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ABSTRACT

This project is about the effectiveness of perfarceaappraisals in measuring employee performanceask
study of the First Capital Plus Limited. The stwdys based on the perception that Performance Aggisaivas
not categorically effective means of measuring Exygé Performance at First Capital Plus Limited.eEh(3)
Regional capitals (Kumasi, Accra and Takoradi)ff@l) branches, Upper Level Management, Middle ather
employees were sampled, making a total sampleddizenety (90) for the study. The design adopted &a
descriptive survey, questionnaires and interviewsawised in collecting the data and analyze the datected
which involved the use of tables, pie charts amtolgram to display frequencies and percentagesfifitiegs
revealed that a higher percentage of the resposiceset positive relationship between appraisalseamaloyee
effectiveness and overall organizational perforneanit is therefore recommended that First Capitiais P
Limited should apply progressive human resourcat&gies and provide effective and productive method
regarding employee motivation and subsequent agadrai
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1.0 Introduction

All organizations manage performance to some extdahaging employee performance is an integral pfrt
managing financial resources and program outcoreeause employee performance or the lack theresfaha
profound effect on both the financial and prograsmponents of any organization. Boxall (1996) afirthe
link between the performances of the organisatidth ihe performance of the individual. With market
globalisation and increased competition on the glomarket, organisations are coming under incrgasin
pressure to increase productivity and reduce cadstachieving this, most organisations manage eyego
performance by using performance appraisal systems.

Performance appraisal systems aim to evaluateothggrformance of employees, so that appropriatecive
action and management decisions can be taken (Bgétial., 1981). Armstrong (2006) described the ob
performance appraisal as a tool for looking forwardvhat needs to be done by people in the orgamisa
order to achieve the purpose of the job: to meet dleallenges and ensure better use of technoldgis and
attributes. In addition, it develops both organ@al, individual capabilities and also targetsaarevhere
performance needs to be improved. It is also a odeih which the organisation obtains feedback om th
effectiveness of its employee’s generating infoiamatwhich influences many of the organisations siecis
(Szilagyi and Wallace, 1990).

Performance appraisal systems have always playedyaimportant role in human resource management. F
decades, this topic has received considerabletiatteim the literature, from both researchers aratfitioners
alike. Many authors (Thomas & Bretz, 1994) mainttiat there is a considerable gap between theady an
practice, and that human performance appraisaltitieal mechanisms for organizational controlotingh
which the employees can view, see their past pedaces and take concrete action for improvementth@n
other hand, its conduct, also provides substaimiaimation for human resource management to nfakexind
correct decisions regarding promotions, transfessnpensations, incentives and training programeels as
career management. Specific enterprises typicaiyahd different performance appraisal system tadldo the
needs of its functions and processes.

It was stated by Marsden (1999) that any performappraisal system that did not consistently measark

performance accurately cannot be considered awctiefieone. The conduct of performance appraisalthén
Ghanaian banking industry necessitates a needefoew to ensure added effectiveness. An effectixstesn

ensures that feedback is provided regularly andraterstanding by managers that all employees haeed to
know how effectively they have been performing. Htst Capital Plus, it is important that perforroan
appraisal is understood and agreed in order to aatandard by which employees can be objectivelgsured.
Where proper standards and measurement are nqgtraetiadility problems may arise due to a lack bfextive

criteria, making the performance evaluation progjiasalid.
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2.0 Problem Statement
A study by Yeung, Woolcock, and Sullivan (1996) riduthat less than 35% of trained human resource
professionals possessed the necessary competdknmsledge, skills, and abilities) to perform thgabs
effectively and efficiently. A study of more than0B0 managers found that while formal education was
associated with competence to perform manager&istathe academic major itself was not particularly
important (Duncan, 1978). Fletcher (1992) contethds$ the dilemma of ineffective and inefficient \kforce
could be remedied by the frequent conduct of perémrce appraisals in the workplace. Armstrong (2606Hd
that performance appraisals not only improve engsoskill and competence, but also employee confielamd
motivation.
In most Ghanaian banks, the practice of performapgpegaisal is widespread. More often than notaghygraisal
is based on opinions rather than real performandiators as real performance measurement takesaird
follow-up to do well. On the other hand, performareppraisals are widely disliked and viewed asme ti
consuming nuisance, a source of friction and engdoyesentment, and a barrier to the fulfillmentthod
organizational goals. In short, appraisals curyefdil to deliver a dependable measure of the vaind
contribution of employees who are assessed. Theaggap system is also used as a tool for witch4hgnand
showing subordinates where power lies. This practiefeats the whole appraisal system though itthas
potential to deliver good results for the compa®@wing to the above, there is a need to conduct rcapi
studies to assess the effectiveness of performappeaisal systems in Ghanaian banks and how itenfles
high employee performance.
3.0 Resear ch Questions

The following research questions were formulateduinle the study

1. What are the aims of appraisal at First Capitas Rimited?

2. What performance appraisal methods exist at Fiagit@l Plus Limited?

3. How effective are these performance appraisal nastimachieving the stated aims and objectives of

First Capital Plus Limited.
4. What are the effects of the performance appraisgjrammes on employee performance?

4.0 M ethodology

This section deals with techniques used in gatbediata for the study. It discusses the researclyrethe
population sample and sampling technique, instraatiem, data collection procedure and methods @& da
analysis.

Table 1 Distribution of Sampled Respondents by Staff Category

STAFF CATEGORY POPULATION SAMPLE SAMPLE
SIZE TECHNIQUE
Upper Level Management (Branch Managers, 26 10 Purposive Sampling
Department Managers, etc)
Middle Level Management (Team Managers, etg) 38 20 | Purposive Sampling
Other Employees 104 60 Random Sampling
TOTAL 168 90
Table 2 Distribution of Sampled Respondents by Bank Branch
BRANCH REGION POPULATION SAMPLE SIZE
Kumasi Pampaso Branch Ashanti 41 20
Takoradi Central 27 15
Dansoman Greater Accra 54 30
Tesano Greater Accrd 46 25

5.0 Sampling Procedure

Ninety (90) employees out of the total number of dndred and sixty eight (168) employees at foanthes
were included in the study. Ten (10) upper levelnagers and twenty (20) middle level managers were
purposively selected whilst the other employeesewamndomly selected. The data collected for thelystu
comprised of primary and secondary data. The typtata, their sources and the instruments usedtineging
them are discussed as follows:

A structured questionnaire was designed and adiaieis in the form of interviews and self reportiegponses.
These gave flexibility to respondents to answerdgtestions at their own time and convenience. Resputs
who required further explanations were guided impleting the questionnaires. The questionnaire made to
collect demographic data and information relatethéoresearch objectives. The questionnaire shagishort in
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order to encourage participation, ensuring thatvituld not take more then 5-7 minutes to answer. The
guestionnaire included a paragraph explaining thregse of the study. Management members were iateed
briefly to collate opinions and observations.

A documentary analysis was conducted to achievengegtual understanding of appraisals as they axistir
financial institutions. Relevant documents wereleziéd and analyzed. These documents included ypolic
statements, technical reports, regulation and ataisdelated to hospital management and operatons,

A structured questionnaire was used in collectiagdThis questionnaire was constructed by theareber with
guidance from his academic supervisor and pretested sizeable number of respondents. The questi@nn
was a a 5-point Likert scale (1= Strongly Disagr2e; Disagree, 3 = Uncertain, 4= Agree, and 5 orijly
Agree) in which higher score indicate more perogipesitive responses.

A pre-test was conducted with a small group repradive of the population to assess the face wgliofi the
guestionnaires. The questionnaire was pretestediven(5) employees of MultiCredit Savings and Loans
Respondents were conveniently selected as statisbnditions are not necessary in the pilot st{@@yoper and
Schindler, 2003). Respondents were asked to filltbe questionnaire accompanied by interviews bfeoto
refine the meaning, understanding, wording and &ttimg of the questionnaire. During the individypaétest,
the researcher and each of the respondents wenitgtihreach question to determine what they (respusye
think the questions are trying to ask. Likewiséistof questions was used to check on pertinentss related to
the pretest questionnaire. Revisions were madad@s¢he feedback, comments and recommendationstfre
respondents. Therefore, respondents in the lamyewhad no difficulty in answering the questions.

After sorting out the questionnaires, the data wamputed and analyzed using Microsoft Excel and the
Statistical Package of Social Sciences (SPSS)orefi$.0.

6.0 DATA ANALYSISAND PRESENTATION

This section discusses data collected from respuadé sample size of ninety (90) was chosen. ke
charts and histograms were used to present thdatatse study.

6.1 RESULTS AND DISCUSSIONS

6.1.1 Demogr aphic Char acteristics of Respondents

)le 3. Distribution of Respondents According to Age

Frequency Percent Valid Percent Cumulative Percent
Valid 18-25yrs 6 6.7 6.7 6.7
26-35yrs 44 48.9 48.9 55.6
36-45yrs 22 24.4 24.4 80.0
46-60yrs 18 20.0 20.0 100.0
Total 90 100.0 100.0

Source: Field Data, March, 2013

Table 3 above shows age distribution of respondéifits study indicates a wide difference in respohdges
with forty four (44) respondents, representing 48 & the sample size falling in the age rangewérty six to
thirty five (26-35). Respondents with ages fallinghe range of thirty six to forty five (36-45) mbered twenty
two (22), representing 24.4% of sample populatki¥% of respondents were between 46-60 years whil8b

were aged 25 years and below. This finding showas riiost employees of First Capital Plus Limited aged
between twenty six and forty five (26-45) indicatia high youth component within the company’s workeg.

According to McKenna and Beech (2002), employedhéir youth stage are able to easily imbibe leayrand
accept changes in working situations and persanalitions. This characteristic gives employees withis age
range a higher capacity to achieve higher proditgtievels relative to much older or younger popigias.

Relatively older percentage of the workforce iodiggh (20%) indicative of experience within thenforce.

Cole (2002) contends that experience is a majomeraof employees. He contends that experience augs
skills in a particular category of employees. Wikentions of the workforce have acquired experieves time,

these sections are sure to give better outputingtef quality and sometimes, quantity.
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Figure 1 Gender Distributions of Respondents

38%

m Male (57)

= Female (33]

67%

Source: Field Data, March, 2013

Figure 1 above shows the gender distribution ofpRedents in this study. The data reveals that batsample
size of ninety (90) respondents, males formed tvims (62%) whilst females were only on third (38&6)the
sample size. This instrument was necessary inffgdut which gender was predominant among employtes
First Capital Plus Ghana Limited. This finding isiadication of the masculinity of the caliber obrks at First
Capital Plus Ghana Limited hence the higher mahepmment of the company’s workforce.

Figure2 Marital Statuses of Respondents

HSingle/Divorce (34)
 Married [56)

Source: Field Data, March, 2013

As shown in figure 2 study respondents who revetledhselves as married were in the majority (62%ijsiv

unmarried or single respondents were in the min@88%). Marital status, according to Armstrong4&®is a

proven indicator of irresponsibleness at the wa&pl Detailed study has revealed that married petepid to
be more careful and take responsibility in the yetake than unmarried people (Armstrong, 1996). Hareno

study has detailed the effects of performance aggdeain measuring performance on married and unecar
employees.
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Table 4 Respondents Department of Work
Cumulative
Frequency Percent Valid Percent Percent

Valid Adm./Management Staff 11 12.2 12.2 12.2

Sales Dept. 33 36.7 36.7 48.9

Frontline Staff 23 25.6 25.6 74.4

Backroom Staff 23 25.6 25.6 100.0

Total 90 100.0 100.0
Source: Field Data, March, 2013

Table 4 above indicates job classifications of gtedy respondents according to departments. Thay stu
discovered that sales executives were the mosegedvjob category with 36.7% of respondents. This w
followed by frontline and backroom staff each with.6% of sampled respondents each. The remainirgyd 2
of sampled staff were administrative and managemstaifit This finding is important as it helps debane if all
categories of employee go through appraisal ancpetency assessments or just a few departmentsgagtin

it. This finding showed that appraisals are uniaeins terms of work departments or categories ofkitbat go
through it.

Table 5 Respondents Position at Work

Cumulative
Frequency Percent Valid Percent Percent
Valid Upper Level Management 10 111 111 111
Middle Level Management 20 22.2 22.2 33.3
Individual Contributor 60 66.7 66.7 100.0

Total 90 100.0 100.0
Source: Field Data, March, 2013

Table 5 above shows the positions of responderttinvihe First Capital Plus Company Limited. Thadst
discovered that majority of 60 respondents; reprirsg 66.7% were individual contributors. 22.2%reve
middle level staff whilst the remaining 11.1% wengper level management staff. This findings shoat the
most, if not all of the various levels of resporigyp within First Capital Plus Company Limited weincluded
in the study. This gives more authenticity to timelihgs of the study.

Table 6 Respondents Work Experience (Years)

Cumulative
Frequency Percent Valid Percent Percent
Valid 0-5yrs 26 28.9 28.9 28.9
6-10yrs 44 48.9 48.9 77.8
11-20yrs 20 22.2 22.2 100.0

Total 90 100.0 100.0
Source: Field Data, March, 2013

Data on table 6 shows respondents’ years of wottk Rirst Capital Plus Limited. It can be seen thajority of
the employees representing (48.9%) have worked thvithcompany for periods between six to ten (6yEars
whilst 28.9% have been in employment with First i@d@Plus Limited for five years or less. The remag
22.2% have been with the company for more than (i€) years. In correlation with the age ranges of
employees, there seems to be perfect harmony, #jerity of respondents were found to be in theiddie
years (26-45) whilst a significant minority was fouto be older. With such age ranges, it is nodl lkarfathom
that most respondents have worked with First Cbpitzs Limited for periods between five and tenl()-years
notwithstanding the fact that First Capital Plusnlted is only a little over ten years old. Yearswafrk has a
significant positive influence on the amount of ragra company spends in not only training its woirgéobut
also the amount of productivity the workforce abdeao achieve. Krietner (1995) states that mommeernced
workforces need less training to reach full efficig than less experienced employees. The presehee o
relatively experienced workforce is a sure indwatthat First Capital Plus Limited would relativedgend less
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on training old employees than in recruiting newds It is believed that the longer employee stayh a
particular company, the more experience he or airesgo work more effectively and efficiently.

The general objective of the study was to assesseffectiveness of performance appraisals in maagur
employee performance using a case study of thiecysital plus limited. Under this broad objectittee specific
objectives of the study were to:

6.2 Identify the aims of performing performance appraisal at First Capital Plus Limited.

Research question one sought to identify the aifnsaorying out performance appraisal at First Gapitlus
Limited. In order words, the research sought td fit the reasons for the conduct of performanpeadgals at
First capital Plus Ghana limited. The study shadwet,treasons for the conduct of performance apgisa first
capital plus is myriad but some are prioritizedabothers. In answering this question, respondeate given
the option to tick all the factors that apply amnldi @ few if the response they seek to provide ismthe options
provided on the questionnaire.

Figure 3 Reasonsfor Conducting Appraisal

100%
62.00%
53%
16%
I I ]
To evaluate Rewards Training and Recruitment  Dismissals (24)
employee job  /Promotions  Development and Succession
performance (56) (48) Planning (41)
(90)

Source: Field Data, March, 2013
Data on figure 3 shows the Reasons for Conductipgrdisalat First Capital Plus Limited. The study shows
that the need to evaluate the job performance qfl@mees is the most important reason for the candéic
appraisals at first capital plus limited. The supeeimportance of this need to evaluate employefopeance
was attested to by all 90 respondents, represehfifigo of sampled respondents. This was followethbyneed
to find reasons for rewarding and promoting empésyeattested to by 62% of sampled respondents.reasbn
is the need to find areas for employee training dedelopment (53%), the need to succession plansy
recruitments (46%) and finally, the need to discouaderperforming employees for dismissal which was
attested to by 27% of the sampled respondents.fifiti;ig shows that multiple reasons exist for toaduct of
appraisals and competency assessment of employdist a&apital plus limited. The finding correlatevith
those of other studieddany authors (Bernardin & Klatt, 1985; Hall, Posn&r Hardner, 1989; Maroney &
Buckley, 1992; Thomas & Bretz, 1994) maintain ttiedre is a considerable gap between theory andigeac
and that human performance appraisal and compe@sggssment are critical mechanisms for organietio
control, through which the employees can view, #esr past performances and take concrete action fo
improvement. On the other hand, its conduct, aleovides substantial information for human resource
management to make fair and correct decisions degapromotions, transfers, compensations, inceatand
training programs as well as career managementifpenterprises typically demand different penfance
appraisal system tailored to the needs of its fanstand processes (Michlitsch, 2000).
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6.3 Identify existing perfor mance appraisal methods at First Capital PlusLimited.
Figure 4 FCP Appraisal M ethods

100%

68.30%

13.33%

Management by Objectives Rating Scales 41 360 Degree Feedback 08
(MBO) 90

Source: Field Data, March, 2013
Data on figure 4 show existing performance apptashods at First Capital Plus Limited. Responslentre
required to tick all the options that apply amonilt list of options given on the questionnairee Tasults
show that the most prominent appraisal method w@deHirst Capital Plus Limited is the Management by
Objectives (MBO) Method. 100% of sampled resporsieattested to this finding. Rating Scales Method
followed with 68.30% attestations by respondentsisvt860 Degree Feedback method was the least used
appraisal method with only 13.33% of sampled redpats attesting to it. Earlier researches havebkstad
the effectiveness of these appraisal methods. lta&heeel (1977) found that the three most commoprajsal
methods in general use are results- oriented or MBthods (13%), rating scales (56%) and essay mgtho
(25%). Management by Objectives (MBO) is a progasagreeing upon objectives within an organizaton
that management and employees agree to the olgectind understand what they are in the organization
(Atkins & Wood, 2002) (English, Rose & McClellanQ@). The essence of MBO is patrticipative goalirsgtt
choosing course of actions and decision making.important part of the MBO is the measurement armd th
comparison of the employee’s actual performancé e standards set. Ideally, when employees tHeese
have been involved with the goal setting and chapsihe course of action to be followed by themythee
more likely to fulfill their responsibilities (Engh, Rose & MecClellan, 2009). The principle behind
Management by Objectives (MBO) is basically for éogpes to have clarity of the roles and resporitisl
expected of them. They then understand the obgctihey must do and the overall achievement of the
organization. They also help with the personal goéleach employee (English, Rose & McClellan, 2009
The rating scale method offers a high degree atsire for appraisals. Each employee trait or attarstic is
rated on a bipolar scale that usually has seveyaitp ranging from "poor" to "excellent” (or somiengar
arrangement). The traits assessed on these scatdsdé employee attributes such as cooperation,
communications ability, initiative, punctuality aechnical (work skills) competence. The nature stwpe of
the traits selected for inclusion is limited onlythhe imagination of the scale's designer, or lgydtganization's
need to know. The one major provision in selectrags is that they should be in some way relevarthe one
being appraised job (Atkins & Wood, 2002). Thettaelected by some organizations have been uramide
have resulted in legal action on the grounds diridisnation (Caputo and Roch, 2009). The greatdsaatage
of rating scales is that they are structured aaddstrdized. This allows ratings to be easily comgaand
contrasted - even for entire workforces.
In human resources or industrial/organizationalcpslogy, 360-degree feedback, also known as maiiirr
feedback, multisource feedback, or multisource sssment, is feedback that comes from all around an
employee. "360" refers to the 360 degrees in degimith an individual figuratively in the centef the circle
(Bracken and Timmreck, 2001). Feedback is provisedubordinates, peers, and supervisors. It aldades a
self-assessment and, in some cases, feedback #tmma sources such as customers and supplievther
interested stakeholders. It may be contrasted \Wwiphward feedback," where managers are given feddbgc
their direct reports, or a "traditional performaragpraisal,” where the employees are most ofteiewed only
by their managers. The results from 360-degreebfeeldare often used by the person receiving thabfeek to
plan training and development. Results are alsd bgesome organizations in making administrativeisiens,
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such as pay or promotion (Bracken, Timmreck, Flegadsummers, 2001). When this is the case, the 360
assessment is for evaluation purposes, and is Boa®etalled a "360-degree review." However, thera great
deal of controversy as to whether 360-degree fegddblaould be used exclusively for development psegpor
should be used for appraisal purposes as well (Watdet al., 1998). There is also controversy reggrd
whether 360-degree feedback improves employee npesfice, and it has even been suggested that it may
decrease shareholder value (Pfau & Kay, 2002).

Figure5 Appraisal Metrics

100% 100%

81.00%

51.00%

Quality (90) Quantity (90) Cost (73) Time (46)
Source: Field Data, March, 2013

With the appraisals methods identified, the resstiswed that the general metrics used for employek
evaluation were based on the units of quality, tjttancost and time. The metrics of the quality tbe
employee’s work, the quantity of productivity witha given time period and at what cost to the camp@he
cost is determined in terms of how much training eemuneration the company has to bear to obtagrtain
level of productivity from an employee comparechting someone else or using another productiorhatet
Many companies all over the world have consideterluse of robots or other technological systemstfus
reduce the cost of labour. The metrics used at Eapital Plus include Quality, attested to by 1068sampled
respondents, Quantity / productivity level (100%gpst (81%) and Time (51%). According to
Wikipedia, performance appraisalis a method bycththe job performance of an _employee is evaluated
(generally in terms of quality, quantity, cost, amde) typically by a corresponding manager or suiger
against business need competency levels in ordatetdify and develop both competent and non-coemet
employees.

The basic purpose of using performance appraishhtques within an organization is to align the &yee’s
efforts with the overall objective of the firm.

104



Public Policy and Administration Research www.iiste.org
ISSN 2224-5731(Paper) ISSN 2225-0972(0nline) iy
Vol.4, No.6, 2014 “S‘E

Figure 6 Compulsory Performance Appraisals

100%

0%

Yes (90) No (00)
Source: Field Data, March, 2013

Data on figure 6 shows that appraisals are a usavgractice on all employees. This finding wassitid to by
100% of respondents. This finding represents a gdmhomenon for First Capital Plus Limited sincevimus
studies have shown that, an appraised workforca roductive workforce. There are many advantages
mentioned in literature regarding the use of penémmce appraisals within an organization. It has lsegygested
that it improves the communication between the digko lower level management; identify areas of
improvement; show employees training needs; helpromotion, retention and termination decisionsg an
means of managerial control (Fletcher, 1992).

Figure 7 Responsibilitiesfor Quantifying Performance Goals

120.00%
100% 100%

100.00%
78.33%

80.00%

60.00%

40.00%
13.33%

20.00%

0.00%
The General  Direct Supervisor Workmates (08) Self Appraisal {60)
Manager (47) (60)

Source: Field Data, March, 2013

Data on figure 7 shows that 100% of the samplegdardents identified themselves (self-appraisal) e
direct supervisor as the individual responsible oantifying performance goals at First CapitalsPlimited.
78.33% of respondents identified the general managethe branch whilst only 13.33% identified their
workmates. This finding is in line with the findimgon the method of appraisal used at First Capitas
Limited.
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Figure 8 Periods Performance Goals Ar e Assessed
100%
75%
70%
I I 0%
Quarterly (42) Biannually (45) Annually (60) Biennially (00)

Source: Field Data, March, 2013
Data on figure 8 shows the periods at which emm@qerformance goals are assessed. 100% of respsrsdéch
performance goals are assessed annually at FigtaC®lus, 75% of respondents cited biannually Z6&o
cited quarterly. This finding shows that performarappraisals are done quarterly, biannually andiahnat
first capital plus limited. Performance appraisalaften the central pillar of the performance mamagnt
process as highlighted by the CIPD survey (200®)hich it was discovered that 65% of organizatisus/eyed
used individual annual performance appraisal artd gvice yearly.

6.4 Examine the effectiveness of these perfor mance appraisal methodsin achieving its aims.
Figure . Effectiveness of Performance Appraisal M ethods

M Yes(81)
H No (9)

Source: Field Data, March, 2013

Data on figure 9 shows responses to whether oth®imethods of appraisal are effective in achiexhegjr
aims. 85% of respondents confirmed that indeedathygraisal methods used at first capital plus lichisze
effective in achieving their aims whilst 15% of pesdents deplored the lack of effectiveness ofettagypraisal
methods. Performance appraisal systems aim to ateathe job performance of employees, so that apiate
corrective action and management decisions carakent As performance appraisal is part of orgaicizat
control, the components of the control system adispensable in the appraisal system. In generbhsic
control system consists of control standards, measent, and corrective actions (Newman, Warren &il¢
1987). Among these three phases, control standardsbased primarily on organizational missions or
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departmental goals, which reflect the role a penforce appraisal plays in the organization. Fromethdence
of the study, performance appraisal at FCP is #ffeto a very large extent.

6.5 Deter mining the effects of the perfor mance appraisal programmes on employee perfor mance.

Table 7 Performance Appraisals Positively Affect Employee Efficiency

Cumulative
Frequency Percent Valid Percent Percent
Valid Strongly Disagree 7 7.8 7.8 7.8
Disagree 15 16.7 16.7 24.4
Uncertain 2 2.2 2.2 26.7
Agree 41 45.6 45.6 72.2
Strongly Agree 25 27.8 27.8 100.0

Total 90 100.C 100.C

Source: Field Data, March, 2013

Table 7 shows responses to the questionnaire metrtion the effects of the performance appraisajrammes
on employee performance. The study shows that 2708%espondents strongly agree that Performance
Appraisals Positively Affect Employee Efficiencys.6% agree. However, 16.7% disagree whilst 7.8&ngty
disagree. However 2.2% of respondents were unoefai findings show that a high percentage ofardpnts
see positive effects between appraisals and emplaféiciency, effectiveness, motivation and overall
performance. The overall performance and standfrige organization is to a large degree dependeon the
efficiency and effectiveness of staff employed. Titexature identifies two specific themes whictpegr in the
management of poor performance; the reluctance asfagers to deal with poor performance, (Hutching&on
Purcell, 2003) and the lack of consistency in deplvith poor performance (Cunningham, 2001). Thednia
particular for consistency is vital as organizasionvest time and money into upward and multi esses
appraisal systems. There has been some debate exg Wie responsibility for the management of poor
performance should rest within the organizatiorm8caonsider that this should be a strategic HRtfoncas
stated by Renwick (2003) who considered the frome managers can often be ‘unwilling conscriptadfng
their role problematic which may undermine the oigation.

Table 8 Performance Appraisals Positively Affect Employee Effectiveness

Cumulative
Frequency Percent Valid Percent Percent
Valid Strongly Disagree 2 2.2 2.2 2.2
Disagree 4 4.4 4.4 6.7
Agree 48 53.3 53.3 60.0
Strongly Agree 36 40.0 40.0 100.0

Total 90 100.C 100.C

Source: Field Data, March, 2013

Table 8 shows responses to the questionnaire imstition the effects of the performance appraissjrammes

on employee Effectiveness. The study shows that 40%espondents strongly agree that Performance
Appraisals Positively Affect Employee Effectivene$s3.3% agree. However, 4.4% disagree whilst 2.2%
strongly disagree. It is the ongoing appraisaleaysivhich managers use to influence behavior whiahspa key
role in performance management. However, it is rlactance of managers to deal with the issue @i po

performance that can undermine organizational &¥ecess and compromise the integrity of the agpfai
system.
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Table 9 Performance Appraisals Positively Affect Employee M otivation
Cumulative
Frequency Percent Valid Percent Percent

Valid Strongly Disagree 14 15.6 15.6 15.6

Disagree 14 15.6 15.6 31.1

Uncertain 8 8.9 8.9 40.0

Agree 36 40.0 40.0 80.0

Strongly Agree 18 20.0 20.0 100.0

Total 90 100.0 100.0
Source: Field Data, March, 2013

Table 9 shows responses to the questionnaire imstition the effects of the performance appraissjrammes
on employee Motivation. The results show that 2G%espondents strongly agree that Performance Asaisa
Positively Affect Employee Motivation. 40% agreeowkver, 15.6% disagree whilst another 15.6% stsong|
disagree. However 8.9% of respondents were unoerbaiorder to take full advantage of the perforoen
appraisals, the goal in designing such systemsldhx@ucongruent to the overall aim and vision & tompany.
For instance, it is evident that there is a dirsotrelation between the performance of employeeks thair
rewards as businesses do seek creation of wedltleiaprimary goal. Therefore one of the increghiradopted

uses of performance appraisals is to motivate eyapk to perform better by linking it with rewardcgages
(Michlitsch, 2000).

Table 10 Performance Appraisals Positively Affect Employee Overall Performance

Cumulative
Frequency Percent Valid Percent Percent
Valid Strongly Disagree 4 4.4 4.4 4.4
Disagree 14 15.6 15.6 20.0
Uncertain 6 6.7 6.7 26.7
Agree 38 42.2 42.2 68.9
Strongly Agree 28 31.1 31.1 100.0

Total 90 100.0 100.0

Source: Field Data, March, 2013

Table 10 shows responses to the questionnaireumstit on the effects of the performance appraisal
programmes on employee Overall performance. Theysshows that 30% of respondents strongly agree tha
Performance Appraisals Positively Affect Employeee@ll performance, 30% agreed, 23.3% disagreetswhi
6.7% strongly disagreed. However 10% of respondeats uncertain. Cleveland, Murphy, and William8&3)
argued that that there is a relationship betweemnadvorganizational performance and the usesp&réormance
appraisal and competency assessment systems. I5(@884) also argued that performance measuremeart i
organization should be in tune with its structunel @ulture. Since the nature of the enterprisestiich each
industry is engaged varies, its organizational tymesiness policy, internal and external environtrar also
usually different. There are many advantages meetion literature regarding the use of performaaqmgraisals
within an organization. It has been suggested ithatproves the communication between the highelower
level management; identify areas of improvememwsbmployees training needs; help in promotiorengébn

and termination decisions; and means of manageoigtol (Fletcher, 1992).
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Table 11 Correlations
Employee
Employee Employee Employee Overall
Efficiency Effectiveness Motivation Performance
Employee Efficiency Pearson Correlation 1 773" 911" .969"
Sig. (2-tailed) .000 .000 .000
N 90 90 90 90
Employee Effectiveness  Pearson Correlation 773 1 697" 7977
Sig. (2-tailed) .000 .000 .000
N 90 90 90 90
Employee Motivation Pearson Correlation 911" 697" 1 .907"
Sig. (2-tailed) .000 .000 .000
N 90 90 90 90
Employee Overall Pearson Correlation .969" 7977 .907" 1
Performance Sig. (2-tailed) .000 .000 .000
N 90 90 90 90

**_Correlation is significant at the 0.01 level {@i{ed).

As shown in Table 11 above, the study discoveratl ali the variables that performance appraisaldcbave
effects on positively correlate with each other.e3é variables are Employee Efficiency, Employee
Effectiveness, Employee Motivation and Employee @€ erformance. This means that any change iroaey
particular factor affects the other factors. Thiésdings show that an appraised employee is mérdylito be
efficient and effective as well as exhibit motivéian the job and have good overall performance.

6.6 Regression of Training on Factor of Overall Employee Perfor mance

Linear simple regression analysis was conductedssgess the effect of performance appraisal on lbvera
Employee Performance. In this analysis, overall leyee Performance was treated as the study dependen
variable, whiles Performance appraisal was treaseiddependent. The result are presented in t&belbw

Table 12 Regression Analysison Study Variables
Coefficients®

Standardized

Unstandardized Coefficientd

Coefficients

Model B Std. Error Beta t Sig.
1 (Constant) 2.615 122 21.406 .00d
Performance Appraisal 1.385 .335 404 4,138 .004
a. Dependent Variable: Employee Overall Performance
Source: Field Data, March, 2013
Data on table 12 shows the effects of performampyaisal on overall employee performance. Regvassi

analysis conducted gave a significant value of .9@4ch shows a positive correlation between the two
variables. Therefore, the study found significamlationship between performance appraisal and emplo
performance. The study therefore concludes thatopeance appraisal has positive effects on the aver
performance of an employee at First Capital Plusited.

6.7 Identify the aims of performing performance appraisal at First Capital Plus Limited.

Research question one sought to identify the aifnsedorming performance appraisal at First CapiRéals
Limited. The study shows that the need to evaltiagejob performance of employees is the most inambrt
reason for the conduct of appraisals at first edpitus limited. The supreme importance of thischieeevaluate
employee performance was attested to you all 9@oretents, representing 100% of sampled respondEfmits.
was followed by the need to find reasons for rewaydnd promoting employees,. Next reason is tlesl e
find areas for employee training and developméat,need to succession planning and recruitmentdiraity,
the need to discover underperforming employeesdimissal. This finding shows that multiple reaserist for
the conduct of appraisals and competency assessfnemiployees at first capital plus limited.
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6.8 Identify existing perfor mance appraisal methods at First Capital PlusLimited.

Research question two sought to identify existiegfgrmance appraisal methods at First Capital Pinmsted.
The study shows that the most prominent appraisshod used at First Capital Plus Limited is the &gament
by Objectives (MBO) Method. 100% of sampled resmortsl attested to this finding. Rating Scales Method
followed with majority attestations by respondentsilst 360 Degree Feedback method was the least use
appraisal method with only a small percentage ofidad respondents attesting to it.

6.9 Examine the effectiveness of these perfor mance appraisal methodsin achieving itsaims.

Research question three sought to examine thetigffaess of these performance appraisal methods in
achieving its aims. The study shows that a sigamificmajority of respondents confirmed that indebd t
appraisal methods used at first capital plus lichaee effective in achieving their aims whilst aadirpercentage
of respondents deplored the lack of effectivendshese appraisal methods. From the evidence oftingy,
performance appraisal at FCP is effective to a lange extent.

6.10 Deter mining the effects of the performance appraisal programmes on employee perfor mance.

Research question four sought to determine thetsfigf the performance appraisal programmes onarepl
performance. The study shows that a high percemthigespondents see positive effects between aggbsaqnd
employee efficiency, effectiveness, motivation andrall performance.

6.11 Conclusion

The management of those staff who fail to meet ittentified and communicated performance standards
expected by the organization is one of the mostlaiging aspects of management particularly in iserv
organizations who deal directly with the custonidre overall performance and standing of the orgdiun is

to a large degree dependent upon the staff empldyetthe end of an allotted period of time, an asseent of
some sort is to be made to verify whether set targave been reached. If these targets have notditened,
then answers need to be found to questions likest whould be done to bring about improvements @ th
situation? Who needs to be trained or retrained® Wéeds to be sacked? Who should be promoted? And w
needs to mark time in a particular position? Iftb@ other hand, set targets have duly being reatheck is the
need to encourage the hard work of that employed to encourage other workers. The role of peri@nce
appraisal is geared towards fulfilling all of thboae. The process of going about it, perceptiorsutithe
process and the assessor could on the other haddrhithe process from achieving its set targetsofiducted
effectively, performance appraisal has the potentia significantly and effectively enhance employee
performance and subsequently, company productivity.

6.0 Recommendations

Based on the findings of the study, the followirggmmendations are made:

6.1 Apply Progressive Human Resour ce Strategies

The research, in its findings, recommends thatbédneking Sector in general and First Capital Plusitgd in
particular, apply progressive human resource gfiedeand provide effective and productive methadmrding
employee motivation, productivity and subsequemptraigal. The research also recommends that managefe
First Capital Plus Limited accept the role that rafgals and competency assessments play in today's
environment and strive to find out how best toitng the right appraisal and competency assessmedels in
order to enhance employee awareness and attituehebly increasing employee performance and totapeny
productivity.

6. 2 Offer Training to Supervising Staff

There are many advantages mentioned in literategarding the use of performance appraisals within a
organization. It has been suggested that it imgab® communication between the higher to loweellev
management; identify areas of improvement; showleyegs training needs; help in promotion, retention
termination decisions; and means of managerialrob(fletcher, 1992). Therefore, the research renends
that extensive training not only be given to mamaget, but all supervising staff, regarding the tighnduct of
performance appraisals and the role it can plagecihg employee performance.

6.3 Incorporate Appraisalsinto Company Systems

The important issue of appraisals and competermgsament and its right conduct should be incorpdrit all
systems and procedures of First Capital Plus Lutibeensure employee satisfaction, attitude anduymrtivity.
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