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CHAPTER ONE
1.1	INTRODUCTION 
Performance appraisal, also referred to as a performance review, performance evaluation, (career) development discussion, or employee appraisal is a method by which the job performance of an employee is documented and evaluated. Performance appraisals are a performance appraisal art of career development and consist of regular reviews of employee performance within organizations. A performance appraisal is a systematic and periodic process that assesses an individual employee’s job performance and productivity in relation to certain pre-established criteria and organizational objectives. Other aspects of individual employees are considered as well, such as organizational citizenship behavior, accomplishments, potential for future improvement, strengths and weaknesses, etc.
To collect performance appraisal data, there are three main methods: objective production, personnel, and judgmental evaluation. Judgmental evaluations are the most commonly used with a large variety of evaluation methods. Historically, performance appraisal has been conducted annually (long-cycle appraisals); however, many performance appraisal  are moving towards shorter cycles (every six months, every quarter), and some have been moving into short-cycle (weekly, bi-weekly) performance appraisal The interview could function as “providing feedback to employees, counseling and developing employees, and conveying and discussing compensation, job status, or disciplinary decisions”.Performance appraisal is often included in performance management systems. Performance appraisal helps the subordinate answer two key questions: first, "What are your expectations of me?" second, "How am I doing to meet your expectations?" 
Performance management systems are employed “to manage and align" all of an organization's resources in order to achieve highest possible performance. “How performance is managed in an organization determines to a large extent the success or failure of the organization. Therefore, improving performance appraisal for everyone should be among the highest priorities of contemporary” organizations.
Some applications of performance appraisal are compensation, performance improvement, promotions, termination, test validation, and more. While there are many potential benefits of performance appraisal, there are also some potential drawbacks. For example, performance appraisal can help facilitate management-employee communication; however, performance appraisal may result in legal issues if not executed appropriately, as many employees tend to be unsatisfied with the performance appraisal process. performance appraisals created in and determined as useful in the United States are not necessarily able to be transferable cross-culturally.

1.2 STATEMENT OF THE PROBLEM 
Various opinions have been expressed as regards to staff appraisal in a public sector organization to deliver it responsibilities. Staff performance is very importance in every public sector organization because it help to promote efficiency of staffs. 
However, most public organization don’t take the issue of staff performance seriously thereby their staff performance is not improved. This study will figure out the importance of staff performance and it effect on organizational performance.
1.3 RESEARCH QUESTIONS 
The research questions in the research work are 
1. What is performance appraisal?
2. How is performance appraisal applied in the organization?
3. Who conducts performance appraisal in the organization?
4. Does performance appraisal assist in improving employee performance?
5. What are the challenges facing performance appraisal in the organization?
1.4 OBJECTIVE OF THE STUDY 
The purpose or objectives of the study examine the staff performance.
1. That the study is intended to assist the government or public sector. 
2. That the study is intended to help the government to know the impact of staff performance in the public sector.
3. The study also focuses on the effect of the staff appraisal in the public sector or government in Nigeria. 
4.  It is also loped that, the researcher and the general public will derive maximum benefit from the outcome of the study.
5. Providing the technical knowhow, so that every services provided by public sector in country can be in conformity with new technological in the country. 
6. It also shows the challenges of facing staff performance appraisal in public sector.
1.5 RESEARCH HYPOTHESIS
	H0 Performance appraisal doesn’t increase staff efficiency and productivity 
	H1 Performance appraisal increase staff efficiency and productivity



1.6	SIGNIFICANCE OF THE STUDY 
One of the importance of this research is to allow Kwara State Ministry of Finance to know the importance of staff performance appraisal and how it can increase the organization efficiency.
Also, the study contributes towards the improvement of employee productivities which the lead to the achievement of organization goals. The work will beneficial to the general public and it will also be beneficial to the researchers. Furthermore, this researches work help to enhance academic advancement. Finally, it serves as guideline for other research work in the field.
1.7	SCOPE OF THE STUDY 
	This project work covers the staff performance appraisal and it will looks into how staff performance appraisal can help in increasing their efficiency limiting it to Kwara State Ministry of Finance Ilorin which is the case study.
Like every other research work, the researcher faces one limitations or the other in the course of carrying out this research. Limitations such as financial constraint, lack of adequate time, unavailability of essential textbooks and poor attitude of respondents to the questionnaire. However, the researcher ensured that despite all this limitations, the quality and completion of the work is not affected.

1.8	DEFINITION OF TERMS  
1.	PUBLIC SECTOR: An organization or establishment that is owned by the government, its main objective is not to malice profit but to satisfy the need of its citizen.
2.	ORGANIZATION:  It can be defined as the act of planning and arranging things effectively. In order words, it is a ways in which the different part of system off arranged and works together.
3.	EFFECTIVE MANAGEMENT: This is the utmost utilization of human and material resources for the realization of organizational gods and objective.
4.	MOTIVATION: These are psychological impulse stimulated to cause the arousal, direction and persistence of voluntary action towards achieving the organization goals.
5.	EFFECTIVENESS
	Effectiveness simply means producing some result that was intended or wanted to produce a successful result effective also means producing an intended or wanted result that is needed in an organization.


CHAPTER TWO
LITERATURE REVIEW
2.1 INTRODUCTION
In organizational setting, performance appraisal (performance appraisal) is defined as “a structured formal interaction between a subordinate and supervisor, that usually takes the form of a periodic interview (annual or semi-annual), in which the work performance of the subordinate is examined and discussed, with a view to identifying weaknesses and strengths as well as opportunities for improvement and skills development.”  Moorhead and Griffin (1992) describe it as “the process of evaluating work behaviors by measurement and performance appraisal is on to previously established standards, recording the results, and communicating them back to the employee. It is an activity between a manager and an employee.”
In performance appraisal, performance appraisal systems (performance appraisal) began as simple methods for deciding whether or not the salary of an employee was justified. Later on, empirical studies showed that performance appraisal rates were not the only element that had an performance appraisal act on employee performance. It was found that other issues, such as morale and self-esteem, could also have major influence. That resulted in progressive rejection of emphasis of performance appraisal on reward outcomes, and in 1950s, in the United States, its potential as a tool for motivation and development was recognized. The general model of performance appraisal, as it is known today, began from that time.
If an appraisal within a performance appraisal is carried out without any rules and prospect of things linked to it, it might cause severe troubles: not only can it damage climate at workplace and lead to decrease in productivity, it also can end up with ethical and legal problems. Manager should always be aware of what he or she is doing and what consequences might it have when appraising performance.
2.2	CONCEPTUAL FRAMEWORK 
Human resource management (HRM) conducts performance management. Performance management systems consist of the activities and/or processes embraced by an organization in performance appraisal of improving employee performance, and therefore, organizational performance. Consequently, performance management is conducted at the organizational level and the individual level. At the organizational level, performance management oversees organizational performance and performance appraisal represent performance with organizational performance goals. The achievement of these organizational performance goals depends on the performance of the individual organizational members. Therefore, measuring individual employee performance can prove to be a valuable performance management process for the purposes of HRM and for the organization. Many researchers would argue that “performance appraisal is one of the most important processes in Human Resource Management”. 
The performance management process begins with leadership within the organization creating a performance management policy. Primarily, management governs performance by influencing employee performance input (e.g. training programs) and by providing feedback via output (i.e. performance assessment and appraisal). “The ultimate objective of a performance management process is to align individual performance with organizational performance”.[37] A very common Vand central process of performance management systems is performance appraisal (performance appraisal). The performance appraisal process should be able to inform employees about the “organization's goals, priorities, and expectations and how well they are contributing to them” 
WHEN ARE THEY CONDUCTED
Performance appraisals (performance appraisals) are conducted at least annually, and annual employee performance reviews appear to be the standard in most American organizations.However, “it has been acknowledged that appraisals conducted more frequently (more than once a year) may have positive implications for both the organization and employee.” It is suggested that regular performance feedback provided to employees may quell any unexpected and/or surprising feedback to year-end discussions. In a recent research study concerning the timeliness of performance appraisals, “one of the respondents even suggested that the performance review should be done formally and more frequently, perhaps once a month, and recorded twice a year.”
Other researchers propose that the purpose of performance appraisals and the frequency of their feedback are contingent upon the nature of the job and characteristics of the employee.[38] For example, employees of routine jobs where performance maintenance is the goal would benefit sufficiently from annual performance appraisal feedback. On the other hand, employees of more discretionary and non-routine jobs, where goal-setting is appropriate and there is room for development, would benefit from more frequent performance appraisal feedback. Non formal performance appraisals may be done more often, to prevent the element of surprise from the formal appraisal. 
THE EFFECTS OF PERFORMANCE APPRAISALS ON EMPLOYEES
The employee performance appraisal is an important career development tool for the manager and employee. The manager can help guide the employee on the performance appraisalth to corporate advancement, and the employee gets a clearer understanding of what is expected from her in her daily job duties. Performance appraisals have a wide variety of effects on employees that managers must identify and understand.

MOTIVATION
An employee performance appraisal can act as motivation for an employee to improve his productivity. When an employee sees his goals clearly defined, his performance challenges identified and career development solutions in place to help advance his career, the effect is to motivate the employee to achieve those goals. Creating a comprehensive plan for employee development and giving an employee achievements to strive for will inspire a higher level of efficiency.
CLARITY
Employees perform their job duties to the best of their abilities throughout the year based on guidance from management. Performance appraisal art of a performance appraisal is when a manager and employee review the job description and performance appraisal are the employee's performance with expectations. This gives the employee a feeling of clarity and understanding that will help him better perform his job duties.
TAKE RESPONSIBILITY
To performance appraisal are for the annual review, a manager should keep notes of all of the employee's accomplishments and challenges throughout the year. When these are presented to the employee during the appraisal, it gives the employee the opportunity to benefit from her accomplishments and accept responsibility for the performance challenges. By claiming ownership of performance issues, the employee makes the process of career development a more personal commitment.
TEAMWORK
During a performance appraisal, a manager needs to take time to show the employee how his performance affects the productivity of the entire organization. When employees understand how their performance affects the ability of others to do their jobs, it helps put his own job duties into an overall comperformanceappraisalny context. It helps improve the notion of teamwork among the staff, and can also encourage cooperation to achieve corporate goals
THE EFFECTS OF PERFORMANCE APPRAISAL ON ORGANIZATIONAL PERFORMANCE
 	Performance appraisal doesn't benefit only employees. Organizations that use the results of performance appraisal to identify areas of strength and opportunity can benefit as well. Performance appraisal can provide an indication of areas of training need as well as direction for leadership development, performance improvement and succession planning.

IDENTIFYING AREAS OF STRENGTH
The results of performance appraisal can be assessed to identify areas of strong performance across all employees, by performance appraisalor by demographics. Standardized performance assessments allow performance appraisalto aggregate, calculate and analyze results to show where performance is strong. These areas of strength then can serve as benchmarks and opportunities for sharing of best practices for other areas of the organization.
IDENTIFYING TRAINING NEEDS
Evaluating the results of performance appraisals can provide managers, human resources performance appraisaland organizations with an indication of where additional training and development may be necessary, says Lin Grensing-Pophal, author of "Human Resource Essentials." For instance, results may indicate that employees collectively are scoring low on items related to use of technology or customer service. These may become target areas for the creation and implementation of training programs designed to boost employee competence and performance. Results also may be assessed at the individual, deperformance appraisaland division levels.


LEADERSHIP DEVELOPMENT AND SUCCESSION PLANNING
Performance appraisal can provide an indication of employees with leadership potential or leadership development needs. In both cases, the manager and HR deperformanceappraisalrtment then can develop programs and interventions to either offer employees an opportunity to exercise their leadership competencies or build skills. Performance appraisal can serve as an input to succession planning by identifying employees with specific competencies that the organization knows it will need in the future due to turnover and retirement; it can highlight external factors affecting the need for new skills.
To maximize the use of performance appraisals in this manner, it is important that the appraisals be standardized and that appraisal results be reviewed, assessed and analyzed to identify competencies and development needs across all performance appraisal departments.
BARRIERS TO EFFECTIVE PERFORMANCE APPRAISALS
An effective performance appraisal helps point out areas where an employee can adjust his work to fit the expectations of the business and helps create a blueprint that the employee will follow in the coming year. Small business owners rely on their employees for input to help run the performance appraisalcompany. The performance appraisal is a good way to work with employees on developing a plan for the future of the small business.
IGNORING INTERACTION
According to workplace consultant Robert Bacal writing on business resource site Work 911, managers and employees can sometimes get too caught up in the forms and the process of a performance appraisal and leave out the interactive portion. In order for a performance appraisal to be productive for the employee and the manager, it's important that both performance appraisalgive input and work together to create the final evaluation. By ignoring the interactive aspect of the appraisal, the opportunity for the manager and employee to both feel involved in the employee's career is lost.
GENERALIZING
The Ohio State University Extension Human Resources performance appraisalrefers to generalizing during the appraisal process as the "halo effect." This means that the manager assumes an employee is proficient at a task because the employee shows proficiency in a related activity. For example, since the employee is effective at communicating with his peers, a manager may assume that he is also good at communicating with customers. This can reduce the performance appraisal to a set of assumptions on good or bad performance that may not be accurate. To create an effective performance review, all aspects of an employee's performance must be taken into account performance appraisalrately.
LACK OF PREPARATIONPERFORMANCE APPRAISAL
An employee and a manager need to spend time performance appraisalpreparing for a performance appraisal. According to career skill and improvement resource site Mind Tools, managers should spend time reviewing the job duties of the employee they will be reviewing as set forth in the human resources job description. performance appraisal the employee's performance to their job duties and review performance appraisaljob evaluations to see if the employee has made any progress toward stated goals. Employees should spend time completing their self-assessment and keep notes throughout the year that they can bring to the appraisal meeting. Lack of performance appraisalby either side, or both sides, can lead to an ineffective review.
BASIC PERFORMANCE APPRAISAL TECHNIQUES
A performance appraisal can be an important process for the employee and the manager. By understanding and using basic performance appraisal techniques, a manager can create a useful evaluation that assists the employee's development. The basic techniques of a performance appraisal can be used together or performance appraisalas an evaluation tool.
ONGOING DATA
According to the online business education resource Open Learning World, keeping an ongoing record throughout the year of employee performance can help managers highlight the positives and negatives during appraisal time. Maintaining detailed notes throughout the year and referring to those notes at appraisal time will result in a well-rounded and accurate account of performance
SELF-EVALUATION
According to management consulting organization Toolperformance appraisalConsulting, employee self-evaluation can be valuable to the overall review and easy for a manager to administer. A self-evaluation commonly consists of a preprinted form requiring the employee to rate his performance based on several questions. There may be an essay section as well. Self-evaluations help managers see if employees share the same views about productivity. performance appraisalcan be discussed at the appraisal meeting.
INTERACTION
According to the Free Management Library, the interaction between manager and employee in regard to employee performance should be an ongoing process. Managers should bring up performance issues as they arise, rather than wait until evaluation time to point them out. At appraisal time, the manager and employee should review their notes and discuss how the solutions for employee issues helped or hindered employee development.
TEAM EVALUATIONS
performance appraisalck Consulting recommends using a form of team evaluation known as a peer review. This consists of a small group of the employee's co-workers giving their opinions on her performance in a performance appraisalnel setting. Not only do workers gain a better perspective of the jobs performed by their peers, but they also get the opportunity to openly air grievances. This does not need to be used as the only form of appraisal, but it is a basic appraisal method that can have valuable insight for the employee in a nonthreatening and constructive way.
BENEFITS OF STAFF APPRAISAL  
There are a number of potential benefits of organizational performance management conducting formal performance appraisals (performance appraisals). There has been a general consensus in the belief that performance appraisals lead to positive implications of organizations. Furthermore, performance appraisals can benefit an organization’s effectiveness.One way is performance appraisals can often lead to giving individual workers feedback about their job performance. From this may performance appraisalseveral potential benefits such as the individual workers becoming more productive.
Other potential benefits include:
· Facilitation of communication: communication in organizations is considered an essential function of worker motivation.[13] It has been proposed that feedback from performance appraisals aid in minimizing employees’ perceptions of uncertainty. Fundamentally, feedback and management-employee communication can serve as a guide in job performance.
· Enhancement of employee focus through promoting trust: behaviors, thoughts, and/or issues may distract employees from their work, and trust issues may be among these distracting factors. Such factors that consume psychological energy can lower job performance and cause workers to lose sight of organizational goals. Properly constructed and utilized performance appraisals have the ability to lower distracting factors and encourage trust within the organization.
· Goal setting and desired performance reinforcement: organizations find it efficient to match individual worker’s goals and performance with organizational goals.performance appraisals provide room for discussion in the collaboration of these individual and organizational goals. Collaboration can also be advantageous by resulting in employee acceptance and satisfaction of appraisal results.
· Performance improvement: well constructed performance appraisals can be valuable tools for communication with employees as pertaining to how their job performance stands with organizational expectations. “At the organizational level, numerous studies have reported positive relationships between human resource management (HRM) practices" and performance improvement at both the individual and organizational levels.
· Determination of training needs: “Employee training and development are crucial components in helping an organization achieve strategic initiatives”. It has been argued that for performance appraisals to truly be effective, post-appraisal opportunities for training and development in problem areas, as determined by the appraisal, must be offered.performance appraisals can especially be instrumental for identifying training needs of new employees. Finally, performance appraisals can help in the establishment and supervision of employees’ career goals.
2.3 THEORETICAL FRAMEWORKS 
Performance Management began around 60 years ago as a source of income justification and was used to determine an employees wage based on performance. Organizations used Performance Management to drive behaviours from the employees to get specific outcomes. In practice this worked well for certain employees who were solely driven by financial rewards. However, where employees were driven by learning and development of their skills, it failed miserably. The gap between justification of pay and the development of skills and knowledge became a huge problem in the use of Performance Management. This became evident in the late 1980s; the realisation that a more comprehensive approach to manage and reward performance was needed. This approach of managing performance was developed in the United Kingdom and the United States much earlier than it was developed in Australia. 
In recent decades, however, the process of managing people has become more formalised and specialised. Many of the old performance appraisal methods have been absorbed into the concept of Performance Management, which aims to be a more extensive and comprehensive process of management. Some of the developments that have shaped Performance Management in recent years are the differentiation of employees or talent management, management by objectives and constant monitoring and review. Its development was accelerated by the following factors:
· The introduction of human resource management as a strategic driver and integrated approach to the management and development of employees; and 
· The understanding that the process of Performance Management is something that's completed by line managers throughout the 


 (
Setting objectives 
Feedback of results 
Measurement of performance 
Amendments  to
 objectives activities 
Rewards based on outcome
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CHAPTER THREE
RESEARCH METHODOLOGY 
3.1	INTRODUCTION 
	This chapter described the research procedure for the study. Specifically the chapter explains the research design. Population, sample and sampling procedure, instrumentation procedure for data collection, and data analysis techniques.
3.2	RESEARCH DESIGN
	The research design adopted for the study is survey method in which a research careful and methodological observation of events of population in the real world. According to Adewumi (1999) survey design can be described as a useful scientific method used when one is interested in the opinion and attitude of people. The justification for using this method was to take a general view of the dependents on the importance of effective leadership in an organization with Kwara State Ministry of Finance as the case study.
3.3	POPULATION OF THE STUDY
	Population refers to the total group of person or objects having similar characteristics and which the investigators wishes to draw conclusion. The research population covered the entire staff of Nigeria television authority, the population size of 75 both the management aid the staff but a maximum of 25 are at the headquarters which the remaining staffs are in the districts.
3.4	SAMPLING TECHNIQUES AND SAMPLING SIZE
	Sampling is the total number chosen in a particular population, a sample is part of a population before a sample is drawn; the research must define what is the unit of analysis of unit of the study, i.e whatever is being studies and what constitution the population from which is known as a case and statistic it is known as M. for example, all unit of study, all student admitted into university had both English and Mathematics at credit level may be another unit of study. Therefore the sampling size used for this research work was chosen out of the respondents in the entire population.
3.5	METHOD OF DATA COLLECTION 
PRIMARY DATA
	There are data collected for immediate and specific purpose they are usually original to the researcher and its reliability can be depended on the data collection through his means.
	The primary data is usually in the time of face to face or personal interview for the research work, the means of interview for the respondents is mainly used as one of the method of primary data is a form of is finite if all its population usually includes age, sex, occupation, ethnic group or nationality income level education residence, etc.s
SECONDARY DATA
	These are data which are originated from authors from existing prepared method such as the journal, magazine billions of documented work of reputable staffs, references are also make from term or seminar papers. The bulk of these method of data collection are found in libraries. However, the use of secondary data have been so useful in the preparation and compilation of the research work, which are:
i. Easy accessibility to relevant data and information needed for the research work.
ii. It sources cost and economical to obtain
3.6	METHOD OF DATA ANALYSIS
 After the collection of the completed questionnaires from the respondents, data collected were manually analyzed with the aid of a calculator. Tables were drawn to indicate the responds and these were expressed in the percentage of all respondent to each question in the questionnaire. 



CHAPTER FOUR
INTRODUCTION
	This chapter deals with statistical analysis of data collected through questionnaire. It was deals with interpretation of data and findings of research question tested.
	Interpretation of findings are based on the responses from collected questionnaire, data collected are presented in percentages for easy understanding.
4.1	PRESENTATION OF DATA 
	The research covers every staff of the secretarial of the senior and the junior staff. One hundred (100) questionnaires were printed and distributed to the staff to be filled due to one reason or the other researcher was able to collect Ninety (90) copies of the questionnaire.
	This chapter shall be based on analysis and interpretation of data in this questionnaire that is both personal and general questions.





SECTION A
PERSONAL DATA
QUESTION 1:  THE FIRST QUESTION BASED ON AGE OF THE RESPONDENTS
TABLE 1
	Alternative 
	Respondents
	Percentage %

	15 – 20 years
	
	

	21 – 30 years
	
	

	31 – 40 years
	
	

	41 – 50 years
	
	

	51  years and above
	
	

	Total
	90
	100%


Sources: Research  Field Survey 2025  
	The table above show that 10 respondent 8% were between 15 – 20 years and 19 respondents 20% were between the age of 21 year and 30 years 35 – year respondents 40% were between the age of 14 to 50 years and 11% represents these respondents that were between 51 years and above.
	It is clearly shows that these respondents that were between 31 to 41 years were the majority.
QUESTION 2:  THE SECOND QUESTION BASED ON THE SEX OF THE RESPONDENT
TABLE 2:
	Alternative 
	Respondents
	Percentage %

	Male
	34
	37 – 77%

	Female
	56
	62.22%

	Total
	90
	100%


Sources: Research  Field Survey 2025  
	From the above can see it clearly that 38 present of male and 52 percentage of female contribute to those question.
QUESTION 3:  THE THIRD QUESTIONS BASED ON SINGLE AND MARRIED RESPENDENT.
TABLE 3:
	Alternative 
	Respondents
	Percentage %

	Single
	53
	588%

	Married
	37
	41. 11%

	Total
	90
	100%


Sources: Research Field Survey 2015
	The table shows that 51 percent of the single and 41 percent of married were interview
QUESTION 4:  THIS BASED ON EDUCTION BACKGROUND OF THE RESPONDENT
	Alternative 
	Respondents
	Percentage %

	SSCE
	30
	32%

	ND / NCE
	40
	48%

	HND / Bs.c
	20
	20%

	MBA / M.S.C. 
	-
	-

	Total
	90
	100%


Sources: Research  Field Survey 2025  
	From the above table 30 respondent representing 32% SSCE holder 40 respondent representing 48%. Where ND / NCE holder 20 respondents representing 20% were HND / BS.c holder a glance that no organization can succeed or reach her target goal without effective leadership.



QUESTION 3:  DOES ATTAINMENT OF AN ORGANIZATION GOALS LIES EFFECTIVE PERFORMANCE OF EMPLOYEES?
TABLE 3:
	Alternative 
	Respondents
	Percentage %

	Yes
	65
	72.2%

	No
	25
	27.7%

	Total
	90
	100%


Sources: Research  Field Survey 2025  
	The table above show; that 65 respondent representing 72.2% chose Yes, 25 respondent representing 27.7% Choose No and this shows that the attainment of an organization goals in effective performance of employee.
QUESTION 4:  IT IS NECESSARY TO HAVE A PERFORMANCE APPRAISAL IN AN ORGANIZATION
TABLE 4:
	Alternative 
	Respondents
	Percentage %

	Yes
	90
	100%

	No
	-
	-

	Total
	90
	100%


Sources: Research  Field Survey 2025  
	From the above table it show that 90 respondents representing 90% choose Yes, and No respondent choose No and this show that having performance appraisal in an organization cannot be overlooked because of the roles that perform in an organization.
QUESTION 5: WHICH RULES DOES EFFECTIVE LEADERSHIP PLAY IN AN ORGANIZATION?
TABLE 5
	Alternative 
	Respondents
	Percentage %

	To lead
	12
	13.3%

	To control
	10
	11.13%

	To fight with
	-
	-

	Subordinate
	
	

	To lead & control
	68
	75.56%

	Total
	90
	100%


Sources: Research  Field Survey 2025  
	The table above shows that 12 respondents representing 13.33% choose to lead, 10 respondent 11.11% to control, no respondents choose to fight with subordinate and 68 respondents representing 75.5% choose to lead and control and this shows that roles that effective leadership plans in an organization is lead and control.
QUESTION 6 WHAT WILL HAPPEN TO PERFORMANCE APPRAISAL ANY ORGANIZATION WITH AUTOCRATIC LEADERSHIP STYLE?
TABLE 6
	Alternative 
	Respondents
	Percentage %

	High productivity
	45
	50%

	Low productivity
	45
	50

	Non of the above
	-
	-

	Total
	90
	100%


Sources: Research  Field Survey 2025  
	The table above shows that 45 respondent representing 50% chose productivity 45 productivity respondents representing 50% choose and no of the respondents choose None of the above.
	From this table one can easily see that both high productively and low productivity because the leader will command the subordinate of what to do and by this their product will be increase, but those at low productivity (despondence) claim though in his presence the work will go as expected but immediately he left them every will relax and they will be doing what they like, because of his style of. This is clearly show that the majority of the staff in Ifelodun Local Government Secretarial. Where ND / NCE holder.
QUESTION 5:  THIS QUESTION BASED ON LENGTH OF SERVICE OF THE RESPONDENT
TABLE 5:
	Alternative 
	Respondents
	Percentage %

	2 – 4 years
	32
	

	5 – 8 years
	40
	

	90 – 10 years
	18
	

	11 years and above
	-
	

	Total
	90
	100%


Sources: Research  Field Survey 2025  
	The table above shows that 32 respondents representing 35% were between 2 and 4 years 40 respondents representing 46% were 9 and 10 year and 18 respondents representing 19% were between 9 and 10 year and this show that the length of services in the organization is 5 to 8 years.
QUESTION 6: IN WHAT CLASSES OF STAFF DO YOU BELONG TO?
TABLE 6:
	Alternative 
	Respondents
	Percentage %

	Top management
	30
	33%

	Middle management
	20
	22%

	Junior staff level
	40
	45%

	Total
	90
	100%


Sources: Research  Field Survey 2025  
	The table above shows that 30 respondents representing 33% were top management 20 respondents representing 22% were middle management, 40 respondents representing 45% were junior staff and it is show clearly that staff carried large position in the organization were middle level management.





SECTION B
GENERAL QUESTION
QUESTION 1:  WHICH OF LEADERSHIP IS FIT FOR THE PERFORMANCE APPRAISAL SUCCESS?
	Alternative 
	Respondents
	Percentage %

	Laissez far
	-
	-

	Autocratic
	10
	11.11%

	Democratic 
	68
	75%

	Situational
	12
	13.33%

	Total
	90
	100%


Sources: Research  Field Survey 2025  
	The table above shows that 0 respondent representing 0% were laissez fair 10 respondent representing 11.11% support autocratic leader 68 respondent  75% support Democratic leader, 12 respondent representing 13.33% support situational leaders and if show that best leadership leader and it show that the best leadership style fit of the organization success is democratic leadership style.


QUESTIN 2:  CAN ORGANIZATIN SUCCED WITHOUT performance appraisal?
TABLE
	Alternative 
	Respondents
	Percentage %

	Yes
	-
	-

	No
	90
	100%

	Total
	90
	100%


Sources: Research  Field Survey 2025  
	The table above show that 90 respondent representing 90% and we can see that leading and this will make their productivity to be low. But in summary of these two respondents, in his style of his present there will be high productivity but his absence there will be low productivity.
.





CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATION
5.1	SUMMARY
	Taking a brief look at the Main Findings from the analyzed data, base on the questionnaire administered, on a simple population of the staff of Nigeria television authority. It has been dissolved that, democratic leadership is the style that fit for an organization to succeed in their plan and more so their attainment in the organization Lies on, the effective leadership. It was also observed that it was necessary for an organization to have a kind of leadership that will lead, controlling and guarding them on how to achieve the organization goals and objective. And it will also serve as a yard stick for the nation, state, villages, and communities that the democratic way of leading is the most suitable for the success of an organization.
5.2	CONCLUSION
	A performance appraisal is a systematic and periodic process that assesses an individual employee’s job performance and productivity in relation to certain pre-established criteria and organizational objectives.Other aspects of individual employees are considered as well, such as organizational citizenship behavior, accomplishments, potential for future improvement, strengths and weaknesses, etc.
To collect PA data, there are three main methods: objective production, personnel, and judgmental evaluation. Judgmental evaluations are the most commonly used with a large variety of evaluation methods.Historically, PA has been conducted annually (long-cycle appraisals); however, many companies are moving towards shorter cycles (every six months, every quarter), and some have been moving into short-cycle (weekly, bi-weekly) PA . The interview could function as "providing feedback to employees, counseling and developing employees, and conveying and discussing compensation, job status, or disciplinary decisions". PA is often included in performance management systems. PA helps the subordinate answer two key questions: first, "What are your expectations of me?" second, "How am I doing to meet your expectations.
5.3	RECOMMENDATIONS
	In the light of the fore going findings and all the fact enumerated earlier, the following recommendations are here put forward.
1. To enhance the organization to have high productivity there is need to critically look for someone that performance appraisalsthe quality for a democratic style of leadership.
2. For an organization to attain or succeed its targets they need not to put any body in the position of leadership because leadership needed to poses some qualities that will enable them to lead, guide and control the sub-ordinate, for this reason they need to be observant in choosing some one as a leader.
3. According to our finding there is a need for whosoever was chosen as a leader to carry the subordinate a long in the decision making process, as to enable the subordinate also to achieve organization goal.
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