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Abstract  

The research was mainly centered on examining the relationship between human resource management practices 

and performance in small-scale enterprises. The research was guided by three specific objectives that is to examine 

how recruitment and selection practices affect performance in small scale enterprises in Wakiso district, to assess the 

effects of performance appraisal on the performance of small scale enterprises in Wakiso district and to evaluate the 

influence of compensation plan on the performance of small-scale enterprises in Wakiso district. 

Geographically, the research was carried out in Wakiso district Uganda among the food and beverage enterprises. 

Specifically, Nansana Municipality a town in the Central Region of Uganda located in the Wakiso District mainly 

because this is one of the very busy towns in Uganda and it has a very big number of small-scale enterprises ranging 

from small manufacturing enterprises, agricultural enterprises and construction enterprises on top of retail 

businesses. Nansana as a town is easily accessible and it’s close to Kampala city which was favorable for the 

researcher. The research was carried out mainly using questionnaires and interviews and also reviews of existing 

literature. The researcher distributed the various questionnaires to the various respondents in the field and later 

collected them after the respondents had filled them. The interviews were done face to face as the respondents 

answered the questions that had been asked by the researcher.  

Keywords: Human Resource, Management Practices, Performance and Small-Scale Enterprises 

Background of the study  

One of the main topics in the field of corporate strategy concerns competitiveness and the determinants of 

organizational performance (Ivan et al., 2023). Human resource management (HRM) is concerned with the effective 

performance of employees to enable them to achieve organizational goals and objectives, as well as employee job 

satisfaction, whether for profit or not (Kazaara & Kazaara, 2023). Employees are required to behave in a certain 

positive manner in order to meet predetermined target work behaviors that need to be mentioned and approached 

continuously so that they do not degenerate into slumps in organizational goals and objectives. HRM has a direct 

personal impact on employees, such as shaping the nature of work, salaries, and career prospects (Christopher, 

Moses, Muhindo, & Muhammad, 2022). The reputation an organization develops as a good employer helps attract 

and retain quality employees (David and Andrew, 2004). The history of human resource management (HRM) begins 

around the end of the 19th century, when social workers emerged (Ivan et al., 2023). During the 1920s, jobs with the 

titles "Labor Manager" or "Employment Manager" were introduced to the engineering industry and other industries 

where there were large factories. The role included dealing with absence, recruitment, firing and bonus inquiries 

(Winny et al., 2023). During the 1930s, the economy began to recover. Large corporations in these newer sectors 

have seen value in improving employee benefits as a way to recruit, retain, and motivate employees. After the 
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Second World War, trade and other types of development continued to stabilize, and this constantly followed the 

development of human resource management in the world from Europe to Asia and all other continents of the world 

(N. Moses et al., 2022 ).  Human resource management (HRM), as a key player in the creation and development of a 

highly productive workforce, lies at the center of the debate on business competitiveness (LEPAK et al., 2006). 

Ruwan (2007) and Lee and Lee (2007) empirically evaluated six human resource (HR) practices (realistic work, 

information, job analysis, work balance, career development, compensation, and supervisor support) and their likely 

impact on marketing manager turnover. A long same line (Ntirandekura, Ainebyoona, et al., 2022) states two 

components of human resource (HR) practices, namely training and information technology have a direct impact on 

organizational performance. In addition (T. Moses, 2023) four HRM practices showed that training and 

development, teamwork. HR planning and performance appraisal have a positive and significant impact on business 

performance. (Ntirandekura & Christopher, 2022) examine the impact of human resource management (HRM). 

(David et al., 2023) believe that business firms are concerned with performance in pursuit of their goals. The 

performance of the company as a whole determines its survival. Drunker 12007) defines performance as the balance 

between all factors of production that will produce the greatest output with the least effort (Isaac et al., 2023). 

Performance is a measure of the results achieved. Performance efficiency is the ratio between the effort expended 

and the results achieved. A performance presupposes an actor of some kind, but an actor can be an individual or a 

group of people acting in concert. A performance platform is the infrastructure or equipment used in the act of 

performance (Ntirandekura, Friday, et al., 2022). Performance involves performance improvement, an 

organizational change concept in which managers and the governing body of an organization implement and manage 

a program that measures the organization's current level of performance, such as inventory management, and then 

generate ideas to modify organizational behavior and infrastructure that are implemented behind in order to achieve 

higher performance (Deus, 2023). The performance indicator of an organization is a number of factors that vary 

from organization to organization due to a number of factors at a given time such as location of the firm, size of the 

firm, government regulation and others (Christopher, Moses, Muhindo, Mohamed, 2022) 
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Statement of the Problem  

Over the years, organizational performance is still an issue that has left many scholars scratching their heads. This is 

because organizational performance varies from organization to organization (Edgar & Moses, 2023). A number of 

factors are indicators of organizational performance and these vary from organization to organization due to factors 

at a given time such as firm location, firm size, government regulation, and others (Christopher, Moses, Muhindo, & 

Muhammad, 2022). One aspect that competitors cannot easily imitate is human resources (HR), and therefore 

effective management of these resources can offer service organizations a competitive advantage (Ivan et al., 2023). 

In the last decade, researchers have emphasized the influence of human resource management (HRM) practices on 

organizational performance (K. Moses et al., 2023).  Effective human resource practices relate to company 

performance by contributing to employee and customer satisfaction, innovation, productivity, and the development 

of a favorable company reputation in the industry (Racheal et al., 2023). A number of researchers have reported that 

HR practices are positively associated with organizational and employee performance, but little evidence is available 

on HR practices and employee performance of small businesses from developing countries (Turyatemba et al., 

2022). Therefore, there is a need to examine HRM practices and their impact on the organizational performance of 

small businesses (Frank et al., 2023). 

Specific objectives  

1. To examine how recruitment and selection practices affect performance in small scale enterprises in 

Wakiso district  

2. To assess the effects of performance appraisal on the performance of small scale enterprises in Wakiso 

district. 

3. To evaluate the influence of compensation plan on the performance of small-scale enterprises in Wakiso 

district  

Methodology 

Research design is a framework of methods and techniques chosen by the researcher to combine the various 

components of research in a reasonably logical manner so that the research problem is effectively addressed (A & 

Ahmed, 2019). The researcher used a cross-sectional research design during the study. The researcher used this 

design because he can compare different groups of the population at one point in time. A cross-sectional design is a 

type of observational study design in which the researcher measures the outcome and exposure in study participants 

simultaneously (Jallow et al., 2022). The study population included business owners and employees in Nansana 

Municipality. The study population included persons aged 18 and over. The National Population and Housing 

Census (NPHC) 2014 showed that Nansana Municipality has a total of 186 employees (Christopher, Moses, 

Muhindo and Nturanabo, 2022).  A sample size of 70 respondents was selected by the researcher from the field. This 

sample size was representative of the entire Nansana municipality. The researcher collected both qualitative and 

quantitative data using questionnaires and research interview guides. Quantitative data was collected using a 

structured questionnaire. Qualitative data were collected using an interview guide (Nafiu et al., 2012). 
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Questionnaires were used in data collection because respondents may take more time to answer at the appropriate 

time, thus providing more genuine responses (Nafiu et al., 2017). The researcher designed the questionnaires in 

accordance with the research objectives and distributed them to the various respondents of Nansana. Data analysis 

included editing, coding data entry into the computer, and verifying the accuracy of the data entered into the 

computer. Qualitative data was assessed and analyzed using content analysis, where a backup of analyzed numerical 

data was used according to key statements. Data analysis was done using SPSS & STATA in the form of frequency 

distribution tables, graphs and pie chart (Nelson et al., 2022). 

RESULTS 

Effects of Recruitment and selection on performance of small-scale enterprises  

Table 1: Effects of recruitment and selection on performance of small-scale enterprises  

Response  SA A NS D SD Total  

F % F % F % F % F % F % 

Recruitment is key in generating a 

pool of qualified applicants for 

organizational jobs  

36 51.4 32 45.8 2 2.8 0 0.0 0 0.0 70 100 

If carried out well recruitment and 

selection promote organizational 

advantage  

31 44.3 36 51.4 0 0.0 3 4.3 0 0.0 70 100 

Proper selection of employees in a 

source of effectiveness and efficiency 

in the organization  

28 40.0 32 45.8 2 2.8 6 8.6 2 2.8 70 100 

A source man power plan program 

logically follows a well-drawn up 

recruitment strategy  

37 52.9 29 41.4 1 1.4 3 4.3 0 0.0 70 100 

The quality of the organizational 

performance depends upon the quality 

of employee which is determined by 

the recruitment and selection strategy  

42 60.0 28 40.0 0 0.0 0 0.0 0 0.0 70 100 

Continued growth and development to 

an organization depends on its ability 

to recruit and select high quality 

personnel  

20 28.5 34 48.5 4 5.7 10 14.2 2 2.8 70 100 

Recruitment and selection help small 

scale enterprises to improve their 

24 4.2 30 42.8 0 0.0 12 17.1 4 5.7 70 100 
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human resources practices and 

organizational efficiency  

Source: Field Data 2023  

The table indicates that 51.4% strongly agree, 45.8% agree, 2.8% of the respondents are not sure yet none of the 

respondents disagree or even strongly disagrees with the point that Recruitment is a key In generating a pool of 

qualified applicants for organizational jobs (Christopher, Moses, Muhindo, & Komunda, 2022b), the table also 

indicates If carried out well, recruitment and selection promote organizational competitive advantage represented 

with the following statistics 44,3% strongly agree, 51.4% agree, 0,0% not sure, 4.3% disagree and 0,0% strongly 

disagree. Further still, the table above indicates that 28 (40.0%), strongly agree, 32(45,8%) agree, 2(2.8%) are not 

sure, 6 (8.6%) disagree and 2 (2,8%) strongly Proper selection of employees is a source of effectiveness and 

efficiency in the organization (Christopher, Moses, Muhindo, & Komunda, 2022a). The statistics also show that 

37(52.9%) strongly agree, 29(41.4%) agree, only 1(1.4%) is not sure, 3(4.3%) disagree and 0(0.0%) strongly 

disagree A sound man power plan program logically follows a well-drawn up recruitment strategy. The statistics for 

the points that the quality of the organizational performance depends upon the quality of employee which is 

determined by the recruitment and selection strategy are indicated as follows: 42(60.0%) strongly agree, 28 (40.0%) 

agree while none of the respondents was not sure or disagreed with the point. The statistics indicate further that 

20(28.5%) strongly agree, 34(48.5%) agree, 4(5,7%) not sure, 10(14.2%) disagree while 2(2,8%) strongly disagree 

Continued growth and development of an organization depends on its ability recruit and select high quality 

personnel (Racheal et al., 2023). Lastly, the table indicates that 24(34.2%) strongly agree, 30(42.8%) agree, 

12(17.1%) disagree, 4(5.7%) strongly disagree Recruitment and selection help small scale enterprises to improve 

their human resources practices and organizational efficiency.  

Table 2: The effects of performance appraisal on small scale enterprises  

Response  SA A NS D SD Total  

F % F % F % F % F % F % 

Performance appraisal is a method 

of evaluating the behaviour of 

employees in the work place  

43 61 27 38.5 0 0.0 0 0.0 0 0.0 70 100 

Performance appraisal is an 

important career development tool 

for manager and employees  

21 30 27 38.5 6 8.5 16 22.8 0 0.0 70 100 

Managers are able to identify 

training needs of the organizational 

employees through performance 

appraisal  

42 60 28 40 0 0.0 0 0.0 0 0.0 70 100 
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Performance appraisal is major tool 

in leadership development and 

succession planning  

9 12.8 13 18.5 7 10 24 34.2 17 24.2 70 100 

Performance appraisal is way of 

motivating employees of an 

organization  

20 28.5 32 45.7 4 5.7 6 8.5 8 11.4 70 100 

Performance appraisal promotes 

teamwork and cooperation  

46 65.7 24 34.2 0 0.0 0 0.0 0 0.0 70 100 

Source: Field Data 2023  

The statistics indicate that 43(61%) strongly agree, 27(38.5%) agree while non disagrees or is not sure about the 

point that performance appraisal is a method of evaluating the behaviour of employees in the work place. 21(30%) 

strongly agree, 27(38.5%) agree, 6(8.5%) not sure and 16(22.8%) disagree that Performance appraisal is an 

important career development tool for managers and employees (Christopher, Moses, Muhindo, & Nturanabo, 

2022). 20(28.5%) strongly agree, 41(58,5%) agree, 9(12.8%)disagree that Performance appraisal is a guide in 

identifying areas of strength among employees in the organisation. 42(60%)strongly agree, 38(40%) agree and none 

either disagree or is not sure about the issue that Mangers are able to identify training needs of the organizational 

employees through performance appraisal. 9(12.8%) strongly agree, 13 (18.5%) agree, 7(10%) are not sure, 

24(34.2%) disagree and 17(24.2%) strongly disagree that Performance appraisal is major tool in leadership 

development and succession planning. 32(45.7) strongly agree, 20(28.5%) agree, 4(5.7%) not sure, 

8(11.4%)disagree and 6(8.5%) strongly disagree that Performance appraisal is way of motivating employees of an 

organization. 46(65.7%) strongly agree, 24(34.2%) agree and non-disagree or is not sure that Performance appraisal 

promotes team work and cooperation (Winny et al., 2023).  

Table 3: The influence of compensation plan on performance of small-scale enterprises  

Response  SA A NS D SD Total  

F % F % F % F % F % F % 

Compensation is a way of 

eliminating or fighting conflicts in 

an organization   

22 31.4 20 28.5 2 2.8 12 17.1 14 20 70 100 

Excessive compensation costs can 

reduce an organizations 

competitiveness and its ability to 

provide jobs  

22 31.4 34 48.5 0 0.0 11 15.7 3 4.2 70 100 

Compensation is a motivation tool 

used by organizations  

48 68.5 20 28.5 2 2.8 0 0.0 0 0.0 70 100 
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Compensation promotes 

organizational growth through 

promoting efficiency and 

effectiveness  

22 31.4 18 25.7 4 5.7 12 17.1 14 20 70 100 

The essence of compensation is to 

attract and retain skilled man 

power in the organization  

32  45.7 31 44.2 0 0.0 7 10 0 0.0 70 100 

Compensation is used by 

organizations to base decisions like 

promotion, demotions, termination 

of contracts among others  

42 60 26 37.1 2 2.8 0 0.0 0 0.0 70 100 

Proper compensation reduces costs 

of supervision because it 

encourages self-driven operations 

among employees  

24 34.2 39 55.7 0 0.0 7 10 0 0.0 70 100 

Source: Field Data 2023  

According to the table, 28.5% strongly agree, 31.4% agree, 2,8% of the respondents are nots sure, 20% disagree and 

17.1% of the respondents strongly disagree that Compensation is a way of eliminating or fighting conflicts in an 

organisation. 31.4% strongly agree, 48.5% agreed, 15.7% disagree and 4.2% strongly disagree that Excessive 

compensation costs can reduce organisations competitiveness and its ability to provide jobs. The table then shows 

that 68.5% strongly agree Compensation is a motivation tool used by organisations, 28.5% agree, while 2.8% are not 

sure that Compensation is a motivation tool used by organisations.  

 

According to the findings in the table above 31.4% strongly agree, 25.7% agree, 5.7% are not sure about the 

statement compensation promotes organizational growth through promoting efficiency and effectiveness. However, , 

17.1% disagree while 20% strongly disagree with the fact that compensation promotes organizational growth 

through promoting efficiency and effectiveness.  

 

The table indicates that most of the respondents strongly agree that the essence of compensation is to attract and 

retain skilled man power in the organisation indicated statically as 45.7% and 44.2% respectively yet only 10.0% 

disagree with this statement. None of the respondents disagreed or even strongly disagreed with the fact that 

compensation is used by Organisations to base decisions like promotion, demotions, termination of contracts among 

others. However, the findings in the table above indicate that 60% strongly agree, 37.1% agree while only 2.8% 
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were not sure of this. In the table further, 34.2% strongly agree, 55.7% agree and only 10.0% disagree that Proper 

compensation reduces costs of supervision because it encourages self-driven operations among employees.  

Table 4: The relationship between human resource practices and organizational performance 

Is there a relationship between human resource practices and organizational performance of small-scale enterprises?  

Statement  Yes   No   

F % F % 

Is there a relationship between human resource practices 

and organizational performance  

66 94.3 4 5.7  

 

The table above indicates that most of the respondents supported the fact that there is a relationship between human 

resource practices and organizational performance. This is statistically indicated as follows: 94.3% respondents say 

yes there is a relationship while 5.7% say NO there is no relationship (Nelson et al., 2023). 

Conclusion  

Human resource management is key to all organisations that need to stand the taste of time mainly because despite 

the fact that technology is continuously growing and machines are replacing people in some instances, human beings 

still remain a vital part of any business and no organisation can survive without human beings. It takes humans to 

manage the new and increasing business technology so it hence important for all organisations to ensure that they 

put in place proper human resource management practices for a better performance of their organization.  

Recruitment and selection in any organization is a serious business as the success of any organization or efficiency 

in service delivery depends on the quality of its workforce who was recruited into the organization through 

recruitment and selection exercises, it is important for managers to understand the objectives, policies and practices 

used for selection (Christopher, Muhindo, & Nakalema, 2022). More importantly, those responsible for making 

selection decisions should have adequate information upon which to base their decisions, organization’s human 

resource policies and practices represent important forces for shaping employee behavior and attitudes. In view of 

the findings, the study suggests that in designing and instituting human resource practices criteria quality should not 

be compromised. Furthermore, given that organizational environment is ever changing, the management of the 

organisations or business firms is implored to constantly evaluate the workforce as much as they can.  

 

Performance appraisal comes with a lot of remuneration and package for both the employee and the organisation as 

a whole. However, it should not be overlooked that performance appraisal also has its shortcomings or negative 

effects towards the employees and the organization as a whole, though it seems that the positive effects outweigh the 

negative effects (Winny et al., 2023).  
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Recommendations  

Management of organisations should ensure that they put in place up to date human resource management practices 

that favor all members of the organization as this will yield positive results for the organisations and prevent the 

challenges that come up with poor human resource management practices.  Organizations can use employment 

agencies in the act of recruitment and selection but should be open to disclose the job description and responsibility 

to enable them select best suitable candidates for them.  It was also recommended that firms should consider 

employing through an active and committed employee recommendation as it enhances mentoring, monitoring, 

obedience and coaching among employees and thereby increase productivities of employees. It also makes work 

environment friendlier and more enjoyable as workers work with friends because employees refer others like them.  

The study also recommends that firms should recruit based on the capability of the candidates on performing the job 

responsibilities than consideration based on host community influences to ensure that effective candidate is 

employed to perform the specified duty effectively.  

Organisations should consider practicing Standardized performance assessments. Standardized performance 

assessments allow companies to aggregate, calculate and analyze results to show where performance is strong. 

These areas of strength then can serve as benchmarks and opportunities for sharing of best practices for other areas 

of the organization.  
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