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CHAPTER ONE 
INTRODUCTION
1.1 	BACKGROUND OF THE STUDY
The importance of performance appraisal in contemporary business organizations cannot be overemphasized. Some view it as potentially "the most crucial aspect of organizational life” (Lawrie, 1990). Performance appraisal has increasingly become an integral part of the human resource function of any profit - making organization.
Performance appraisal when practised effectively, to a larger extent can contribute to growth of an organization. According to Macmillan English Dictionary for Advanced Learners (2002), "growth is an increase in the success of a business or a country's economy or in the amount of money invested in them". Any profit-making organization will seek to achieve growth in terms of sales, profit or expansion through performance.
Growth has been ingrained in Americans as "the path of success". Organizational growth cannot be a reality if the performance of its workers is not appraised for an improvement or reinforcement of performance. According to Donegan (2002), "success will to a larger extent depend on the organization's ability to evaluate progress and also hold accountable those charged with executing certain tasks". This is exactly what performance appraisal seeks to do. It aims at evaluating the performance of the worker against standard set thereby taking corrective actions if necessary.
In many organizations performance appraisal is used for the purpose of administering wages and salaries after feedback had been given to the worker. The appraisal also helps management to identify individual employee's strength and weakness. The latter will lead to training and other measures to correct inefficiencies.
Performance appraisal may be viewed as an overall measure of organizational effectiveness. Organizational objectives are met through the efforts of individual employees. Teaching employees how to do their jobs and evaluating their performances are strategic human resource function and for that matter should not be relegated to the background.
"Maximizing performance is a priority for most organization today", Mathis et a1 (2004). It is then obvious that performance appraisal as a management tool is cardinal to contributing to organizational success. If employee performance is improved, the organization raises it performance in terms of meeting it objectives. On the other hand, if employee performance is not improved it adversely affects performance hence organizational productivity.
Performance appraisal cannot exist independently. It needs to be closely linked to set standards by managers and supervisors. This will in the end have direct effect on the main goal of the organization. There is the need therefore to have a well-defined appraisal system in organizations to enable management know how well individual workers are performing on their job and if there is the need to improve performance or reward performance.
Globally, performance appraisal is used and this has led most organizations to spend quality time in conducting performance appraisal. According to Torrington and Mackey 350 organizations have a formal appraisal system for senior management, compared with 251 organizations for middle management, 189 for clerical staff, and 92 for manual, unskilled and semi skilled workers. Over a quarter of the respondent organizations carried out no appraisal at all. It is interesting to note that 140 organizations said that they had increased the time that they spent on appraisal over the previous three years, compared with 112 organizations that spent the same amount of time, and only 29 organizations where the time spent had decreased. In my understanding, it points out to the fact that many organizations in the world today had realized the tremendous need for performance appraisal systems. If it is done well could yield the desired results for the organization.
1.2 	STATEMENT OF THE PROBLEM
Performance has played significant roles in organizational productivity. However, it is pathetic to note that most organizations have not been practising a sustainable performance appraisal system to enhance efficiency.
Some organizations though invest so much in other factors of production such as machinery, information technology, funds etc but unfortunately place little value on manpower. In this regard, little attention is directed to improving the human capital which is the anchor of every organizational success story. Improving manpower requires that performance appraisal becomes an essential tool to assess the individual employee and should be based on consistent feedback such that an appropriate reward system could be ascribed or measures for correction could be put in place.
Lack of performance appraisal system in most organizations unfortunately makes assessment of individual employee extremely difficult and m that vain most organizational targets are not periodically achieved hence lack of direction and low productivity.
In this regard therefore, it is imperative that a consensus effort is made by every organization to have a performance appraisal policy in order to' evaluate the performance of individual employees in conformity with the overall objective of the organization.
1.3 	OBJECTIVES OF THE STUDY
The objectives of the study are classified into General and Specific.
· General Objective
The main objective underlying this study is to assess the performance appraisal situation at National Directorate of Employment.
· Specific Objectives
a) To find out how the design and implementation of performance appraisal is done at National Directorate of Employment.
b) To evaluate the importance of performance appraisal system at National Directorate of Employment.
c) To identify the problems encountered when conducting performance appraisal at National Directorate of Employment.
d) To find out whether performance appraisal contributes to productivity and growth at National Directorate of Employment.
e) To provide some recommendations towards improving performance appraisal system at National Directorate of Employment.
1.4	RESEARCH QUESTIONS
i. What performance appraisal system is in place at National Directorate of Employment?
ii. What is the role and importance of performance appraisal to the growth at National Directorate of Employment?
iii. Is performance appraisal contributing to the productivity and growth at National Directorate of Employment?
iv. What problems are encountered during performance appraisals at National Directorate of Employment?
1.5	RATIONALE FOR THE STUDY
	Managers must be able to determine whether or not their workers are doing an efficient and effective job, with a minimum of errors and disruption. They do so by using perfonl1ance appraisal (Nickels, et al 2002). According to Mullins (2002), "The underlying objective of performance appraisal is to improve performance of individuals leading to improvement in the performance of the organization as a whole". An effective appraisal scheme therefore offers a number of potential benefits to both the individual and the organization. It is important therefore that, for the desired benefits of performance appraisal to be achieved, the challenges that it poses during the process need to be identified and addressed.
	The role of NDE - National Directorate of Employment in the economic growth and development of the nation cannot be a mere exaggeration. Just as a seaport is the lifeline of any country, so is the NDE which provides about 90% of Nigeria export and import services. It is in this regard that the researcher attempted to undertake a study to assess how management of National Directorate of Employment evaluate the performance of its workers thereby contributing to its productivity and growth and also essentially, providing revenue to the state. The study also offered some suggestions and recommendations to the Authority. This will help management to take good decisions and identify strategies that will help improve worker performance to enhance growth.
1.6 	SCOPE OF THE STUDY   
	The study is concentrated on an assessment of performance appraisal. This was limited to only National Directorate of Employment and it covers all the departments. National Directorate of Employment has 14 departments namely Personnel! Administration, Marine Operation that is fire and safety, Port Operations that is monitoring and control, Marine Engineering, Materials department, Management Information System (MIS), Security, Finance, Audit and Mechanical Engineering.
1.7 	LIMITATIONS OF THE STUDY
	Every research studies certainly have some limitations. The major limitation to this research work was finance. This limitation informed the researcher to concentrate the work at only National Directorate of Employment. Also, time factor was another limitation that is combining lectures with the research work. Finally, the researcher had to visit the NDE several times before retrieving the questionnaires administered.
1.8 	DEFINITION OF TERMS
· Performance appraisal: Refers to the process by which employees are evaluated on the task assigned them after a given time in order to find out their strengths and weaknesses.
· Under-performing employees: Refer to those employees who perform below average or those employees who normally do not meet targets set for them.
· Growth: This refers to the general improvement of performance of the organization.
· Appraisers: They are managers, superiors, or supervisors who have employees working directly under them.
· Appraises: They are employees or subordinates who are appraised.
1.9 	ORGANIZATION OF THE STUDY
	The study is organized into five chapters. Chapter one is the Introduction of the study. This is made up of the background of the study, statement of the problem, objectives of the study, rationale for the study, scope of the research, limitations of the study, research questions, and definition of terms and organization of the study.
Chapter two dwells mainly on the literature review, while chapter three consists of the research methodology and the organizational profile. Chapter four involves the analysis and discussion of results. Finally, chapter five concerns summary of findings, conclusion and recommendations.

CHAPTER TWO 
LITERATURE REVIEW
2.1 	INTRODUCTION
	Literature available indicates that a lot of researches have been conducted on performance appraisal. However, for this study, this literature review is focused on performance management, performance appraisal in general, the history of performance appraisal, consequences of appraisal, design of appraisal system, effective appraisal system, training of appraisers, appraisal feedback and motivation.
2.2 	PERFORMANCE MANAGEMENT
	Maximizing performance is a priority for most organizations today, (Mathis et al, 2004). Every employer desires that his employee does his or her job well and this can be achieved through managing performance.
	According to Aguinis (2007), performance management is a continuous process of setting goals and objectives, identifying, measuring and developing the performance of individuals and teams and aligning performance with strategic goals of the organization. From the above definition, it is important to emphasize that, performance management is not static but an ongoing process in order not to deviate from organization's goals and objectives. It also means that performance needs to be reviewed at every stage of the performance process so that corrections can be made instantly.
	Performance management is also concerned with improving not only the performance of the individual, but also the performance of the team and the organization so that the aim of the organization will be achieved. In a statement by Armstrong and Baron (1998) as cited in Foot and Hook (2005), performance management is a devise or tool to ensure that mangers do manage human resources effectively. The writers continued to explain that managers should ensure that the employees or teams they manage know and understand what is expected of them, have skills necessary to deliver on these expectations, given feedback and have the opportunity to discuss and contribute to individual and team aims and objectives. Since performance appraisal system is a subset or an integral part of performance management, performance appraisal will be dealt with in more detail.
2.3 	PERFORMANCE APPRAISAL
	It is always important for managers and supervisors to get the best performance from their workforce in terms of levels of production and quality of output (Foot and Hook, 2005). In order to achieve this, certain systems or programmes such as performance appraisal need to be put in place. The success or failure of performance appraisal programmes depends on the philosophy underlying it, its connection with business goal, and the attributes and skills of those responsible for its administration. According to Dessler (2005), performance appraisal means evaluating employees' current and or past performance relative to his or her performance standards. That is employees will be assessed after a given period of time what they have been able to achieve by a target set. This will also help supervisors to know how well their subordinates are performing on their jobs.
	Hodgetts and Kroeck (1992), hold the view that performance appraisal is the systematic observation, evaluation and description of work-related behavior. By this, an employee is observed from time to time by critically considering what knowledge, ability and skills he uses to accomplish the task.
	According to Foot and Hook (2005), performance appraisal regularly records an assessment of an employee's performance, potential and developmental needs. This also means that appraisal is an opportunity to take an overall view of work contents, loads and volumes, to look back on what has been achieved during the reporting period and agreed objectives for the next. This definition clearly shows that in appraising employee performance the employee does get feedback about his or her past performance but indicates that in performance appraisal there is the opportunity to assess various aspects of an employee's work performance by looking back at how they have performed in the past and then by looking forward to agree on future objectives or workload.
	Fletcher and Williams (1985), have gone further than the definition above of appraisal, and have said that the assessment of people is not the only thing that we do when we appraise a person's work performance. They feel that there are two conflicting roles involved in appraisal - those of judge and helper. The writers hold the view that when we want to appraise employees, it should be done in an objective manner rather than subjective and also, we should try to help employees to improve aspects of their performance that seem deficient by way of providing developmental opportunities in order to help them improve their performance and also assess their own development needs.
	Writers such as Drucker (1954) have continued to be enthusiastic about appraisal. He indicated that to appraise a subordinate and his performance is part of the manager's job and unless he does the appraising himself he cannot adequately discharge his responsibility for assisting and teaching his subordinates. Drucker's view as a whole is that managers are responsible for achieving results. These results are obtained from the management of human, material and financial resources, all of which should be monitored. Monitoring means setting standards, measuring performance and taking appropriate action to improve performance by means of training and help.
	Other writers such as McGregor (1960) are critical of formal appraisal. He agued that, appraisal programmes are designed not only to provide more systematic control of the behavior of subordinates, but also control the behavior of superiors. He thus sees them as promoting the cause of theory ‘X’ that is a management styles that assumes that people are unreliable, unable to take responsibility and therefore require close supervision and control. Drawing from Drucker and McGregor’s assumption, it is important for organizations to set realistic and achievable goals or targets for both subordinates and their immediate managers or supervisors. This should be done by having an effective monitoring system put in place as this will ensure that desired results are achieved.
	It is also important to note that whenever the argument of performance appraisal is more about practicality than managerial philosophy, the main issue is not whether performance appraisal, in itself, is justified but whether it is fair and accurate. McBeath et al (1976), in discussing salary administration, commented that equitable salary surveys of competitive levels, employee appraisal and effective salary planning. For them, appraisal is part and parcel of an important personnel activity salary planning and administration. They are keen to accept, however, that, it is clearly essential to make some attempt at measurement of performance if the appraisal is to be taken seriously as a factor which will influence salaries.
	Performance appraisal by nature requires that there is the need for goal setting and expectation of results. Goal setting theory claims that people work better when they have clear realizable and significant goals and argues that people will put more E’s (energy, effort, enthusiasm, excitement and so on) onto their work if they believe their effort will result in tangible achievements that will help them fulfill personal needs, Marbey and Salaman (1995).
	Performance appraisal systems can provide organizations with valuable information to assist in the development of organizational strategies and planning. The information gained from this process can assist:
i. Management development – assists in identifying and developing future management potential.
ii. Performance improvement – assists organizations in increasing performance and overall productivity. It works towards identifying strengths and managing weaknesses.
iii. Feedback – it provides clarity to employees about an organization’s expectations regarding performance levels.
iv. Human resource planning – provides an opportunity to audit and evaluate current human resources and identify areas for future development.
2.4 	CONSEQUENCES OF PERFORMANCE APPRAISAL
	In a research by Haberstroh (1995), he drew two conclusions indicating that "first, performance reporting is omnipresent and necessary so, second, almost every individual instance of performance reporting has something wrong with it". Performance appraisal therefore remains omnipresent and problematic even today. Mohrman, et al (1989) has identified the following as some positive and negative consequences of performance appraisal.
2.4.1 	SOME POSITIVE RESULTS OF PERFORMANCE APPRAISAL
a) The person whose performance is appraised may develop an increased motivation to perform effectively.
b) The self and staff esteem may be increased
c) The job of the person being appraised may be clarified and better defined
d) Valuable communication can take place among the individuals taking part which also include communication between the supervisor and subordinate.
e) Encourage increased self-understanding among staff as well as insight into the kind of development activities.
f) Rewards such as pay and promotion can be distributed on a fair and credible basis.
g) Organizational goals can be made clearer, and they can be more readily accepted.
h) Valuable appraisal information can allow the organization to do better manpower planning, test validation, and development of training programmes.
i) Better and timely service provision, there is greater citizen satisfaction.
2.4.2 	SOME NEGATIVE RESULTS OF PERFORMANCE APPRAISAL
a) The self-steem of the person being appraised and the person doing the appraisal may be damaged
b) Large amount of time any be wasted
c) The relationship among the individuals involved may be permanently worsened thereby creating organizational conflicts
d) Performance motivation may be lowered for many reasons, which includes the feeling that performance measurement means no rewards for performance
e) Money may be wasted on forms, training and a lot of support services.



















CHAPTER THREE
METHODOLOGY
[bookmark: _TOC_250030]3.1 	INTRODUCTION
	For any research, methodology shows how the topic should be approached and pursued. The researcher used a case study which enables him to investigate into how management uses performance appraisal as a management tool to enhance productivity and the growth of National Directorate of Employment. Therefore in attempting to operationalize the research topic, the researcher examines the study area, study population, sample designs, sources of data, data collection instrument and the profile of the organization of study.
[bookmark: _TOC_250029]3.2 	SOURCES OF DATA
	All research studies involve data collection. Since all studies are designed to either test hypotheses or answer questions, they all are pieces of relevant information obtained in the course of investigation regarding the major ideas of the research questions for the purpose of answering them. There are two main sources of data. They are primary and secondary sources of data.
[bookmark: _TOC_250028]3.2.1 	PRIMARY DATA
	Primary data are first hand data from the field such as interview, questionnaires and observation. For the purpose of the study, the researcher used questionnaires and interviews in order to get relevant information.
[bookmark: _TOC_250027]3.2.2 	SECONDARY DATA
	Secondary data are both published and unpublished works. The published works were obtained from library, textbooks, journals, internet, articles and news paper publications. The unpublished data was obtained from document of relevant institution such as Nigeria Directorate of Employment NDE. The researcher therefore made use of this source of data in order to obtain the information needed.
[bookmark: _TOC_250026]3.3 	POPULATION
	Population indicates the subjects studied at National Directorate of Employments. National Directorate of Employment has a large workforce of 1299 which is made up of 114 senior, 1185 junior staffs including laboures. Due to the large number of the population it was required that the researcher resorts to sampling in order to arrive at a valid and accurate information that is required to make a clear distinctive analysis and discussions with the information available. This would ensure a high degree of accuracy and validity of results within the shortest possible time due to financial constraints.
[bookmark: _TOC_250025]3.4 	SAMPLING
	Given a population of 1299, the sample size chosen by the researcher to represent the entire population is 50 appraisers and 92 appraisees. The researcher used the sample size determination by (Saunder et aI, 2007) which is shown below.
n =     N      where n = sample size, N = population, and (𝛼) = margin of error (0.1) 
                                                                                                                                              1+ N (𝛼)2
TABLE 1	APPRAISERS
	NUMBER OF APPRAISERS
	NUMBER OF RESPONDENTS
	PERCENTAGE %

	50
	30
	60%


Source: Researcher’s Construct (2021)
	Using the formula above, 50 appraisers were selected and 30 (60%) responded. This is only a little more than half of the respondents. This was due to the fact that some appraisers misplaced their questionnaires and some also did not come to work on the final day of collection of the questionnaires. The researcher however believed that sample was fairly represented since it has an error of margin of 10%.
TABLE 2	APPRAISEES
	NUMBER OF APPRAISEES
	NUMBER OF RESPONDENTS
	PERCENTAGE %

	92
	84
	77.3%


Source: Researcher’s Construct (2021)
	Again using the formula above, 90 appraisers were selected and 84 (77.3%) responded. From table 4.2, the responses were encouraging and it may be that the appraises showed more interest in the research as they believed it could bring about some improvement in the performance appraisal system at National Directorate of Employment. The researcher also believed that the sample was fairly represented since it also has an error of margin of 10%.
[bookmark: _TOC_250024]3.5 	SAMPLING TECHNIQUE
	The sampling technique that the researcher adopted was stratified random sampling technique. Stratified sample technique was used after grouping the employees into appraisers and appraisees. This method of stratifying employees was considered suitable because according to Singleton et al (1993), sample size IS dependent on the homogeneity or otherwise of the population. This however ensures that there is a fair representation of the workforce.
[bookmark: _TOC_250023]3.6 	DATA COLLECTION INSTRUMENT
	To be able to collect data for the study, the researcher extensively used questionnaires and interviews to solicit information relevant to the study. The questions were properly structured and were based on open-ended and closed-ended type of questions. The questionnaires were in two categories that are for appraisers and appraisees (refer to appendix A and B). Open questions are sometimes referred to as open-ended questions (Dillman, 2000), and allow respondents to give answers in their own way (Fink, 2003a). On the other hand closed questions are also referred to close-ended questions and provide a number of alternative answers from which the respondent make a choice. Few modifications were made to the questionnaires after it had been pre-tested in the field before it was finally administered.
[bookmark: _TOC_250022]3.7 	DATA ANALYSIS
	The data collected for the study was analyzed with the aid of Statistical Package for Social Sciences (SPSS) software in chapter four. This was utilized extensively to analyze responses from respondents to give an account in the form of illustrated diagrams and tables for easy comprehension. Statistical tools such as bar graphs and pie charts were used in the analysis.




CHAPTER FOUR
DATA PRESENTATION, ANALYSIS AND DISCUSSIONS
[bookmark: _TOC_250013]4.0 	 INTRODUCTION
	This chapter sets to outline and analyze the findings of the research by the use of Statistical Package for Social Sciences (SPSS). After analyzing the data, appropriate tables, graphical representations with their corresponding useful comments were made.
4.1 	HISTORICAL BACKGROUND OF THE STUDY
	National Directorate of Employment (NDE) in facilitating youth employment through skill development and job creation in Lagos State, Nigeria between 2005 and 2011. To collect date for the study, unstructured interview was carried out with officials and heads of department at the NDE zonal offices in Lagos State. Secondary data were collected from NDE annual reports, periodicals, journals, etc. The findings of the study revealed that between 2005 and 2012, 4188 graduates registered with the job centre units of the NDE in Lagos and out of this number, 341 were employed; that the NDE as an institution had contributed in no small measure in developing vocational skills, training and creating jobs for the unemployed within their capacity. The study however submitted that the pace of the NDE was slow in meeting the demands for skills development among graduates in Nigeria. 
[bookmark: _TOC_250012]4.2 	Employee profile
	Tables 4.1, 4.2 and 4.3 show the general profile of the sampled employees of National Directorate of Employment. Table 4.1 indicates the gender status of the subordinate employees. That of the supervisors or managers is shown in Table 4.2 and Table 4.3 show the number of years employees have worked at National Directorate of Employment. In all, 84 junior staffs and 32 senior staffs who were sampled represented quite a mix of employees in terms of gender, age and length of time with National Directorate of Employment.
[bookmark: _TOC_250011]4.3 	Profile of Junior Staff
The sampled employees interviewed were not equal in distribution in terms of their gender (sex). Out of 84 respondents interviewed during the period of the study, 53 (63.1%) of the respondents were males and 31(36.9%) were females. With this observation one can deduce that among the junior population, men were a little more than their female counterparts at National Directorate of Employment and as far as employment is concerned National Directorate of Employment may not discriminate based on gender (sex).
Table 1: Gender Status of subordinates
	Sex/Gender
	Frequency
	Percentage (%)

	Male
	53
	63.1

	Female
	31
	36.9

	Total
	84
	100


Source: (Researcher’s field work, July 2021)
	The modal age group of the sampled employees was 31 – 35 years. This represents about one third of the respondents, 29(34.5%). This age group was followed by the 26 – 30 years age group. The age group was made up of 23(27.4%). The 36 – 40 years age group was 13(15.5%). Those above 40 years were 19(22.6%). The age distributions however showed that majority of the junior staffs of National Directorate of Employment are youth.
Table 2: Age status of subordinates
	             Age range of Junior staffs (years)
	Frequency
	Percentage (%)

	26-30
	23
	27.4

	31-35
	29
	34.5

	36-40
	13
	15.5

	Above 40
	19
	22.6

	Total
	84
	100


Source :( Researcher’s field work, 2021)
Table 3: Number of years in the port
	Years of work
	Frequency
	Percentage (%)

	5-8
	40
	47.6

	9-12
	16
	19.0

	13-16
	8
	9.5

	17-20
	15
	17.9

	Above 20
	5
	6.0

	Total
	84
	100


Source :( Researcher’s field work, 2021)
	In table 4.3 above, 40 (47.6%) of the respondents have worked at National Directorate of Employment for the period of 5-8 years. Next to the modal category were those who have been with National Directorate of Employment for a period of 9-12 years. This group was made up 16(19.0%) of the respondents. Those that have worked between 13 to 16 years were 13(9.5%). The sampled junior staffs who have worked with the port for the period between 17-20 years were 15(17.9%). The last were those who spent more than 20 years with National Directorate of Employment. This category were made up of 5(6.0%) of the respondents.
4.4 	Profile of senior staffs
	Tables 4.4, 4.5 and 4.6 showed the general profile of senior staffs at National Directorate of Employment in relation to their gender, age and number of years at the port. In the case of the senior staffs, table 4.4 below shows that out of 32 respondents, 24(75.0%) were males and only 8 (25%) were females. This does not necessarily mean there are far more men as senior staff than women. However, one could deduce that the socio-cultural make up of our society could swing against women.
Table 4: Gender status of senior staff
	Sex
	Frequency
	Percentage (%)

	Male
	24
	75.0

	Female
	8
	25.0

	Total
	32
	100


Source :( Researcher’s field work, July 2021)
Table 5: whether supervisors play a role in determining the content and duration of appraisal scheme
	Involvement of supervisors in appraisal scheme
	Frequency
	Percentage (%)

	Yes
	5
	15.6

	No
	27
	84.4

	Total
	32
	100


Source: (Researcher’s field work, July 2021)
	From the table above, 5(15.6%) of the sampled senior staffs indicated that they play a crucial role during the design of the appraisal programme in determining its contents and duration. However, 27(84.4%) of senior staffs said they do not play a crucial role but indicated that it is rather the personnel and Administrative Department that determine the content and the duration of the appraisal programme. This observation is in line with a suggestion made by Mohrman et al., (1989). They reported that in the design of the appraisal process, it is important to select the right people to design for the system. This should involve managers, employees and human resource professionals.
	Out of the 32 senior staffs sampled, 15.6% said they have never had any formal training before appraising their subordinates. However, 84% of the senior staffs indicated that they had formal training before appraising their subordinates. This is a good sign as far as performance appraisal is concerned at National Directorate of Employment. This observation is in line with suggestion made by Latham and Wexley (1981) that people who evaluate employees should be trained to minimize rating errors. Moreover, Bohlander et al (2004), reiterated that a major weakness of performance appraisal programme is that managers and supervisors are not adequately trained for the appraisal task and therefore they provide little meaningful feedback to subordinates.
	In the view of Bernardin et al (1993), separate training sessions should be held for at least three groups: raters, ratees and decision makers. It is important therefore that the personnel and Administrative Department of National Directorate of Employment takes into consideration the views of these writers and put them into practise so that they can have a successful appraisal programme.
Table 6: whether supervisors set target for subordinate in the performance of duty
	Setting of targets for subordinates
	Frequency
	Percentage (%)

	Yes
	67
	9.8

	No
	17
	20.2

	Total
	84
	100


Source :( Researcher’s field work, July 2021)
	Out of the 84 junior staffs sampled, 17(20.2%) indicated that their supervisors do not set targets for their subordinates before commencement of their tasks. However, 67(79.8%) indicated that their supervisors set target for them in the performance of their work. This is quite a good sign since this will help supervisors to know whether their subordinates have been able to achieve what have been set for them. This is in line with blank and slip (1994) view that when conducting performance appraisal, supervisors should clearly convey work expectations and make sure that employees understand these expectations. In line with the above, it is important that the targets should be set at the beginning of the appraisal period as this will provide basis to compare the actual performance of an employee with the standard.
	As could be seen from the figure below, 74.6% of the sampled subordinates indicated that their supervisors involve them in setting targets. On the other hand, 25.4% said that their supervisors do not involve them in setting targets. Beach (1985), however, intimated that by participating in the setting of goals or targets, the individual acquires a stake or a vested interest in trying to meet the goals. With this assertion, it is important that all supervisors should endeavour to involve their subordinates in setting targets as this lead to achieving targets set thereby leading to higher productivity and growth.

CHAPTER FIVE
SUMMARY OF FINDINGS, CONCLUSION AND RECOMMENDATIONS
[bookmark: _TOC_250010]5.1 	INTRODUCTION
	This chapter deals with the summary of findings, conclusion and recommendations that the researcher had made in the light of the data analysis and discussions.
[bookmark: _TOC_250009]5.2 		SUMMARY OF FINDINGS
	The study was intended to assess how management of National Directorate of Employment uses performance appraisal as management tool to enhance productivity and the growth of National Directorate of Employment. The following are the findings discovered.
I. 	Lack of involvement of stakeholders in the design and implementation of performance appraisal
	In the design and implementation of performance appraisal in National Directorate of Employment, it was revealed that only a few of the senior staffs, 5 (15.6%) play a role. However, majority of the senior staffs 27 (84.6%) do not play any role. The personnel/administration department plays a major role or is responsible for the design and its implementation.
II. 		Challenges faced by supervisors during appraisal
	Apart from the above, managers or supervisors at National Directorate of Employment face the challenge of appraises not accepting the scores awarded them. Also, the study revealed that supervisors are not fair when appraising their subordinates. This sometimes leads to unpleasant relations after appraisal.
III. 	Contribution of performance appraisal to National Directorate of Employment
	On the contribution of performance appraisal to National Directorate of Employment the study revealed that majority of both junior and senior staffs 44 (52%) and 20 (62.50%) respectively are of the opinion that performance appraisal is contributing to the productivity and growth of National Directorate of Employment.
[bookmark: _TOC_250008]IV. 	Lack of consistency in providing feedback
	The findings also revealed that not all appraises are provided with feedback. Even though some were provided with feedback, this was not consistent. Some take longer period to get feedback from their supervisors.
[bookmark: _TOC_250007]V. 		Importance of performance appraisal
	Finally, the study revealed that both supervisors and subordinates indicated that performance appraisal is useful and contributes to the productivity and growth of Tema however the appraisal system needs to be improved upon so that it achieves the desired results.
[bookmark: _TOC_250006]5.3 		CONCLUSION
	Performance appraisal is practiced in many organizations. It has the potential of improving staff performance if it is organized well thereby contributing to organizations productivity and growth. The study revealed that performance appraisal is being practiced and it is done once a year. Again, in the design and implementation of performance appraisal, appraisers and appraises do not play any significant role and that it is the responsibility of Personnel Department. Also, not all the appraises are given appraisal feedback and even those that are given feedback it takes a longer time before they are given. Majority of both appraisers and appraises indicated that performance appraisal is very useful to National Directorate of Employment and are of the opinion that is contributing to the productivity and growth of National Directorate of Employment. However, it needs to be improved upon.
	The researcher has therefore made some recommendations to management and Personnel/Administrative Department to help improve performance appraisal program thereby increasing staff performance and largely contributing effectively to the productivity and growth of National Directorate of Employment. The researcher also suggests that further research on topic should consider a larger sample size.
[bookmark: _TOC_250005]5.4 	RECOMMENDATIONS
	From the above findings, it is important that National Directorate of Employment needs to takes a second look at its  performance appraisal system so as to make it more effective to achieve the purpose for which it was instituted. In this regard, the researcher has recommended the following which Management of National Directorate of Employment and the Personnel Department need to take into consideration when implementing appraisal programme.
[bookmark: _TOC_250004]A. 		Performance appraisal policy
	First and foremost the researcher commends the Management of National Directorate of Employment for having a performance appraisal policy at the Port which aimed at improving employee performance and largely contributing to productivity and growth of National Directorate of Employment. Performance of every employee in an organization contributes to higher productivity and growth. It is therefore important that Management of National Directorate of Employment should put all the necessary structures in place to make it successful.
[bookmark: _TOC_250003]B. 		Involvement of stakeholders
	The study has revealed that stakeholders were not involved in designing performance appraisal at National Directorate of Employment. During the design and implementation of appraisal programme therefore all the stakeholders such as managers/supervisors, employees, and consultants should be involved in the process. This will to a large extent educates supervisors and employees on the performance appraisal programme and help the appraisal system to be successful. This will also go a long way to motivate both appraisers and appraises.
[bookmark: _TOC_250002]C. 		Provision of feedback
	The study revealed that feedback was not given to all appraises and also it was not consistent. It is therefore recommended that feedback should be given to all appraises since it is an important component of performance appraisal. This will enable appraises attached great importance to the programme thereby ensuring that it becomes successful. Also, the Personnel Department should endeavour to have a specified period and make it a policy for all Units and Department to provide feedback to subordinates or appraises.
D. 		Fairness and impartial during appraisal
	The study revealed that the appraisal process was sometimes characterized by biases and impartiality. It is recommended that appraises should be involved in the design of appraisals as stated earlier. By doing so, they become well educated on the appraisal process. In addition, appraisers should be educated on the need to be fair during appraisals so that performance appraisal is seen by all employees at National Directorate of Employment as an important exercise. This will go a long way to reduce the unpleasant relations after appraisal to the minimum and also reduce the tendency for unfairness and impartialities.
[bookmark: _TOC_250001]E. 		Training of all appraisers
	Again it was revealed from the study that not all the appraisers had formal training in order to appraise their subordinates. It is recommended that the Personnel and Administrative Department of National Directorate of Employment should make it a matter of policy to ensure that every supervisor should have a form of formal training o how to appraise. This will help in ensuring that the programme becomes successful.
F. 		Involvement of subordinates in setting targets
	It came to light that some subordinates were not involved in setting goals or targets before commencement of task. It is therefore recommended that all supervisors of National Directorate of Employment should be educated on setting targets for their subordinates at the commencement of every task and also involve their subordinate during the process.
[bookmark: _TOC_250000]G. 		Appraisal report
	The study revealed that there were no appraisal reports as an official document for the Authority. It is recommended that the Human Resource Department of National Directorate of Employment should endeavour to have a yearly appraisal report as this will serve as an official appraisal document which will be very useful to the Authority.
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