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CHAPTER ONE
INTRODUCTION
1.1 	BACKGROUND TO THE STUDY
Performance appraisal is a tool for identification of deficiencies which point out the weaknesses of employees and spot the areas where development efforts are needed in the organization. Performance appraisal also plays a key role to measure the employee’s performance and help the organization to check the progress towards the desired goals and objectives (Ijbmr, 2012). Now organizations are using performance appraisal as a strategic approach by coordinating the human resource functions and business policies. They are focuses on it as it is a broad term that covering number of activities like examines employees, improve abilities, maintain performance and allocate rewards (Fakharyan, Jalilv and Dini, 2012). Performance appraisal help aligns individual goals and objectives with the organization goals. The system engages, motivates employees and thereby directs them toward achieving the strategic ‘goals of the organization (Verhulp, 2006).
The fact remains that good organization performance refers to the employee’s performance, satisfactory performance of employees does not happen automatically. Managerial standards, Knowledge and Skill, Commitment and Performance appraisals have effect on employee’s productivity. According to Lillian and Sitati (2011) opined that the history of performance appraisal is quite brief. Performances appraisal roots can be traced in the early 20th century to Taylor’s pioneering time and motion studies. The performance appraisal system start in practiced mainly in the 1940s and with the help of this system, merit rating was used for the first time near the Second World War as a method of justifying an employee’s wages. There are number of government establishment in Nigeria using the performance management system for making their employee’s productivity better because it leads to achieve organizational performance. However performance appraisal is very important process but it deemed to be the “weak point” of managing human force (Pulakios, 2009). Therefore performance appraisal is important to manage employee’s work effectively.
According to Armstrong (2001) who found performance as behavior the way in which organization’s teams and individuals get work done. (Mooney, 2009) suggested that performance is not only related to results but it also relates with activities and behaviors of employees that they adopted to achieve their given goals. Performance appraisal is the systematic evacuation of employees according to their job and potential development. (Pinar Güngör, 2011) says “Motivation is the ability of person to modify his/her behavior”. Motivation is a driven force that leads and directed a person toward some specific goals.
Performance appraisal has been helping an employee knowing what is expected of him and remain focused with the help of the supervisor, tells them how well they have done that motivates the employees toward the good performance(Casio, 2003). Performance management system is the process that strongly involves assurance and participation of employees within the organization and that determine the organizational results. The evaluation system identifies the gap of performance (if any). The feedback system tells the employee about the quality of his or her work performance (NCN report HR Department’, 2010). Performance appraisal can enhance the benefits for the organization, but apparently it is not delivering the benefits in many cases (John Mooney, 2009). Most of the organizations usually include performance appraisal they cannot take the benefits from that because there lay a huge difference between the anticipations and experiences in the present system (Elverfeldt, 2005). Importantly, most employees believe that the major outcome of performance appraisal is promotion and its attendant increase in financial benefits plus enhanced professional and social status (Tessema and Soeters, 2006; Shahzad, Bashir and Ramay, 2008). Performance appraisal outcomes tend to have high motivational impact and are a major determinant of employee performance. This matrix of tasks makes the job of Nigerian Custom Services is highly demanding, thereby requiring an effective performance evaluation system that will ginger higher motivation for enhanced job performance (Aslam, 2011).
1.2 	STATEMENT OF THE PROBLEMS
Performance appraisal has been criticized by people because approach like bureaucratic and top-down under the control of human resource managers. It was often backward looking, concentrating on what had gone wrong, rather than looking forward to future development needs. Performance appraisal schemes existed in isolation. There was little or no link between them and the needs of the business. It has been discovered that line managers have frequently rejected performance appraisal schemes as being time consuming and irrelevant. Employees have resented the superficial nature with which appraisals have been conducted by managers who lack the skills required, tend to be biased and are simply going through the motions.
Additionally, situations may arise sometime whereby only some selected job elements are evaluated or given preference or higher points above other job elements in which the employee was equally engaged during the review period. This gap is the problem that occurs when performance does not meet the standards that are set by the organization. This calls to question the fairness of the appraisal system and its ability to effectively produce the desired outcomes. Performance appraisal believes to be a difficult and complex activity which is often not performed well by many organizations. It is quite understandable that the end result of this is that it produces exactly the opposite or have adverse effect to those intended.
Furtherance to the state of the problem, currently in Nigeria, it has seen in the public sector that general atmosphere of discontent pervading the entire labour panorama, which Kwara State Television (KWTV), Ilorin are not left out in the general state of disappointment and aggravation. In Nigeria today, the general state of poverty makes economic reward a very important reason why people go out to work, thereby making money to rank highly as a critical motivator. This situation has made it imperative for Nigerian workers to pay particular attention to human resource practices which have direct bearing on their financial rewards and social status. One of such human resource activities is performance appraisal, which is the focus of this study.
At KWTV, concerns have been raised regarding the fairness, transparency, and impact of the existing appraisal process on staff motivation and productivity. Employees often feel demoralized due to a perceived disconnect between performance evaluations and career advancement, promotion, or reward systems. This study, therefore, seeks to examine the effectiveness of performance appraisal systems in public sector organizations using KWTV as a case study, focusing on its design, implementation, and impact on staff performance and organizational growth.


1.3 	RESEARCH QUESTIONS
The study intends to seek answers to the following questions;
i. Is there any significant relationship between performance appraisal and employees’ productivity in Nigeria Customs Service?
ii. Is the use of performance appraisal system affect employees’ productivity in Nigeria Customs Service?
iii. Will favouritism be responsible for ineffectiveness in the Nigeria Customs Service?
iv. Those performance appraisal enhance employees productivity in Nigeria Custom Service.
1.4   	OBJECTIVES OF THE STUDY
The main objective of the research is to examine the effectiveness of staff performance appraisal in a public sector. Other objectives include;
i. To assess the significant relationship between performance appraisal and employees’ productivity in Nigeria Customs Service
ii. To evaluate the factor inhibiting the use of performance appraisal of employees in Nigeria Customs Service.
iii. To know whether the favouritism is responsible for ineffectiveness in the Nigeria Customs Service
iv. To make appropriate suggestions on how the use of performance appraisal system could enhance employees’ productivity in the Public Sector.


1.5 	RESEARCH HYPOTHESES
The following research hypotheses were formulated for this study:
Hypothesis One
Ho: There is no significant relationship between performance appraisal and employees’ productivity in Nigeria Customs Service.
Hi: There is significant relationship between performance appraisal and employees’ productivity in Nigeria Custom Service.
Hypothesis Two
Ho: There is no significant relationship between problem hinder the use of performance appraisal system and employees productivity in Nigeria Customs Service.
Hi: There is significant relationship that hinder the use of performance appraisal system and employees productivity in Nigeria Television Authority.
Hypothesis Three
Ho: Favouritism is not responsible for ineffectiveness in the Nigeria Customs Service.
H1: Favouritism is responsible for ineffectiveness in Nigeria Customs Service.
1.6 	SCOPE AND LIMITATIONS OF THE STUDY
The scope of the study covers the effect of performance appraisal on employees’ productivity in Nigeria Customs Service as a case study. However, the study focuses on how performance appraisal used in an organization to increase employees’ productivity. However due to the nature and scope of the work, such a wild scope is out of the question since a work of this nature can hardly achieve a feat. This study is limited mainly on the appraisal system and training pattern described as ways of improving workers performance in an organization in Nigeria Customs Service (2007 —2013).


1.7 	DEFINITION OF TERMS
The following are the operational definitions of terms used in this study
Performance: An action, task, or operation, seen in terms of how successfully it was performed Management: The process of dealing with or controlling things or people in an organization.
Appraisal: The word appraisal is defined as the act of determining a value of something or the report of that value.
Performance appraisal: A means of determining the acceptability of an individual’s level of performance at work over a given period of time.
Performance management: Performance management includes activities to• ensure that goals are consistently being met in an effective and efficient manner. Performance management can focus on performance of the organization, a department, processes to build a product or service, employees, etc.
Organization: An organization is a social group which distributes tasks for a collective goal.
Productivity: is a measure of output from a production process, per unit of input. For example, labor productivity is typically measured as a ratio of output per labor-hour, an input.
Performance evaluation: A method by which the job performance of an employee is evaluated (generally in terms of quality, quantity, cost, and time) typically by the corresponding manager or supervisor.
Employee Attitude: Employee attitude refers to a persistent tendency to feel and behave in a particular way towards some object. Attitude provides people with a basis for expressing their values.
1.8	HISTORICAL BACKGROUND OF THE AREA OF STUDY  
	Successive governments in Kwara State had stated their desire to set up a television station in the State since the early 70s. However the first attempt to actualize the dream was aborted in 1977 with the promulgation of the Nigeria Television decree No 24 of 1977 which brought all the State Television station under a single federal Authority.
	The technical committee was however set up in 1991 by the then Military Administration to study and justify the desire for the establishment of Kwara State Television when a Federal Government television station was already on ground. The committee’s recommendations had to wait till 1992 when the third civilian governor of the state, Alhaji Mohammed Sha’abaLafiagi set up an implementation committee and later awarded the contract for the station in July 1992.
	After all installations, Kwara Tv began test transmission with films on April 26 1994 while it commenced News and other programs in April 1995.
	The station began full transmission on Wednesday March 12, 1997 with the setting up of a pioneering management team led by Modibbo Ishaq Kawu.
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CHAPTER TWO
LITERATURE REVIEW
2.1	INTRODUCTION 
	Performance appraisal can be described as the person actively by means which the enterprise determines the extent to which employee is performing the job. Therefore without a good organization, planning, performance appraisal or executed in any enterprises.
	Performance appraisal plays a vital role in enhancing organizational effectiveness by providing a structured framework for evaluating employee contributions. It is a tool used to measure individual work performance against established objectives and provide feedback for development, reward, or corrective actions. In public sector organizations, effective appraisal systems are expected to improve employee motivation, ensure accountability, and support capacity building.
However, the effectiveness of performance appraisals in Nigeria’s public institutions has been questioned due to issues like favoritism, lack of objectivity, inadequate training of appraisers, and non-implementation of outcomes. Public broadcasting institutions such as Kwara State Television (KWTV) require performance-based systems to maintain quality and credibility in service delivery. This review focuses on existing literature relating to performance appraisal practices and their effectiveness in the public sector.
2.2	CONCEPTUAL FRAMEWORK
2.2.1 	The Concept of Performance Appraisal
	One  of  the  arduous  tasks  among  many  to  perform  but  a  notable  feature  of  any  human  resource management, which is vital to the individual and organisational progress is performance appraisal (Obisi, 2011). Appraisal is the process of measuring the output of an employee and also his/her qualifications that should be within the requirements upon which employment was given. It can be conducted periodically to
review the efficiency and quality of work done by an employee. The human resource management team is
often in charge of conducting performance appraisal and setting up an effective management system.
Thus, the HRM unit is the domain of performance appraisal in any organisation (Chartered Institute of Personnel and Development, 2022). This further stresses that without a reliable performance appraisal system, the organisation can collapse. The principal goal of any performance evaluation is to ensure that workers get constructive criticism on ways through which their future accomplishments can be made better,  thus  enhancing  productivity  and  competency  levels  in  an  organisation  (Lambert,  McCarthy, O’Donnell, and Wang, 2009; Abasilim, 2014). Performance appraisal in Nigeria’s public sector from 1950 - 1974 was subjective (emphases on personal traits like loyalty, drive, foresight, honesty, courage, industry and penetration) rather than being objective (effectiveness, efficiency, accountability and speed of operations), and these underscored the Udoji Public Service Commission report in 1974.
However, the Civil Service Reform of 1988 and the Ayida Review Panel of 1994 brought about target placement and performance appraisal structure in Nigeria’s public sector. Performance appraisal was contingent upon “objective assessment,  subject to  measurable job performance and demonstration of professional  competence  with  effective  rewards  and  sanctions”  (Ekpe,  Daniel  and  Ekpe,  2013:50). Nigeria’s public sector uses the Annual Performance Evaluation Report (APER), which is in recognition of the potential of performance assessment to identify ways to improve employee’s performance, thus enhancing  the  productivity  of  the  public  service.  According  toObisi  (2011),  three  main  types  of performance appraisal exist, namely: semi-secret/semi-open, open and secret or confidential evaluative styles. The secret appraisal occurs where workers do not take part in the appraisement procedure, and outcomes of such report are unknown to the employee.
In other words, employees are unaware of their shortcomings and strengths. The appraiser who conducts the performance appraisal ignores periodic counselling after the process has been concluded. The open appraisal type is used in Nigeria’s public sector. The semi-open or semi-secret appraisal is neither completely open nor completely secret. The process is made known to the employee at the beginning but becomes secret later. In open appraisal, the contributions and failures are made known to the employee, as well as their strengths and weaknesses. As DeCenzo and Robbins (2002) state, the open appraisal encourages self-awareness as a result of the communicated outcomes to the employee, which makes such employee  reflective  and  objective  about  their  tasks  and  operations.  The  employee  is  also  aware  of situations  they have  performed  better  and  the value  they bring  to  the  organisation,  which serves  as motivation.
In an open appraisal, there exist several instruments for measuring the performance of employees, and they are rating scale, essay approach, checklist technique, critical incident procedure, force choice technique, paired comparison approach and management by objectives (Majid, 2016). The rating scale method is centred on picking several characteristics of an employee’s behaviour or outcome relating to a specific job (Woods, 2012). The scale consists of numbers with each number indicating a job-related performance condition like attitude, dependability, output, cooperation, initiative, attendance and many others. The appraiser places a tick along a line ranging from the highest to the lowest score (excellent to poor) according to a specific task or employee’s qualities. In the essay method, the appraiser puts down his remark on an employee on a continual basis.
The appraiser takes note of the employee’s relationship with other employees and the manager; the skill and  knowledge  of  the  employee;  commitment  and  understanding  of  the  employee  towards  the organisation’s objectives and goals; employee’s attitude and traits in relating to peers, job, manager and the organisation; the potentials of an employee for future roles (Majid, 2016). Checklist method makes use of statements  and  situations  in  comparison  with  employees.  It  is  an  arrangement  of  the  appraisee’s characteristics and performance. The result of the appraisal is usually quantitative. The assessor forwards the list after ticking against each situation or statement to the human resource management team. In the forced-choice method, the rater is presented with some statements or sentences about the employee in which the rater is to select the statement or sentence that best suit the employee (Choon and Embi, 2012). These statements or sentences are usually in a hunk of two or more. The paired comparison makes use of contrast. Here, the employee is compared with other employees in a group or category at a time. After the completion of the comparison, the final ranking is given to the employee. Management by Objectives (MBO) is an instrument of appraisal that was initiated by Peter Drucker, and he explained it as a method of management of performance where objectives that are clear and measurable are set and used to evaluate and review a staff’s progress (Drucker, 2013). This method is said to be the simplest and best way of planning and creating employees that will perform well. Everyone in the organisation must have proper knowledge of the objectives and mission of the organisation and also knows their responsibilities and roles in achieving those set aims and objectives.
In appraising, five key players can assess; they are individual/self, supervisor, subordinate, colleague/peer and  persons  outside  the  organisation  (Tyler,  2005).  Individual/self-appraisal  isutilised  when  the management accepts that it is only the individual that can appraise his/her job/operations, and this must be backed with a strong argument (Fox, 2009). This avail the individual or employee the opportunity to appraise him or herself based on the strengths, weaknesses, achievements and performance. Supervisor’s appraisal can be called vertical appraisal. The supervisor is the direct boss of the employees under him, and this designation avails him the opportunity to see the responsibilities, activities and actual performance of officer and employees and rate them according to organisational appraisal standard procedures. Subordinates’ appraisal is not a common one in the public sector because of the chain of command (Cook, MacKenzie and Forde, 2016). Subordinates’ appraisal avails the subordinate opportunity to appraise his bosses and heads of the department. It centres mainly on the ability of a supervisor to communicate and motivate his subordinates effectively to achieve organisational productivity. This appraisal is, however,  useful because  the  subordinate  is  in  the  best position  to  know their  heads’  abilities.  Colleague/peer appraisal avails colleagues the opportunity to appraise themselves to bring about team spirit, good working conditions  and  cooperation  among  themselves.  This  appraisal  gives  information  different  from  the supervisor’s view, which provides the organisation with dual views to appraise an individual effectively. The external appraisal is another way of generating appraisal information by outsourcing for expertise not available in the system (Tyler, 2005). Supervisors and workers usually possess irresolute disposition, at most, toward performance appraisement (Belle, Cantarelli and Belardinelli, 2022). Notwithstanding that many tend to recognise the presumed gains of typically recording, disseminating and fixing targets in performance  aspects,  several  people  are  dissatisfied  with  the  eventual  benefits  gotten  from progress evaluation in their organisations (Shifa, 2022).
2.2.2 	The Concept of Public Sector Productivity
	In clarifying the concept of public sector productivity, productivity must be first defined. Productivity is
seen as the output of an organisation in relation to the quantity of the inputs in reaching the output. Inputs comprise of the physical and human resources while outputs are the product of the process which could be services or products (Syverson, 2011). For productivity to increase, an organisation must produce at the same quantity with fewer resources or provide more quantity with the same amount of resources. In other words, a higher proportion of commodities and amenities in relation to resource inputs is productivity. How resources are gotten and used as well as creating value is an integral part of productivity. These imply that when an organisation’s resources (human and material) are not well used or not available, the organisation’s productivity will reduce.
	By implication, when resources used adds value to the goods or services, there would be high productivity (Yadav and Marwah, 2015). Public sector productivity is therefore defined as optimising service delivery via effective usage of public resources, emanating in higher satisfaction of citizens, growth and living standards (Berman, 2015). These encompass improved efficiency by ensuring a convenient atmosphere for increased total factor productivity in the public sector. Boosting productive levels in public agencies are vital because governments act as key recruiters. Public corporations are substantial contributors to overall national employment figures and include every worker at local, national and regional tiers as well as agencies under government ownership and control. Productivity in the public sector is also crucial because public enterprises supply primary services (Thornhill, 2006).
	Delivering utilities, infrastructures, social wellbeing, healthcare and education are major functions of government to its people, especially those with insufficient funds for accessibility. Moreover, other intangible amenities which are not readily available such as defence, diplomacy and justice are provided. Low productivity implies misuse and wrong allotment of inputs. In contrast, high productivity indicates effective  utilisation  of  public  wealth  where  the  latter  is  gainful  for  the  vast  majority.  In  Nigeria, remuneration of civil servants typically seems less appealing relative to private corporations. Additionally, the low productivity of the public service could be attributed to insufficient know-how. Arguably, organisations which possess concise and up-to-date strategies regarding performance targets and feedback structures are supposed to surpass average output levels (Owusu, 2003).
	Scholars posit that public sector productivity can increase through hiring based on intellect, coaching for high capacities, incentives and attractive rewards, contractual agreements on performance, utilising non- rigid administrators, advocating top-notch ethics, reorientation and systematic revamping, deregulated activities, enacting supplier-clientele agreement, the appropriate scope of authority and re-positioning staff (Ayee, 2000; Woode, 2000; Mathis and Jackson, 2006).

2.2.3 	The Empirical Link between Performance Appraisal and Public Sector 	Productivity
	The issue of advancing productive levels in public organisations through effective performance appraisal has long been in the discourse, and it is evident in the following review.  Looking at public organisations, 
	Osabiya (2014) investigated the efficacy of performance appraisal as an instrument of capturing workers’ productivity in Nigerian organisations, and established that direct bosses typically evaluate workers. Most times, administrators permitted mundane issues such as favouritism or bias, gender, tribal looks and similar prejudices to affect their selection. He recommended that when decisions are not based on actual work accomplishments, the appraiser should continually be objective.
	Omisore and Adeleke (2015) examined work morale, principles, behaviours and output in Nigeria’s Public Service, looking at contemporary situations and possible solutions. They identified performance appraisal as a way of improving public sector productivity. However, nepotism, wrong attitude, corruption, gross indiscipline and political interference has hindered performance appraisal process, thereby resulting in low productivity. Their submission is that excessive interventions in recruitment, allocations and upgrades, undue interference in appointment, postings and promotions should be prevented.
	In education, Fapohunda (2015) evaluated the performance assessment structure of academics in Nigeria’s public universities and the corresponding impact on their motivation and overall accomplishments. Performance appraisal that was initiated to assess staff performance adequately was not evident in these public universities as the staff saw the appraisal system as unfair due to inadequate capturing of their aggregate work components and progress.
	The study documents that the human resource functions needed to be improved to motivate and advance the performance of academic staff. Ikonne (2015) aimed to explore the effect of feedback on the efficiency of library staff at chosen university libraries of South-western Nigeria. It was revealed that employees saw such reviews as periodic quantification of their progress; managerial forum intended to enhance workers’ output; approach for deciding employee remuneration but not a platform for fostering healthy manager- worker relations.
	Aro-Gordon  (2016)  also  proposed  the  utilisation  of  information  technology  (IT)  to  boost  efficient feedbacks in Nigeria’s public sector. He noted that the sector’s unwillingness to enact IT into such reviews because of the phobia of numeric analysis and overall hesitation to accept technological evolutions in appraisal structures. He argues that staff training will resolve this challenge. The author canvassed that public organisations should have three to four primary goals, unlike the limitless number of goals present in Nigeria’s public service as this will aid computer capability to analyse these goals.
	Zayum, Aule and Hangeior (2022) studied performance assessment effect on worker’s productive levels in Plateau State Internal Service. The study tried to ascertain if the administration through the objective approach of analysing staff outcomes, influenced their productivity and affirm if 360-degree observatorycomments from assessing output also affected workers productivity within the study area. These twomethods of performance appraisal affected staff effectiveness in the sampled population. Based on these findings, the study supports the need to allow employee partake in goal setting and that the managerial personnel of Plateau State Internal Revenue Services should implement the 360-degree feedback appraisal method as this will improve productivity through efficient supervisor-employee interaction.
	Eneanya (2018) examined platforms for managing performance schemes in Nigeria from 1960 to 2022 for public service delivery. He noted that understanding an organisation’s goals and turning these goals into realistic  individual  goals  and  evaluating  these  goals  regularly  will  improve  public  service  delivery.
Findings revealed that low employee engagement, contradictory reforms, absence of clear measurement indices  and  the use of  other budgeting approaches  rather  than  performance-oriented  budgets  are  the challenges  confronting  performance  in  Nigeria’s  public  service.  The study affirms that institutional reforms should be upheld; public managers should undergo training on the principles of the performance management techniques and essential performance criteria.
2.3	THEORETICAL FRAMEWORK
	Successive government in Kwara State had stated their desire to set up a television station in the state since the early 70s.
	However, the first attempt to actualize the dream was aborted in 1977 with the promulgation of the Nigeria Television decree No 24 of 1979 which brought all the state Television station under a single Federal Authority. 
	A technical committee was however set up in 1991 by the then Military Administration to study and justify the desire for the establishment of Kwara State Television (KWTV) when a federal government television station was already on ground. The committee’s recommendation had to wait till 1992 when the third civilian governor of the state, Alhaji Mohammed Sha’abaLafiaji set up an implementation committee and later awarded the contract for the station in July 1992.
	After all installations, Kwara TV began test transmission with films on April 06, 1994 while it commence news and other programsin April 1995. The station began full transmission on Wednesday March 12 1997 with the setting up of a pioneering management team led by ModibboIshaqKawu.
	The signals of the station were received in most parts of the states, as well as in Kogi, Niger, Ekiti, Oyo, Ondo and Osun State, Nigeria.
CURRENT STAFF STRENGTH =	90
VISION STATEMENT 
	“To be the medium transforming the world through broadcasting by upholding our heritage using global best practice.
MISSION STATEMENT 
	“To build and sustain a television that promote stakeholders relationship through professionalism and innovative quality programming.
2.3.1	METHOD OF STAFF PERFORMANCE APPRAISAL 
	An organization may approach performance appraisal systematically or else it can decide to do it without any organizes procedure. The former is termed FORMAL APPRAISAL while the later is INFORMAL APPRAISAL.
	The methods used vary in details between organizations. The appraisal should be seen as a basis for developing and compensating the employee. In doing this a number of techniques are adopted:
1.	Comparative Standards: 
	The technique involves comparing one subordinate with another subordinate in the same rank or category. It is in the following ways:
(a)	Straight ranking: This is where the superior rank the subordinate in a descending order of performance from best to worst performance.
(b)	Alternative ranking which involves a number of steps. First the best performer is put at the top of the list and the worst performer at the bottom. This process continues until all employee are ranked. 
2.	Absolute Standard 
	Unlike comparative standard where employees are compared against the other. In absolute standard, employee performance is compared to the standard performance. The rating of employee is based on absolute standard which may be quantitative or qualitative.
	The qualitative method involves taking into account such factors as the critical incidence involved while performing the job. In quantitative assessment the assessor is required to assess a specific numerical value to the employee’s performance.
3.	Management by Objectives:
	This method is mainly used for management staff. It involves establishing definite objectives for each job and assessing the manager in relation to the objectives.
4.	Director or Objective Index:
	This method measures subordinate performance by using quantifiable and visible indicators such as productivity, absenteeism and turnover.
	It tends to be more objective than other methods where factors assessed are not quantifiable.
	Staff performance appraisal is important though, it is not an end in itself rather, it is a means to an end. Thus every organization should ensure that staff performance appraisal and other personal functions help in using human resources effectively and efficiently.
	Where appraisal show deficiency in an employee in terms of the requirement of the job there is the need to train and develop the employee to bridge the gap and ensure satisfactory performance.
2.3.2	TYPES OF STAFF PERFORMANCE APPRAISAL 
	Staff performance appraisal focuses on the evaluation of traits, behaviors and results
	Trait Appraisal – under this method, managers assess subordinates on personal characteristics that one relevant to job performance such as abilities, personality and skills. However, there main disadvantages often trail this method, leading managers to rely on other appraisal methods.
	First, possessing a certain personal characteristics does not ensure that the personal characteristics will actually be used on the job and result in high performance.
	Two, traits do not always show a direct association with performance, workers and courts of law may view them as unfair and potentially discriminatory.
	Third, trait appraisals often do not enable manager to provide employees with feedback that they can use to improve performance.
	Behavioural Appraisals – Managers assess how workers perform their jobs – the actual actions and behaviours that workers exhibit on the job. Behaviour appraisal are especially useful when how workers perform their job is important. It also has the advantage of providing employees with clear information about what they are doing right and wrong and how they can improve their performance. Since behaviours are much easier than traits for employees to change, performance feedback from behavior appraisal is more likely to lead to performance improvement.
2.4	 EMPIRICAL REVIEW
	In this case, how people perform the job is not an important as what they accomplish the tasks or the result they obtain. Managers appraise performance in terms of result or the actual outcomes of work behaviors.
	Since organization exist to achieve objectives, through employees they can only provide the needs of their customers when they have the required human resources to turn around the necessary material resources. It is quite necessary and important, that both the personnel department and employees need feedback on their efforts.
A study by Ojo and Lawal (2023) investigated the impact of performance appraisal systems on employee productivity in three public broadcasting stations in Southwestern Nigeria. The study utilized both quantitative surveys and in-depth interviews, revealing that although appraisal systems were present, they were rarely applied consistently or objectively. The results showed a weak correlation between appraisal outcomes and rewards or promotions, leading to low staff morale and declining performance. The study concluded that unless appraisals are linked to tangible outcomes and conducted transparently, their effectiveness in driving employee productivity would remain limited.
This empirical evidence provides insight into the operational challenges of performance appraisal systems in public sector media organizations and is directly relevant to the situation at KWTV, which may be experiencing similar obstacles.
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CHAPTER THREE
METHODOLOGY
3.1	INTRODUCTION
	This chapter entails the method been used during the research study. It also deals with the method of analysis and the research problems in the research work. 
	The research methods used in the cause of this research work also entails procedures and problems that can guide the new researcher in order for them not to encounter such problems in their research
3.2	RESEARCH DESIGN
	In the course of this research, the researcher adopted both historical and descriptive method.
	Historical method involves the narration or description as well as interpretation of past events. It let the researcher have a clear picture of the past present based on past.
	Descriptive method is an approach thing the way they are. It can also be used by the researcher to identify problems and efforts made to solve such problems which culminate into decision making.
3.3	SAMPLE AND POPULATION OF THE STUDY
	Random sampling method was administered because the population is homogenous and such any could suffix and the situation sample. It has being structurally stated that there are six department under the cooperative therefore so member are randomly being used to make the selection as to eliminate personal in the choice of sample and to make sure that everyone of the ticket has and ebullience of being selected without bias.
	However information from everyone in a population is because Kwara State Television has large population of member of staff that appreciates the value of research finding. Hence out of the large population of the six departments in Nigeria ninety members were randomly selected as suitable as largest, the sample is limited to random procedure as estimate of the organization total is easily a procedure and members of the organization, staff were able to skill the questionnaire with sample size collection.
3.4	SOURCES OF DATA COLLECTION
	Both primary and secondary data was adopted for the researcher work. The primary sources was the instrument used in obtaining information from the staff of the organization (Kwara State Television) the researcher to also with the used of performance interview also make visitation to the case study whereby studies the activities and process that takes in the case study this was done in order for the member of the organization time to be able to fill the questionnaire with the sample size collection.
	The researcher using secondary sources for obtaining information also collected data from other sources of life.
· The use of text books
· The use of newspaper 
· The use of journal
· The use of magazine of manual of the case study 
· The use of report and minute of meeting

3.5	TECHNIQUES FOR DATA ANALYSIS 
	A scientific method of data analysis is being to interpret the data collected from the field that is percentage and table are used appropriately to interpret present and analysis and inter-relationship of data to be information and presentable.
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CHAPTER FOUR
 DATA PRESENTATION AND ANALYSIS 
4.1	INTRODUCTION
	This is where to analyze the questionnaire administered for data collection in the study of staff performance appraisal in Kwara TV, Ilorin.
	The aim of these, is to make interpretation of the analysis of the data collect from the field for motive and treating the formulated hypothesis with a view to determine the validity.
4.2 	DATA PRESENTATION AND ANALYSIS
Ninety questionnaire were administered by the researcher but only 62 was properly filled and rational therefore the analysis was based on the rational one having due with the collection of data from the field. It is expedient between performance appraisal and organizational development and growth for a more acceptable proportion.
Analysis of Data 
Percentage and table are used appropriately to present and analysis the retrieved data. The following are the various octane and analysis of the field study result (see appendix for the questionnaire) in all, a total of ninety questionnaire were administered to different categories of employee who are randomly selected so as obtain accurate and reliable data out of which seventy workers obtained their questionnaire. Twelve were eliminated for incomplete and among following.
Therefore by workers constitute the data base for this analysis table is represented in percentage so as to make the analysis and interrelationship of data informative.

TABLE 1: DISTRIBUTION OF RESPONDENTS BY SEX IN KWARA TV ILORIN.
BY SEX IN NTA ILORIN
	SEX
	RESPONDENT
	PERCENTAGES

	Male
	44
	70.96%

	Female 
	16
	29.03%

	Total 
	62
	100%


Source: Researcher’s Field Survey, 2024
From the above table, researcher realizes that 44 respondents representing 70.9% out of 62 respondents male of this, it has been female respondent. Therefore this shows that male staffs are employed than female staff in the corporation.
TABLE 2: AGE DISTRIBUTION OF QUESTIONNAIRE SEX IN DATA ILORIN.
	AGE
	RESPONDENT
	PERCENTAGES

	Below 30yrs 
	28
	45.16%

	Below 30-40yrs 
	16
	25.80%

	Above 40 yrs
	18
	29.03%

	TOTAL 
	62
	100%


Source: Researcher’s Field Survey, 2024
The table above show that 45.16% are below 30years 25.80% between 30-40 years while 29.03% above 40 years.



TABLE 3: DISTRIBUTION OF RESPONDENTS BY QUALIFICATIONS  
	QUALIFICATION
	RESPONDENT
	PERCENTAGES

	School cert.
	2
	32.25%

	SSCE
	26
	41.93%

	BA/BSS/HND
	22
	35.48%

	PROFESSIONAL
	12
	19.35%

	TOTAL 
	62
	100%


Source: Researcher’s Field Survey, 2024
Tables 3: Interpretation shows that only 2 respondents representing 3.22% are school certificate holder qualification while 22 (35.48%) respondents out of 61 respondent majority of the employee have higher from qualification Kwara TV Ilorin but some skills need to improve.
TABLE 4: TO SHOW THE DISTRIBUTION OF QUESTIONNAIRE DATA 
	OPINION
	RESPONDENT
	PERCENTAGES

	Yes 
	54
	87.1%

	No
	8
	12.9%

	TOTAL 
	62
	100%


Source: Researcher’s Field Survey, 2024





TABLE 5: HAVE YOU EVER BEEN PROMOTED?
	OPINION
	RESPONDENT
	PERCENTAGES

	YES
	46
	74.19%

	NO
	16
	25.8%

	TOTAL
	62
	100%


Source: Researcher’s Field Survey, 2024
Interpretation of table 5 above show that 74.19% are yes while  response by “No” represents 25.8%
TABLE 6: WHY DO YOU THINK YOU SHOULD BE PROMOTED? 
	OPINION
	RESPONDENT
	PERCENTAGES

	AVAILABLE OF CREDENTIALS
	2
	3.23%

	EXPERIENCE 
	20
	32.26%

	HARD WORK
	28
	61.29%

	OTHERS WERE PROMOTED
	2
	3.232%

	TOTAL 
	62
	100%


Source: Researcher’s Field Survey, 2024
Interpretation of table shows that available for valuable entry is more than the remaining entry
TABLE 7: WERE YOU SATISFIED WITH THE ASSESSMENT?
	OPINION
	RESPONDENT
	PERCENTAGES

	Yes 
	52
	53.8%

	No
	10
	16.13%

	TOTAL 
	62
	100%


Source: Researcher’s Field Survey, 2024
Interpretation of table shows that 52 respondents said yes while the remaining 10 is for no respondents.
TABLE 8: WHAT PURPOSE DO YOU WANT THE ASSESSMENT TO SERVE?
	OPINION
	RESPONDENT
	PERCENTAGES

	PROMOTION
	36
	38.66%

	TRAINING 
	22
	35.48%

	PASS INCREASE
	4
	6.45%

	TOTAL 
	62
	100%


Source: Researcher’s Field Survey, 2024
Interpretation of table 8 show that 38.06% are promotion and 35.48% are still on training while 6.45% are pass and increase.
TABLE 9: WHAT IMPACTS DO THE ASSESSMENT HAS ON YOU?
	OPINION
	RESPONDENT
	PERCENTAGES

	JOB PERFORM
	26
	41.94%

	HUMAN RELATION CAPACITY
	2
	3.23%

	YOUR PRODUCTION
	8
	12.9

	YOUR EFFECTVENESS AND EFFICIENT
	26
	41.94%

	TOTAL 
	62
	100%


Source: Researcher’s Field Survey, 2024
Interpretation of the table shows that the respondent that has good are more than the rest.


TABLE 10: 
	OPINION
	RESPONDENT
	PERCENTAGES

	EXCELLENT 
	2
	3.23%

	GOOD
	50
	80.65

	FAIR
	10
	16.13

	POOR
	0
	0%

	TOTAL
	62
	100%


Source: Researcher’s Field Survey, 2024
TABLE 11: HOW DO YOU LIKE TO ASSESS YOUR BOSS?
	OPINION
	RESPONDENT
	PERCENTAGES

	YOUR BOSS
	54
	87.1%

	YOU AND YOUR CO-WORKERS
	6
	9.68%

	YOUR CO-WORKERS
	2
	3.23%

	TOTAL 
	62
	100%


Source: Researcher’s Field Survey, 2024
TABLE 12: HAS PERFORMANCE APPRAISAL SERVED ITS EXPECTED PURPOSE IN YOUR ORGANISATION?
	OPINION
	RESPONDENT
	PERCENTAGES

	Yes 
	30
	48.99%

	No
	32
	51.6%

	TOTAL 
	62
	100%


Source: Researcher’s Field Survey, 2024
From the foregoing finding generally the researcher realized that the staff performance appraisal has not achieve its expect goals in KWARA orin the result depicted that this appraisal system is used as procedure for promotion and training most importantly in this particular cooperation. In term of management the positive response of the respondents has poured to is not to see never reached the opinion level of management growth of a standard organization KWARA TV Ilorin promoting its staff is based on experience and hard work.
	The only rectification noted by the researcher here is to take this sure qualification importantly in promotion and pay increase of the staff in KWARA TV Ilorin.
	Eventually, from the generally result of the finding the researcher is now abducting that staff performance appraisal shame is imputative in any organization both private and public cooperation in order to improve productivity capacity of employee.
4.3 	DISCUSSION OF FINDING
	Here then statistical tool used was correction analysis. The correlation between two variables. However, the effective of performance appraisal in public sector organization is very important in organization and it must to bring positive result and change to organization.
	The result that out two hundred and ten respondents to question asked, one twenty eight representing 450.9% agreed that it does while eighty are representing 266% said not. This confirms that correlation coefficient is much larger to determine the sound.
	This chapter discuss summarizes the presentation analysis and interpretation of whole findings in which the data is presented in table and analysis in percentage for easy and sample understanding scheme is more important to Kwara TV Ilorin as a public sector all the findings points to the direction of the effectiveness of performance appraisal in organization development which is hypostatic the achievement of every organization goals.
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CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATIONS
5.1 SUMMARY OF FINDINGS
This chapter summarizes the study in order to show the findings with recommendation and conclusion to clarified problems.
In any organization whether public or private conflict has been seen as inherent or inheritable sure dominant aim of performance appraisal is not strive to achieve the objective while the employees main aims is to scure and maintain the highest level of with the best condition or services for themselves.
Also, there are many schools of thought on conflict which make the scholars perceived its in different ways. Advantageous to the achievement of the organization goals. While traditionalist see performance appraisal to be organizational objective. However, masses believe that conflict is a mass struggle between those who own and control the means of production and those who don’t. furthermore, it could be between the government and the management or between management and the union or between management and the student. This is usually occurring as a result of miss interaction and misunderstanding parties involved. Moreso, towards the end of these chapters the general of the whole findings were presented in tables and analysis is percentage for easy and simple understanding of the readers.


5.2 CONCLUSION
	The result of finding show that the employees where fully allow to participate in decision making policy. In addition the criterion is used by Kwara TV Ilorin for promoting the staff which based on hard working experience which is based on the employee who are industrial in the organization. Hence, from the above explanation it is very clear that decision making process to terminal as a centralized decision making system.
	Therefore, of has been realize that popular participation of staff in decision making of Kwara Tv Ilorin may definitely improve the general activities of the cooperation.
5.3 RECOMMENDATIONS
	It has been realized that the management of Kwara Tv Ilorin needs its independent in policy making of the organization management of Kwara Tv Ilorin should endeavour to provide satisfactory salary scales for them. The increase to the grants given t the corporation in order to cease the financial loan Kwara TV Ilorin notwithstanding, proper regard for the right and feelings of employee therefore will enable them to tender their job in a best way.
	Finally, if the above recommendations are adequately by implemented or exercise the performance of the employee of Kwara TV Ilorin would tremendously improve and this would definitely lead to better accomplishment of overall organization objectives.
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