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Introduction 

he essential trait and desire of every 

organization is creation of satisfied workforce 

that ultimately leads to optimum worker 

performance, because there are many factors which 

are directly related with job satisfaction such as 

performance, work morals, absenteeism, turnover, 

and productivity. 
Human resources are the most vital resources in any 

organization and have played a significant role in 

management and economic development in most 
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developing countries. Human resources development is the process of 

investing in people so that they are well equipped to perform up to 

expectations. These processes are part of an overall human resource 

development approach that hopefully may result in people being motivated 

to perform better (Fakharyan, Dini, & Dehafarin, 2012).  

Human resources plan, coordinate and control other resources (time, 

material, capital, etc.) in an appropriate form, and in order to achieve the 

goals and objectives of the organization. To ascertain the extent of 

achievement made requires the appraisal of the employee performance. 

Performance appraisal is defined as a process of assessing and 

communicating with employees on how they can improve their 

performances (Gungor, 2011 in Okolocha and Baba, 2016). Employee 

assessment is a formal process to measure and give feedback to them on 

performance and distribute rewards. The main objective of this study 

therefore, is to assess Performance Appraisal Exercise on the moral of 

workers. The study adopted the use of both primary and secondary sources 

of data. Also, simple percentage statistical analysis were used to analyze 

the data obtained from the respondents. A sample of 15 respondents was 

used to obtain the information from Gombe State University Non – 

Academic staff in the Works Department. The study shows that 

Performance Appraisal Exercise increases the moral of workers and their 

commitment to work. The study recommends among others that 

Performance Appraisal Exercise of employees should be carried out based 

on the adoption of the right Performance Appraisal Technique by the 

institution to avoid bias and unfair appraisal of workers. The study also 

recommends that workers who are found with the right attitude towards 

work should be praised, promoted and rewarded. 

 

Keywords: Performance Appraisal, workers, moral, Performance 

Feedback, Effects. 
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their qualities, performances and recognition of their potentiality to grow 

them in future (Nadeen et al, 2013 in Okolocha and Baba, 2016).  

According to Dessler (2008), performance appraisal is evaluating an 

employees’ current and/or past performance relative to his or her 

performance standards. Virtually, all organizations have some formal or 

informal means of appraising their employee’s performance. Hence, 

performance appraisal is any process that involves setting work standards; 

assessing the employees’ actual performance relative to those standards 

and; providing feedback to the employee with the aim of motivating them 

to eliminate performance deficiencies or to continue to perform above par. 

There is also the need to measure the performance of the employees in an 

organization in order to promote efficiency. 

Tertiary education has largely contributed in the development of 

knowledge by providing an enabling environment for innovation and the 

building of human capital that is required for a potential future economy. 

There is need to evaluate Staff Performance to achieve justice and equality 

among employees in tertiary institutions in order to raise the enthusiasm 

and competition among employees and to uncover the talent for the future 

(Nadeen et al, 2013).  

Research has shown that 100% of the institutions surveyed used Individual 

Annual Performance Appraisal, and it is done once in a year (Yugshina, 

2014). Annual performance appraisals enable management to monitor the 

institutional standards, expectations and objectives and to see whether 

delegation of responsibilities and tasks are achieved. It also establishes 

individual training needs for both male and female employees and enables 

institutions to identify training needs analysis and planning. In Gombe State 

University Tudun Wada, Performance Appraisal is done annually in order to 

help them identify and suggested areas for enhancement.  

Jims (2015) observed that Standard Appraisal System consists of collection 

of data in which information is extracted from, then converted into a real 

number called performance rating. Employees’ contribution to an 

organization depends on the evaluation of their ratings. 
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Performance appraisal involves an employee knowing what is expected of 

him and remain focused with the help of the supervisor, tells them how well 

they have done that motivates the employees toward the good 

performance. Therefore, employees, irrespective of the institutions they 

work, gender, qualification and experience, constitute a member of an 

organization, hence, their performance needs to be evaluated in order to 

improve on them, understand their strengths, weaknesses, motivate them 

and finally to improve on the efficiency and effectiveness of the 

organizational objectives. The skills acquired depend largely on the level of 

qualifications and experience. Experience, in this study, is classified as low, 

moderate or high depending on the number of years spent in the 

organization. 

Virtually, every organization has performance evaluation process that is 

expected to accomplish a number of important objectives with respect to 

human resources management. The major performance appraisal method 

used in tertiary institution like Gombe State University, is the Graphic rating 

scale, which is a scale that lists a number of traits and a range of 

performance for each employee. The employee is then graded by finding 

the score that best defines his or her level of performance for each trait. 

This method allowed the management to tailor the rating scale to reflect 

the skills necessary to perform the duties of the jobs in the institutions. 

Others are checklist evaluation method which consists of a series of 

performance questions that are traditionally given the option of ‘yes’ or 

‘no’; and Narrative Essay method which allows the evaluators to write an 

explanation about employee’s strength and weakness points for 

improvement at the end of evaluation time. These are the oldest and most 

widely used methods for performance appraisal. The methods offer 

valuable opportunities to focus on work activities and goals, to identify and 

correct existing problems, and to encourage better future performance 

(Dessler, 2008). 

Daoanis (2012) noted that committed employees feel a certain bond with 

the organization, which in the positive form, makes them more willing to 

perform. In reality, there are numerous factors that influence how 
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committed employees are to a company or organization. It has been 

confirmed that the more autonomy and responsibility that a job has, the less 

monotonous and dull that job also is and the more likely the worker is to 

enjoy and feel fulfilled by the work. Those individuals who feel motivated, 

challenged and satisfied in their jobs are much more likely to be committed 

to a given work environment, company or organization. 

Despite these enormous advantages; the methods are based on human 

assessment and are subject to rater errors and biases. A good appraisal 

system is the one devoid of raters’ bias (Okolocha, 2005). The rate of 

turnover and bad publicity about mismanagement creates an impression 

that there is something wrong with regard to service delivery, particularly 

in evaluating job performance of employees. Most employees, especially 

junior staff do not really understand the purpose and outcome of the 

performance appraisal process.  

Employees’ assessment is done with complete focus on “person” personal 

“trait” which may contribute to performance but are not measures of actual 

out-put. More so, heads of Department/Unit in most cases were not trained 

on how to assess and give honest feedback in evaluating process. As a 

result, employees perceive performance appraisal as procedurally fair as 

employees will reciprocate by engaging in behaviour which is outside their 

job role. These problems hampered performance appraisal of office 

employees and proper feedback from the raters of both institutions under 

study. 

In many Nigerian organizations, performance appraisal is viewed and 

conducted solely in terms of its evaluative aspect thereby overlooking its 

use for facilitating growth and development in workers through training, 

coaching, counselling and feedback of appraisal information. Performance 

appraisal is accorded a lesser role in Nigerian organizations as more 

emphasis is given to selection, training, development and salary 

administration (Banjoko in Asamu, 2013 in Okolocha and Baba, 2016). This 

means that organizations are putting the cart before the horse and are in 

turn stifling genuine individual and organizational growth. It would be 

inappropriate for organizations to emphasize more on training without 
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paying special attention to performance appraisal as Armstrong (2012) 

writes that it is the outcome of performance appraisal that would reveal 

training needs. 

In organizations, especially tertiary institutions, both the services of 

Academic and Non Academic staffs are employed to contribute to the 

overall success of the organization. But despite the fact that various studies 

have been conducted to assess performance appraisal and job performance 

of employees in organizations, none has been carried in Gombe State 

University where employees, especially Non Academic staff continue to 

show dissatisfaction after the appraisal exercise. This has therefore 

provoked this study on the Effects of Performance Appraisal Exercise on 

Moral of Workers of office employees (Non Academic staff) in Gombe State 

University, Nigeria. 

 

Statement of the Problem 

Organizational performance and its resultant efficiency and effectiveness 

can only be achieved when individuals are continuously appraised and 

evaluated. The main challenge that faces head of organizations and 

managers in all types of organizations is how to get maximum performance 

from their employees. Performance Appraisal, therefore, seems to be 

inevitable. In the absence of a carefully structured system of appraisal, 

people will tend to judge the work performance of others, including 

subordinates, naturally, informally and arbitrarily. The human inclination to 

judge without a structured appraisal system can create serious 

motivational, ethical and legal problems in the workplace. Without a 

structured appraisal system, there is little chance of ensuring that the 

judgments made will be lawful, fair, defensible and accurate. It is in the light 

of this that the present study intends to assess the Effects of Performance 

Appraisal Exercise on the Moral of Workers (Non Academic staff) in Gombe 

State University. 
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Objectives of the Study 

The major objective of this study is to assess the Effect of Performance 

Appraisal Exercise on the Moral of workers (Non Academic staff) in Gombe 

State University. Specifically, the study seeks to determine: 

1. whether performance appraisal is done effectively and efficiently in 

Gombe State University.  

2. The extent to which Performance Appraisal Exercise boosts the moral 

of workers and commitment to work in Gombe State University. 

3. The extent to which Performance Appraisal Feedback enhances the 

moral workers of office employees in Gombe State University. 

4. The extent to which performance appraisal enhances employee 

motivation on the job in Gombe State University. 

5. To identify challenges or otherwise inherent in Performance Appraisal 

system in Gombe State University. 

 

Hypotheses 

The following hypotheses are formulated to guide the study. These are: 

H0:  There is no significant relationship between Performance Appraisal 

Exercise and the Employee morale in Gombe State University.  

H1:  There is significant relationship between Performance Appraisal 

Exercise and the Employee Morale in Gombe state University. 

 

Literature Review/ Theoretical Framework 

Performance appraisal can be viewed as the process of assessing and 

recording employee performance for the purpose of making judgements 

about employee that lead to decisions (Cook and Crossman, 2004).  

In simple terms, performance appraisal may be understood as the 

assessment of an individual's productivity in a systematic way, the 

productivity being measured against factors such as job knowledge, quality 

and quantity of output, initiative, leadership abilities, supervision, 

dependability, cooperation, judgement, versatility, health and the like (De 

Waal, 2004).  
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According to Cardy and Leonard (2011), Performance appraisal may be 

defined as a structured and formal interaction between a subordinate and 

supervisor, that usually takes the form of a periodic interview (annual or 

semi-annual), in which the work performance of the subordinate is 

examined and discussed, with a view to identifying weaknesses and 

strengths as well as opportunities for improvement and skills development.  

In many organizations, appraisal results are used, either directly or 

indirectly, to help determine reward outcomes. That is, the appraisal results 

are used to identify the better performing employees who should get the 

majority of available merit pay increases, bonuses, and promotions. 

Employee performance reviews can be one of the best tools to boost 

performance, improve morale and increase productivity. When done 

properly, performance appraisal is an effective planning tool for managers 

and provides important feedback to employees. 

Performance appraisal usually reviews past actions and behaviour and so 

provide an opportunity to reflect on past performance. But to be successful, 

they should also be used as a basis for making development and 

improvement plans and reaching agreement about what should be done in 

the future.  

Manoharan, Muralidharan and Deshmukh (2009) posited that Performance 

Appraisal is an important management tool to assess employees’ efficiency 

in the workplace. Performance appraisal is intended to engage, align, and 

coalesce individual and group effort to continually improve overall 

organizational mission accomplishment (Cardy and Leonard, 2011).  

In some organizations, appraisal results may be used to determine relative 

rewards in the firm, who should get merit pay increases, bonuses, or 

promotions. Similarly, appraisal results can be used to identify the poorer 

performers who may require some form of counselling, demotion, dismissal 

or decreases in pay. 

Performance appraisal plays a key role to measure the employee’s 

performance and help the organization to check the progress towards the 

desired goals and objectives (Platts & Sobotka, 2010). Now organizations 

are using performance appraisal as a strategic approach by coordinating the 
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human resource functions and business policies. They are focusing on it as 

it is a broad term covering number of activities like examining employees, 

improving abilities, maintaining performance and allocating rewards 

(Muhammad, 2013).  

Performance Appraisal helps align individual goals and objectives with the 

organization goals. The system engages, motivates employees and thereby 

directs them towards achieving the strategic goals of the organization 

(Boachie-Mensah, 2011).  

As the old adage says, "the behaviours we reward are the behaviours we 

get". So workers should be rewarded based on their experience, 

competencies and dexterity, presence of mind, ability to engage in trouble 

emergencies and uprightness in dealing with co-workers. 

 

Methods of Performance Appraisal 

There are many methods of performance appraisal that have been 

developed by researchers. However, the study will discuss few of them.  

 

Ranking Method:   

According to Wayne (1992) under this method, superior ranks his 

subordinates in order of their merit, starting from the best to the worst. The 

relative position of each employee is expressed in terms of his numerical 

rank. In this type of appraisal, individuals are ranked from highest to lowest. 

It is assumed that the difference between the first and second employee is 

equal to difference between 21st and 22nd employee.  

 

Management by Objectives Methods:  

MBO is a technique credited to management guru Peter Drucker, to 

describe a method of performance management that is based on the 

setting of clear and measurable objectives, and the use of those objectives 

to evaluate and review performance. When done correctly, MBO is probably 

the best way to plan for and create effectively performing employees 

(Drucker, 1954). The Principle behind MBO is to make sure that everybody 

within the organization participate in goals setting, has a clear 
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understanding of the aims, or objectives of that organization as well as 

awareness of their own roles and responsibilities in achieving those aims. 

According to McNamara (2000) in MBO, management and employees work 

together to set goals with the intent of helping employees to achieve 

continuous improvement through an ongoing process of goal setting, 

feedback and correction.  

 

Essay Appraisal  

In Essay appraisal, the appraiser prepares a written statement about the 

employee being appraised. The system usually concentrates on describing 

specific strength and weakness in job performance. It also suggests courses 

of action to remedy the identified problem areas. The biggest drawback to 

essay appraisals is their unpredictability and inconsistency in length and 

content. Moreover, since different essays touch on different aspects of a 

person’s performance or personal qualifications, essay ratings are difficult 

to combine or compare.  

 

Graphic Rating  

The graphic rating scale assesses a person on the quality and quantity of 

work (outstanding, above average, average, or unsatisfactory) and on a 

variety of other factors that vary with the job but usually include personal 

traits like reliability and cooperation. It may also include specific 

performance items like oral and written communication. This scale has 

come under frequent attack, but remains the most widely used rating 

method (Berkshire and Highland 1953). 

 

360 Feedback Method:  

According to Ward (1995) 360 degrees feedback is the systematic collection 

and feedback of performance data on an individual or group derived from a 

number of the stakeholders on their performance. 360 degrees which is also 

called multi-source assessment or multi-rater feedback.   
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Importance of Performance Appraisal 

Performance Appraisal Systems (PAS) are not, as many as critics say, useless 

and evil. When paying attention to careful PAS, planning and proper 

techniques should be used, PA might be perceived not only as irreplaceable 

tool for recognizing and rewarding good performance and correcting poor 

performance, but mainly as a way to maintain long-term development 

within an organization. 

During a research carried out when preparing this work, an author found a 

variety of views on PA and all of its aspects. Often, opinions were 

completely opposed. That gives evidence that, in contrast to management 

topics, performance appraisal as a whole is very hard to do “Right”, since 

there are not many “Right” solutions that would have no opponents.  

An effective PA opens with a list of areas in which the employee being 

evaluated has exhibited above average performance. Beginning on a 

positive note and providing an example of how to perform tasks properly 

which sets the tone for the review meeting. This is an effective morale 

booster as well. 

 

Workers Moral  

Moral is concerned with the principles of right and wrong behaviour. It has 

to do with holding or manifesting high principles for proper conduct. It also 

means standards of behaviour; principles of right and wrong. Cambridge 

dictionary defines moral as activity relating to the standards of good or bad 

behaviour, fairness, honesty, etc. that each person believes in, rather than 

to laws. 

Morality is the differentiation of intentions, decisions and actions between 

those that are distinguished as proper and those that are improper 

(Wikipedia). Philosophically, Morality speaks of a system of behaviour in 

regards to standards of right or wrong behaviour. The word carries the 

concepts of: (1) moral standards, with regard to behaviour; (2) moral 

responsibility, referring to our conscience; and (3) a moral identity, or one 

who is capable of right or wrong action. Common synonyms include ethics, 

principles, virtue, and goodness. 
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In the organizational context, performance is usually defined as the extent 

to which an organizational member contributes to achieving the goals of 

the organization. Employees are a primary source of competitive advantage 

in service-oriented organizations (Luthans & Stajkovic; Pfeffer, in Asamu, 

2013). In addition, a commitment performance approach views employees 

as resources or assets, and values their voice.  

Employee performance plays an important role for organizational 

performance. Employee performance is originally what an employee does 

or does not do. Performance of employees could include: quantity of 

output, quality of output, timeliness of output, presence at work, 

cooperativeness (Gungor, 2011). Boachie-Mensah (2011) posited that 

improved individual employee performance could improve organizational 

performance as well. 

 

Performance Feedback 

Performance feedback is a critical component of all performance 

management systems. It can be defined as information about an 

employee's past behaviours with respect to established standards of 

employee behaviours and results. Effective performance feedback is timely, 

specific, behavioural in nature, and presented by a credible source. The 

goals of performance feedback are to improve individual and team 

performance, as well as employee engagement, motivation, and job 

satisfaction (Aguinis, 2009).  

Performance feedback is effective in changing employee work behaviour 

and enhances employee job satisfaction and performance (Bahrija, 

Herzegovina & Mirela, 2012). On the other hand, it is necessary to analysis 

and understand the feedback which is always ignored in its complexities. 

Feedback may improve performance under some conditions. However, in 

other conditions, feedback may not impact performance or even prove 

detrimental to performance (Shubhangi, Priyanka & Pratibha, 2012). 

According to this perspective, it further indicates that a number of factors, 

including characteristics of the feedback source and message, and timing 
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issues such as the amount and frequency of feedback employees received 

attitudinal outcomes of feedback. 

Cardy and Leonard (2011) pointed out that the main aim of the feedback 

system is to inform the employee about the quality of his or her 

performance. However, the information flow is not exclusively one way. The 

appraisers also receive feedback from the employee about job problems, 

etc. Supervisors should use performance appraisals periodically – at least 

quarterly – to assess employee performance and progress. Performance 

appraisals are a compilation of employee performance information and are 

useful discussion starters. Supervisors should provide feedback to 

employees regularly - not just in the annual performance appraisal. 

Employees like regular feedback and an effective supervisor takes time 

every day for employee feedback. Supervisors become more comfortable 

with feedback, get better at giving feedback, and can learn to nip problems 

before they become big. Supervisors can improve performance appraisals 

by involving the employee in the discussion all year long. Then the official 

performance appraisal day is just an extension of the normal performance 

discussion. 

 

Justice Theory 

The Justice Theory by Rawls (1971) was used to explain the Effect of 

Performance Appraisal Exercise on the Moral of Workers in Gombe State 

University. The theory states that organizational justice refers to 

perceived fairness in the working place which comprises: Procedural, 

Distributive, Interpersonal, and Informational Justice related to 

performance appraisal exercise in an organization. The study 

incorporated all four justice dimensions into one theoretical framework. 

The procedural, distributive, interpersonal, and informational justice 

were related to social relationship, either with the organization (i.e. 

procedural and distributive justice) or with the supervisor (i.e. 

interpersonal and informational justice), whereas distributive justice is 

related more to an economic exchange relationship.   
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The procedural justice concerned with the perceived fairness of the 

procedure that the Gombe State University and raters use during the 

appraisal of employees’ morale. The procedure can be in terms of 

involving employees in the process of organizational goals setting, and 

setting criteria of measuring employee’s morale and productivity.  

Distributive justice deals with the proportional relationship between 

employee’s inputs in terms of effort, ability, time and training, and the 

outcomes they receive e.g. payment, promotion and other rewards that 

are fair to employees in Gombe State University that motivate them to 

put their best.  

Also, interpersonal justice involves perception of fairness that relate to 

the way rater treats the person being evaluated; it concerned with the 

perceived fairness of interpersonal interaction between superior and 

subordinate during the performance appraisal session in the 

organization. 

The informational justice is concerned with the perception of fairness in 

terms of information about procedures in form of honest, sincere and 

logical explanations and justifications of any component of the appraisal 

process.   

 

Relevance of the Theory 

The theory is of great importance to the study because some people are of 

the opinion that   performance appraisal exercise has no direct bearing with 

the workers morale in an organization. Justice Theory use to explain the 

effect of Performance Appraisal Exercise on the employee morale. The 

theory states that organizational justice refers to perceived fairness in the 

working place which comprises: Procedural, Distributive, Interpersonal, and 

Informational Justice related to performance appraisal exercise in an 

organization.  

Justice theory under this study is an attempt to bring insight on how justice 

and fairness transform the morale of an employee toward the 

organizational goals and objective which at the end lead to efficiency and 

effectiveness in the organization.  
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Methodology 

Historical Background of the Study Area  

Gombe State University was born in an atmosphere of doubt, skepticism 

and, in some quarters, downright denunciation.  

The first major event to signal the commencement of the operations of 

Gombe State University took place on the 15th of February, 2005 with the 

inauguration of the Governing Council of the University. The inauguration 

ceremony was organised and well attended. The proceeding of the historic 

event was televised live on the national television (Adamu and Jimada, 

2014). 

 

The Administrative Set-up of the University 

The administrative structure of the university consists of the Vice - 
Chancellor's office, the Registry office, the Bursary, the Library and the 
Works Department. In the Vice - Chancellor's office there is the protocol and 
Information Division which is mainly concerned with the reception of 
visitor's to the University and the dissemination of information. It is the 
Image making unit of the university. The Audit and Security Units are equally 
under the Vice-Chancellor's Office. The Students' Affairs Division is also 
under the Vice-Chancellor's Office. There is also the University Clinic which 
is part of the Non Academic staff in the university (Adamu and Jimada, 
2014). 
The school of basic and remedial studies also has Non Academic staff. More 

so, the various Faculties and Departments also have Non Academic staff. 

 
Sources of Data Collection 

The data for this study was drawn from both Primary and Secondary 
sources. The Primary data was collected from the Respondents in the field 
of study through the use of Questionnaires, while the Secondary data was 
collected from Books Journals, Internet etc. 
 

Sample Size/ Sample Procedure 

In studying the entire Population, the Non Academic Staff in the Works 

Department of Gombe State University are qualified for this study and a 

Sample size of Fifteen (15) Respondents were drawn from the Population. 
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The Sample for this study was drawn using Simple Random Sampling 

Method and the Respondents were classified into groups based on 

Characteristics, Sex, Age, and Qualification. The Sample was drawn from 

each category.  

 

Instrument of Data Collection  

The Instrument used for the collection of data for this research was mainly 

through the use of the Questionnaires which contained both open and close 

ended questions. This is to enable the Researcher get firsthand information. 

 

Data Presentation and Analysis 

This Chapter is concerned with the presentation of the results collected 

from the Respondents in the field which serves as the Primary source of 

Data for the Research. 

 

Discussion of Findings 

In essence, Fifteen (15) Questionnaires were distributed to the 

Respondents. Out of this number, Twelve (12) Questionnaires were 

returned and three (3) got missing in the process. 

However, in analysing the Questionnaire, the number of Respondents who 

responded either positively or negative to a question is divided by the Total 

Number of Questionnaires and Times by Hundred divided by one. 

                No of Yes/No __ x     100 

Total Number of Questionnaires                 1 

 

Personal Data 

 TABLE 1: GENDER 

OPTIONS NO. OF RESPONDENTS PERCENTAGE 

MALE 10 83.3% 

FEMALE  2 16.7% 

TOTAL 12 100% 

 (Source: Field Survey, 2021) 
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The Table above indicates that 10 respondents who constitute 83.3% are 

Males, while 2 respondents who cover 16.7% are Females. Therefore it clearly 

indicate Majority of the respondents are Males. 

 

TABLE 2: AGE 

OPTIONS NO. OF RESPONDENTS PERCENTAGE 

18 – 24 1 8.3% 

25 – 29 1 8.3% 

30 – 34 4 33.3% 

35 – Above 6 50% 

TOTAL 12 100% 

 (Source: Field Survey, 2021) 

 

The Table above shows that 1 respondent who cover 8.3% is within the ages 

of 18 – 24, Also 1 respondent who constitute 8.3% is within the Ages of 25 – 

29, again 4 respondents consisting of 33.3% fall within the ages of 30 – 34, 

and 6 respondents who cover the remaining 50% are within 35 and above 

years. Therefore, the result from the table pointed out that Majority of the 

Respondents who responded to the questions fall within 35 and above 

years.  

 

TABLE 3: MARITAL STATUS 

OPTIONS NO. OF RESPONDENTS PERCENTAGE 

SINGLE  - 0% 

MARRIED  12 100% 

DIVORECED - 0% 

WIDOWED - 0% 

TOTAL 12 100% 

 (Source: Field Survey, 2021) 

The Table above indicates that 12 respondents who constitute 100% are 

married. This clearly indicate that all the respondents are married. 
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TABLE 4: HIGHEST EDUCATIONAL QUALIFICATION  

OPTIONS NO. OF RESPONDENTS PERCENTAGE 

SSCE 1 8.3% 

ND/DIPLOMA 4 33.3% 

HND/DEGREE 3 25% 

MSc. 4 33.3% 

PhD. - - 

TOTAL 12 100% 

 (Source: Field Survey, 2021) 

 

Table 4 above implies that, 1 respondent representing 8.3% is SSCE Holder, 

the ND/Diploma with 4 respondents representing 33.3%, HND/Degree with a 

total of 3 respondents covering 25%, 4 respondents who constitute 33.3% are 

MSc Holders. Therefore, majority of the responses come from the 

ND/Diploma and MSc holders. 

 

General Questions 

Question 1: Are you aware of Performance Appraisal Exercise in Gombe 

State University? 

OPTIONS NO. OF RESPONDENTS PERCENTAGE 

YES 9 75% 

NO  3 25% 

TOTAL 12 100% 

 (Source: Field Survey, 2021) 

 

The information from the above table outlined that 9 respondents covering 

75% answered yes, and 3 respondents who constitute 25% answered No. 

Therefore, majority of the respondents said that they are aware of 

Performance Appraisal Exercise in Gombe State University. 

 

Question 2: Is Performance Appraisal carried out efficiently and effectively 

in your Organisation? 
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OPTIONS NO. OF RESPONDENTS PERCENTAGE 

YES 10 83.3% 

NO  2 16.7% 

TOTAL 12 100% 

 (Source: Field Survey, 2021) 

 

The above table confirms that 10 respondents representing 83.3% answered 

yes and 2 respondents who constitute 16.7% are on the contrary. Thus, 

majority of the respondents are of the view that Performance Appraisal 

Exercise is carried out efficiently and effectively in Gombe State University. 

 

Question 3: Does Performance Appraisal Exercise boost the Moral of 

Workers in your Organization? 

OPTIONS NO. OF RESPONDENTS PERCENTAGE 

YES 9 75% 

NO  3 25% 

TOTAL 12 100% 

 (Source: Field Survey, 2021) 

 

Table 3 above outlined that 9 respondents covering 75% answered yes, and 

3 respondents who constitute 25% answered No. this shows that 

Performance Appraisal Exercise boost the Moral of Workers in Gombe State 

University. 

 

Question 4: Do you think Performance Appraisal Feedback enhances Job 

Performance? 

OPTIONS NO. OF RESPONDENTS PERCENTAGE 

YES 9 75% 

NO  3 25% 

TOTAL 12 100% 

 (Source: Field Survey, 2021) 
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The information obtained from the table above clearly points out that, 

majority of the respondents that is, 9 respondents representing 75% 

comments Performance Appraisal Feedback enhances Job Performance 

while 3 respondents representing 25% are of the view that it does not. 

 

Question 5: Does Performance Appraisal enhance Motivation in your 

Organization? 

OPTIONS NO. OF RESPONDENTS PERCENTAGE 

YES 9 75% 

NO  3 25% 

TOTAL 12 100% 

 (Source: Field Survey, 2021) 

 

Table 5 above indicates that 9 respondents who are the majority 

representing 75% are of the view that Performance Appraisal Exercise 

enhances Motivation in Gombe State University. While the remaining 3 

respondents who represents 25% are on the contrary. 

 

Question 6: Does Performance Appraisal Exercise shape your Attitude as a 

Worker in Gombe State University? 

OPTIONS NO. OF RESPONDENTS PERCENTAGE 

YES 8 66.7% 

NO  4 33.3% 

TOTAL 12 100% 

 (Source: Field Survey, 2021)  

 

The above table clearly spelt out that 8 respondent representing 66.7% 

responded positively, and 4 respondents covering 33.3% responded 

negatively. Therefore, majority of the respondents believes that 

Performance Appraisal Exercise shape the attitude of workers in Gombe 

State University while the remaining do not believe. 
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Question 7: Are you facing challenges with Performance Appraisal Exercise 

in your Organization? 

OPTIONS NO. OF RESPONDENTS PERCENTAGE 

YES 7 58.3% 

NO  5 41.7% 

TOTAL 12 100% 

 (Source: Field Survey, 2021) 

 

The information in the table 7 above, categorically pointed out that 7 

respondents who cover 58.3% answered yes, and 5 respondents who cover 

41.7% answered no. As such majority of the respondents are of the view that 

they are not facing challenges with Performance Appraisal Exercise. 

 

Question 8: What is your opinion regarding Performance Appraisal 

Exercise in Gombe State University?  

OPTIONS NO. OF RESPONDENTS PERCENTAGE 

(a) To be continued 10 83.3% 

(b) Not to be 

continued  

- - 

(c) No response 2 16.7% 

TOTAL 12 100% 

 (Source: Field Survey, 2021) 

 

From the above table 10 respondents who are the majority covering 83.3% 

want Performance Appraisal Exercise to be continued while the remaining 

2 respondents who cover 16.7% did not give response to the question.  

 

Summary of Major Findings 

This research is purposely designed to measure the effect of performance 

appraisal exercise on the moral of workers. Based on the data analyzed in 

the course of this research, the following findings were observed:  
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Firstly, the Performance Appraisal Exercise was conducted efficiently in 

Gombe State University. Also the study revealed that in one way or the 

other the Performance Appraisal Exercise improve the moral of workers in 

Gombe State University. 

Also the findings revealed that the Performance Appraisal Exercise 

feedback enhances the workers performance in Gombe State University.  

Furthermore, the findings revealed that the performance appraisal exercise 

in Gombe State University does not encounter major challenges to both 

parties involved.  

Finally, majority of the respondents opined that the performance appraisal 

exercise should be continued on interval basis to aid both the management 

and staffs to develop the organizational goals and objective. 

 

Summary, Conclusion and Recommendations 

Summary 
From the study, it is found out that the Performance Appraisal Exercise 
contribute to the extent that the worker had increase their moral through 
such exercise. Performance Appraisal Exercise also aid the management to 
identify the areas that need to be ameliorated by the workers.  
Lastly, the study discovered that the workers had interest in an Annual 
Performance Appraisal Exercise conducted by the institution. 
       

Conclusion 
In conclusion, the study revealed the effect of Performance Appraisal 
Exercise on the moral of workers in Gombe State University Non-Academic 
staffs (works department) of the institution. It was also revealed that the 
Performance Appraisal Exercise was conducted in Gombe State University 
particularly on annual basis as opined by the respondents. Lastly the study 
realized the effort and interest of Non-Academic staffs of the institution 
toward such exercise.   
 

Recommendations 

Based on the findings and discussion in the study, the following 

recommendations were made to provide ways of improving moral of 

workers in an organization like Gombe State University. 
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i. Government should provide necessary materials that will aid 

the management of the institution to effectively discharge 

their duties.  

ii. Gombe State University management board should ensure 

strictness and fairness in conducting such exercise. 

iii. Performance appraisal exercise should be annually conducted 

by the Institution. 

iv. Where workers are found with the right attitude to work, they 

should be praised, promoted and rewarded for such kind 

gesture.   

v. Lastly, the Management Board of the Institution should ensure 

annual training and development of their workers. 
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