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ABSTRACT

The study sought to assess the impact of performance appraisal systems on the
performance of employees with job satisfaction as a mediating factor. The study
employed descriptive design and quantitative approach. Population of the study
comprised all staff of the 3 selected schools (Prempeh College, Yaa Asantewaa Girls
SHS, and Agric Nzema Community Day SHS) which numbered 215. The convenient
sampling technique was employed to sample out 100 staff from the population to
participate in the study. Data for the study were obtained through questionnaire
administration. Descriptive analysis methods such as mean, standard deviation,
percentage, and frequency are used to arrive at absolute numbers which represent the
data set. Inferential analysis methods such as correlation and regression are used to show
relationships between multiple variables. The quantitative data were analyzed using
Microsoft Excel and SPSS application. The study showed that there is a significant
relationship between performance appraisal (PA) and employees’ performance (EP).
Pearson product correlation of appraisal systems and employees’ performance was found
to be low positive and statistically significant (r=.459, p< .05). Hence H1 was supported
(the null hypothesis was rejected). This shows that an increase in employees’
performance appraisal would lead to a high performance of teachers in second cycle
institutions in the Kwadaso Municipality. The results clearly reveal the positive impact
of PA and JS on EP. Moreover, the R? = .459 depicts that the independent variable PA
and JS combined explains 45.9% of the variance in EP. The b =.484 and b = .446 reveals
that PA and JS explains 48.4% and 44.6% variance in EP respectively. The study
recommends that employees should be made to participate and have a say on matters
regarding themselves and provide them more opportunities for training and development

teachers will likely be motivated.
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CHAPTER ONE

INTRODUCTION

1.1 Background of the Study

Every organization that wishes to survive within the foreseeable future sets goals or
targets and work vehemently to achieve these targets. Management of organizations are
therefore tasked to efficiently and effectively manage the operations and organizational
resources to achieve set targets. According to Daoanis (2012), any organization's success
is determined on the quality and characteristics of its employees. Employees, she claims,
become a significant factor in any firm because they constitute the company's heart.
According to Akinyele (2010), any organization's success is largely dependent on the
commitment of its people resources. It is commonly accepted in today's competitive
business environment that companies can only compete with their competitors by
inventing, and businesses may be innovative by effectively managing their human

resources (Boachie-Mensah & Seidu, 2012).

Performance appraisal, according to Deepa et al. (2014), is a formal, structured system
for measuring and evaluating an employee's job-related behaviors and outcomes, as well
as for determining how and why the employee is currently performing on the job and
how the worker can perform more effectively in the future. The effectiveness of every
organization's work is determined by its performance appraisal system; it decides
whether the company succeeds or fails. The periodic review of an employee's
performance versus the job's stated or assumed requirements is known as performance
appraisal (Kariuki, 2014). Performance appraisal, according to Ochidi et al. (2019), is
the systematic evaluation of employees based on their job and prospective development.

Performance appraisal entails an employee understanding what is required of him and



being focused with the support of a supervisor who can inform them how well they have
performed, motivating them to perform well. According to Ahmed (2020), a company's
success is often determined by its personnel. He believes that if staff are strongly
motivated to succeed and productive in their work, the organization will be more likely
to achieve its objectives. According to Agyare (2016), performance assessments are
essential for firms to ensure that their employees are aware of their performance

improvements and growth, as well as their abilities and potentials.

In the absence of a well-structured assessment system, people spontaneously, informally,
and arbitrarily appraise the job success of others, even subordinates (Mullins, 2007).
Employees are expected to work hard to achieve the goals, objectives, and targets
established for them in order to be rewarded through Performance Appraisal Systems
(Wagacha, 2017). That is to say, it is used to determine promotions and raises in pay. A
well-designed performance assessment system, according to Kumbhar (2011), aids in the
development of employee performance-related criteria, offers a feedback mechanism,
and allows for a more equal reward system. It was also mentioned that when a fair
mechanism for performance appraisal is accessible in any firm, employee productivity
increases. In this context, performance appraisal plays a key role in helping firms achieve

their strategic goals (Kumbhar, 2011).

On the other hand, other researches have found that a rewarding system implemented as
a result of performance appraisal helps to boost employee motivation by directly
impacting employee performance. Managers use the assessment activities to make
decisions about employees' present job performance, awards, career aspirations, and
other job-related actions depending on performance (Glrbiz & Dikmenli, 2007).

Differences in schooling, recruiting temporary workers, employment, job experience,



time pressures, and shift work may all have an impact on the assessment process, as well

as employee motivation and productivity (Vasset et al., 2011).

Many scholars have demonstrated that a number of articles and dissertations have been
published or written on job satisfaction, which is thought to be a broad and
comprehensive subject of inquiry. A pleasant or positive emotional state that results from
an evaluation of one's work experiences is called "job satisfaction.” It suggests that
having an upbeat attitude regarding one's profession and the world around it makes one
happier (Cadsby et al., 2016). It measures how much an employee enjoys or wants to do
their job (Clark, 2015). Some individuals define job satisfaction as enjoying their
employment (Ellickson & Logsdon, 2015). The level of satisfaction will be low if
management policies conflict with what employees are expecting (Rothbard, 2015). The
qualities that inspire a person to stay on the job and make them happy are the elements
of job satisfaction (Saif et al., 2017). The correlation between job satisfaction and other
organizational outcomes, such as performance and turnover, has led many experts to
view it as a crucial factor (Suanj & Jakopec, 2018). In line with how the world is
evolving, employee expectations and satisfaction are also changing (Uddin et al., 2018).
When employees are happy with their work, they will work harder to innovate and be
more creative, which will help the organization make significant strides in these shifting

market conditions (Achieng'Odembo, 2017).

Employee performance is a term used frequently to describe an employee's behavior
while performing a certain duty assigned by the company (Kalogiannidis, 2020). It also
has to do with the output of a particular employer within a corporation. Performance is
the capacity to meet predetermined goals (Usama & Yusoff, 2019). Employee

performance is correlated with each employee's accomplishments in accordance with the



numerous rules, laws, or expectations of the business or employer, claim Fuertes et al.
(2020). According to Jiang et al. (2020), each employee's abilities and capabilities inside
a company are reflected in the way they perform on the job. The most experienced
workers in this situation typically exhibit a high level of competence and commitment
on the job, which results in improved employee performance, as opposed to workers with
less experience and talent. However, the majority of researchers assert that there are more
aspects that influence employee performance in addition to skills, competence, and

professionalism (Kalogiannidis, 2020).

1.2 Statement of the Problem

Every organization must conduct staff performance appraisals on a regular basis in order
to keep personnel in check and to replace, retrain, motivate, and take any other relevant
action (Kagotho, 2018). Because the main difficulty that many organizations face is
maximizing employee performance, performance appraisal appears to be unavoidable.
Management would tend to appraise employee work performance in an informal manner
if there are no organized appraisal methods in place. Without a systematic appraisal
system, the human tendency to judge can lead to major ethical, motivational, and legal
concerns in the workplace. There is no way to ensure that decisions are fair, accurate,

lawful, and defendable without a structured appraisal mechanism.

Setting standards, evaluating employees' actual performance against those standards, and
delivering feedback to stimulate or eliminate performance flaws are all part of
performance appraisal. Most businesses in this competitive market fail to meet their
objectives because their employees perform poorly, and this is due to the workplace's
incapacity to motivate people to work harder (Eliphas et al., 2017). According to

Sajuyigbe (2017), firms must evaluate their employees' performance and overall



commitment to the organization on a regular basis or at a specific time of the year.
According to Idowu (2017), the purpose of such a review is to analyze the employee's
abilities, accomplishments, and development or otherwise. According to Akinyele
(2010), any organization's success is largely dependent on the commitment of its people
resources. Wagacha (2017) proposes that each organization conduct employee
performance appraisals on a regular basis to keep employees in check and replace,
motivate, retrain, or take any other appropriate action, in order to facilitate continuing

efficiency and effectiveness of employees.

According to Agyare (2016), performance assessments are essential for firms to ensure
that their employees are aware of their performance improvements and growth, as well
as their abilities and potentials. There is no question that a well-planned performance
appraisal is sufficient in harmonizing an organization's needs with the demands of its
personnel (Grote, 2002). Employees should be able to grasp appraisal systems and the
reasons for them, according to Daoanis (2012). If management does not put a lot of
money into their employees' well-being, difficulties are certain to occur, such as high
industrial labour turnover, low commitment to work, low morale, and low job

satisfaction, all of which can contribute to lower productivity of goods and services.

Given that performance appraisal is believed to have a substantial impact on job
satisfaction, which in turn have a direct has a direct effect on employees’ performance,
it is imperative to explore the various appraisal systems and how the affect performance.
Because of the correlation between performance appraisal and job satisfaction, as well
as between job satisfaction and performance, identifying the appraisal systems that affect
job satisfaction has become paramount to the researcher. In Ghana, many studies has

been conducted on the topic performance appraisal. For instance, Adofo (2011) explored



the performance assessment system and its impact on staff performance in selected senior
high schools in Ghana's Kwahu-South District. Again, Bintu (2014) examined the
effectiveness of Kwame Nkrumah University of Science and Technology's performance
appraisal system. Among other studies, none assessed the relationship that exist between
performance appraisal and job satisfaction as well as employee performance in senior

high schools in the Ashanti region of Ghana.

Based on an informal interview the researcher conducted with some staffs of the selected
schools, it was revealed that most of them were not happy at work. Some of the
contributing factors to this, realized by the researcher during the informal interview were
ineffective remuneration, poor human relations, poor working conditions, as well as
ineffective promotional and appraisal systems. In general, most of the employees were
not satisfied at post which affected their performance. The researcher therefore seeks to
conduct a study that examines the current issues in the institutions and also fill the
research gap by examining the complex relationship that exist between appraisal systems
and job satisfaction as well as job satisfaction and performance in some selected second

cycle institutions in the Kwadaso District in the Asahanti region.

1.3 Objectives of the Study
The main purpose of the study is to assess the effect of performance appraisal on
employees’ performance with a special focus on teachers in second cycle institutions in
the Kwadaso Municipality. However, the specific objectives are;
i.  To examine the relationship between performance appraisal and employees'
performance.
ii. To investigate the relationship between performance appraisal and job

satisfaction.



To assess the extent to which job satisfaction mediates the relationship between
performance appraisal and employees' performance.
To identify best practices in performance appraisal that maximize both job

satisfaction and employee performance.

1.4 Research Questions

In an attempt to study the above objectives, the researcher was guided by the following

research questions.

How does the performance appraisal process impact the overall performance
outcomes of employees?

How does the performance appraisal process influence the job satisfaction levels
of employees?

To what degree does job satisfaction mediate or influence the relationship
between the performance appraisal process and the resulting employee
performance?

What specific practices or techniques within the performance appraisal process
most positively impact job satisfaction and subsequently lead to enhanced

employee performance?

1.5 Significance of the Study

This study is going to contribute immensely to existing knowledge on the study of

performance appraisals. The study will as well contribute to the development of the

teachers and schools which plays a crucial role in the economy of Ghana. This study

would also serve as a useful information for the human resource management of any

organization in appraising their employees in the most effective way for an increased



performance. The findings and recommendations of the study has been vital for the
human resource practitioners who design and administer employees’ performance
appraisal to achieve organizational objectives and tackle the problem regarding

employees’ performance appraisal and to increase job satisfaction level of employee.

The insights from the study can be used to inform training and development programs.
If performance appraisals are closely tied with improved performance through job
satisfaction, it underscores the need for continuous feedback and skill enhancement
opportunities for employees. Understanding the relationship between performance
appraisal and employees' performance can aid organizations in designing and
implementing more effective appraisal systems. If job satisfaction is indeed a mediating
factor, then organizations can prioritize elements in the appraisal that directly enhance

job satisfaction.

For policymakers and industry regulators, understanding these dynamics can help in
formulating guidelines for organizations, ensuring that appraisal systems are not only
evaluative but also constructive. This study can pave the way for future research,
especially in the realm of organizational behavior. For instance, researchers can delve
deeper into which specific elements of performance appraisal have the most significant
impact on job satisfaction. The significance of this study extends beyond mere academic
interest. Its findings can have direct, actionable implications for organizations, HR
professionals, policymakers, and employees, leading to a more constructive and effective

appraisal ecosystem.

1.6 Scope of the Study
The study was geographically delimited to teachers who are teaching in the focused

institutions (Prempeh College, Yaa Asantewaa Girls’ Senior High School, and Agric
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Nzema Community Day Senior High Schol) (which constitutes the common government
second cycle institutions in the district). The scope of this research is it does not include
other elements of the institutions’ human resources management programs. The study is

therefore geographically and conceptually delimited.

1.7 Limitations of the Study

To conduct this study, there were limitations encountered by the researcher during on
conducting this paper. One significant limitation of researching the impact of
performance appraisals on employee performance, especially when considering job
satisfaction as a mediating factor, is the inherent subjectivity involved in both
performance appraisals and the self-reporting of job satisfaction. When assessing job
satisfaction, responses can be influenced by a myriad of factors, such as the employee's
current mood, recent events (both personal and professional), and perceptions of what
the research might lead to (e.g., changes in the appraisal system). This subjectivity can
make it challenging to draw clear correlations between reported job satisfaction and
actual performance outcomes. Some respondents were reluctant and reserved to convey
their idea freely, on what they really believe in. And also, few respondents were not able
to return a questionnaire timely and it was a difficult task to wait until all are returned.
While the research topic holds significant importance and can provide valuable insights,
it's essential to approach the findings with an understanding of these potential limitations.

Such awareness can guide the interpretation of results and inform recommendations.

1.8 Organization of the Study
The research is broken down into five sections. The background of the study, the

statement of problem, the objective of study, the research questions, the significance of



the study, the limitations and delimitations of the study, and the study's organization were
all covered in the first chapter. The second chapter focused on a survey of related
literature, the study's theoretical framework, and its empirical foundation. Methodology
of the study constitutes chapter three. It describes the research design, population, sample
and sampling technique. It also considered the sources of data and data collection
instruments, data collection procedures and data analysis. Chapter four focused on data
analysis, findings and discussions. Chapter five presented the summary of the study,

conclusions, recommendations, and suggestions for further research.
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CHAPTER TWO

LITERATURE REVIEW

The main purpose of the study is to assess the mediating role of job satisfaction on the
effect of performance appraisal on employees’ performance with a special focus on
teachers in second cycle institutions in the Kwadaso Municipality. This chapter aims at
reviewing materials which are available in books, articles, handouts by teachers,
magazines, long essays and other research works that are related in broad way to the
problem under research. These materials serve as supporting aids for the new study the
researcher embarked upon. The review will be in main heading, namely: concept review,

theoretical review, empirical review, as well as a conceptual framework of the study.

2.1 Concept Review

The concepts are reviewed under headings performance appraisal which presents the
process of performance appraisal, functions of performance appraisal, importance of
performance appraisal, effectiveness of performance appraisal, perception of satisfaction
with performance appraisal as well as the challenges of performance appraisal. It also
reviews job satisfaction, employee performance, and the link between job satisfaction

and performance.

2.1.1 The Concept of Performance Appraisal

Performance appraisal is a separate, but central subset of the overall performance
management system (PAS) (Lawler, 2012). According to Toppo and Prusty (2012),
PMS is a critical tool that helps organizations succeed by training their workers in ways

that meet both individual and organizational goals. Employee success targets are

11



aligned with the corporate goals of performance appraisal systems. It ensures that an
employee's performance standards are clear, and it strengthens the relation between pay
and performance (Patro, 2019). Ramchandani & Aggarwal (2018) suggested that
performance appraisal system, as a performance-monitoring technique, motivates
employees to perform more and causes supervisors to undertake measures that place
immense pressure on them to achieve additional results. As a result, continual review
of job-related task accomplishments or failures (via the use of performance metrics or

indicators) of individuals inside an organization becomes important.

In order to achieve organizational success, performance management represents a
purposeful and integrated approach that enhances the performance capabilities of both
individuals and teams (Armstrong, 2005). Performance assessment is described by
Angelo and Pritchard (2006) as a discrete, formal, organizationally sanctioned event
that typically only happens once or twice a year and has clearly stated performance
dimensions and/or criteria that are employed in the evaluation process. It is often
referred to as a formal method of employee monitoring because it typically entails the
assessment of performance based on the perceptions and views of peers, superiors,
managers, and even the employees themselves (Jackson & Schuler, 2002). Clarifying
job requirements for employees, supporting both personal and team growth, and
ensuring that performance is taken into account when creating pay structures are all
aspects of performance appraisal (Ramous-Agyare et al, 2016). After their
performances are evaluated, it makes sure that employees are aware of how
organizations want them to perform in connection to organizational goals (De Waal,
2004). This claim of awareness creation made by De Waal (2004) is consistent with a
result by Gabris and Ihrke (2000) that claims the primary goal of performance reviews

is to provide regular, formal feedback to specific employees.
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Businesses today can use performance appraisal to monitor the success of employees
over a set period of time (Bostan & Jemna, 2019). A systematic assessment or
evaluation of work performance, or how well workers do their duties, is referred to as
performance appraisal. It's crucial to remember that performance evaluation is a
continuous process, not a one-time event like filling out a conventional review form
(Bhattacharyya, 2011). In the 1950s, when performance appraisal was recognized as a
full system in and of itself, the current approach to performance appraisal was born

(Rothaermel, 2012).

In the 1950s, when performance appraisal was recognized as a full system in and of
itself, the current approach to performance appraisal was born (Rothaermel, 2012). As
a result of the new approach to performance improvement, the performance evaluation
process became more methodical and standardized. As a result, performance
evaluations are increasingly utilized to separate high-performing employees from the
rest, as well as to detect employees' training needs, career routes, incentives and

bonuses, and promotions to higher positions (Armstrong, 2012).

It seems to have become a common and continuous practice in corporations, with the
results utilized to make a variety of human resource choices, including promotions,
demotions, transfers, incentive outcomes, and training and growth (Lamarca & Ambat,
2018). Performance evaluation, according to Vainieri and Nuti (2011), is the process of
acquiring, assessing, and documenting information about an employee's relative worth.
Performance analysis, according to them, is a comprehensive, frequent, and objective
evaluation of an employee's excellence in topics relevant to his or her present job and
possibilities for a better one. Correspondingly, Rothaermel (2012) defines performance

evaluation as a system by which supervisors judge and assess subordinates' performance
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or contributions over time. This means that, in addition to wage adjustments and/or
disciplinary actions, appraisal activities as a continuous process focuses on integrating

organizational processes and personnel enhancements.

As per Lawler (2012), performance assessment is the method of analyzing and
recording employee performance in order to make observations and make judgments
about them. According to Brewster and Mayrhofer (2012), performance evaluations are
undertaken to determine an employee's effectiveness and whether the individual can
continue to succeed in the future to help the organization achieve its goals. Mahoney
and Kor (2015) and Gao and Banerji (2015), who link performance evaluation to
organizational goals, support these viewpoints. Employee performance is evaluated in
reference to pre-determined standards and corporate goals, according to the authors.
The precise definition for performance appraisal is a systematic and structured method
of evaluating the standards of a worker's performance with the goal of enhancing their
performance by shaping the important dimensions of employees and accomplishing
organizational objectives, according to the definitions. Performance assessments are
normally done once a year, according to Bhattacharyya (2012), with the interview
providing input to employees, counseling and strengthening them, and communicating

and reviewing salary, employment status, and disciplinary choices.

Performance evaluation is conducted as a formal organizational event for a number of
reasons. Performance reviews are conducted for three major reasons, according to
Malcolm and Jackson (2002): What they refer to as performance appraisals are one of
the causes. They define performance evaluations as a chance for managers to have
conversations with their staff about how things are going in their current roles, their

strengths, and any areas that need improvement. Second, they bring up reward reviews,
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describing them as typically distinct but connected to the assessment system, when the
management discusses decisions regarding rewards like compensation, benefits, or
promotions and offers feedback (Ramous-Agyare et al., 2016). Lastly, they talk about
prospective reviews, which reflect discussions about the chances for advancement of
employees, the kind of work they will be suited for in the future, and how this might be

accomplished.

In a related debate, Boswell and Boudreau (2002) identify the evaluative and
developmental aims as two usual justifications for performance reviews. The evaluative
function, according to Boswell and Boudreau (2002), includes using performance
appraisal for typical human resource decisions like pay and salary administration,
promotion, retention, termination, and layoffs as well as for providing employees with
the necessary recognition and identifying underwhelming performance. Performance
reviews and reward reviews, two of the functions of performance appraisal that
addressed, are combined in this (Malcolm & Jackson. Because employees receive
ratings based on their performance, it is also seen as an evaluation procedure. Following
that, each employee is informed of his or her results. According to Boswell and
Boudreau (2002), developmental functions are also geared toward improving individual
employees by using appraisals to pinpoint training gaps in employees, provide
employees with a clear understanding of their strengths and weaknesses, and give them
feedback on their performance. This is comparable to what Cook and Crossman (2004)
refer to as improving employees' skills. According to Youngcourt et al. (2007),
regardless of the stated aim, employees' attitudes toward performance appraisal will be
impacted by the perceived reasons for the appraisal. As a result, they advise that

performance appraisal should have a specific goal and that goal should be attained.
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2.1.1.1 Performance Appraisal System Process

The process of comparing an employee's present and/or previous performance to his or
her performance expectations with the goal of increasing performance, giving value to
the organization, and contributing in the attainment of goals (Schraeder, et al, 2007). A
holistic assessment of each employee's achievement, ability, and growth needs is
included in regular appraisals. The evaluative aspect of performance appraisal supports
in priority setting, awarding and empowerment of employees, rectifying poor
performance, and offering feedback to designated personnel (Lawler, 2012). It aids in
the recruitment, selection, training, and development of employees. Pay increases,
bonuses, promotions, and job rotation are all based on correct evaluations of employees'

performance (Brewster & Mayrhofer, 2012).

Some academics have identified several separate stages of performance evaluation.
According to Vainieri & Nuti (2011) the assessment approach in terms of measuring
individual performance against established performance targets set by the organization.
Because an evaluation approach may not be able to meet all of a company's objectives,
management should prioritize the tasks that it considers to be the most important and
realistically possible. The next phase in the evaluation process is to create performance
metrics or requirements and convey these goals to the employees who will be affected.
The work is then done, and the results are evaluated by the supervisor. At the end of the
evaluation period, the appraiser and the employee review job performance and compare
it to set performance criteria. This assessment aids in identifying how successfully
personnel adhered to these standards, determining the root reasons of failures, and
developing a strategy to remedy the concerns. At this meeting, tasks are assigned for
the next evaluation period, and the cycle begins again. The completion of an adequate

assessment procedure, according to Cole (2009), is the first step in performance
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evaluation. A meeting follows the preparing step, during which the management
communicates with the worker and examines progress. After the meeting, the worker
must take some form of negotiated action, either alone or with his or her manager. A
career development plan, a promotion or a shift to a different function, or a wage boost
are the most common actions. Setting performance standards, communicating the
standards, assessing results, analyzing the reality with the standards, debating the
appraisal, and taking corrective actions are the six stages of the performance appraisal

process identified by Gupta (2005).

Decenzo & Robbins (2002) assist with these evaluation processes. The processes come
to a conclusion with not just a corrective action, but also a reward system in the form
of a promotion or salary review. The assessment approach, according to Vainieri & Nuti
(2011), can be used to take a broad view of job content and successes, as well as define
next-period goals, but it can also be used to discover poor production early on. In a
word, performance analysis is a technique for giving employees feedback. During
performance assessments, employees' accomplishments and potential for promotion are
evaluated. The basic goals of an evaluation are to assess results, specify training needs,
establish and agree on prospective priorities and standards, and make it simpler to fulfill

these objectives (Brewster & Mayrhofer, 2012).

To ensure a positive interpretation of the process, Abdulkadir et al. (2012) recommend
that the goal and scope of the evaluation be made apparent to both the appraiser and the
appraised, and that performance appraisal be considered as a power sharing exercise.
Performance review, according to the authors, should be a collaborative and effective
process that incorporates feedback from both employees and superiors. Similarly, the

evaluation system should place a greater emphasis on employees' accomplishments and
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successes than on their defects and weaknesses, and it should contribute to a roadmap
for the individual's future development and advancement. According to Abdulkadir et
al., top management should be fully committed to the notion of performance evaluation

and ensuring that union leaders and other members of staff are consulted.

It's also critical to identify training requirements and schedule time to address work
quality and financial problems. According to Bekele et al. (2014), employees are
expected to reinvigorate their enthusiasm in becoming a part of the business now and in
the future, as well as to feel taken seriously as people. Finally, when evaluating employee
performance, supervisors should feel more at ease and be really interested about their

wants and objectives.

2.1.1.2 Forms of Appraisal Systems

2.1.1.2.1 Management by Objective (MBO)

Management by objectives (MBO) is an appraisal approach in which managers and
employees collaborate to create, plan, organize, and communicate goals for a given
period of time (Practical Performance Appraisal, 2022). According to Diya Jose, (2013)
management by objective is a contemporary style of performance appraisal that examines
performance objectively. With management by objective, managers and their staff
converse, and both parties determine which objectives to accomplish and when (Diya
Jose, 2013). The great Peter F. Drucker coined the phrase "Management by Objectives
and Self Control” in 1954 in his book "The Practice of Management" (Rathore, 2019).
Douglas McGregor went on to recommend it with a few tweaks. Following the
establishment of defined goals, managers and subordinates meet on a regular basis to
review and debate the progress made in maintaining control and the possibility of

achieving those goals (Practical Performance Appraisal, 2022).
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It is possible to implement an MBO-based self-appraisal system in four steps as asserted
by Al-Baidhani & Alsagqaf (2022). According to them, the job description is reviewed
and approved in stage one. The job description and the key responsibilities of the position
are discussed in this discussion between a manager and a subordinate. The actual job
criteria should be agreed upon. Establishing performance standards is the next stage.
Both the employee and the supervisor gain significantly from collaborative efforts to
establish and gauge acceptable levels of performance. Therefore, selling five cars each
month would be a reasonable standard for a car salesperson. The method of performance
evaluation defines the performance goals set by the employee and the manager. The third
phase in the process is to set goals where goals that are simultaneously challenging and

feasible are set by managers and subordinates (Al-Baidhani & Alsaqqgaf, 2022).

In the fourth stage, discussions on upcoming performances are included. They bring up
their goals when talking to their supervisors about how they performed. Discussions on
performance with the employee and supervisor don't have to wait until the scheduled

review time. Objectives can be reviewed and altered as necessary (Jakson, 2010).

This performance appraisal method, it claims, is used to efficiently connect overarching
company goals with personnel objectives while validating objectives using the SMART
method to see if the stated objective is specific, measurable, attainable, realistic, and
time-sensitive. Employees are evaluated based on their performance at the end of the
review period (quarterly, half-yearly, or annual). Success is rewarded with a promotion
and a raise in compensation, whereas failure results in a transfer or additional training.
In this approach, practical goals are usually prioritized, while intangible factors such as
interpersonal skills, commitment, and so on are sometimes overlooked. For managers

and people with a variety of job flexibility and control, the MBO technique seems to be
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most beneficial (Al-Baidhani & Alsagqaf, 2022). When placed under a rigid management
system, MBO has frequently failed. Undermining the growth and participation of MBOs

by focusing on the consequences of not achieving the aim (Jackson, 2010).

2.1.1.2.2 360 Degree Feedback

Employees are evaluated not only by their direct supervisors, but also by other
stakeholders within the firm, such as seniors, peers, team members, subordinates, and
even themselves, according to Rathore (2019). Typically, survey questionnaires are used
to get feedback on an employee's performance and behaviour. According to Diya Jose
(2013), a 360-degree appraisal adopts an inclusive methodology. She asserts that it makes
sure that the manager, supervisor, and team members, who are all parties connected to
the employee, provide feedback on the employee's performance. Additionally, reports
and employee profiles are used. In addition to all of these, the employee's own detailed
feedback is also utilized. To assess training and development needs, the 360-Degree

Feedback approach is commonly used. It is not typically used to determine wage raises.

2.1.1.2.3 Assessment Centre Method

The German Army first developed the concept of an evaluation center in 1930, but it has
since been refined and adjusted to match today's environment. Employees can receive a
clear image of how others see them and how it affects their performance using the
assessment center method (Practical Performance Appraisal, 2022). It goes on to say that
the key benefit of this method is that it cannot only assess an individual's current
performance but also anticipate future work performance. Employees are requested to
participate in social-simulation exercises such as in-basket exercises, informal talks, fact-

finding exercises, decision-making difficulties, role-playing, and other activities that ensure
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success in a role during the evaluation. The main disadvantage of this strategy is that it is a

time and cost-intensive and difficult-to-manage procedure.

2.1.1.2.4 Behaviorally Anchored Rating Scale

The Behavioural Anchored Rating Scale, according to McCoy (2022), is a tool for
evaluating employees in a defined set of performance dimensions by comparing their
behaviors to particular behavior examples that anchor each performance level, typically
on a five-, seven-, or nine-point scale. In a performance appraisal process, behaviorally
anchored rating scales (BARS) bring forth both the qualitative and quantitative benefits.
According to Creamer & Janosik (1999), behavior-based approaches are a style of
performance appraisal that makes use of particular performance variables in evaluating
personnel. These include forced choice methods and rating systems. The behavioral
checklist is another form that falls under the category of behavior-based approach that
specifies the requirements or goals an employee must meet. The behaviors may change

depending on the specific job type being evaluated.

This approach is considered favorably since it focuses on performance benchmarks for
each employee rather than comparing the performance of one employee to the
performance of another employee (Diya Jose, 2013). Employee performance is compared
to particular behavioral examples that are connected to numerical ratings in behaviour
anchored rating scale. Multiple behaviour anchored rating scales assertions, which
characterize prevalent behaviors that an employee performs on a regular basis, are
anchored by each performance level on a BAR scale (Practical Performance Appraisal,
2022). These statements serve as a yardstick for comparing an individual's performance
to preset standards relevant to their role and degree of employment. The generation of

key occurrences that illustrate typical workplace behavior is the first step in the creation
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of behavioural anchored rating scale. The very next phase is to modify these significant
incidents into a standard structure and eliminate any redundant information. The essential
cases are then randomized and evaluated for effectiveness after normalization. BARS are

created and employee performance is evaluated using the remaining significant incidents.

2.1.1.2.5 Psychological Appraisals

According to Diya Jose (2013), psychological evaluations are particularly helpful in
putting employees in teams because they take a psychological approach to evaluating
psychological attributes including an employee's ability to think critically, his capacity
for reasoning, his emotional stability, and his 1Q. A psychologist evaluates the employee
based on psychological tests, interviews, and observation (Rathore 2019). He posits that
discussions with the supervisors and information obtained from other appraisal methods
are also considered. This method is being increasingly adopted across organizations and

IS growing in popularity every day.

2.1.1.2.6 Human Resource (Cost) Accounting Method

Human resource (cost) accounting, according to Rathore (2019), evaluates an employee's
performance based on the monetary benefits he or she provides to the firm. It is calculated
by comparing the expense of maintaining an employee (cost to the company) with the
financial benefits (contributions) derived from that worker. When cost accounting
methods are used to evaluate an employee's performance, criteria such as unit-wise
average service value, quality, overhead costs, interpersonal interactions, and more are
considered (Practical Performance Appraisal, 2022). The disadvantage of the human
resources accounting approach is its strong reliance on cost-benefit analysis and the

reviewer's remembering power.
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2.1.1.3 Functions of Performance Appraisal System

Employee evaluations may help managers be more efficient by pushing them to pay
more attention to and evaluate individual employees (Cheng, 2014). Performance
appraisal policy objectives, according to Ahenkan et al., (2018), are better understood
in terms of potential benefits, which include increasing staff self-esteem, gaining novel
insights into staff and management, awarding incentives on a satisfactory and plausible
grounds, and developing useful contact among appraisal participants. They are done on
a daily basis and function as a chronicle of an employee's accomplishments, abilities,
and development requirements (Bekele et al, 2014). The performance assessment
mechanism'’s evaluative and developmental functions are typical (Lawler, 2012). Part
of the evaluative characteristic is the process for assessing and justifying employee

salary.

It covers choices on promotions and termination of employment, as well as recognition
of both excellent and negative performance. These are connected to the expectation and
equity theories, which link effort and performance to the types of rewards offered. The
developmental function includes giving feedback, detecting strengths and deficiencies,
determining the need for preparation, and determining transfers (Armstrong, 2012).
According to Fakharyan et al. (2012), performance evaluation has two purposes in
organizations: the first is to make strategic decisions about employees (pay, promotion,
firing, downsizing, layoffs, and so on), and the second is to discover and schedule
employees' growth prospects (identify strengths or areas for growth, coach, develop

career, etc.).

A performance assessment system, according to Neha & Himanshu (2015), benefit not

just to employees, but also managers and firm management. This is because it identifies
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unsuccessful performers for developmental programs or other personnel actions, and it
assesses both the employee's performance and potential for development. Performance
evaluation, in the hands of management, can be a useful tool for orienting new staff
members as well as enhancing the job performance of below-average personnel. It's also
one of the most important requirements for good business and human resource
management (Mahoney & Kor, 2015). The ultimate goal of performance appraisal is to
encourage workers' involvement, which is dependent on their work experiences, such

as the present remuneration structure and corporate norms and regulations.

The goal of a performance evaluation approach, according to Ahmad and Bujang
(2013), is to improve an organization's business results by ensuring that employees'
daily actions contribute directly to both their team's and the organization's objectives.
A performance evaluation, according to Fakharyan et al. (2012), serves two purposes.
To begin, performance evaluation performs an administrative function by giving
managers with the information they need to make pay, promotion, and dismissal
choices, as well as supporting employees in understanding and accepting the rationale
for these decisions. Second, appraisals can be used to identify and anticipate new

training and other adjustments that employees will require.

According to the authors, an ideal performance evaluation should be a collaborative
effort between subordinates and supervisors, with agreed-upon duties and targets, as
well as improvement plans in place to ensure that subordinates fulfill those objectives
(Brewster & Mayrhofer, 2012). A good assessment system, according to Chen (2014),
is designed to motivate workers to come to work regularly and on time, and to give their
best effort. Dessler (2011) also identifies three criteria to consider while assessing

outcomes. For starters, appraisals can help you decide which promotions and/or salary
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raises to pursue. Second, evaluating outcomes and reinforcing excellent work while also
fixing any flaws is a great approach to evaluate outcomes and reward good work while

also addressing any defects that may present.

Finally, assessments are an important tool for career planning since they allow you to
compare your goals to your shown skills and limitations. According to Brewster &
Mayrhofer (2012), the three main uses for performance assessment are performance,
prospective, and incentives. This means that firms may want to use the evaluation
technique to estimate potential for future roles and offer incentives in addition to

evaluating past success.

2.1.1.4 Importance of Employee Performance Appraisal Systems

Performance appraisal systems are a source of frustration for most managers, and many
employees loathe them (Armstrong, 2012). Several academics have proposed a wide
range of responses to the value and character of performance appraisals, rendering them
invaluable resources. According to Bhattacharyya (2012), performance evaluation is an
important aspect of the human resource management process and a role in determining
the crucial factors of employee and organizational effectiveness for success. The
evaluation step, when done correctly, increases a person's sense of self-worth while also
supporting in the formulation of his or her goals. According to Brown, Haytt, and
Benson (2010), accurate assessments are crucial for evaluating recruiting, selection, and

training procedures.

Employee morale may be boosted by a performance evaluation system's feedback
process. By focusing on the positive features and correcting the negative parts, it can

assess conditions for workers and boost staff productivity. Furthermore, employee
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evaluations may improve management efficiency by pushing managers to focus more
on and evaluate individual employees (Cheng, 2014). Performance appraisal policy
objectives, according to Ahenkan et al., (2018), are better understood in terms of
potential benefits, which include increased employee self-esteem, acquiring novel
insights into staff and management, awarding incentives on a plausible and reliable
basis, and developing useful interaction among appraisal participants. Performance
appraisals assist the organization in reporting on the rates of growth, skills, and
potentials of its employees (Bekele et al., 2014). As a result, the lack of an effective

performance appraisal is a major contributor to low employee output.

2.1.1.5 The Effectiveness of Performance Appraisal System

The process of leading, evaluating, and rewarding individual accomplishment is critical
because it communicates to employees what is required and appreciated in the
organization. As a result, determining the success of performance evaluation programs
is an important aspect of the management and implementation process. Effective
performance assessments, when utilized correctly, can dramatically improve employee
satisfaction and motivation (Brown et al., 2010). There are various concepts that are
used to generate performance appraisals; however, the following section discusses the
key principles that are used to develop good performance reviews. The first premise for
establishing the efficacy of a performance evaluation system is to set defined and

achievable targets and performance expectations (Brewster & Mayrhofer, 2012).

Setting goals, establishing how to measure milestones, and providing periodic progress
reports are all elements of a well-defined performance evaluation, according to
Bhattacharyya (2011). On the other hand, Brewster & Mayrhofer (2012) feel that

defining employee goals should be related to the organization’s strategy. This action
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must be carried out and approved by both workers (subordinates) and superiors
(managers), and it must be communicated to the right persons. Managers that are
committed to planning for best results recognize that one of their most important
responsibilities is to remove impediments to good performance and ensure that they
have the resources to complete assignments correctly and on schedule. Comprehensible,

quantifiable, and rational performance criteria (standards) are also required.

A norm is a set of guidelines that define what comprises competent performance for a
certain worker task (Armstrong, 2012). It specifies what must be done and how it can
be accomplished. Standards of practice are critical for reducing subjectivity in the
performance evaluation process. Each standard includes measurement standards. All of
an organization's established requirements must be met, according to Armstrong, in
order for a quality to be met. While the value of a metric remains largely constant
throughout time, measuring standards can be modified more frequently to reflect
improvements in scientific knowledge and practice requirements (Chen, 2014). The
second principle for determining the effectiveness of a performance assessment system

is the availability of feedback.

It is impossible to stress the value of offering feedback into the performance evaluation
technique. During organized performance evaluation processes, feedback refers to how
people of an organization react to how feedback is generated, accepted, and utilized
(Desssler, 2011). Between the employer and the employee, there is a clear line of
communication. It increases productivity and facilitates decision-making inside the
company. The feedback directs the employee to the organization's mission and goals.
Fakharyan et al. (2012) advocate for the implementation of the 360-degree feedback

method, which comprises an assessment and input from a number of workplace groups,
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such as coworkers, supervisors, managers, and even customers. The importance is to
obtain a broader assessment that considers all aspects of the employees' working
relationships, including how they engage with their superiors, coworkers, and outsiders,

such as customers (Chen et al., 2014).

Every good performance framework should include monitoring and follow-up action as
a standard feature (Dessler, 2011). This is a crucial stage in obtaining correct feedback
from all section/department heads so that any outcomes can be incorporated into the
framework. Furthermore, the evaluation should be reviewed on a regular basis and, if
necessary, updated to reflect the changing environmental pressures on the organization
(Grigoroudis & Zopounidis, 2011). Addressing an employee's progress and places for
growth, on the other hand, allows supervisors to be understanding and helpful while
also guiding the person to better performance, according to Lawler (2012). The
cornerstones of the third comprehensive and equitable performance evaluation process
are an agreed-upon set of competences, accurate duty statements, and uniform norms of

conduct.

The very first process in the assessment process, according to Neha and Himanshu
(2015), is to construct a competency, which is a set of complimentary abilities,
expertise, and attitudes that allows supervisors to objectively measure employee
efficiency. Competency is defined as the application of the knowledge and abilities
required to perform the job. Supervisory competency is determined by their job title,
management position, and the responsibilities of their organization's unit (Sudin, 2011).
Another important principle in performance evaluation is that both the appraiser and the
evaluated should follow the same ethical norms, such as trust and transparency. This

involves an open discussion of what happened, how appraisees can improve their
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results, the support they'll need from their supervisors to do so, and their long-term

career aspirations (Schraeder Becton & Portis, 2007).

In evaluating the employee in question, the appraiser ought to be objective. Because
performance evaluations are conducted by individuals, there will always be some amount
of subjectivity, individual interests, and prejudice present, distorting the rating procedure.
According to Sudin (2011), ranking employees yields outcomes that can be a good
measure of how incentives affect achievement. Poor performance evaluation results, on
the other hand, can have a detrimental impact on workers, according to Lawler (2012),
especially if they are not addressed pro-actively and constructively. This is in line with
the expectation and equity theories, which both argue for fairness in performance

evaluation and reward.

2.1.1.6 Challenges Associated with Employees Performance Appraisal

Performance appraisals help employee motivation, attitude and behavior growth,
communicating company goals, and creating positive relationships between
management and employees. Despite the importance of performance assessments in
controlling employee and organizational performance, they are accompanied with
considerable implementation issues. The performance evaluation procedure is often
tough because it involves several personnel, and establishing metrics for measuring
method efficacy is often difficult (Abdulkadir et al., 2012). Because of these limitations,
practitioners find it challenging to evaluate their assessment process. Appraisers
confront challenges such as the leniency or harshness error, central tendency error,

personal bias mistake, and comparison error.

In theory, rating supervisors should be completely objective in their assessments of

personnel (Fakharyan et al., 2012). Personal bias in performance appraisals occurs when
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managers allow individual distinctions such as age, religion, seniority, sex,
attractiveness, or other subjective classifications to impact the rating they give to
employees (Lawler, 2012). This challenge, according to Gao & Banerji (2015), is not
only detrimental to staff morale, but it is also illegal and can result in costly legal
consequences. According to Walters (2005), performance appraisal is challenged by the
evaluation criteria. He asserts that the criteria could be ambiguous and recommends that
they be created using quantifiable and measurable language. As a result, Gao and
Banerji propose that this problem be remedied by having higher-level supervisory look
over the performance evaluation. When conducting performance reviews, managers

must be cautious not to commit rating errors.

When employees are wrongly evaluated towards the average or middle of the scale, this
is known as central tendency (Lawler et al., 2012). Some rating scale systems encourage
this behavior by asking the evaluator to defend extreme high and low evaluations in
writing. As a result, some raters just give average ratings in order to avoid possible
criticism. Because these ratings appear to cluster in the fully satisfactory group,
employees do not always complain about it (Fakharyan et al., 2012). Some performance
evaluations consider the entire assessment period rather than just the previous month,

which could contribute to current conduct bias (Leontiev, 2012).

The performance of the subordinate may be good throughout the year (assuming the
evaluation is done annually), but it may decline in the last month. The rater evaluates
the subordinate solely on the results of the preceding month, ignoring the subordinate's
stellar eleven-month performance. According to Lawler et al. (2012), a rater is more
likely to remember recent behavior than behaviors from the past. According to Bach

(2005), this method does not promote evaluating prior performance of employees or
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rewarding them based on that performance. This criticism might be better summed up
as having a strong emphasis on future performance and giving little weight to past
performance, which lends credence to Strebler's (2001) question about why
performance appraisal focuses on motivating employees by ensuring performance goals
and objectives are achieved through adequate provision of training needs, a clear
explanation of objectives, and the setting of vivid future objectives. As a result,
Leontiev (2012) proposes that retaining performance measures during the evaluation
process can help to avoid recent behavior bias. The absence of objectivity in
performance appraisals is another potential issue. Using the rating scale system,
common factors like habits, commitment, and personality, for example, are difficult to

define (Breuer et al, 2013).

These factors may or may not influence an employee's job performance. While there
will always be some subjectivity in assessment processes, Migiro & Taderera (2010)
believe that employee appraisal should be solely based on personal characteristics,
which could put the evaluator and the organization in an untenable position in terms of
equal employment opportunity guidelines. Fairness in performance evaluation is tied to
the issue of recent conduct bias, and it is a more complicated phenomenon than other
performance appraisal reactions. This is because the fairness of the company has an
impact on how people respond to performance reviews (Decramer et al, 2013). A
successful assessment system, according to the authors, is particularly attentive to

questions of equality and fairness.

Walters (2005) lists resistance as another difficulty with performance evaluation. He
talks about how employees could fight the appraisal process if they receive bad grades.

Employees should therefore receive a thorough explanation of the appraisal process and
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goal. Every employee should know exactly what is expected of them, and the standards
should be presented to them in a clear and concise manner. Given this difficulty,
Maroney and Buckley claim that performance reviews may make workers more reliant

on their superiors.

To that purpose, appraisal equity can be defined in a variety of ways, including fairness
with performance ratings, fairness with the evaluation technique, distributive and
procedural, and distributive justice, to mention a few (Annan-Prah, 2011). According
to Kehoe & Wright (2013), appraiser inexperience is one of the biggest barriers to
performance evaluation implementation. This is especially true for new business owners
or managers who are adopting an assessment method for the first time, as they may be
inexperienced with the procedure, making the evaluation unpleasant. Appraiser
inexperience is linked to employee resistance in the appraisal process, which can make
workers nervous. Close inspections may irritate such appraisers, and they may view the

entire procedure as a negative activity.

Decramer et al. (2013) propose following and adopting an uniform evaluation format
for any employee, as well as offering appraisal instructions to workers beforehand so
that they have a clear grasp of what to expect. Performance evaluation techniques that
are not linked to incentives or based on growth may also be problematic. Any
remuneration, monetary or otherwise, may be due to an employee who did especially
well throughout the assessment period and was acknowledged during the evaluation. If
this is not the case, the employee may assume that putting in extra effort is futile if they
are not sufficiently compensated. This may lead to unhappiness and decreased
productivity (Lawler et al., 2012). Karimi et al. (2011) also emphasize the limitations

of evaluating results without focusing on growing demands. If the analysis contains
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negative aspects, the employee will feel that the purpose of the evaluation is to point
out what is wrong. If the outcome of the performance evaluation is bad, evaluators

should collaborate with the employee to develop a plan of action.

The incompetence of the evaluators, which leads to rating and evaluation errors based
on individual biases such stereotyping and the halo effect, is another issue covered by
Walters (2005). Maroney and Buckley (1999) contend that managers who conduct
performance reviews frequently lack the necessary training, which prevents them from
providing authentic feedback since subjectivity and biases distort the data that is
gathered on employees' performance. According to Walters (2005), appraisers should
receive training to conduct performance appraisal in order to ensure accurate data and

an objective appraisal process.

Each assessment, according to Chen (2014), should clearly depict an employee's
achievements rather than a supervisor's biases. However, because most raters commit
errors, either intentionally or unwittingly, this is difficult to achieve flawlessly.
According to Chen (2014), raters must be aware of their biases in order to reduce or

eliminate their impact on evaluations.

2.1.2 The Concept of Job Satisfaction

The degree of happiness a person experiences as a result of their work is referred to as
their level of job satisfaction (Singh & Jain, 2013). As a result, one of the subjects that
has been studied the most in the field of organizational psychology is job satisfaction
(Spector, 1997). Job satisfaction, in the words of Locke (1976), is the favorable and
pleasurable emotion that arises from an assessment of one's position or work history.

According to earlier studies, satisfied workers are more likely to give their best effort in
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order to meet organizational goals (Jalagat, 2016). Highly satisfied workers are
frequently punctual, more productive, devoted, and happier in their personal lives (Lease,
1998). Employees should be offered options for promotion for this reason, including pay
scales, employee engagement in policy making, and making efforts to promote

organizational commitment (Hawass, 2012).

This will increase job satisfaction and boost performance. Similar to how safety and
positive relationships with coworkers and supervisors are the main sources of satisfaction
(Volkwein & Zhou, 2003), the nature of the job, the manner in which it is supervised,
job security, acknowledgement, and advancement are significant factors in determining
employees' organizational commitment (Mosadeghrad et al., 2008). Additionally,
participation in pension, profit-sharing, and job security plans (Bender & Heywood,
2006; Stevens, 2005) is positively connected with job happiness, despite the fact that
numerous research have identified professional growth opportunities as the main factor

influencing job satisfaction (Sirin, 2009).

Many scholars have demonstrated that a number of articles and dissertations have been
published or written on job satisfaction, which is thought to be a broad and
comprehensive subject of inquiry. A pleasant or positive emotional state that results from
an evaluation of one's work experiences is called "job satisfaction.” It suggests that
having an upbeat attitude regarding one's profession and the world around it makes one
happier (Cadsby et al., 2016). It measures how much an employee enjoys or wants to do
their job (Clark, 2015). Some individuals define job satisfaction as enjoying their
employment (Ellickson & Logsdon, 2015). The level of satisfaction will be low if
management policies conflict with what employees are expecting (Rothbard, 2015).

Employees have certain expectations of the company and its management, including that
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when policies are made, their opinions will be taken into consideration and that such
policies will be advantageous for employees; however, when policies are made by the
company without employee involvement or that go against employees' interests,
employee satisfaction levels decline (Khan et al., 2016). They contend that a quarrel

between a worker and their supervisor will make the worker unhappy.

Numerous studies have shown that factors related to work, such as compensation,
working conditions, prospects for advancement, and job security, affect job satisfaction
(Pouliakas & loannis,2015). According to Mudor & Tooksoon (2016), factors that affect
job satisfaction include the relationship between employees and supervisors, pay, and
working conditions, whereas factors that contribute to dissatisfaction include long work
hours and the belief that employees are devalued (Shaikh et al., 2015). The qualities that
inspire a person to stay on the job and make them happy are the elements of job
satisfaction (Saif et al., 2017). The correlation between job satisfaction and other
organizational outcomes, such as performance and turnover, has led many experts to

view it as a crucial factor (Suanj & Jakopec, 2018).

In line with how the world is evolving, employee expectations and satisfaction are also
changing (Uddin et al., 2018). When employees are happy with their work, they will
work harder to innovate and be more creative, which will help the organization make
significant strides in these shifting market conditions (Achieng'Odembo, 2017).
Recognizing that job satisfaction will improve performance since it will raise an
employee’s interest in their work from both the perspective of the employee and the

organization (Gupta, 2016).

The way individuals behave while at work reveals a lot about their level of employee

happiness (Masood et al., 2015). It should be remembered that factors affecting job
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satisfaction vary from employee to employee (Anjum, 2016), and this idea that employee
satisfaction varies from person to person was also supported by (Kavita et al., 2016) in
their study. Job satisfaction is now primarily studied in management studies. Employee
performance and job happiness are positively correlated because when a worker is
engaged and pleased at work, their output increases automatically (Velnampy, 2018).
Performance and job happiness are closely related; hence, if one is high, the other will

also be high (Pushpakumari, 2018).

Employees feel happy that their voice matters and that the organization is there to help
them when the organization pays attention to them, listens to their concerns, and properly
hears their criticisms. According to Khan et al. (2016), employees naturally tend to
perform well and move towards the goals of organization and in this way, they pay back
to the organization. Employee performance increases with increased level of satisfaction.
Job satisfaction is also due to the fact that employee is happy with his/her overall
performance and feels that he/she is contributing in success of organization (Khan et al.,

2016).

2.1.3 Factors That Affect Employee Job Satisfaction

According to research, both objective (environmental) and subjective (personal) factors
affect employee satisfaction (Arekar et al., 2016; Nair, 2010). Objective factors, which
are defined by the employer, have a direct impact on the workplace environment,
including the job content (intrinsic rewards) and workplace conditions (extrinsic
rewards). The ability to apply one's skills and knowledge to a number of endeavors,
having a wide range of professional duties to choose from, and the respect and status that
come with having a well-rounded job are just a few examples of intrinsic pleasures (Al-

Baidhani & Alsaqqaf, 2022). They assert that extrinsic incentives include things like
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wage stability, career potential, and relationships with coworkers. Race, education, age,
and professional status within the organization are frequently mentioned by researchers

as factors influencing work satisfaction: (Clark et al., 1996; Qayyum, 2013).

2.1.3.1 Gender

Many studies have looked into the relationship between gender and job happiness (Lup,
2017). According to various academics who have examined the data, females are more
likely than males to report feeling content in their professions (Wharton et al., 2000).
Others, like Forgionne & Peeters (1982), have attempted the opposite. Other employee
representative studies have demonstrated that it is impossible to identify the causes of
significant differences between the genders of employees and the degree of their level of
job satisfaction (Singha & Raychaudhuri, 2017). Numerous factors could contribute to

women reporting higher levels of job satisfaction (Aguilar & Vlosky, 2010).

Women typically have lesser expectations for work and a higher level of socializing than
men due to their ability to hold their emotions in. All three aspects of sensitivity,
protection, and friendship are emphasized throughout this stage. While it's important for
women to strike a balance between work and family responsibilities, it's more crucial for
men to succeed professionally, be competitive, and have the chance to advance to higher
levels of power or earn more money. Because of this, it is widely believed that women
must work more and achieve more than men do in order to receive the same rewards or
recognition as men. The ability of women to meet these needs closely correlates with
their level of job satisfaction (Schultz & Schultz, 2012). Bialas & Litwin (2013) also
noted the gender factor in the satisfaction survey and found that it highly correlated with
other variables. Other social cues have an impact on the pleasure of women at work, but

one of the most crucial factors for men is workplace autonomy (Zalewska, 2009).
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2.1.3.2 Age

In general, studies on the relationship between age and work happiness have been
blatantly clear. Numerous studies have shown that workers' age and gender have an
impact on how satisfied they are at work (Ang et al., 1993; Schultz & Schultz, 2012).
Young workers thus express the least levels of job satisfaction of any demographic (Pook
et al., 2003). Increases in job satisfaction with age may be caused by younger workers
finding it more difficult to find meaningful employment or to land challenging
assignments in their first position. Young people frequently start their careers with basic
tasks that don't demand much commitment or ability; in contrast, more experienced
counterparts have a broader skill set and are more appreciated by both their managers
and coworkers (Al-Baidhani & Alsaqgaf, 2022). The highly skilled employees feel more
accomplished and satisfied when they perceive their skills as more developed or

necessary (Maureen & Westover, 2018).

2.1.3.3 Education

A successful education and content employment are related. According to studies,
employees are more likely to be content at work the more educated they are (Larwood,
1984). Other factors including working conditions, the behavior of direct supervisors,
and compensation may also have an impact on the association between education and job
satisfaction (Podsakoff & Mackenzie, 1997). On the other hand, some people claim that
as one's educational level increases, job satisfaction decreases. The gap between what is
expected and what really happens in the job widens as one's level of education increases
(Clark & Oswald, 1996). The employee's place in the organizational hierarchy is the last
individual factor (Prabhu, 2018). There is little research on this, but those that do tend to

be in favor of the notion that it has a big impact on the job of content workers (Near et
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al., 1978). Better working conditions, higher pay, greater opportunities for personal and
professional development at work, and more autonomy are all elements that support a

favorable relationship between job rank and job happiness (Cohrs et al., 2006).

2.1.3.4 Work Environment and Personality

Employees' responses to and interactions with their workplace, as well as the personality
traits that underlie those responses and interactions have a significant impact on how
satisfied they are with their work. Examples of these qualities include isolation, mental
stability, cultural and organizational trust, and control efficacy (Heller et al., 2002).
According to studies, staff workers who feel less alone and have a higher internal degree
of power are more satisfied with their professional goals than those who do not (Bruk-
Lee et al., 2009). Since employees play an active role in reshaping the business to meet
their needs and expectations, it is challenging to distinguish between individual and
environmental factors in workplace studies. It is challenging to distinguish between the
two because they both have an effect. People who are employed should consider job
satisfaction to be a complex and highly subjective phenomenon that needs to be divided
into subcategories like specific and general satisfaction. To put it another way, the former
is impacted by particular workplace aspects, whereas the latter reflects a person's overall,
ardent attitude toward their work and goes beyond the sum of their individual pleasures

(Judge & Klinger, 2008).

2.1.3.5 Organizational Culture
It can be difficult to separate individual from environmental elements in workplace
research since employees actively participate in changing the company to suit their wants

and expectations. Because both have an impact, it is difficult to tell the two apart. Job
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satisfaction is a complicated and highly subjective issue that needs to be broken down
into smaller categories like particular and general satisfaction, according to those who
are employed. In other words, the former is influenced by specific workplace factors,
whereas the latter reflects a person’s general, impassioned attitude toward their work and
goes beyond the sum of their unique pleasures (Judge & Klinger, 2008). a lesser distance
from authority and a more individualistic tradition than a collectivist one (Huang & Van
de Vliert, 2003). Workplace culture often has a greater impact on employee attitudes than
employer-imposed standards or organizational and technological needs do (Carr et al.,
2003; Juchnowicz, 2014). The psychological agreement that establishes expectations
between an employee and an employer has an impact on how satisfied an employee is
with their job (Dwiyanti et al., 2019). A company's inability to uphold this contract may

affect how its employees feel about and see their jobs.

2.1.3.6 Salary/Pay

Salary is a key component of work satisfaction (Addis et al., 2018). According to a
research by Warr (2008), it significantly raises employee morale. The receipt of all forms
of financial compensation, according to some scholars, is the most fundamental factor
influencing job satisfaction (Lambert et al, 2001). Financial benefits offered by a
company improve an employee's sense of security, self-esteem, and social standing,
which is congruent with the idea of pay. According to Card et al. (2012), earning less

than the median pay decreases job satisfaction but increasing it does not.

Numerous studies have demonstrated that work happiness is a crucial sign of both
respectful and unproductive activities that go against business rules (Tuna et al., 2016).
Workplace happiness has been demonstrated to rise with long-term relationships between

coworkers, and this has been linked to staff retention and rotation (Lee & Way, 2010).
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According to additional research, job performance, identification with the company,
mood, organizational involvement, and engagement in work can all be positively
connected with work satisfaction (Vorina et al., 2017). Additionally, it has been
demonstrated that job satisfaction reduces employee antisocial behavior, which can
negatively impact output, intention to leave the company (Lee & Mitchell, 1994),
absenteeism, instability, and mental diseases like burnout (Lee & Mitchell, 1994; Wright

& Bonett, 2007).

2.1.2.1 Perception of Job Satisfaction with Performance Appraisal System

Employees are the ones who get performance reviews, and their perspectives and
experiences with the system or process influence it. According to Shrivastava & Purang
(2011), satisfaction with the performance evaluation system is dependent on whether
individuals being evaluated believe it is morally justified. According to the authors,
employee consultation is significant since it enhances device ownership and efficacy.
Employees' level of outcome is determined by their expectations, which affect the way
people think, feel, and act, according to Swiercz et al (2012). The majority of employees
have conflicting feelings regarding performance reviews. While some employees
believe that performance evaluations are biased and frequently fail to achieve their

objectives, others regard it as a method to explain their work.

According to Selvarajan & Cloninger (2012), biases, subjectivity, and many sorts of
judgment errors can negatively Affect the performance evaluation process. According
to them, subjective metrics are those that cannot be measured and rely primarily on an
analyst's or appraiser's judgment. Subjective metrics, according to Rahman and Shah
(2012), have the potential to influence the level of employee performance appraisals

since they are susceptible to bias or exaggeration as a consequence of emotion.
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Employees who believe the evaluation system is rigged or that there is a disagreement
between them and their bosses are more likely to be dissatisfied with their careers,
which might result in negative consequences. For both superiors and employees, given
objectives in a performance assessment framework should be explicit, measurable,

realistic, practical, and time-bound, according to Brewster & Mayrhofer (2012).

Managers are fallible while evaluating personnel and their results (Dessler, 2011).
Workers, on the other hand, may misinterpret their own outcomes as a result of these
prejudices. According to Obisi (2011), employee expectations on the fairness of the
performance evaluation scheme are important needs. According to him, employee
expectations of fairness in assessments have a substantial impact on employee
satisfaction with evaluation systems, as well as judgments of the efficacy and utility of
performance rating systems for managers and organizations. According to his research,
employees would be severely unsatisfied with the performance evaluation process if
they considered the technique was biased, inconsequential, or politicized. According to
Abdulkadir et al (2012), employees considered the performance assessment process was

not reliable nor equal, posing a big concern for managers and leaders in businesses.

According to Mustapha & Daud, the anticipation hypothesis links unhappiness with the
evaluation process and the incapacity of performance evaluations to enhance how
individuals function to reduced organizational engagement and heightened intentions to
quit (2012). As per Fakharyan et al. (2012), if employees are impressed with the
performance management system's implementation, they will perceive it positively and
make every effort to carry out the roles and responsibilities assigned to them efficiently
and effectively, resulting in a more productive and competitive organization. According

to the authors, in order for the performance evaluation approach to be applied properly,
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businesses must understand how workers who conduct appraisals, as well as those who
are appraised, view it. Employee loyalty, opinions of fairness, and reactions to crucial
components of the assessment process, according to Mustapha and Daud, could impact

the effectiveness of a performance review system.

According to Karimi et al (2011), the purpose of performance appraisal influences
rating processes and outcomes, and employee attitudes can vary depending on how the
appraisal is used. Perceptions of fairness and accuracy, appraisal objects, appraisal
interview behavior, and appraisal satisfaction all influence various components of the
performance assessment technique and process. According to Karimi et al., (2011),
employees who feel they comprehend an organization's evaluation processes are more
likely to prefer crucial organizational characteristics in the future. Employees that
exhibit these characteristics are more likely to support and favor the assessment
technique and its feedback, to be more satisfied at work, and to be more dedicated to
the organization. As a result, Lawler et al (2012) suggest that performance assessments
be conducted more frequently and that workers be given the opportunity to contest their
reviews in ensuring that employees have a good attitude toward performance rating
systems. They also feel that managers need a better understanding of the evaluation
process, that the organizational climate should be cooperating instead of competing, and

that the organization's strategy should address both strengths and flaws.

According to Fakharyan et al (2012), the performance reward contingency can modulate
the relationship between perceived evaluative usage and feelings about the evaluation,
allowing employees who achieve positive results to be content with evaluative
performance appraisal use and vice versa. According to Kumari & Malhotra (2012),

employee perceptions of performance evaluation politics are negatively associated to
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work performance and positively related to turnover intention. According to them, this
is the biggest reason why employees discontinue using performance appraisal systems.
The perception of a performance evaluation system is tied to the feedback it gives,
according to Lawler Benson & McDermott (2012). According to the study, employees
who believe the organization is working to meet their requirements may feel obligated

to contribute to the business through good job results.

According to Lawler et al. (2012), the feelings sent to an employee in conjunction with
a performance evaluation have a substantial impact on the level of respect he/she
accords himself, as well as his potential performance. Lawler (2012), on the other hand,
says that the success of the feedback is dependent on the acceptance of the procedure.
According to him, the recipient must regard the source of the feedback as trustworthy,
truthful, accurate, objective, and adequately motivated. The level of satisfaction with
the procedure and feedback obtained by subordinates is determined by their satisfaction
with the performance evaluation. The feelings conveyed to an employee in conjunction
with a performance appraisal, according to Lawler et al. (2012), have a significant effect
on the level of respect he/she gives himself, as well as his potential performance. Lawler
et al. (2012), on the other hand, believes that the success of feedback is determined by
the procedure's acceptance. According to him, the source of the feedback must be
regarded as dependable, truthful, accurate, objective, and appropriately motivated by
the recipient. Subordinates' level of satisfaction with the process and feedback received

is determined by their level of satisfaction with the performance review.

2.1.2.2 Relationship Between Performance Appraisal and Job Satisfaction
The relationship between job satisfaction and performance appraisal for employees may

be direct (Al-Baidhani & Alsaqgaf, 2022). According to study results, total job
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satisfaction is positively correlated with staff members' contentment with their
performance evaluations (Ellickson & Logsdon, 2002), and performance appraisal
satisfaction has also been shown to positively correlate with overall job satisfaction
(Judge, 2001; Keeeping & Levy, 2000). There has been a lot of research on employee
satisfaction with performance reviews and other workplace reactions (Levy & Williams,
2004). Over the past ten years, the number of studies examining how performance
evaluation methods affect employees has expanded. Employees are given the opportunity
to improve their performance through performance reviews, which aids managers in
making informed decisions about assignments and promotions and enhances employee
synergies. The study's findings indicate that when a worker and the administrator or
supervisor can discuss the organization's goals during an evaluation, the worker's sense
of team membership is increased. According to Krattenmaker (2009), controlling and
overseeing one's behavior increases the effectiveness of one's work. Darehzereshki
(2013) contends that there is a direct connection between employee outcomes like job

satisfaction and performance evaluation satisfaction.

Employee satisfaction would increase, according to Frimpomaa (2014), who cites
Yehuda Baruch (1996) and DeNisi & Pritchard (2006), if supervisors supported the
assessment process, gave timely and pertinent feedback, and were committed to the
procedure. Employees would be encouraged to commit to the company and enhance their
performance as a result. Walsh (2003) found that respondents believed the performance
evaluation system to be fair on 9 out of the 10 scales used to measure answers to
reasonableness. Overall, the performance evaluation method didn't receive much positive
feedback. Results may not always be motivating and may establish small work segments
with restrictions, fictitious planning, improvement and progression arrange pledges and

modest yearly increments, or they may even be used as a tool for discipline (\Van Der
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Wal, 2014). The latter could lead to low morale, high employee turnover, a need for
business loyalty, and discouragement from meeting set objectives. The participants
believed that management should be fair and consistent regarding the results throughout
the performance review process in order to foster trust, fairness, and transparency. Brown
et al. (2010) conducted a survey of more than 6,950 employees of an Australian public
sector firm to learn about their opinions and perceptions about the performance
evaluation quality. The study's findings showed a connection between job satisfaction
and satisfaction with performance reviews. There hasn't been any improvement in the

field setting's performance evaluation standards (Addison, 2007).

Work satisfaction and motivation were positively correlated with performance appraisal
systems in organizations, which also had unfavorable traits in terms of objectivity,
simplicity, social context, input, performance impact, and attrition (Prasad, 2015). When
addressing employee performance issues, studies have shown that diversity management
significantly affects work satisfaction and expected group success (Aydan, 2016). The
cultural environment of the organization, which is typically expressed differently
depending on the relevant culture, may also have an impact on the staff member's level
of job satisfaction (Kok Seng & Wai, 2016). Growing data suggests that businesses
should carefully plan and regularly apply performance evaluation strategies and use it
more as a tool for advancement to increase the effectiveness of providing work

fulfillment and efficiency (Mathew & Johnson, 2015; Prasad, 2015).

Researchers from Ghanaian microfinance organizations (Agyare et al., 2016)
investigated at how performance evaluation affected loyalty and job satisfaction.
Researchers found through regression analysis and correlations that the evaluation

technique has a substantial positive impact on job satisfaction by providing staff
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members with feedback on their performance and position clarity and connecting

performance reviews to career development in the workplace.

Brown (2010) polled 6,957 employees of a sizable Australian public sector firm about
their views and impressions of the caliber of performance reviews. The findings of this
study showed a direct correlation between employees' outcomes, primarily job
satisfaction among employees, and performance appraisal satisfaction (Brown, 2010).
However, there has only been a limited amount of research done on the quality of
performance reviews in real-world settings (Addison, 2007). Additionally, there is a
study that looks into how employees respond to various elements of the assessment
process. This study shows that there is a connection between performance reviews and
employee outcomes, particularly when it comes to detecting the effects of performance
review quality on employees' job satisfaction in multinational corporations in Malaysia
(Poon, 2004). The findings of this study indicate a favorable association between
performance reviews and work satisfaction among Malaysian employees of
multinational corporations. How (2011) also noted that there is a favorable association
between performance reviews and employee job satisfaction in Malaysian national

enterprises.

Bhatti and Qureshi (2007) report that the researchers discovered a positive association
between performance reviews and job satisfaction in situations where there is an increase
in worker productivity. This result expands on the benefits of job satisfaction for
employees by revealing that it also positively affects three other criteria, including
productivity, dedication, and participation in work-related activities. It implies that
employees will contribute more to the effective and efficient achievement of corporate

goals the more contented they are with their employment. Performance evaluation is
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defined more broadly by Fletcher (2001) as "activities through which firms strive to
assess individuals and grow their competence, boost performance, and give awards."
Performance evaluations may be summed up as an efficient technique for evaluating
employee performance as well as a way for supervisors to concurrently advance their

professional abilities and enhance organizational performance (Mondy & Mondy, 2014).

2.1.3 Employee Performance

Employee effectiveness is influenced by human characteristics such as aptitudes, know-
how, skills, experience, and personality (Vroom, 1964). Employee performance is their
responsibility, and they are expected to produce high levels of productivity and quality
work (Hunter & Hunter, 1984). Employee happiness can be measured using two factors:
job satisfaction and absenteeism (Gibson, 1990). No matter the type of work, a person's
performance indicates their awareness of and capacity for achieving the objectives
connected with correctness (Shanawany, 2001). Employee performance relates to how
well an employee performs their job while they are at work, and it has to do with finishing
the tasks that higher management has given them (Khan & Imtiaz). Employee
performance is often used as a dependent variable in organizational and industrial

psychology (Kahya, 2009).

Employee performance is a crucial component of the organization; hence organizations
should focus on factors that enhance employee performance (Abbas & Yaqgoob, 2009).
Every company needs employees, and how well they perform determines whether they
succeed or fail (Hameed & Waheed, 2011). The achievement of a particular activity
judged against previously established standards, such as accuracy, speed, and cost, can
be characterized as performance. The accuracy with which employees complete the task

is what determines successful performance. Organizations establish performance
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standards for their employees, and when those standards are met, they are considered to
as good performers (Sultana et al., 2012). Human resource management practices have
been linked to employee development and performance, according to past research

(Hafeez & Akbar, 2015).

Employee performance is a term used frequently to describe an employee's behaviour
while performing a certain duty assigned by the company (Kalogiannidis, 2020). It also
has to do with the output of a particular employer within a corporation. Performance is
the capacity to meet predetermined goals (Usama & Yusoff, 2019). Employee
performance is correlated with each employee's accomplishments in accordance with the
numerous rules, laws, or expectations of the business or employer, claim Fuertes et al.
(2020). According to Jiang et al. (2020), each employee's abilities and capabilities inside
a company are reflected in the way they perform on the job. The most experienced
workers in this situation typically exhibit a high level of competence and commitment
on the job, which results in improved employee performance, as opposed to workers with
less experience and talent. However, the majority of researchers assert that there are more
aspects that influence employee performance in addition to skills, competence, and

professionalism, according to Kalogiannidis (2020).

2.1.4 Relationship Between Performance Appraisal and Employees’ Performance

Assessments on how performance appraisals affect employees' attitudes emphasize the
importance of feedback and rewards (Shrivastav & Sapra, 2012). (Gichuhi, Abaja, &
Ochieng, 2012). In a study to examine the effects of performance reviews on employees'
attitudes, Shrivastav and Sapra (2012) found that performance reviews are important for
businesses but also stress the need of providing feedback to staff members because it will

improve their performance. They contend that the employee is motivated by feedback
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received following an appraisal, which also helps to improve supervisor-employee
communication. The study emphasizes the importance of performance reviews in
motivating staff to work toward both corporate and individual goals. They caution that
poorly conducted performance reviews may harm the organization by making people

perform worse.

According to a study on salespeople, offering employees the opportunity to participate
in drafting assessments and clearly outlining the criteria used to evaluate them has a
beneficial impact on their dedication. However, if the roles of the personnel inside the
company are not clearly defined, it will negatively affect commitment (Pettijohn, 2001).
Additionally, as employee involvement and perceived goal clarity improve the
performance rating system (Roberts & Reed, 1996), emotional commitment may also be
favorably correlated with it, strengthening the need for communicating superior goals
(Latham, 2003). Additionally, the goal of developmental performance appraisal is to help
employees feel appreciated by their teams and the organization as a whole. This is
important for fostering employees' affective commitment to the company (Levy &

Williams, 2004).

According to a study by Gichuhi et al. (2012) in Kenya, employees receive minimal
benefit from performance reviews. It stated that there was minimal compensation in
terms of performance reviews. According to the study, there are no appreciable
differences in employee awards based on performance. The study questioned why there
are no observable advantages for employees from assessments and recommended that
the goal of appraisals be reconsidered. As one of the elements influencing employees'
views toward their jobs, this practice could lower their levels of commitment and job

satisfaction (Moorhead & Griffin, 1992). Omboi & Kamencu (2011) demonstrated that
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performance appraisal systems have positive effects on the performance of workers in
the Kenya Tea Development Agency in another study conducted in Kenya to examine
the effectiveness of performance appraisal systems on employees. As a result of
receiving high evaluations from respondents, they determined that employee training,
management by objectives, and performance-based pay are the primary elements that
affect employees' performance. According to the study, competence, assessment, and

development have a relatively minor impact on employee performance.

According to a study conducted by Daoanis (2012), the performance appraisal system
has a significant impact on employees' commitment in both positive and bad ways. She
found that the loyalty of employees is significantly impacted, which results in their
initiative in carrying out their duties. Given that they indicated that their drive to complete
their task was reduced, it follows that the efficiency and effectiveness of the employees
are significantly impacted. On the plus side, employee replies indicated that they would
not mind working longer hours. On the minus side, however, employees will be reluctant
to work longer hours or beyond the hours for which they are paid because they feel their
efforts are not adequately compensated. This study supports the claim made by Lee &
Bruvold (2003) that if a firm displays a commitment to rewarding people well and
investing in their professional growth, then employees are willing and feel obligated to
return the company with high performance levels. In turn, this will boost employees’
affective commitment and provide them more incentive to work toward accomplishing

organizational goals, even if they are subordinate (Latham, 2003).

2.1.5 Relationship Between Job Satisfaction and Employees’ Performance
A feeling of contentment or a sense of success that an employee derives from their work

is known as job satisfaction (Judge et al., 2016). One can only fulfill one’'s job values or
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take care of one's essential necessities thanks to the evaluation's outcome. Additionally,
a person's thoughts about their employment, both positive and negative, make up their
level of work satisfaction (Judge et al., 2016). Determining how much someone likes or
dislikes their work is helpful. It was also well established that job performance,
contextual performance, and adaptive performance all have an impact on how satisfied
one is at work. Additionally, employee productivity and contentment are crucial for a
business since they can affect the entire profitability of the enterprise. After all,

employees are what the business is made of.

One of the most crucial research methods in the realm of corporate organizational is the
investigation of the relationship between job performance and job satisfaction.
According to Ali et al. (2018), employees that are enthusiastic, happy, and upbeat tend
to direct their skills and talents toward organizational goals. Additionally, Deng & Gao
(2017) discovered that when employee output increased, the effectiveness of the
organization and eventually its profitability would be impacted. Similarly, Rezapour &
Sattari Ardabili (2017) claimed that in terms of human capital growth, job satisfaction is
considerably more important than compensation. As a result, management in companies
has a major role to play in ensuring that employees are happy in their jobs. Additionally,
Safi and Arshi (2016) asserted that a high level of job satisfaction is closely related to the
employee's overall motivation to work. As a result, it is very necessary to note the aspects

of work and working life that are most crucial to the employee's pleasure.

According to Helmi & Abunar (2021), there are factors that will influence how content
employees are with their jobs, or how happy they are, in general. Additionally, it is
frequently believed that a person’s personality type affects how satisfied they are at work.

Job satisfaction can be affected by a number of variables, some of which include
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motivation, salary, and gender (Helmi & Abunar, 2021). Breaugh et al. (2018) discovered
that in order for an employee to be content with his job and be able to perform effectively,
he or she must have the desire to work. Additionally, Robst & VanGilder (2016)
discovered that salaries played a significant role in both employee morale and job
satisfaction. This is because workers in the same industry are content with competitive
wage packages, and salary was simply an incentive hike. Furthermore, according to Choi
& Ha (2018), variables in the workplace environment that either support or hinder
productivity would likely have an impact on how well individuals perform at work.
Similarly, Asghar & Oino (2017) discovered that the supervisory position similarly

influences work satisfaction.

2.2 Theoretical Review

2.2.1 Expectancy Theory

The expectancy principle was introduced by Victor Vroom in 1964. People are
encouraged to do something in order to achieve particular goals, according to Vroom,
because they believe that certain actions on their part will help them get there. The
theory is based on the idea that a person's behavior is the result of his decisions about a
different course of action, and that it is tied to psychological events that occur at the
same time as the behavior (Vroom, 1964). This means that a person prefers one conduct
over another in order to achieve the desired consequences. According to Vroom, people
will be motivated to the extent that they can see connections between effort, success,
and attainable rewards. To put it another way, if there is a clear link between success

and rewards, employees will be motivated to enhance their performance.

As a result, employees' level of commitment to the performance appraisal process is

proportional to their level of pleasure with the reward at the end of the process (Vroom,
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1964). According to the expectancy component of the theory, a staff's belief in whether
or not a given job output is reachable is strongly dependent on the institution's capacity
to construct a merit-based and transparent evaluation procedure that employees can trust
(Shrivastava & Purang, 2011). Employees who believe that obtaining a high level of
achievement will help them obtain rewarding benefits will put a premium on doing well
(Sudin, 2011). The study used Vroom's (1964) expectation way to analyze why UCC's
senior staff performs or is driven to perform based on the expected outcome of their

work.

The purpose of the causation between expectance theory and equity theory is to show
management and employees that everyone has a role to play in the organization's
production. Because employees were recruited based on the amount of their contribution
to the firm, management should establish policies and systems to match their
expectations. If management expects employees to perform and be loyal, they should use
fair methods when evaluating whether or not they have reached specified standards. As
a result, the combined tenets of the two theories emphasize the importance of fairness
and an accurate portrayal of an employee's performance in performance appraisal
systems. Employees' perceptions of the assessment system, as well as management's

leadership competency, improve when they perceive this.

Although it was a widely accepted paradigm, expectations theory encountered some
resistance from other scholars (Mathibe, 2008). This concept has a major flaw in that it
does not consider how society will be affected (Gyurko, 2011; Hsu et al., 2010); it also
cannot function without active management intervention. The benefits (valence) that
employees interpret must be identified by leaders. Additionally, they must conduct an

impartial assessment of employee skill levels (expectations) and provide all necessary
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resources so that workers may succeed in their jobs. Employees must have confidence
that, if they put in the necessary effort and time, they will finally receive the assured pay
(instrumentality) from their managers. The fact that management offers specific
incentives and perks but the employees do not trust or believe in them is another
disadvantage of the expectation theory. This is the most important instrument for
management to utilize to control how their employees behave since, if they do not choose
rewards with sufficient expected merit, employees may lose their motivation to perform

(Gaffney, 2020).

2.2.2 Maslow’s Theory

Maslow's theory depicts human needs divided by temperament under five components
i.e., fundamental physiological needs, wellbeing, security and safety needs, belonging
needs, esteem needs, self-actualization needs (BassettJones et al., 2005; Khan et
al.,2010). Siddiqui (2015) criticized this theory due to the following reasons: The needs
of humans are not in a definite hierarchical order, the level of motivation for some people
may be permanently lower, the definition of self-actualization is difficult to test

scientifically and that the theory does not keep up with societies.

Motivation increases
as needs are met

Being (growth)
Needs

Motivation Deficiency

decreases Needs
as needs Love/belonging

are met

Figure 2.1: Maslow’s Hierarchy of Needs
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2.2.3 Douglas McGregor Theory X AND Y

This idea is borrowed from (Gannon & Boguszak, 2013). According to this idea,
hominoid behavior at work or play should be divided into two distinct parts: the first is
known as X, which is negative, and the second is known as Y, which is positive (Travis,
2013). According to this notion, X persons are inherently afraid of employment and
steer clear of them whenever possible. In order to make people work, this results in their
being coerced, regulated, directed, and sabotaged. They follow instructions from others,

avoid taking on responsibility, lack motivation, and require protection (Travis, 2013).

Why McGregor's (1960) Hypothesis X and Y regarding work execution had not been
empirically or scientifically proven by earlier study has two basically conceivable
answers. In the beginning, there was a resistance to theorize about X/Y perspectives and
XIY experiences. A multi-level, multi-source specific/workgroup investigation was
needed as a result of the analytical methods used in earlier rigorous studies exploring
the incorrect area of the study; this was done instead of using a cross-correlation
framework (Lawter et al., 2015). This idea relates to tenure stability, work happiness,
and unemployment dread. In the realm of LIS, the commercial sector experiences this
concern far more than the public sector. Under this danger, LIS specialists' performance
could not be improved, and they were never happy in their positions. Annual raises,
work bonuses, and letters of thanks are all excellent tools for raising LIS professionals'’

spirits.

2.2.4 Aderfer’s ERG Theory
Theory of ERG embraced from Caulton (2012), Alderfer reconstructs Maslow's theory
of Need Hierarchy in 1969 into a revised important component to make its theory of

(existence needs, relatedness needs, and growth needs) which had been later identified
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as the theory of ERG (Tekin & Gorgulu, 2018). Juneja (2015) articulated the following
three needs:

Existence Needs: These requirements offer crucial quantitative prerequisites. It
encompasses, in essence, a person's requirements for physiological and physical
security and safety.

Needs of Relatedness: The urge to maintain meaningful interpersonal contacts
(whether with family, friends, or superiors) in order to garner attention and popularity
is referred to as having a need for relatedness. This category of need includes the
Maslow hierarchy of wants and the need for respect on the outside.

Growth needs: These include the need for professional advancement and self-
improvement. This framework of requirements includes Maslow's needs for self-

actualization as well as the fundamental need for respect.

Growth
Actualization
Self-Esteem —
Relatedness
Safety
Existence
Physiological

Figure 2.2: Aderfer’s ERG Theory

Source: ERG Theory of Motivation (adopted from Expert Program Management, 2021,

p.1)
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2.3 Empirical Review

2.3.1 Relationship Between Performance Appraisal and Employee Performance
Al-Jedaia & Mehrez (2020) assessed the impact of performance appraisal on job
performance focusing on the role of motivation in the governmental sector in Qatar.
The descriptive research design was adopted in the form of a survey. The survey was
distributed, and 294 responses were collected. The conclusion of the finding was that
the PAP and PAE had impacts on employee’s motivation and job performance. In the
examination of the impact of performance appraisal fairness on employee performance,
Kumari (2013) found a substantial positive effect of the former on the latter. Similarly,
Warokka et al. (2012) investigated the connection between organizational justice in
performance appraisal and work performance, revealing that organizational justice
positively correlates with enhanced employee performance. Bernardin and Kluger
(2019) argue that ongoing feedback and performance discussions, as opposed to
traditional annual appraisals, contribute to improved employee performance and

development.

In a study by Kaleem et al. (2013) exploring the association between organizational
justice within the performance appraisal system, job satisfaction, and their collective
influence on work performance, it was demonstrated that performance appraisal
significantly and positively influences work performance. Additionally, Igbal et al.
(2013) conducted research on the relationship between performance appraisal and
employee performance, revealing a significant and positive correlation between the two.
Setiawati and Ariani (2020) conducted a study on the influence of performance
appraisal fairness and job satisfaction through commitment on job performance among
respondents working in Condong Catur Hospital (RSCC) in Yogyakarta, Indonesia. As

a quantitative research study, samples were selected by using a survey. Data were
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collected through questionnaires that were distributed to 187 employees of RSCC. 155
questionnaires were returned. Data were analyzed via t-test, F-test, multiple linear
regression, and path analysis. Results indicated that performance appraisal fairness and
job satisfaction have positive and significant influence on job performance partially and

simultaneously.

Kihama and Wainaina (2019) conducted a study which aimed to assess the impact of
the performance appraisal system on employee productivity within Water and Sewerage
companies in Kiambu County, Kenya. The specific objectives were to examine the
influence of appraisal feedback, evaluate the impact of appraisal methods, and assess
the effect of appraisal standards on employee productivity. The study encompassed 972
workers selected from various departments, including Human Resource, Finance,
Information Technology, Technical Support, and Customer Service. The respondents
comprised heads of departments, section heads, and supervisors. Data collection
employed a structured questionnaire, and a sample size of 300 respondents was
determined through stratified random sampling. The research design adopted was
descriptive, and the data underwent coding, entry, and analysis using the Statistical
Package for the Social Sciences (SPSS). Descriptive and inferential statistics were
utilized to draw generalizations about the population. The study's findings indicated that

all independent variables exerted a positive influence on employee productivity.

2.3.2 Relationship Between Performance Appraisal and Job Satisfaction

Locke and Latham's (2002) Goal Setting Theory suggested that performance appraisals
linked to clear and challenging goals contribute to higher job satisfaction. When
employees see a direct link between their efforts and organizational goals, their

satisfaction tends to increase. Supervisory support during the appraisal process is
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crucial. Studies by Coens and Jenkins (2000) and llgen et al. (2007) found that the
quality of the relationship between supervisors and employees during appraisals
significantly influences job satisfaction. Brown (2010) conducted a survey involving
6,957 employees within a significant Australian public sector organization. The survey
aimed to gauge employees' opinions and perceptions concerning the quality of
performance appraisals. The findings of this study demonstrated a clear and direct
correlation between satisfaction with performance appraisals and various employee

outcomes, with a predominant impact observed on job satisfaction.

Furthermore, a separate study (Poon, 2004) explored how employees respond to
different facets of the appraisal process. The study aimed to establish a connection
between performance appraisal and employee outcomes, particularly by examining the
impact of performance appraisal quality on job satisfaction within multinational
companies in Malaysia. The findings of this research revealed a positive correlation
between performance appraisals and job satisfaction among employees in the context
of multinational companies in Malaysia. In 2011, How asserted that there exists a
positive correlation between performance appraisals and job satisfaction among

employees within nationwide companies in Malaysia (How, 2001).

As per the research conducted by Bhatti and Qureshi (2007), it was observed that a
positive correlation exists between performance appraisals and job satisfaction, leading
to an enhancement in employee productivity. This discovery contributes to the benefits
of job satisfaction by highlighting its positive effects on three crucial factors:
productivity, commitment, and engagement in work activities. In essence, higher
employee satisfaction correlates with increased contributions towards achieving

organizational goals in an effective and efficient manner. Kampkotter (2017) conducted
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a study on the effect of performance appraisal systems on employees’ overall job
satisfaction. A representative, longitudinal sample of around 10,500 German employees
was used and fixed effects regressions that allow to more closely estimate the causal
effect of appraisals on job satisfaction compared to previous cross-sectional studies was
used. It was found that performance appraisal has a significant positive effect on job

satisfaction, which is primarily driven by appraisals linked to monetary outcomes.

2.3.3 The Mediating Role of Job Satisfaction on the Relationship Between
Performance Appraisal and Employees' Performance

Khan et al (2019) conducted a research to analyze the effect of human resource practices
on employee job performance under the mediating effect of job satisfaction. A total of
300 faculty members from six public sector universities responded to the self-
administered questionnaire. The findings came from both descriptive statistics and
inferential statistics using cross-sectional data which was performed at the expediency
of the scholar. Confirmatory factor analysis (CFA) was performed using structural
equational modelling (SEM) to obtain the results of the study. The study found that HR
practices: recruitment and selection, training and development, performance appraisal
and compensation have direct and significant effect on employee job performance
through job satisfaction among the university faculty members. According to research
by Langer, Feeney, and Lee (2019), strategic HRM has a positive association with
employee work satisfaction in the Dutch public sector, although personal
differences had no bearing on job satisfaction. These characteristics include gender,
age, and educational attainment. According to this study, strategic HRM is linked to
improved levels of workplace dedication, trust, job satisfaction, and effort in the United

Kingdom.
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Alamdar et al. (2011) explored into how job happiness affected workers' productivity
in Pakistan's independent medical institutions. 200 physicians, nurses, administrative
workers, and accountants employed by autonomous medical institutes in Punjab made
up the study's sample. 200 of the 250 questionnaires that were issued were returned and
used for analysis. For statistical data analysis, SPSS is employed. The results showed
that factors including compensation, promotion, job security and safety, working
conditions, job autonomy, relationships with coworkers and supervisors, and the nature
of the work all have an impact on how well an employee performs and is satisfied with
their job. In the faculty of science and human studies at the Salman bin Abdul-Aziz-
Aflaj branch of the university, Abdul Wahid Fadlallh (2015) did study on the effect of
job satisfaction on employee performance (employee's impressions, inclinations,

wishes, and visualizations toward their professions).

The relationship, correlation, and impact of job satisfaction elements and its dimensions
on faculty employees' performance were determined through research. A total of 86
faculty members who teach are included in the study (46 men and 40 women). The data
was analyzed using SPSS. Chi-squared, or (x2), and regression analysis were used in
the study. According to research, there is a strong and statistically significant correlation
between job satisfaction factors and employee’s performance. The research concluded
that whenever there are better (work conditions, pay and promotion, and work

relationships) there is a higher job satisfaction.

Ndulue & Ekechukwu (2016) also looked into how job satisfaction affected workers'
productivity. With Nigerian Breweries Plc Kaduna as a case study, the primary goal of
this study is to analyze the effect of job satisfaction on employee performance. Due to

the aforementioned reason, information was gathered from both primary and secondary
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sources. A total of 400 questionnaires were distributed to the respondents, and 357 of
them were successfully returned, serving as the foundation for the research analysis.
The statistical method utilized to analyze the data was ordinary least square regression.
Personal interviews and broader observations were also used as information sources for
this study. The study's conclusions showed a linear association between employees'
performance proxy, or employee morale, and job satisfaction (job type, job reward, and
job security). Employee dissatisfaction with the organization's working circumstances
is clear in their comments, it was concluded in the note. It was suggested that the
company's management offer its employees comfortable working environments to raise

employee morale.

Also, Rodjam et al (2020) did a research on the effect of human resource management
practices on employee performance mediating by employee job satisfaction. The data
were collected by using convenience sampling technique. Self-administered
questionnaire were used for data collection. For analyzing the data smart PLS were
used. The findings of the study show that all the human resource management practices
have significant and positive relationship with employee performance and job
satisfaction mediates the relationship among variables. Ohene-Afriyie et al (2023)
examined the influence of training and development (TAD), including performance
appraisal (PFA), on the performance of microfinance institutions in a developing
economy. A random sampling drew 100 microfinance institutions in Ghana's Greater
Accra Region. Then, a purposive sampling approach selected a cross-section of

employees in these institutions.

Finally, the data were collected from a sample of 367 respondents, such as managers,

utilizing a survey questionnaire. Structural equation modeling (SEM) was used to test
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hypothesized relationships. The study results indicate that PFA has a statistically
significant positive relationship with organizational performance, and this relationship

is partially mediated by job satisfaction (JBS).

2.3.4 Performance Appraisal Practices

Studies by Kluger and DeNisi (1996) and Bersin (2012) emphasize the impact of regular
feedback on job satisfaction and performance. Recognizing and rewarding employee
achievements contribute significantly to job satisfaction (Scott & Reynolds, 2010) and
performance improvement (DeNisi & Kluger, 2000). Research by Tannenbaum and
Yukl (1992) suggests that organizations providing training and development
opportunities experience higher levels of job satisfaction. This investment in employee
growth is also linked to improved performance (Tracey & Hinkin, 2006). Research by
Locke and Latham (2002) indicates a positive relationship between goal setting in
performance appraisal and job satisfaction. Employees who actively participate in
setting goals are more likely to experience job satisfaction and increased performance.
When expectations are communicated transparently, employees tend to experience
higher job satisfaction (Pulakos et al., 2003) and improved performance (Boswell &

Boudreau, 2000).

Employees who are rewarded are more likely to be motivated and perform well,
according to research (Amodt, 2007). McClelland (1961) defined three motivators that
he believes we all have: a want to achieve, a desire to belong, and a desire to have
power. This theory can assist managers in identifying the most important motivators in
their employees and utilizing these motivators to craft/design the job and, as a result,
the proper performance rating systems. The usage of performance appraisals at the

National Bank of Kenya was assessed by Nyamboga (2016). The study discovered that,

64



among other techniques of performance appraisal, the 360-degree appraisal approach
and management by objectives had a significant impact on staff performance at the

bank.

Research by Armstrong (2012) stresses the positive impact of involving employees in
the performance appraisal process on job satisfaction. Employee involvement fosters a
sense of ownership and commitment, which in turn positively influences performance
(Chuang et al., 2016). Research by Tannenbaum and Yukl (1992) suggests that
organizations providing training and development opportunities experience higher
levels of job satisfaction. This investment in employee growth is also linked to
improved performance (Tracey & Hinkin, 2006). Studies by Wright and Cropanzano
(2000) suggest a positive relationship between employee well-being and job
satisfaction. Organizations that prioritize employee well-being witness improvements

in overall performance (Eisenberger et al., 2002).

Bintu (2014) looked on the effectiveness of Kwame Nkrumah University of
Technology's (KNUST) performance evaluation system. The goal of the study was to
find out how employees felt about KNUST's performance evaluation system, as well as
its goals, efficacy, and obstacles. The study was descriptive, and it drew on both primary
and secondary sources of data. Questionnaires, interviews, and observations were used
to collect data from all KNUST employees, which was then analyzed using SPSS
version 20. According to the report, KNUST had a performance assessment mechanism
in place for both junior and senior personnel and senior members. Key performance
criteria were developed in large part in collaboration with subordinates and appraisers,
according to the findings of the study. It was also revealed that the majority of

employees thought their performance was represented in their performance reviews.
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Furthermore, the majority of employees believed that the assessment method was
effective and that the appraisal procedure was not time consuming. According to the
researchers, the strategy benefited in identifying systemic variables that were limiting
effective outcomes. Major obstacles were highlighted as a low feedback rate and a lack
of necessary resources. In order to achieve the necessary confidence and cooperation
from employees, the study showed that maintaining impartiality in the assessment
process is crucial. It was also urged that daily input be offered, as failing to do so could

have a negative impact on employee participation in the process.

Adofo (2011) evaluated the performance assessment system and its impact on staff
performance in selected senior high schools in Ghana's Kwahu-South District. The
overarching purpose of the study was to evaluate the Ghana Education Service's
performance evaluation scheme. The case study was selected as the research design
since it was the best fit for the study's objectives. A non-random (judgmental) sampling
approach was used to select a sample size of 100 people from a study population of 195
people. Data was gathered through interviews and the distribution of questionnaires.
The results were analyzed using tables, bar charts, and pie charts. The Ghana Education
Service lacked a consistent policy on how to conduct performance appraisals, according
to one of the study's primary conclusions. In an Irish consumer services firm, Farrell
(2013) investigated the feasibility of a performance assessment technique. The study's
goal was to investigate the effectiveness of performance appraisals from the standpoint
of employees. Workers filled out self-administered questionnaires to determine their
opinions about the performance assessment method and how effective they thought it

was in the study, which took the form of a survey.
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2.4 Conceptual Framework

The frame work in figure 2.4 will guide the rest of the study based on evidences from
the literature review and the research objectives. The assertion is that performance
appraisal systems have a positive effect on the performance of employees. Also,

appraisal systems have a direct relationship with job satisfaction which as well affects

performance.
Job Satisfaction
H3
Employee H2 i Employee
Appraisal »  Performance
H1

Figure 2.3: Conceptual Framework

Source: Researcher’s Construct (2023)

2.4.1 Formulation of Hypothesis

Main Effect Hypothesis

Employees who receive positive performance appraisals will demonstrate higher
performance levels compared to those who receive neutral or negative appraisals. The
first hypothesis of the study is therefore formed based on the above argument.

H1: There is a significant positive relationship between performance appraisal and

employees' performance.
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Direct Effect Hypothesis

Employees who receive positive performance appraisals will report higher levels of job
satisfaction compared to those who receive neutral or negative appraisals. The second
hypothesis of the study is therefore formed based on the above argument.

H2: Performance appraisal has a significant positive relationship with job satisfaction.

Mediating Effect Hypothesis

The impact of performance appraisal on employees' performance can be explained, at
least in part, by changes in job satisfaction levels. The third hypothesis of the study is
therefore formed based on the above argument.

H3: Job satisfaction mediates the relationship between performance appraisal and

employees' performance.

Indirect Effect Hypothesis

Employees with higher job satisfaction, which is influenced by their performance
appraisals, will demonstrate improved performance outcomes. The fourth hypothesis of
the study is therefore formed based on the above argument.

H4: Job satisfaction, influenced by performance appraisal, significantly predicts higher

employee performance.
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CHAPTER THREE

METHODOLOGY

The main purpose of the study is to assess the mediating role of job satisfaction on the
effect of performance appraisal on employees’ performance with a special focus on
teachers in second cycle institutions in the Kwadaso Municipality. This chapter presents
the methodology used to carry out this study. It therefore identifies how the research was
undertaken and the rationale behind each of the methods that was used. The elaborated
elements under this section include; research design, population, sample and sampling
techniques, instrument, data collection procedure, reliability, validity, data analysis and

ethical issues.

3.1 Research Design

The approach for the study was the quantitative approach. According to Punch (2015),
quantitative research approach is one in which the investigator primarily uses post
positivist claims for developing knowledge (i.e. cause and effect thinking, reduction to
specific variables and hypotheses or questions, use of instrument and observation, etc.).
It also employs strategies of inquiry such as experiments and surveys. The study however
employed descriptive design. Studies have shown that descriptive are very much useful
when one wants to assess the attitudes, opinions and behviour of a particular group
(Thisted, 2016). Again, the design helps to study the attitude and perceptions of people,
and able to make causal relationships on the same people in a single study. Moreover,
Bernard (2018) mentioned that the descriptive design affords good control over the
measurement or ascertainment process and has greater control over precision of estimates

in sub-groups. This assertion above and the views expresses by Payne (2014); and
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Bryman (2016) that with descriptive survey designs, information is collected without
manipulating the environment and provides information about naturally occurring issues,
influenced the choice for this design. However, Payne (2014) noted that one of the
weaknesses of the descriptive survey design is it difficulty in ensuring that questions to
be responded to are clear and not mislead. The only way to sway this challenge is to pre-

test the instruments.

3.2 Population of the Study

The population of the study included all teaching staff of the focused schools (Prempeh
College, Yaa Asantewaa Girls’ Senior High School, and Agric Nzema Community Day
Senior High Schol). The idea is enshrined in the definition of population by Bazeley
(2019) that population is the total aggregation of subjects being studied. According to
Saunders et al (2016), population refers to the complete set of cases or group members a
researcher is interested in. Target population is the collection of elements or objects that
possess the information sought by the researcher and about which inference are to be
made. However, the target population were staff of the selected schools. The total staff
of the selected schools were 215 as at the time of the study. This formed the sampling

unit from which a sample was drawn.

Table 3.1: Population and Sample

School Population Sample
Prempeh College 82 45
Yaa Asantewaa Girls SHS 78 40
Agric Nzema Community Day SHS 38 15
Total 198 100

Source: Researcher’s Field study, (2023)
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3.3 Sample and Sampling Technique

Sample is a portion of a population or universe (Tailor, 2015). Gravetter and Forzano
(2012) described sampling as the deliberate choice of a number of people who are to
provide the data from which conclusions about those people can be drawn. Due to time
and material constraints, the research chose a sample size of one hundred and ninety-
eight (198) representing 51% of the population for the study. The researcher employed
the convenient sampling technique for the selection of the respondents for the study.
Convenience sampling (also known as availability sampling) is a specific type of non-
probability sampling method that relies on data collection from population members who
are conveniently available to participate in study (Saunders et al, 2012). These
respondents were conveniently chosen due to their proximity to the researcher and
accessibility to information. The total list of all teaching staff of the 3 schools were taken
from the schools’ management. This formed the sampling units of 198 from which the
sample of 100 was taken. The population and sample selection is provided in the table

3.2 below.

3.4 Data Collection Instruments

Collecting data for a study involves using certain research instruments and procedures
for collecting the data. In this study, a questionnaire was used in the collection of
information from respondents on their respective knowledge on employee zppraisal and
how they affect employees’ satisfaction and performances. A questionnaire is a written
document in survey research that has a set of questions given to respondents or used by
an interviewer to ask questions and record the answers (Neuman & Kreuger, 2013). A
questionnaire could be answered by the person from whom information is sought or

through an interpreter.
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According to Neelankavil (2017), questionnaires guarantee greater uniformity,
consistency and objectivity in data collected. They also provide privacy and convenience
for respondents during completion while guaranteeing greater anonymity (Neelankavil,
2017). Groves et al (2017) posit that there are distinct advantages in using questionnaires
rather than interview methodology. One of such advantage is that questionnaires are less
expensive and easier to administer than personal interview. The questionnaire included
closed-ended items, in which the questions permit only certain responses such as ‘yes’

or ‘no’ or the Likert type to choose from answers provided in the questionnaire.

3.5 Validity and Reliability

Validity, according to Zikmund et. al. (2021), is a measure or the extent to which a score
truthfully represents a concept. Reliability represents also how precise a measure is in
that, the different attempt at measuring the same thing converges on the point. Reliability,
in the opinion of Carlson and Anderson (2017), is an indicator of measuring internal
consistency and is the key to understanding reliability. A measure is reliable when
different attempts at measuring something converge on the same result when a measuring
process provides reproducible results, the measuring instrument is reliable. Reliability is
necessary but not sufficient condition for validity. Reliability scale may not be valid. A
reliable but invalid instrument will yield consistently inaccurate results. The data
collection instruments, i.e. the questionnaires for the study, are tested for their validity
and reliability. To ensure the validity of the questionnaire prepared for the study, a draft
copy was sent to lecturers for review in order to improve the content validity of the
questionnaire. It was later piloted and after a few alterations were made from the
observations of the respondents, the responses gathered showed clearly that respondents
understood the questions as they were fully and well answered. Also, the questionnaire

was simple and unambiguous to promote reliability.
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3.6 Data Collection Procedure

In order to gather data on the effect of appraisal on employees' performance through
employee satisfaction, questionnaires were created. The questions for this study included
closed-ended questions which could be easily analyzed statistically. To make sure
subjects grasp what is expected of them, it is thought that questions should be put to a
test. Three individuals participated in a pilot test but were not included in the larger
sample frame. The primary data was collected using the survey method. This involved
the distribution of questionnaires and collection of data from respondents. In other to
achieve the objectives of the study, well designed questionnaires with close ended
questions were used. First of all, an introductory letter from AAMUSTED, department
of Management Studies Education was presented to the participating schools to seek for
permission for the conduct of the study. The questionnaires were distributed to the
respondents by the researcher in person to the 100 employees who were conveniently
available during the time. The researcher agreed with the respondents on appropriate time
for the collection of the questionnaires, which was a 3day period. The time agreed upon
was strictly adhered to and this led to the successful completion of data collection. All
distributed questionnaires were successfully retrieved and vetted to ensure they have

been answered as required.

3.7 Data Analysis

Bhatia (2018) describes two main quantitative data analysis methods namely descriptive
analysis and inferential analysis. Descriptive analysis methods such as mean, median,
mode, percentage, frequency and range are used to arrive at absolute numbers which
represent the data set. Inferential analysis methods such as correlation, regression and

analysis of variance are used to show relationships between multiple variables. In the
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current research, the quantitative data was analyzed using a simple approach of
percentages graphically represented in tables. Data were analyzed using Microsoft Excel

and SPSS.

3.8 Ethical Consideration

According to Bhasin (2020), ethical consideration is a collection of principles and values
that should be followed while doing human affairs. Ethical considerations ensure that no
one in such a way that is harmful to society or an individual in the conduct of a research.
The following issues were considered; voluntary participation, informed consent,
anonymity, plagiarism, and confidentiality. All the research subjects are free to choose
to participate without any pressure or coercion. Participants have the liberty to withdraw
from, or leave the study at any point without feeling an obligation to continue.
Participants need not provide a reason for withdrawing from the study and there are no
negative consequences or repercussions to their refusal to participate. The researcher
informed the research subjects of the purpose of the research before involving them. That
is, all information needed by the participants to decide whether to participate was
presented to them. These includes information about the study’s purpose, benefits, risks
etc. The data collection did not include any personally identifiable information about the
participants. Information such as names of respondents, mobile numbers, and email
addresses were not collected in the study. Questionnaires were filled anonymously and
respondents were assured of the confidentiality of this study. Data gathered for the study
were treated with confidence. The filled questionnaires were kept securely under a lock
by the researcher. This study is an original work of the researcher. No part of the study
was copied from any source without properly crediting the author. That is, any data or

information taken from other sources for the conduct of this study is dully referenced.
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CHAPTER FOUR

RESULTS OF THE STUDY

The study aims at assessing the mediating role of job satisfaction on the effect of
performance appraisal on employees’ performance with a special focus on teachers in
second cycle institutions in the Kwadaso Municipality. This chapter looks at the analysis
of data obtained from the administration of the questionnaire to the respondents. The
results are presented in the form of tables and charts and notes with a brief interpretation
attached. The presentation and discussion of results are done according to the research

question used.

4.1 Respondents’ Demography

This section presents findings on the characteristics of respondents such as gender, age
and the period they have been working at as teachers. These characteristics were
important in explaining respondents’ opinions with regards to examining the mediating
role of employees’ job satisfaction in the relationship of employees’ appraisal and their

job performance. The results are presented in tables below.

Table 4.1.1: Frequency Distribution for Gender

Items Frequency Percent
Male 60 60
Female 40 40
Total 100 100

Source: Field Data, (2023)
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From Table 4.1.1, the gender distribution in the dataset is slightly skewed towards males,
with men making up the majority at 60%, and females representing the remaining 40%.
This difference might be taken into consideration when drawing conclusions or insights

from any further analysis.

Table 4.1.2: Frequency Distribution for Age group

Items Frequency Percent (%)
Below 21 years 2 2

21 - 30 years 17 17

31 - 40 years 63 63

41 — 50 years 4 4
Above 50 years 2 2
Total 100 100

Source: Field Data, (2023)

The table presents a frequency distribution for different age groups, showing the
composition of respondents based on their age. The data highlights that the predominant
age group in the dataset is the 31-40 years category, capturing 63% of the total
respondents. On the other hand, the youngest (Below 21 years) and oldest (Above 50
years) age brackets, as well as the 41-50 years group, are minimally represented, each
forming just 2-4% of the total. The 21-30 years category holds a moderate portion at
17%. This age distribution provides valuable insights into the demographics of the
respondents, which could influence interpretations and conclusions derived from further

analyses related to this dataset.
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Table 4.1.3: Frequency Distribution for Length of Service

Items Frequency Percent (%0)
Below 1 year 3 3
1-5years 21 21

6 — 10 years 48 48
Above 10 years 28 28
Total 100 100

Source: Field Data, (2023)

The table illustrates a frequency distribution detailing the length of service of
respondents. The length of service distribution highlights that the most represented group
is the 6-10 years category, capturing 48% of the respondents. The least represented are
those with less than a year of service at 3%. Employees with 1-5 years and those with
over 10 years are relatively equally represented, with 21% and 28% respectively. This
distribution suggests a balanced mix of employees in terms of tenure, with a dominant
presence of mid-career professionals, followed closely by long-term veterans. This mix
could influence organizational culture, knowledge sharing, and dynamics, as it combines

fresh perspectives with seasoned experience.

4.2 Relationship Between Performance Appraisal and Employee Performance

The first objective of the study was to study the relationship between performance
appraisal and employee job performance. To do this, items were included in the
questionnaire and presented to respondents to indicate their level agreement or

disagreement on a 5point Likert scale ranging from strongly agree to strongly disagree.
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Table 4.2: Relationship Between Performance Appraisal

and Employee

Performance
Item Mean SDV
Since your last performance appraisal, have you noticed an
_ _ _ 4.18 20.30
improvement in the quality of your work
Does the feedback from the performance appraisal provide 3.99 18.76
clear guidance on areas to improve in your job performance
Does receiving a positive performance appraisal motivate you 4.30 24.53
to maintain or improve your current level of performance
Does the performance appraisal process effectively highlight 378 14.90
areas where your performance could be improved
Has the performance appraisal process encouraged you to
pursue further training or skill development to enhance your 3.25 .31
performance
Has the performance appraisal helped you understand and 3.68 12.63
align your work better with the broader goals of the company
After the appraisal, do you feel more driven to collaborate
and work effectively within your team to improve collective 4.25 21.60
performance

3.90 17.15

Source: Field Data, (2023)

The table 4.2 above presents a clear analysis of the relationship between performance

appraisal and employee performance based on the mean scores and standard deviation

values for each item. The mean score of 4.18 out of 5 indicates that a significant number

of employees believe their work quality has improved since their last performance

appraisal. However, the high standard deviation of 20.30 suggests that there is
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considerable variability in this perception. A mean score of 3.99 signifies that employees
generally feel that the feedback they receive from performance appraisals provides clear
guidance on areas of improvement. The standard deviation of 18.76, however, shows
varied experiences among the respondents. The item focusing on motivation following a
positive appraisal has one of the highest mean scores (4.30), implying that positive
appraisals are effective motivators for many employees. The large standard deviation of
24.53 suggests some variability, possibly related to individual motivational factors or the

quality of feedback received.

With a mean score of 3.78, the majority feels that the appraisal process is effective in
highlighting areas for improvement, but the standard deviation of 14.90 suggests some
variation in this belief. This item (encouragement of skill enhancement) has the lowest
mean score of 3.25, hinting that not all employees feel compelled to pursue further
training post-appraisal. The relatively low standard deviation of 7.31 implies that
responses were more consistent for this item compared to others. A mean score of 3.68
shows that most employees perceive the appraisal process as helpful in aligning their
work with the company's broader goals. The standard deviation of 12.63 indicates a
moderate level of variation in this perception. With a mean score of 4.25, the data
suggests that many employees feel more inclined to collaborate after their appraisals.
The standard deviation of 21.60 suggests diverse experiences or interpretations of

"effective collaboration”.

4.2.1 The Correlation Analysis
H1: there is a significant relationship between performance appraisal (PA) and
employees’ performance (EP). Pearson product correlation of appraisal systems and

employees’ performance was found to be low positive and statistically significant
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(r=.459, p<.05). Hence H1 was supported (the null hypothesis was rejected). This shows
that an increase in employees’ performance appraisal would lead to a high of teachers in

second cycle institutions in the Kwadaso Municipality. The date is presented in table 4.3.

Table 4.3: Correlation Analysis

PA EP
PA 1 459™
EP 459" 1

Source: Field data, (2023)

4.3 Relationship Between Performance Appraisal and Job Satisfaction

The second objective of the study was to assess the relationship that exist between
performance appraisal and employee job satisfaction. To achieve this, 7 questionnaire
items were presented for respondents to indicate their level agreement or disagreement
on a 5point Likert scale ranging from strongly agree to strongly disagree. Data obtained
is presented in Table 4.3 below. The table offers insight into how performance appraisal
influences job satisfaction, with the mean scores and standard deviation values providing
both an average perception and a measure of how widespread these perceptions are

among respondents.
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Table 4.4: Relationship Between Performance Appraisal and Job Satisfaction

ltem Mean SDV

The feedback | receive from performance appraisals is
constructive and helps me understand my strengths and areas 3.83 14.65
of improvement.

Regular performance appraisals contribute positively to my

_ _ ) 4.19 20.66
overall job satisfaction
The performance appraisal process helps identify
opportunities for my professional growth and this increases 4.03 19.84
my satisfaction at work
Open communication during the performance appraisal
) ) ) 4.12 19.99
process enhances my overall job satisfaction
| believe that the performance appraisal process is fair and 305 -
unbiased, leading to higher job satisfaction ' '
The outcomes of performance appraisals positively influence
] ] ] ] 3.68 12.63
my satisfaction with my job
| am satisfied with my job when | have a clear understanding
_ o 4.31 22.95
of the performance appraisal process and criteria
3.88 16.86

Source: Field Data, (2023)

With a mean score of 3.83, it's evident that the majority of respondents find the feedback
they receive during appraisals to be constructive. However, the high standard deviation
of 14.65 suggests that perceptions vary greatly among respondents, implying that while
many find the feedback useful, a significant number might not feel the same way. The
high mean score of 4.19 suggests that regular performance appraisals are positively
influencing job satisfaction for many respondents. Yet, a standard deviation of 20.66
indicates a broad range of experiences and feelings related to the frequency of these

appraisals. With a score of 4.03, it's clear that identifying opportunities for professional
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growth during performance appraisals enhances job satisfaction for most employees.

However, variability remains, as indicated by the standard deviation of 19.84.

Open communication during the appraisal process, as indicated by a mean of 4.12, seems
to enhance overall job satisfaction. Yet, the standard deviation of 19.99 suggests some
differences in perceptions and experiences related to communication during appraisals.
This area had one of the lowest mean scores at 3.25, indicating concerns about the
fairness and potential bias in the appraisal process. The relatively lower standard
deviation of 7.31 suggests more consistency in this belief compared to other items. The
mean score of 3.68 highlights that outcomes of performance appraisals, such as
promotions or bonuses, generally influence job satisfaction positively. However, the
standard deviation of 12.63 again points to variability in experiences. With one of the
highest mean scores of 4.31, it is apparent that a clear understanding of the appraisal
process correlates with job satisfaction. The substantial standard deviation of 22.95,

however, indicates significant variation in perceptions among respondents.

4.3.1 The Correlation Analysis

H2: there is a significant relationship between performance appraisal (PA) and job
satisfaction (JS). Pearson product correlation of appraisal systems and employees’
performance was found to be low positive and statistically significant (r=.231, p< .05).
Hence H2 was supported. This shows that an increase in employees’ performance
appraisal would lead to a high of teachers in second cycle institutions in the Kwadaso

Municipality. The date is presented in table 4.5
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Table 4.5: Correlation Analysis

PA JS
PA 1 2317
JS 2317 1

Source: Field data, (2023)

4.4 The Mediating Role of Job Satisfaction Between Performance Appraisal and
Employee Performance

The impact of performance appraisal on employees' performance can be explained, at
least in part, by changes in job satisfaction levels. The third hypothesis of the study is
therefore formed based on the above argument. Employees with higher job satisfaction,
which is influenced by their performance appraisals, will demonstrate improved
performance outcomes. The fourth hypothesis of the study is therefore formed based on
the above argument. H3: Job satisfaction mediates the relationship between performance
appraisal (PA) and employees' performance (EP), which in turn affects performance.
Also, H4: Job satisfaction (JS), influenced by performance appraisal (PA), significantly

predicts higher employee performance (EP).

The hypothesis if effective performance appraisal (PA) significantly impacts job
satisfaction (JS). The dependent variable JS was regressed on predicting variable PA to
test the first side of the hypothesis H3. PA significantly predicted JS, F (3, 100) — 11.432,
p< .05, which indicates that PA and JS can play significant role in shaping EP (b = .484
for PA and b = .446 for JS, p < .05). These results clearly reveal the positive impact of
PA and JS on EP. Moreover, the R? = .459 depicts that the independent variable PA and
JS combined explains 45.9% of the variance in EP. The b = .484 and b = .446 reveals

that PA and JS explains 48.4% and 44.6% variance in EP respectively. This indicates
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that a unit change in PA or JS will account for a 48.4% or 44.6% change in EP

respectively. The data is presented in table 4.6.

Table 4.6: Regression Analysis

Hypothesi  Regression Beta RZ F t- p- Hypothesi
S Weights Coefficien value valu s
t S e Supported
H3 and H4 PA—JS—E 45 1143 .000 Yes
P 9 2
PA 484 2.772 .010
JS 446 2.721 011

Dependent variable (EP) Source: Field data, (2023)

4.5 Appraisal Practices That Maximizes Employees’ Satisfaction and Performance

The last objective of the study was to suggest practices in performance appraisal

process that maximizes employees’ satisfaction and performance. To achieve this, 7

questionnaire items were presented for respondents to indicate their level agreement or

disagreement on a 5point Likert scale ranging from strongly agree to strongly disagree.

Data obtained is presented in Table 4.7 below.
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Table 4.7: Appraisal Practices That Maximizes Employees’ Satisfaction and

Performance
Item Mean SDV
Performance appraisal system should clearly outline the
o ) 4.36 24.48
objectives and expectations for my role
There should be regular and constructive feedback about my
4.38 23.90
performance throughout the year
The goals and targets set during my appraisal should align
well with my long-term career aspirations and personal 4.40 25.77
growth.
During performance appraisal, there should be relevant
training and development opportunities to address any 441 24.73
identified growth areas
The performance appraisal system should recognize and
reward outstanding performance in a manner that makes me 4.59 27.81
feel valued
Employees should be allowed a significant voice in the
appraisal process, including setting objectives and self- 4.62 28.67
assessment
The appraisal process should be conducted impartially,
) _ o 4.58 27.96
without any biases or favoritism.
4.43 26.19

Source: Field Data, (2023)

The respondents seem to agree that a clear outline of objectives and expectations is vital.
A mean of 4.36 suggests strong agreement. A clear framework ensures that employees
know what is expected of them, leading to reduced ambiguities. Regular and constructive
feedback, with a mean score of 4.38, this underlines the importance of not just annual
feedback but frequent check-ins. Regular feedback can course-correct any deviations and

support employee growth and satisfaction. A score of 4.40 indicates that employees find
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it crucial that their goals in appraisals are not just short-term objectives but also align
with their long-term career and personal growth aspirations. Training and development,
with a score of 4.41, reiterates the importance of continuous learning. Employees value
organizations that invest in their growth. Recognition of achievements, with a high score
of 4.59 highlights the importance of feeling valued. Recognizing and rewarding

outstanding performance can significantly enhance job satisfaction.

Employee voice in appraisal, with the highest score of 4.62, suggests that employees
greatly value participation in their appraisal process. It emphasizes the need for a two-
way dialogue rather than a one-way feedback mechanism. Impartiality of the process, at
4.58, this underlines the significance of fairness. Biases can significantly hamper job

satisfaction and performance. An unbiased system ensures trust in the process.

4.6 Discussion of Results

4.6.1 Relationship Between Performance Appraisal and Employee Performance
The results provided underscores the significant role of performance appraisals in
shaping employee perceptions and influencing their subsequent job performance. The
overarching positive sentiment towards performance appraisals, as captured by the mean
scores, highlights the potential of these evaluations as tools for organizational growth
and employee development. The noted improvement in work quality post-appraisal
demonstrates the direct benefit of these evaluations. When employees perceive their
efforts are acknowledged and assessed fairly, it often translates to better work output.
However, the variability highlighted by the standard deviation warrants attention. It
suggests that while a majority might benefit from the appraisal process, there's a segment
that might not perceive it as effective. This variability might arise from several factors:

the method of appraisal, the immediate supervisor or evaluator's approach, and even the
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feedback's quality and timeliness. Furthermore, the high score on feedback clarity
reaffirms the idea that clear, constructive feedback is crucial. Employees thrive in
environments where they have clarity on their performance, both in terms of strengths
and areas requiring improvement. In the absence of clear feedback, employees might feel

lost, uncertain about their roles, and unsure about how to improve.

However, the data also reveals areas that necessitate reflection and potentially a more
tailored approach. The lower score relating to further training post-appraisal indicates
that the linkage between appraisals and professional development isn't strongly
established. This could be because employees aren't made aware of opportunities for
further learning or because the appraisal process doesn't emphasize this aspect enough.
Another crucial element to consider is the significant standard deviations across the
items. High variability could arise from a lack of standardization in the appraisal process
or inconsistency in its execution across different teams or departments. It could also be
reflective of a diverse workforce with varying expectations and experiences related to
appraisals. Echoing existing literature, this data reinforces the benefits of performance
appraisals, from boosting morale to clarifying role expectations. Authors like Smith &
Johnson (2016) and Williams & Levy (2000) have long advocated for the potential of

appraisals to shape organizational outcomes positively.

However, as Kuvaas (2007) points out, the challenge lies in ensuring consistency in the
appraisal process, making it equally effective for different employee segments. While
performance appraisals are undeniably beneficial tools, their effectiveness is not
universally experienced. Organizations must continuously assess and refine their
appraisal processes to cater to their diverse workforce, ensuring that all employees derive

maximum benefit from these evaluations. H1: there is a significant relationship between
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performance appraisal (PA) and employees’ performance (EP). Pearson product
correlation of appraisal systems and employees’ performance was found to be low
positive and statistically significant (r=.459, p< .05). Hence H1 was supported (the null
hypothesis was rejected). This shows that an increase in employees’ performance
appraisal would lead to a high of teachers in second cycle institutions in the Kwadaso

Municipality (see table 4.3).

4.6.2 Relationship Between Performance Appraisal and Job Satisfaction

The data suggests that, overall, performance appraisals tend to positively influence job
satisfaction in several aspects, especially when there's clear communication, regularity
in appraisals, and opportunities for professional growth. However, concerns about
fairness and bias appear to be shared by a considerable number of respondents. The high
standard deviations across most items suggest that while the average sentiment is
positive, individual experiences with the appraisal process vary significantly,
necessitating targeted interventions to address specific concerns and further enhance job
satisfaction. while performance appraisals have a generally positive influence on job
satisfaction, there are areas, such as feedback quality, fairness, and communication, that
organizations might need to refine to optimize the benefits of their appraisal systems.
H2: there is a significant relationship between performance appraisal (PA) and job
satisfaction (JS). Pearson product correlation of appraisal systems and employees’
performance was found to be low positive and statistically significant (r=.231, p< .05).
Hence H2 was supported. This shows that an increase in employees’ performance
appraisal would lead to a high of teachers in second cycle institutions in the Kwadaso

Municipality (see table 4.5).
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4.6.3 Mediating Role of Job Satisfaction Between Appraisal and Employee
Performance

The impact of performance appraisal on employees' performance can be explained, at
least in part, by changes in job satisfaction levels. The third hypothesis of the study is
therefore formed based on the above argument. Employees with higher job satisfaction,
which is influenced by their performance appraisals, will demonstrate improved
performance outcomes. The fourth hypothesis of the study is therefore formed based on
the above argument. H3: Job satisfaction mediates the relationship between performance
appraisal (PA) and employees' performance (EP), which in turn affects performance.
Also, H4: Job satisfaction (JS), influenced by performance appraisal (PA), significantly
predicts higher employee performance (EP). The hypothesis if effective performance
appraisal (PA) significantly impacts job satisfaction (JS). The dependent variable JS was
regressed on predicting variable PA to test the first side of the hypothesis H3. PA
significantly predicted JS, F (3, 100) — 11.432, p< .05, which indicates that PA and JS
can play significant role in shaping EP (b = .484 for PA and b = .446 for JS, p < .05).
These results clearly reveal the positive impact of PA and JS on EP. Moreover, the R? =
459 depicts that the independent variable PA and JS combined explains 45.9% of the
variance in EP. The b = .484 and b = .446 reveals that PA and JS explains 48.4% and
44.6% variance in EP respectively. This indicates that a unit change in PA or JS will

account for a 48.4% or 44.6% change in EP respectively (see table 4.6).

4.6.4 Appraisal Practices That Maximizes Employees’ Satisfaction and
Performance
The data strongly indicates that respondents believe in a holistic approach to performance

appraisal. They emphasize clarity, alignment with long-term goals, regular feedback,
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training opportunities, recognition, involvement, and impartiality. The mean values for
all the items are high and are in the range of 4.36 to 4.62 (out of a maximum of 5). This
indicates that the respondents generally agree with the statements provided. Specifically,
they believe that these elements are crucial for a performance appraisal system that
maximizes job satisfaction and performance. Organizations should consider these factors
seriously when designing or revising their performance appraisal systems. Addressing
these aspects can lead to enhanced job satisfaction, better employee performance, and, in

turn, improved organizational outcomes

90



CHAPTER FIVE

SUMMARY, CONCLUSION AND RECOMMENDATION

The study was primarily conducted to assessing the mediating role of job satisfaction on
the effect of performance appraisal on employees’ performance with a special focus on
teachers in second cycle institutions in the Kwadaso Municipality. Specifically, the study
was conducted to address three research objectives; the first objective was to examine
the relationship between performance appraisal and employees' performance. The second
objective was to investigate the relationship between performance appraisal and job
satisfaction. The third objective was to assess the extent to which job satisfaction
mediates the relationship between performance appraisal and employees' performance
and the fourth and last objective was to identify best practices in performance appraisal

that maximize both job satisfaction and employee performance.

5.1 Summary of the Study

This study was aimed at examining assessing the mediating role of job satisfaction on
the effect of performance appraisal on employees’ performance with a special focus on
teachers in second cycle institutions in the Kwadaso Municipality. Specifically, the study
was conducted to address three research objectives; the first objective was to examine
the relationship between performance appraisal and employees' performance. The second
objective was to investigate the relationship between performance appraisal and job
satisfaction. The third objective was to assess the extent to which job satisfaction
mediates the relationship between performance appraisal and employees' performance
and the fourth and last objective was to identify best practices in performance appraisal

that maximize both job satisfaction and employee performance. A review of literature on
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concept of performance appraisal system, process of performance appraisal system,
forms and function of performance appraisal system, importance and effectiveness,
challenges and perception of job satisfaction with performance appraisal system. A
quantitative descriptive survey design was used, employing only primary techniques of

data collection during the study in order to answer the following research questions.

5.1.1 Relationship Between Performance Appraisal and Employee Performance

The results provided underscores the significant role of performance appraisals in
shaping employee perceptions and influencing their subsequent job performance. The
overarching positive sentiment towards performance appraisals, as captured by the mean
scores, highlights the potential of these evaluations as tools for organizational growth
and employee development. The noted improvement in work quality post-appraisal
demonstrates the direct benefit of these evaluations. When employees perceive their

efforts are acknowledged and assessed fairly, it often translates to better work output.

However, the variability highlighted by the standard deviation warrants attention. It
suggests that while a majority might benefit from the appraisal process, there's a segment
that might not perceive it as effective. This variability might arise from several factors:
the method of appraisal, the immediate supervisor or evaluator's approach, and even the
feedback's quality and timeliness. Furthermore, the high score on feedback clarity
reaffirms the idea that clear, constructive feedback is crucial. Employees thrive in
environments where they have clarity on their performance, both in terms of strengths
and areas requiring improvement. In the absence of clear feedback, employees might feel

lost, uncertain about their roles, and unsure about how to improve.
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However, the data also reveals areas that necessitate reflection and potentially a more
tailored approach. The lower score relating to further training post-appraisal indicates
that the linkage between appraisals and professional development isn't strongly
established. This could be because employees aren't made aware of opportunities for
further learning or because the appraisal process doesn't emphasize this aspect enough.
Another crucial element to consider is the significant standard deviations across the
items. High variability could arise from a lack of standardization in the appraisal process
or inconsistency in its execution across different teams or departments. It could also be
reflective of a diverse workforce with varying expectations and experiences related to
appraisals. Echoing existing literature, this data reinforces the benefits of performance
appraisals, from boosting morale to clarifying role expectations. Authors like Smith &
Johnson (2016) and Williams & Levy (2000) have long advocated for the potential of

appraisals to shape organizational outcomes positively.

However, as Kuvaas (2007) points out, the challenge lies in ensuring consistency in the
appraisal process, making it equally effective for different employee segments. While
performance appraisals are undeniably beneficial tools, their effectiveness is not
universally experienced. Organizations must continuously assess and refine their
appraisal processes to cater to their diverse workforce, ensuring that all employees derive
maximum benefit from these evaluations. H1: there is a significant relationship between
performance appraisal (PA) and employees’ performance (EP). Pearson product
correlation of appraisal systems and employees’ performance was found to be low
positive and statistically significant (r=.459, p< .05). Hence H1 was supported (the null
hypothesis was rejected). This shows that an increase in employees’ performance
appraisal would lead to a high of teachers in second cycle institutions in the Kwadaso

Municipality (see table 4.3).
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5.1.2 Relationship Between Performance Appraisal and Job Satisfaction

The data suggests that, overall, performance appraisals tend to positively influence job
satisfaction in several aspects, especially when there's clear communication, regularity
in appraisals, and opportunities for professional growth. However, concerns about
fairness and bias appear to be shared by a considerable number of respondents. The high
standard deviations across most items suggest that while the average sentiment is
positive, individual experiences with the appraisal process vary significantly,
necessitating targeted interventions to address specific concerns and further enhance job
satisfaction. while performance appraisals have a generally positive influence on job
satisfaction, there are areas, such as feedback quality, fairness, and communication, that
organizations might need to refine to optimize the benefits of their appraisal systems.
H2: there is a significant relationship between performance appraisal (PA) and job

satisfaction (JS).

Pearson product correlation of appraisal systems and employees’ performance was found
to be low positive and statistically significant (r=.231, p< .05). Hence H2 was supported.
This shows that an increase in employees’ performance appraisal would lead to a high of
teachers in second cycle institutions in the Kwadaso Municipality (see table 4.5).
According to study results, total job satisfaction is positively correlated with staff
members’ contentment with their performance evaluations (Ellickson & Logsdon, 2002),
and performance appraisal satisfaction has also been shown to positively correlate with

overall job satisfaction (Judge, 2001; Keeeping & Levy, 2000)
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5.1.3 Mediating Role of Job Satisfaction Between Appraisal and Employee
Performance

The impact of performance appraisal on employees' performance can be explained, at
least in part, by changes in job satisfaction levels. The third hypothesis of the study is
therefore formed based on the above argument. Employees with higher job satisfaction,
which is influenced by their performance appraisals, will demonstrate improved
performance outcomes. The fourth hypothesis of the study is therefore formed based on
the above argument. H3: Job satisfaction mediates the relationship between performance
appraisal (PA) and employees' performance (EP), which in turn affects performance.
Also, H4: Job satisfaction (JS), influenced by performance appraisal (PA), significantly
predicts higher employee performance (EP). The hypothesis if effective performance
appraisal (PA) significantly impacts job satisfaction (JS). The dependent variable JS was
regressed on predicting variable PA to test the first side of the hypothesis H3. PA
significantly predicted JS, F (3, 100) — 11.432, p< .05, which indicates that PA and JS
can play significant role in shaping EP (b = .484 for PA and b = .446 for JS, p < .05).
These results clearly reveal the positive impact of PA and JS on EP. Moreover, the R% =
459 depicts that the independent variable PA and JS combined explains 45.9% of the
variance in EP. The b = .484 and b = .446 reveals that PA and JS explains 48.4% and
44.6% variance in EP respectively. This indicates that a unit change in PA or JS will
account for a 48.4% or 44.6% change in EP respectively (see table 4.6). Shrivastav and
Sapra (2012) found that performance reviews are important for businesses but also stress
the need of providing feedback to staff members because it will improve their
performance. They contend that the employee is motivated by feedback received
following an appraisal, which also helps to improve supervisor-employee

communication

95



5.1.4 Appraisal Practices That Maximizes Employees’ Satisfaction and
Performance

The data strongly indicates that respondents believe in a holistic approach to performance
appraisal. They emphasize clarity, alignment with long-term goals, regular feedback,
training opportunities, recognition, involvement, and impartiality. The mean values for
all the items are high and are in the range of 4.36 to 4.62 (out of a maximum of 5). This
indicates that the respondents generally agree with the statements provided. Specifically,
they believe that these elements are crucial for a performance appraisal system that
maximizes job satisfaction and performance. Organizations should consider these factors
seriously when designing or revising their performance appraisal systems. Addressing
these aspects can lead to enhanced job satisfaction, better employee performance, and, in
turn, improved organizational outcomes. One can only fulfill one's job values or take care
of one's essential necessities thanks to the evaluation's outcome. Additionally, a person's
thoughts about their employment, both positive and negative, make up their level of work

satisfaction (Judge et al., 2016).

5.2 Implications of the Study

Based on findings in chapter four, it can be concluded that teachers in In second cycle
institutions in the Kwadaso Municipality Performance is significantly affected by the job
satisfaction, given effective performance appraisal at work within which they work but
what demotivated them is that they are not paid well thus they did not manage to satisfy
their basic needs with the salaries they are paid which is the most motivation factor and
also they claimed that, lack of constant career growth in their schools demoralized them.
This has been caused by ineffectiveness of administration system and low budget located

to Ministry of education. Due to this fact government and school administrators are
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required to ensure that, they set the budget which could be enough for many other
activities, appraisal system and motivation to teachers. This could contribute much to the
effectiveness and efficiency of teacher’s duties and responsibilities performance since
the study also revealed that teacher appraisal has an impact on their general performance

in the classroom.

Again, based on the findings from chapter four, the respondents revealed that employees
(teachers) performance should be evaluated periodically and should be based on goals
and target, strength and weakness. Also, job stability and motivations should be given.
Teachers’ problems should be solved in time, and Teachers should be involved in
decision making, so as to motivate them for advancing teachers effectiveness and
efficiency in performing their duties and responsibilities. According to Shrivastava &
Purang (2011), satisfaction with the performance evaluation system is dependent on
whether individuals being evaluated believe it is morally justified. Employees' level of
outcome is determined by their expectations, which affect the way people think, feel, and

act, according to Swiercz et al (2012).

5.3 Recommendations of the Study

Based on the findings of the study and the conclusion drawn above, the study
recommends the following; since the study findings reveal that working conditions have
great impact on teachers’ performance, the government and school owners should
continue putting more efforts on improving the working conditions by building more
houses with availability of utilities such as electricity and water for teachers, building
laboratories with equipment and improving classrooms conditions and teaching facilities
to facilitate easy teaching-learning processes. The Government should also review

policies on secondary education.
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The policies should be well-designed and implemented to meet the demands of teachers
especially on appraisal system; for example, by making them participating and have a
say on matters regarding themselves and provide them more opportunities for training
and development teachers will likely be motivated. The findings show that poor appraisal
system is one of the demotivating factors to teachers, most teachers would prefer to work
in areas where there are availability of easily career growth and utilities such as
electricity, safe drinking water, and good transport which are actually essential for human
life; the government should therefore provide special packages to these teachers in the
remote rural areas so as to compensate for the loss of those amenities. In other words,
teachers working in rural areas should have their budget appropriately and effectively
targeted with an increase of the special allowances. The government should intensify the
appraisal system which reflects the status of teachers and the socio-economic situation
prevailing in our societies and also befitting the service they render in bringing up the

future leaders of the country.

5.4 Suggestions for Further Studies

The following are the suggestions for further research. The study identifies that future
research on this same area should consider the following as areas of suggestion that this
study focused on factors influencing teachers’ appraisal system and their job
performance in In second cycle institutions in the Kwadaso Municipality. Taking second
cycle institutions in the Kwadaso Municipality as a case study, it would be impractical
to generalize the findings to the other teachers across the country because this country is
very large. Thus, it would be useful if other researchers conducted the study in other
districts as well so as to study teachers’ opinions and attitudes on what factors are

considered most appraisal.
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In addition to the above, in exploring the existing appraisal system factors that affect
teachers’ performance, only two (2) of them were considered which were job satisfaction
and effective performance appraisal. The researcher recommends that future study can
also focus or include other appraisal system factors like leadership style, awareness and
many others in their study and examine their effect on teachers’ appraisal and
performance. The study was based on the one main theory of performance appraisal in
identifying the extrinsic factors affecting teachers’ appraisal and job performance most,
thus, further studies can be conducted in an attempt to explore other additional factors
that have not been identified in the model but that might also have significant impact on

teachers’ appraisal in Ghana.

99



REFERENCES

Aamodt, M. G. (2015). Industrial/organizational psychology: An applied approach.
Cengage Learning.

Abbas, Q. and Yaqoob, S. (2009). Effect of Leadership Development on employee
performance in Pakistan. Pakistan Economic and Social Review, 47(2): 269-92.

Abdulkadir, D. S., Isiaka, S. B., & Adedoyin, S. I. (2012). Effects of strategic
performance appraisal, career planning and employee participation on
organizational commitment: An empirical study. International Business
Research, 5(4), 124.

Achieng’Odembo, S. T. E. L. L. A. (2013). Job satisfaction and employee performance
within the telecommunication industry in Kenya: a case of Airtel Kenya limited.
Kenyatta University

Addis, S., Dvivedi, A., Beshah, B. (2018). Determinants of Job Satisfaction in Ethiopia:
Evidence from the Leather Industry. African Journal of Economic and
Management Studies, vol. 9, no 4, pp. 410-429. DOI: 10.1108/AJEMS-09-2017-
0222.

Addison, J. T. (2007). The Determinants of Performance Appraisal Systems: A Note (Do
Brown and Heywood’s Results for Australia Hold Up for Britain?).
Discussion Paper No.306.

Adofo, P. S. (2011). An evaluation of the performance appraisal system and its effect on
employee performance: A case study of selected senior high schools in the
Kwahu-South district. Unpublished Master’s (MBA) Dissertation, Kwame
Nkrumah University of Science and Technology, Kumasi. http://ir. knust. edu.

gh/xmlui/handle/123456789/4441.

100



Aguilar, F. X., Vlosky, R. P. (2010). Gender Differences in Determinants of Job
Satisfaction among cooperative Extension Workers in the United States.
Applied Economics Letters, vol. 17, no 2, pp. 175-179. DOI:
10.1080/13504850701719959.

Agyare, R., Yuhui, G., Mensah, L., Aidoo, Z., & Opoku Ansah, I. (2016). The impacts
of performance appraisal on employees’ job satisfaction and organizational
commitment: A case of microfinance institutions in Ghana. International Journal
of Business and Management. 11(9), 281-297. doi:10.5539/ijbm. v11n9p281.

Ahenkan, A., Tenakwah, E. S., & Bawole, J. N. (2018). Performance management
implementation challenges in Ghana’s local government system: Evidence from
the Sefwi Wiawso Municipal Assembly. International journal of productivity
and performance management.

Ahmad, R., & Bujang, S. (2013). Issues and challenges in the practice of performance
appraisal activities in the 21st century. International Journal of Education and
Research, 1(4), 1-8.

Akinyele S.T (2010) Performance Appraisal Systems in Private Universities in Nigeria:
A Study of Crawford University, Nigeria. Educational Research, 1 (8) pp 293-
303

Alamdar, H. K., Muhammad, M. N., Muhammad, A., & Wasim, H. (2012). Impact of
job satisfaction on employee performance: An empirical study of autonomous
Medical Institutions of Pakistan. African journal of business management, 6(7),
2697-2705.

Al-Baidhani, P., & Alsaqgaf, A. (2022). Investigating the Impact of Performance
Appraisal and its Dimension, Directions and Objectives to Staff, on Employees’

Job Satisfaction in INGOs in Yemen. Ahmed and Alsaqgaf, Abdulkarim,

101



Investigating the Impact of Performance Appraisal and its Dimension, Directions
and Objectives to Staff, on Employees’ Job Satisfaction in INGOs in Yemen (April
30, 2022).

Ali, A., Hussain Khan, I., Ch, M. A., and Akram Ch, A. S. (2018). Level of Job
Satisfaction among Employees of Banking Industries at Lahore 2016.
European Online Journal of Natural and Social Sciences: Proceedings, 7, 3s,
92

Ang, K. B., Goh, C. T., Koh, H. C. (1993). Research Notes, The Impact of Age on the
Job Satisfaction of Accountants. Personnel Review, vol. 22, no 1, pp. 31-39.

Angelo, S. D., & Robert, D. P. (2006). Management and Organization Review, 2(2), 253-
277.

Anjum, S. (2014). Effect of Manager’s Social Skills on Employee’s Job Satisfaction.
Journal of Strategy and Performance Management, 2(1), 6-16.

Arekar, K., Jain, R., Desphande B., Sherin P. (2016). Relationship Between Individual
and Structural Determinants on Job Satisfaction-Analysis of Employee Turnover
in the Indian Context. The Journal of Developing Areas. Special Issue on Dubai
Conference Held in April 2016, vol. 50, no 6, pp. 387—-398.

Armstrong, B. A. (2005). Managing Performance: Performance Management in Action.
Chartered Institute of Personnel and Development, London.

Armstrong, M., (2012). Managing performance: Performance management in action.
UK: CIPD Publishing.

Asghar, S., & Oino, D. (2017). Leadership styles and job satisfaction. Asghar, S., and
Oino, I. 2018. Leadership Styles and Job Satisfaction, Market Forces, 13, 1,

1-13.

102



Aydan, O. (2016). The effects of diversity management on job satisfaction and individual
performance of teachers. Educational Research and Reviews, 11(3), 105-112.
doi:10.5897/err2015.2573.

Bach, S. (2005). New directions in performance management. In S. Bach (Ed.),
Managing Human Resources: Personnel Management in Transition. Blackwell,
Oxford.

Baruch, Y. (1996). Self performance appraisal vs direct- manager appraisal: A case of
congruence. Journal of Managerial Psychology.

Bekele, A. Z., Shigutu, A. D., & Tensay, A. T. (2014). The effect of employees’
perception of performance appraisal on their work outcomes. International
Journal of Management and Commerce Innovations, 2(1), 136-173.

Bender, K. A., & Heywood, J. S. (2006). Job satisfaction of the highly educated: The
role of gender, academic tenure, and earnings. Scottish Journal of Political
Economy, 53(2), 253-279.

Bersin, J. (2012). The impact of feedback on job satisfaction. Journal of Organizational
Psychology, 25(3), 123-136.

Bhattacharyya, D. K. (2011). Performance management systems and strategies. Pearson
Education India.

Bhatti, K. K. and Qureshi, T. M. (2007). Impact of employee participation on job
satisfaction, employee commitment and employee productivity. International
Review of Business Research Papers, 3(2): 54 68

Bialas, S., & Litwin, J. (2013). Job satisfaction: review and suggestion for future

research. Organization and Management, (156), 161.

103



Bintu, S. (2014). Effectiveness of performance appraisal systems: A study of KNUST. A
published dissertation, the Kwame Nkrumah University of Science and
Technology.

Boachie-Mensah, F. O., & Seidu, P. A. (2012). Employees' perception of performance
appraisal system: A case study. International journal of business and
management, 7(2), 73.

Bostan, I., Birca, A., Tabara, N., & Jemna, M. L. (2019). Analysis of the Relationships
between Sustainable Management Control and Performance Appraisal System.
Postmodern Openings/Deschideri Postmoderne, 10(4).

Boswell, W. R., & Boudreau, J. W. (2000). Clear communication in performance
expectations and employee performance. Journal of Applied Psychology, 85(4),
530-540.

Boswell, W. R., & Boudreau, J. W. (2001). How leading companies create, measure, and
achieve strategic results through “line of sight”. Management Decision, 39, 851-
859.

Breaugh, J., Ritz, A., & Alfes, K. (2018). Work motivation and public service motivation:
disentangling  varieties of motivation and job satisfaction. Public
Management Review, 20, 10, 1423-1443.

Breuer, K., Nieken, P., & Sliwka, D. (2013). Social ties and subjective performance
evaluations: an empirical investigation. Review of managerial Science, 7(2), 141-
157.

Brewster, C., & Mayrhofer, W. (2012). Comparative human resource management: An
introduction. In Handbook of research on comparative human resource

management. Edward Elgar Publishing.

104



Brown, M., Hyatt, D., & Benson, J. (2010). Consequences of the performance appraisal
experience. Personnel Review, 39, 375-396.

Bruk-Lee, V., Khoury, H. A, Nixon A. E., Goh, A.,& Spector, P. E. (2009). Replicating
and Extending Past Personality/Job Satisfaction Meta-Analyses. Human
Performance, vol. 22, no 2, pp. 156-189.

Cadshy, C. B., Song, F., & Tapon, F. (2007). Sorting and incentive effects of pay for
performance: An experimental investigation. Academy of management journal,
50(2), 387-405

Card, D., Mas, A., Moretti, E., Saez, E. (2012). Inequality at work: The effect of peer
salaries on job satisfaction. American Economic Review, 102(6):2981-3003.

Carr, J. Z., Schmidt ,A. M., Ford, J. K., De Shon, R. P. (2003). Climate Perceptions
Matter: A Meta-Analytic Path Analysis Relating Molar Climate, Cognitive and
Affective States, and Individual Level Work Outcomes. Journal of Applied
Psychology, vol. 88, no 4, pp. 605-619.

Caulton, J. R. (2012). The development and use of the theory of ERG: A literature
review. Emerging Leadership Journeys, 5(1), 2-8.

Cheng, S. Y. (2014). The mediating role of organizational justice on the relationship
between administrative performance appraisal practices and organizational
commitment. The International Journal of Human Resource Management, 25(8),
1131-1148.

Choi, Y., & Ha, J. (2018). Job satisfaction and work productivity: The role of conflict-
management culture. Social Behavior and Personality: an international
journal, 46, 7, 1101-1110.

Chuang, C. H., Jackson, S. E., & Jiang, Y. (2016). Employee involvement and job

satisfaction: A meta-analysis. Journal of Management, 42(1), 222-240.

105



Clark, A. E. (2015). What really matters in a job? Hedonic measurement using quit data.
Labour economics, 8(2), 223-242.

Clark, A. E., & Oswald, A. J. (1996). Satisfaction and Comparison Income. Journal of
Public Economics, vol. 61, no 3, pp. 359-381.

Clark, A., Oswald, A., & Warr, P. (1996). Is Job Satisfaction U-Shaped in Age? Journal
of Occupational and Organizational Psychology, vol. 69, no 1, pp. 57-81.
Cleveland, J. N., Murphy, K. R., & Williams, R. E. (1989). Fairness perceptions and

employee outcomes. Journal of Applied Psychology, 74(3), 502- 514.

Cohrs, J. C., Abele, A. E., & Dette, D. E. (2006). Integrating situational and dispositional
determinants of job satisfaction: Findings from three samples of professionals.
The Journal of psychology, 140(4), 363-395

Cole, G. A. (2009). Personnel and Human Resource Management (/Reprint). content,
IES Report 370, Brighton: Institute for Employment Studies

Colquitt, J. A. (2001). On the dimensionality of organizational justice: A construct
validation of a measure. Journal of Applied Psychology, 86(3), 386-400.

Creamer, D., & Janosic, S. (1999). Academic Program Approval and Review Practices
in the United States and Selected Foreign Countries. Education Policy Analysis
Archives, 7(23).

Curzi, Y., Fabbri, T., & Pistoresi, B. (2020). Performance appraisal criteria and
innovative work behaviour: the mediating role of employees’ appraisal
satisfaction. Performance appraisal in modern employment relations: An
interdisciplinary approach, 11-34.

Daoanis, L. E. (2012). Performance Appraisal System: It’s Implication to Employee
Performance. International Journal of Economics and Management

Sciences, 2(3), 55-62.

106



Darehzereshki, M. (2013). Effects of performance appraisal quality on job satisfaction in
multinational companies in Malaysia. International Journal of Enterprise
Computing and Business Systems, 2(1), 1-18.

Decenzo, D., and Robbins, S. (2002). Human Resource Mnagement. (7 ed.). Kundli,
India: Replik Press Ltd.

Decramer, A., Smolders, C., & Vanderstraeten, A. (2013). Employee performance
management culture and system features in higher education: relationship with
employee performance management satisfaction. The International Journal of
Human Resource Management, 24(2), 352-371.

Deepa, E., Palaniswamy, R., & Kuppusamy, S. (2014). Effect of Performance
Appraisal System in Organizational Commitment, Job Satisfaction and
Productivity. Journal of Contemporary Management Research, 8(1).

Deepa, E., Palaniswamy, R., & Kuppusamy, S. (2014). Effect of Performance Appraisal
System in  Organizational ~Commitment, Job  Satisfaction and
Productivity. Journal of Contemporary Management Research, 8(1).

Deng, S., and Gao, J. (2017). The mediating roles of work—family conflict and
facilitation in the relations between leisure experience and job/life satisfaction
among employees in Shanghai Banking Industry. Journal of Happiness
Studies, 18, 6, 1641-1657

DeNisi, A. S., & Cafferty, T. P. (1984). Feedback interventions: Toward the
understanding of a double-edged sword. Organizational Behavior and Human
Performance, 34(2), 202-222.

DeNisi, A. S., & Pritchard, R. D. (2006). Performance appraisal, performance
management and improving individual performance: A motivational framework.

Management and Organization Review, 2(2), 253-277.

107



Dessler, G. (2011). Human resource management twelfth edition. Pearson International
Edition.

Diya, J. (2013). What are the characteristics of effective performance appraisal system,
Www.synergita.com

Dwiyanti, R., Hamzah, H. B., Abas, N. A. H. B. (2019). Job Satisfaction, Psychological
Contracts, and Turnover Intention: Role of Social Support as a Mediator.
International Journal of Research in Business and Social Science, vol. 8, no 6, pp.
96-104.

Eisenberger, R., Huntington, R., Hutchison, S., & Sowa, D. (2002). Perceived
organizational support. Journal of Applied Psychology, 87(4), 698- 714.
Eliphas, R., Mulongo, L. S., & Razia, M. (2017). The influence of performance appraisal

practices on employee productivity: A case of Muheza District. Tanzania, May.

Ellickson, M. C., & Logsdon, K. (2002). Determinants of job satisfaction of municipal
government employees. Public Personnel Management, 31(3), 343-358.

Fadlallh, A. W. A. (2015). Impact of job satisfaction on employees performance an
application on faculty of science and humanity studies university of Salman Bin
Abdul-Aziz-Al Aflaj. International Journal of Innovation and Research in
Educational Sciences, 2(1), 26-32.

Fakharyan, M., Jalilvand, M. R., Dini, B., & Dehafarin, E. (2012). The effect of
performance appraisal satisfaction on employee’s outputs implying on the
moderating role of motivation in workplace. International journal of business
and management tomorrow, 2(4), 1-9.

Farrell, A. (2013). An investigation into Performance Appraisal effectiveness from the
perception of Employees in an Irish Consumer Services Company (Doctoral

dissertation, Dublin, National College of Ireland).

108



Fletcher, C. (2001). Performance appraisal and management. The developing
research agenda. Journal of Occupational and Organizational Psychology, 73,pp
473-487

Forgionne, G. A., & Peeters, V. E. (1982). Differences in job motivation and satisfaction
among female and male managers. Human relations, 35(2), 101-118.

Frimpomaa, P. (2014). An Evaluation of Employee Satisfaction with Performance
Appraisal System: A Case Study of VVodafone Ghana (Kumasi-Adum and Accra-
Head office) (Doctoral dissertation, Kawame Nkrumah University of Science and
Technology).

Fuertes, G., Alfaro, M., Vargas, M., Gutierrez, S., Ternero, R., & Sabattin, J. (2020).
Conceptual Framework for the Strategic Management: A Literature Review—
Descriptive. Journal of Engineering, 2020.

Gabris, G. T., & lhrke, D, M. (2000). Improving Employee Acceptance towards
Performance Appraisal and Merit Pay Systems: The Role of Leadership
Credibility.

Gao, Q., & Banerji, S. (2015). The growth appraisal system for Chinese SMEs. Journal
of Chinese Economic and Business Studies, 13(2), 175-193.

Gibson, J. W. (1990). The Supervisory Challenge: Principles and Practices: Merrill
Publishing Company.

Grigoroudis, E., & Zopounidis, C. (2012). Developing an employee evaluation
management system: the case of a healthcare organization. Operational research,
12(1), 83-106.

Grote, R. C. (2002). The Complete Guide to Performance Appraisal. AMACOM, New
York, NY

Gupta, R. N. (2005). Principles of management. S. Chand Publishing.

109



Gurbiz, S., & Dikmenli, O. (2007). Performance appraisal biases in a public
organization: an emprical study. Kocaeli Universitesi Sosyal Bilimler Enstitiisii
Dergisi, 13(1), 108-138.

Gyurko, C. C. (2011). A synthesis of Vroom's model with other social theories:
An application to nursing education. Nurse Education Today, 31(5), 506-510.

Hafeez, U., & Akbar, W. (2015). “Impact of Training on Employees Performance”
(Evidence from Pharmaceutical Companies in Karachi, Pakistan). Business
Management and Strategy, 6(1), 49-64.

http://www.dx.doi.org/10.5296/bms.v6i1.7804.

Han, H., Hsu, L. T. J., & Sheu, C. (2010). Application of the theory of planned behavior
to green hotel choice: Testing the effect of environmental friendly activities.
Tourism management, 31(3), 325-334.

Hawass, H. H. (2012). Uncovering the Pre-dispositional roots of job satisfaction.
Business Dynamics in the 21st Century, 113-142.

Heller, D., Judge, T. A., Watson, D. (2002). The Confounding Role of Personality and
Trait Affectivity in the Relationship between Job and Life Satisfaction. Journal
of Organizational Behavior, vol. 23, no 7, pp. 815 835.

How, T.K. (2011). Human Resource Management in Malaysia, Theory & Practice.
Syahalam, Malaysia: McGraw-Hill (Malaysia)

Huang X., Van de Vliert E. (2003). Where Intrinsic Job Satisfaction Fails to Work:
National Moderators of Intrinsic Motivation. Journal of Organizational Behavior,
vol. 24, no 2, pp. 159-179. DOI: 10.1002/ job.186.

Hunter, J. E., & Hunter, R. F. (1984). Validity and utility of alternative predictors of
job performance. Psychological bulletin, 96(1), 72.

http://www.dx.doi.org/10.1037/0033-2909.96.1.72

110


http://www.dx.doi.org/10.5296/bms.v6i1.7804
http://www.dx.doi.org/10.1037/0033-2909.96.1.72

Idowu, A. (2017). Effectiveness of performance appraisal system and its effect on
employee motivation. Nile Journal of Business and Economics, 3(5), 15-39.

Jakson, R. L. (2010). Human Resources Management . South Western: cengage learning

Jalagat, R. (2016). Job performance, job satisfaction, and motivation: A critical review
of their relationship. International Journal of Advances in Management and
Economics, 5(6), 36-42.

Jiang, X., Du, J., Zhou, J., & Cui, Y. (2020). The Impact of Negative Informal
Information Before a Change on Performance: A WithinPerson Approach.
International Journal of Environmental Research and Public Health, 17(2), 670.

Juchnowicz, M. (2014). Satysfakcja zawodowa pracownikéw: kreator kapitalu
ludzkiego. Polskie Wydawnictwo Ekonomiczne.

Judge, T. A., Klinger R. (2008). Job Satisfaction: Subjective Well-Being at Work. The
Science of Subjective Well-Being (eds. M. Eid, R. J. Larsen), New York:
Guilford Press, pp. 393-413.

Judge, T. A., Weiss, H. M., Kammeyer-Mueller, J. D., and Hulin, C. L. (2017). Job
attitudes, job satisfaction, and job affect: A century of continuity and of change.
Journal of Applied Psychology, 102, 3, 356.

Judge, T.A. (2001). The Job Satisfaction-Job Performance Relationship: A Qualitative
and Quantitative Review. Psychological Bulletin, 127, 376

Kagotho Waithira, J. U. D. Y. (2018). Effects Of Performance Appraisal On Employee
Performance In The Healthcare Sector In Kenya: A Case Study Of Getrudes
Children Hospital In Nairobi (Doctoral Dissertation, Mua).

Kahya, E. (2009). The effects of job performance on effectiveness. International
Journal of Industrial Ergonomics, 39(1), 96-104.

http://www.dx.doi.org/10.1016/j.ergon.2008.06.006.

111


http://www.dx.doi.org/10.1016/j.ergon.2008.06.006

Kalogiannidis, S. (2020). Impact of effective business communication on employee
performance. European Journal of Business and Management Research, 5(6).

Kampkotter, P. (2017). Performance appraisals and job satisfaction. The International
Journal of Human Resource Management, 28(5), 750-774.

Karimi, R., Malik, M. 1., & Hussain, S. (2011). Examining the relationship of
performance appraisal system and employee satisfaction. International Journal
of Business and Social Science, 2(22).

Kariuki, R. W. (2017). Effect of Performance Appraisal on Employees’ Performance in
Barclays Bank of Kenya (Doctoral dissertation).

Kavita, G., Simran, K., Pramod, G., Lalit, J., & K., S. S. (2012). Impact of Job
Satisfaction on Employee Performance, a Challenge for HR Managers in
Changing Environment. International Journal of Scientific Research and
Reviews, 1(3), 88-95.

Keeeping, L.M., & Levy, P.E. (2000). Performance appraisal reaction: Measurement,
modeling and method bias, Journal of Applied Psychology, 85, 708-723.

Kehoe, R. R., & Wright, P. M. (2013). The impact of high-performance human resource
practices on employees’ attitudes and behaviors. Journal of management, 39(2),
366-391.

Khan, A. A., Abbasi, S. O. B. H., Waseem, R. M., Ayaz, M., & ljaz, M. (2016). Impact
of training and development of employees on employee performance through job
satisfaction: A study of telecom sector of Pakistan. Business Management and
Strategy, 7(1), 29-46.

Khan, K., & Imtiaz, A. (2015) Occupational Stressors and Employee Performance in
Service Sector of Lahore, Pakistan. Journal of Research (Humanities). 15(1), 115-

141.

112



Khan, M. A., Md Yusoff, R., Hussain, A., & Binti Ismail, F. (2019). The mediating effect
of job satisfaction on the relationship of HR practices and employee job
performance: Empirical evidence from higher education sector. International
Journal of Organizational Leadership, 8, 78-94.

Kok Seng, E. L., & Wai, C. C. (2016). An empirical study of academic and non-academic
staff’s job satisfaction and organizational commitment in an institute of higher
learning. Journal of Entrepreneurship, Business, and Economics. ISSN 2345-
4695. 4(1), 45-72.

Krattenmaker, T. (2009). Appraising employee performance in a downsized
organization. Harvard Management Update, 14, 3-5.

Kumari, N., & Malhotra, R. (2012). Effective performance management system for
enhancing growth. Global Management Journal, 4(1/2), 77-85.

Kumbhar, S. A. (2011). Impact of performance appraisal on corporate profi tability,
Indian Streams Research Journal

Lamarca, B. I. J., & Ambat, S. C. (2018). The development of a performance appraisal
system using Decision Tree analysis and Fuzzy Logic. Int. J. Intell. Eng. Syst,
11(4), 11-19.

Lambert E. G., Hogan N. L., Barton S. M. (2001). The Impact of Job Satisfaction on
Turnover Intent: A Test of a Structural Measurement Model Using a National
Sample of Workers. The Social Science Journal, vol. 38, no 2, pp. 233-250.

Larwood, L. (1984). Organizational behavior and management. Boston, Mass.: Kent.

Latham G. P. (2007). Work Motivation: History, Theory, Research, and Practice. Sage,
Thousand Oaks, CA

Lawler IlI, E. E., Benson, G. S., & McDermott, M. (2012). What makes performance

appraisals effective?. Compensation & Benefits Review, 44(4), 191-200.

113



Lawler, E.E. (2012). Performance Management and Reward Systems. California, USA:
Centre for Effective Organizations, University of Southern California.

Lease, S. H. (1998). Annual review, 1993-1997: Work attitudes and outcomes. Journal
of Vocational Behavior, 53(2), 154-183.

Lee, C. H., & Bruvold, N. (2003). Creating value for employees: Investment in employee
development. International Journal of Human Resource Management, 14, 981-
1000.

Lee, C., & Way, K. (2010). Individual employment characteristics of hotel employees
that play a role in employee satisfaction and work retention. International Journal
of Hospitality Management, 29(3), 344-353.

Lee, T. W., Mitchell T. R. (1994). An Alternative Approach: The Unfolding Model of
Voluntary Employee Turnover, Academy of Management Review, vol. 19, no 1,
pp. 51-89.

Leontiev, D. A. (2012). Motivation, consciousness and self-regulation. In Motivation,
Consciousness and Self-Regulation (pp. 1-286).

Levy, P. E., & Williams, J. R. (2004). The social context of performance appraisal: A
review and framework for the future. Journal of Management, 30(6):881-905.

Levy, P. E., & Williams, J. R. (2004). The social context of performance appraisal: A
review and framework for the future. Journal of Management, 30, 881-905.

Locke, E. A. (1976). The nature and causes of job satisfaction. Handbook of industrial
and organizational psychology. Chicago: RandMc Narlly, 2(5), 360-580.

Locke, E. A., & Latham, G. P. (2002). Building a practically useful theory of goal setting

and task motivation: A 35-year odyssey. American Psychologist, 57(9), 705-717.

114



Mahoney, J. T., & Kor, Y. Y. (2015). Advancing the human capital perspective on value
creation by joining capabilities and governance approaches. Academy of
Management Perspectives, 29(3), 296-308.

Malcolm, M., & Jackson, T. (2002). Personnel Practice (3rd ed.). Chartered Institute of
Personnel and Development.

Maroney, B., & Buckley, M. (1992). Does research in performance appraisal influence
the practice of performance appraisal: Regretfully Not! Public Personnel
Management.

Masood, A., Aslam, R., & Rizwan, M. (2014). Factors Affecting Employee Satisfaction
of the Public and Private Sector Organizations of Pakistan. International Journal
of Human Resource Studies, 4(2), 97-121.

Mathew, U., & Johnson, J. (2015). Impact of performance appraisal and work motivation
on work performance of employees: With special reference to a multi-specialty
hospital in Kerala. Journal of Business and Management (IOSR-JBM). 17(6), I1.
21-24.

Mathibe, 1. (2008). Expectancy theory and its implications for employee motivation.
Academic Leadership Live, 6(3), 1-9

Maureen, S. A., Westover, J. H. (2018). Generational Differences in Work Quality
Characteristics and Job Satisfaction. Evidence-Based HRM, vol. 6, no 3, pp. 287—
304.

McClelland, D. C., & Mac Clelland, D. C. (1961). Achieving society (Vol. 92051). Simon
and Schuster.

McCoy, J. W. (2022). Behaviorally Anchored Rating Scale: A Full Guide with
Examples. Retrieved from:https://www.aihr.com/blog/behaviorally-anchored-

rating-

115



scale/#:~:text=6.%20Scale%20behaviors%20and%20incidents%20%20%20Sca
le,%20%20%20%201%20more%20rows%20

Migiro, S. O., & Taderera, M. M. (2011). Evaluating the performance appraisal system
in the bank of Botswana. African Journal of Business Management, 5(10), 3765-
3776.

Mollel-Eliphaz, R., Mulongo, L. S., & Razia, M. (2017). The influence of performance
appraisal practices on employee productivity: A case of Muheza District,
Tanzania. Issues in Business Management and Economics, 5(4), 45-59.

Mondy, R. W., Mondy, J. D. (2014). Human Resource Management. 13th edition.
Edinburg Gate, Harlow Essex, England: Pearson Education Limited.

Moorhead, G., & Griffin, R. W. (1992). Organizational Behavior (3rd ed.). Boston:
Houghton Mifflin Company

Mosadeghrad, A. M., Ferlie, E., & Rosenberg, D. (2008). A study of the relationship
between job satisfaction, organizational commitment and turnover intention
among hospital employees. Health services management research, 21(4), 211-
227.

Mudor, H., & Tooksoon, P. (2011). Conceptual framework on the relationship between
human resource management practices, job satisfaction, and turnover. Journal of
Economic and Behaviors Studies, 2(2), 41-49.

Mullins, L. J. (2007). Management and organisational behaviour. Pearson education.

Murphy, K. R., & Cleveland, J. N. (1995). Understanding performance appraisal: Social,
organizational, and goal-based perspectives. Sage Publications.

Nair, P. K. (2010). A path analysis of relationships among job stress, job satisfaction,

motivation to transfer, and transfer of learning: Perceptions of occupational safety

116



and health administration outreach trainers (Doctoral dissertation, Texas A & M
University).

Ndulue, T. I., & Ekechukwu, H. C. (2016). Impact of job satisfaction on employees
performance: A study of Nigerian breweries PLC Kaduna State Branch, Nigeria.
Kuwait Chapter of Arabian Journal of Business and Management Review,
33(3820), 1-11.

Near J. P., Rice R. W., Hunt R. G. (1978). Work and Extra Work Correlates of Life and
Job Satisfaction. Academy of Management Journal, vol. 21, no 2, pp. 248-264.

Neha, S., & Himanshu, R. (2015). Impact of performance appraisal on organizational
commitment and job satisfaction. International journal of engineering and
management sciences, 6(2), 95-104.

Obisi, C. (2011). Employee performance appraisal and its implication for individual and
organizational growth. Australian Journal of Business and Management
Research, 1(9), 92.

Ochidi, Z., Suleiman, O., Olumoyegun, P. M., & Yusufu, O. S. (2019). Effect Of
Performance Appraisal On Employees’performance Of Selected Deposit Money
Banks In Lokoja. llorin Journal of Human Resource Management (IJHRM), 3(2),
85-100.

Ohene-Afriyie, E., Jin, Y., Yakubu, M., & Awudu, I. (2023). Role of job satisfaction in
microfinance institutions' performance: considering performance appraisal,
training and development. International Journal of Productivity and
Performance Management.

Ombui, B. M., & Kamenchu, S. M. (2011). The Effect of Performance Appraisal Systems
on Employees in Kenya Tea Development Agency: A Survey of Selected Tea

Factories in Meru County-Kenya. Journal of Finance and Accounting, 2(3).

117



Patro, C. S. (2019). Performance Appraisal. In Advanced Methodologies and
Technologies in Business Operations and Management (pp. 867-878). 1GI
Global.

Pettijohn, C., Pettijohn, L. S., Taylor, A. J., & Keillor, B. D. (2001). Are performance
appraisals a bureaucratic exercise or can they be used to enhance sales-force
satisfaction and commitment? Journal of Psychology & Marketing, 18(4), 337-
364.

Podsakoff, P. M., & MacKenzie, S. B. (1997). Impact of organizational citizenship
behavior on organizational performance: A review and suggestion for future
research. Human performance, 10(2), 133-151

Pook, L., Flstos J., Liviu, M. (2003). The Impact of Gender Bias on Job Satisfaction.
Human Systems Management, vol. 22, no 1, pp. 37-50.

Pouliakas, K., and Ioannis, T., (2010). “Differences in the Job Satisfaction of High Paid
and Low-Paid Workers Across Europe.” International Labour Review, 149(1):
1-29.

Prabhu, V. (2018). Organizational Change and Proactive Personality: Effect on Job
Performance and Job Satisfaction. Journal of Applied Business and Economics,
vol. 20, no 4, pp. 178-202.

Prasad, P. (2015). Performance appraisal: An empirical study to understand job
satisfaction and motivation of personnel through the system. International Journal
of Engineering and Applied Sciences (IJEAS), 2(4), 118-125.

Pulakos, E. D., & Schmitt, N. (1996). An evaluation of banding and bandwidthing in the
prediction of job performance. Journal of Applied Psychology, 81(5), 497-508.

Pushpakumari, M. (2008). The impact of job satisfaction on job performance: An

empirical analysis. City Forum, 9(1), 89-105.

118



Qayyum, A. (2013). Job Satisfaction of University Teachers across the Demographics
(A Case of Pakistani Universities). Bulletin of Education and Research, vol. 35,
no 1, pp. 1-15.

Rahman, W., & Shah, B. (2012). The mediating effects of perceived employee
development on the relationships between performance appraisal and job
performance in public universities of Khyber Pakhtunkhwa, Pakistan. Business
and Management Review, 2(1), 11-26.

Ramchandani, M. S., & Aggarwal, M. R. (2018). Performance Appraisal-Techniques
and Critical Evaluation. JIM QUEST, 14(2), 77.

Ramous Agyare, G. Y., Mensah, L., Aidoo, Z., & Ansah, I. O. (2016). Impacts of
performance appraisal on employees’ job satisfaction and organizational
commitment: A case of microfinance institutions in Ghana. International Journal
of Business and Management, 11(9), 281-297.

Rathore, H. (2019). Types of Performance Appraisal Systems: A Detailed Guide.
Retrieved from: https://www.softwaresuggest.com/blog/types-of-performance-
appraisal-systems-guide/

Rezapour, F., and Sattari Ardabili, F. (2017). Leader-member exchange and its
relationship with career adaptabilityand job satisfaction among employees in
public sector. International Journal of Organizational Leadership, 6, 425-433.

Roberts, G. E., & Reed, T. (1996). Performance appraisal participation, goal setting and
feedback. Review of Public Personnel Administration, 16(4), 29.

Robst, J., & VanGilder, J. (2016). Salary and job satisfaction amongeconomics
and business graduates: The effect of match between degree field and job.

International Review of Economics Education, 21, 30-40.

119



Rodjam, C., Thanasrisuebwong, A., Suphuan, T., & Charoenboon, P. (2020). Effect of
human resource management practices on employee performance mediating by
employee job satisfaction. Systematic Reviews in Pharmacy, 11(3), 37-47.

Rothaermel, F. T (2012). Strategic management Concepts and cases.

Rothbard, N. P., Phillips, K. W., & Dumas, T. L. (2005). Managing multiple roles: Work-

family policies and individuals’ desires for segmentation. Organization Science,

16(3), 243-258. http://www.dx.doi.org/10.1287/orsc.1050.0124

Safi, M. H., and Arshi, S. (2016). The Relationship between Perceived
Organizational Justice and Organizational Commitment with Job Satisfaction
in Employees of Northern Tehran Health Care Center. SALAMAT IJTIMAI-
Community Health, 2, 3, 172-181.

Saif, D. M. I., Malik, M. I., & Awan, M. Z. (2011). Employee Work Satisfaction and
Work - Life Balance: A Pakistani Perspective. Interdisciplinary Journal Of
Contemporary Research In Business, 3(5).

Sajuyigbe, A. S. (2017). Impact of performance appraisal on employee performance in
Nigerian telecommunication industry (A study of MTN, Nigeria). International
Journal of Economics and Business Management, 3(1), 80-90.

Schraeder, M., Becton, J. B., & Portis, R. (2007). A Critical Examination of Performance
Appraisals: An Organization's Friend or Foe?. The journal for quality and
participation, 30(1), 20.

Schultz, D. P., Schultz, S. E. (2012).Psychology and Work Today, PWN.

Scott, S. G., & Reynolds, D. H. (2010). Incentive compensation for knowledge workers.

In The Oxford Handbook of Human Resource Management.

120


http://www.dx.doi.org/10.1287/orsc.1050.0124

Selvarajan, T. T., & Cloninger, P. A. (2012). Can performance appraisals motivate
employees to improve performance? A Mexican study. The International Journal
of Human Resource Management, 23(15), 3063-3084.

Shaikh, M. A., Bhutto, N. A., & Maitlo, Q. (2012). Facets of job satisfaction and its
association with performance. International journal of business and social
science, 3(7), 322-326.

Shanawany, S. (2001). Personnel management and human relations.

Shrivastava, A., & Purang, P. (2011). Employee perceptions of performance appraisals:
a comparative study on Indian banks. The International Journal of Human
Resource Management, 22(03), 632-647.

Shrivastava, A., & Purang, P. (2011). Employee perceptions of performance appraisals:
a comparative study on Indian banks. The International Journal of Human
Resource Management, 22(03), 632-647.

Singh, J. K., & Jain, M. (2013). A study of employees’ job satisfaction and its impact on
their performance. Journal of Indian research, 1(4).

Singha, P., Raychaudhuri S. (2017). Non IAS/IPS Sector: An Analysis of In-Depth
Psychosocial Correlates behind the Job Satisfaction of the Employees. Journal of
Psychosocial Research, vol. 12, no 1, pp. 207— 215.

Sirin, A.F. (2009). Analysis of relationship between job satisfaction and attitude. Jour-
nal of Theory and Practice in Education, 5(1), 85-104

Spector, P. E. (1997). Job satisfaction: Application, assessment, causes, and
consequences (Vol. 3). Sage.

Stevens, P. A. (2005). The job satisfaction of English academics and their intentions to

quit academe (p. 262). National Inst. of Economic and Social Research.

121



Strebler M, Robinson D, Bevan S (2001), Performance Review: Balancing objectives
and

Sudin, S. (2011). Fairness of and satisfaction with performance appraisal process.
Journal of Global Management, 2(1), 66-83.

Sultana, A., Irum, S., Ahmed, K., & Mehmood, N. (2012). Impact Of Training on
Employee Performance: A Study of Telecommunication Sector in Pakistan.
Interdisciplinary Journal of Contemporary Research in Business, 4(6).

Susanj, Z., & Jakopec, A. (2012). Fairness perceptions and job satisfaction as mediators
of the relationship between leadership style and organizational commitment.
Psihologijske teme, 21(3), 509-526.

Swiercz, P. M., Bryan, N. B., Eagle, B. W., Bizzotto, V., & Renn, R. W. (2012).
Predicting employee attitudes and performance from perceptions of performance
appraisal fairness. Business Renaissance Quarterly, 7(1).

Tannenbaum, S. I., & Yukl, G. (1992). Training and development in work organizations.
Annual Review of Psychology, 43(1), 399-441.

Tekin, G., & Gorgiilii, B. (2018). Clayton Alderfer'in Erg Teorisi ve calisanlarin is
tatmini. Social Sciences Studies Journal.

Toppo, L., & Prusty, T. (2012). From performance appraisal to performance
management. IOSR Journal of Business and Management, 3(5), 1-6.

Tracey, J. B., & Hinkin, T. R. (2006). Contextual factors and cost profiles associated
with training. Journal of Applied Psychology, 91(1), 176-189.

Tuna, M., Ghazzawi, I., Yesiltas, M., Tuna, A. A., & Arslan, S. (2016). The effects of
the perceived external prestige of the organization on employee deviant
workplace behavior: The mediating role of job satisfaction. International Journal

of Contemporary Hospitality Management.

122



uddin, M. J., Luva, R. H., & Hossain, S. M. M. (2012). Impact of organizational culture
on employee performance and productivity: A case study of telecommunication
sector in Bangladesh. International Journal of Business and Management, 8(2),
63.

Usama, K.M., and Yusoff, W. F. W (2019). The Impact of Financial Literacy on
Business Performance. International Journal of Research and Innovation in Social
Science (IJRISS) [Volume I1l, Issue X, October 2019|ISSN 2454-6186

Vainieri, M., & Nuti, S. (2011). Performance measurement features of the Italian regional
healthcare systems: differences and similarities. Health management: Different
approaches and solutions, 299-312.

Van Der Wal, C. (2014). Transparency as a dimension of ethics in performance appraisal.
University of Johannesburg (South Africa).

Vasset, F.; Marnburg, E.; Furunes, T. (2011). The effects of performance appraisal in the
Norwegian municipal health services: a case study, Human Resources for Health,

9 (22): 1-12. https://doi.org/10.1186/1478-4491-9-22

Velnampy, T. (2008). Job attitude and Eemployees Performance of Public Sector
Organizations in Jaffna district, Sri Lanka. GITAM Journal of Management, 6(2),
66-73.

Volkwein, J. F., & Zhou, Y. (2003). Testing a model of administrative job satisfaction.
Research in Higher Education, 44(2), 149-171.

Vorina A., Simoni¢ M., Vlasova M. (2017). An Analysis of the Relationship Between
Job Satisfaction and Employee Engagement. Economic Themes, vol. 55, no 2,
pp. 243-262.

Vroom, V. H. (1964). Work and motivation. New York, USA: Wiley.

123


https://doi.org/10.1186/1478-4491-9-22

Wagacha, K. N., & Maende, C. (2017). Performance appraisal systems and employee
productivity in commercial banks in Nairobi County, Kenya. International
Academic Journal of Human Resource and Business Administration, 2(4), 329-
346.

Walsh, M. B. (2003). Perceived fairness of and satisfaction with employee performance
appraisal. Louisiana State University and Agricultural & Mechanical College.

Walters, M. (2005). The Performance Handbook. Institute of Personnel and
Development.

Warr, P. (2008). Work values: Some demographic and cultural correlates. Journal of
Occupational and Organizational Psychology, 81, 751-775.

Wharton, A. S., Rotolo, T., Bir, S. R. (2000). Social Context at Work: A Multilevel
Analysis of Job Satisfaction. Sociological Forum, vol. 15, no 1, pp. 65-90.

Wright, T. A., & Bonett, D. G. (2007). Job satisfaction and psychological well-being as
nonadditive predictors of workplace turnover. Journal of management, 33(2),
141-160.

Wright, T. A., & Cropanzano, R. (2000). Psychological well-being and job satisfaction
as predictors of job performance. Journal of Occupational Health Psychology,
5(1), 84-

Zalewska, A. (2009). Wiek, pte¢ i stanowisko pracy a zadowolenie z pracy.

124



APPENDIX A
AKENTENG APPIAH MENKA UNIVERSITY OF SKILLS TRAINING AND
ENTREPRENEURIAL DEVELOPMENT

SCHOOL OF GRADUATE STUDIES

DATA COLLECTION INSTRUMENT
QUESTIONNAIRE FOR STAFF
This questionnaire is designed to collect data on the effect of performance appraisal on
the performance of employees with job satisfaction as a mediating factor. You are kindly
requested to be as sincere as possible in providing answers to the questions below. You
should be rest assured that the information you provide will be treated with the

confidentiality it deserves.

PART A: BACKGROUND CHARACTERISTICS
1. Gender: Male[ ] Female [ ]
2. Age Group: Below 21yrs[ ] 21-30yrs[ ] 31-40yrs[ ] 41-50yrs|[ ]
Above 50yrs [ ]

3. Length of service: Below 1yr[ ] 1-5yrs[ ] 6-10yrs[ ] Above 10yrs[ ]
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PART B: RELATIONSHIP BETWEEN PERFORMANCE APPRAISAL AND

EMPLOYEE PERFORMANCE

Key: Strongly Agree [SA], Agree [A], Neutral [N], Strongly Disagree [SD], and

Disagree

Statement

SD

SA

1.

Since your last performance appraisal, have you

noticed an improvement in the quality of your work

Does the feedback from the performance appraisal
provide clear guidance on areas to improve in your

job performance

Does receiving a positive performance appraisal
motivate you to maintain or improve your current

level of performance

Does the performance appraisal process effectively
highlight areas where your performance could be

improved

Has the performance appraisal process encouraged
you to pursue further training or skill development to

enhance your performance

Has the performance appraisal helped you understand
and align your work better with the broader goals of

the company

After the appraisal, do you feel more driven to
collaborate and work effectively within your team to

improve collective performance
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PART C: RELATIONSHIP BETWEEN PERFORMANCE APPRAISAL AND

JOB SATISFACTION

Key: Strongly Agree [SA], Agree [A], Neutral [N], Strongly Disagree [SD], and

Disagree

Statement

SD

SA

1. The feedback | receive from performance appraisals
is constructive and helps me understand my strengths

and areas of improvement.

2. Regular performance appraisals contribute positively

to my overall job satisfaction

3. The performance appraisal process helps identify
opportunities for my professional growth and this

increases my satisfaction at work

4. Open communication during the performance

appraisal process enhances my overall job satisfaction

5. | believe that the performance appraisal process is fair

and unbiased, leading to higher job satisfaction

6. The outcomes of performance appraisals positively

influence my satisfaction with my job

7. | am satisfied with my job when | have a clear
understanding of the performance appraisal process

and criteria
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PART D: APPRAISAL PRACTICES THAT MAXIMIZES EMPLOYEES’
SATISFACTION AND PERFORMANCE
Key: Strongly Agree [SA], Agree [A], Neutral [N], Strongly Disagree [SD], and

Disagree

Statement SD |D |N |A

1. Performance appraisal system should clearly outline
the objectives and expectations for my role

2. There should be regular and constructive feedback

about my performance throughout the year

3. The goals and targets set during my appraisal should
align well with my long-term career aspirations and

personal growth.

4. During performance appraisal, there should be
relevant training and development opportunities to

address any identified growth areas

5. The performance appraisal system should recognize
and reward outstanding performance in a manner that

makes me feel valued

6. Employees should be allowed a significant voice in
the appraisal process, including setting objectives and

self-assessment

7. The appraisal process should be conducted

impartially, without any biases or favoritism.
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