and Osternman (1994).

3.3 Resilience Theory and Business Continuity Planning

Resilience theory, which has its roots in child psychology, holds that having one or more protective factors can
help individuals survive adversity with less harm. In business, resilience theory helped give rise to business
continuity planning, which seeks to make companies more resistant to failure.

According to researcher Patrice Buzzanell, resilience theory outlines five elements that businesses can cultivate
to strengthen their ability to bounce back: crafting normality, affirming identity anchors, making use of
communication networks, putting alternative logic to work, and emphasizing positive feelings while
downplaying negative ones.

4. Empirical Review

Spencer, D. A. (2013). Barbarians at the gate: A critical appraisal of the effect of economics on the field and
practice of HRM. According to Spencer, prior knowledge of employees that their individual work will be
appraised gives them motivation to work more in order to achieve better performance. When the employees
know that the reward that she/he is going to win will be as a result of her/his work, she/he will use all her/his
capacity to complete work successfully. They also maintained that use of performance appraisal improved
efficiency of employees. Therefore, individual employee’s performance evaluation and clear results definition
and identification contributes more than all the other activities of planning method in improving employees’
effectiveness in an organization.

Aminu, S. 1. (2019). Impact of Management by Objectives on the Employee Productivity in Vodafone Ghana.
The study on investigation of the impact of Management by Objectives on the Employee Productivity in
Vodafone Ghana indicated that the employees were involved in planning stage through setting organization
objectives cascading the objectives to employees so that workers are aware of their responsibilities. The results
also indicated that planning resulted in employee commitment which was attained via discussion with employees.
This resulted in improved employee output. Ifedilichukwu, C. U. (2012). Management by objectives as an
instrument for organisational performance: A case study of First Bank Plc.

Huang, K., Chen, K., Huang, C., & Yien, J. (2011). Performance Appraisal-Management by Objective and
Assessment Centre. A review on performance appraisal-management by objective and assessment center,
indicated that employees are appraised for several reasons, the most important of which is to realize the best use
of human resources and to plan for future needs; reward and punishment are secondary.

Wanjala, W. M., & Kimutai, G. (2015). Effect of performance appraisal on employee performance in commercial
banks in Kenya. Aimed to identify the impact of monitoring and evaluation on performance management. This
study established that performance monitoring and evaluation, were positively and significantly related to the
implementation of strategic plan in insurance industry in Kenya.

Similarly, in Nabangala, J. &. (2020), it was established that performance monitoring and evaluation had
significant effect of employee productivity in Kenya Forestry Research Institute. On the other hand, Wanjala, W.
M., & Kimutai, G. (2015) was on the general performance appraisal systems and found that there is a sufficient
connection between performance appraisal and worker’s performance in Commercial Banks in Trans Nzoia
Public University.

5. Research Gap
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None of these studies were, however, conducted within the context of Public Universities in Cameroon. In The
University of Bamenda, the above empirical studies do not show any evidence of a study that has been
conducted on the effect of planning on employee’s performance in the University of Bamenda.

6. Research Methodology
6.1 Research Design

This study adopted a descriptive designed where the researcher described the effects of planning on employees’
performance in The University of Bamenda.

A population of about 806 employees working in The University of Bamenda from the level of director to
security guards were targeted.

6.2 Sample and Sampling Technique

The study used the Creative Research Systems sample size calculator to determine the sample size. Computation
from the calculator indicated 260 sample size as seen in the Cochran’s categorical data sample size formula
below.

(t? * m

Where t = value for selected alpha level of 0.025 in each tail = 1.96. Where (p)(q) = estimate of variance = 0.25
=0.5x0.5.

Where d = acceptable margin of error for proportion being estimated = 0.05. Therefore,

no= 1.96%(0.5)(0.5)

(0.057 - 384
Therefore, for a population of 806, the required sample size was 384.

However, since this sample size exceeds 5% of the population (806*0.05=40), Cochran’s (1977) correction
formula was used to calculate the final sample size. These calculations are as follows:

Ni=__ 10
1+n0/population
_ 384
ni —F— =260
1+384/8
06

6.3 Data Collection Procedure
A survey was done where data was collected through the respondents by filling the questionnaires.
6.4 Pilot Test Study

Prior to the actual data collection process, the researcher carried out piloting of the instruments in two States
Universities not party to the research (Buea and Soa). To determine the reliability, the Split-half technique base
on Spearman Brown prophesy formula was used to have reliability coefficient. A correlation coefficient of 0.78
for the questionnaire was obtained by the researcher.

6.5 Data Analysis and Presentation

Quantitative data was analyzed using both descriptive and inferential statistics. Simple linear models to evaluate
how each predictor added to employee performance were carried. The total of multiple regression analysis model
was also done to establish joint responses. This is illustrated below

The model is given by y: = Bo + 1X1 + [2X> + f3X3 + ei
Where
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yi= Employee Performance

B1 i=1.2,3 = Coefficients of the model

Xi, i=1, 2, 3 are the predictor; planning, monitoring and evaluation

e: = Stochastic term (error)

7. Results and Discussion

7.1 Demographic Information

Table 1. Respondents Gender

Frequency Percent Valid Percent Cumulative Percent
Male 132 64.4 64.4 64.4
Valid | Female 73 35.6 35.6 100.0
Entire of 205 100.0 100.0

Majority of the respondents were male representing 64.4% while 35.6% were female. These finding gave a clear

gender composition within the Public University as per the sampling frame used by the study.

Table 2. Respondents Age

Frequency Percent Valid Percent | Cumulative Percent
21 to 30 years 45 21.8 21.8 21.8
31 to 40 years 132 64.4 64.4 86.1
41 to 50years 28 13.9 13.9 100.0
Entire of 205 100.0 100.0

The findings in Table 2 indicates that a majority of the respondents were in the age bracket of 31-40 years with
an entire of percentage of 64.4% followed by those between age brackets of 21-30years representing 21.8%.
Those between 41-50 years had 13.9%. These findings reveal that majority of the respondents are in mid-life and
at their most productive age and therefore fit to contribute significantly in the workforce.

Table 3. Respondents highest academic qualification

Frequency Percent Valid Percent Cumulative Percent
Certificate 2 1.0 1.0 1.0
Diploma 22 10.9 10.9 11.9
Bachelor’s Degree 116 56.4 56.4 68.3
Post Graduate 65 31.7 31.7 100.0
Entire of 205 100.0 100.0

The findings in Table 3 shows that majority of the respondents have a bachelor’s degree qualification at 56.4%,
followed with those at the post graduate level at 31.7%. Those who had a diploma level had an entire of

percentage of 10.9%, while certificate level was the minimal having only 1 %.

Table 4. Length of Service

Frequency Percent Valid Percent Cumulative Percent
0> 1 Years 61 29.7 29.7 29.7
. 2 > 3 years 103 50.5 50.5 80.2
Valid
More than 3 Years 41 19.8 19.8 100.0
Entire of 205 100.0 100.0
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The findings in Table 4 shows that majority of the respondents had served the Public University between periods
of 2-3 years with an entire of percentage of 50.5%. While those who had served between 0-1 years had 29.7%.
Those who had served for over 3 years represented 19.8%. This means the majority of the respondents had
served over 3 years, hence an indication that they had experience within the Public University setting and were
fit to give more accurate information.

7.2 Employees’ Performance

The study sought to ascertain employees’ performance in The University of Bamenda. The results are
summarized in Table 5.

Table 5. Employees performance

SD D U A SA
Statement

I always meet the target set for me by

. 0 0 16 7.8 55 |26.8| 119 | 58.0 | 15 7.3
my supervisor.

Sometimes the targets set for me are
too many to meet.

I am always present. 0 0 16 | 78 | 31 | 151 | 36 | 17.6 | 122 | 595

| often come up with creative and
innovative ideas to carry out my duties.

30 | 146 | 67 | 327 | 66 |322| 42 [205| O 0

0 0 0 0 51 | 249 | 82 |400| 72 | 351

I strictly adhere to policy when

. . 0 0 0 0 36 |176 | 77 | 376 | 92 | 449
carrying out my duties.

If | get a better job I can resign from

o 11 | 54 | 51 | 249 | 66 | 322 | 20 | 98 | 57 | 27.8
my current position.

Lack of rewards for goals attained are

oo . 31 | 151 | 11 54 51 | 249 | 35 (171 | 77 |37.6
so demotivating for my position.

I just come to work just to meet my
daily needs.

I am always punctual. 0 0 16 | 7.8 11 | 54 | 82 |40.0| 96 | 46.8

My supervisor sometimes criticizes the
quality of my work.

76 | 371 | 98 | 478| O 0 11 | 54 | 20 | 9.8

97 | 473 | 66 |322| O 0 42 1205| O 0

I believe | can perform better than what
I am currently Performing.

Most of the time | like working Alone. 46 | 224|122 | 595 | 37 | 180 | O 0 0 0

| often consult my immediate bosses
whenever | am faced with a Problem.

0 0 0 0 16 | 7.8 | 82 |40.0 | 107 | 52.2

0 0 0 0 0 0 88 | 429 | 117 | 57.1

I often respond to situations once they
happen rather than controlling them.

I dislike people who criticize me. 41 (200 | 66 |322| 67 |327] 31 |151| O 0

I do not like adjusting to changing
priorities.

86 | 420 | 11 | 54 11 | 54 | 97 |473| O 0

57 | 278 | 77 |376| O 0 71 | 346 | 0 0

The results indicated that 58% (119) of the respondents agreed and 7.3% (15) of them strongly agreed that they
always met the targets set for them by their respective immediate bosses. This implies that over 65% of the
respondents were fit to complete the tasks given to them by their immediate bosses. It should however be noted
that 26.8% (55) of the respondents were undecided while 7.8% (16) of them disagreed with the assertion that
they always complete the tasks allocated to them by their immediate bosses. This is an indication that a
significant number of employees in The University of Bamenda are not fit to complete their tasks. This could be
a pointer to poor performance among some of the employees. This could also be an indicator of some employees
being overwhelmed by the tasks allotted to them.

The information in Table 5 indicated that 32.7% (67) of the respondents disagreed and 14.6% (30) strongly
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disagreed with the statement that sometimes the targets set for them are too many to meet. This dispels the
assertion made above that inability to meet targets set could be due to being overwhelmed. Nonetheless, it is
worth noting that 20.5% (42) of the respondents agreed while 32.2% (66) of them were undecided with the
assertion that sometimes the targets set for them are too many to meet. This supports the assertion that some
employees might not be fit to meet their targets due to having too many targets set for them. This could be an
indicator of understaffing in some of the sections within The University of Bamenda.

The data also indicated that 59.5% (122) of the respondents strongly agreed and 17.6% (36) of them agreed that
they are always present. This implies that the rate of absenteeism among employees of The University of
Bamenda is very low. However, 7.8% (16) of the respondents disagreed while 15.1% (31) of them were
undecided on whether they are always present. This implies that almost a fifth of employees within the Public
University are not always present to carry out their duties. This could negatively impact their service delivery
and hence reduce the entire of employee performance of The University of Bamenda.

The study also established that 40% (82) of the respondents agreed and 35.1% (72) of them strongly agreed that
they often come up with creative and innovative ideas to carry out their duties. This is an indicator that majority
of employees within The University of Bamenda are fit to accomplish their tasks in an innovative way and
creatively which could contribute to their efficiency and hence their output resulting in improved entire of
employee performance. It should be noted that although majority of the employees agreed with the assertion,
24.9% (51) of them were undecided. This could be an indicator that about a quarter of the employees are
unlikely to be innovative or creative while carrying out their duties. This could impact negatively on employee
performance especially if such employees are tasked with very of essential services within the Public University.

The study also found out that 44.9% (92) of the respondents strongly agreed and 37.6% (77) of them agreed that
they strictly adhere to policy when carrying out their duties. This implies that majority of the employees within
The University of Bamenda are guided by the prevailing work policies when carrying out their duties. This could
help improve efficiency and hence resulting in improved employee performance.

The results also showed that 27.8% (57) of the respondents strongly agreed and 9.8% (20) of them agreed with
the assertion that if they got a better job they could resign from the position held. This is an indicator that over a
third of the employees within The University of Bamenda were not satisfied with their positions. This could
impact negatively on their work output and hence reduce the entire of employee performance. The low job
satisfaction could be a result of poor remuneration or lack of efficient rewards system. This assertion is
supported by 37.6% (77) of the respondents who strongly agreed and 17.1% (35) of them who agreed that lack
of rewards for goals attained are so demotivating for their positions.

The data also showed that 47.8% (98) of the respondents’ disagreed and 37.1% of (76) them strongly disagreed
that they only go to work just to meet their daily needs. This implies that there are other motivating factors that
compel the employees to go to work. This could enhance the entire of employee performance.

The results also indicated that 46.8% (96) of the respondents strongly agreed and 40% (82) agreed that they are
always punctual. This indicates that the employees within The University of Bamenda are committed to their
duties and hence this could contribute to their entire of employee performance positively. The commitment could
be a result of positive workplace environment. This assertion is augmented by the finding that 32.2% (66) of the
respondents disagreed and 47.3% (97) of them strongly disagreed that their supervisor sometimes criticizes the
quality of their work. This is an indicator that majority of the employees are committed to having quality service
delivery. However, it was apparent from the results that the respondents work output was not optimal since
52.2% (107) of the respondents strongly agreed and 40% (82) of them agreed that they believed they could
perform better than they were performing then. From the results it was also apparent that majority of the
respondents liked team work since 59.5% (122) of them disagreed and 22.4% (46) strongly disagreed with the
assertion they liked working alone most of the time. Working in team work could help the employees improve
their entire of job performance.

The study also ascertained that 57.1% (117) of the respondents strongly agreed and 42.9% (88) of them agreed
that they often consult their immediate bosses whenever they were faced with a problem. Consultative work
place could improve quality of service delivery and hence the general employee performance. Thus, given that
all the respondents agreed that they often consult, it is likely that their entire of performance is greatly enhanced.

The results indicated that 47.3% (97) of the respondents agreed that they often respond to situations once they
happen rather than controlling them. This implies that about half of the respondents would rather react to
situations than control them. This could be impacting negatively on the entire of employee performance since
much time would be wasted in responding to situations rather than performing their duties. It should however be
noted that 42% (86) of the respondents strongly disagreed and 5.4% (11) of them disagreed with the assertion
that they often respond to situations once they happen rather than controlling them. This implies that a
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significant number of employees within The University of Bamenda enforce preventive measures rather than
responding to situations when they arise. This could enhance the general employee performance.

The study also found out that 32.2% (66) of the respondents disagreed and 20% (41) strongly disagreed with the
statement that they dislike people who criticize them. This implies that over half of the employees take criticism
positively and hence this could help improve their level of performing their duties and hence enhance their entire
of job performance.

It was established that 37.6 % (77) of the respondents disagreed and 27.8 % (57) of them strongly disagreed that
they do not like adjusting to changing priorities. This implies that majority of the respondents do not resist
change and hence takes it (change) positively. This is important towards adoption of new technologies that could
enhance the general service delivery. Since majority of the respondents take change positively, this could
enhance their entire of employee performance. It should however, be noted that 34.6 % of the respondents
agreed that they do not like adjusting to changing priorities. This implies that some employees within The
University of Bamenda resist change and this could negatively impact on the entire of employee performance.

8. Planning

The study sought to determine the effects of planning on employees’ performance in The University of Bamenda.
First, the level of planning was ascertained. The results are shown in Table 6.

Table 6. Level of planning

SD D U A SA

Statement

My manager/supervisor sits with me from

. . 15 | 73 | 11 | 54 | 56 |[273| 92 |[449| 31 | 151
time to time to set goals.

My supervisor usually stipulates clearly

what is expected of me from time to time. 0 0 31 | 1511 40 1195 108 | 527 | 26 | 127

My manager ensures that he/she

: N 0 0 36 | 176 | 31 | 151|123 |60.0 | 15 | 7.3
communicates the set objectives unto me.

My manager ensures that | understand

clearly the goals of th firm. 0 | 0 | 16 | 7.8 | 40 |195| 103 | 50.3 | 46 | 22.4

My supervisor usually maps out how
he/she expects me to achieve the goals) 30 | 146 | 20 | 98 | 47 [ 229 | 108 | 527 | O 0
set.

My supervisor usually defines for me
clearly the results expected of me when 15 | 7.3 | 20 | 98 | 51 | 249 | 119 [ 58.0| O 0
carrying out my duties.

My supervisor usually sets for me control
points to ensure | attain the set goal§ 15 | 7.3 | 93 | 454 | 47 (229 | 50 [244| O 0
successful.

The results indicated that 44.9% (92) of the respondents agreed and 15.1 % (31) strongly agreed that they often
sit with their top management from time to time to set goals. This is an indication that planning within The
University of Bamenda is a consultative process which could enhance the attainment of what is planned for. The
results also showed that 52.7% (108) of the respondents agreed and 12.7% (26) of them strongly agreed that
their supervisor usually stipulates clearly what is expected of them from time to time. This implies that clear
goals are set during planning period. This could ensure that employees have a clear understanding of what is
planned and hence enhance the attainment of the duties.

Communication is an essential attribute of planning. In this study it was established that 60% (123) of the
respondents agreed and 7.3% (15) of them strongly agreed that their top management ensures that they (top
management) communicate the set objectives to employees. This implies that the set objectives are often
communicated to the employees and hence allows the employees to focus on attaining these objectives. The
study also established that 50.3 % (108) of the respondents agreed and 22.4% (46) of them strongly agreed that
their top management ensures that they understand clearly the goals of the firm. This implies that majority of the
employees within The University of Bamenda understands what is expected of them during the planning stage. It
was further established that 52.7 % (108) of the respondents agreed that their immediate bosses maps out how



FRONTIERS IN MANAGEMENT SCIENCE AUG. 2023 VOL.2, NO.4

they expect them to achieve the set goals. This implies that top management are involved in planning on how the
employees are supposed to attain the set goals. It was also found that 58 % (119) of the respondents agreed that
their supervisor usually defines for them clearly the results expected of them when carrying out my duties. This
implies that the desired outcomes are set out clearly during the planning stage and could act as guidelines for
carrying out various duties. It should however be noted that 45.4 % (93) of the respondents disagreed and 7.3%
(15) of them strongly disagreed with the assertion that their supervisor usually sets for them control points to
ensure they attain the set goals successful. This implies that control points are not set during the planning stage
and this could negatively impact the entire of employee performance.

9. Effects of Factors Adding to Planning

A regression analysis was carried out to establish the significance of factors contributing to planning. The model
summary is shown in Table 7.

Table 7. Model summary

Model Summary
Model R R Square Adjusted R Square Std. Error of the Estimate
1 762 5776 .58 219

From the results, the adjusted R square for the regression of The University of Bamenda immediate bosses’
consultation, guidance, communication, immediate bosses’ explanation, target put and expectation on planning
in The University of Bamenda was 0.58. This means that immediate boss consultation, guidance, communication,
immediate boss’ explanation, target put and expectation 58% of the planning in The University of Bamenda.

Table 8. Coefficients

Coefficients?
Unstandardized Standardized
Model Coefficients Coefficients T Sig.
B Std. Error | Beta
(Constant) 1.801 551 3.472 .001
Immediate boss’ consultation A7 .069 .042 480 .047
Guidance 331 .080 .305 2.145 .000
1 | Communication .69 .069 .021 17 .013
Immediate boss’ explanation 74 .069 182 1.370 .026
Target put 109 .070 118 1.509 123
Expectation 39 .068 .051 278 .002
a. Dependent Varifit: planning

The result shows that all the factors have significant effects on planning. This in extension indicates that issues
on planning have significant positive contribution to employee performance. This is in agreement with the work
of who indicated that if employees were involved in planning stage through setting organization objectives
cascading the objectives to employees so that workers are aware of their responsibilities. Their results also
indicated that planning resulted in employee commitment which was attained via discussion with employees

9.1 Monitoring

The second objective sought to establish effects of monitoring on employees’ performance in The University of
Bamenda. The results are summarized in Table 9.

Table 9. Level of monitoring
Statement SD D ] A SA
The Public University organizes| 132 | 64.4 | 36 |17.6 | 37 | 18.0 0 0 0 0
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retreats for us to enfit us map out how
Public University government goals
will be achieved.

The goals set for me are usually too

; 15 | 73 | 96 |46.8 | 11 | 54 43 | 21.0 | 43 |21.0
many at a time.

My supervisor gives me freedom to

: . 56 | 273 | 15 | 7.3 | 11 | 54 | 47 | 229 | 76 |37.1
carry out my duties unsupervised.

My supervisor does not allow me to

L 66 (322 72 351 27 132 20 9.8 20 | 9.8
carry out my duties independently.

My supervisor rarely communicate

: . . 92 (449 | 62 |302| 20 | 9.8 11 5.4 20 | 9.8
with me concerning my duties.

The data indicated that 64.4 (132) of the respondents strongly disagreed and 17.6% (36) disagreed that the Public
University organizes retreats for them. This is an indication that monitoring at Public University level is
compromised and might impact negatively on employee performance. The results also indicated that 46.8% (96)
of the respondents disagreed and 7.3 % (15) of them strongly disagreed that the goals set for them are usually too
many at a time. This implies that more than 50 % of the employees within The University of Bamenda get
allocated duties that they can handle within the specified time. Nonetheless, 21% of the respondents agreed and
21% of them strongly agreed that the goals set for them are usually too many at a time. This implies that to some
extent some employees are overwhelmed by the duties allocated to them. The study further noted that 37.1 % (76)
of the respondents strongly agreed and 22.9 % (47) of them agreed that their supervisor gives them freedom to
carry out their duties unsupervised. This implies that there is some independence to execute duties. Nonetheless,
there seems to be a significant number of respondents who felt that they are not allowed to execute their duties
autonomously. The study further indicated that 35.1 % (72) disagreed and 32.2 % (66) strongly disagreed that
their supervisor did not allow them to carry out my duties independently. This augments the argument that
majority of respondents are allowed to execute their duties independently. The study also indicated that 44.9 %
(92) strongly disagreed and 30.2 % (62) strongly disagreed that their supervisor rarely communicates with them
concerning their duties. This implies that immediate bosses regularly communicate with the employees
concerning their duties.

10. Effects of Factors Contributing to Monitoring
A regression analysis was carried out to establish the significance of factors contributing to monitoring.

Table 10. Model summary

Model Summary
Model R R Square Adjusted R Square Std. Error of the Estimate
1 .862 .7396 77 219

a. Predictors: (Constant), Public University retreats, Goals, Flexible working environment, teamwork, low
supervision

From the results, the adjusted R square for the regression of Public University retreats, goals, flexible working
environment, teamwork and low supervision on monitoring in The University of Bamenda was 0.77. This means
that Public University retreats, goals, flexible working environment, teamwork and low supervision explain 77%
of the monitoring in The University of Bamenda.

Table 11. Coefficients
Coefficients?

Unstandardized Coefficients Standgr_d ized )
Model Coefficients T Sig.
B Std. Error Beta
1 ‘ (Constant) .801 501 3.272 .001
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Public University retreats 1.47 .069 .052 .680 .037

Goals 831 .70 .315 4.145 .000

Flexible working .59 .069 .021 277 .043

environment

Team work .84 .069 .082 1.070 .026

Supervision 1.09 .070 118 1.549 123
a. Dependent Varifit: Monitoring

The outcomes shows that all the factors have significant effects on monitoring except supervision. Therefore,
from this result are significant in explaining the monitoring. This in extension proves that monitoring positively
and significantly effect employee performance. This is in agreement with the study in who reported that when
staff are courageous to admit where they are not behaving in the most effective way, taking active steps by staff
in supporting their own development which are manifest in all day-to-day activities is essential for improving
performance of employees.

10.1 Evaluation
The third aim scrutinized the effects of evaluation on employees’ performance in The University of Bamenda.

Table 12. Dimensions of evaluation

Statement SD D U A SA
| am fit to complete my set goals on time 0 0 11 |54l 71 |3a6! 93 | 454 30 |146
efficiently.

I am fit to complete my tasks due to

sufficient time to do so. 0 0 77 | 376 | 15 | 7.3 | 78 | 38.0| 35 |17.1

I am rewarded by management whenever |

. Lo 117 | 57.1| 73 | 356 | 15 7.3 0 0 0 0
successful achieve objectives.

The rewards that | receive on successful
achievement motivate me to perform| 117 | 57.1 | 61 | 298| 11 | 54 | 16 | 7.8 0 0
better.

All employees within the ministry of
Higher Education | work with have a full
knowledge of the goals of Public
Universities.

71 | 346 | 119 |[580| O 0 15 | 7.3 0 0

From time to time the management review

L 66 | 322 | 62 | 302 | 15 | 7.3 | 46 | 224 | 16 |7.8
the processes for possible improvements.

I am not satisfied with the way | am

evaluated by my immediate boss. 97 | 473\ 66 322\ 15 | 73 | 27 | 1321 0 0

The data indicated that 45.4% (93) of the respondents agreed and 14.6% (30) strongly agreed that they are fit to
complete their set goals on time efficiently. This is an indication that planning is vital during implementation and
evaluation of duties carried out by the employees which contributes to employee performance. The results also
indicated that 37.6% (77) of the respondents disagreed that they were fit to successfully complete their tasks
because there was sufficient time to do so. This implies that a significant number of employees within The
University of Bamenda were unfit to complete their tasks on time. It should, however, be noted that 38% (78) of
the respondents agreed and 17.1% (35) of them strongly agreed with the assertion that they were fit to
successfully complete their tasks because there was sufficient time to do so. This implies that about 55% of the
employees within The University of Bamenda were fit to complete their tasks on time. The study also
established that 57.1% (117) of respondents strongly disagreed and 35.6% (73) disagreed that they often
rewarded by management whenever they successfully achieved their goals. This implies that The University of
Bamenda rarely reward their employees whenever they complete their tasks successful. This could have a
negative impact on the employee performance. Given that majority of the employees are not rewarded, it is
unlikely that their motivation results from anticipation of being rewarded. This assertion is supported by 57.1%
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(117) of respondents who strongly disagreed and 29.8% (61) who disagreed that the rewards that they receive on
successful achievement of their set goals encourage them to perform better. The study further indicated that 58%
(119) of the respondents disagreed and 34.6% (71) strongly disagreed that all employees within the ministry they
work with had a thorough understanding of the goals of the Public University. This implies that a significant
number of the employees have no idea about the goals of the Public University. This could hamper the entire of
performance of the Public University. The data also indicated that 32.2% (66) of the respondents strongly
disagreed and 30.2% (62) disagreed that the management review the process from time to time for improvements.
This implies that the Public University rarely seeks to improve service delivery process and hence may deter
employees from optimizing their potential. It was also noted that 47.3% (97) of the respondents strongly
disagreed and 32.2% (66) of them disagreed with the statement that they are not satisfied with the way they are
evaluated by their immediate bosses. This implies that a majority of employees within The University of
Bamenda are satisfied by the way they are

10.2 Effects of Factors Adding to Evaluation
A regression analysis was carried out to establish the significance of factors adding to Evaluation.

Table 13. Model summary

Model Summary
Model R R Square Adjusted R Square Std. Error of the Estimate
1 7R 593 .61 219

a. Predictors: (Constant), Working environment, Ample time, Rewards, motivation, Goals, Process review,
Evaluation satisfaction

The adjusted R-squared for this model is 61%. Therefore, from these results the factors contributing to
Evaluation accounts for 61% of the evaluation. This means that these are factors that affect evaluation.

From the analysis therefore, evaluation is key to employee performance.

Table 14. Coefficients

Coefficients?
Model Unstandardized Coefficients g?:f(:?cridelr?:s d - sig.
B Std. Error Beta
1 (Constant) 1.801 551 2.172 .001
Working environment 47 .69 .052 480 .047
Ample time 331 .080 315 2.145 .000
Rewards .69 .069 .021 0.277 .043
Motivation 74 .029 .082 1.370 .286
Goals .109 .070 118 1.049 .023
Process review .39 .048 .041 578 .082
Evaluation satisfaction .254 .035 .002 456 .004
a. Dependent Varifit: Evaluation

Working environment, ample time, rewards, goals and evaluation affect the evaluation at 0.05 level of
significance.

From the analysis therefore, evaluation is key to employee performance. This is in support to the work in which
indicated that the evaluation of individual employees’ performance and a clear definition of results are the hugest
parameters from all the other activities of Employees Performance.

11. Merging Results of Planning, Monitoring and Evaluation to Employees’ Performance
A regression analysis was carried out to establish the contribution of planning, monitoring and evaluation on
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employee performance.

Table 15. Summary of the model
Model R R Square Adjusted R Square Std. Error of the Estimate
1 5282 279 .268 .3013
a. Predictors: (Constant), Entire of evaluation, Entire of planning, total of monitoring

From the R computed (0.528), there was a positive correlation between the independent varifits (entire of
evaluation, Entire of planning and entire of monitoring) and the dependent varifit (employee performance). From
the r square computed (0.279) the model explains 27.9% of the data. This implies a combination of planning,
monitoring and evaluation only contributes 27.9% towards the performance of the employee. Therefore, apart
from these factors, there are other factors which enhance employee performance. ANOVA was run to check the
significance of the model.

Table 16. ANOVA

Model Sum of Squares Df Mean Square F Sig.
Regression 7.062 3 2.354 25.925 .000P
1 | Residual 18.252 201 .091
Entire 25.314 204

a. Dependent Varifit: entire of employee performance

b. Predictors: (Constant), Entire of evaluation, Entire of planning, Entire of monitoring

The results indicated the model was significant (p-value = .000). In determining the contribution of the
independent varifits, the regression coefficients were determined from the model.

Table 17. Coefficients

Model Unstandardized Coefficients itgg;?gilﬁg d - Sig.
B Std. Error Beta
(Constant) 2.446 .164 14.889 .000
0 Entire of planning .094 .016 .380 5.741 .000
Entire of monitoring | .191 .048 .266 3.949 .000
Entire of evaluation .006 .043 .008 130 .897
a. Dependent Varifit: entire of employee performance

From Table 17, entire of planning on employees’ performance was positively significant (f= 0.094, p= 0.000).
This means, if the better the planning process is undertaken, the likely that the employees will perform better. On
the effect of entire of monitoring (B= 0.191, p= 0.000), employee performance was significant and its coefficient
was positive indicating that the better the monitoring process is done, the more likely the employees’
performance will be better. The results indicate evaluation on employee performance was insignificant. (B=
0.006, p= 0.897) This indicates the evaluation process in The University of Bamenda does not significantly
contribute to the employee performance.

12. Conclusions and Recommendations

In this research, the effects of planning on employees’ performance in The University of Bamenda was carried
out. It was seen that most of the respondents often discuss with their boss in setting clear goals during planning
period. Also, the set objectives are often communicated to the employees. Further it was found that most of the
employees of The University of Bamenda are aware of what is expected of them during the planning stage. The
study reviewed that top management are involved in planning on how the employees are supposed to attain the
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set goals. The study also indicates that desired outcomes are set during the planning stage and guide employees
on various duties. From the study finding, it is cleared that well set planning is undertaken by The University of
Bamenda. From the regression model, the effect of entire of planning on employee performance was positively
significant implying that the better the planning process will likely improve the employees’ performance.

The impacts of monitoring on employees’ performance in The University of Bamenda was also studied. It was
established that majority of employees within The University of Bamenda get allocated duties that they can
handle within the specified time. Significant number of respondents felt they are allowed to execute their duties
autonomously and immediate bosses regularly communicated with them concerning their duties. This concludes
that there is some monitoring being undertaken in The University of Bamenda. From the regression analysis,
effect of entire of monitoring on employee performance was positively significant that when monitoring process
is efficiently undertaken, the employees will perform better.

The third objective examined the effects of evaluation on employees’ performance in The University of
Bamenda. It was established that evaluation is important during implementation. Evaluation of duties carried out
by the employees contributes to their performance. The study noted that most of the employees complete their
tasks on time. Nonetheless, the study noted that The University of Bamenda rarely reward their employees
whenever they successfully complete their tasks. Thus, motivation of employees does not emanate from
anticipation of being rewarded. The study also reviewed that a significant number of the employees have no idea
about the entire of goals of the Public University. The study established that there is laxity by the Public
University top management in improving service delivery process and this hinders the employees to optimize
their potential. Therefore, it can be asserted that evaluation is rarely undertaken in The University of Bamenda.
The regression model indicates the effect of total evaluation on employee performance is insignificant.

13. Recommendations

From the outcome, the research recommends that The University of Bamenda should emphasize on continuously
improving planning process to improve employee’s performance. Secondly, The University of Bamenda should
emphasize and continuously improve the monitoring process to enhance employees’ performance. Third, The
University of Bamenda need to adapt and implement best evaluation strategies that will raise its employees’
morale leading to improvement in their performance.

14. Recommendation for Further Studies

This research was conducted in a single Public University and evaluation was seen to have insignificant impact
on employee’s performance. The study therefore recommends a longitudinal study where various Public
Universities can be sampled to know if evaluation strategies are implemented and if those strategies have impact
on employees’ performance in Public Universities in Cameroon.

References

Armstrong, M., & Taylor, S., (2020). Armstrong Hand Book for Human Resources practice. Kogan page
Publisher.

Ateufack D., (2021). Impact of Human resources planning on employees performance. International journal of
Economics Commerce and Management, UK.

Bel, A., (2017). Introduction to Management by Objectives. Shutterstock.com, Snapdude.
Cochran, W. G., (1977). Sampling techniques (3rd ed.). New York: John Wiley & Sons.

Creative Research Systems, (2012). The Survey System. Retrieved from Creative Research Systems:
http://www.surveysystem.com/sscalc.htm#one.

Drucker, P. F., (1954). The practice of management: A study of the most important function in America society.
Harper & Brothers.

Hogan, R., (1996). A socio-analytic view of the Five-Factor Model. The Five-Factor Model in personality:
Theoretical perspectives. New York: Guilford.

Huang, K., Chen, K., Huang, C., & Yien, J., (2011). Performance Appraisal-Management by Objective and
Assessment Centre. Verified OK.

Ifedilichukwu, C. U., (2012). Management by objectives as an instrument for organisational performance: A case
study of First Bank Plc. Master of Bachelor in Business Management (MBA) Department of Management
Faculty of Business Administration University of Nigeria Enugu Campus.

Islami, X., Mulolli, E., & Mustafa, N., (2018). Using Management by Objectives as a performance appraisal tool
for employee satisfaction. Future Business Journal, 4(1), 94-108.

Jensen, M. C. & Macklin, W. H., (1976, October), “The theory of firm managerial behaviour, agency costs and

13



FRONTIERS IN MANAGEMENT SCIENCE AUG. 2023 VOL.2, NO.4

ownership structure.” Journal of Financial economics, pp. 287-310.

Kangangi, G. W., (2014). The Role of performance management on strategy implementation in the Insurance
Industry in Kenya. Strategic Journal of Business and Change Management, 2(8), 133-157.

Kiprop, C. R., (2012). Motivational Strategies for Public Sector Workers in Kenya. International Journal of
Research in Management, 2(2), 71-86.

Mansell, J. L., (2013). Naming the World: Situating Freirean Pedagogics in the Philosophical Problematic of
Nuestra Améica. In Education and Social Change in Latin America (pp. 17-33). Palgrave Macmillan, New
York.

Nabangala, J. & Amuhaya, J., (2020). Effect of performance management systems on employee productivity: the
case of Kenya Forestry Research Institute (KEFRI). Journal of Business and Change Management, 7(2),
579-606.

Spencer, D. A., (2013). Barbarians at the gate: A critical appraisal of the effect of economics on the field and
practice of HRM. Human Resource Management Journal, 23(4), 346-359.

Wanjala, W. M., & Kimutai, G., (2015). Effect of performance appraisal on employee performance in
commercial banks in Trans Nzoia Public University—Kenya.

Wiggins, J. S., & Trapnell, P. D., (1996). A dyadic-interactional perspective on the five factor model. In J. S.
Wiggins (Ed.), The five factor model of personality: Theoretical perspective (pp. 180-207). New York:
Guilford Pr.

Copyrights
Copyright for this article is retained by the author(s), with first publication rights granted to the journal.

This is an open-access article distributed under the terms and conditions of the Creative Commons Attribution
license (http://creativecommons.org/licenses/by/4.0/).

14



