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Abstract

This study was carried out to examine how job satisfaction can be enhanced
through effective performance appraisal in secondary school in Kwara State. It
focused on what influence job satisfaction and impact of such influences and the
use of effective performance appraisal system in enhancing job satisfaction
among teachers in secondary. Survey research design was used for this study. The
population for the study comprised all the teachers in Government Day
Secondary School, Adeta, Ilorin. The teacher sample was fifty (50)out of which
thirty (30) respondents returned their questionnaire. In analyzing the data
collected, simple percentage is used, while z-score test was used to test the
hypotheses. The study findings revealed that there ts no significant relationship
between job satisfaction and appraisal systen among the secondary school
teachers in Kwara State. The study concluded that effective appraisal system will
enhance performance of teachers in secondary schools. On the basis of this
finding, the study recommended that government and policy makers should
provide a conducive environment for teachers in order to enhance job satisfaction
among the secondary school teachers.

Keywords: Appraisal System, Performance Appraisal, Secondary School. Job
Satisfaction
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Introduction

It has been established that a manager’s job is to achieve results through people.
The major pre-occupation of man has been work which is a central attribute of our
society. It occupies a greater proportion of human activities and the economic
reward obtained from it determines to a greater extent individual’s rewards and
standard of living. As a result of this, man is motivated to work because he
believes that this engagement in work will bring him to a state of being satisfied
more than his present state. Since it is a natural phenomenon for individual to
work, satisfaction with the job is a pre-requisite for an effective and efficient
performance which will eventually lead to the improvement of job satisfaction of
employees when the performance is effectively appraised and rewarded.

The concept of job satisfaction with its effects on workers psychological well-
being has been a matter of concern for many years. This is due to the fact that a
satisfied worker is invariably an efficient and effective employee. A satisfied
worker 1s an asset to an organization. The postulate of a positive relationship
between employees motivation and subsequent moral and assumed happiness
dated back to Frederick Taylor’s principles of scientific management theory,
which asserts that interest between the employer and employee give rise to
workman getting what he wants most i.e. high wages and the employer, what he
too wants, which is a low labour cost. This means recognizing the importance of
human element in organization coupled with the satisfaction of this element on
the attainment of organizational objectives and goals. Performance appraisal is
the process of appraising staff performance against previously agreed standard
and targets. Therefore, the essence of performance appraisal is to assess and
determine the quality of contributions and possible worth of potential. It is a
system of determining how well an individual employee has performed during a
period of time. It is frequently used for determining employees excellence in
mattefs pertaining to his present job and his potential for a better job
(Ivancevich,2004), Beach,(1975). The objective of the study is to examine the
relationship between job satisfaction and appraisal system among the teachers in
secondary school in Kwara State.

The study is significance because it will assist teachers to know the strategic role
of performance appraisal. It is significance to the school authority in the sense that
it will serve as a means of evaluation of teachers. The study will assist the school
authority to pinpoint the teachers that are doing his/her jobs as expected.
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Literature Review

Aderounmu (2004) posited that there is an inconclusive debate regarding the
nature of the relationship between a person’s job satisfaction and his job
performance. There are two main propositions on this issue; while one arcues that
satisfaction causes performance, a more recent view point states that performance
causes satisfaction. These two prepositions are reviewed briefly below:

The “Satisfaction Causes Performance” Propositions:

The main assumption of this proposition is that the extent to which employee has
feeling of job satisfaction significantly affects his/her job performance. This is the
basic assertion of the human relations movement whose emphasis after the
Hawthorne studies of Elton Mayo. viewed the morale-productivity relationship
quite simply as: higher morale would lead to improved productivity. This is a
reflection of the popular belief that a happy worker is a productive worker and the
idea that the factors which are conducive for efficiency in an oreanization are not
necessarily the same as those factors that make for happiness. teamwork and
‘morale sometimes question the claim that management can increase productivity
by satistying the employees’™ needs. The claim that satisfaction leads to better
performance has been rejected by Vroom whose revelation is known as
Expectancy theory, which posits that motivation with be hich when workers’
belief that high levels of effort will lead to high performance and will lead to the
attainment of desired outcomes.

Determining Factors of Job Satisfaction

Gareth (2000) and David (2002), were of the view that. since a satisfied worker is
invariably an efficient and effective worker and serves as an asset to the
organization, there is the need to evaluate the factors influencing the job
satisfaction of individual employee in an organization. The determining factors of
job satisfaction include:

Work: Work attributes that have been found to be related to work interest and
satisfaction include, opportunities to use one’s valued skills and abilitics:
opportunities for new learning, creativity, variety, control over work method and
work pace. job enrichment (which involves increasing responsibility and control)
and complexity. While cach of the features is conceptionally different from one
another, there 1s one element which they have in common which is clement of
mental challenge. In the absence of adequate mental challenge or presence of
work task that is accomplished automatically i.e. without skill or effort” one
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experience boredom which is the opposite of interest. If challenge of work is
sufficiently greater and accepted by the employee, he will become both interested
and involved in the job.

Challenge stimulates involvement because it requires the exercise of individual
judgement and choice, actions and outcomes for which one takes personal
responsibility will ordinarily produce great effect than those for which one is not
responsible because more of one’s self i.e one’s ego is involved in the job. Also,
challenge requires commitment to the goal one is seeking as too little challenge
can result in dissatisfaction; even if the degree of challenge is too great that the
individual cannot cope with it can make him experience a sense of failure and
frustration with his work. If the challenge is moderate, in the sense that success is
difficult but possible, then the individual will experience pleasure and satisfaction.
Thus, there must not be only opportunities or challenges on the job but these
challenges must be successfully overcome for the individual to experience job
satisfaction.

Pay:This includes employees’ base salaries, pay raises and bonuses and is
determined by some factors such as characteristics of the organization,
characteristics of the job. and levels of the performance. On the basis of
performance evaluation, managers should distribute pay to employees. By
rewarding high-performing employees with pay raises bonuses, etc, managers
increase the likelihood that an organization’s most valued resources are motivated
to continue their high levels of contribution to the organization; and when pay is
linked to performance, high-performing employees are more likely to stay with
the organization thereby gaining more satisfaction with the job.
Promotion:Satisfaction with promotion can be viewed lime pay as a function of
the frequency of promotion in relation to what is desired and the importance of
promotion to the individual. The roots of the desire would include the desire for
justice (if one has earned the promotion), the desire for psychological growth
(which is made possible be greater responsibility) and the desire for social status
(for those who based their self-image on what others think of them).

While equity exists when a person perceives his/her own outcome/input ratio to
be equal to another person who is perceived to be similar to one self’s
outcome/input ratio and it is defined as a factor that influences a person’s value
standard concerning desired number of promotions; it is not the only facter. it is

casily believed that an employee can appraise the promotion system in his
“organization as fair and yet be dissatisfied with his chance of promotion stmply
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because there is none. Such an individual’g value standard would depend upon his

personal ambition and career aspiration, A“L‘rml‘ivcel a E indwiduzﬂ ey V-@

the promotion system in his organization yg Unfais zmzi/’still be ersonaliycsatisfied

with it, because he does not desire to be Bromoted. Since 1'Iz)motion By

entails an increase in responsibility and . diffic.ulty o I;ndividual gy e
;

not feel up to such a challenge will not deg; . t0 be promoted or will at least be in
conflict at the prospect. P

Working Conditions Physical:Generally, ¢ ) . N —
which are not dangerous or uncomforluhnll[.)l(1;{/?:;S :edslU:C?htff;:tjilsoszs;lniz
temperature, humidity, ventilation, lightipe | noisg' I deracte rather than
extreme degrees are preferred SiNCe eXtreme yuse’s physical discomfort and
reduction in one’s ability to work. Physijcy, conditions Is)ugh a; ihose. mentioned
above unless they are extremely good or 4 wre usually taken for eranted by
most employees. The basic principle underlyi’n; Be e;n ylo ce’s refoerence for
pleasant working conditions are: the desire fOl‘D h sic'ﬂp cgmfortpbased o WS
physical needs and: the desire for conditing whicrl)w ?acilcimte and/or do not block
the attainment of his work. It has beey ‘

‘ g . - €en observed that complaints about the
physical working conditions are SOmetimes gy101s or manifestations of deeper

frustration (for example, anxiety, persopy problems, distrust of management

dislike for work itself, etc) and disappear When those problems are resolved T
satisfaction is ensured for the employee.

W/EhieE I?rogrammes, Trau.mng e DCVC}‘)Dment: Welfare 1s a corporate attitude

or commitment reflected in the expresseq care for all employees. Three major

welfare provisions which employees ¢y reasonably expect o enjoy as B
(e

rights are: Right to health and safety; fight (o be manaced fairly and right to
information and communication. Notable g, : T e e =
Signs of poor welfare programme In an

orgamzapon "Y‘“ mclyde o pmduqivi[}’, increased accident rate, increased
absenteeism, high staff turnover, etc. ].h-.‘ii'l.lno and development helps to ensure
that organizational members have the k“”Wlezo(e and xkillfthey need to perform
. ~ = I .
Lo . J,Obs giseiily: 550 nevy "®Sponsibilities, and adapt to changing
conditions and challenges thereby leading 10 job satisfaction for the employees
- N Outlol b D, D

-oanization can determined the nature (¢ o . . ,
Olod”‘?‘ 10 e ed the Nalure of 4y individual’s work task, his work
load, his degree of respansibility (1.e wh i responsible to who and for what), his
rate of pay and physical condition of the work. which can all €0 a long way in

o . N ¢ C FEA IR =
determining an employee’s satisfaction wi, his job
5 job.
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Motivational Theories
An organization with the best strategy n place and appropriate organizational
architecture will be effective only if its members are motivated to perform at a
high level. The following important the theories will be discussed as they relate to
this study: |

Expectancy Theory

Maslow’s Theory of Needs

Herzberg’s Motivator — Hygiene Theory

Equity Theory

McGregor’s Theory X and Y

Expectancy Theory:Victor Vroom (1964), posits that motivation will be high
when workers believe that high levels of effort will lead to high performance and
eventually lead to the attainment of desired outcomes. Expectancy Theory is one
of the most popular theories of work motivation, because it focuses on all three
parts of the motivation equation: inputs (effort), performance, and outcomes. It
- 1dentifies three major factors that determine a person’s motivation: expectancy,
instrumentally, and valence as shown in the figure below”

Effort Performance Outcomes
(an important
Input
Expectancy Instrumentally Valences

Source: Gareth, Jennifer and Charles (2000).

Expectancy:This is a person’s perception about the extent to which effort (an
input) will result in a certain level of performance. A person’s level of expectancy
determines whether he/she believes that a high level of etfort will result in a high
level of performance. People are motivated to put forth a lot of effort on their jobs
only if they think their effort will pay off in high performance- that is, if they have
a high expectancy.

Instrumentality:Expectancy captures a person’s perceptions about the relationship
between effort and performance. Instrumentality, the second major concept in
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expectancy theory, is a person’s perception about the extent to which performance
at a certain level will result in the attainment of outcomes. According  to
expectancy theory, employees will be motivated to perform at a high level, only if
they think that high performance will lead to (an instrumental for at attaining
outcomes such as pay, job security, interesting job assignments, bonuses, or a
feeling of accomplishment. People must perceive that if they do perform highly,
they will recetve outcomes.

Valence:Expectancy theory acknowledges that people differ in their preferences
for outcomes. For many people, pay is the most important outcome of working,
for others, a feeling of accomplishment or enjoying one’s work is more important
than pay. Valence refers to the how desirable each if the outcomes available from
a job or organization is to a person. Managers need to determine which outcomes
have high valence for motivating organizational members i.e highly desired and
make sure that those outcome are provided when members perform at a high
level.

Conclusively, expectancy theory acknowledges that, high motivation results from
high levels of expectancy, instrumentality, and valence. If any one of these factors
is low, motivation is likely to be low. No matter how tightly desired outcomes are
linked to performance, if a worker thinks that it is practically impossible for him
to perform at a high level, then motivation (o perform at a high level will be
exceedingly low. Managers should strive to ensure that employees’ levels of these
factors are high so that they will be highly motivated.

Maslow’s Theory of Needs: Abraham Maslow, a psychologist whose work has a
oreat impact in the motivational study, proposed that all people seek to satisty five
basic kinds of needs: psychological, safety and security, social and belongingness,
esteern and self-actualization needs. He suggested that these needs constitute a
hierarchy of needs, with the basic or compelling needs at the bottom. Maslow
areued that these lowest level needs must be met before a person will strive to
satisfy needs higher up in the hierarchy. Once a need is satisfied, it ceases (o
operate as a source of motivation. The lowest level of unmet needs in the
hierarchy is the prime motivator of behaviour and only one level of needs is
motivational at a time.

With Maslow’s theory of needs, it can be drawn that people differ in what needs
they are trying to satisfy at work and; to have a motivated workforce, managers
must determine which needs employees are trying to satisfy in organizations and
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then make sure that individuals receive outcomes that will satisfy their needs
whey they perform at a high level and contribute to organizational effectiveness.
By doing this, managers align the 1nd1v1dual employee’s interest with the
organizational interest as a whole.

Herzberg’s Motivator-Hygiene Theory: This is one of the most publicized
- theories of motivation which was developed by Frederick Herzberg. The theory
has been referred to as motivation- maintenance theor y, two-factor theory or dual
theoryHerzberg and his associate conducted a research where he interviewed 200
accountants and engineers and asked them to describe situation when they felt
exceptionally good or bad with their jobs. Through the analysis of the results of
the interview, He concluded that:

A. There are factors associated with good feelings which intrinsic factors are
relating to the job context or nature of the job itself which are described as
Satisfiers or Motivators. They include achievement, recognition, work
itself, responsibility and advancement.

. There are factors associated with bad feelings which are extrinsic factors
which are referred to as Dissatisfies or hygiene factors. Such factors
include: company and administrative policy, supervision, interpersonal
relations, working conditions and salary

s

Hefzberg concluded that when the satisfiers or motivators are put in place, they

contribute to job satisfaction but their absence does not necessarily cause job
dissatisfaction and; conversely, the hygiene factors’ absence will create job
dissatisfaction but a substantial amount of the hygiene factors will not also create
job satisfaction or motivation. The hygiene factors are to maintain employees in a
state of equilibrium. Herzberg suggested that in order to have a highly motivated
and satisfied workforce, managers should take steps to ensure that employees
motivator needs are met for motivation and job satisfaction to be high and, he also
prompt managers to study how jobs can be designed or redesigned so that they are
intrinsically motivating.

Equity Theory: theory of motivation that concentrate on people’s perceptions of
the fairness of their work outcomes relative to, or in proportion to, their work
inputs. The four elements used in this theory include; the considerator i.e. the
employee; referent-other employee being compared with; inputs-the amount of
job done, and outcome- what the considerator receives. There can be equity or
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Inequity perception; equity exists when a person perceives his or her own
outcome/input ratio to be equal to a referent’s outcome/input ratio, and inequity
exists when a person’s outcome/input ratio i1s not perceived to be equal to a
referent’s outcome/input ratio. Equity theory suggested that most people can
restore equity by: changing inputs; changing their perceptions of their own or
referents’ inputs or outcomes; changing referent or simply leave the organization.
Mangers must realize the important of equity for motivation and performance and
continually strive to ensure that employees feel they are being equitably treated.

McGregor’s Theory X and Y: Douglas Murray McGregor postulated a
fundamental theory of human behaviour based on man’s natural attitude towards
work. He proposed two distinct view which he called theory X and theory Y.
based on McGregor’s view, the following are the assumptions included in theory
X
1. Average human being has an inherent dislike for work and will avoid it if
he can

o

Because of the dislike for work, most people must be coerced, controlled,
directed, and threatened with punishment in order to get them to put forth
adequate effort towards achieving the organizational goals and objectives.

3. Average human being prefer to be directed, wishes to avoid responsibility,
and has relatively little ambition and, above all, wants security.

Theory Y’s assumptions are:
1. The expenditure of physical and mental effort in work is as natural as play
or rest

(S

People will exercise self-direction and self-control in the service of
objectives to which they are committed.

3. Average human being learns, under proper conditions, not only to accepts
but to seek responsibility

4. The capacity or ability to exercise relatively high degree of innovation and
creativity in the solution of organizational problems is widely, not
narrowly. dispersed in the population. MicGregor held to the belief that
theory ¥Y’s assumptions were more value than theory X, he therefore
proposed participation in decision mdking, responsibility and challenging
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jobs and good group relations an approaches that would maximize an
employee’s satisfaction. The relevance of McGregor’s theory and Y to the
factors that affects job satisfaction in an organization include: it enables
managers to understand the major determines of job satisfaction of their
employees thereby improving such determinants, and enable managers to
initiate appropriate managerial practices that will increase the employees’
performances and enhance job satisfaction.

So far, attempts have been made to discuss a number of theories which are
relevant to this study. Inspire of job satisfaction theories, there seems to be a sort
of agreement among the theories that satisfaction with one’s job is a function of
congruence between the needs of an individual and the job situation. That is,
when the characteristics of a job are compatible with the needs of an employee, he
will experience job satisfaction. On the other hand, if a person is unhappy with his
job, the better is that job is perhaps not satisfying his needs. Since job satisfaction
to far from being an one-dimensional phenomenon, to understand it, one must
examine not only the various job aspects and organizational environments, but
shou!d also have a understanding of the individual’s value system. According to
Atolagbe and Aremu (2014) there is need for appropriate strategies in the school
system in order to enhance teacher performance.

Concept of Performance Appraisal
Performance appraisal 1s a system which involves the formal evaluation of
individual employee’s job performance to discuss aspect of their work such as

what they do well, where their weaknesses are, what needs improvement and how
1t can be achieved, where their future development lays and some other future
challenges.

“ccording to the US Office of Personnel Management, performance appraisal has
been defined as all periodic written assessment of job performance measured
against responsibilities, goals and/ or task, specific duties assigned and agreed to
as well as 1dentification of strengths and weaknesses demonstrated by employee’s
potential and training or development needs. The US Office of Personnel
Management said that the concept of performance appraisal’s efficacy as a tool is
for improving organizational and individual performance and therefore pointed
out three advantages of its definition of performance appraisal as enumerated
below:




- It is a regular and continuous process by which the quality, quantity and
style of performance and various factors that influence performance are
assessed and evaluated. '

- Ttinvolves appraisal of the growth potential of an employee with a view to
providing organizations with information that not only leads to positive
action but for other planning purposes. ‘o

_ It ensures that individuals are provided with necessary feedback for
performance improvements, personal growth and job satisfaction.

Gareth (2000), also defined performance appraisal as the evaluation of
employees; job performance and contributions so their organization. In order to
have an effective performance appraisal system, there must be performance
feedback which is the process through which managers share performance
appraisal information with their subordinates, give subordinates opportunity to
reflect on their own performance, and develop, with subordinates, plans for the
future. In order for there to be performance feedback, performance appraisal must
take place because it can contribute t0 employee motivation and performance. To
generate useful information to feed back to subordinates, managers can use both
formal and informal appraisals. Formal appraisals are conducted at set times
during the year and are based on performance dimensions and measures that have
been specified in advance. Informal appraisals are where managers and their
subordinates met informally as the need arises to discuss ongoing progress and
areas for improvement.

Purposes of Performance Appraisal

Performance appraisal has become a very important tool for originations in &
dynamic and complex economy. Every organization has a purpose of making use
of performance appraisal and all other tools that can help them in achieving their
main goals. The co-operation of the individual employees is vital for any
meaningful achievement in the appraisal system. Most of the performance
cvaluation is done essentially for deciding promotion but modern practices see the
purpose of appraisal in a broader perspective but according (0 Flippo (1984),
below are two major purposes for appraising performance:

1. Performance appraisal gives manager important information on which to
base human resources or personnel decisions such as pay raises,
promotion etc.
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2. Performance appraisal-improves the management of human resources by
helping employees realize and fully utilize their potentials while striving
to achieve organizational goals through. training and development.

From a differént context, according to “Net 1, purpose of performance appraisal
can be viewed from two approaches: Traditional and development approaches.
The wraditional approach, also knows as the overall or organization approach has
been primarily concermed with the overall organization and has been involved
~with past performance while the developmental approach viewed the employees .
as individuals and has been forward looking through the use of goal setting and
under this approach, performance appraisal serve as a contributor to employee
motivation, development and human resource planning.
Performance appraisal for evaluation using the traditional “approach s
-served, the following purpeses: »

~» Promotion, separation and transfer decisions

¢ TFeedback to the employee regarding how the organization goals

e Criteria for evaluating the effectiveness of selection and “placement
- decisions including merit increases, promotions and other rewaids

"Méthodology
The study focused orn the influence of performance appraisal on job safisfacon
among teachers in secondary. Survey research design was used for this stucky. Fiee
population for the study comprised all the teachers in Government By
Secondary School, Adeta, llorin. The teacher sample was thirty (50). 7 The
instrument that is used for sourcing of information for this research work Wasg
researcher-designed questionnaire. It focuses on personal information-about ‘e
respondents which includes gender, age marital status, academic . gqualificatipn,
length of service in the organization and post held in the school. Section~B
consists of some statement for which respondents indicate their response (o diaw,
up data in respect to the research problems and hypetlieses. A

Sample and Sampling Technique T
Fifty (50) respondents were selected and administered the questionmaireig the - !
selected secondary school in Ilorin metropolis, which consist mainly. seeondary:-
school teacher in senior schools using the simple random sampling technique;: -
where each teacher has an equal chance of being a respondent to the administered®- " |
questtotthaire. The data collected was analyzed wusing simple “fregueficy.
distribution analysis and chi-square statistical technige. S

Research Hypotheses \
Ho: " There ig no significant relationship impact between performance appraised
and job satistaction'among teachers in secéhitary schools. -
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Methods of Data Analysis

For this research work, simple percentage was used to analysis the data collected,
while Z — score test was used to test the hypotheses formulated. The formula for
Z-score test is d as given below:

X-u

Z'= sd—'r/( ,
Wihere sd =s.c
J

Where
X = sample mean
u=population mean
sd-=standard deviation
n=total number of respondents
s:¢ = standard error
Fherefore Z-score test can be modify as:s
Z=X-1

Tse

Data Presentation and Analysis

This section presents the analysis of the data collected and gives the result
obtained. Simple percentage and Z- score test is used in analyzing the result
obtained from. the - questionnaire administered. Fifty questionnaires were
administered while thirty .were returned which is sixty percent return rate and
serves as the sample for the population used. Based on Roscoe(1975), the returned
questionnaire of 30 is acceptable. He emphasized that 10% of study’s population
1s-acceptable for any investigation.

Fable 1: Analysis of Respondents by Gender

[ Gender Frequency Percentage (%)

| Male 18 60%

| Female 12 40%

| Total 30 ] 100% ]

Source: Administered Qtesli(_)nnairc, 2015
The above table shows that 60% of the respondents were male while 40% were
female. This shows that more male were employed compare to their female
counterparts in selected secondary schools, Horin. The major reason that can be
given for this result is because teaching jobs requires employees capable for the
stressful and rigorous work.
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Table 2: Age of respondents

| Age
k

| Freq uéncy

—= -
Percentage (%)

‘ Below 25 years

|7

3% ]

‘ 46-55years

26- 35years | 17 57% __‘
’?}—45}-6&1]‘5 |' 5 17% |
4 RN 3% ]
| S6vears and above - |- B

e | 30 | 100% |

Total

Source: Field work. . 2013

Sample chosen for this study shows that 57%of the respondents fall’s within the
age bracket of 26-35 years which is the highest percentage. This is followed by
age bracket of below 25 years with 23% and 36-45 years bracket with 17% while
respondents within 46-35 years age bracket with 3% and none falls within the age
brackets of S6years and above. The result of this analysis indicates that most of
the teachers’ falls within the prime age which gives them the agility require for
the'teaching profession.

Table 3: Analysis of Respondents by Marital Status

Li\'E;u'jtal status Frequency [ Percentage (%) ]
| Married 6 53% j
| Single 14 47%.

| Widow s -

LDivorced . -

| Total o 30 100 |

Source: Field work, 2015

From the table above, the result reveals that 539% of the respondents are married
while the remaining 47% are single and none claimed to be either widow or

- divoreed.

Table 4: Analysis of respondents by Academic qualification

FQu;tIi!’icution —‘ frequency Percentage (%) —ﬁ]
 WASC/NECO/ GCE E B 10%

| ND/ NCE |7 23.33% |
HND / B.Sc |15 50%
MBA/MSc. |4 13.33% -
PhD T 333% L
Total 30 100% -

Source: Field work . 2015
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" From? table: 4~ above, the result shows that the highest respondents of
50%respondents with HND / B.Sc. qualification while 13.33% of the respondents
have MBA / M.Sc qualification while 13.33% of-the respondent have WASC /
NECGO / GCE qualification and just one of those sampled has a PhD qualification
which represents 3.33% of the respondents. With this analysis one can depict that
high premium is place on quality of human rgsources recrutted and retained in the
teaching profession. *

Table: 5:" Analysis of responses whether the secondary school management
embark on performance appraisal

| Response Frequency Percentage (%)
Yes 26 87%

No - 4 13 %

Total : 30 100%

Source: Field. work, 2015

Frorh the table above, result ‘shows that 87 % bf'tﬁe“respohdents agreed that the
orgahization embark-upon performance appraisal while 13% of the respondent
indicated *“No”.. This result analyze that tedching service commission really
embark upon--performanee appraisal for its feathers to achieve its secondury
school:goals’and objectives through a high perforihance workforce.

Table 6 Analysis of responses on whether management in secondary consider
performance appraigal as an efficient management took

| Response Frequency Percentage (%)

Yes 18 60%

No 12 40% N
| Total 30 100%

Source: Field work, 2015

The result from the above table shows that 60% of the resporrdents agreed that the
organization consider performance appraisal as an efficient management tool
while 40% of the respondents disagreed. Hence it can be deduced that
performance appraisal is an efficient managemerit tool used for teachers to
achieve its educational goals and objectives.
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P |

-Hypothesis Testing

Testing: of hypothesis to find out the significant relationship between job
satisfaction and effective appraisal system using Z- score test at 5% level of

significance . B
Response Frequency (1) X X X ] fx°
Significant |12 2. 24 4 48 ]
Insignificant | 18 I 18 ! 13
Total 30- 42 66

Source: Field work, 2015

- \I—OTZ 0.49

s.e:sd/ﬁf'@ = 049 = 00V

30 5.48

At 5% level n f significance critical value = + .96
U =X+ critical value (s.e)
=1.4+1.96(0.09)

1.4+0.176

= 1.5760r1.224

1

VA =
s.e
=l4-15760r1.4-1.224
0.09 0.09
=-0.176 or0.176
0.09 0.09

=-1.965 or 1.936
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3

Y

‘Rejéection

= Tooas -« Region
Rejection
Region .. Sk
.t i) *
1 e
Y - 41,96

Decision-Rule: Since the catcutated score (£ 1.950) is less than the tabulated value
(£ 1.96) at 5% level of significance at 95% confidence interval, the null
hypothesis which states that there is no significant impact between performance
appl aisul gnd job satjsfaction is 4@@0;)10(1

"Discussion of Research-Findings

The main purpose of this study is-on how job satisfaction can ‘Be enhanced
through effective performance appraisal system in secondary schools in Kwara
~State. The frequent, continuous and important evaluation of teachers through
performance appraisal is vital, not only for the growth of individual tcacher but
also for the development of the school. It is important for school management to
know and identify teachers who needs additional training in order to contribute to
the current performance of the school. As pointed out by Pattanayak(2012) and
ccited by Ibikunle(2014) performance appraisal has been used for basically three
~puiposes- remedial; maintenance and development.

“The “hypothesis” which state that- there -is. no significant impact between job

satisfuction and effective performance appraisal that has-been accepted, this
indicates thit there can be an effective performance appraisal system in an

organization without enhancing or improving employee’s satisfaction on the job.

No matter what it takes, teacher appraisal is usually taken with a view of helping
the members of staff to assess their performance. It 1s important to note that
expertence itself does not prepare one to conduct performance appraisal (Ibikunle,




2014). It is.better; for management 1o- inculcate formal traming for. teachers in

order to conductia meuaningful appraisal system in secondary séhools.

Conclusion ™

This study '-‘cxaminc'd “the enhancement of Job satisfaction- Ih)OLth effective
performancetappraisat in-a secondar. Yy school, the following conclusion weres made
in the light of the' findings on the research objective and hypolhcsm‘ From the
x‘Imdlst itit a pparent that joh satisfaction is in fluenced by many factors such s
~work: pay welfare. ‘prograimes, trainingrand development; promotions:*physical

working eonditiens which should -be - taken cognizance of, if job satisfaction of

cmployees i to be improved.

The hypothesis ‘ that ‘ nor significant relationship exists between enhancing job
salisfaction and  effeciive pertfor mance appraisal  system  indicates - that Jjob
satisfaction ean be enhanced on its own while appraisal of performance can be
used to enhance job satisfaction when feedback information is given to the
employees are rightly appraised to motivate them.

Recommendations

In view of the above summary of f‘ind‘inns and conclusions from this study,
redress the situation in secondary schools, on how job satisfaction can he
enhanced through efféctive performance  appraisal system in the followine
recommendations are as follows:

L. Ttis recommended that teachers should be encouraged and support work
“attitude surveys so that they can have knowledge of their students’ needs
and factors that determine Job satisfaction so as to have satistied and
productive work force.

2. Teachers should follow their schools® rules and regulations for appraisal
exercise so that it is done with objectivity, justice, equity and fairness.

3. Government or policy makers should endeavor 1o formulate  and

implement polices (both new and existing ones) to deal with the education
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sector in order to revive the system and increase satisfaction of secondary

school teachers.

4. The management of secondary sechools be it public or private should also
have a periodic review of rewards given to the secondary schools teachers
that do well. taking cognizance of the sacrifices level of difficulty, their
achievement and contributions made by the employee to productivity
when these teachers perceive that the reward they got are commensurate
with their efforts they satisfied and.they are bound to be motivated to
achieve greater things.
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