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ABSTRACT  

The study assessed the effects of employee performance appraisal system on 

organizational performance using Lamurde Local Government Council of 

Adamawa State as a case study. Employee Performance System has been in use 

in modern Public organization because it provides an opportunity for 

employers and employees to recognize their performance and contributions to 

the enterprise. The study used the Questionnaire to generate data and the 

Anderson Model of analyses to understand the nature of the topic. The research 

questions and objectives of the study were clearly stated while the discussion 

led to the conclusion drawn and recommendations put forward.  

 

Keywords: Performance, Appraisal, Local Government, Evaluation, 

Measurement, Proactive, Human Resources Management.  

 

INTRODUCTION  

Performance Appraisal is a major subject of controversy in management circles. 

While business leaders see the need for appraisal systems, they are frequently 

disappointed in them. One of the responsibilities of management is to ensure 

that an organization functions effectively and efficiently. In order to achieve 

these goals, managers must be able to determine and assess performance levels 

of both an organization and its individual employees (Kurt 2004). 

Measurements must derive from the company’s strategy and provide critical 
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data and information about key processes, outputs and results. Data and analysis 

support a variety of company purposes, such as planning, reviewing company 

performance, improving operations, and comparing company performance with 

competitors’ or with ‘best practices’ benchmarks (Averson, 1998).  

 

Historical Background of Performance Appraisal in Lamurde Local 

Government area  

As part of Lamurde Local Government human resource management 

responsibilities, the procedure for evaluation of staff performance in the local 

government was done by using standardized Civil Service forms and processes 

for conducting staff performance appraisal. Members of staff were to be 

assessed once a year. In order to focus performance appraisal on performance 

improvement and less on promotion, the local government developed its own 

performance appraisal process in the year 2003. The purpose of the new process 

was to evaluate staff performance quarterly, for which staff were to set their 

own objectives quarterly and monitor their achievements at the end of each 

quarter in a year. An evaluation of this quarterly appraisal system also revealed 

that though helpful and better than the Civil Service annual appraisal system, 

the quarterly one was too cumbersome and time consuming. In 2006, the 

Revised Staff Performance Appraisal (SPA) was introduced by Lamurde Local 

Government where objectives are set annually but with an abbreviated months 

review of performance activities. At present, this is what is being used in the 

Local Government.  

Though, it is fairly easy to prescribe how the performance appraisal process 

should work, descriptions of how it actually works in practice could be rather 

discouraging.  

This study is therefore meant to assess the effectiveness of employee 

Performance Appraisal System on organizational performance, a case study of 

Lamurde Local Government Area, Adamawa State.  

 

Statement of the Problem.  

Performance appraisal provides a good opportunity to formally recognize 

employees’ achievements and contributions to the organization, and to ensure 

that a clear link is established and maintained between performance and reward. 

Employees of Lamurde Local Government in recent times have been accused 

of high level of inefficiencies in the discharge of their duties by the general 
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public. However, it was recently that research had revealed the deplorable 

working copditions under which staff of the local government work.  

Poor infrastructure, inadequate logistics and equipment, poor remuneration and 

inadequate reward system have always led to the low level of public confidence 

and respect in the organization. The situation had further resulted in ripple 

effects of poor performance, low morale and lack of discipline in the service 

vis-a-vis the theories on performance appraisal. Given the challenges earlier 

enumerated to be facing employees in Lamurde Local Government, 

performance appraisal offers a valuable opportunity to recognize and reward 

employees’ efforts and performance, detect key barriers and identify 

professional developmental needs and opportunities. It provides valuable 

feedback and instruction to employees and gives managers and supervisors a 

useful framework from which to assess the employees’ staff’s performances.  

 

Objectives of the Study  

An effective performance appraisal programme would assist an organization to 

achieve its goals and objectives. It would lead to enhanced communication, 

employees professional development, improved employee morale and help 

identify training needs of the employees. A well-developed staff are more likely 

to be proactive, productive and resourceful, all of which help give the 

organization a competitive edge from improved customer relations to increased 

profits. The main objective of the stu4y was to assess the effectiveness of 

employee performance appraisal system on organizational performance in 

Lamurde Local Government Area.  

The Specific objectives for the study were to;  

1. Assess employees’ understanding of the objectives of the appraisal system, 

its processes and procedures at Lamurde Local Government.  

2. Examine whether the appraisal system at Lamurde Local Government has 

achieved its stated objectives.  

3. Assess employee’s perception of the appraisal system at Lamurde Local 

Government. 

4. Examine how the performance appraisal system has been able to identify 

employees’ strengths and weaknesses and programmes put in place to 

address weaknesses and reward performance.  
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Research Questions  

The following research questions formed the basis upon which the study was 

conducted: 

1. What is the level of employees’ understanding of the objectives of the 

appraisal system, its processes and procedures attamurde Local 

Government?  

2. To what extent has the appraisal system at Lamurde Local Government 

achieved its stated objectives?  

3. What is the perception of employees of the appraisal system at Lamurde 

Local Government?  

4. Is the performance appraisal system been able to identify employees’ 

strengths and weaknesses?  

 

Significance of the Study.  

This study would bring to light employees understanding and appreciation of 

the performance appraisal system and the relevance of an objective, systematic 

and effective performance appraisal. Also, it would contribute to knowledge 

and literature because it would focus on how performance appraisal can be more 

effective which would enable management to develop a broader understanding 

of human resource management process. Further, it would provide information 

for human resource practitioners on how rules and regulations regarding 

performance appraisal work in local governments and develop the necessary 

programmes to address weaknesses and reward performance.  

 

Scope of the Study  

This study focuses on performance appraisal as human resource activity in 

Lamurde Local Government Area, Adamawa State from the period of 2015 to 

2020.  

 

Limitation of the Study  

The researcher finds that the time span within which to complete this work may 

not be enough to allow for a comprehensive study of the research area. Again 

the study was constrained because of the researcher’s inability to access some 

information he considers important for the study.  
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LITERATURE REVIEW  

For the purpose of this research, performance assessment and its effect on the 

output of staff in Lamurde Local Government is the focal point. This Literature 

Review therefore presents the theoretical framework and models that are 

relevant and suitable for the current study; and which will be applied and used 

to analyze collected data and information. ‘  

 

Performance Evaluation and Measurement  

Performance, as suggested by Ainsworth et al. (2002), is an outcome, or result 

of an individual’s actions. An individual’s performance therefore becomes a 

function of ability and motivation. Ainsworth et al describe it as the outcome of 

being able to (ability) (A) * wanting to (motivation) (M) Expressed 

mathematically as: A=M Performance Assessment (also performance appraisal, 

evaluation, measurement) becomes a continual review of the job related task 

accomplishments or failures of the individuals within the organization. A major 

consideration in performance improvement involves the creation and use of 

performance measures or indicators; which are:  

Performance=A*M measurable characteristics of products, services, processes, 

and operations the company uses to track and improve performance.  

 

Appraisal  

The term “appraisal” can mean different things in different situations: Randell 

(1994), in Shelley (1999), highlights formal and informal approaches which 

may have a multiplicity of purposes, including: evaluation, auditing, succession 

planning, training, controlling, development and motivation. Appraisals 

regularly record an assessment of an employee’s performance, potential and 

development needs. The appraisal is an opportunity to take an overall view of 

work content, loads and volume, to look back on what has been achieved during 

the reporting period and agree objectives for the next (Bacal, 1999). Bryman et 

al. (1994), have investigated the use of evaluative and developmental 

approaches to appraisal in different sectors. Developmental appraisals focus on 

both training to address short-term issues and on long-term career needs. In 

contrast, the evaluative approach focuses on managerial control and judgment. 

Fletcher, (1993), in Shelley (1999), discusses a range of methods of appraisal, 
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from managerially defined Behavioral traits and performance criteria, 

measurement against achievement of Objectives, to the inclusion of other 

parties sometimes with more qualitative measures, such as peer and in 360 

degree appraisal.  

Townley (1993) in Shelley (1999) describes as a live debate and one which is 

of relevance in the changing world of academia, the extent to which managers 

use appraisal for managerial purposes, and the extent to which individual 

employees can use appraisal for their own benefit. Performance Appraisal (PA) 

is an employee’s accomplishment of assigned work as specified in the critical 

elements and as measured against standards of the employee’s position. The 

term “Performance Appraisal” is concerned with the process of valuing a 

person’s worth to an organization with a view to increasing it (Blazer et al., 

1990). Performance appraisal is a universal phenomenon in which the 

organization is making judgment about one is working with and about oneself. 

It serves as a basic element of effective work performance. Performance 

appraisal is essential for the effective management and evaluation of staff. It 

aims to improve the organizational performance as well as individual 

development (Cascio, 1998).  

The focus of the performance appraisal is measuring and improving the actual 

performance of the employee and also the future potential of the employee. Its 

aim is to measure what an employee does. Shelley again considers PA as a 

systematic way of reviewing and assessing the performance of an employee 

during a given period of time and planning for his future! It is a powerful tool 

to calibrate, refine and reward the performance of the employee. By focusing 

the attention on performance, performance appraisal goes to the heart of human 

resource (HR) management and reflects the management’s interest in the 

progress of the employees. According to Moats (1999), when conducted 

properly, appraisals serve the purpose Shelley describes by: (1) showing 

employees how to improve their performance, (2) setting goals for employees, 

and (3) helping managers to assess subordinates’ effectiveness and take actions 

related to hiring, promotions, demotions, training, compensation, job design, 

transfers, and terminations.  

The above expositions establish performance appraisal as a clear and concise, 

regular and unbiased system of rating an employee’s performance in her current 
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position, which can also be used to determine how far the employee can go in 

career development.  

 

The Study Area  

Adamawa is a state in northeastern Nigeria with its capital at Yola, It lies 

between latitude 80N and uN and longitude 11.50 and 13.50 E and has the 

population of 3,675,000 according to 2011 population census. It was formed in 

1991 from part of Gongola State with four administrative divisions namely: 

Adamawa, Ganye, Mubi and Numan. It is one of the thirty-six states which 

constitute the Federal Republic of Nigeria.  

Adamawa is one of the largest states of Nigeria and occupies about 36,917 

square kilometres, It is bordered by the states of Borno to the northwest, Gombe 

to the west and Taraba tothe southwest. Its eastern border forms the national 

eastern border with Cameroon, it is a mountainous land crossed by the large 

river valleys .Benue, Gongola and Yedsarem. The valleys of the Cameroon, 

Mandara and Adamawa mountains form part of the landscape. The major 

occupation of the people is farming as reflected in their two notable vegetational 

zones, tile Sub-Sudan and Northern Guinea Savannah Zone. Their cash crops 

are cotton and groundnuts while food crops include maize, yam, cassava, guinea 

corn, millet and rice. Lamurde Local government area as it is known and called 

was created on the 4th December 1996 from Numan Local Government area. 

The local government covers an area of 1098sq. km, and lies roughly between 

Longitude 10045” West and 12045 East and on Latitude 90039” North and 

90011” South. It shares common boundaries with many local government areas 

of the state, Numan local government on the South, Guyuk and Shelleng local 

government areas to the East and Taraba state on the West, while Gombe state 

is on the North. Lamurde the administrative Headquarters of the local 

government area is about 100 kilometres from Yola, the State Capital.  

For administrative convenience the local government is divided into six 

districts. These are Gyawana, Kwah, Lafiya, Suwa, Rigange and Waduku. In 

furtherance of the same, the local government is divided into, ten (10) wards. 

The wards are Opalo, Gyawana, Dubwangun, Lamurde, Lafiya, Ngbebogun, 

Rigange, Suwa, Ngbakowo and Waduku. There is one Development Area (DA), 

Gyawana, with a proposal to get Waduku Development Area. The population 

census 2011 estimates the population of the study area to be 128,610. The ethnic 
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groups found within the area are Bwatiye, Chobbo, Kwah, Waja, Lunguda, 

Mwana, Dadiya, .ienjo, Hausa and Fulani. 

 

Sources of Data  

To understand the studied case deeply, the researcher used several sources of 

data. Yi&1(2003) enumerates six sources of evidence that can be used for a case 

study. These sources are: documentation, archival records, interviews, direct 

observations, participant observations, and physical artifacts. The use of the 

multiple sources of evidence, according to Lindstrom et al (2010), allows a 

researcher to cover a wider range of historical, attitudinal, and behavioral issues.  

 

Primary Data  

The researcher collected Primary data through interviews and observations. Yin 

(2003) describes interviews as the most important sources of case study 

information. In his opinion, they can provide exact answers to the research 

questions. Again the use of the questionnaire was keyed in the primary data 

gathering process. In case studies interviews most commonly have open-ended 

nature. As far as most of the case studies are about human affairs, interviews 

become essential sources of case study evidence.  

 

Secondary Data  

The use of secondary data is expected to raise the validity and reliability of the 

thesis. The secondary sources used in this research include journals, magazines, 

books, documentation, and the Internet. Lindthräm et al (2010) describe 

secondary data as information collected previously for other purposes and is not 

case-specific, however, it can be relevant to the studied problem.  

 

Population of the Study  

Bryman and Bell (2003) suggest that a population is the whole group that the 

research focuses on. The population of the current study is the entire staff of 

Lamurde Local Government area of Adamawa State. This covers five (5) 

Directors, ten (10) Assistant directors, Sectional Heads, Accountant/Admin 

officers and cleaners.  
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Sample Size and Sampling Technique  

De Vos et. al (2002) argues that the population and size of sample should be 

inversely related. Consequently, a large population would require a smaller 

percentage of that population. However, a relatively small population would 

need a reasonably large percentage of the population to draw representative and 

accurate conclusions and predictions. The sample size used was 30 which 

comprised all five (5) Directors, ten (10) Assistant directors, two (2) Sectional 

Heads, one (1) Admin officer, one (1) accountant and ten (10) cleaners. 

 

Method of Data Collection  

The researcher employed the use of questionnaire and interviews as data 

collection instruments. Questionnaire used in the study contained both 

structured and unstructured questions. This was to enable the researcher gather 

adequately the needed information to successfully complete the study and 

ensure reliability. Again the interview was to enable the researcher gather other 

information that the questionnaire could not adequately ascertain. 

 

Method of Data Analysis  

The researcher employs the Anderson (2004) Model of analysis to understand 

the nature of the topic under investigation, The model is a five level process that 

is employed to formulate and verify conclusions.  

 

DATA PRESENTATION AND DISCUSSIONS  

This section discusses the findings of our study on the assessment of the effects 

of employees’ performance appraisal on organizational performance, using 

Lamurde Local Government Area as a case study. Findings are discussed under 

clearly described headings that reflect the study’s research questions and 

objectives. In necessary instances, an extended analysis is given to further the 

discussion.  

 

Year of Service of Respondents  

The percentage distribution of the number of years served of respondents 

indicates that 30% of our respondents had served for between 1-5 years, 33% 

had served for between 6-10 years, 20% had served for between 11-15 years, 

7% had served between 16 to 20 years and the remaining 10% are nearing 

retirement (see fig 1.1). Fig. 1.1 Years of service of the respondents  
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Source: field data 2020 Gender of Respondents  

The percentage distribution of the gender of respondents used in the study is 

indicated in table 1.2 below. As the figure depicts, 75% of our respondents who 

were directors at the local government were males while the remaining 25% 

were females. Again, 90% of respondents who were assistant directors were 

males while the remaining 10% were females. Also, 100% of the sectional head 

respondents were male. Further, 100% of accountant sampled for the study were 

female, 90% of the administrative staff were males while 10% were females. 

Finally, 80% of cleaners selected were males while the remaining 20% were 

females. The relatively lower male population of selected nurses is an indication 

that more females than males chose the nursing profession.  

 

Table 1.1 Gender of Respondents  

Professional groups  Male (%)  Female (%)  

Directors  75  25  

Assistant Directors  90  10  

Sectional Heads  100  0  

Accountants  100  0  

Administrative staff  90  10  

Cleaners  80 20  

Source: field data (2020) 
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Table 1.1 shows the level of understanding by employees of the performance 

appraisal system, its processes and procedures at Lamurde local government 

area. The study sought to ascertain the level of knowledge and awareness of 

employees performance appraisal practices at Lamurde local government area. 

This was to help determine whether employees were educated enough on 

appraisal systems and its relevance to the individual employee’s performance. 

It was gathered that although most respondents had knowledge of performance 

appraisal system at the local government as much as 30% of respondents were 

not aware of a performance appraisal system at the local government. (See 

Table 1:3)  

 

Table 1.2 level of understanding of employees  

Professional groups  Agreed (%)  Neutral (%)  Disagreed (%)  

Directors  80  15  5  

Assistant Directors  75  5  10  

Sectional Heads  100  0  0  

Accountants  100  0  0  

Administrative Staff  90  0  10  

Cleaners  85  10  5  

Source: field data (2020)  

 

From Table 1.2 it is clear that respondents who were not aware of the 

performance appraisal system were either new recruits or were not educated on 

the local government’s performance appraisal system, or have not been 

involved in the appraisal process. It raises the need therefore for an extensive 

education to be carried out on the local government performance appraisal 

system.  

Most respondents who were aware of the performance appraisal system also 

admitted to the fact that the performance appraisal system clearly identifies 

purposes of the performance appraisal including Key performance criteria such 

as competence behaviours, results or outcomes. However, indications were that 

these key performance criteria were not developed in consultation with workers 

and appraisers.  

 

The objectives of the appraisal system at Lamurde local government.  

The performance appraisal system of Lamurde local government has clearly 

established key objectives. These objectives, which reflect local government 



`SSAAR (JMSE); Journal of  December, 2021 

Management Science and Entrepreneurship  

197 | P a g e  

 

Editions 

policy, aim at the individual, the supervisor and the organization. Fig 1.4 below 

depicts the objectives of the local government performance appraisal system 

and the corresponding targets.  

The stated objectives of Lamurde local government performance appraisal 

system are consistent with Duraisingam & Skinner’s (2005) position which 

suggest that, performance appraisals are useful for organizations in several ways 

including: professional development (identifying strengths and weaknesses in 

performance, implementing strategies for improvement), determining 

organizational training and development needs, making and validating 

administrative decisions (e.g., pay, promotion, placement, termination), 

identifying systemic factors that are barriers to, or facilitators of, effective 

performance. Fig 1.3  

 
Sources: construct from field data (2020) 

Objectives of Lamurde Local Govt.’s PAS 

Target Objectives 

To identify high performance.  

To identify appropriate training and development needs. 

To improve communication between supervisor and the subordinate.  

To set objectives and targets. 

Supervisor 

To guide effective decision making.  

To improve staff motivation.  

To increase productivity.  

To protect from lawsuits. 

Individual 

To provide feedback on the individual performance.  

To improve individual performance.  

To determine individual’s training and development need.  

To motivate and promote.  

Organization 
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Scholtes (1999) observes that despite the various uses of performance appraisal 

such as its use as a valuable and essential tool in organization improvement, 

providing a comprehensive overview otthe practices and key components in 

performance appraisal processes such as feedback, learning, and teamwork in 

the performance appraisal process; most people still lack confidence in the 

whole process. The question arises therefore as to whether Performance 

Appraisal Systems are able to achieve the set objectives.  

 

Effectiveness of the appraisal system at Lamurde local government in 

achieving the Objectives  

The study sought to ascertain whether the performance appraisal system in 

Lamurde local government is achieving its objectives. The study observed that 

most of the set objectives may not have been achieved. This result from the 

local government’s noncompliance with sevral laid down procedures and 

conditions which constitute the success factors of the performance appraisal 

system. For example, although the appraisal process includes an assessment of 

factors in the work environment that may impact performance, not all parties 

are involved in the performance appraisal process as indicated by most 

respondents (see table 1.4 below).  

 

Table 1.4 All Parties Are Involved In the Performance Appraisal  

Professional groups  Yes (%)  No (%)  

Directors  23  77  

Assistant Directors  31  69  

Sectional Heads  18  82  

Accountants  22  78  

Administrative Staff  15  85  

Cleaners  30  70  

Source: field data (2020)  

 

Although evidence suggested that the appraisal interview is designed to be a 

constructive two-way discussion of performance and goal setting, workers are 

not provided with regular feedback to help improve their performance, which is 

a key objective of the performance appraisal system. 
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Employees should participate with their supervisors in the creation of their own 

performance goals and development plans. Mutual agreement is a key to 

success. A plan wherein the employee feels some degree of ownership is more 

likely to be accepted than one that is imposed.  

 

Research Question 4: How has the performance appraisal system been able 

to: identify employees’ strengths and weaknesses, and what programmes 

have been put in place to address weaknesses and reward performance?  

This particular question sought to establish the relevance of the performance 

appraisal system in identifying emplo9ees’ strengths and weaknesses at 

Lamurde local government. Also, it was to identify what programmes were in 

place to address weaknesses and reward performance.  

The study found that most respondents did not believe that previous appraisal 

results were a true reflection of their ability, and so discounted the pertinence 

of the performance appraisal system in their particular instance in identifying 

employee strength and weaknesses. This was linked to an earlier assertion that 

the performance appraisal system at Lamurde local government lacked fairness 

and objectivity. Effectively, respondents could not relate change in employee 

attitude to performance appraisal system but rather suggested that employee 

attitude was more influenced by motivational policies and packages.  

Moats (1999) stresses the need for fairness and uniformity of the appraisal 

structure. Appraisals that are not fair and uniform are less effective because the 

criteria for success or failure become arbitrary and meaningless. Furthermore, 

as he suggests, uniformity allo’& a company to systematically compare the 

appraisals of different employees with each other.  

 

Challenges of Lamurde Local Government’s Performance Appraisal 

System. 

The study also identified some challenges to the performance appraisal system 

at Lamurde local government. These challenges largely bordered on the 

process, the parties involved and the resources involved. Most respondents 

believe that the performance appraisal exercise is not given the seriousness it 

deserves by both appraisers and appraises. This undermines the integrity of the 

whole process. Again, most respondents, especially those in the lower 

categories are not educated enough and encouraged to understand and 

participate effectively in the appraisal process as alluded to in earlier 
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discussions. They obviously will show lack of interest and may not derive the 

intended benefits of performance appraisal.  

Also, some employees have a negative attitude towards the appraisal process. 

This might stem from their perception of the process as unfair or an opportunity 

for superiors to victimize some subordinates. These perceptions will have to be 

worked on to get workers to develop the necessary attitude to performance 

appraisal at the hospital.  

Further, failure to act on appraisal results is one of the many challenges 

suggested by most respondents. This describes the lack of commitment by 

authorities to the performance appraisal system.  

 

SUMMARY OF FINDINGS, CONCLUSIONS AND 

RECOMMENDATIONS  

This section provides a summary of the presentation, highlighting findings to 

our objectives. It also presents the conclusions and recommendations to the 

study.  

 

Summary of Findings  

Perception of Employees of the objectives of the Appraisal System at Lam 

qrde Local Government Area  

The study sought to ascertain the level of knowledge and awareness of 

employee performance appraisal practices at th Local Government Area. This 

was to help determine whether employees were educated enough on appraisal 

systems and its relevance to the individual employee’s performance. It was 

gathered that most respondents had knowledge of performance appraisal system 

at the local government.  

 

Objectives of the Appraisal System at Lamurde Local Government Area  

The performance appraisal system of the Local Government has clearly 

established key objectives. These objectives which reflect local government 

policy, aim at the individual, the supervisor and the organization. With regards 

to the individual, the performance appraisal system seeks to provide feedback 

on his/her performance as a way of improving his or her performance. Again, it 

seeks to determine the individual’s training and development needs, and to 

motivate and promote him or her. The performance appraisal system also seeks 

to enable supervisors identify high performers and to be able to identify 
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appropriate training needs of workers. It also aims at improving communication 

between supervisors and subordinates. To the organization, the performance 

appraisal system aims at guiding effective decision making, improving staff 

motivation and increasing productivity.  

 

Achievement of the Objectives of the Appraisal System at Lamurde Local 

Government Area  

The study observed that most of the set objectives may not have been achieved. 

This was the result of the Local Government’s noncompliance with several laid 

down procedures and conditions which constitute the success factors of the 

performance appraisal system. Although the appraisal process includes an 

assessment of factors in the work environment that may impact performance, 

not all parties were involved in the performance appraisal process as indicated 

by most respondents.  

Again, although evidence suggested that the appraisal interview was designed 

to be a constructive two-way discussion of performance and goal setting, 

workers are not provided with regular feedback to help improve their 

performance, which is a key objective of the performance appraisal system. 

Further, on the few occasions that feedback has been provided, most 

respondents have not found them satisfactory.  

 

Ability of the Performance Appraisal System to Identify Employees’ 

Strengths, Weaknesses and Programmes put In place to Address Weaknesses 

and Reward Performance  

The study found that most respondents did not believe that previous appraisal 

results were a true reflection of their ability and so discounted the pertinence of 

the performance appraisal system in their particular instance in identifying 

employee strengths and weaknesses; although there was the general belief that 

should have been the case. This was linked to an earlier assertion that the 

performance appraisal system at Lamoure Local Government lacked fairness 

and objectivity. Respondents could not relate change in employee attitude to the 

performance appraisal system but rather suggested that employee attitude was 

more influenced by motivational policies and packages. Again, there was no 

evidence to suggest the existence of effective structures that address weaknesses 

and reward performance. Respondents had largely answered in the negative to 

this question.  
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Challenges of Lamurde Local Government’s Performance Appraisal System  

The study also identified some challenges to the performance appraisal system 

at Lamurde Local Government. Most respondents believe that the performance 

appraisal exercise is not given the seriousness it deserved by both appraisers 

and appraises. This undermines the integrity of the whole process. Again, most 

respondents, especially those in the lower categories were not educated enough 

and encouraged to understand and participate effectively in the appraisal 

process. Also, some employees displayed a negative attitude towards the 

appraisal process. This stemmed from their perception of the process as unfair 

or an opportunity for superiors to victimize some subordinates. These 

perceptions will have to be worked to get workers to develop the necessary 

attitude to performance appraisal at the Local Council. Further, failure to act on 

appraisal results is another one of the many challenges suggested by most 

respondents. This describes the lack of commitment by authorities to the 

performance appraisal system.  

Another challenge identified was the lack of competence on the part of some 

raters and supervisors. Again, the appraisal process has sometimes encountered 

resistance from the employees for the fear of negative ratings.  

 

Conclusions  

The study has examined the effects of employee performance appraisal system 

on organizational performance, using Lamurde Local Government as a case 

study. Several critical observations have been made from findings to the study. 

It is important to point out that one of the responsibilities of management is to 

ensure that an organization functions effectively and efficiently. In order to 

achieve these goals, managers must be able to determine and assess 

performance levels of both the organization and its individual employees.  

Institutions depend upon measurement and analysis of performance. 

Measurements must derive from the company’s strategy and provide critical 

data and information about key processes, outputs and results. Managing 

employee performance which is an integral part of the work that all managers 

and officials perform in any institution thus becomes very effective.  

 

Recommendations  

Following from the various findings, the study makes the following 

recommendations: 
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1. Awareness Training: Supervisors need to be informed of the types of bias 

that can interfere with their performance as appraisers. They need to 

understand that bias reduces the morale and motivation of their subordinates.  

2. Developing Poor Performers: Incentives should be offered to encourage 

supervisors to make special efforts to help poor performers improve. If 

performance meets desired performance standards, performance must be 

rewarded. This step in the performance management process is often 

overlooked when focusing on organization-wide performance improvement 

or on a major subsystem.  

3. Conflict and Confrontation: There is the need to provide an employee with 

less than flattering feedback. The skill and sensitivity used to handle these 

often difficult sessions is critical. Management must strive to help 

employees improve on their performance at all times. 

4. Self-Auditing: According to Krein (1990), appraisers should not confront 

employees directly with criticism. lather, they should aim to let the evidence 

of poor performance emerge naturally during the course of the appraisal 

interview. This is done by way of open-ended questioning techniques that 

encourage the employees to identify their own performance problems. The 

study therefore recommends self-auditing for appraisers at Lamurde Local 

Government Area.  
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