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Abstract 

Historically, performance appraisal is believed to have originated mainly in the 

public sector of employment - the armed forces and the Civil Service. Now, formal 

schemes of performance appraisal are widely used in the majority of work 

organizations in both public and private sectors. The banking sector in Nigeria is no 

exception. The banking sector in Nigeria, which is becoming more and more 

competitive, should find the employee appraisal system a veritable tool for retaining 

high performing employees with the potential of helping to attain the goals and 

objectives of banks. It is in line with this reason that the system of performance 

appraisal of Afribank Nigeria Plc is brought under focus in this study to highlight the 

various problems associated with it and to recommend better ways of ensuring that 

the best results are attained as much as possible. One way of testing the efficacy of 

the current system of performance appraisal of the bank was to test the linear 

correlation between staff strength and lurnover of the bank on one hand and the staff 

related cost and the profit after tax on the other hand. Both correlation coefficients 

were validated with the use of t-tests. Certain problems, which characterize the 

current appraisal system, are the prevalence of recency effect and average ratings 

given by appraisers. The appraisal system should be remodeled in such a way that it 

is a continuous evaluation exercise throughout the year and not just once or twice in 

a year, as is the case currently. Once an employee's standard of performance drops 

below a certain minimum, he should be so informed by his/her manager. The 

collective average of such ratings should be the foundation for arriving at such a 

thorough personnel decision. This will ensure that managers' have sufficient and 

substantial evidence to support personnel related suggestions on their subordinates to 

the human resources department of the bank. This will also assist managers to break 

away from the anger of their subordinates rather than giving them average ratings as 

an escape route. 



















(5) To ascertain the degree of disagreements between appraisers and 

appraisees judgments on performance levels established. 

(6) To establish the kind of appraisal system in place in Afribank Nigeria 

Pic. 

(7) To make useful recommendations on ways and means of improving 

upon the current staff appraisal system in place in Afribank Nigeria 

Pic. 

1.4 Scope of the study 

This study shall cover the application of staff appraisal system in 

Afribank Nigeria Pic between 1993 and 2001. 

This study shall also cover the 4 branches in Kaduna out of the entire 

network of the bank so as to improve the validity of the results of this 

research. 

The major emphasis of this research shall be in the determination of 

the application of performance appraisal results in salary progression, 

promotions, transfers and other related personnel decisions qf the 

bank. 

KASI; 

1.5 Limitations of the study 

Several limitations were encountered in the process of carrying out this 

study, and these include the following: -
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(i) There was reluctance on the part of staff of Afribank Nigeria Pic, 

which constituted the research population to answer to some sensitive 

questions regarding their superiors or managers for fear of reprisals 

even after much persuasions from the researcher on the grounds that 

all information given shall be treated in strict confidence. 

(ii) Also the researcher experienced financial constraints in the 

course of reproducing questionnaires to administer to the research 

sample and the printing of large volumes of materials obtained from 

the Internet. 

1.6 Hypothesis. 

The researcher formulated two hypotheses in this study as follows: -

Null Hypothesis I: 

The staff strength is negatively related to the annual turnover of the 

bank. 

Null Hypothesis I I : 

The staff related costs is negatively related to the annual profit after 

tax of the bank. 

Alternate Hypothesis I: 

The staff strength is positively related to the annual turnover of the 

bank. 
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Griffin asserts that judgmental methods, including ranking and rating 

techniques are the most common way to measure performance. 

Ranking compares employees directly with each other and orders them 

from best to worst. Ranking has a number of drawbacks. Ranking is 

difficult for large groups because the persons in the middle of the 

distribution may be hard to distinguish from one another accurately. 

Comparison of people in different work groups is also difficult. For 

example, an employee ranked third in a strong group may be more 

valuable than an employee ranked first in a weak group. Another 

criticism of ranking is that the manager must rank people on the basis 

of overall performance, although each person likely has both strengths 

and weaknesses. Furthermore, rankings do not provide useful 

information for feedback. To be told that one is ranked third is not 

nearly so helpful as to be told that the quality of one's work is 

outstanding, its quantity is satisfactory, one's punctuality could need 

improvement, and one's paperwork is seriously deficient. 

Griffins differentiate rating from ranking in that it compares each 

employee with a fixed standard rather than with other employees. A 

rating scale provides the standard. Figure I gives examples of three 

graphic rating scale for a bank teller. 
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succinct document; agree with their superior, which sets out the 

individual's proposed contribution to the business plan of the 

organization. This document then provides an agenda, which can be 

referred to during the appraisal period and modified as necessary. This 

agenda serves as the basis of the appraisal judgment. Thus instead of 

rating performance in terms of a traditional five box - scale as A, B, C, 

D, and E, the question is simply: 'Has the plan been met?'. This 

approach turns the appraisal system into a dialogue. The extent to 

which staffs meet their contract also gives an indication of whether the 

business plan is realistic. 

Singh argues that a performance appraisal in a sense is a 

confrontational exercise as there is a difference between the appraiser 

and the appraiser's perceptions. The fact that these ratings have a 

direct implication on bonuses and salary adjustments further 

aggravates the situation. 

The development of a modified appraisal system called the 360-

appraisal system is an attempt to find a conciliatory solution to this 

dilemma. 

This system serves to evaluate and provide feedback on the 

performance of individuals in an organization from an all round 

perspective such as superiors, peers, subordinates and sometimes even 
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account when arriving at any appraisal. He accepts that in too many 

cases, managers who achieve results owing to sheer luck are promoted 

and others, who do not achieve expected results because of factors 

beyond their control are blamed for failures. He suggests that we need 

a supplement to appraisal against verifiable objectives. 

Koontz reveals that the system of measuring performance against pre-

established objectives should be supplemented by an appraisal of a 

manager as a manager. 

Managers at any level also undertake non-managerial duties, and these 

cannot be overlooked. He emphasizes the point that the primary 

purpose for which managers are hired and against which they should 

be measured, is their performance as managers - that is, they should 

be appraised on the basis of how well they understand and undertake 

the managerial functions of planning, organizing, staffing, leading, and 

controlling. For standards in this area we must return to the 

fundamentals of management. 

Koontz gives sample questions for appraising managers as managers. 
• • 

In the area of planning, a manager would be rated by such check 

questions as the following: 





2.4 Difficulties In Administering Performance Appraisals 

Singh (1.2001) discusses the weaknesses of conventional performance 

appraisal systems and says these have encouraged management 

consultants to come up with new systems in order to accurately 

measure individual performance. Some of the weaknesses enumerated 

by him are as follows: -

2.4.1The Superior plays "God". 

In a convention system, the superior is usually the one and only 

person who will appraise an individual. Hence if he/she likes you, you 

tend to get high marks and if he/she dislikes you, then you tend to get 

low marks. This "god" concept has been the subject of unhappiness for 

many individuals as it has replaced objectiveness with emotions and 

hence is opened to unnecessary abuse. 

2.4.2 Halo effect 

Singh again makes the point that halo effect occurs when an individual 

is rated based on one desirable trait. For example, an employee in a 

bank is rated highly only because he or she is an honest person, 

although the work produced may not be up to standards. This is 

because honesty is a much-valued trait in the banking industry and this 
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Step three: Reviewing documents 

Before you actually do sit down with the employee, review all your 

documentation from year. Take a look again at the objectives that you 

and the employee agreed to and documented at the beginning of the 

year. Look for any commendations or letters you may have received 

about the employee during the year. 

Review your notes from the meetings that you've had with the 

employee. Then sit down and write the first draft of the performance 

review. Some organizations offer the employee the opportunity to 

create a first draft as well. Then the manager and the employee sit 

down to review the employee's progress before the actual review. This 

keeps the employee involved in the process and makes him feel that 

he's getting a fair evaluation. It's another great technique for reducing 

or eliminating surprises. 

Step four: Appropriate setting. 

Make sure that you have an appropriate setting in which to deliver the 

appraisal. The most commonly used location used location, a 

manager's office, is often the worst place. It's not neutral territory 

(remember that principal's office analogy), and no matter how much 

rapport-building you do or how long you've worked with the employee, 

it's still your turf." 



A conference room is often best, but if that's not available, find some 

other place. Be creative. The cafeteria may not seem like a very private 

place, but in between mealtimes, it's often possible to find a secluded 

table in a corner. You want the setting to relax employees, not add to 

their anxiety. This is one reason to avoid restaurants. Some managers 

choose to do appraisals over lunch. It's a way to reward the employee, 

but restaurants at lunch are far from private. Even employees who 

expect positive reviews seldom feel particularly hungry when they go 

into this meeting. 

Consider meeting in the employee's office if it has a door, or borrowing 

a colleague's office. Meeting somewhere other than your office also 

makes it easier to end the meeting. Getting someone out of your office 

when the review is completed, particularly if the person thinks there is 

more to discuss, can be particularly onerous. It tends to reek of 

dismissal. This can undercut even the most positive of appraisals. 

Step five: Deliver it clearly 

Katz advises that appraisals should be delivered in simple language. 

Managers should not use code or jargon, and mince words. They 

should not also dance around the issue at hand even if the appraisal is 

not as positive as the employee might have hoped. Shell pick up on 

the manager's discomfort like a shark sensing blood in the water. If she 
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delegation of work, and the like) pose much more difficult measurement 

problems. Nevertheless, measures or scores from the various selection 

devices given to job applicants must be correlated with job performance 

measures as a means of analyzing the validity or usefulness of selection 

devices. When inadequate attention is given to the proper measurement of 

employee performance, the effort and expense devoted to developing 

sophisticated selection devices are wasted. An inadequate performance 

evaluation system used in a criterion-related validation study creates what is 

called the criterion problem. When this happens, the selection device is 

validated against performance information that does not represent true levels 

of performance (not a valid measure of performance). Under these 

circumstances, the validity coefficient is not accurate, useful, or defensible 

because the company will be predicting something other than future 

applicant performance. 

2.6.4 Documentation And Support Of Personnel Decisions 

Latham and Wexley (1980) comment that compensation decisions, to varying 

degrees, are based on the results of an employee's performance appraisal. 

Although pay raises are a function of increases in the cost of living, 

productivity, seniority, and the financial condition of the organization, 

employee merit (as measured by performance appraisal) is also an important 

factor. Merit pay is allocated across many different jobs and departments in 
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CHAPTER FOUR 

DATA ANALYSIS AND PRESENTATION 

4.1 Degree of Bias in the Appraisal System of Afribank Nigeria Pic 

The researcher investigated the degree of observable bias by the 

respondents by asking their opinions about the variance between their 

superior's appraisal and their own personal ratings of their performances. 

The degree of bias is important in that once the level gets too high and 

uncontrollable, whatever results are achieved at end of the day would not 

make any meaning as any personnel decisions taken with respect to staff 

would negate the real purpose of the exercise. The respondents' opinions 

were collated and analyzed as in table 1 below. 

Table 1: Degree Of Bias in the Appraisal System of Afribank Nigeria Pic 

Options 

Low 

Moderate 

High 

Total 

No. of Respondents 

31 

17 

0 

48 

Percentage 

64.58% 

35.42% 

0.00% 

100.00% 

Source: Fieldwork 

The analysis above showed that 64.58 percent of the respondents suggested 

that the gap between appraiser assessments and appraisee assessments was 

low. However, about 35.42 percent of the respondents believed that a 


















































