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ABSTRACT

Performance appraisal has increasingly become part of a more strategic approach to integrating human
resource activities and may now be seen as a generic term covering a variety of activities through which
organizations seek to assess employees and develop their competence, enhance performance and distribute
rewards. The main objective of this study therefore, is to assess performance appraisal and job performance
of employees. The study adopted the survey research design. A total of 340 research subjects were drawn
from the target population using the Yaro-Yamani statistical formular. However, 302 copies of questionnaire
were returned upon which the data analysis was based. This represents 89 percent response rate. The
statistical mean and standard deviation were used to answer the research questions, while the statistical
tools of t-test and One Way Analysis of Variance (ANOVA) were used to test the three hypotheses formulated
for the study at 0.05 level of significance. Some of the findings show that: there is a significant relationship
between performance appraisal and employees commitment to work; and there is a significant relationship
between performance appraisal and employees motivation in tertiary institutions in Kogi Sate. The study
recommends among others that Performance appraisal of employees should be carried out based on the
adoption of the right performance appraisal technique by the ingtitutions to avoid bias and unfair appraisal
of employees.

Keywords: Performance Appraisal, Employee Performance dhadnce Feedback

INTRODUCTION

Human resources are the most vital resources inoaggnization and have played a significant role in
management and economic development in most damaglepuntries. Human resources development is the
process of investing in people so that they are @glipped to perform up to expectations. Thesegsses
are part of an overall human resource developmpptoach that hopefully may result in people being
motivated to perform better (Fakharyan, Dini, & R&rin, 2012). Human resources plan, coordinate an
control other resources (time, material, capited) 8 an appropriate form, and in order to achithegoals
and objectives of the organization. To ascertainetktent of achievement made requires the appaishe
employees performance.

Performance appraisal is defined as a processseksisig and communicating with employees on
how they can improve their performances (Giingéd120Employee assessment is a formal process to
measure and give feedback to them on their qusliberformances and recognition of their potetyidab
grow them in future (Nadeen, Naveed, Zeeshan,Qué&r@@urat, 2013). According to Dessler (2008),
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performance appraisal is evaluating an employeesg’ent and/or past performance relative to his er h
performance standards. Virtually, all organizatitlase some formal or informal means of appraishrrt
employee’s performance. Hence, performance agbrgigny process that involves setting work statsla
assessing the employees’ actual performance relativthose standards and; providing feedback to the
employee with the aim of motivating them to elim@aerformance deficiencies or to continue to pemfo
above par. There is also the need to measurectti@mance of the employees in an organizatiorrdteioto
promote efficiency.

Tertiary education has largely contributed in thevelopment of knowledge by providing an
enabling environment for innovation and the buigdof human capital that is required for a poterfuidlire
economy. There is need to evaluate staff performanachieve justice and equality among employees i
tertiary institutions in order to raise the entlagsn and competition among employees and to uncbeer
talent for the future (Nadeen et al, 2013). Reseaas shown that 100% of the institutions surveysed
individual annual performance appraisal, and @idee once in a year (Yugshina, 2014). Annual peréarce
appraisals enable management to monitor the itistitai standards, expectations and objectives arsge
whether delegation of responsibilities and tasksaamhieved. It also establishes individual trainiegds for
both male and female employees and enables imstituto identify training needs analysis and plagnin
a research conducted on Performance evaluatied:til tool for improving employees’ productivity@gun
State tertiary institutions, Obadele recommendex uke of technology skills and attributes whichl wil
develop both organizational and individual capébsi

In Kogi State University Anyigba and Federal Potyteic Idah, performance appraisal is done
annually in order to help them identify suggestesha for enhancement. Jims (2015) observed thadata
appraisal system consists of collection of datevlinch information is extracted from, then converietb a
real number called performance rating. Employesmitribution to an organization depends on the
evaluation of their ratings. Performance appraisablves an employee knowing what is expected af hi
and remain focused with the help of the supervitdls them how well they have done that motivates
employees toward the good performance. Therefonplayees, irrespective of the institutions they kyor
gender, qualification and experience, constituteeanber of an organization, hence, their performaressls
to be evaluated in order to improve on them, uridedstheir strengths, weaknesses, motivate them and
finally to improve on the efficiency and effectivss of the organizational objectives. The skillguared
depend largely on the level of qualifications angexience. Experience, in this study, is classifisdow,
moderate or high depending on the number yeard gp#re organization.

Virtually, every organization has performance eatihn process that is expected to accomplish a
number of important objectives with respect to homasources management. The major performance
appraisal method used in tertiary institutions iogKk State, particularly, the Federal Polytechniahidand
Kogi State University is the Graphic rating scallajch is a scale that lists a number of traits amdnge of
performance for each employee. The employee isghated by finding the score that best defineohtser
level of performance for each trait. This methddwaéd the management to tailor the rating scalefiect
the skills necessary to perform the duties of thiesjin the institutions. Others are checklist estun
method which consists of a series of performanastipns that are traditionally given the optioriyafs’ or
‘no’; and Narrative Essay method which allows th@luators to write an explanation about employee’s
strength and weakness points for improvement aetiteof evaluation time. These are the oldest aost m
widely used methods for performance appraisal. Miethods offer valuable opportunities to focus omkwo
activities and goals, to identify and correct @rigtproblems, and to encourage better future perdoce
(Dessler, 2008).

Daoanis (2012) noted that committed employeesdaartain bond with the organization, which, in
the positive form, makes them more willing to penfio In reality, there are numerous factors thatiarice
how committed employees are to a company or org#oiz It has been confirmed that the more autonomy
and responsibility that a job has, the less mormisrand dull that job also is and the more likbky worker
is to enjoy and feel fulfilled by the work. Thoseividuals who feel motivated, challenged and fatisin
their jobs are much more likely to be committectgiven work environment, company or organization.

Despite these enormous advantages; the methotissed on human assessment and are subject to
rater errors and biases. A good appraisal systeheisne devoid of raters’ bias (Okolocha, 2005 Tate
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of turnover and bad publicity about mismanagemeeates an impression that there is something wrong
with regard to service delivery, particularly inadwating job performance of employees. Most emgisy
especially junior staff do not really understan@ fhurpose and outcome of the performance appraisal
process. Employees’ assessment is done with coenfbetus on “person” personal “trait” which may
contribute to performance but are not measurestabhout-put. Moreso, heads of Department/Uniniost
cases were not trained on how to assess and giveshdeedback in evaluating process. As a result,
employees perceive performance appraisal as proalgdtair as employees will reciprocate by engagim
behavior which is outside their job role. Thes®htems hampered performance appraisal of office
employees and proper feedback from the raterstbfibetitutions under study.

In many Nigerian organizations, performance apptasviewed and conducted solely in terms of
its evaluative aspect thereby overlooking its usefdcilitating growth and development in workehnsaugh
training, coaching, counseling and feedback of aigpt information. Performance appraisal is acabrae
lesser role in Nigerian organizations as more ersighia given to selection, training, developmerd salary
administration (Banjoko in Asamu, 2013). This metra organizations are putting the cart beforehibrse
and are in turn stifling genuine individual and amggational growth. It would be inappropriate for
organizations to emphasize more on training withmaging special attention to performance appraisal
Armstrong (2012) writes that it is the outcome effprmance appraisal that would reveal trainingdsee

In organizations, especially tertiary institutiofsth the services of academic and non academic
staffs are employed to contribute to the overatdicess of the organization. But despite the fadt vhaous
studies have been conducted to assess performgpraisal and job performance of employees in
organizations, none has been carried in federgtg@aiinic Idah and Kogi State university where empés,
especially non academic staffs continue to shovsatisfaction after the appraisal exercise. This ha
therefore provoked this study on the effects assess of performance appraisal on job performance of
office employees (non academic staffs) in seletgadhry institutions in Kogi State, Nigeria.

STATEMENT OF THE PROBLEM

Organizational performance and its resultant efficy and effectiveness can only be achieved when
individuals are continuously appraised and evatualde inability of organizations to install an effive
performance appraisal strategy has hindered them &chieving competitive advantage which they nequi
more now than ever before. Appraisal processesfsea characterized by personal influences ocoasio
by organization’s preoccupation to use confiderdigbraisal system which hinders objectivity andrfess
(Asamu, 2013). Okolocha (2005) stated that improperformance appraisal exercise often affects the
productivity level of staff and in most cases magult to grudges, absenteeism, lateness to wotkiope
writing, job attrition, job dissatisfaction and kacf commitment to work.

Performance evaluation in Kogi State tertiaryitngons particularly, Federal Polytechnic Idatdan
Kogi State University is done annually and has besstricted to supervisors providing comments on
employee’s performance. In these methods, mostoyegs especially junior staff do not really undensl
the purpose and outcome of the performance evalugiiocess. Employees’ assessment is done with
complete focus on “person” personal “trait” whictayncontribute to performance but are not measufes o
actual out-put. More so, heads of Department/nihost cases were not trained on how to assesgiaad
honest feedback in evaluating process. As a resuitployees perceive performance appraisal as
procedurally fair as employees will reciprocatedmgaging in behavior which is outside their joterolThe
inability of these institutions to install an effee performance appraisal strategy has hinderethtfrom
achieving competitive advantage which they reqoicge now than ever before.

The employee reactions’ to appraisals is an impor@ondition to improve the employee’s
performance. Often organizations ignore manageimgobjectives, critical incidents to personal pdiges.
This is retrogressive as it affects the overallfgrenance of the individuals. Furthermore, emplsyer
sometimes feel pressurized to give a good appraisatder to avoid confrontation or any friction the
existent work environment. Hence, all these isst@abined to generate an unpleasant connotation and
criticism after the performance appraisal of emply in tertiary institutions in Kogi State. Thisudy
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therefore was carried out to assess the effectpediormance appraisal on job performance of office
employees in tertiary institutions in Kogi State.

OBJECTIVES

The major objective of this study is to asses<ffect of performance appraisal on job performarfoeffice
employees in tertiary institutions in Kogi Statepecifically the study sought to determine:

The extent to which performance appraisal enhaecgdoyees commitment to work in tertiary
institutions in Kogi State.

2. The extent to which performance appraisal feedieatiances job performance of office
employees in tertiary institutions in Kogi State.

3. The extent to which performance appraisal endmemployees motivation on the job in
tertiary institutions in Kogi State.

RESEARCH QUESTIONS

1. To what extent does performance appraisal enhampdoyees commitment to work in tertiary
institutions in Kogi State?

2. To what extent does performance appraisal feedealsnce job performance of office employees
in tertiary institutions in Kogi State?

3. To what extent does performance appraisal enhaoti®ation on the job in tertiary institutions in
Kogi State?

HYPOTHESES

The following null hypotheses were formulated tadguthe study and were tested at 0.05 level of

significance.

1. Male employees do not differ significantly from falm employees in their mean ratings of the role
of performance appraisal on employees commitneewtrk in tertiary institutions in Kogi State.

2. Low experienced employees (1-5years), moderateriexmed employees (6-10 years )and high
experienced employees (above 10 years) do not diffaificantly in their mean ratings of the role
of performance appraisal on performance apprésalback of office employees in tertiary
institutions in Kogi State.

3. University employees do not differ significantlyim polytechnic employees in their mean ratings

of the role of performance appraisal on motivatéstaff in tertiary institutions in Kogi State.

LITERATURE REVIEW

Literatures relevant to the topic under study aitécally reviewed to provide a good basis for ureianding
of this research work.

PERFORMANCE APPRAISAL

According to Cardy and Leonard (2011), Performaaggraisal may be defined as a structured and formal
interaction between a subordinate and supervisat,usually takes the form of a periodic intervi@mnual

or semiannual), in which the work performance @f snbordinate is examined and discussed, withva tde
identifying weaknesses and strengths as well asrtppties for improvement and skills developmeir.
many organizations, appraisal results are usedigreitlirectly or indirectly, to help determine redar
outcomes. That is, the appraisal results are usé@tkntify the better performing employees who stiget

the majority of available merit pay increases, lsms,) and promotions. Employee performance reviens c
be one of the best tools to boost performance, ong@morale and increase productivity. When done
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properly, performance appraisal is an effectivapiag tool for managers and provides important fee#
to employees.

Performance appraisal usually reviews past actamtsbehavior and so provide an opportunity to
reflect on past performance. But to be succestfel; should also be used as a basis for makind a@went
and improvement plans and reaching agreement abbat should be done in the future. Manoharan,
Muralidharan and Deshmukh (2009) posited that perémce appraisal is an important management tool to
assess employee®fficiency in the workplace. Performance appraisalntended to engage, align, and
coalesce individual and group effort to continuathprove overall organizational mission accompligtmtn
(Cardy and Leonard, 2011). In some organizatiopprasal results may be used to determine relative
rewards in the firm, who should get merit pay irs®s, bonuses, or promotions. Similarly, appraesallts
can be used to identify the poorer performers whg require some form of counseling, demotion, désali
or decreases in pay.

Armstrong (2012) pointed out that performance ajgat often includes performance management
system. Performance management systems manageligmdall the organization’s resources in order to
achieve the highest possible performance. AccortbnBessler (2008), performance management involves
determining the strategic objective, establishisgm goals, developing plan of performance , anadytte
performance (by using appraisal system) identifyiegd of development and assigning rewards.

Performance appraisal plays a key role to measheeemployee’s performance and help the
organization to check the progress towards theetbgjoals and objectives (Platts & Sobotka, 20M@w
organizations are using performance appraisal stsategic approach by coordinating the human resour
functions and business policies. They are focusimgt as it is a broad term covering number of\étatis
like examining employees, improving abilities, mtaining performance and allocating rewards
(Muhammad, 2013). Performance appraisal helps atigividual goals and objectives with the orgatiaa
goals. The system engages, motivates employeeshaneby directs them towards achieving the strategi
goals of the organization (Boachie-Mensah, 2011).

EMPLOYEE PERFORMANCE

In the organizational context, performance is ugudefined as the extent to which an organizational
member contributes to achieving the goals of thgawization. Employees are a primary source of
competitive advantage in service-oriented orgaigmat(Luthans & Stajkovic; Pfeffer, in Asamu, 201B)
addition, a commitment performance approach viempleyees as resources or assets, and values their
voice. Employee performance plays an important réde organizational performance. Employee
performance is originally what an employee doeda®s not do. Performance of employees could include
quantity of output, quality of output, timelinessautput, presence at work, cooperativeness (Gyragiirl).
Boachie-Mensah (2011) posited that improved indiagld employee performance could improve
organizational performance as well.

From Jabeen’s (2011) points, employee performaocdéd be defined as the record of outcomes
achieved, for each job function, during a specifiediod of time. If viewed in this way, performanis
represented as a distribution of outcomes achiewad performance could be measured by using atyarie
parameters which describe an employee's pattgperédrmance over time. On the other hand, Fakhagyan
al (2012) stated that employee's performance iatiag system used in many corporations to decige th
abilities and output of an employee. To concluateployee performance could be simply understoaties
related activities expected of a worker and howl wedse activities were executed. Then, many bssine
personnel directors assess the employee perfornudrezeh staff member on an annual or quarterlisbas
order to help employees identify suggested areasnforovement.

The concepts of performance are studied throughuatran of overall performance and the
management of the performance. The evaluation dbipeance is the process classifying certain outeom
within a definite timeframe (Jims, 2015). Moreovidre axiom, 'If you cannot measure it, you cannahage
it,’ underpins the rationale for organization hagvim completed and comprehensive performance
measurement system such as the Balanced Scorecatatab quality performance management. This
approach connects measures throughout an orgamzatitranslate high level objectives into lowevele
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activities. Then, measures are imposed on indiViguaployees to monitor their performance of these
activities (Platts & Sobotka, 2010). Performandeeda need to be unambiguous, clearly explainekvant
to the work tasks undertaken by employees and zaiblie. The criteria should not include factors bre/the
control of the individual employee.

An appraisal system should have a clear senseefdtidin, honest and meaningful feedback. There
should be immediate and honest reinforcement astabitild give an opportunity for employees to pitite
in setting the goals and standards for performahhbe.aim of every appraisal system must be to aftow
continuous communication between management amtig¢esaabout job performance and should be geared
for the total improvement of the organization asviaole. It is important that the appraisal system be
consistent and that appraisal results be assessedyzed and reviewed to classify competencies and
development needs across all departments. Perfoaragppraisal emphasizes on the performance vagiable
not on personal traits (Daoanis, 2012).

PERFORMANCE FEEDBACK

Performance feedback is a critical component opetformance management systems. It can be dedised
information about an employee's past behaviors reitipect to established standards of employee lhav
and results. Effective performance feedback is liimgpecific, behavioral in nature, and presentgdab
credible source. The goals of performance feedbhaelto improve individual and team performanceyel

as employee engagement, motivation, and job setiisfe(Aguinis, 2009). Performance feedback is afie

in changing employee work behavior and enhancedoge job satisfaction and performance (Babhrija,
Herzegovina & Mirela, 2012). On the other handisihecessary to analysis and understand the feledbac
which is always ignored in its complexities. Feedbaay improve performance under some conditions.
However, in other conditions, feedback may not ictpperformance or even prove detrimental to
performance (Shubhangi, Priyanka & Pratibha, 20A2%ording to this perspective, it further indicathat

a number of factors, including characteristicshaf teedback source and message, and timing issuksas
the amount and frequency of feedback employeesveztattitudinal outcomes of feedback.

Cardy and Leonard (2011) pointed out that the nadim of the feedback system is to inform the
employee about the quality of his or her perfornearttowever, the information flow is not exclusivege
way. The appraisers also receive feedback fromethployee about job problems, etc. Supervisors shoul
use performance appraisals periodically — at lgaatterly — to assess employee performance andgs®g
Performance appraisals are a compilation of empl@@formance information and are useful discussion
starters. Supervisors should provide feedbackrtpl@yees regularly - not just in the annual perfance
appraisal. Employees like regular feedback andftatteve supervisor takes time every day for empkoy
feedback. Supervisors become more comfortable fegtback, get better at giving feedback, and camle
to nip problems before they become big. Supervisarsimprove performance appraisals by involving th
employee in the discussion all year long. Thendtfieial performance appraisal day is just an esien of
the normal performance discussion.

METHODS

The survey research design was employed in thisarek. The design was applied because according to
Saunders, Lewis and Thornhill (2009), a surveygtesilows the collection of a large amount of daten
sizeable population in a highly economical way liguiavolving the use of questionnaire administeetda
sample. The focus group is non academic staffsatfi IState University, Anyigba and Federal Polytéchn
Idah, Kogi State. A sample size of 340 was usedodwd total population of 2718 based on judgmental
Sampling. The Yaro-Yamani statistical formular wagplied in the determination of sample size. A
structured questionnaire containing 15 items irdhsections A, B, and C was used for the datactmie
The research instrument was subjected to face anigat validity. Two experts from Kogi State unisigy
Anyigba and two from The Federal Polytechnic Idigbgi State validated the instrument. To estimat th
reliability of the research instrument employed data collection, the instrument was administerede to

the respondents numbering twenty. Three researsistasts aided this process and also carried aut th
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second administration two weeks after the firstreise and the results were correlated using thdymts
moment correlation approach with the result ar82 which means that the instrument was relidkiece
Hundred and Forty (340) questionnaires were adieir@d personally by the researchers with the hélp o
their professional colleagues in the institutiofisis assisted to achieve 89% response rate as hhretred
and two copies were duly completed and retrievElde researcher employed appropriate statisticdd foo
data analysis. The statistics mean and standaidtgvto answer the research questions, the titafisools

of t-test and One Way Analysis of Variance (ANOMAgre used to test the three hypotheses formulated f
the study at 0.05 level of significance. The dexcigiule was to accept the null hypothesis if thewdated t-
value is less than 0.05 level of significance. @ifige the null hypothesis was rejected. The dewisile for
the research question was that mean scores ardhstiiagleviation > (below) 3.50 and 1.50 is regamaetbw
extent, mean scores > 3.75 and standard deviatibiT5> is moderate extent and mean scer8s75 and
standard deviation of 1.75 considered high extent.

Section A
Table 1: Demographic Profile of Respondents
S/No. Variables Option Frequency Percentage (%)
1. Age (in years) 18-34 84 28%
Above 34 — 44 116 38%
Above 44 — 54 57 19%
Above 54 45 15%
Total 302 100%
2. Gender Male 163 54%
Female 139 46%
Total 302 100%
3. Religion Christian 124 41%
Islam 160 53%
Others 18 16%
Total 302 100%
4 Marital Status Single 107 36%
matrried 191 60%
Divorced 7 2%
Widowed 5 2%
Total 302 100%
5. Employment Status Management 5 2%
Senior 111 37%
Junior 186 61%
Total 302 100%
6. Length of service (In 1-5 166 55%
year) 6-10 78 26%
Above 10 years 58 19%
302 100%
7. Academic Primary 38 13%
Qualification Secondary 81 27%
Tertiary 172 57%
Others 11 4%
Total 302 100%
8 Institution University 160 53
Polytechnic 142 a7
Total 302 100
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Information on Table $hows that most of the respondents fall betweeagles 35 — 44 years, with
a total of 84 (38%), 84 respondents (28%) are betwtbe ages 18 — 34 years, 57 respondents (19% fall
between the ages 45 — 54 years while 45 respon(lis#s) are of the ages 55 years and above.
The genders of the respondents’ shows that mateofespondents are male with 163 (54%) while femal
are 139 (46%). Moreso, the religious backgroundwshthat 160 (53%) are Islam, 124 (41%) are of the
Christian Religion while 18 (16%) are of other g&din. The Table also shows that most of the respotsd
are married with 191 (60%), 107 (36%) are widowElde employment status of the respondent shows that
junior staffs are with 186 (61%) while others aeaisr 111 (37%) and management staff 5 (2% respedyti
Again, the table shows that most of the respondeeate spent between the period 1- 5 years with(35%)
while others have spent 6 — 10 years 78 (26%) angears and above 58 (19%), the academic quaiditat
of the respondents shows that, most of them hatanat higher qualifications with 172 (57%), and
Secondary Education with 81 (27%), primary educa88 (13%), and their academic qualifications 1%)4
respectively.Finally, 160 (53%) of respondents are university employe&ilewl42 (47%) are from
polytechnic. Therefore, it can be concluded thastnod the respondents are from the university.

RESULTS

Research Question 1

To what extent does performance appraisal enhanpéogees (non academic staff) commitment to work in
tertiary institutions in Kogi State?

Table 2: Respondents’ mean scores and standard dation on the extent performance appraisal
enhance employees’ commitment to work

S/N  Variables on commitment to work Mean SD Remark

1 Attitudes toward assigned task 3.90 1.71 Modersient

2 Quality of services rendered 3.84 1.68 Moderatergxt

3 Punctuality and attendance 3.82 1.67 “

4 Skills and ability 4.01 1.75 High extent

5 Drive and initiative 3.93 1.72 Moderate extent
Grand Total 3.9C 1.71  Moderate exten

The data in Table 2 shows that items such as déstiuoward assigned task, quality of service
rendered, punctuality, and drive and initiativehuitean scores between 3.82 to 3.93 fall withinrtimge of
moderate extent while item number 4 (skill andigbilhad high extent with a mean score of 4.01.e Th
grand mean is 3.90 and the standard deviatiorvik 1This indicates that performance appraisal maidsy
enhances employees’ commitment to work in tertiasgitutions in Kogi State.
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Research Question 2

To what extent does performance appraisal feedbalsiince job performance of office employees inatigrt
institutions in Kogi State?

Table 3: Respondents’ mean scores and standard dation on the extent performance appraisal feedback
enhances job performance of office employees

S/N Variables on performance appraisal feedback Mean SD Remark

6 Administrative capabily 3.82 1.67 Moderate extel

7 Training and expertise 3.89 1.70 "

8 Enthusiasm in job performance 3.30 1.45 Low extent

9 Motivation in job performanc 3.97 1.74 Moderate extel

10 Loyalty to the institution 3.68 1.62 Low extent
Grand Total 3.73 1.63 Moderate extent

Data in Table 3 reveals that item numbers 6,7,%fall within the range of moderate extent, while
item numbers 8 and 10 fall within low extent. Witte grand mean of 3.73 and standard deviation6, it
could be concluded that performance appraisal fsgddhas moderately enhances job performance afeoffi
workers in Kogi State.

Research Question 3

To what extent does performance appraisal motinatiothe job in tertiary institutions in Kogi State
Table 4. Respondents’ mean scores and standardwdation on the extent performance appraisal
enhances employees motivation

S/IN Variables on performance appraisal on motivatn  Mean  SD Remark

11 Industrial harmony 4.07 1.78 High extent

12 Job satisfaction 3.81 1.67 Moderate extent

13 Job security 3.88 1.70  Moderate extent

14 Increased commitment to job and responsibility 4.091.79 High extent

15 Increased productivity and output 3.96 1.73 Modesttent
Grand Total 3.96 1.74 Moderate extent

The data in Table 4 reveals the extent of perfoceappraisal in enhancing employees motivation.
Industrial harmony and increased commitment togjoth responsibility had mean scores which fall withi
the range of high extent while job satisfactiofn, gecurity and increased productivity and output tme@an
scores which fall within the range of moderate eitelence, with grand mean score of 3.96 and stdnda
deviation of 1.74, it could be concluded that perfance appraisal moderately enhance employees
motivation in tertiary institutions in Kogi State.
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TEST OF HYPOTHESIS
Hypothesis 1

Male employees do not differ significantly from fal® employees in their mean ratings of the role of
performance appraisal on employees’ commitmentdkun tertiary institutions in Kogi State.

Table 5: t-test analysis for employees in tertiarynstitutions in Kogi State on the role of performarce
appraisal on employees’ commitment to work as a redt of gender (Male and Female)

Variables N Mean SD df t-cal t-tab Remark
(Gender)

Male 163 1.96 0.86 301 1.95 1.96 Accepted
Female 139 1.94 0.85

The data in Table 5 of the t-test analysis show tite t-cal value of 1.95 is less than the t-caitic
value of 1.96 at 0.05 level of significance and 8@free of freedom. Hence, the null hypothesis rtiee
employees do not differ significantly from femalen@oyees on the role of performance appraisal on
employees’ commitment to work in tertiary instituts in Kogi State was accepted.

Hypothesis 2

Low experienced employees (1-5years), moderateriexued employees (6-10 years ) and high experience
employees (above 10 years) do not differ signifiigein their mean ratings of the role of performanc
appraisal on performance appraisal feedback afeoffmployees in tertiary institutions in Kogi $tat

Table 6: One-Way Analysis of Variance (ANOVA) for he mean differences between low experienced,
moderate experienced and high experienced employeafsthe role of performance appraisal on
performance appraisal feedback of office employeas tertiary institutions in Kogi State.

Sources of variance SS df Ms f-cal f-crit Level of Inference
Significance

Between groups 88 4 5.3 46.2 5.86 0.05 Rejectec

Within groups 14.9 35 49

Total 23.7

With 4 and 53 degree of freedom at 0.05 leveligrificance from the ANOVA statistical analysis,
the critical value is 5.86, guided by the decisimt to accept the null hypothesis if F-cal is geedhan the
F-critical value or otherwise accept the resultn§ldering the fact that f-cal of 46.2 is greatearththe
critical value of 5.86, the null hypothesis is tgl. It can therefore be concluded that low expeed,
moderate experienced and high experienced emplaljffes significantly in there mean ratings on tiude
of performance appraisal on performance appraesadtfack of office employees in tertiary institudn
Kogi State.

Hypothesis 3

University employees do not differ significantlypfn polytechnics employees in their mean ratinghef

role of performance appraisal on employees’ mativei tertiary institutions in Kogi State.
Table 7: t-test analysis for employees in tertianyinstitutions in Kogi state on the role of performarce appraisal on employee
motivation as a result of institutions (Universityand Polytechnic)

Variables N Mean SD df t-cal t-tab Remark
(Institutions)

University 160 1.99 0.87 300 1.07 94l Accepted
Polytechnic 142 1.97 0.86

64



International Journal of Public Administration and Management Research (IJPAMR), Vol. 3, No. 4, Septdrer,
2016. Website: http://www.rcmss.com. ISSN: 2350-32 (Online) ISSN: 2346-7215 (Print)
C.C. Okolocha & Baba, E.I.., 2016, 3(4):55-67

Data in Table 7 of the t-test analysis showed tiet-cal value of 1.07 is less than the t-critiaue of
1.96 at 0,05 level of significance and 300 degrefemdom. Hence, the null hypothesis is accepitis
implies that university employees do not differ refigantly on the role of performance appraisal on
employees’ motivation in tertiary institutions irolfi State.

DISCUSSION

The discussion of results obtained from the pregiemt and analysis of data for the study are ptesen
below.

The results of the findings in Table 2 indicatettparformance appraisal moderately enhances
employees’ commitment to work in tertiary instituts in Kogi State. This is because the data in ekabl
shows that all the items such as attitudes towasdggned task, quality of service rendered and tpatity
were of moderate extent while skill and ability Hagh extent. The test of hypothesis revealsttherte is no
significant different between male and female erypds as a result of gender type. The outcomeisf th
study tends to agree with the findings of Fakharghal (2012), who observed that that those iddiais
who feel motivated, challenged and satisfied inrtjubs are much more likely to be committed toieeg
work environment, company or organization. Simjiabaoanis (2012) noted that committed employeek fe
a certain bond with the organization, which, in plositive form, makes them more willing to perform.

The findings of the study on performanpgraisal feedback in Table 3 reveals that item remnié
(administrative capability); 7 (training and exjge); and 9 (motivation in job performance) fallthin the
range of moderate extent, while item numbers 8h(eiasm in job performance) and 10 (loyalty to the
institution) fall within low extent. It could be ocluded that performance appraisal feedback moelgrat
enhances job performance of office workers in K&gate. The test of hypothesis reveals that Low
experienced employees, moderate experienced engdoymnd high experienced employees differ
significantly in their mean ratings on the rolepefrformance appraisal on performance appraisabfegdof
office employees in tertiary institutions in Kogia&. Agreeing with these facts, Bahrija et al @01
observed that performance feedback is effectivechianging employee work behavior and enhances
employee job satisfaction and performance. Supanwvisan improve performance appraisals by involving
the employee in the discussion all year long.

The findings of the study on performancerajgal on employees motivation in Table 4 showsg tha
industrial harmony and increased commitment togall responsibility had mean scores which fall withi
the range of high extent while job satisfactiorh gecurity and increased productivity and output meean
scores which fall within the range of moderate ektélence, with grand mean score of 3.96 and stdnda
deviation of 1.74, it could be concluded that perfance appraisal moderately serve as an essentidior
promotion exercise in tertiary institutions in Ko§tate. This study is in line with Glngér (2011)owh
revealed that performance appraisal forms the fatiol for many human resources functions, effebtive
setting the standards to drive recruiting effoatsd it is customary to use these criteria in hirjp@moting,
evaluating and equitably compensating employeed, farming the basis for many employee training
programmes. Giingér (2011) in addition said thatpeodicity of performance appraisal is to a laeffect
a determining factor on promotion exercise in agaaization.

CONCLUSION

The paper revealed that performance appraisal @agmgnificant role in employee productivity. Ths
because if a fair performance appraisal is cardet] it will go a long way to improve the morale of
employee’s thereby reducing industrial disharmong ancreasing harmonious working relationshiphia t
organization. Furthermore, sustaining and developiroé employees is pivotal to productivity throutsir
reporting and feedback system. From the empiricétlemce in this paper, the research shows that
performance appraisal plays a significant role mhmascing employees productivity. Therefore, it den
concluded that performance appraisal creates ravrerfiployees periodic feedback and reporting tosvard
ensuring enhanced productivity. The study has detnated that the adoption of the right performance
appraisal technique in the organization was foanidiprove workers’ performance and commitment.
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RECOMMENDATIONS

Based on the premise of these findings the follgwacommendations are made to enhance produdcindy
providing conducive work atmosphere in Nigeriantibey institutions:

1. Performance appraisal of employees should be dani¢ based on the adoption of the right
performance appraisal technique by the institutioavoid bias and unfair appraisal of employees.

2. The training needs of raters being identified tigtoyerformance appraisal should be vigorously
and timely addressed by adequately training theth wiodern techniques of rating periodically
through organized workshops, debate and seminar.

3. The institution should strictly follow the organiimmal blue-print for reward system so as to
encourage the employees.

4. There should be periodic training of employeeseimis of seminars and conferences so as to keep
the employees acquainted with the fact that perfmiga appraisal exercise should not be seen as
ingestion but rather as a means of developing thel@ee in his job with the intention of
strengthening the strong points of the employeeematbling him to improve on his weak point
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