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ABSTRACT

The study was carried out at the head quarters of Umeme in Kampala and at Kansanga offices  The study focused on investigating the relationship between human resource pallning and delivery of the brand promise in Umeme: The study was based on the following research objectives; to establish the relationship between recruitment and delivery of the brand promise in Umeme, to examine the relationship between training and delivery of the brand promise in Umeme and to analyze the relationship between restructuring and delivery of the brand promise in Umeme. The study employed a cross sectional survey research design and both quantitative and qualitative approaches.  In total, a sample of 100 respondents was who included top administrators, section heads and employees of Umeme. In collecting the data, the researcher used both secondary and primary sources.  Data collection methods used was questionnaires and interviews, and was analyzed using Pearson correlation coefficient Analysis of variance and regression analysis. The study findings revealed that: there is a significant relationship between recruitment and delivery of the brand promise in Umeme; training and delivery of the brand promise in Umeme are significantly positively related whereas, restructuring and delivery of the brand promise in Umeme are significantly positively related.  In conclusion therefore; it was concluded that (i) the Umeme recruits employees who are able to perform on merit. (ii)The trainings in Umeme are adequately funded and have helped the employees to improve on their level of skills. (iii)The restructuring exercise in Umeme is occasionally done. The restructuring is aimed at moving employees from areas or positions where they are inefficient to positions or areas where they will perform. It was recommended that (i) there is need to recruit employees who will be an asset to the organization hence who are highly qualified.  (ii)Similarly, there is need to allocate more funds to training and training programmes should match the needs of the organization. The trainings should be properly planned and programmed.  (iii)There is need to come up with a well planned restructuring policy so that the company does not lose skilled and quality employees during the restructuring exercise.  

CHAPTER ONE

INTRODUCTION

1.0   Introduction

The study investigated human resource planning and delivery of the brand promise in Umeme Limited. The independent variable was human resource planning and the dependent was delivery of the brand promise. Human resource planning in Uganda has maintained its imperatives for several reasons:  a growing awareness of the need to look into the future, and a desire to exercise control over as many variables as possible which influence business success or failure. In Umeme, human resource planning is not yet broad based to help deliver on the brand promise and this is the foundation for our study. This chapter therefore is presented and arrangement as follows:  the background to the study, statement of the problem, research objectives, research questions, research hypothesis, scope of the study, and the significance of the study.

1.1 Background to the Study

The background is divided into four perspectives, historical, theoretical, conceptual and contextual
1.1.1 Historical background 

The history of personnel management began around the end of the 19th century, when welfare officers (sometimes called ‘welfare secretaries’) came into being. They were women and concerned only with the protection of women and girls. Their creation was a reaction to the harshness of industrial conditions, coupled with pressures arising from the extension of the franchise, the influence of trade unions and the labour movement, and the campaigning of enlightened employers, often Quakers, for what was called ‘industrial betterment’. As the role grew there was some tension between the aim of moral protection of women and children and the needs for higher output, Heracleous, Wirtz, & Pangarkar (2008).

The First World War accelerated change in the development of personnel management, with women being recruited in large numbers to fill the gaps left by men going to fight, which in turn meant reaching agreement with trade unions (often after bitter disputes) about ‘dilution’– accepting unskilled women into craftsmen’s jobs and changing manning levels,  Kann (2002).

The Second World War brought about welfare and personnel work on a full-time basis at all establishments producing war materials because an expanded Ministry of Labour and National Service insisted on it, just as the Government had insisted on welfare workers in munitions factories in the previous conflict. The government saw specialist personnel management as part of the drive for greater efficiency and the number of people in the personnel function grew substantially; there were around 5,300 in 1943, DuBrin & Andrew (2000).

By 1945, employment management and welfare work had become integrated under the broad term ‘personnel management’. Experience of the war had shown that output and productivity could be influenced by employment policies. The role of the personnel function in wartime had been largely that of implementing the rules demanded by large-scale, state-governed production, and thus the image of an emerging profession was very much a bureaucratic one, Coleman & Chian (2003).

In the 1960s and 70s employment started to develop significantly. At the same time personnel techniques developed using theories from the social sciences about motivation and organisational behaviour; selection testing became more widely used, and management training expanded. During the 1970s, specialisms started to develop, with reward and resourcing, for example, being addressed as separate issues.

Around the mid-80s, the term ‘human resource management’ arrived from the USA. The term ‘human resources’ is an interesting one: it seemed to suggest that employees were an asset or resource-like machines, but at the same time HR also appeared to emphasise employee commitment and motivation,  Kann, E. (2002).

Today’s HR profession encompasses a number of specialist disciplines, including diversity, reward (including compensation, benefits, pensions), resourcing, employee relations, organisation development and design, and learning and development.  Most recently, in developing the new CIPD HR Profession Map, the CIPD has defined ten ‘professional areas’ covered by the HR profession of which training, recruitment and restructuring which are the key concepts in this study are part, Chan (2000). 

Today, organization may incur several intangible costs as a result of inadequate HRP or, for that matter, the lack of HRP. For example, inadequate HRP can cause vacancies to remain unfilled. The resulting loss in efficiency can be costly, particularly when the lead-time is required to train replacements. Situations also may occur in which employees are laid off in one department while applicants are hired for similar jobs in another department. This may cause over hiring and result in the need to lay off those employees to make effective plans for career or personal development. As a result, some of the more competent and ambitious ones may seek other employment where they feel they will have better career opportunities (Luthan, 2009).

In Uganda, Umeme a power Company, has made a step forward in human resource planning but the question that remains is how far the HR planning has contributed to the delivery of the brand promise. Umeme as a company was formed in 2004 when the Government of Uganda sold Uganda Electricity Distribution Company Limited (UEDCL) to a consortium belonging to Globeleq (56%), a subsidiary of the Commonwealth Development Corporation (CDC) of the United Kingdom and Eskom (44%), the electric generating company of South Africa. The transfer of assets did not take place until March 1, 2005. During 2006, the consortium formed by Globeleq and Eskom was restructured and Globeleq became the sole owner of Umeme. As a result of internal restructuring within CDC, Actis Capital acquired ownership of the assets previously owned by Globeleq, thereby making Umeme a 100% subsidiary of Actis Capital. Under this background, Umeme emphasizes human resource planning as one of the pillars of organizational success. But as mentioned earlier on the question remains whether the HR Planning has helped to deliver on the brand promise in the company (Mulumba, 2006).

1.1.2 Theoretical background

Many theories have been identified in human resource that can be applied in the study of human resource planning, for purposes of this study the Theory Z which was identified as a unique management approach in HR by William Ouchi in 1981 was guide this study.  This theory assumes that workers will be participating in the decisions of the company to a great degree. Ouchi explains that the employees must be very knowledgeable about the various issues of the company, as well as possessing the competence to make those decisions. He also points out; however, that management sometimes has a tendency to underestimate the ability of the workers to effectively contribute to the decision making process (Bittel, 1989). But for this reason, Theory Z stresses the need for the workers to become generalists, rather than specialists, and to increase their knowledge of the company and its processes through job rotations and constant training. Actually, promotions tend to be slower in this type of setting, as workers are given a much longer opportunity to receive training and more time to learn the ins and outs of the company's operations. The desire, under this theory, is to develop a work force, which has more of a loyalty towards staying with the company for an entire career, and be more permanent than in other types of settings. It is expected that once an employee does rise to a position of high level management, they will know a great deal more about the company and how it operates, and will be able to use Theory Z management theories effectively on the newer employees (Luthans, 2009, p. 36). 

1.1.3 Conceptual background

Various definitions to the major concepts in this study have been put forward by a number of scholars. According to Kann (2003) human resources planning is a process that identifies current and future human resources needs for an organization to achieve its goals. According to Mulumba (2006) Human resource planning is the process of anticipating and carrying out the movement of people into, within, and out of the organization. Human resources planning is done to achieve the optimum use of human resources and to have the correct number and types of employees needed to meet organizational goals. Coleman (2003) defines HR planning as the task of assessing and anticipating the skill, knowledge and labor time requirements of the organization, and initiating action to fulfill or ‘source” those requirements. For purposes of this study HR planning will referred to restructuring, recruitment, training, and talent management. Brand promise is defined by Leonard (2009) Strong brands are built on the actions of employees over time. Leading companies fully understand the value of continually engaging employees as their “brand ambassadors.” Companies can spot the points where employees’ behavior has the most impact on perceptions of the brand, and they can identify the organizational barriers that prevent employees from fully supporting the brand. Most importantly, Companies have developed processes that enable employees to “deliver the brand” effectively and consistently. Therefore, Leonard (2009) define brand promise as a positive customer experience which involves spotting the points where employees’ behavior has the most impact on perceptions of the brand. For purposes of this study, brand promise referred to    customer loyalty, shareholder value and sale value, clarity of vision, focused activities; expand into new product and service categories; attract and retain high quality employees and increased revenues and market share. 
 1.1.4 Contextual background       

The success of the human resource planning highly depends on the available resources, the specifics of the organization status, the political and economic environments and many other factors. The dynamics of human planning in Umeme rotates around delivery of the brand promise. However, the restructuring exercise has seen Umeme loose some productive employees, the recruitment process has not helped Umeme to attract high caliber employees. The training and development programme has not been effective to the extent of achieving the desired objectives. A number of staff share the view that trainings have improved staff performance, others express doubt as to whether the right training is given to the right employees and whether it is relevant to their positions. Year in and year out, some employees continue to complain about the mode, nature, and type of trainings administered, in that it’s not helping them improve their job skills. (Umeme Report, 2010). However, it is debatable whether the trainings have been effective in accomplishing the stated objectives and helping Umeme to resolve the organizational problems. Therefore dynamics of human resource planning and   delivery of the brand promise still remains the question to be investigated in this study. The study explored the human resource planning and delivery of the brand promise in Umeme so as to address the gaps and find mitigation measures to the problem.

1.2 Statement of the Problem

Human resource planning in Uganda has maintained its imperatives for several reasons:  a growing awareness of the need to look into the future, and a desire to exercise control over as many variables as possible which influence business success or failure. Although there is brand loyalty to the Umeme products, its market share remains the same, and with a good sales value, however Umeme, human resource planning is not yet broad based to help deliver on the brand promise.  Training and development (internal and external), restructuring, recruitment and talent management have not helped to deliver on the brand promise. The recruitment process has not helped Umeme get high caliber employees, nor has the restructuring exercise helped to get rid of the unproductive workers. The movement of workers into, within, and out of the organization (Umeme) has created HR gaps within the organisation. Kagoro (2011) highlighted the human resources gaps in Umeme Limited and stated that the resources in Umeme are not optimally utilized with reference to correct numbers, and types of employees in the organisation. Kagoro (2011) points to recruitment, restructuring, training and talent management as the areas that have to be addressed in order to deliver on the brand promise. Therefore the research investigated the relationship between human resource planning and delivery of the brand promise in Umeme Limited.

  1.3    Purpose of the study
The study focused on investigating the relationship between human resource planning and delivery of the brand promise in Umeme Limited.

  1.4 
Specific Objectives

The study was premised on the following objectives:

i. To find out the relationship between recruitment and delivery of the brand promise in Umeme Limited

ii. To examine the influence of restructuring on delivery of the brand promise in Umeme Limited

iii.  To find out the relationship between training and development and delivery of the brand promise in Umeme Limited.

    1.5   Research Questions

i.            What is  the relationship between recruitment and delivery of the brand promise in    Umeme Limited

ii.             What is the influence of restructuring on delivery of the brand promise in Umeme Limited

iii.            What is the relationship between training and development and delivery of the brand promise in Umeme Limited 
    1.6     Research Hypothesis

  i      There is a significant  relationship between restructuring and delivery of the brand promise in Umeme Limited

ii       There is a significant  relationship between recruitment and delivery of the brand promise in Umeme Limited

iii     There is a significant  relationship between training  and delivery of the brand promise in Umeme Limited
    1.7
Significance of the Study 

It is hoped that the findings of this study will:

Provide the Ministry of Energy and Mineral Development (MEMD) policy makers with an insight into the human resource management in the energy sector in Uganda

Through the resultant interaction between the researcher and the respondents, the researcher’s knowledge, skills and understanding of research may improve.

The study may also contribute to the existing literature on human resource planning and delivery of the brand promise.

The study may add value to the body of existing knowledge and perhaps lead to ventures in further research.
   1.8 
Scope of the Study

Geographical Scope: The study was based in Kampala at the headquarters of the Umeme Limited and Kansanga offices in Uganda
Content scope: The study focused on investigating the relationship between human resource planning and delivery of the brand promise in Umeme Limited. The assumption is that human resource planning should be delivering on the brand promise (resulting into brand preference, and brand insistence) making this study worth for an investigation.  The study variables were human resource planning which referred to restructuring, recruitment, training &development and talent management. The dependent variable was delivery of the brand promise.
Time Scope: The study covered the period 2007-2011; this is a period when the weaknesses of the human resource planning process in Umeme became of concern to the stakeholders. This is the period when employees of Umeme complained a lot about the inefficiencies in the restructuring exercise, mode, nature, and type trainings administered as not helping them to improve their job skills (Umeme Report, 2011).   
1.9 
Conceptual Framework
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    The study was conceptualized through the diagram below which provides a framework    relating the variables in the study
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Figure 1: Conceptual framework illustrating the relationship between the Study Variables Source: adopted from Kagoro, B. (2011), evaluating the effectiveness of Human Resource Planning in Umeme PP.34    (improved by the researcher) 

This conceptual framework in figure 1 explains the relationship between the independent variable (human resource planning) and the dependent variable (delivery of the brand promise).  The independent variable was human resource planning which referred to restructuring, recruitment and training. The independent variable had 3 dimensions; the first dimension was restructuring which referred to downsizing, lay off, changing roles and spinning. The second dimension was recruitment which referred to identification, short listing, interviewing, selection, appointment, orientation and job analysis. The 3rd dimension was training and development which referred to mentoring, training assignment and tasks, skill, induction, external and internal training. The dependent variable was brand promise which referred to    customer loyalty, shareholder value and sale value, clarity of vision, focused activities; expand into new product and service categories; attract and retain high quality employees and increased revenues and market share. 

CHAPTER TWO

LITERATURE REVIEW

2.0
Introduction 

This chapter is presented following the variables used in the study and comprises a critical review of related literature. The chapter looks at set objectives, restructuring, recruitment and training and development (independent variables) and delivery of the brand promise (dependent variables). 

2.1 Theoretical Review
William Ouchi in 1981 advanced theory Z basing on the earlier ideas of Mcgregor. This theory assumes that workers will be participating in the decisions of the company to a great degree. Ouchi explains that the employees must be very knowledgeable about the various issues of the company, as well as possessing the competence to make those decisions. He also points out; however, that management sometimes has a tendency to underestimate the ability of the workers to effectively contribute to the decision making process (Luthans, 2001). But for this reason, Theory Z stresses the need for the workers to become generalists, rather than specialists, and to increase their knowledge of the company and its processes through job rotations and constant training. Actually, promotions tend to be slower in this type of setting, as workers are given a much longer opportunity to receive training and more time to learn the ins and outs of the company's operations. The desire, under this theory, is to develop a work force, which has more of a loyalty towards staying with the company for an entire career, and be more permanent than in other types of settings. It is expected that once an employee does rise to a position of high level management, they will know a great deal more about the company and how it operates, and will be able to use Theory Z management theories effectively on the newer employees (Luthans, 2001, p. 36). The theoretical discipline is based primarily on the assumption that employees are individuals with varying goals and needs, and as such should not be thought of as basic business resources, such as trucks and filing cabinets. Leonard (2005) views on the z-theory state that it takes a positive view of workers, assuming that virtually all wish to contribute to the enterprise productively and that the main obstacles to their endeavours are lack of knowledge, insufficient training, and failure of process. It is an innovative view of the workplace management, which, asserts that human techniques when properly practiced, are expressive of the brand promise and operating practices of the enterprise overall. As an academic theory, the goal of human resource planning is to help an organization to meet strategic goals by attracting, and maintaining employees and also to manage them effectively. The key word here is “fit”, that is, human resource management approach seeks to ensure a fit between the management of an organization’s employees, and the overall strategic direction of the company. The basic premise of the academic theory of human resource planning is that humans are not machines; therefore, we need to have an interdisciplinary examination of people in the workplace. That is why fields such as psychology, industrial engineering, industrial and organizational psychology, industrial relations, sociology etc plays a major role.
2.3 Human resource planning and delivery of the brand promise

This section is presented according to the study objectives (restructuring, recruitment, training and development)

 2.3.1 Restructuring and delivery of the brand promise

According to Massie, Joseph L. and John Douglas (2002)  restructuring is the corporate management term for the act of reorganizing the legal, ownership, operational, or other structures of a company for the purpose of making it more profitable, or better organized for its present needs. Other reasons for restructuring include a change of ownership or ownership structure, demerger, or a response to a crisis or major change in the business such as bankruptcy, repositioning, or buyout. Restructuring may also be described as corporate restructuring, debt restructuring and financial restructuring. Executives involved in restructuring often hire financial and legal advisors to assist in the transaction details and negotiation. It may also be done by a new CEO hired specifically to make the difficult and controversial decisions required to save or reposition the company. It generally involves financing debt, selling portions of the company to investors, and reorganizing or reducing operations. If restructuring is properly handed, the company goals can be achieved. I n using restructuring to deliver on the brand promise, Massie Joseph & John (2004) emphasizes that restructuring should be carefully applied not to affect the productive employees. However the author above ignores the fact that strategic restructuring reduces financial losses, simultaneously reducing tensions between debt and equity holders to facilitate a prompt resolution of delivering on the brand promise.

Restructuring involves a repositioning of an organization’s strategic focus. The process entails the organization changing key internal structures (i.e., legal, ownership, operational or strategic), so that it is better able to meet its present and evolving needs. In using restructuring as a one of the key areas of helping the HR department deliver on the brand promise, one has to follow the basics of the restructuring process. In many instances, the restructuring is precipitated by an unexpected, emergency crisis or event that forces the organization to respond quickly to prevent a threat to its very survival, such as a bankruptcy or insolvency (Okello, 2007).

However, the researcher believes that organisations need not wait for a grave threat to materialize before engaging in a strategic restructuring. In fact, an organizational restructuring in the absence of such a crisis can result in activities that produce higher levels of strategic value, which can substantially mitigate, if not entirely prevent, the emergency from arising in the first place but also help to deliver the brand promise.

While true that political and socio-economic variables are clearly outside of most organizations’ ability to influence, this does not mean there is nothing that can be done. As Mahatma Gandhi said, "you must be the change you want to see in the world."

According to Likert (2007) organisations that remain open to change and engage in periodic internal reviews and strategic restructurings will consistently flourish and deliver the brand promise so as to achieve growth. The restructuring of Human Resources is difficult as it always include the changes in the job profiles of HR employees and it includes the changes in the organizational structure of Human Resources and it affects the way, how employees do the job /sometimes for years/.The whole company watchs the restructuring of HR as all employees are sensitive to changes in Human Resources. They can expect changes to come to their conditions. HR always sets the main principles how the employees are evaluated in the company and changing HR will definitely lead to changes in other functions. Human Resources should act as the role model for the change management in the company. The change management and restructuring are always about the people and who should understand to the people more than HR Professionals? It is the common view, but the people in HR should work towards delivery of the brand promise.

The researcher notes that when planning the restructuring of HR, it is always important to find the strong project managers, who will be able to minimize the damages caused by the constant and quick changes in the HR Processes and HR Procedures. The strong project managers are able to manage and drive the process side of the HR Restructuring and the HR Managers are able to lead and manage the people aspect of the HR Restructuring. The restructuring of Human Resources is not simple, but it can bring huge benefits and to introduce the competitive Human Resources to the organization that can be an asset for delivery of the brand promise. The benefits of the restructuring are higher, than the costs paid during the restructuring process.

Organizations are taking steps to address economic concern Balancing cost-cutting with short- and long-term value are somewhat/very likely to invest in addressing drivers of health care cost increases are somewhat/very likely to invest in wellness programs to improve employee engagement and ensure employee so as to attain the delivery of the brand promise. HR plays a critical role in shaping an organization’s response to the business conditions Effective HR functions are designed to adapt to both challenging and growth-oriented business environments. In any case the researcher notes that, HR must always be prudent in its investments and in its cost management efforts. When times are tough, it is especially critical for HR to help their companies navigate through challenging human capital issues. Being creative and speedy with HR approaches to drive the right behaviors in an uncertain environment is the most important work HR can do. The talent pool is the deepest during the toughest times. While focusing on cost management is immediately important, targeted recruiting of key talent, positions the company for the recovery (Mulumba, 2006). 

     2 .3.2 Recruitment and delivery of the brand promise

Recruiting people who are wrong for the organisation can lead to increased labour turnover, increased costs for the organisation, and lowering of morale in the existing workforce resulting into failure to deliver the brand promise. Such people are likely to be discontented, unlikely to give of their best, and end up leaving voluntarily or involuntarily when their unsuitability becomes evident. They will not offer the flexibility and commitment that many organisations seek. Managers and supervisors will have to spend extra time on further recruitment exercises, when what is needed in the first place is a systematic process to assess the role to be filled, and the type of skills and abilities needed to fill it (Barney, 2004).

A job specification goes beyond a mere description - in addition, it highlights the mental and physical attributes required of the job holder. For example, a job specification for a trainee manager's post in a retail store included the following:'Managers at all levels would be expected to show responsibility. The company is looking for people who are tough and talented. They should have a flair for business; know how to sell, and to work in a team (Likert, 2007).

According to Draft (2004) job analysis, description, and specification can provide useful information to a business in addition to serving as recruitment instruments. For example, staff appraisal is a means of monitoring staff performance and is a feature of promotion in modern companies. In some companies, for example, employees and their immediate line managers discuss personal goals and targets for the coming time period (e.g. the next six months). The appraisal will then involve a review of performance during the previous six months, and setting new targets. Job details can serve as a useful basis for establishing details of brand promise delivery. Job descriptions can be used as reference points for arbitrating in disputes as to 'who does what' in a business. Selection involves procedures to identify the most appropriate candidates to fill posts.

According to Leonard (2005) new workers in a firm are usually given an induction programme in which they meet other workers and are shown the skills they must learn. Generally, the first few days at work will simply involve observation, with an experienced worker showing the 'new hand' the ropes. Many large firms will have a detailed training scheme, which is done on an 'in-house' basis with a view of delivering the brand promise. This is particularly true of larger public companies such as banks and insurance companies. In conjunction with this, staff may be encouraged to attend college courses to learn new skills and get new qualifications. Training thus takes place in the following ways:

1. On the job - learning skills through experience at work

2. Off the job - learning through attending courses.

Promotion within a firm depends on acquiring qualifications to do a more advanced job. In accountancy for example, trainee accountants will be expected to pass exams set by the Association of Chartered Certified Accountants (ACCA). At the same time, a candidate for promotion must show a flair for the job. It is the responsibility of the training department within a business to make sure that staff with the right skills are coming up through the firm or being recruited from outside.

The Association of Chartered Certified Accountants has 300,000 members and students throughout the world. It is a professional body setting standards for the accountancy profession. To be properly qualified, accountants must have passed examinations that make them eligible for membership of one or more professional accounting bodies, such as ACCA. Typically accountants will improve their knowledge and experience by taking courses run and organised by ACCA during their professional training enabling them to develop and enhance their careers, Leonard (2005).

2.3.3 Training and Development and delivery of the brand promise

According to Kann, (2002) training is also available far beyond and outside the classroom. More importantly, training - or learning, to look at it from the trainee's view - is anything offering learning and developmental experience. Training and learning development includes aspects such as: ethics and morality; attitude and behaviour; leadership and determination, as well as skills and knowledge. Development isn't restricted to training - it's anything that helps a person to grow, in ability, skills, confidence, tolerance, commitment, initiative, inter-personal skills, understanding, self-control, motivation, and more. If the company HR department considers the delivery of the brand promise, leaders, and managers’ support is a vital tool that cannot be ignored. Skills and knowledge, and the processes available to people, are a great advantage. Osman also emphasizes that makes people effective and valuable to any organization is their attitude.

However the researcher intends to add the fact that attitude includes qualities that require different training and learning methods so as to deliver the brand promise. Attitude stems from a person's mind-set, belief system, emotional maturity, self-confidence, and experience. This is why training and learning must extend far beyond conventional classroom training courses. Be creative, innovative, and open-minded, and you will discover learning in virtually every new experience, whether for yourself, your team, or your organization. If you want to make a difference, think about what really helps people to change.

According to Mulumba (2006) good induction training ensures new starters are retained, and then settled in quickly and happily to a productive role. Induction training is more than skills training. It's about the basics that seasoned employees all take for granted: what the shifts are; where the notice-board is; what the routine is for holidays, sickness; where the canteen is; what the dress code is; where the toilets are. If the brand promise is to be delivered, induction training should begin immediately when one has been recruited. New employees should be helped to understand the organization’s mission, goals and philosophy; personnel practices, health and safety rules, and of course the job they're required to do, with clear methods, timescales and expectations. 

Managers must ensure induction training is properly planned - an induction training plan must be issued to each new employee, so they and everyone else involved can see what's happening and that everything is included. You must prepare and provide a suitable induction plan for each new starter. Here's a free induction training checklist. These induction training principles are necessarily focused on the essential skills and knowledge for a new starter to settle in and to begin to do their job. However there is great advantage in beginning to address personal development needs, wishes, opportunities, particular strengths, abilities, talent, etc., during or very soon after the induction process, Mulumba (2006). 

However the researcher notes that an organization needs to assess its people's skills training needs if delivery of the brand promise is to be achieved; by a variety of methods - and then structure the way that the training and development is to be delivered, and managers and supervisors play a key role in helping this process. People’s personal strengths and capabilities - and aims and desires and special talents (current and dormant) - also need to be assessed, so as to understand, and help the person understand, that the opportunities for their development and achievement in the organization are not limited by the job role, or the skill-set that the organization inevitably defines for the person. 

As early as possible, let people know that their job role does not define their potential as a person within or outside the organization, and, subject to organizational policy, look to develop each person in a meaningful relevant way that they will enjoy and seek, as an individual, beyond the job role, and beyond work requirements. In this way, delivery of the brand promise in the company will be a reality. If possible 'top-up' this sort of development through the provision of mentoring and facilitative coaching (drawing out - not putting in), which is very effective in producing excellent people. Mentoring and proper coaching should be used alongside formal structured training anyway, but this type of support can also greatly assist 'whole-person development', especially where the mentor or coach is seen as a role-model for the person's own particular aspirations DuBrin &Andrew (2000). 
2.6 Summary of the literature review
The above authors all emphasize the fact that it cannot be left solely to the human resources department to attract and retain employees, but rather must be practiced at all levels of the organization. The business strategy must include responsibilities for human resource departments and human resource managers to carefully handle the recruitment exercise, restructuring, training and talent management.  As the department seeks to handle the human resource planning process they must do so in line with the organizational objectives.  In this way, delivery of the brand promise in the company will be a reality. New and old employees should be helped to understand the organization’s mission, goals and philosophy; personnel practices, health and safety rules, and of course the job they're required to do, with clear methods, timescales and expectations. 

CHAPTER THREE

METHODOLOGY

 3.0 Introduction

This chapter presents the approaches and techniques the researcher will use to collect data and investigate the research problem. The arrangement of the chapter is as follows: research design, study population, sample size, data collection methods, data collection instruments, data quality control, data analysis and measurement of variables.

3.1 Research design

A cross sectional survey design was used to conduct the study. According to Ezeani (2002), a cross-sectional survey is the best because it is used to gather information on a population at a single point in time. A cross sectional survey design is simple, less time consuming and least costly alternative. The study was also applied the quantitative and qualitative approaches. The mixed approach was applied in sample selection, and data collection. Amin (2003) supports the use of a mixed approach because multiple methods help to research a problem from all sides; usage of different approaches also helps to focus on a single process and confirms the data accuracy. Qualitative research enables us to explore new areas, deal with value laden-questions, build theories, and to do in-depth examination of phenomena. Quantitative research allows the researcher to measure and analyze data. It also makes the research findings more objective, Amin (2003).     

  3.2 Study population

The study consisted of a population of 120. The population was made up of Managers, section heads, and other staff members of Umeme Limited at the Head quarters in Kampala. The researcher believes that this category of people is knowledgeable enough about his area of study and weere able to avail him with the necessary data about the study.

   3.3 Sample size and selection
The study was based on a sample size of 100 that was drawn from a population of 120. The sample size of 100 was sufficient and this is supported by Krejcie & Morgan (1970 pp. 607-610). Assert that where a total population is 120, a sample size of 100 or more is sufficient. Furthermore, Krejcie, & Morgan (1970) assert that treat each sub-group as a population and then use the table to determine the recommended sample size for each sub-group. 
  Table 3.3.1: Distribution of population and sample size

	Category 
	Population 
	Sample size 
	Sampling technique

	Managers
	10
	10
	Purposive

	Section heads
	10
	10
	Purposive

	Other Staff
	100
	80
	Simple random sampling

	TOTAL 
	120
	100
	


  Source: Umeme Human Resource Report (2011) &Krejcie& Morgan Tables (1970)
3.3.2 Sampling procedures and techniques

The researcher used probability (simple random sampling) and non probability (purposive sampling) methods because of the nature of study, which requires getting particular information from the respondents. A sample frame was constructed from which the researcher randomly sampled the members.  Simple random sampling was applied when sampling other staff members. Best and Khan (2003) explain that this type of technique ensures that all the elements in the population have equal chances of being selected. Purposive sampling was used to select managers and section heads. Mugenda and Mugenda (1999) purposive sampling focuses on particular characteristics of a population that are of interest, which best enables the researcher to answer her research questions.  Those people who are unsuitable for the sampling study or who do not fit the bill are always eliminated, so only the most suitable candidates remain.

    3.4   Data Collection Methods

Both primary and secondary data were obtained. Primary data was got from interviews and questionnaire. Secondary data was obtained through the use of historical analysis of already existing literature on human resource planning and delivery of the brand promise.

  3.4.1 Primary Data 

The research relied on primary data. Primary data helped the researchers directly interact with the source of information and get the data that was original and not analyzed to suit specific premises, Amin (2003).

  3.4.2 Secondary Data

Secondary data was obtained from journals, books and previous research done on human resource planning in newsletters and guidelines from Umeme Limited and Ministry of Energy and Mineral Development (MEMID) and other documentation considered useful for research were used. According to Sekeran (2003) secondary data is considerably cheaper and faster than doing original studies. It is very flexible and the best to use where a  network of data archives in which survey data files are collected and distributed is readily available.

   3.5      Data Collection Instruments 

   3.5.2   Questionnaire

 A self-administered questionnaire was used to gather data from managers, section heads and other staff members. The questionnaire consisted of close ended questions and it was administered to managers, section heads and other staff. According to Mugenda & Mugenda (1999) the questionnaires is considered the most convenient way of collecting data from respondents because it is easy to administer and obtain data within a short time from a large number of respondents.
 3.5.1   Interview guide

Both structured and unstructured interviews were conducted with managers, section heads and other staff members. The unstructured interviews were used to bring out some preliminary issues to the surface so that variables that needed further in-depth investigation could be identified, (Sekaran 2003)

  3.6 Data Quality Control

  3.6.1 Reliability of the instruments
Reliability refers to the extent to which the research instrument will yield consistent findings Best and Khan (2003). This is the ability of an instrument to produce the same results whenever it is repeatedly used to measure a variable or concept form the same respondents even by other researchers. For qualitative data, the researcher during data collection exercise ensured that the data recorded from interviews reflect the actual facts, responses, observations and events. The researcher  also  took multiple measurements, observations or samples and also check the truth of the record with an expert/ lecturer to verify response consistency and customize questions so that only appropriate questions are asked, confirm responses against previous answers where appropriate and detect inadmissible responses. The researcher also used standardized methods and protocols for capturing observations, alongside recording forms with clear instructions. And lastly the researcher did a pretest of the instrument in a time lapse of 4 weeks to establish consistence in responses. According to Amin (2005), test-retest reliability can be used to measure the extent to which the instrument can produce consistent scores when the same group of individuals is repeatedly measured under same conditions. The results from the pretest were used to modify the items in the instruments. This was done by performing Cronbach’s Alpha Coefficient tests. The Cronbach's Alpha Reliability Coefficient for Likert-Type Scales was done. In statistics, Cronbach alpha is coefficient of reliability. It is commonly used as a measure of the internal consistency or reliability of a psychometric test score for a sample of examinees. According to Sekran (2003) some professionals as a rule of thumb, require a reliability of 0.70 or higher (obtained on a substantial sample) before they use an instrument. So upon performing the test, the results that were 0.7 and above were considered reliable. The results of the cronbach test are provided below
Cronbach's formula for testing the validity of the instruments [image: image1.png]
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 the average of all covariances between the components across the current sample of persons (that is, without including the variances of each component).
        Table2: Cronbach’s Alpha Coefficient test results

	Variables                                                                        
	Cronbach’s Alpha Coefficient results

	Recruitment
	0.792

	Restructuring
	0.754

	Training &development 
	0.734

	Delivery of the brand promise
	0.844


                   Source: Primary Data (2013) 

In reference to Cronbach’s Alpha Coefficient, the scales for the variables were reliable since all of them had a reliability coefficient greater than 0.7. In the case of psychometric tests, must fall within the range of 0.7 above for the test to be reliable Best and Khan (2003, pp. 245-246).

Recruitment: This was measured using an instrument developed by Best and Khan (2003). The instrument has a 5-point Likert-scale. A respondent’s overall score for this variable was the average of the score for the items in the instrument. A reliability check of the instrument for the study revealed a Cronbach’s alpha of 0.792, which showed that the measure is reliable.

Restructuring: This was measured using a questionnaire designed from a combination of items modified from Mahoney, Best and Khan (2003). The instrument designed had a scale ranging SD=Strongly Disagree, D=Disagree, NS=Not sure, A=Agree, SA=Strong Agree. The instrument had a 5-point Likert-scale. And a reliable coefficient of 0.754 was obtained when the test was carried out

Training &development: This was measured using an instrument developed by Milani (1975). The instrument has a 5-point Likert-scale. A respondent’s overall score for this variable was the average of the score for the items in the instrument. A reliability check of the instrument for the study revealed a Cronbach’s alpha of 0.734, which showed that the measure was reliable.

Delivery of the brand promise: This was measured using an instrument developed by Sekran (2003). The instrument has a 5-point Likert-scale. A respondent’s overall score for this variable was the average of the score for the items in the instrument. A reliability check of the instrument for the study revealed a Cronbach’s alpha of 0.844, which showed that the measure was reliable.
3.6.2 Validity of the instruments

To control quality of the data,   the researcher endeavored to attain validity of coefficients of at least 0.70 or 70%. Sekran (2003) asserts that items with validity coefficients to at least 0.70 are accepted as valid and reliable in research. Validity is the extent to which research results can be accurately interpreted and generalized to other populations.  To establish validity, the instruments were given to two experts to evaluate the relevance of each item in the instrument to the objectives and rate each item on the scale of very relevant (4), quite relevant (3), somewhat relevant (2), and not relevant (1).Validity was determined by using Content Validity Index (C.V.I).C.V.I = items rated 3 or 4 by both judges divided by the total number of items in the questionnaire. Using these assumptions, Lawshe developed a formula termed the content validity ratio: [image: image11.png]
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content validity ratio, [image: image13.png]


number of relevant items indicating "essential", [image: image14.png]


total number of items. This formula yields values which range from +1 to -1; positive values indicate that at least half rated the item as essential. The mean CVR across items may be used as an indicator of overall test content validity. The results of the validity test are provided below:
Table 3: Content Validity Index results

	Variables                                                                        
	Content validity index results

	Recruitment
	0.822

	Restructuring
	0.784

	Training &Development
	0.712

	Delivery of the brand promise
	0.802


          Source: Primary Data (2013) 

  3.7    Data analysis techniques
The researcher used both qualitative and quantitative methods of data analysis. Quantitative data got from the questionnaires was computed into frequency counts and percentages. To analyze quantitative data, the researcher used the Statistical Package for Social Scientists (SPSS). Regression and Correlations (Pearson’s Product Moment Correlation Co efficient) was used to analyze and measure the degree of relationship between the independent variables and dependent variables. According to Sekaran (2003), a correlation study is most appropriate to conduct the study in the natural environment of an organization with minimum interference by the researcher and no manipulation

To analyze qualitative data, the researcher employed memoing and coding. Data got from the interviews and open ended questions in the questionnaire was arranged into themes according to the stated objectives, exposed to content analysis and then presented in a narrative form. By memoing the researcher recorded reflective notes about what he has learnt from the data. According to Amin (2003) qualitative data enables one read his transcribed data line by line and divide the data into meaningful analytical units.
   3.8       Measurement of Variables 

The relationship between independent variables (restructuring, recruitment, training & development and dependent variable the delivery of the brand promise was measured on a five point Likert type scale (1- strongly disagree, 2-Disagree, 3-Not sure, 4- Agree and 5-Strongly agree. The choice of this measurement is that each point on the scale carries a numerical score which is used to measure the respondents’ attitude and it is the most frequent used summated scale in the study of social attitude. According to Mugenda (1999) and Amin (2003), the Likert scale is able to measure perception, attitudes, values and behaviors of individuals towards a given phenomenon.
3.9 Ethical Considerations

The respondent’s names were withheld to ensure anonymity and confidentiality in terms of any future prospects. The respondents readily gave data which fully facilitated the research. On the other hand, the key informants readily gave their names and their contribution to the study was highly valued. The respondents were clearly informed of the duration of the study as well as confidentiality of information obtained and anonymity of their identity. The names of respondents and data were collected and were securely kept under the researcher’s custody and assured management during time of presentation and discussion of results would be generalized.  

3.10  Limitations to the Study

The researcher encountered some limitations during the study especially when it came to interviewing the respondents. Some were not be willing to give information unless paid and at some instances, the researcher had to wait till late in the evening when the respondents were through with their work so as to interview them. For the key informants, given their busy schedules, some interviews were rescheduled to fit their timetables which also sometimes failed. The research took slightly long to conduct particular interviews which delayed the study and costs to and fro movements were costly. 

In the collection of secondary data, the researcher did not get readily available data on her topic that is gender disaggregated. Lack of cooperation from respondents especially those who considered the information not confidential. The researcher therefore assured the respondents of the confidentiality of their information that it was solely academic purpose for which it was used and during the presentation and discussion of results was generalized.

Failure for most of the respondents to understand what human resource in hospital system or not, it therefore needed explanations after giving the questionnaire. 

Failure to answer questions, it was considered time consuming for the respondents. To overcome this problem, the researcher endeavored to capture rapport and make appointment convenient to the respondents. 

CHAPTER FOUR

DATA PRESENTATION, ANALYSIS AND INTERPRETATION

4.0
 Introduction

This Chapter gives the description of the background variables, data analysis, presentation and interpretation of the findings research question per research question from the study about human resource planning and delivery of the brand promise in Umeme Limited. 
The study was premised on the following objectives:

To find out the relationship between recruitment and delivery of the brand promise in Umeme Limited

To find out the relationship between training and development and delivery of the brand promise in Umeme Limited
To examine the influence of restructuring on delivery of the brand promise in Umeme Limited

4.1: Description of respondents’ background 

This Section gives a description of the background of respondents in the following arrangement; response rate, category (position) of respondents, gender, age, level of education, and working experience.
4.1 Response rate

This section presents the response rate according to the number of questionnaires distributed and according to the number of questionnaires returned.  
4.1: Response rate
	Questionnaires                                                                        
	                 Frequency       Percentage

	Number of questionnaires distributed
	                         105             100

	Number of questionnaires returned
	                         100                95.2


                   Source: Primary Data (2013)
The number of questionnaire distributed were 100 and 98 were returned making a percentage of 98% of the total questionnaire distributed.

4.2 Distribution of respondents according to gender
This section presents the distribution of respondents according to gender.  
4.2: Respondents according to gender
	Variables                                                                        
	                 Frequency       Percentage

	Female
	                         65                  65

	Male
	                         35                  35


                   Source: Primary Data (2013) 
The above shows that the majority of the respondents 65 of the 100 respondents sampled were female which was (65%) of the percentage total sampled.  On the other hand, 35 of the 100 respondents sampled were male hence constituting 35% of the total percentage of the respondents sampled. This gives an interesting development concerning gender balance which seems to be in favor of the female   as compared to male. While for quite some time there has been a gender imbalance as regards the education of girls and boys, this seems to be changing in the recent times probably due to the changed perceptions of the parents towards educating the girl child. This indicated that the majority of the people engaged in the human resource planning process are mainly females in Umeme Limited. This also implied that the female were more conversant with issues of human resource planning than the female. Most female were in mainly involved in recruitment and training.
4.3 Distribution of respondents according to age
This section presents the distribution of respondents according to age.  
Table 4.3: Distribution of respondents according to age
	Variables                                                                        
	Frequency                    Percentage

	21-30
	31                                      31

	31-40
	39                                      39

	41-50
	24                                      24

	51-60
	06                                      06


                   Source: Primary Data (2013) 
The majority of respondents were between the age of 31-40 (39%) followed by 21-30 (31%) and only 06% of the respondents were above 50 years. This is because when it comes to human resource planning the majority of the people involved in the recruitment exercise  are the energetic youthful workers and the category above 50 is left in training since are more experienced than the rest of the other groups.  
4.4:  Respondents according to job experience

Respondents who participated in the study according to job experience are summarized in Table 4.4
Table 4.4: Distribution of respondents according to job experience
	Variables                                                                        
	Frequency                    Percentage

	Less than 1 year
	22                                     22

	2-5 years
	52                                     52

	5-10 years
	06                                     06

	Above 10 years
	20                                     20


                   Source: Primary Data (2013) 
Research findings indicated that majority of the respondents had worked with Umeme Limited for 2 years and above (52%), the respondents who had worked for less than a year were 22%, the respondents who had worked for 5-10 years were 06 %, the respondents who had worked for over 10 years were 20%. Since the majority had worked for 2 years and above in the Umeme Limited implied that Umeme Limited has an experienced staff that could properly handle human resource planning matters. This also implied that the respondents had enough experience with Umeme Limited and were therefore able to draw from their wealth of experience to answer the questionnaire appropriately. The above findings also indicated there is a high staff retention capacity since very few staff leave for other jobs annually in Umeme Limited. 
4.5 Distribution of respondents according to marital status
This section presents the distribution of respondents according to gender are summarized in Table 4.5
.  
4.5: Respondents according to marital status
	Category                                                                       
	                 Frequency       Percentage

	Married
	                         47                 47

	Single
	                         43                 43

	Divorced
	                         10                 10


                   Source: Primary Data (2013) 
The above table shows that the majority of the respondents 47% were married, 43% were single and 10% were divorced. According to the findings the majority of the respondents involved in training were married and therefore this category of respondents appropriately responded to the questions on training and development.  
4.6:  Respondents by level of education

Respondents who participated in the study by their level of education are summarized in Table 4.6;
Table 4.6: Distribution of respondents according to level of education
	Variables                                                                        
	Frequency                    Percentage

	Master’s degree
	03                                      03

	Bachelor’s degree
	67                                      67

	Diploma
	12                                      12

	Certificate
	18                                      18


            Source: Primary Data (2013) 
Table 4.6: Above statistics indicates that the majority of the respondents 67% were degree holders, 12% were diploma holders, 18% were certificate holders and only 03% were master’s holders. This indicated that Umeme Limited uses a well qualified staff in the recruitment, restructuring and training & development exercise. The above findings also revealed that Umeme Limited had a well qualified staff that was able to adequately respond to the questions in the questionnaire used in the survey. 
Research question 1: What is the relationship between recruitment and delivery of the brand promise in Umeme Limited?
To assess the relationship between recruitment and delivery of the brand promise in Umeme Limited, the following responses were got from the respondents and presented in the table below.

Table 4.7: Showing responses on the relationship between recruitment and delivery of the brand promise 
	
	Valid %

Strongly disagree
	Valid %

Disagree
	Valid % 

Neutral
	Valid %

Agree
	Valid %

Strongly

agree

	The recruitment exercise in Umeme is free and fair
	10%
	14%
	9%
	11%
	56%

	The company recruits quality staff  at every recruitment exercise
	23%
	15%
	2%
	49%
	11%

	The recruitment section pays attention to quality than anything else
	13.7%
	8.2%
	5.6%
	52.5%
	20%

	The employees recruited are given  proper induction training
	14.9%
	7.1%
	01%
	43.8%
	34.2%

	The organization ensures that the initiative are set before drawing strategic plans
	12%
	13%
	02%
	33%
	40%

	The employs recruited are given chance to acquire new skills
	23.3%
	14.7%
	3%
	33.2%
	25.8%


The respondents were asked whether the recruitment exercise in Umeme is free and fair, 10% strongly agreed, 14% agreed, 9% were neutral, 11% disagreed and 56% strongly agreed with the question. This implied that employees in Umeme are recruited on merit.
Furthermore the respondents were asked whether the company recruits quality staff at every recruitment exercise, 23% strongly agreed, 15% agreed, 2% were neutral, 49% disagreed and 11% strongly agreed with the question. This implied that the company tries its best to recruit the right staff.
In relation to the above question a respondent said during interviews that

“commitment to finding the best talent for a company means a commitment to diversity. Companies want to employ the best people at every level including the board level and

Should therefore search for the best people everywhere”
The above response was corroborated by the response of the key informant and confirmed by that of a staff who said

Although Umeme HR department is well equipped to search for diverse talent across wide areas. The job specification and candidate profile that will guide a Umeme HR are normally developed at the initial meetings between a company and the Umeme HR. At the beginning of the search process, the HR department can encourage its client to broaden, rather than narrow, the candidate profiles it is willing to consider. Ultimately, however, Umeme HR is driven by its client’s remit. If the Umeme HR develops a list of candidates that strays too far from this remit, it will risk its credibility without affecting the client’s final selection.

The respondents were asked whether the recruitment section pays attention to quality than anything else, 13.7% strongly agreed, 8.2% agreed, 5.6% were neutral, 52.5% disagreed and 20% strongly agreed with the question. This meant that the goal of Umeme is to recruit quality employees. 

In relation to the above, a respondent said

“There is a vast pool of talent available to our HR department. Such individuals would bring a new dimension to the non-executive role and ensure that the company’s key driver of value namely its people are taken seriously at board level. They would bring a fresh and much needed perspective to the decision-making process."

In support of the above response, a key informant said

“On appointment, all our new recruits we assume they already have the relevant skills, knowledge, experience and abilities. Nonetheless anew recruit’s credibility and effectiveness depends not just on his/her existing capability but on her/his ability to extend and refresh knowledge and skills.”
The respondents were asked whether the employees recruited are given proper induction training, 14.9% strongly agreed, 7.1% agreed, 01% were neutral, 43.8% disagreed and 34.2% strongly agreed with the question. This implied that induction training is a priority in Umeme.
In relation to the above question a respondent said

“The HR reported that they provide formal training on appointment and they  have a training/development programme that operates on an ongoing basis. we are planning on introducing formal training and development processes in the future that will handle induction and all kinds of trainings.   In Umeme, It is common for performance evaluation processes to be in place for executives. We are planning on implementing a performance measurement process for either executives or non-executives in the future in Umeme.” 
Further more in relation when the researcher went on ground to verify the above a section head told him that
Performance evaluation for newly recruited is currently a common practice and to supplement it, we have a performance management process in place for all new recruits.” 

The respondents were asked whether the employees recruited are given chance to acquire new skills, 23.3% strongly agreed, 14.7% agreed, 03% were neutral, 33.2% disagreed and 25.8% strongly agreed with the question. This meant that the new recruits are given chance to acquire new skills.
In relation to the above question the respondent said

“we do carry out trainings and in these trainings are purposely for our new and old employs to acquire new skills. Sometimes we may not be able to acquire knowledge at school that is job oriented but through on the job and off the training, such skills are imparted”

Hypothesis testing one: There is a significant relationship between recruitment and delivery of the brand promise.
The hypothesis was verified using the Pearson correlation coefficient and the results of the hypothesis are given below.

Table 4.8: Correlation matrix for recruitment and delivery of the brand promise
	
	 
	Recruitment
	Delivery of the brand promise

	Recruitment
	Pearson Correlation
	1
	.851(**)

	 
	Sig. (2-tailed)
	.
	.009

	 
	N
	100
	100

	Delivery of the brand promise
	Pearson Correlation
	.851(**)
	1

	 
	Sig. (2-tailed)
	.009
	.

	 
	N
	100
	100


** Correlation is significant at the 0.01 level (2-tailed).

The results show that the correlation coefficient is 0.851(**) and its significance level 0.009. This implied that recruitment influences delivery of the brand promise in Umeme. Therefore according to the results there is a significant relationship between recruitment and delivery of the brand promise in Umeme. Therefore the alternative hypothesis that was earlier postulated is accepted (H1 accepted).
.

Regression was further done to determine the strength of the relationship between recruitment and delivery of the brand promise. Results are presented in the table below.

Table 4.9: Regression Analysis for recruitment and delivery of the brand promise
	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.251(a)
	.63
	.54
	1.100


a Predictors: (Constant), recruitment
The coefficient of determination (Adjusted R square) value is 0.54; this implied that recruitment explained only 54% of delivery of the brand promise. From all the results the alternate hypothesis earlier postulated stated that there is a significant relationship between recruitment and delivery of the brand promise is therefore accepted (H1 accepted).
Research question 2: What is the relationship between training and delivery of the brand promise in Umeme Limited?
To assess the relationship between training and delivery of the brand promise in Umeme Limited, the following responses were got from the respondents and presented in the table below.

Table 4.10: Showing responses on the relationship between training and delivery of the brand promise in Umeme Limited
	
	Valid %

Strongly disagree
	Valid %

Disagree
	Valid % 

Neutral
	Valid %

Agree
	Valid %

Strongly

agree

	Human resource planning department  lacks flexibility
	14%
	6.2%
	9%
	53.7%
	18.1%



	The allocation of funds to training  is inadequate
	23%
	15%
	3%
	49%
	10%

	providing the proper training for recognizing quality concerns has not resulted into  improved quality and fewer returns
	13.7%
	8.2%
	5.6%
	52.5%
	20%

	Training have not been directed to aligning the employees with the organization’s objectives
	14.9%
	7.1%
	0
	43.8%
	34.2%

	There is no team work when it comes to training
	13.7%
	8.2%
	5.6%
	52.5%
	20%

	Professional training and development in general has not supported employees in gaining a wider perspective in their jobs and in their personal lives.
	23.3%
	14.7%
	3%
	33.2%
	25.8%

	Staff orientation is not given adequate importance at Umeme Ltd
	13.7%
	9.7%
	9.6%
	41.6%
	25.4%

	Management does not put our views on training into consideration
	13.7%
	8.2%
	5.6%
	52.5%
	20%

	Employees are not sponsored for training programmes on the basis of carefully identified developmental needs.
	13.7%
	8.2%
	5.6%
	52.5%
	20%

	There is no well-designed and widely shared training policy in the company.
	14.9%
	7.1%
	0
	43.8%
	34.2%

	The allocation of funds to training  is inadequate
	23%
	15%
	3%
	49%
	10%

	The organization conducts training often.
	13.7%
	8.2%
	5.6%
	52.5%
	20%

	There are different categories of training that the organization administers
	14%
	6.2%
	9%
	53.7%
	18.1%



	Induction training is not well-planned and given sufficient duration.
	14.9%
	7.1%
	0
	43.8%
	34.2%


When the respondents were asked whether human resource planning department lacks flexibility, 14% strongly disagreed, 6.2% disagreed, 9 % were neutral, 53.7% agreed and 18 % strongly agreed. This implied that the HR department is very flexible
Based on the interview findings, a respondent in the section head section said
There is flexibility in the HR department; sometimes the department goes an extra inch by releasing its HR manuals to the entire staff of Umeme to access.

Furthermore the respondents were asked whether, the allocation of funds to training is inadequate 23% strongly disagreed, 15% disagreed, 3% were neutral, 49% agreed and 10% strongly agreed. This implied that the allocation of funds to training is adequate.
A key informant said

I can’t say that the amount of resources allocated to the training is sufficient but it’s always up to them to work within the budget allocated. Why not fit in the budget if resources are scarce. 

This was corroborated by a respondent who said that 

Resources are limited in our department but we try to work within the limits of the budget allocated

The respondents were asked whether providing the proper training for recognizing quality concerns has not resulted into improved quality and fewer returns, 13.9% strongly disagreed, 8.2% disagreed, 5.6% were neutral, 52.5% agreed and 20 % strongly agreed. This implied that trainings have brought about improved quality and more returns in Umeme Limited.
Further when the respondents were asked whether training have not been directed to aligning the employees with the organization’s objectives, 23.3% strongly disagreed, 14.7% disagreed, 03% were neutral, 33.2% agreed and 25.8% strongly agreed. This implied that trainings are aligned with the organization’s objectives.. 
The respondents were asked whether there is no team work when it comes to training, 13.7% strongly disagreed, 9.7% disagreed, 9.6% were neutral, 41.6 % agreed and 25.8 % strongly agreed. This implied that enough resources are allocated to the strategic plan process. This meant that there is team work when it comes to trainings. 
Further when the respondents were asked whether professional training and development in general has not supported employees in gaining a wider perspective in their jobs and in their personal lives, 23.3% strongly disagreed, 14.7% disagreed, 3% were neutral, 33.2% agreed and 25.8% strongly agreed. This implied that the staff members are involved in the strategic plan process. This implied that trainings have helped to improve the degree of skills of the Umeme employees.
Findings from interviews revealed that management is supportive to the training function and management is involved at every stage of the training
A respondent said 

“ at times  we are given all the facilities we need for the training. However management sometimes brings the same facilitators and we get tired and exhausted of the exercise”
Furthermore the researcher asked the respondents during interviews whether the people brought to facilitate the trainings are effective.

A respondent in contradiction of the earlier response during interviews said

“The people brought to facilitate the trainings are sometimes not effective and reliable. The trainings some times are not well facilitated; the trainers sometimes look like people who have been picked from a drinking joint to come and facilitate the trainings. I have a feeling that if a workmate prepared him or self properly, he can facilitate better than some of the people who come to facilitate the trainings in our company”

This was corroborated by the response of the key informant and confirmed by the response of the section head who said during interviews 
“Can you imagine sometimes trainers go away without even evaluating us to know whether the training have been successful or not. Most trainers brought for on the job training have been a disappointment. Imagine a  training which is not well planned”.
The respondents were asked whether staff orientation is not given adequate importance at Umeme Ltd, 13.7% strongly disagreed, 9.7% disagreed, 9.6% were neutral, 41.6 % agreed and 25.8 % strongly agreed. This implied that induction training is part and parcel of Umeme Limited.
Further when the respondents were asked whether management does not put our views on training into consideration, 23.3% strongly disagreed, 14.7% disagreed, 3% were neutral, 33.2% agreed and 25.8% strongly agreed. This implied that the views of the staff members are put into consideration. This also implied that Umeme management is supportive of the training function.
When the researcher went on ground to verify the above response, he was told by one of the respondents that
“management has not taken time to improve the level of training in Umeme limited”
The respondents were asked whether employees are not sponsored for training programmes on the basis of carefully identified developmental needs, 13.9% strongly disagreed, 8.2% disagreed, 5.6% were neutral, 52.5% agreed and 20 % strongly agreed. This implied that Umeme conducts trainings based on the needs of the organization at the time. 
Further when the respondents were asked whether there is no well-designed and widely shared training policy in the company, 14.9% strongly disagreed, 7.1% disagreed, 43.8% agreed and 34.2% strongly agreed. This implied that there is a training policy in Umeme limited..
In connection to the above on the contrary a respondent said
 “I wish the trainings were always thoroughly planned, they would not be any problem and personally I would not be complaining”
The above response was corroborated by the response of the staff and confirmed by the response of the key informant who said
 “Some times our trainings lack focus; we do them for the sake. This is really a big disease in the company. The HR department should redesign the training strategy so that the trainings are done to achieve a common objective”
When the researcher probed more on the above question, a key informant said

 “Sometimes the trainers repeat the same topics and the same content that was used in a past workshop. How long are the trainers going to rely on precedents for training? Let them be creative and bring on new topics that will enrich us with new skills to perform our jobs” 
  The respondents were asked whether the allocation of funds to training is inadequate, 23.3% strongly disagreed, 14.7% disagreed, 3% were neutral, 33.2% agreed and 25.8% strongly agreed. This implied that Umeme HR department allocates funds to the training function although some times are inadequate. 
Further when the respondents were asked whether the organization conducts training often, 13.9% strongly disagreed, 8.2% disagreed, 5.6% were neutral, 52.5% agreed and 20 % strongly agreed. This implied that although trainings are not often conducted, they are conducted when there is need.
In connection to the above question on the contrary a respondent said that

“the trainings are not so often, it could be once in a month, there are so common in the risk management section because of the nature of work done in this section

The respondents were asked whether there are different categories of training that the organization administers, 14% strongly disagreed, 6.2% disagreed, 9% were neutral, 53.7% agreed and 18% strongly agreed. This implied that different categories of trainings are conducted depending on the needs at the time. 
Further when the respondents were asked whether induction training is not well-planned and given sufficient duration, 14.9% strongly disagreed, 7.1% disagreed, 43.8% agreed and 34.2 % strongly agreed. This implied that induction trainings in Umeme are well planned.
A respondent in a junior position said that

“most of the time the senior managers are not willing to help the juniors grow in their profession. They seem to be busy and fail to come up with a programme. Up to now the company has not come up with a thorough programme on how the seniors can help us. 
This was corroborated by the response of the key informant and confirmed by that of a staff who said
 “The problem when it comes to the seniors training, is that they get busy with work and leave us to train our selves”
When the researcher went on ground to verify the response above, he was told by one of the key informants that
 “The problem why we don’t get the best facilitators in the country is not lack of accessibility but limited resources which hinder us from getting the best. If the company was allocating enough funds to the training function,  then the training could be more effective than they are now because we could be able to hire the best facilitors in the country” 
Hypothesis testing two: There is a significant relationship between training and delivery of the brand promise.

The hypothesis was verified using the Pearson correlation coefficient and the results of the hypothesis are given below.

Table 4.11: Correlation matrix for training and delivery of the brand promise
	
	 
	Training
	Delivery of the brand promise

	Training
	Pearson Correlation
	1
	.771(**)

	 
	Sig. (2-tailed)
	.
	.009

	 
	N
	100
	100

	Delivery of the brand promise
	Pearson Correlation
	.771(**)
	1

	 
	Sig. (2-tailed)
	.009
	.

	 
	N
	100
	100


** Correlation is significant at the 0.01 level (2-tailed).

The results show that the correlation coefficient is 0.771(**) and its significance level 0.009. This implied that training influences delivery of the brand promise. Therefore according to the results there is a significant relationship between training and delivery of the brand promise in Umeme Limited. Therefore the alternative hypothesis that was earlier postulated is accepted (H1 accepted).
Regression was further done to determine the strength of the relationship between training and delivery of the brand promise. Results are presented in the table below.

Table 4.12: Regression Analysis for training and delivery of the brand promise
	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.331(a)
	.449
	.503
	2.200


a Predictors: (Constant),training
The coefficient of determination (Adjusted R square) value is 0.503; this implied that training explained only 50.3 % of training and delivery of the brand promise in Umeme Limited. From all the results the alternate hypothesis earlier postulated that stated that there is a significant relationship between training and delivery of the brand promise in Umeme Limited is therefore accepted (H1 accepted).
Research question 3: How does restructuring influence delivery of the brand promise in Umeme Limited? 
To assess the relationship relationship between restructuring and delivery of the brand promise in Umeme Limited, the following responses were got from the respondents and presented in the table below.

Table 4.13: Showing responses on the relationship between restructuring and delivery of the brand promise
	
	Valid %

Strongly disagree
	Valid %

Disagree
	Valid % 

Neutral
	Valid %

Agree
	Valid %

Strongly

agree

	There  is downsizing in Umeme Ltd
	4%
	6.2%
	9%
	53.7%
	18.1%



	Many workers have been laid off in Umeme Ltd
	23%
	15%
	3%
	49%
	10%

	The workers in Umeme play changing roles
	13.7%
	8.2%
	5.6%
	52.5%
	20%

	The restructuring exercise has helped Umeme get quality employees
	14.9%
	7.1%
	0
	43.8%
	34.2%

	Quality employees are laid off in the process of restructuring
	23%
	15%
	3%
	49%
	10%


The respondents were asked whether there is downsizing in Umeme Ltd, 4% strongly disagreed, 6.2% disagreed, 9% were neutral, 53.7% agreed and 18.1% strongly agreed. This meant that downsizing has ever been carried out.
A respondent in connection to the above question said

“Handshake agreements or agreements whose terms aren’t carefully circumscribed in

advance have not lived up to expectations in many cases. Restructuring typically occurs about once in three years and it is majorly internal restructuring but this mainly applies to certain sections and in most cases it is done by the HR after consulting the board”
When the researcher went on ground to verify the above response, he was told by one of the key informants that

“Restructuring is not so common in Umeme and if done it is normally internal restructuring which can happen like in any organization in Uganda”

Further when the respondents were asked whether many workers have been laid off in Umeme Ltd, 23% strongly disagreed, 15% disagreed, 3% were neutral, 49% agreed and 10 % strongly agreed. This implied that workers are laid off when it is planned. 
One of the staff in the HR section said

  Restructuring is, in many cases, a natural   evolution of a relationship not an indication of failure.  However we do internal restructuring moving employees from one department or one work area to another and not laying them off as such. Transfers in Umeme are common phenomena. It is easy to find one employee working in Jinja today and the next day you find the employ working in Kampala following a transfer.

The respondents were asked whether the workers in Umeme play changing roles, 13.7% strongly disagreed, 8.2% disagreed, 5.6% were neutral, 52.5% agreed and 20% strongly agreed. This implied that workers in Umeme play changing roles.
One of the respondents said

Workers in Umeme play changing role depending on the type of work and the section he or she is from.

Further when the respondents were asked whether the restructuring exercise has helped Umeme get quality employees, 14.9% strongly disagreed, 7.1% disagreed, 43.8% agreed and 34.2 % strongly agreed. This implied that the restructuring exercise has helped Umeme get new employees.
One of the respondents said that 

Indeed the restructuring exercise has helped Umeme to get quality employees at times. It’s not that every employee we get cannot perform. Its bad luck that we recruit employees who can’t perform but as HR department we try our best to restructure and put the non performing employees in sections where we know they will perform
The above view was supported by a key informant and confirmed by a manager in the human resource department who said

“Restructuring is aimed at increasing efficiency and effectiveness”
The respondents were asked whether quality employees are laid off in the process of restructuring, 23% strongly disagreed, 15% disagreed, 3% were neutral, 49% agreed and 10 % strongly agreed. This implied that sometimes quality employees are laid off during the restructuring exercise.
An official from the HR department said

“we rarely lay off our good employees, it’s not a common practice to move people who are performing from one section to another. We normally leave the employees in sections in which we feel they can perform better”.
This was supported by the key informants and confirmed by one of the respondents.
A respondent in relation to the above said

“Rarely are employees transferred and if it happens, that means one is not performing as expected. It’s always an official decision if one of the employees is transferred”
In support of the above one of the respondents said

Restructuring helps us to retain skilled employees and managing employee commitment to the organization which is one of the central challenges in maintaining the employment relationship. As noted, for employers, one of the disincentives to providing skills training is that the trained worker may leave before the employer can recoup the investment. 
Hypothesis testing two: There is a significant relationship between restructuring and delivery of the brand promise.

The hypothesis was verified using the Pearson correlation coefficient and the results of the hypothesis are given below.

Table 4.14: Correlation matrix for restructuring and delivery of the brand promise 
	
	 
	Restructuring
	Delivery of the brand promise

	Restructuring
	Pearson Correlation
	1
	.733(**)

	 
	Sig. (2-tailed)
	.
	.009

	 
	N
	100
	100

	Delivery of the brand promise
	Pearson Correlation
	.733(**)
	1

	 
	Sig. (2-tailed)
	.009
	.

	 
	N
	100
	100


** Correlation is significant at the 0.01 level (2-tailed).

The results show that the correlation coefficient is 0.733(**) and its significance level 0.009. This implied that restructuring influences delivery of the brand promise. Therefore according to the results there is a significant relationship between restructuring and delivery of the brand promise in Umeme Limited. Therefore the alternative hypothesis that was earlier postulated is accepted (H1 accepted).
.

Regression was further done to determine the strength of the relationship between restructuring and delivery of the brand promise in Umeme Limited. Results are presented in the table below.

Table 4.15: Regression Analysis for restructuring and delivery of the brand promise in Umeme Limited
	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.378(a)
	.411
	.466
	1.100


a Predictors: (Constant), restructuring
The coefficient of determination (Adjusted R square) value is 0.466; this implied that restructuring explained only 46.6 % of delivery of the brand promise in Umeme Limited. From all the results the alternate hypothesis earlier postulated that stated that there is a significant relationship between restructuring and delivery of the brand promise in Umeme Limited is therefore accepted (H1 accepted).
In conclusion: Human resource planning is vital factors that make a system function. It is basically human resource planning that determines the success or achievement of the set goals of the company. So, human resource planning is very important in the success of an organization. As evidenced by the above tested hypotheses, recruitment, training & development, restructuring influences the success of an organization. No organization can function effectively without human resource planning. This is because human resource planning provides the essential power with which organization achieves progress. 

CHAPTER FIVE
SUMMARY, DISCUSSION, CONCLUSION AND RECOMMENDATIONS

5.0 Introduction

This chapter presents the discussion of the study findings as presented in chapter four, conclusions and recommendations plus areas for further research. 

5.1 Summary of major Findings

The major findings of the study were that recruitment significantly influences delivery of the brand promise in Umeme Limited, training significantly influences delivery of the brand promise in Umeme Limited; and restructuring significantly influences delivery of the brand promise in Umeme Limited.
5.1.1 Research question one: What is the relationship between recruitment and delivery of the brand promise in Umeme Limited?
Pearson’s Correlation Coefficient for recruitment and delivery of the brand promise in Umeme Limited was r = 0.851**, with probability value (p = 0.009) that is less than α = 0.01 level of significance showing a strong relationship between recruitment and delivery of the brand promise in Umeme Limited at the one percent level of significance.  Therefore, delivery of the brand promise in Umeme Limited is significantly influenced by recruitment
The regression analysis gave an R value of 0.63, which represented the simple correlation and, therefore, indicates a moderate degree of correlation. The R2 value indicated how much of the dependent variable, delivery of the brand promise in Umeme limited can be explained by the independent variable recruitment. In this case, 0.54 could explained, which is very large. The standard error of the estimate is 1.100 and the adjusted R square value was 0.63. Recruitment predicts delivery of the brand promise in Umeme Limited; it implied that delivery of the brand promise in Umeme Limited is dependent on recruitment in Umeme by 54%.
5.1.2: Research question two: What is the relationship training and delivery of the brand promise in Umeme Limited?

Pearson’s Correlation Coefficient for training and delivery of the brand promise in Umeme Limited was r = 0.771**, with probability value (p = 0.009) that is less than α = 0.01 level of significance showing a strong relationship between training and delivery of the brand promise in Umeme Limited at the one percent level of significance.  Therefore, delivery of the brand promise in Umeme Limited is significantly influenced by training.
The regression analysis gave an R value of 0.449, which represented the simple correlation and, therefore, indicates a moderate degree of correlation. The R2 value indicated how much of the dependent variable, delivery of the brand promise in Umeme limited can be explained by the independent variable training. In this case, 0.503 could explained, which is very large. The standard error of the estimate is 1.100and the adjusted R square value was 0.449. Training predicts delivery of the brand promise in Umeme limited; it implied that delivery of the brand promise in Umeme limited is dependent on training in Umeme limited by 50.3%.
5.1.3: Research question three 3: How does the restructuring influence delivery of the brand promise in Umeme limited?
Pearson’s Correlation Coefficient for restructuring and delivery of the brand promise in Umeme limited was r = 0.771**, with probability value (p = 0.009) that is less than α = 0.01 level of significance showing a strong relationship between restructuring and delivery of the brand promise in Umeme limited at the one percent level of significance.  Therefore, delivery of the brand promise in Umeme limited is significantly influenced by restructuring.
The regression analysis gave an R value of 0.411, which represented the simple correlation and, therefore, indicates a moderate degree of correlation. The R2 value indicated how much of the dependent variable, delivery of the brand promise in Umeme limited can be explained by the independent variable restructuring. In this case, 0.466 could explained, which is very large. The standard error of the estimate is 1.100 and the adjusted R square value was 0.411. Restructuring predicts organizational growth in ACTV; it implied that delivery of the brand promise in Umeme limited is dependent on restructuring in Umeme limited by 46.6%.
5.2 Discussions.

This subsection looks at the discussion of the findings which are discussed according to the respective research questions as earlier presented in chapter one.

 5.2.1 Research question one: What is the relationship between recruitment and delivery of the brand promise in Umeme Limited?

The respondents were asked many questions and their feedback indicated that there is a positive significant relationship between recruitment and delivery of the brand promise in Umeme Limited. Findings revealed that the recruitment exercise in Umeme is free and fair. The company recruits quality staff at every recruitment exercise. The findings are consistent with Okello (2007) who observed that companies should struggle to retain good employees. Claims that providing skills, retaining skilled employees and managing employee commitment to the organization is one of the central challenges in maintaining the employment relationship. As noted, for employers, one of the disincentives to providing skills training is that the trained worker may leave before the employer 
Findings revealed that although Umeme HR department is well equipped to search for diverse talent across wide areas, it is always in the company interest to get the best talent. The job specification and candidate profile that will guide Umeme HR are normally developed at the initial meetings between the board and the Umeme HR. At the beginning of the search process, a HR department can encourage its client to broaden, rather than narrow, the candidate profiles it is willing to consider. Ultimately, however, Umeme HR is driven by its client’s remit. If the Umeme HR develops a list of candidates that strays too far from this remit, it will risk its credibility without affecting the client’s final selection. Similar findings were observed by Mulumba (2006) asserts that job specification and candidate profile will guide a company to develop a positive impression about the candidate. At the beginning of the search process, a HR department can encourage its client to broaden, rather than narrow, the candidate profiles it is willing to consider.

Findings revealed that there is a vast pool of talent available to the Umeme HR department. New recruits bring new dimensions and new skills to the company. Findings further revealed that on appointment, all the Umeme new recruits are assumed that they already have the relevant skills, knowledge, experience and abilities. Nonetheless a non executive director’s credibility and effectiveness depends not just on their existing capability but on their ability to extend and refresh their knowledge and skills. Similar findings were observed by the managerial side, there was a less formal structure for advancement than craft workers. 
The findings are consistent with William Ouchi’s theory (1981) he explains that the employees must be very knowledgeable about the various issues of the company, as well as possessing the competence to make those decisions. Employees should be given positions that they are able to fit in and perform efficiently. He also points out; however, that management sometimes has a tendency to underestimate the ability of the workers to effectively contribute to the decision making process
   5.2.2: Research question two: What is the relationship training and delivery of the brand promise in Umeme Limited 
The respondents were asked many questions and their feedback indicated that there is a positive significant relationship between training and delivery of the brand promise in Umeme Limited. Findings revealed that trainings have helped to improve the quality of the employees. The findings of the study are in line with Barney (2000) the level or quality of the employee training is either supports or stifles the company’s growth. The more one organization invest in training employees, the more the company gains in sales and profit and the better the employees become true team members.  According to Coleman & Chian (2003) well-trained employees are the foundation for business success. It makes common sense that the most productive and successful employees are the ones who have received the best training. It’s from this group that the future leaders of the company are born. 
Findings revealed that training have helped to prepare the employees with additional professional and job-related skills. The findings are also consistent with Armour, Deakin and DuBrin &  Andrew (2000) not only does job training prepare the employees with additional professional and job-related skills, it also shows those employees (and others inside and outside the company) that the company is willing to invest time; money and energy into their success, but also that one has to consider them to be a big part of the company’s future plans. This is potent and motivational. When employees know they care enough to train them, support them, and have faith in them, this is the sunshine, water, and nourishment that grow the seed of company loyalty. Training and development is the life-line of any successful company; it’s vital to the health of the organization (Kagoro 2011). Without it the organization risks the probability of becoming stagnant, and the competition can run by so fast that it will leave dust in the eyes. 

Finds revealed that there are different modes of trainings carried out in Umeme and each in different proportions is helping to improve the quality of employees in Umeme limited. Similar findings were observed by (Luthans, 2001); who argues that trainers need to understand the pros and cons of each method and also its impact on trainees keeping their backgrounds and skills in mind before giving training. Some of the other critical factors to think about include; objectives to method compatibility, expectations of the organization and the trainees, trainer skills, time and resources availability. Choosing the right instructional methods is really a balancing act, where different factors need to be considered and weighed. The training designer or trainer has to exercise judgment, both in the designing process and in the delivery (Leonard 2005). 

The findings are also consistent with William Ouchi’ s theory (1981) who asserts that unfortunately when the economy is ‘tight’ one of the first actions a company will take is to increase trainings and plan for them thoroughly.  It’s near the top of the list items to get slashed when the company budget gets squeezed. It may seem like a quick controllable cost-cutting measure and it is, however the ramifications of doing so can and will far outweigh whatever dollars are saved.

It was observed from the findings that trainings have made the employees of Umeme become competitive in their various sections and departments. The findings are in line with Leonard, (2005) who asserts that encourage a learning culture. Express to all employees that your organization cares about enhancing their skills and wants every worker, whether training or not, to remain competitive within their skill set. Bringing managers and company leaders on board with the new training initiative is a vital way to build support for the effort. A trainer can combat any resistance to training by demonstrating that training is actually a crucial part of employees’ and managers’ work (Heracleous, Wirtz, & Johnston, 2004).
It was observed from the findings that the improved general performance of Umeme is attributed to trainings as one of the many factors. The findings are in line with McMullen & Foxon (2009), concluded that firms that have training programs tended to perform better in terms of productivity, revenues, profitability, viability and prospects. Bittel (1989) also found a positive relation between training and productivity, profit, revenue and client satisfaction, a relation that is more significant when the training is accompanied by incentives for the employees. 
 5.2.3: Research question three: How does restructuring influence delivery of the brand promise in Umeme limited?

The respondents were asked many questions and their feedback indicated that there is a positive significant relationship between restructuring and delivery of the brand promise in Umeme limited. Findings revealed that there is downsizing in Umeme Ltd. Furthermore findings revealed that restructuring occurs once three but only applies to certain sections and in most cases it is done by the HR after consulting the board. Findings further revealed that restructuring is not so common in Umeme and if done it is normally internal restructuring which can happen in any organization in Uganda.  Similar findings were observed by Mulumba (2006) used the metaphors of an elephant and a fox to describe company that have significant restructuring process. Sometimes restructuring may not be so common in certain companies.
  Findings further revealed that restructuring is, in many cases, a natural   evolution of a relationship not an indication of failure.  However Umeme does internal restructuring by moving employees from one department or one work area to another and not laying them off as such. Transfers in Umeme are common phenomena. It is easy to find one employee working in Jinja today and the next day you find the employ working in Kampala following a transfer. Similar findings were observed by Huang (2001)management viewed certain jobs and work assignments, such as membership on this committee as temporary. Workers who cannot perform should be transferred to units were they can perform. The findings are consistent with William Ouchi’s theory (1981) he explains that the employees must be very knowledgeable about the various issues of the company, as well as possessing the competence to make those decisions. Employees should be given positions that they are able to fit in and perform efficiently. He also points out; however, that management sometimes has a tendency to underestimate the ability of the workers to effectively contribute to the decision making process
It was observed from the findings that the restructuring exercise has helped Umeme get quality employees. Indeed the restructuring exercise has helped Umeme to get quality employees at times. It’s not that every employ Umeme gets cannot perform. Its bad luck that Umeme HR recruit employees who can’t perform but the HR department tries its best to restructure and put the non performing employees in sections where it assumes they will perform. Similar findings were observed by Barney, (2000) restructuring is a process that the company can base on to recruit or position employees in areas where they can fit well. 
Findings revealed that quality employees are laid off in the process of restructuring some times. Umeme rarely lays off its good employees, it’s not a common practice to move people who are performing from one section to another. Umeme normally leave the employees in sections in which they can perform better. Rarely is are employees transferred and if so that means one not performing as expected. It’s always an official decision if one of the employees is transferred. The findings are consistent with Coleman, & Chian (2003) who observed that workers feel better in sections where they can perform. In this way restructuring exercise may or may not even take place since the employees are positioned in areas where they can perform better.
It was further observed from the findings that restructuring helps us to retain skilled employees and managing employee commitment to the company which is one of the central challenges in maintaining the employment relationship. As noted, for employers, one of the disincentives to providing skills training is that the trained worker may leave before the employer can recoup the investment. Similar findings were observed by Jasper (2006).who observed that the purpose of the restructuring exercise is to move inefficient employees from one position or place to another where they will perform.
 5.3 Conclusions

Study conclusions were drawn basing on the different research questions as shown below; 

5.3.1 Research question one: What is the relationship between recruitment and delivery of the brand promise in Umeme Limited?

The recruitment process should be a team work exercise although the HR staff is the most engaged group when it comes to this exercise there is need to involve employees and the board in the exercise. However the HR department should programme the recruitment early enough because some sections stay without manpower for long because it takes a long process to recruit 
5.3.2: Research question two: What is the relationship training and delivery of the brand promise in Umeme Limited?

The trainings should aim at fulfilling the designated objectives of the company. Whenever trainings are organized the management should support and facilitate them. This can be achieved by involving all employs in decision making when it comes to the training function. Employers should ensure that their staff feels comfortable and safe with the trainings administered, both physically and emotionally.  The management should be aware of any employee special needs, and meet these needs as best as possible.    
 5.3.3: Research question three 3: How does the restructuring influence delivery of the   brand promise in Umeme limited?

The restructuring exercise should aim at moving inefficient employees from one area or position or section to another where they will be efficient. The restruicturing exercise should be properly planned so that employees don’t lose faith in the exercise.
5.4 Recommendations

The researcher recommended that; 
5.4.1 To find out the relationship between recruitment and delivery of the brand promise in Umeme Limited?

The selection process for each position during recruitment should rest on a careful assessment of the needs and challenges of a particular company and on a broad, transparent and rigorous search that reflects this assessment. Sharing information with shareholders, employees and other customers demonstrating that a company is committed to such a selection process is likely to foster greater trust in its HR department. As the company formalize their selection processes, the researcher encourages the company to broaden their searches to include sources of talent that they have tended to overlook in the past. 
5.4.2: To establish the relationship training and delivery of the brand promise in Umeme Limited?

Companies should, in general, begin with an emphasis on local decisions and gradually determine if they wish to expand into higher trainings in the company. Therefore, employers should build participative culture as a multi-stage process if trainings are to yield anything. The trainings should aim at fulfilling the designated objectives of the company. Whenever trainings are organized the management should support and facilitate them. This can be achieved by involving all employs in decision making when it comes to the training function. It’s always good to allow employees to take decision making when it comes to the training function. This should be accompanied by thoroughly plan for the training function. Adequate funds should be allocated for this cause so that trainings are a success. The organization should state clear, challenging and achievable training goals which are directed by employees themselves because goals set by other people without involving junior workers are less motivating to the trainees. As HR department responsibilities and liabilities increase, companies should invest more in programmes to train and evaluate the members of their boards. Training should encompass both a thorough induction programme for new board members and training and development opportunities for ongoing board members. Training should also be linked to regular processes to evaluate board performance. We agree that as boards become more diverse, formal training and evaluation for board members will become even more important to foster trust, cohesion and communication among board members. 
5.4.3 To establish the influence restructuring influence delivery of the   brand promise in Umeme limited?

The restructuring exercise should be planned before the company initiates it. The company should develop a restructuring policy. Measures should be identified in the overall key restructuring plans for example improvement plans and operational plans and so that are increasingly linked to the individual performance plans laid down. They should be discussion of performance against key plans and improvement priorities in the annual individual performance reviews of staff, especially those accountable for each plan.
5.5 Areas for further research

Objective one: There is need to do research on recruitment and Employee performance in statutory authorities in Uganda

Objective two: There is need to carry out a research on the evaluation of the training function in Umeme Ltd
Objective three: There is need to do research on the challenges of restructuring in Public entities in Uganda
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APPENDICES
APPENDIX A

 QUESTIONNAIRE FOR MANAGERS, SECTION HEADS AND OTHER STAFF OF UMEME LTD

Dear respondent,

Iam Lookman Mukungu a Masters in Public Administration student at Uganda Management Institute carrying out an academic study on Human Resource Planning and Delivery of the Brand Promise in Umeme Ltd. In your position, you have useful information to contribute to the success of the study. You can readily contribute this information by answering the questions in this instrument. All information given will be treated confidentially for purely academic purposes and please do not indicate your name any where on the questionnaire.

Thank you for your cooperation.

SECTION A.            BIO-DATA.

Please tick or circle.

[image: image42.emf] 

 

[image: image43.emf] 

 

[image: image44.png]


[image: image45.png]


1. Age

     18-28                      29-35          [image: image15.emf] 

 

         36-50               Above50

2. Sex

     [image: image46.png]


[image: image47.png]


    Male                                            Female

3. Marital status

[image: image48.png]
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[image: image50.png]


[image: image51.png]


   Married                              single                            widowed                           divorced

4. Highest level of education

[image: image52.png]


    Certificate                           Diploma                               Bachelors                           


    Post graduate diploma                                    others specify.

Instructions from question 6- tick the number that best indicate your opinion on the questions using the following scale.

	Scale
	1
	2
	3
	4
	5

	
	Strongly Disagree
	Disagree
	Neither agree nor disagree
	Agree
	Strongly agree


SECTION B    

1. RESTRUCTURING    

	
	
	1
	2
	3
	4
	5

	1
	There  is down sizing in Umeme Ltd
	
	
	
	
	

	2
	Many workers have been laid off in Umeme Ltd
	
	
	
	
	

	3
	The workers in Umeme play changing roles
	
	
	
	
	

	4
	The restructuring exercise has helped Umeme get quality employees
	
	
	
	
	

	5
	Quality employees are laid off in the process of restructuring
	
	
	
	
	


2. RECRUITMENT

	
	
	1
	2
	3
	4
	5

	6
	The recruitment exercise in Umeme is free and fair
	
	
	
	
	

	10
	The company recruits quality staff  at every recruitment exercise
	
	
	
	
	

	11
	The recruitment section pays attention to quality than any thing else
	
	
	
	
	

	12
	The employees recruited are given  proper induction training
	
	
	
	
	


3. TRAINING AND DEVELOPMENT

	
	
	1
	2
	3
	4
	5

	6
	 Human resource planning department  lacks flexibility
	
	
	
	
	

	7
	The allocation of funds to training  is inadequate
	
	
	
	
	

	8
	providing the proper training for recognizing quality concerns has not resulted into  improved quality and fewer returns
	
	
	
	
	

	10
	Training have not been directed to aligning the employees with the organization’s objectives
	
	
	
	
	

	11
	There is no team work when it comes to training
	
	
	
	
	

	12
	Professional training and development in general has not supported employees in gaining a wider perspective in their jobs and in their personal lives.
	
	
	
	
	

	13
	Staff orientation is not given adequate importance at Umeme Ltd
	
	
	
	
	

	14
	Induction training is not well-planned and given sufficient duration.
	
	
	
	
	

	15
	Management does not put our views on training into consideration
	
	
	
	
	

	16
	Employees are not sponsored for training programmes on the basis of carefully identified developmental needs.
	
	
	
	
	

	17
	Employees do not participate in determining the training they need.
	
	
	
	
	

	18
	Senior line managers and supervisors are not eager to help their juniors develop through training due to man hours lost in it.
	
	
	
	
	

	19
	There is no well-designed and widely shared training policy in the company.
	
	
	
	
	

	20
	The allocation of funds to training  is inadequate
	
	
	
	
	

	21
	The skills imparted have not enhanced the methods that individuals use to perform their jobs.
	
	
	
	
	

	22
	Views of the majority on training need to be put into consideration
	
	
	
	
	

	1
	The organization conducts training often.
	
	
	
	
	

	2
	There are different categories of training that the organisation administers
	
	
	
	
	

	3
	The organization administers employ orientation training.
	
	
	
	
	

	4
	The organization mentors and coaches its employees.
	
	
	
	
	

	23
	The skills imparted have not enhanced the methods that individuals use to perform their jobs
	
	
	
	
	


SECTION C           

4. DELIVERY OF THE BRAND PROMISE

	
	
	1
	2
	3
	4
	5

	25
	There is customer loyalty to Umeme products
	
	
	
	
	

	26
	The company up holds shareholder value  and sales value
	
	
	
	
	

	27
	There is clarity of vision focused activities
	
	
	
	
	

	28
	The company has expanded  into new product and service categories 


	
	
	
	
	

	29
	There is strong image improvement
	
	
	
	
	

	30
	Umeme Ltd has tried to attract and retain high quality employees


	
	
	
	
	

	31
	There is increased revenues and market share


	
	
	
	
	


  Thank you for your contribution.

       Tick the Most appropriate answer

1. Do you think training is especially effective when various jobs in the organization have been analyzed, the skill sets of its employees are understood, supervisors and leaders are all on the same page and trainees are motivated to learn?

Yes       
[image: image16]                     No 
[image: image17]
If so 

2. Do you think trainings in Umeme are not well funded?

Yes 
[image: image18]                        No 
[image: image19]
If so yes or no why 

The management is not supportive to the training function and is not involved at every stage

Yes 
[image: image20]              No
[image: image21]
If yes or no 

3. The view of the staff on training and how to improve it are not put into consideration

            Yes
[image: image22]                No
[image: image23]
4. The organization uses the same trainers every now and then making the exercise loose meaning

Yes
[image: image24]            No    
[image: image25]
If yes or no 

5. Do the trainers poses the required expertise

Yes
[image: image26]     No
[image: image27]
6. Do the senior line managers help juniors develop through training

Yes
[image: image28]     No
[image: image29]
7. Do senior managers take interest and spend time with the new staff during training

Yes
[image: image30]     No
[image: image31]
8. Are trainings planned for

Yes
[image: image32]     No
[image: image33]
9. Are trainings directed to  the achievement of a common goal.

Yes
[image: image34]     No
[image: image35]
APPENDIX B
INTERVIEW GUIDE FOR HUMAN RESOURCE OFFICERS   

1. When did you join Umeme Ltd?

2. What human resource planning exercises do you carry out during the course of the  year?

3. Has the current restructuring process helped Umeme to get quality employees?
4. How do you carry out your recruitment exercise?

5. What types of training do you subject your employees to after being recruited?

6. Do you carry out external training work shops?

7. Who facilitates them?

8. Have your employees benefited from these trainings?

9. Have the senior employees of the company helped the junior employees grow in  their career

10. If yes how?

11. What are some of the challenges to the human resource function?

12. What attempts have been made to overcome some of these challenges

APPENDIX C

TABLE FOR DETERMINING SAMPLE SIZE FROM A GIVEN 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
	246

	25
	24
	130
	97
	320
	175
	950
	274
	4000
	351

	30
	28
	140
	103
	340
	181
	1000
	278
	4500
	351

	35
	32
	150
	108
	360
	186
	1100
	285
	5000
	357

	40
	36
	160
	113
	380
	181
	1200
	291
	6000
	361

	45
	40
	180
	118
	400
	196
	1300
	297
	7000
	364

	50
	44
	190
	123
	420
	201
	1400
	302
	8000
	367

	55
	48
	200
	127
	440
	205
	1500
	306
	9000
	368

	60
	52
	210
	132
	460
	210
	1600
	310
	10000
	373

	65
	56
	220
	136
	480
	214
	1700
	313
	15000
	375

	70
	59
	230
	140
	500
	217
	1800
	317
	20000
	377

	75
	63
	240
	144
	550
	225
	1900
	320
	30000
	379

	80
	66
	250
	148
	600
	234
	2000
	322
	40000
	380

	85
	70
	260
	152
	650
	242
	2200
	327
	50000
	381

	90
	73
	270
	155
	700
	248
	2400
	331
	75000
	382

	95
	76
	270
	159
	750
	256
	2600
	335
	100000
	384


Note:
“N” is population size


“S” is sample size.

Krejcie, Robert V., Morgan, Daryle W., “Determining Sample Size for Research Activities”, Educational and Psychological Measurement, 1970.
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