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ABSTRACT
This study examines an effects of performance appraisal policy on employee performance. Faced with the problem of being considered as simply administrative in nature, quite mechanical, ineffective and serve no purpose to improvement of employee performance, the study was guided by the following objectives; I. To assess the effect of appraisal feedback on employee performance at GTCO II. To understand the impact of performance appraisal process on employee performance at GTCO and III. To examine the influence of performance appraisal goals on employee performance at GTCO.
 The study employed descriptive and explanatory design. Primary and secondary data sources were used and data was analyzed using statistical package which was presented in frequency tables and percentage. The respondents under the study were 30 employees of GTB Kwara state Main Branch. The study findings revealed that there is a significant impact [performance appraisal policy] has on [employee performance]. Linear regression significant at 0.05 level (2-tailed), 0.00 indicates the significance of interaction between two variables an indication that the significant is under the range of 0.0 and 0.05.
 The study found a strong relationship between performance appraisal policy and employee performance. Key recommendations include establishing clear, measurable goals, providing regular feedback, linking compensation and rewards to performance, offering training and development opportunities, and involving employees in the process. Managers should provide both positive and constructive feedback, and managers should link compensation and rewards to employee performance. Employees should also have the opportunity to provide feedback on their performance, share career goals, and contribute to the appraisal process, boosting engagement, commitment, and motivation.
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CHAPTER ONE
INTRODUCTION
1.1	Background to the Study
The best asset for almost all companies is their human resources. These surpass in value and relevance compared to physical assets, i.e., buildings, land, equipment, and vehicles (Anstey et al., 2017). To allow organizations to achieve a competitive advantage over rivals around the world, employees play a very crucial role (Oaya et al., 2017). Employees' performance identifies the company's success; conducting employee performance appraisals should be done appropriately and regularly in a bid to enhance the quality of work, reduce employee dissatisfaction, and decline in work performance (Shrestha, S., & Chalidabhongse, J., 2006).
According to Obeidat et al. (2014), performance appraisal plays a role that is important in employee training and development and can be used to determine and initiate the process of providing relevant training and development in their study.
 Mwema and Gacunga (2014), discovered that performance appraisal allows identification of training needs for personnel and accordingly company is able to provide the needed training therefore helping employees achieve their performance targets.
Performance appraisal is claimed to be the ongoing process of assessing employee performance (Aguinis, 2009). Appraising the performance of individuals, teams and organizations is a typical practice of all societies. In some instances, these appraisals processes are organized and formally approved, in other instances they are an informal and essential part of daily tasks according to Foss, (2007). Traditionally it included documentation and communication of performance between staff members and their supervisors. Currently, the process was formalized and there is some seriousness that accompanies the procedures including record keeping for future purpose (Judy 2015).
According to Ochoti, Maronga & Muathe, et.al (2012) the employee performance appraisal feedback procedure, the correlation between the manager and the managed along with the rating accuracy enhances the employee performance effectiveness. The study recognized that if the implementation process has taken appropriately, it has a reasonably high influence on the employee performance. Begum, et.al (2015) also ensure that employee performance is established by factors like accuracy of the rating, its perceived fairness and the communication between the appraiser and the appraisee.
Employee reactions to appraisal in regards to perceived employee fairness, accuracy, and recognition are essential parts of appraisal efficiency since these perceived employee responses can force employees to improve their performance (Taylor, Tracy, Renard, Harrison and Carroll 2015). That is, performance evaluation serves as a way for providing feedback that can lead to improved performance (Tornow, 2013). Research in performance appraisal has shown that performance appraisal characteristics (such as appraisal purpose and source) can elicit positive employee responses to performance appraisal and, which then, can inspire employees to improve their performance (DeNisi and Pritchard, 2016).
In general, we can say performance appraisal is a method of evaluating the actions of employees in the work area, typically consisting of both the quantitative and qualitative aspects of job performance. Performance here describes the level of achievement of the tasks that make up an individual's job. It suggests how well an individual is fulfilling the job demands. Often the term is confused with effort, however performance is always measured in regards to results and not efforts. For that reason, with the help of the performance appraisal one can assess, determine gaps, suggesting improvements and rewarding good behavior in addition to exceptional performance of the other party.
1.2	Statement of the Problem
Global economy has required companies to emphasize on transparency, accountability and efficiency to improve performance (Bouckaert & Halligan, 2006; O'Toole & Meier, 2015). One crucial factor to staff performance is organization objective achievement and for employees to be considered successful, they are required to achieve their performance objectives. (Campbell, 1990). According to Armstrong (2009) managing performance is the means of improving results within an agreed certain period while maintaining the organization standards and competency. McDougall and Levesque (1999) clarified that poor service delivery will lead to loss of confidence by the customers that are not satisfied and they will therefore end up seeking for alternatives. Performance appraisal is prevalent and it is possibly an essential tool for companies to make the most of their employees (Armstrong and Baron, 2005). While performance appraisal is applied to a cross section of employees and in different levels, sometimes they are considered as simply administrative in nature, quite mechanical, ineffective and serve no purpose to improvement of employee performance as reported by (Torrington et al., 2011). Critiques argue that performance appraisal is not a really dependable tool to determine employee and organizational performance. That regardless of, performance appraisal system is thought about efficient enough and seem to be achieving good results for organizations (Dauda & Luki, 2021).
Empirical studies in performance evaluation have revealed that employee performance on organizations can be improved with efficient performance appraisals. On the other hand, empirical study's findings from some scholars have doubted whether performance appraisal brings about employee performance. The differences in literatures on performance appraisal and employee performance therefore create gaps that require further empirical investigation. Thus, the study seeks to examine the relationship between performance appraisal and employee performance in organizations by using GTCO as a case study.
1.3	Objectives of the Study
	The main objective of this study is to study the effect of performance appraisal on employees’ performance in organizations using GTCO as a case study. The specific objectives therefore, listed below;
i. To assess the effect of appraisal feedback on employee performance at GTCO
ii. To understand the impact of performance appraisal process on employee performance at GTCO
1.4	Research Questions
	In order to address the stated research objectives, the following research questions were developed:
i) What is the effect of appraisal feedback on employee performance at GTCO?
ii) What is the impact of performance appraisal process on employee performance at GTCO?
1.5	Research Hypotheses
	The following research hypotheses were tested in this study:
i) Appraisal feedback has no significant effect on employee performance at GTCO
ii) Performance appraisal process has no significant impact on employee performance at GTCO.
1.6	Significance of the Study
The results obtained from this study will generate insight that can assist programmes in developing effective performance measurement strategies for it will enable the organization to identify and develop guidelines that will enhance effective staff appraisal that will improve staff performance.
To the government the study will help in policy formulation in regardless to performance measurement in public institutions and will provide input when drafting the framework for consolidated regulation on staff appraisal.
The findings will act as a reference point to other researchers in the same field thus facilitating their studies. To academicians and scholars, the study findings will be beneficial to forming the basis for future research on the subject, providing a critical examination of the field. The findings of this study will provide important information to future researchers interested in this area with references and relevant literature to complete their research work.
Furthermore, the study will serve as a spring board to those who want to delve much into human resource planning and development. Finally, this will give fore knowledge to management of other organizations before embarking on human resource planning and development.
1.7	Scope of the Study
The study on the effect of performance appraisal on employees’ performance in organizations used GTCO as a case study. Therefore, the researcher sampled employees in all level of management and non-management staff in three GTB branches in Kwara state in providing needed information.
1.8	Definition of Terms
Performance Appraisal: is a measurement of work and its results by using the scale and index so that we can measure the desired quantity and quality with precision and free of personal judgments and vague criteria of evaluation. Measurement of an activity is done by activity and comparison of its results with a criterion that we can evaluate the desired quantity and quality precisely. Performance is the way through which employees perform their duties and the evaluation is judging the performance of employees (Scott, 2009).
Employee Performance: is job related activities expected of a worker and how well those activities were executed. Performance criteria are standards for employee behavior at work. These criteria contain much more than how an employee does the work. Employees are rated on how well they do their jobs compared with a set of standards determined by the employer.
Feedback-formal (such as weekly tally sheets of sales) and informal (such as brief discussions between a manager and an employee) ways for a manager to stay in touch with staff members.








CHAPTER TWO
LITERATURE REVIEW
2.1	Conceptual Review
2.1.1	Concept of Performance Appraisal
According to Cardy & Leonard (2011), Performance appraisal may be defined as a structured and formal interaction between a subordinate and supervisor, that usually takes the form of a periodic interview (annual or semiannual), in which the work performance of the subordinate is examined and discussed, with a view to identifying weaknesses and strengths as well as opportunities for improvement and skills development. In many organizations, appraisal results are used, either directly or indirectly, to help determine reward outcomes. That is, the appraisal results are used to identify the better performing employees who should get the majority of available merit pay increases, bonuses, and promotions. Employee performance reviews can be one of the best tools to boost performance, improve morale and increase productivity. When done properly, performance appraisal is an effective planning tool for managers and provides important feedback to employees.
Performance appraisal usually reviews past actions and behavior and so provide an opportunity to reflect on past performance. But to be successful, they should also be used as a basis for making development and improvement plans and reaching agreement about what should be done in the future. Manoharan, Muralidharan and Deshmukh (2009) posited that performance appraisal is an important management tool to assess employees‟ efficiency in the workplace. Performance appraisal is intended to engage, align, and coalesce individual and group effort to continually improve overall organizational mission accomplishment (Cardy and Leonard, 2011). In some organizations, appraisal results may be used to determine relative rewards in the firm, who should get merit pay increases, bonuses, or promotions. Similarly, appraisal results can be used to identify the poorer performers who may require some form of counseling, demotion, dismissal or decreases in pay.
Armstrong (2012) pointed out that performance appraisal often includes performance management system. Performance management systems manage and align all the organization’s resources in order to achieve the highest possible performance. According to Dessler (2008), performance management involves determining the strategic objective, establishing team goals, developing plan of performance, analyzing the performance (by using appraisal system) identifying need of development and assigning rewards.
Performance appraisal plays a key role to measure the employee’s performance and help the organization to check the progress towards the desired goals and objectives (Platts & Sobotka, 2010). Now organizations are using performance appraisal as a strategic approach by coordinating the human resource functions and business policies. They are focusing on it as it is a broad term covering number of activities like examining employees, improving abilities, maintaining performance and allocating rewards (Muhammad, 2013). Performance appraisal helps align individual goals and objectives with the organization goals. The system engages, motivates employees and thereby directs them towards achieving the strategic goals of the organization (Boachie-Mensah, 2011).
2.1.2	Concept of Employee Performance
In the organizational context, performance is usually defined as the extent to which an organizational member contributes to achieving the goals of the organization. Employees are a primary source of competitive advantage in service-oriented organizations (Luthans & Stajkovic; Pfeffer, in Asamu, 2013). In addition, a commitment performance approach views employees as resources or assets, and values their voice. Employee performance plays an important role for organizational performance. Employee performance is originally what an employee does or does not do. Performance of employees could include: quantity of output, quality of output, timeliness of output, presence at work, cooperativeness (Güngör, 2011). Boachie-Mensah (2011) posited that improved individual employee performance could improve organizational performance as well.
From Jabeen’s (2011) points, employee performance could be defined as the record of outcomes achieved, for each job function, during a specified period of time. If viewed in this way, performance is represented as a distribution of outcomes achieved, and performance could be measured by using a variety of parameters which describe an employee's pattern of performance over time. On the other hand, Fakharyan et al (2012) stated that employee's performance is a rating system used in many corporations to decide the abilities and output of an employee. To conclude, employee performance could be simply understood as the related activities expected of a worker and how well those activities were executed. Then, many business personnel directors assess the employee performance of each staff member on an annual or quarterly basis in order to help employees identify suggested areas for improvement.
The concepts of performance are studied through evaluation of overall performance and the management of the performance. The evaluation of performance is the process classifying certain outcomes within a definite timeframe (Jims, 2015). Moreover, the axiom, 'If you cannot measure it, you cannot manage it,' underpins the rationale for organization having a completed and comprehensive performance measurement system such as the Balanced Scorecard or total quality performance management. This approach connects measures throughout an organization to translate high level objectives into lower-level activities. Then, measures are imposed on individual employees to monitor their performance of these activities (Platts & Sobotka, 2010). Performance criteria need to be unambiguous, clearly explained, relevant to the work tasks undertaken by employees and achievable. The criteria should not include factors beyond the control of the individual employee.
An appraisal system should have a clear sense of direction, honest and meaningful feedback. There should be immediate and honest reinforcement and it should give an opportunity for employees to participate in setting the goals and standards for performance. The aim of every appraisal system must be to allow for continuous communication between management and teachers about job performance and should be geared consistent and that appraisal results be assessed, analyzed and reviewed to classify competencies and development needs across all departments. Performance appraisal emphasizes on the performance variables not on personal traits (Daoanis, 2012).
2.1.3	Performance Feedback
Performance feedback is a critical component of all performance management systems. It can be defined as information about an employee's past behaviors with respect to established standards of employee behaviors and results. Effective performance feedback is timely, specific, behavioral in nature, and presented by a credible source. The goals of performance feedback are to improve individual and team performance, as well as employee engagement, motivation, and job satisfaction (Aguinis, 2009). Performance feedback is effective in changing employee work behavior and enhances employee job satisfaction and performance (Bahrija, Herzegovina& Mirela, 2012). On the other hand, it is necessary to analysis and understand the feedback which is always ignored in its complexities. Feedback may improve performance under some conditions. However, in other conditions, feedback may not impact performance or even prove detrimental to performance (Shubhangi, Priyanka & Pratibha, 2012). According to this perspective, it further indicates that a number of factors, including characteristics of the feedback source and message, and timing issues such as the amount and frequency of feedback employees received attitudinal outcomes of feedback.
Cardy & Leonard (2011) pointed out that the main aim of the feedback system is to inform the employee about the quality of his or her performance. However, the information flow is not exclusively one-way. The appraisers also receive feedback from the employee about job problems, etc. Supervisors should use performance appraisals periodically – at least quarterly – to assess employee performance and progress. Performance appraisals are a compilation of employee performance information and are useful discussion starters. Supervisors should provide feedback to employees regularly - not just in the annual performance appraisal. Employees like regular feedback and an effective supervisor takes time every day for employee feedback. Supervisors become more comfortable with feedback, get better at giving feedback, and can learn to nip problems before they become big. Supervisors can improve performance appraisals by involving the employee in the discussion all year long. Then the official performance appraisal day is just an extension of the normal performance discussion.

2.2.1	Performance Appraisal Feedback and Employee Performance 
In 2017 Emerald publishing limited conducted a study on positive outcomes of negative feedback: succeeding with performance appraisals, the main objective of the paper was to review the latest trends and management development across the globe and pinpoint the practical implications from cutting edge case studies and research studies. The methodology approach was a preparation by independent writers who added their own impartial comments and placed the articles in context. The findings indicate that organizations which endeavor to constantly improve are best placed to gain competitive edge over their competition and performance appraisal and performance appraisal feedback are critically important because the process offers organizations a valuable opportunity to measure how each staff in relations to previously established standards and expectations. But until appraisal feedback becomes a reality some staff will always underperform therefore organizations must be able to address the issues to avoid alienating those employees who are willing to pull their weight. And negative feedback remains an important part of appraisal mix (Emerald Publishing Limited, 2017). The methodology used for this study was biased because the approach was a preparation by independent writers who added their own impartial comments and placed the articles in context. 
Kuvaas (2011) carried research on the interactive role of performance appraisal reactions and regular feedback and his intentions were to test the relationship between performance appraisal reactions and staff outcomes in terms of affective organizational commitment and workplace performance. The study adopted a cross sectional survey of 803 from three organizations located in Norway. His study established that perceived helpfulness of performance appraisal was directly related to affective commitment and the relations between performance appraisal and work performance was significant only for employees reporting higher levels of perceived regular feedback. At the same time the relationship between performance appraisal reactions and work performance was moderated by regular feedback that’s suggest formal performance appraisal cannot compensate for low levels of regular feedback (Kuvaas, 2011). 
Robinson & Fink (2009) established that there are a number of flaws in the evaluation process. However, formal performance appraisal programmes have often yielded disappointing and unsatisfactory results. According to Robinson & Fink (2009) performance appraisal should be abandoned as the last hope as they outline pitfalls and problems as evidence and at the same time consider the potentials of performance appraisal programmes. The issues should not dwell on whether to scrap but rather it should be to make them better. The irony is that time becomes an enemy when performance appraisal feedback is not dealt with openly. In order to prevent the larger problem continuous feedback and documentation are very important. One reason for failure is that firms often select extensively from the wide battery of available performance appraisal techniques without really thinking about which particular technique is best suited to a particular appraisal objective.
2.2.2	Performance Appraisal Process and Employee Performance 
Longenecker, Frink and Caldwell (2014) conducted a study on current US trends in formal performance appraisal process in a cross section of manufacturing firms and service firms in their study the authors identified the current trends that have emerged from improved opportunities that exists for companies that are currently engage in the practice of formally appraising their employees. Their study targeted 183 firms in the US that were reviewed by a panel of three people and their contents were analyzed to identify the formal performance appraisal process, rating and procedure to opportunity for improvement. That data that was collected was analyzed using qualitative analysis that revealed the average rating procedure that had been in place for more than five years, the purpose of the performance appraisal process and identification trainings and development. The study also established that organizations employ a wide variety of performance criteria in assessing their employees. The data obtained to form the actual formal performance appraisal process of organizations were rather limited and the researchers provided critical insights into the current practice limiting potential generalizability. The social implication of the study suggest that companies can do a much better job of equipping their staff to more effectively reap the organizational benefits of this key practice (Longenecker, Frink, & Caldwell, 2014). 
Zhang, Zheng and Li (2012), conducted a study on performance appraisal process and organizational citizenship behavior. The objective of their study was to examine how performance appraisal process is associated with organizational citizenship behavior, the study was anchored on two theories namely impression management theory and social exchange theory, the study used commitment as mediator and rating reward as moderator. The researchers used a multi-source sample of 777 and examined the mediating role of affective commitment with structural equation modeling and Sobel tests and the moderating role of rating – reward linkage with ordinary least squares regression model. The study found out that there is a relationship between performance appraisal process and organizational citizenship behavior mediated by affective commitment and perceived rating reward linkage strengthened the direct association between organizational citizenship and performance appraisal process where as it weakened the relationship between affective commitment and appraisal process (Zhang, Zheng, & Li, 2012). 
2.2.3	Performance Appraisal Goals and Employee Performance 
Empirical studies show that effective performance appraisal led to important outcomes such as job satisfaction, employee productivity, quality work and employee trust and commitment. A study conducted by Pettijohn and Taylor (2009)examined the relationship between performance appraisal and sales performance and they established that if performance appraisal are properly conducted the outcome have positive impacts a similar study was conducted by Daley (2003) conducted an investigation on general performance appraisal practices focusing on the use of explicit performance standards and the study established that there is a strong relationship between performance appraisal system that have been adopted as means of implementing pay for performance schemes and the productivity incentives that these system provided. In another study by Omusebe, Gabriel and Douglas (2013) found out that there was a positive and significant effect between employee efficiency and performance appraisal in mumians sugar company. Walsh (2003) conducted a study on perceived satisfaction and fairness of performance appraisal in the United States. The study was investigating the employee’s reaction to satisfaction and fairness with the existing performance appraisal tools. The data obtained from four hundred and forty respondents from two organizations and the findings of the study established those respondents perceived that the performance appraisal tools to be fair as nine out of ten scales used for measuring reaction. 
Yang (2008) conducted a study on individual performance and his findings were that individual’s performance are had to verify, he asserts that organization can use rewards based on rewards and direct bonuses on individual performance if employee performance is noticeable. With agreement with Yang (2008) Bishop (2011) carried an investigation of employee performance and he revealed that recognition, acknowledgment and reward of performance of employee’s direct discrimination between employee productivity. Asim (2013) also carried a study on effects of employee motivation on employee performance, and the findings and conclusion were if staff are more motivated their performance will definitely increase. 
In developed nations studies have shown that there is a shift from a micro analytical approach to a macro strategic approach perspective that is organizational performance. This is explained by a study by Delaney and Huselid (2006) in their studies of profit and non-profit firms in the United States the study established that there is a positive association between human resources management practices such as staff training, staff selections and job 12 performance to perceptual organization performance measure. Conversely micro analytical research to determine the relationship of employee attitudes and behavior with performance has also created interest in the field of performance management particularly in developed world. Studies have shown that there is a strong relationship between performance and personal factors such as motivations, commitments, competency and job satisfaction as well as the introduction of performance related pay (Elorza, Aritzeta, &Ayestaran, 2011). 
2.2.4	Performance Appraisal Methods and Employee Performance 
A study conducted by Evans and Bae (2018) on Simulation based analysis of forced distribution performance appraisal system in identification of best performing employees within their organization, the objective of the study was to quantify the limitations of a performance appraisal system in the identification of the best qualified individuals to future requirements of the organization. The methodology adopted by their study was an exploratory study using discrete event simulation based on the assignment, promotion and evaluation of 2,500 officers in the US army. The data that was obtained provided a basis for estimating simulation with the inputs that included system structures, policy constrains, human behaviour and system dynamics. They found out that effect of system dynamics and system structures on the outcome of employees and suggested that decreasing the number of a rater’s subordinates has a significant effect on the accuracy of the performance appraisal method, however the researchers allowed organization leadership to evaluate the possible consequences associated with evaluation policy prior to policy implementation. This study advances a framework in assessing effect of system dynamics and system structures and the extent to which it enhances the accuracy of organization performance appraisal system (Evans & Bae, 2018). 
Mutunge (2013) conducted a study to investigate staff perception on the effectiveness of performance appraisal system at Teachers service commission in Nairobi Kenya, the study adopted a descriptive research survey method, the research used stratified random sampling technique was used to arrive at 49 staff out of the possible 3000. That the researcher collected data from, the study established that the performance appraisal system used at teachers’ service commission is simple and has been consistence of time and all staff members are subjected to the same standards as far as the performance appraisal system is concerned. However, the study also established that the performance appraisal system does not seem to involve all the staff during the process of development. It also had a number of loopholes that encourage subjective evaluation of the staff some of the loopholes includes lack of clarity on the parameters used, lack of knowledge of the appraise, personal differences between appraise and appraiser among others. She recommends that the performance appraisal system at teachers’ service commission needs a total overhaul since it has quite a number of loop holes that should be addressed and also needs to be reviewed in order to ensure that it’s based on ideals that are more realistic (Mutunge, 2013). 
Another study conducted by Nyaoga (2010) on the effectiveness of performance appraisal system in private universities in Kenya with reference to Kabarak University. He established that performance appraisal tool that performance appraisal is the only tangible metric way an organization can know the level of staff performance of its diverse employees. The respondents indicated that they were aware that the type of performance appraisal system used in the organizations was not based on any serious formal purpose for which they were designed for. According to Nyaoga (2010) the effectiveness of performance appraisal in private universities were only based on training on the staff involved in the rating process and are multi rating system. He concluded by saying that because the performance appraisal system in this universities were not effective and they exist just as a matter of formalities, the organizations could not measure employee’s performance hence making it difficult to achieve the organization objective. Awori (2007) conducted research on performance appraisal in state corporations in Kenya, his findings indicated that the corporations use performance appraisal tools and the preferred choice was management by objectives as opposed to the balance scorecard; self-reviews, upward and peer review. 
Mackenzie (2008) also investigated the performance appraisal system for organization success. The objective of his study was to examine the issues associated with performance appraisal and to identify proven and suitable methodologies that will result to a process that is suitable, equitable, and credible and the one that reinforces the desired organization directions. This was attained by evaluating the need for performance appraisal, problems associated with various methodologies and examining the qualities that need to be measured in both terms of organization and individual and finally identifies the means of improving organization performance. The study established that current process within the study organization focused on dealing with diminished performance issues and subsequently the efforts of the individual are not necessarily aligned with the desired organizational direction and little incentive exists amongst managers to challenge the current process and encourage risk taking to improve service delivery. 
2.3	Theoretical Framework 
Performance appraisal is supported by philosophies founded on various theories as discussed below. 
2.3.1	Procedural Justice Theory 
Formulated by Thibaut and Walker in 1975, the Theory is concerned with the perceived fairness and equality of the procedures used to make decisions on the distribution of outcomes in an organization as reiterated by George and Jones (2016). Procedural decision pertains on how performance levels are viewed and evaluated how differences (disputes) are handled and how the outcomes are distributed among employees in the organization. In the Procedural Justice Theory, the employee perceptions are considered to be key and the employees’ reactions to the set organizational procedures depends on how they perceive such procedures and what the procedures are actually are. The theory holds that employees can get motivated to better performance if their perception on the procedures use to make decisions on appraisal on the outcomes are fair and exhaustive. Employees will be more motivated if their feel that their performance will be accurately, without biasness, assed and appraised equitably. Consequently, if the employees feel and think that their performance will not be accurately assessed, for instance, the supervisor may not be not be aware of the or recognize their contributions in the work that they do or wrong attitudes by the supervisor, they will not be positively motivated to achieve high goals set for them. 
According to Levy and Williams (2014), the results of the appraisal will define the reaction of the subordinates towards the ratings. The major concern for the utilization of rating to make decisions is how and whether raters are sufficiently trained on or have sufficient expertise so as to assign accurate, rather than inaccurate, ratings (Wolfe, 2014). Performance appraisal emphasizes that the rater should objectively and inclusively draw a conclusion about employees’ ability as stipulated and constituted in the measurement standards (Brown et al., 2015). Most organization’s performance ratings are based on rater evaluations which are subjective to personnel judgments, personal factors and prejudices which most likely can influence the ratings outcome (Prowse & Prowse, 2016). 
The Procedural Justice Theory thus seeks to explain what causes employees to perceive organizational procedures as fair or unfair thus leading to the perceptional consequence. Since the major objective of the study will be to determine the effect of employee appraisal systems in the public Universities in Kenya, the employees come from different backgrounds with varied perceptions which can either contribute positively or negatively to the performance measures at Technical University of Mombasa. The procedural Justice Theory will help to understand how the employees at Technical University of Mombasa perceives appraisal systems used by the University. 
2.3.2	The Goal Setting Theory 
Goal Setting Theory as postulated by Locke in 1968, suggested that an individual goal set by an employee’s plays an important role in motivating him for the realization of the better performance in the department which are noted during the performance appraisal since employees normally remains loyal to personal goals. Salama (2015) in the application of the theory noted that if an individual set goals are nor achieved, the employee will either work harder to improve or modify the goals to be realistic and achievable. Research by Lock and Latham (2015) showed an inductive connection (relationship) between employee (individual) goal setting and improved performance in an organization. The researches (Lock & Latham, 2015) poised that a well-set goal becomes the desire motivating the action for the achievement. Goal setting involves the conscious process of establishing levels of performance in order to obtain desirable outcomes. The goal setting theory implies that the source of motivation is the desire and intention to reach an objective (Eisenberger, 2016). If individuals or teams find that their current performance is not achieving desired goals, then they may basically become motivated to increase their effort or change the tactics (Lock & Latham, 2015). 
A review of the Theory by O'Neil and Drillings, (2016) noted that human actions are purposeful and are always based on the achievable goals or objectives since the decision to set a goal is as a result of a dissatisfaction by the current situation (performance level). Achievable goals should be set based on a structure that directs the intended behavior and action of the employees in an organization with the view of improving performance. Coyle-Shapiro and Shore, (2017) on analyzing Goal Setting Theory, stated that employees channel their efforts towards achievement of the set goals which in turn improves an individual and organizational performance. There is a direct linear relationship goals, effort involved and the level of performance in an organization as contributed by the employees (Coyle-Shapiro & Shore, (2017). Finally, it was found out by O'Neil and Drillings (2016) that Goal Setting Theory enhances successful goal achievements by the employees through acceptance and commitment based on the employee feedback. In this study, the goal setting theory will used to show how the employees of technical university of Mombasa have set either, their individual or departmental goals and relate how it encourages or motivates their performance. 
2.3.3	Expectancy Theory 
The Theory was developed by Victor in 1964, for the direct application in a structural work-set up. Expectancy theory is a cognitive process theory of motivation, based on the idea that employees believe that there is a relationship between the effort one offer for the work, the performance level and the rewards received from the efforts for the performance. In other words, people will be motivated if they believe that strong effort will lead to good performance and good performance will lead to desired and required rewards from the organization (Victor, 1964). The Expectancy Theory proposed that motivating employees should consist of elements like; what an employee expects (expectancy), instrumentality of the work and valence of the employer. A person is motivated to the degree that he or she feels that the effort will lead to acceptable and recognized performance (expectancy level), reward for the performance (instrumental) and that the reward is positive (valence).
2.3 	Empirical Review
Akinbowale, M. A (2013) investigated on “performance appraisal policy and its impact on employee performance in Guaranty Trust Bank in Nigeria”. The research investigation focused on performance appraisal policy and its impact on employee performance in Guaranty Trust Bank in Nigeria. The aim of the study was to ascertain the extent to which the performance appraisal policy at Guaranty Bank contributed to employee performance. Arising out of the performance appraisal reviews, an important finding revealed that the training which employees received resulted in improved job performance. The performance appraisal reviews also showed that when feedback reports were effectively used, they consequently improved employee performance. The research design was quantitative in nature and a closed ended structured questionnaire was used to gather the primary data. The survey method was used for all the employees of Guaranty Trust Bank in Nigeria. The questionnaire was administered to all 150 target respondents using the personal method and a high response rate of 100% was obtained. The data gathered were analyzed using the Statistical Program for Social Sciences (SPSS) for the statistical tests. The initial analysis involved the use of descriptive statistical tools. The main findings revealed that employee participation in the performance appraisal was generally high and this increased job satisfaction and enhanced employee performance. The results also revealed that manager-subordinate interaction was very cordial and this boosted employee performance. Moreover, the majority of respondents preferred performance appraisal to be used regularly for career pathing in the organization. The study recommends a set of guidelines which could be used in improving the current performance appraisal policy and further boost employee performance. The study concludes with directions for future research.
Arinze, E. S. (2021). Performance appraisal and employee performance: a study of selected banks in Awka Anambra state, Nigeria. The study examined the effect of performance appraisal process on employees’ performance in the organization, using selected banks in Awka, Anambra State, Nigeria as the study area. Many organizations do not take the issue of employee performance appraisal serious instead, they see it as mere routine that is not used for any meaningful purpose. The study tries therefore to determine the effect of effective appraisal process on employees’ performance by using some intervening variables such as appraisal criteria, feedback, frequency and rewards as the regressors. The study adopted descriptive survey method. Data analysis through the application of Pearson correlation and multiple regression presented some preliminary results which showed at F-Statistic is statistically significant with the value of 32.224 and that regression coefficient of 0.591 showed that 59.1 percent relationship exists between dependent and independent variables. Similarly, the coefficient of determination of 0.485 shows that 48.5 percent variation in the dependent variable can be explained by the independent variables. Major findings are that appraisal criteria, feedback, frequency and rewards have significant positive effect on employees’ performance in the banking industry. The study concludes that employee performances appraisal as a means of identifying employees’ strengths and weaknesses should be seen beyond routine exercise but a serious component of personnel /human resource management in the organization. It was recommended among others that rewards should be given to high performers in the organization after every appraisal exercise.
Wanjala, M. W., & Kimutai, G. (2015). Influence of performance appraisal on employee performance in commercial banks in Trans Nzoia County–Kenya. Performance appraisal has increasingly become part of a more strategic approach to integrating human resource activities and business policies 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 determine the influence of performance appraisal on bank worker’s performance in 10 selected commercial banks in Trans-Nzoia County, Kenya. The study adopted descriptive survey research design. A total of 178 research subjects were drawn from the target population using the stratified and the simple random sampling technique. 120 respondents’ questionnaires were completed and returned. This represents 67 percent response rate. Data analysis was done through descriptive statistics, specifically use of frequencies and percentages. Data was presented in frequency tables and Chi Square method was used for testing the hypothesis. The findings show that: there is a significant relationship between performance appraisal and worker’s performance.












CHAPTER THREE
RESEARCH METHODOLOGY
This chapter is concerned with the methodology used in achieving the objectives of the study. It covers research design, study area, population of the study, sample size, sampling techniques, instrument for data collection, sources of data collection, validity of research instrument, reliability of the instrument, administration of the instrument, method of data analysis and decision rule.
3.1	Research Design
This study employed the use of survey research design. The choice of this research design was considered appropriate because of its advantages of identifying attributes of a large population from a group of individuals. The design was suitable for the study as the study sought to examine subject matters using GTCO Kwara State Main Branch as a case study.
3.2    Population of the Study
The population of this study consisted of thirty-three (33) staff of GTB Kwara State Main Branch. 
3.3	Sample Size and Sampling Techniques
As a result of the size of the population, the researcher made use of convenience sampling technique, since the population size is not enormous.
3.4 Sources of Data Collection
Data were collected from primary and secondary sources. Primary data were obtained through questionnaire and personal interviews with both management and staff of GTB Kwara state Main Branch. This method was adopted to enable detailed and independent information not covered by the questionnaire to be expressed by the respondents. Secondary data were obtained from published reports, books, internet, journals, newspapers and magazines. For analytical comparison of facts and proper compilation of facts and figures, survey of existing documents was deemed necessary.
3.5 Instrument for Data Collection
Data were collected through questionnaire carefully designed and administered to the respondents, as well as through personal interviews. On the whole, the questionnaire constituted the major instrument for data collection. The questionnaire contains sections A and B. Section A contains personal information about the respondents. Section B is the main body of the questionnaire. This section contains seventeen (15) close ended questions using a four (4) point scale instrument through which the opinions of the respondents were expressed. Their responses were measured by means of a four-category rating system:
SA        -         Strongly agree			4 
A          -          Agree				3	
D         -          Disagree			2               
SD       -          Strongly disagree		1
3.6	Method of Data Analysis
Tables and simple percentage were used as technique of analyzing the research questions while linear regression was used to test the research hypotheses. All the tests were conducted at 0.05 level of significance. 




CHAPTER FOUR
DATA PRESENTATION, ANALYSIS AND INTERPRETATION

4.1 INTRODUCTION
This chapter covers data analysis, interpretation and the mode of presentation to illustrate an effects of performance appraisal policy on employee performance.  The various sections below therefore show the analysis and discussion of data collected from various respondents in GTB Kwara state Main Branch. Respondents comprising of administration and Operations personnel, amounted to Thirty (30). All 30 respondents responded to the various questions asked in the questionnaire, as there were no unreturned questionnaires.
Responses gotten from the respondents were analyzed to either Explain with the empirical evidence the initial claims of the researcher on the subject matter.
Below are the objectives and the analysis of some of the questions used to address these objectives.
4.2 PRESENTATION OF DATA
Table 4.2.1: Statistics of Field Survey
	Questionnaires Issued
	Questionnaires Returned
	Questionnaires not Returned

	33
	30
	3


Source: Field Survey, 2025.
Table 4.2.1 clearly shows number of questionnaires issued and returned, 33 questionnaires issued and 30 returned, 3 questionnaires were not returned. 


	
Table 4.2.2: Respondents’ gender?

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Male
	15
	50.0
	50.0
	50.0

	
	Female
	15
	50.0
	50.0
	100.0

	
	Total
	30
	100.0
	100.0
	


Source: Field Survey, 2025.
Table 4.2.2 clearly shows the gender distribution of respondents. 15 respondents representing 50.0% were male while, 15 respondents representing 50% were females.
This implies that the respondents’ gender was of equal number.
	Table 4.2.3:  Respondents’ Age

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	18-25 years old
	4
	13.3
	13.3
	13.3

	
	26-35 years old
	21
	70.0
	70.0
	83.3

	
	36-45 years old
	4
	13.3
	13.3
	96.7

	
	46 years old and above
	1
	3.3
	3.3
	100.0

	
	Total
	30
	100.0
	100.0
	


Source: Field Survey, 2025.
Table 4.2.3 highlights the age distribution of the respondents. 4 respondents representing 13.3% are between 18-25 years old, 26 respondents representing 70.0% are between 26-35 years old, 4 respondents representing 13.3% are between 36-45 years old, and, 1 respondent representing 3.3% is 46 years old and above.
This implies that majority of the respondents are between the ages of 26 to 35 years old.




	Table 4.2.4    Respondents’ educational qualification

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	
	PHD
	8
	26.7
	26.7
	26.7

	
	HND
	9
	30.0
	30.0
	56.7

	
	BSC
	10
	33.3
	33.3
	90.0

	
	SSC
	3
	10.0
	10.0
	100.0

	
	
	30
	100.0
	100.0
	

	
	
	
	
	
	


Source: Field Survey, 2025.
Table 4.2.4 indicates the educational qualification of the respondents. 8 respondents representing 26.7% have Doctor of Philosophy (PhD), 9 respondents representing 30.0% have HND, and 10 respondents representing 33.3% have BSc, 3 respondents representing 10.0% have Senior School Certificate (SSC). This implies that majority of the respondents have PHD.
	Table 4.2.5: Respondents’ marital status?

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Single
	10
	33.3
	33.3
	33.3

	
	Married
	10
	33.3
	33.3
	66.7

	
	Divorced
	5
	16.7
	16.7
	83.3

	
	Widow(er)
	5
	16.7
	16.7
	100.0

	
	Total
	30
	100.0
	100.0
	


Source: Field Survey, 2025.
Table 4.2.5 shows the marital status of the respondents. 10 respondents representing 33.3% are not married, 10 respondents representing 33.3% are married, 5 respondents representing 16.7% are divorced, while 5 respondents representing 16.7% are widows/widowers.
This implies that majority of the respondents were Married and Single.
	Table 4.2.6: Respondents’ department?

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	tellers
	7
	23.3
	23.3
	23.3

	
	marketing
	8
	26.7
	26.7
	50.0

	
	Customer care
	10
	33.3
	33.3
	83.3

	
	directors
	5
	16.7
	16.7
	100.0

	
	Total
	30
	100.0
	100.0
	


Source: Field Survey, 2025.
Table 4.2.6 indicates the department of the respondents. 7 respondents representing 23.3% are in the teller department, 8 respondents representing 50.0% are in the marketing department, 10 respondents representing 33.3% are in the customer care department, while 5 respondents representing 16.7% are Directors. This implies that majority of the respondents are in the customer care department.
	Table 4.2.7: Do you have knowledge on the effect of appraisal feedback on employee performance?

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Yes
	30
	100.0
	100.0
	100.0


 Source: Field Survey, 2025.
Table 4.2.7   shows the level of knowledge the respondents on the effect of appraisal feedback on employee performance.
All respondents representing 100% indicated to have known about the subject matter and can give responses issued to them for the purpose of this research.
	Table 4.2.8: If yes, what is the effect of appraisal feedback on employee performance?

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Clearer Goals and Expectations 
	9
	30.0
	30.0
	30.0

	
	Improved Job Satisfaction 
	8
	26.7
	26.7
	56.7

	
	Improved Communication
	6
	20.0
	20.0
	76.7

	
	employees identifying areas for development and growth
	5
	16.7
	16.7
	93.3

	
	Increased Motivation
	2
	6.7
	6.7
	100.0

	
	Total
	30
	100.0
	100.0
	


Source: Field Survey, 2025.
Table 4.2.8   shows the effect of appraisal feedback on employee performance. 9 respondents representing 30.0% identified Clearer Goals and Expectations as the effect of appraisal feedback on employee performance, 8 respondents representing 26.7% identified Improved Job Satisfaction as the effect of appraisal feedback on employee performance, 6 respondents representing 20.0% identified Improved Communication as the effect of appraisal feedback on employee performance, 5 respondents representing 16.7% identified employees identify areas for development and growth as the effect of appraisal feedback on employee performance, while 2 respondents representing 6.7% identified Increased Motivation as the effect of appraisal feedback on employee performance.
This implies that majority of the respondents identified Clearer Goals and Expectations as the effect of appraisal feedback on employee performance.


	Table 4.2.9:  Are these of appraisal feedback on employee performance present in GTCO Plc?

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree
	15
	50.0
	50.0
	50.0

	
	Agree
	10
	33.3
	33.3
	83.3

	
	Dis-agree
	4
	13.3
	13.3
	96.7

	
	Strongly dis-agree
	1
	3.3
	3.3
	100.0

	
	Total
	30
	100.0
	100.0
	


Source: Field Survey, 2025.
Table 4.2.9   clearly shows the responses of the respondents as regards to if these are the effects of appraisal feedback on employee performance present in GTCO.
15 respondents representing 50.0% Strongly agree that these are the effects of appraisal feedback on employee performance present in GTCO, 10 respondents representing 33.3%agree that these are the effects of appraisal feedback on employee performance present in GTCO, 4 respondents representing 13.3% disagree that these are the effects of appraisal feedback on employee performance present in GTCO, while  1 respondent representing 3.3% Strongly disagree that these are the effects of appraisal feedback on employee performance present in GTCO.
This implies that majority of the respondents strongly agree that these are the effects of appraisal feedback on employee performance present in GTCO.
	Table 4.2.10: Do you have Knowledge on the impact of performance appraisal process on employee performance?

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Yes
	30
	100.0
	100.0
	100.0


 Source: Field Survey, 2025.
Table 4.2.10 shows the level of knowledge the respondents on the impact of performance appraisal process on employee performance. All respondents representing 100% indicated to have known about the subject matter and can give responses to other questions that follows.
	Table 4.2.11: If yes, what is the impact of performance appraisal process on employee performance?

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	accountability of expected 
	9
	30.0
	30.0
	30.0

	
	performance Identification of specific areas for improvement and action plan creation for achievement 
	7
	23.3
	23.3
	53.3

	
	Determination of employee compensation, incentives, and rewards for motivation
	3
	10.0
	10.0
	63.3

	
	Understanding of strength and weakness and provision of guidance towards improvement 
	6
	20.0
	20.0
	83.3

	
	recognition and acknowledge good performance for morale boosting
	5
	16.7
	16.7
	100.0

	
	Total
	30
	100.0
	100.0
	


Source: Field Survey, 2025
Table 4.2.11   highlights the impact of performance appraisal process on employee performance.
9 respondents representing 30.0% identified accountability of expected performance as the impact of performance appraisal process on employee performance, 7 respondents representing 23.3% identified Identification of specific areas for improvement and action plan creation  for achievement as the impact of performance appraisal process on employee performance, 3 respondents representing 10.0% identified Determination of employee compensation, incentives, and rewards for motivation as the impact of performance appraisal process on employee performance, 6 respondents representing 20.0% identified Understanding of strength and weakness and provision of guidance towards improvement as the impact of performance appraisal process on employee performance, while 5 respondents representing 16.7% identified recognition and acknowledge good performance for morale boosting as the impact of performance appraisal process on employee performance.
This shows that majority of the respondents identified accountability of expected performance as the impact of performance appraisal process on employee performance.
	Table 4.2.12: Are these impacts of performance appraisal process on employee performance present in GTCO Plc?

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly agree
	10
	33.3
	33.3
	73.3

	
	Agree
	12
	40.0
	40.0
	40.0

	
	Disagree
	6
	20.0
	20.0
	93.3

	
	Strongly disagree
	2
	6.7
	6.7
	100.0

	
	Total
	30
	100.0
	100.0
	


Source: Field Survey, 2025
Table 4.2.12   shows the responses of the respondents as regards to if these impacts of performance appraisal process on employee performance are present in GTCO Plc.
10 respondents representing 33.3% Strongly agree that these impacts of performance appraisal process on employee performance are present in GTCO Plc, 12 respondents representing 40.0%agree that these impacts of performance appraisal process on employee performance are present in GTCO Plc, 6 respondents representing 20.0% disagree that these impacts of performance appraisal process on employee performance are present in GTCO Plc, while 2 respondent representing 6.7% Strongly disagree that these impacts of performance appraisal process on employee performance are present in GTCO Plc.
This indicates that majority of the respondents agree that these impacts of performance appraisal process on employee performance are present in GTCO Plc.
	Table4.2.13: Do you know of the influence of performance appraisal goals on employee performance?

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Yes
	30
	100.0
	100.0
	100.0


 Source: Field Survey, 2025.
Table 4.2.13   shows the level of knowledge the respondents on the influence of performance appraisal goals on employee performance.
All respondents representing 100% indicated to have known about the subject matter and can give responses issued to them for the purpose of this research.
	Table4.2.14: If yes, what is the influence of performance appraisal goals on employee performance?

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Clarity of Expectations
	8
	26.7
	26.7
	26.7

	
	Increased drive and engagement
	7
	23.3
	23.3
	50.0

	
	Development of new skills and knowledge for improvement
	5
	16.7
	16.7
	66.7

	
	Alignment with Organizational Goals
	5
	16.7
	16.7
	83.3

	
	taking ownership and being accountable
	5
	16.7
	16.7
	100.0

	
	Total
	30
	100.0
	100.0
	


Source: Field Survey, 2025
Table 4.2.14   highlights the influence of performance appraisal goals on employee performance.
8 respondents representing 26.7% identified Clarity of Expectations as the influence of performance appraisal goals on employee performance, 7 respondents representing 23.3% identified Increased drive and engagement as the influence of performance appraisal goals on employee performance, 5 respondents representing 16.7% identified Development of new skills and knowledge for improvement as the influence of performance appraisal goals on employee performance,5 respondents representing 16.7% identified Alignment with Organizational Goals as the influence of performance appraisal goals on employee performance, while 5 respondents representing 16.7% identified taking ownership and being accountable as the influence of performance appraisal goals on employee performance.
This implies that majority of the respondents identified Clarity of Expectations as the influence of performance appraisal goals on employee performance.
	Table 4.2.15: Are these influences of performance appraisal goals on employee performance present in GTCO Plc?

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree
	15
	50.0
	50.0
	50.0

	
	Agree
	10
	33.3
	33.3
	83.3

	
	Disagree
	4
	13.3
	13.3
	96.7

	
	Strongly Disagree
	1
	3.3
	3.3
	100.0

	
	Total
	30
	100.0
	100.0
	


Source: Field Survey, 2025
Table 4.2.15 clearly shows the response of the respondents as regards if these influences of performance appraisal goals on employee performance are present in GTCO.
15 respondents representing 50.0% Strongly agree that these influences of performance appraisal goals on employee performance are present in GTCO, 10 respondents representing 33.3% Agree that these influences of performance appraisal goals on employee performance are present in GTCO, 4 respondents representing 13.3% Disagree that these influences of performance appraisal goals on employee performance are present in GTCO, while 1 respondent representing 3.3% Strongly Disagree that these influences of performance appraisal goals on employee performance are present in GTCO.
This indicates majority of the respondents strongly agree that these influences of performance appraisal goals on employee performance are present in GTCO.
4.3 TEST OF HYPOTHESES
Having given a careful analysis of the responses, the hypothesis earlier formulated in chapter one of this study are approached by the use of linear regression at 0.05 (5%) level of significance.
HYPOTHESIS ONE
HO1: Appraisal feedback has a significant effect on employee performance at GTCO
	Table 4.3.1: Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.992a
	.985
	.977
	.94868

	a. Predictors: (Constant), Appraisal feedback


The model summary shows percentile relationship between Appraisal feedback and Employee performance. The table clearly shows an “R” of 0.992. This implies that the predictor or independent variable (Appraisal feedback) has 99.2% influence on Employee performance. In other words, the independent variable accounts or is responsible for 99.2% change in Employee performance.
Statistically, a 99.2% the relationship is a very strong positive relationship.
	
Table 4.3.2: ANOVAa

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	115.200
	1
	115.200
	128.000
	.008b

	
	Residual
	1.800
	2
	.900
	
	

	
	Total
	117.000
	3
	
	
	

	a. Dependent Variable: employee performance

	b. Predictors: (Constant), appraisal feedback


The ANOVA table aids in fitness test. It shows how fit the data used for the model aligns with one another. Considering the “Sig” column of the ANOVA table, we can deduce that the p (Sig) = 0.008. 
A significance of 0.008 is less than our acceptable region of p =< 0.05. In other words, we accept the alternate hypothesis which states that appraisal feedback has an impact on Employees performance.
	Table 4.3.3: Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	-4.500
	1.162
	
	-3.873
	.061

	
	performance appraisal feedback
	4.800
	.424
	.992
	11.314
	.008

	a. Dependent Variable: employee performance


The coefficient table aids in measuring volume or unit increase/decrease in relationship between performance appraisal feedback and employee performance. A Beta of 0.992 clearly indicates that for a unit increase in appraisal feedback, employee performance is expected to increase by 0.992.
HYPOTHESIS TWO
HO2: Performance appraisal process has no significant impact on employee performance of at GTCO.
	Table 4.3.4: Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	
	
	
	
	

	1
	.606a
	.556
	.553
	.51489

	a. Predictors: (Constant), Performance appraisal process
	

	
	
	
	
	


The model summary shows percentile relationship between Appraisal feedback and Employee performance. The table clearly shows an “R” of 0.606. This implies that the predictor or independent variable (Performance appraisal process) has 60.6% influence on Employee performance. In other words, the independent variable accounts or is responsible for 60.6% change in Employee performance.
Statistically, a 60.6% the relationship is a very strong positive relationship.
	 Table 4.3.5: ANOVAa

	Model
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	1
	Regression
	24.710
	1
	24.710
	93.205
	.000b

	
	Residual
	71.847
	271
	.265
	
	

	
	Total
	96.557
	272
	
	
	

	a. Dependent Variable: employee performance
	
	
	

	b. Predictors: (Constant), performance appraisal process
	
	
	



The ANOVA table aids in fitness test. It shows how fit the data used for the model aligns with one another. Considering the “Sig” column of the ANOVA table, we can deduce that the p (Sig) = 0.000. 
A significance of 0.000 is less than our acceptable region of p =< 0.05. In other words, we accept the alternate hypothesis which states that performance appraisal process has an impact on employee performance.
	Table 4.3.6: Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	.848
	.082
	
	10.354
	.000

	
	performance appraisal process
	.467
	.048
	.506
	9.654
	.000

	a. Dependent Variable: employee performance


The coefficient table aids in measuring volume or unit increase/decrease in relationship between performance appraisal process and employee performance. A Beta of 0.467 clearly indicates that for a unit increase in appraisal feedback, employee performance is expected to increase by 0.506.
4.4 DISCUSSION OF FINDINGS
Every research study must have a theoretical and practical implication based on findings analyzed from the study. This particular paper clearly revealed that there is a statistical positive relationship between [performance appraisal policy] and [employee performance]. This is depicted in all table analyzed in the paper. With a significant level of 0.05, the study clearly shows a relationship between the variables. This clearly outlines a road map for management and other stake holders in the industry to treat this subject with utmost preference to boost productivity, performance and bring out desired outputs.



















CHAPTER FIVE
SUMMARY OF FINDINGS, CONCLUSION AND RECOMMENDATIONS
5.1 SUMMARY OF FINDINGS
The first objective of the study was to assess the effect of appraisal feedback on employee performance at GTCO. Findings from the study revealed that Clearer Goals and Expectations, Improved Job Satisfaction, Improved Communication, employees identify areas for development and growth and Increased Motivation are the effect of appraisal feedback on employee performance at GTCO. 
The second objective of the study was to understand the impact of performance appraisal process on employee performance at GTCO. Findings from the study revealed that accountability of expected performance, Identification of specific areas for improvement and action plan creation for achievement, Determination of employee compensation, incentives, and rewards for motivation, Understanding of strength and weakness and provision of guidance towards improvement and recognition and acknowledge good performance for morale boosting are the impact of performance appraisal process on employee performance at GTCO.
5.2 CONCLUSION
The paper examines an evaluation of the effects of performance appraisal policy on employee performance. From the responses analyzed from the respondents of GTCO Kwara Main Branch, and previous empirical studies on the subject matter, the researcher was able to clearly point out that there is a statistically significant relationship between Performance appraisal policy and Employee performance.


5.3 RECOMMENDATIONS
Based on the objectives and findings of the research paper, the following are recommendation from the study:
1. The performance appraisal policy adopted by the organization should establish clear and measurable goals that align with the organization's objectives. This clarity can help employees understand their job duties, the organization's expectations, and the performance evaluation process.
2. The performance appraisal policy should emphasize the importance of regular and timely feedback to employees. Managers should provide both positive feedback for good performance and constructive feedback for areas of improvement.
3. The performance appraisal policy should link compensation and rewards to employee performance to motivate employees to improve their performance and achieve their goals.
4. The performance appraisal policy should include training and development opportunities to help employees acquire new skills and knowledge that can enhance their job performance.
5. The performance appraisal policy should involve employees in the process. Employees should have the opportunity to provide feedback on their performance, share their career goals, and provide feedback on the appraisal process, this can increase their engagement, commitment, and motivation
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APPENDIX
QUESTIONNAIRE
INSTRUCTION: Kindly Tick in The Appropriate Boxes 	 Please note that every information provided is solely for educational purposes.
1. What is your gender?
(a) Male 		

(b) Female

1. What is your age bracket?
1. 18-25 years old

1. 26-35 years old

1. 36-45 years old		


1. 46 years old and above
1. What’s your educational qualification?

1. PHD

1. MSE

1. BSC

1. SSC
1. What’s your marital status?
1. Single
1. Married
1. Divorced
1. Widow
1. Which category below do you belong in?

1. tellers

1. marketing

1. Customer care
1. managers

SECTION B 
THE EFFECT OF APPRAISAL FEEDBACK ON EMPLOYEE PERFORMANCE AT GTCO
1. Do you have knowledge on the effect of appraisal feedback on employee performance? 
(a)Yes


(b) No
1. If yes, what is the effect of appraisal feedback on employee performance? 
1. Clearer Goals and Expectations

1. Improved Job Satisfaction


1. Improved Communication
1. employees identify areas for development and growth


1. Increased Motivation
1. Is this effect of appraisal feedback on employee performance present in GTCO?
(a) Strongly agree



(b) Agree
(c) Disagree
(d) Strongly disagree
THE IMPACT OF PERFORMANCE APPRAISAL PROCESS ON EMPLOYEE PERFORMANCE AT GTCO
1. Do you have Knowledge on the impact of performance appraisal process on employee performance?
(a) Yes

(b) NO

1. If yes, what is the impact of performance appraisal process on employee performance?

(a) accountability of expected performance

(b) Identification of specific areas for improvement and action plan creation for achievement

(c) Determination of employee compensation, incentives, and rewards for motivation

(d) Understanding of strength and weakness and provision of guidance towards improvement

(e) recognition and acknowledge good performance for morale boosting

1. Are these impacts of performance appraisal process on employee performance present in GTCO?
(a) Strongly Agree 

(b) Agree

(c) Dis-agree

(d) Strongly dis-agree

THE INFLUENCE OF PERFORMANCE APPRAISAL GOALS ON EMPLOYEE PERFORMANCE AT GTCO
1. Do you know of the influence of performance appraisal goals on employee performance?

(a) Yes
(b) No

1. If yes, what is the influence of performance appraisal goals on employee performance?
(a) Clarity of Expectations

(b) Increased drive and engagement

(c) Development of new skills and knowledge for improvement

(d) Alignment with Organizational Goals


(e) taking ownership and being accountable 
1. Are these influences of performance appraisal goals on employee performance present in GTCO?
(a) Strongly Agree




(b) Agree
(c) Disagree
(d) Strongly disagree







