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Abstract

Somalia is currently in the midst of a telecommunications boom driven by private
investors, who have created a mass market with the cheapest calling rates in Africa.
Private investors have put an estimated $194 million into Somalia’s
telecommunications sector over the last ten years. Despite all, it is believed that in
Somalia, Lack of proper training, reward system, lack of recognition and feedback,
are the main aspects that hinder the level of the employee’s productivity in
Telecommunication Sector. Therefore, the objective of this study is to examine the
relationship between performance appraisals, reward system, training, and employee
productivity in telecom companies in Mogadishu Somalia. The respondents of this
study were management staff of Hormuud, Somnet, and Somtel headquarters in
Mogadishu Somalia. A total of 162 questionnaires were distributed to employees of
these three companies by using an online survey, only 110 were useable for analysis.
The data was analyzed using SPSS Version 25 to achieve the objectives of the study.
The finding of this study has revealed that Performance Appraisal, Reward system,
and Training have a positive and significant correlation with employee Productivity.
Furthermore, the research framework of this study will contribute to the literature in
the context of employee productivity. It will also help Hormuud, Somnet, and
Somtel managers to have a further understanding of the correlation of performance
appraisal, Reward system, and Training on Employee Productivity. Finally, some

limitations have paved the direction for future research.

Keywords: Employee productivity, performance management, performance
appraisal, reward system, training.
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Abstract

Somalia kini berada di tengah-tengah ledakan telekomunikasi yang didorong oleh
pelabur swasta, yang telah mewujudkan pasaran massa dengan kadar panggilan
paling murah di Afrika. Pelabur swasta telah meletakkan anggaran $194 juta ke
sektor telekomunikasi Somalia sejak sepuluh tahun yang lalu. Walaupun begitu,
dipercayai di Somalia, Kekurangan latihan, sistem ganjaran, kekurangan
pengiktirafan dan maklum balas, adalah aspek utama yang menghalang tahap
produktiviti pekerja dalam Sektor Telekomunikasi. Oleh itu, objektif kajian ini
adalah untuk mengkaji hubungan antara penilaian prestasi, sistem ganjaran, latihan,
dan produktiviti pekerja di syarikat telekom di Mogadishu Somalia. Responden
kajian ini ialah kakitangan pengurusan Hormuud, Somnet, dan ibu pejabat Somtel di
Mogadishu Somalia. Sebanyak 162 soal selidik diedarkan kepada pekerja ketiga-tiga
syarikat dengan menggunakan kaji selidik dalam talian, hanya 110 yang boleh
digunakan untuk analisis. Data dianalisis dengan menggunakan SPSS 25untuk
menca vpai objektif kajian. Dapatan kajian ini menunjukkan bahawa Penilaian
Prestasi, Sistem Ganjaran, dan Latihan mempunyai hubungan positif dan signifikan
dengan Produktiviti pekerja. Tambahan pula, rangka penyelidikan kajian ini akan
menyumbang kepada literatur dalam konteks produktiviti pekerja. Ia juga akan
membantu pengurus Hormuud, Somnet, dan Somtel untuk memahami lebih lanjut
mengenai korelasi penilaian prestasi, sistem Ganjaran, dan Latihan untuk
Produktiviti Pekerja. Akhirnya, beberapa batasan telah membuka arah untuk
penyelidikan masa depan.

Kata kunci: Produktiviti pekerja, pengurusan prestasi, penilaian prestasi, sistem

ganjaran, latihan.
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CHAPTER ONE

INTRODUCTION

1.1 Background of the Study

Employee productivity is an assessment of the efficiency of a worker or group of
workers (Odhiambo, 2015). In Addition, Employee productivity is the relationship
between output of goods and services and input of resources, human and non-human,
used in the production process (Okeke, Onyekwelu, Akpua, and Dunkwu 2019).
Robert and Tybout (2007) opine that employee productivity can be perceived as the
measure of the relationship between the quantity and quality of goods and services
produced and the quantity of resources needed to produce them (that is, factor inputs
as labour, capital and technology)”. Therefore, According to Okeke, et al., (2019)
today, two things are very common in businesses, first are rapid growth and
expansion, and second is stiff competition. In addition, the authors explained that

both require efficient and highly productive human resources.

Nowadays, the dynamic changes in the business environment, with changes in
customer desires, the essential goal of each organization is to maximize their
productivity and this will not happen without efficiency and productivity of
employee (Adedayo, 2017). In fact, improving workers productivity has been one of
the main objectives of each organization on the basis that large amounts of staff
productivity provide organizations and their staff with various points of advantage.
For instance, higher employee productivity prompts increasingly positive financial
development, more prominent productivity, and better social development (Sharma

& Sharma, 2014). Without productivity and its development, the basis of the
1
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APPENDIX 1: QUESTIONNAIRE

Universiti Utara Malaysia

A SURVEY ON EFFECT OF PERFORMANCE MANAGEMENT ON
EMPLOYEE PRODUCTIVITY IN SOMALI TELECOMMUNICATION
SECTOR

Dear Sir/Madam,

I am a Masters student at Othman Yeop Abdullah Graduate School of Business,
Universiti Utara Malaysia conducting research on the effect of performance
management on employee productivity in the Somali telecommunication sector. This
survey is for the purpose of an academic exercise and part of the requirement for the
award of a Master’s Degree. Therefore, this questionnaire is aimed at obtaining your
valuable opinion in order to obtain information needed for the success of the study.
Your responses will be treated with ultimate confidence and used strictly for
academic purpose. The questionnaire is expected to take only 10 minutes of your
precious time to complete.

I greatly appreciate your participation in the study. Thank you for your cooperation
and forgiving part of your time for the survey.

Best regards

Abdulkadir Yusuf Mohamud
MSec. Students

Universiti Utara Malaysia
Email: Kaadirc6@gmail.com

Phone number +60189487409
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SECTION A:

Please provide the appropriate information by ticking [V] in the box to show your

answer
1. Gender
Male [ ] Female [ ]
2. Age

18 —21 years [ ]| 22-25years|[ ]26—-30years|[ |31—-36years|[ |37

and above [ |
3. Marital status
Single [ ]
4. Education Level
Secondary School [ ]

Married [ ]

Bachelor Degree

5. How many years have you worked at this organization?

Less than 1 year [ |
]

SECTION B:

1. Performance Appraisals

2—Syears| ]

6 — 10 years [

[ ] Master Degree [ ]

] above 11 years [

Please indicate the extent to which you agree with the following statements by using

a scale of 1 to 5 where 1= strongly disagree and 6 = strongly agree.

Strongly Strongly
STATEMENT ' Disagree | Neutral | Agree
Disagree Agree
1. Performance appraisal makes me work
1 2 3 4 5
harder than expected
2. Performance appraisal makes me work
1 2 3 4 5

at my normal pace
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3. Performance appraisal makes me work

below expectation due to how it is |1 2 3 4 5
conducted
4. If don’t agree with performance
. . 1 2 3 4 5
appraisal score, there is appeal process
5. Performance appraisal makes me
1 2 3 4 5
better understand what should be doing
6. Performance appraisal is used as a
decision making tool for the increasing | 1 2 3 4 5
my performance.
7. Performance appraisal influences
- S 1 2 3 4 5
positively individual performance
8. I often perform better than what can
1 B 3 4 5
be expected without appraisal.
9. Performance appraisal is valuable to
my performance in my organization 3 3 3 4 5
10. Am satisfied with the current
performance appraisal system in the | 4 9 3 4 5

organization

2. Reward Systems

Please indicate the extent to which you agree with the following statements by using

a scale of 1 to 5 where 1= strongly disagree and 6 = strongly agree.

STATEMENT

Strongly

Disagree

Disagree

Neutral

Agree

Strongly
Agree
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1. The rewards provided by my
organization very frequently motivate us

to give our best.

2. The rewards provided by my
organization sometimes serve to improve

on my productivity.

3. My organization influences my
productivity by linking the reward on job

promotion

4. The rewards motivate me to be timely

in completing my duties.

5. The rewards are varied and

satisfactory.

6. My level of wage 1is fair and
satisfactory to the degree of my

performance.

7. Reward opportunities encourage staff

to be creative.

8. Bonuses increase my performance

9. Appreciation by managers increases

my success at work.

10. When rewarded I seek for ways of
improving the performance of the

organization.

3. Training
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Please indicate the extent to which you agree with the following statements by using

a scale of 1 to 5 where 1= strongly disagree and 6 = strongly agree.

STATEMENT

Strongly

Disagree

Disagree

Neutral

Agree

Strongly
Agree

1. Appropriate the content of the
training Programs to the experiences
And needs of employee

2. Provide Employee Training
Required For Functional
Requirements

3. The Trainer Gives Enough Time
For Working  Activities And
Practical Exercises

4, The Trainer Gives The
Opportunity For Questions And
Discussion

5. The Tools And Techniques Which
Used In Training Are Adequate And
Effective

6. The Way Which Used On
Training Operations Is Good And
Effective

7. Training Objectives Linked To
Current And Future Goals Of The
Organization

8. The Current Training System Is
An  Effective @ And  Adequate
Enterprise Needs
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4. Employee Productivity

Please indicate the extent to which you agree with the following statements by using

a scale of 1 to 5 where 1= strongly disagree and 6 = strongly agree.

Strongly ) Strongly
STATEMENT Disagree | Neutral | Agree

Disagree Agree
1. The level of employee
productivity in the company is high 1 ) 3 4 5
as compared to the beginning.
2. The current level of employee

1 2 3 4 5
productivity is high.
3. The current level of the decision
making process in the company is | | 2 3 4 5
highly formal.
4. The qu'aht}/ of the products in the | ) 3 4 5
company is high.
5. The qu'aht'y of the services in the 1 ) 3 4 5
company is high.
§. The e.1b111.ty (?f the employees to be | ) 3 4 5
innovative is high.

End

Thank you so much
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APPENDIX 2 ANOVA SAMPLE SIZE

ANOVA®
Sum of Mean )
Model Squares of Square F Sig.
Regr:SS'o 4.748 3 1583  9.097 .000°
1 Residual 18.444 106 174
Total 23.192 109

a. Dependent Variable: EMP

b. Predictors: (Constant), TRN, PAP, RWS
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APPENDIX 3 SAMPLE SIZE

Table for Determining Sample Size of a Known Population

N S N S N S N S N S

10 10 100 80 280 162 800 260 2800 338
15 14 110 86 290 165 850 265 3000 341
20 19 120 92 300 169 900 269 3500 346
25 24 130 97 320 175 950 274 4000 351
30 28 140 103 340 181 1000 278 4500 354
35 32 150 108 360 186 1100 285 5000 357
40 36 160 113 380 191 1200 291 6000 361
45 40 170 118 400 196 1300 297 7000 364
50 44 180 123 420 201 1400 302 8000 367
55 48 190 127 440 205 1500 306 9000 368
60 52 200 132 460 210 1600 310 10000 370
65 56 210 136 480 214 1700 313 15000 375
70 59 220 140 500 217 1800 317 20000 377
75 63 230 144 550 226 1900 320 30000 379
80 66 240 148 600 234 2000 322 40000 380
85 70 250 152 650 242 2200 327 50000 381
920 73 260 155 700 248 2400 331 75000 382
95 76 270 159 750 254 2600 335 100000 384

Source: Krejcie & Morgan (1970).
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