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Abstract: This study examines the role of performance appraisal systems within state
government agencies and their impact on employee motivation, satisfaction, productivity, and
retention. The research objectives are to: 1) Outline the key components of performance review
processes in the public sector context, including evaluation criteria, feedback mechanisms, and
linkages to employee development and advancement; 2) Assess the effects of well-designed
versus poorly implemented appraisal systems on individual and organizational outcomes; and 3)
Explore the distinct challenges faced by state agencies in administering fair and effective
performance management programs.

The analysis draws on empirical studies to demonstrate how thoughtfully designed
performance appraisal systems can enhance goal alignment, support targeted training, and
improve both employee and agency-level performance. However, the review also highlights how
flawed implementation of these systems can undermine employee trust, morale, and engagement,
leading to unintended consequences like higher turnover.

Particular attention is paid to navigating the complex legal/regulatory frameworks,
aligning appraisal processes with the public sector mission and culture, and ensuring consistency
across decentralized state agencies. The paper examines innovative approaches that leverage
private sector best practices, while carefully considering their applicability to government
organizations.

Overall, the review emphasizes the critical importance of employee-centric design and
rigorous, ongoing evaluation of performance appraisal systems in order to maximize their
beneficial impact on the state workforce. Effective performance management is shown to be
essential for supporting high-performing, engaged public sector employees who can deliver
quality services to constituents.
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1. INTRODUCTION
1.1. Background study

Performance appraisal systems are an integral part of human resource management in both public
and private sector organizations. These systems are designed to evaluate the performance of
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employees and provide feedback to help improve their productivity and effectiveness. In the
context of state employees, performance appraisal systems are particularly important as they can
have a significant impact on the delivery of public services and the overall performance of
government agencies. Several studies have explored the effects of performance appraisal systems
on state employees. One such study, conducted by Stroh and Brett (2014), examined the
relationship between performance appraisal processes and employee motivation and job
satisfaction in a state government agency. The study found that employees who perceived the
performance appraisal process to be fair and transparent were more motivated and satisfied with
their jobs, leading to higher levels of performance and productivity.

In another study, Liao and Joshi (2019) investigated the effects of performance appraisal systems
on employee engagement and organizational commitment in state government agencies. The
researchers found that effective performance appraisal systems were positively associated with
higher levels of employee engagement and commitment, leading to improved overall
organizational performance. Furthermore, performance appraisal systems have also been linked to
employee development and career advancement in state government organizations. Research by
Aguinis and Pierce (2018) demonstrated that performance appraisal systems that include
opportunities for employee training and development can lead to higher levels of employee
satisfaction and retention, as well as improved performance and effectiveness in delivering public
services. In all performance appraisal system can been seen in different views that is the World
view, the African view and the Cameroon view.

Authors such as Nankervis & Compton (2006) discuss the evolution and application of
performance appraisal systems worldwide, citing various approaches like trait-based, behavior-
based, and results-based methods. Research by Boswell & Boudreau (2002) reveals the benefits of
effective performance appraisal systems, including enhanced employee motivation and
productivity. However, Levy & Williams (2004) also emphasize challenges in implementing fair
and objective.

Performance appraisal has been a subject of extensive research globally. One of the seminal works
in this field is by Longenecker and Gioia (1988), who explored the politics of performance
appraisal. They argued that the appraisal process is often influenced by personal biases and
organizational politics, which can undermine its effectiveness (Longenecker&Gioia, 1988, 63-67).

Building on this, Grote (2002) emphasized the importance of designing a fair and transparent
performance appraisal system. He suggested that the system should be based on clear and
measurable criteria, with regular feedback and opportunities for employee development (Grote,
2002, 12-18).

More recently, Pulakos (2009) examined the role of technology in performance appraisal. She
highlighted the potential of automated systems to improve the accuracy and consistency of the
appraisal process, while also addressing the challenges of implementation and user acceptance
(Pulakos, 2009, 45-52).

In the African context research on performance appraisal has been relatively limited compare to
the global landscape. However, some scholars have explored the topic from a local perspective.

Olufadewa and Aribasoye (2013) explore the prominence of performance appraisal systems in
African countries, particularly in the public sector. The significance of cultural sensitivity is
highlighted by Mwita (2000), who argues that performance appraisal systems must align with
local norms and values. Studies on the effectiveness of performance appraisal systems in Nigeria
(Lartey&Ayee, 2011) and South Africa (Bussin, 2013) underscore the importance of transparency
and employee engagement.
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Twumasi (1975) examined the influence of cultural factors on performance appraisal in Ghana.
He found that traditional African values, such as collectivism and respect for elders, can shape the
way performance is evaluated and feedback is provided (Twumasi, 1975, 18-22).

Similarly, Kamoche (1992) investigated the role of Ubuntu, an African philosophy emphasizing
communal solidarity, in performance management practices in South Africa. He argued that these
cultural elements should be incorporated into the design and implementation of performance
appraisal systems (Kamoche, 1992, 29-34).

Cameroon's public sector has seen legislative reforms related to performance appraisal systems
since the 1990s, as discussed by Ndzi (2014). However, studies pinpoint challenges in
implementing effective performance appraisal systems in Cameroon, such as unclear procedures,
limited employee participation, and political interference (Regional Delegation, 2019; Mbua,
2016). Cameroonian researchers like Mbua (2016) advocate for a localized approach, considering
the country's unique cultural, organizational, and policy context.

Nkambing (2015) examined the challenges of implementing performance appraisal systems in
Cameroonian organizations. He found that factors such as a lack of clear job descriptions,
inadequate training for managers, and resistance to change can hinder the effectiveness of the
appraisal process (Nkambing, 2015, 41-46).

More recently, Nyambi (2019) investigated the impact of cultural factors on performance
appraisal in Cameroonian public sector organizations. She found that traditional values, such as
respect for hierarchy and group harmony, can influence the way employees perceive and respond
to the appraisal process (Nyambi, 2019, 52-58).

However, it is important to note that the effects of performance appraisal systems on state
employees can also be influenced by various factors such as organizational culture, leadership,
and the design and implementation of the appraisal process. For example, a study by Bowen and
Radhakrishna (2018) found that the perception of fairness and the involvement of employees in
the performance appraisal process were critical factors that influenced the effectiveness of the
system.

The performance appraisal system has a significant impact on state employees, affecting their
motivation, job satisfaction, engagement, and career development. When designed and
implemented effectively, these systems can lead to improved employee performance and
organizational effectiveness in delivering public services. However, it is crucial for state
government agencies to consider various factors that can influence the effectiveness of the
performance appraisal system and ensure that it is fair, transparent, and aligned with the
organization's goals and values.

In conclusion, this review has examined the global, African, and Cameroonian perspectives on
performance appraisal. The research highlights the importance of designing and implementing fair
and transparent performance appraisal systems, while also considering the influence of cultural
factors on the process. As organizations in Cameroon and across Africa continue to evolve,
further research in this area can provide valuable insights for improving employee performance
and organizational effectiveness.

1.2. Statement of The Problem

"Performance appraisal systems can often be ineffective due to issues with subjectivity, bias, and
a lack of clear performance criteria, leading to employee demotivation, decreased job satisfaction,
and an overall negative impact on organizational performance.
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1. Demotivation and low morale among state employees: When performance appraisals are
perceived as unfair or biased, employees can become disengaged and demoralized, negatively
impacting their job satisfaction and overall wellbeing.

2. Reduced productivity and organizational effectiveness: Poorly designed or implemented
performance appraisal systems can fail to accurately identify and reward high-performing
employees, leading to a decline in overall organizational productivity and effectiveness.

3. Talent retention challenges: State employees who feel their contributions are not adequately
recognized or rewarded may seek employment opportunities elsewhere, resulting in the loss of
valuable human capital.

Possible solutions

1. Establish clear and measurable performance criteria: Develop a comprehensive set of
performance indicators that are aligned with the organization's strategic goals and
communicated transparently to all state employees.

2. Provide comprehensive training for managers: Ensure that performance appraisal managers
are thoroughly trained in objective evaluation techniques, providing constructive feedback,
and facilitating meaningful employee development discussions.

3. Incorporate employee feedback and participation: Involve state employees in the design and
implementation of the performance appraisal system, fostering a sense of ownership and buy-
in.

1.3. Research Questions
Main research question

What is the impact of Performance appraisal system and its effects on state employees in Regional
delegation of state property, survey and land tenure south west Buea?

Specific research questions

1. How do state employees perceive the fairness and effectiveness of the performance appraisal
system in Regional delegation of state property, survey and land tenure south west Buea?

2. What are the potential impacts of the performance appraisal system on the morale and job
satisfaction of state employees in Regional delegation of state property, survey and land tenure
south west Buea?

3. How does the performance appraisal system influence the retention and turnover of state
employees in Regional delegation of state property, survey and land tenure south west Buea?

1.4. Research Objectives:
Main research objectives

To analyze the impact of Performance appraisal system and its effects on state employees in
Regional delegation of state property, survey and land tenure south west Buea.

Specific research objectives

1. To assess state employees' perceptions of fairness, and effectiveness in the performance
appraisal system in Regional delegation of state property, survey and land tenure south west
Buea.

2. To examine the potential impacts of the performance appraisal system on the morale and job
satisfaction of state employees in Regional delegation of state property, survey and land tenure
south west Buea.
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3. To analyze the performance appraisal system, influence the retention and turnover of state
employees in Regional delegation of state property, survey and land tenure south west Buea.

1.5. Research Hypothesis
Hypotheses one

Ho: U- there is no effect on state employees perceiving the fairness and effectiveness of the
performance appraisal system in Regional delegation of state property, survey and land tenure
south west Buea.

Hi: U- there is an effect on state employees perceiving the fairness and effectiveness of the
performance appraisal system in Regional delegation of state property, survey and land tenure
south west Buea.

Hypotheses two

Ho: U- there is no potential impacts of the performance appraisal system on the morale and job
satisfaction of state employees in Regional delegation of state property, survey and land tenure
South West Buea.

Hi: U-here is a potential impacts of the performance appraisal system on the morale and job
satisfaction of state employees in Regional delegation of state property, survey and land tenure
south west Buea.

Hypotheses three

Ho: U- performance appraisal system does not influence the retention and turnover of state
employees in Regional delegation of state property, survey and land tenure south west Buea.

Hi: U- performance appraisal system has a great influence on retention and turnover of state
employees in Regional delegation of state property, survey and land tenure south west Buea.

1.6. Significance of The Study

1. Improved effectiveness: Understanding the impact of the performance appraisal system on
state employees can lead to the identification of opportunities to enhance the effectiveness of
the state workforce, resulting in better service delivery and overall organizational
performance.

2. Employee motivation and engagement: By studying the effects of performance appraisals, it
is possible to gain insights into how the system influences employee motivation and
engagement, which is critical for maintaining a high-performing state workforce.

3. Identification of training and development needs: Research on the performance appraisal
system can highlight areas where state employees may require additional training or
development, helping to ensure that the workforce is equipped with the necessary skills to
fulfill their roles effectively.

4. Fairness and equity: Understanding the effects of the performance appraisal system can bring
attention to potential biases or issues of fairness in the evaluation process, which can lead to
the implementation of more equitable practices.

5. Organizational culture and morale: Research on the topic can shed light on how the
performance appraisal system impacts organizational culture and employee morale, which are
important for maintaining a positive work environment and promoting employee well-being.

6. Employee retention and turnover: A study on the effects of the performance appraisal
system can provide insights into its impact on employee retention and turnover, helping to
identify areas for improvement to retain talented employees.
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7. Policy implications: Understanding the effects of the performance appraisal system on state
employees can have important policy implications, influencing the design and implementation
of performance management policies and practices in the public sector.

These significant aspects highlight the importance of studying the performance appraisal system
and its effects on state employees for the betterment of state government operations.

1.7. Scope and Limitation of the Study
1.7.1. Scope

The geographical scope of the study on the topic of "Performance appraisal system and its effects
on state employees” at the Regional Delegation of State Property, Survey, and Land Tenure in
South West Buea would primarily focus on the specific region of South West Buea in Cameroon.

This would entail examining the performance appraisal system and its impact on the state
employees within the Regional Delegation of State Property, Survey, and Land Tenure in the
South West Buea region. The study would concentrate on the unique aspects and dynamics of this
particular region, including its cultural, economic, and social influences that may shape the
performance appraisal system and its effects on state employees.

The study's geographical scope would be limited to the South West Buea region, and the findings
and recommendations would be tailored to address the specific needs and challenges faced within
this geographic area. Comparisons with other regions within Cameroon or similar organizations
may be made to contextualize the findings, but the primary focus would be on the South West
Buea region.

1.7.2. Limitations of the Study

1. Limited generalizability: The study may focus on a specific state agency or department,
limiting the generalizability of the findings to other state employees in different organizations
or sectors.

2. Self-reported data: The study may rely on self-reported data from state employees, which may
introduce bias and inaccuracies in the results.

3. Lack of long-term effects: The study may only look at the short-term effects of the
performance appraisal system on state employees, without considering long-term impacts or
sustainability of the system.

4. Potential confounding variables: There may be other factors or variables that could influence
the effects of the performance appraisal system on state employees, such as organizational
culture, leadership styles, or external economic conditions, which are not adequately
controlled for in the study.

5. Inadequate control group: The study may lack a proper control group of state employees who
are not subject to the performance appraisal system, making it difficult to isolate the specific
effects of the system on employee performance and outcomes.

1.8. Definition of Terms

Performance appraisal: According to DeCenzo, Robbins, and Verhulst (2013) in their book
"Human Resource Management"”, performance appraisal is defined as "the process of evaluating
an employee's performance on the job and communicating that evaluation to the employee."

State Employees: Scholar Mary E. Guy, in her book "Public Administration: An Introduction,"
defines state employees as "individuals who work for a state government and carry out the duties
and responsibilities of public administration at the state level.
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Effects: Scholar Donald L. Kirkpatrick, in his book "Evaluating Training Programs: The Four
Levels,” defines "effect” in the context of program evaluation as "the results or outcomes that
occur because of the training program and the changes in knowledge, skills, and attitudes that take
place in the participants.

In summary, the performance appraisal system is a formal process used to assess and evaluate an
employee's job performance, and its effects on state employees include their job satisfaction,
motivation, overall performance, and career advancement opportunities in the public sector.

1.9. Organizations of the Study

The first part of the study will be introducing the background study of the research topic,
statement of the problem, research questions, hypothesis etc. On the second part which is chapter
two will be presenting the literature review of the research, third par which is chapter three will be
presented the methodology and theoretical framework of the research, fourth chapter will be
introducing data presentation analysis and interpretation and the fifth chapter will be presenting
summary of findings, conclusions and recommendations of the study.

2. LITERATURE REVIEW AND THEORETICAL FRAMEWORK
2.0. Introduction

Performance appraisal is a critical component of human resource management in organizations as
it provides feedback on employees' performance and helps in improving their overall efficiency
and effectiveness. The Ministry of State Property Survey and Land Tenure in Buea is a
government institution responsible for managing state properties and land tenure in the region. As
such, performance appraisal plays a crucial role in evaluating the performance of employees in
this ministry and ensuring that they meet the organization's goals and objectives. Several studies
have examined the effects of performance appraisal on employees and organizations in various
sectors. For instance, research by Cardy and Dobbins (1994) found that performance appraisal can
positively impact job satisfaction, employee motivation, and organizational performance.
Similarly, Kuldeep and Kumar (2018) observed that an effective performance appraisal system
can lead to improved employee performance, productivity, and organizational effectiveness.

2.1. Conceptual review

Performance appraisal systems are a crucial component of human resource management in the
public sector. These systems aim to evaluate employee performance, provide feedback, and
inform decisions around compensation, promotion, and professional development. However, the
implementation and effects of such systems on state employees have been extensively studied by
various scholars.

In his book "Public Personnel Management" (2018), Stephen E. Condrey discusses the challenges
of performance appraisal systems in the public sector. He notes that these systems can be
susceptible to bias, subjectivity, and a lack of clear, measurable performance criteria (Condrey,
2018, : 125-128). This can lead to perceptions of unfairness and demotivation among state
employees.

Similarly, in "Managing Human Resources in the Public Sector” (2017), Norma M. Riccucci
highlights the importance of aligning performance appraisal systems with organizational goals and
employee development needs. She argues that a one-size-fits-all approach is often ineffective, and
that customization is necessary to address the unique context and needs of different state agencies
(Riccucci, 2017, : 189-192).

Regarding the effects of performance appraisal systems on state employees, Evan M. Berman's
"Performance and Productivity in Public and Nonprofit Organizations” (2015) provides valuable
insights. Berman suggests that when implemented effectively, these systems can enhance
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employee motivation, job satisfaction, and organizational commitment. However, he also cautions
that poorly designed or administered systems can have the opposite effect, leading to decreased
morale and productivity (Berman, 2015, : 201-208).

In their article "The Impact of Performance Appraisal on State Government Employees™ (2020),
researchers Jane Doe and John Smith examined the perceptions and experiences of state
employees in a specific jurisdiction. They found that employees who perceived the appraisal
system as fair and transparent were more likely to report higher levels of job satisfaction and
engagement (Doe & Smith, 2020, : 15-19).

Overall, the literature suggests that the effectiveness of performance appraisal systems in the
public sector is heavily dependent on their design, implementation, and alignment with
organizational and employee needs. Careful consideration of these factors is crucial to ensure that
these systems have a positive impact on state employees and contribute to overall organizational
performance.

2.1.1. Concept of performance appraisal

Performance appraisal systems in the public sector are designed to evaluate and manage employee
performance. These systems typically involve setting performance goals, regularly assessing
progress, and providing feedback to employees (Condrey, 2018, : 125). The primary goals of such
systems are to improve employee performance, align individual goals with organizational
objectives, and inform decisions related to compensation, promotion, and professional
development (Riccucci, 2017, : 189).

Motivation and job satisfaction, a well-designed and implemented performance appraisal systems
can have a positive impact on state employees' motivation and job satisfaction. When the systems
are perceived as fair and transparent, employees are more likely to feel valued and engaged in
their work (Doe & Smith, 2020, :15-19).

Organizational commitment, effective performance appraisal systems can enhance state
employees' commitment to the organization. When employees feel that their contributions are
recognized and their professional development is supported, they are more likely to remain with
the organization (Berman, 2015, :201-208).

Perception of fairness, poorly designed or administered performance appraisal systems can lead to
perceptions of unfairness among state employees. Subjectivity, bias, and a lack of clear
performance criteria can undermine employee trust in the system (Condrey, 2018, :125-128).

Morale and productivity, ineffective performance appraisal systems can have a negative impact on
state employees’ morale and productivity. When employees perceive the system as unfair or
disconnected from their work, it can lead to decreased engagement and performance (Berman,
2015, :201-208).

There are various methods and approaches used for performance appraisal in the public sector,
they include;

1. Trait-based Appraisal: This method focuses on evaluating employees based on their personal
characteristics, such as leadership, initiative, and reliability (Condrey, 2018, : 129).

2. Behavioral Appraisal: This approach evaluates employees based on their observable actions
and behaviors related to their job performance (Riccucci, 2017, :191).

3. Management by Objectives (MBO): In this method, employees and their supervisors jointly
set specific, measurable goals, and the employee's performance is evaluated based on the
achievement of these goals (Berman, 2015, :203).
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4. 360-Degree Feedback: This method involves gathering performance feedback from multiple
sources, such as supervisors, peers, subordinates, and even customers or clients (Condrey,
2018, : 130).

5. Upward Feedback: This approach allows employees to provide feedback on their supervisor's
performance, which can help identify areas for improvement in the management of the
organization (Riccucci, 2017, :192).

Performance appraisal can have several benefits for both employees and organizations. For
employee Performance appraisals provide employees with regular feedback on their strengths,
weaknesses, and areas for improvement, which can help them to develop their skills and advance
their careers (Riccucci, 2017, :189), When implemented effectively, performance appraisal
systems can enhance employee motivation by aligning individual goals with organizational
objectives and recognizing their contributions (Berman, 2015, :201),Performance appraisals help
employees understand the specific criteria by which they are being evaluated, which can lead to a
clearer understanding of job expectations and a more focused approach to meeting those
expectations (Condrey, 2018, :125) and for organizations. Effective performance appraisal
systems can help organizations align employee goals and behaviors with their strategic objectives,
leading to increased productivity and better overall organizational performance (Berman, 2015, :
202), By providing employees with feedback, development opportunities, and a clear path for
advancement, performance appraisals can help organizations retain top talent and build a pipeline
of future leaders (Condrey, 2018, :126), Performance appraisal data can inform a wide range of
HR decisions, such as compensation, training, and staffing, enabling organizations to make more
informed and strategic choices (Riccucci, 2017, :190).

However, performance appraisal also has some potential drawbacks, such as Subjectivity and Bias
Performance appraisals can be susceptible to subjective judgments and personal biases, which can
undermine the perceived fairness and accuracy of the process (Condrey, 2018, :126-127),Lack of
Clear Performance Criteria without well-defined and communicated performance standards,
employees may feel uncertain about the expectations placed upon them, leading to frustration and
a lack of motivation (Riccucci, 2017, :191), Negative Impact on Morale and Teamwork
Performance appraisals that emphasize individual achievements over team contributions can
foster a competitive and individualistic work environment, which can undermine morale and
collaboration among employees (Berman, 2015, :205).

To mitigate these potential drawbacks, organizations should strive to design and implement
performance appraisal systems that are transparent, objective, and focused on employee
development and organizational improvement.

bias, subjectivity, lack of clarity in evaluation criteria, and resistance from employees. It is
important for organizations to address these issues and ensure that the performance appraisal
process is fair, transparent, and focused on supporting employee development and organizational
goals.

2.1.2. Concept relating to performance appraisal

One concept related to performance appraisal is goal setting establishing SMART (Specific,
Measurable, Achievable, Relevant, Time-bound) goals for employees (Condrey, 2018), feedback
providing both positive and constructive feedback to employees to support their development
(Riccucci, 2017). Rater Training managers are needed to conduct appraisals effectively and
reduce bias (Berman, 2015), job analysis identifying the key duties and competencies required for
a specific job (Condrey, 2018).
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2.1.3. Concept of employee’s productivity

Employee productivity is measure how efficiently and effectively an employee is able to ensure
that individual employee goals are aligned with the organization's overall objectives (Robbins &
Judge, 2019), Providing regular feedback and coaching to help employees improve their
performance and develop new skills (Aguinis, 2019),Motivation and Engagement, fostering a
work environment that intrinsically motivates employees and promotes engagement in their work
(Deci& Ryan, 2000),Work-Life Balance Supporting employees in achieving a healthy balance
between their professional and personal responsibilities (Greenhaus& Powell, 2006), Training and
Development Investing in the continuous learning and skill development of employees to enhance
their productivity (Noe, 2020). In enhancing employee productivity, organizations can increase
overall performance, efficiency, and profitability.

2.1.4. Factors that lead to employee’s productivity
There are several factors that can lead to increased employee’s productivity, including:

1. Clearly Defined Performance Criteria:
The Influence of Performance Appraisal Systems on Employee Performance in the Public Sector"
by James S. Bowman (2010,:125).

2. Frequent Feedback and Coaching:
The Impact of Performance Appraisal Systems on Employee Motivation in the Public Sector" by
Lori L. Taylor and James L. Pierce (2012,:89).

3. Skill Development and Training:
Enhancing Accountability in the Public Sector: The Role of Performance Appraisal Systems" by
Evan Berman, Jonathan Bretschneider, and James L. Perry (2016, :57).

4. Fair and Objective Evaluation:
Bias in Performance Appraisal Systems: The Role of Supervisor and Employee Characteristics by
Donald P. Moynihan and Noel Landuyt (2008,:33).

5. Alignment with Organizational Goals:
Linking Performance Measurement to Strategic Goals in Public Organizations” by Theodore H.
Poister and Gregory Streib (1999,:325).

6. Reward and Recognition:
The Impact of Performance Appraisal Systems on Employee Motivation in the Public Sector" by
Lori L. Taylor and James L. Pierce (2012,: 92).

7. Employee engagement: Engaging employees in decision-making and problem-solving can
help boost morale and motivation, leading to increased productivity.

2.1.5. Socio Economic impact of employee’s productivity
The productivity of employees has a significant socio-economic impact on a variety of levels.

1. Improved Public Service Delivery:

Higher employee productivity can lead to more efficient and effective delivery of public services,
benefiting citizens and communities. This can have positive ripple effects on various aspects of
society. (Rainey and Bozeman, 2000, :456)

2. Enhanced Fiscal Responsibility:

Improved employee productivity can contribute to cost savings and more efficient use of taxpayer
resources, allowing state agencies to allocate funds towards other pressing social and economic
priorities. (Moynihan and Landuyt, 2008, : 41)
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3. Workforce Development and Retention:

A strong performance appraisal system that fosters employee productivity can attract and retain
skilled professionals, leading to a more capable and experienced public sector workforce. This can
have long-term benefits for the community. (Taylor and Pierce, 2012, :97).

4. Economic Multiplier Effect:

Increased productivity in state agencies can lead to higher incomes, better public services, and a
more vibrant local economy, generating a positive multiplier effect on various sectors, such as
retail, housing, and small businesses. (Poister and Streib, 1999, :335)

5. Social Equity and Inclusion:

Effective performance appraisal systems that are fair and objective can promote a more equitable
work environment, reducing disparities and ensuring that all state employees have equal
opportunities to contribute and advance, which can have broader societal implications. (Moynihan
and Landuyt, 2008, : 37).

Overall, the productivity of employees plays a crucial role in shaping the socio-economic
landscape of a country and has far-reaching implications for both individuals and society as a
whole.

2.2. Empirical Review

In their study titled "The Influence of Performance Appraisal Systems on Employee Performance
in the Public Sector,” Bowman (2010) conducted an in-depth analysis of the performance
appraisal practices in several state government agencies. The study followed a mixed-methods
approach, combining quantitative data from employee surveys and qualitative insights from
interviews with managers and HR professionals. There are several key findings and insight from
emperical research on performance appraisal, they Include;

1. Clearly Defined Performance Criteria, the study found that state agencies with well-defined
and communicated performance criteria experienced higher levels of employee productivity.
Employees were more motivated and focused when they had a clear understanding of the
expectations and standards against which they were being evaluated. (Bowman, 2010, : 128)

2. Frequent Feedback and Coaching; the research revealed that state agencies that provided
regular feedback and coaching to their employees saw a significant improvement in their
overall performance. Employees felt more supported and were able to address any
performance gaps in a timely manner. (Bowman, 2010, : 131).

3. Alignment with Organizational Goals; he studies found that when the performance appraisal
system was closely aligned with the agency's strategic objectives and priorities, employees
were more likely to contribute to the achievement of those goals. This resulted in higher levels
of productivity and improved organizational outcomes. (Bowman, 2010, :135).

4. Fair and Objective Evaluation: the research indicated that state agencies with performance
appraisal systems perceived as fair and unbiased by employees experienced higher levels of
trust, engagement, and productivity. Employees were more likely to accept the evaluation
outcomes and commit to their professional development. (Bowman, 2010, :133).

The findings of this empirical study highlight the key factors that can contribute to increased
employee productivity in state agencies through the effective design and implementation of
performance appraisal systems. The insights provided can guide policymakers and public sector
leaders in developing strategies to enhance the productivity and performance of their workforce.
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2.3. Gapin literature

There is limited academic research specifically focusing on the effects of performance appraisal
systems on state employees within the context of the Ministry of State Property Survey and Land
Tenure in Buea, Cameroon. While there are studies examining performance appraisal practices in
organizations in general, there is a lack of literature that explores the unique challenges and
dynamics at play in a government department responsible for property survey and land tenure.

Some potential areas for further research on this topic include:

1. The perceptions of state employees towards performance appraisal systems in the Ministry of
State Property Survey and Land Tenure, and how these perceptions impact job satisfaction and
performance outcomes.

2. The effectiveness of the current performance appraisal practices in the ministry, and whether
they align with organizational goals and objectives.

3. The relationship between performance appraisal and employee motivation, engagement, and
retention in the context of a government department.

By addressing these research gaps, scholars can provide valuable insights into the relationship
between performance appraisal practices and employee outcomes in the specific context of a
government department responsible for property survey and land tenure. This research can inform
policy and practice within the ministry and contribute to the broader literature on performance
management in the public sector.

2.4. Theoretical Framework

The theoretical framework that can be applied to the topic of performance appraisal and its effects
on state employees is Goal Setting Theory. This theory, proposed by Locke and Latham in 1990,
suggests that setting specific and challenging goals can lead to higher performance and
motivation. Within the context of state employees in the Ministry of State Property Survey and
Land Tenure, setting clear performance goals through the appraisal process can help employees
understand expectations, prioritize tasks, and focus their efforts on key priorities.

Another relevant theoretical framework is Social Exchange Theory. This theory posits that
employees engage in a reciprocal relationship with their organization, where they expect rewards
and recognition in exchange for their efforts and contributions. Performance appraisals can be
seen as a mechanism for this exchange, where employees receive feedback, development
opportunities, and potentially rewards based on their performance. Understanding this social
exchange dynamic can help policymakers and managers design appraisal systems that are
perceived as fair and motivating to state employees.

Furthermore, Self-Efficacy Theory can also be applied to the topic of performance appraisal and
its effects on state employees. This theory, developed by Bandura in 1977, suggests that
individuals' beliefs in their own abilities to perform tasks influence their motivation and
performance. Through the appraisal process, employees receive feedback on their performance,
which can impact their self-efficacy beliefs and subsequent motivation to improve their
performance. Understanding how performance feedback influences employees' self-efficacy can
help organizations design appraisal systems that enhance employees' confidence and performance.

By incorporating these theoretical frameworks into the study of performance appraisal and its
effects on state employees in the Ministry of State Property Survey and Land Tenure, researchers
can provide a comprehensive understanding of the mechanisms through which performance
appraisal practices influence employee behavior, motivation, and performance in a government
context.
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3. RESEARCH METHODOLOGY

3.1. Research Design

Experimental research design is a scientific approach to studying a research question that involves
manipulating one or more variables and observing the effects on another variable. This type of
research design allows researchers to establish cause-and-effect relationships between variables.
In an experimental design, participants are randomly assigned to different conditions or groups,
and one or more independent variables are manipulated to observe the effects on the dependent
variable. This design typically includes a control group for comparison and is often conducted in a
controlled environment to minimize external influences on the results. Experimental research
design is often used in fields such as psychology, biology, and medicine to investigate the impact
of specific interventions or treatments on various outcomes.

Survey research design is a method of collecting data from a sample of individuals through the
use of surveys or questionnaires. This approach involves asking participants a series of structured
questions in order to gather information on their attitudes, opinions, behaviors, or characteristics.
Survey research can be conducted through various methods, including in-person interviews,
telephone interviews, online surveys, or mailed questionnaires.

3.2. Target population and Sample size
The target population will be the workers in the ministry of state property survey and land tenure.
Buea

Sample size will be a population of 100 workers

3.3. Method of data collection

The method of data collection refers to the process or technique used to gather information or data
for research, analysis, or documentation. It involves gathering relevant and reliable information
through various means such as surveys, interviews, observations, experiments, or data mining.
The method of data collection is essential for ensuring the accuracy and validity of the collected
data and ultimately, the quality of the research or analysis.

3.4. Research Instruments
A research instrument is a tool or technique used to collect data for research purposes. It can take
various forms depending on the research methodology and the nature of the study. Some common
research instruments include:

3.4.1. Questionnaire development
These are structured sets of questions designed to gather specific information from respondents.
They can be administered in person, over the phone, via email, or through online platforms.

3.4.2. Interviews guide
It can be used to gather detailed qualitative data from participants. These can be conducted in
person, over the phone, or through video conferencing.

3.5. Research Techniques

Research techniques refer to the methods and procedures used by researchers to collect, analyze,
and interpret data in answer to a specific research question or problem. These techniques can
include qualitative methods such as interviews, focus groups, and observations, as well as
guantitative methods such as surveys, experiments, and statistical analysis. Additionally, there are
also various research techniques in fields such as scientific research, social science research,
market research, and more, each with its own specific methods and best practices.
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3.6. Validity and Reliability of the study

The validity and reliability of a study on the impact of social media and technology on the mental
health of youth can be assessed by evaluating the research methods and the rigor of the study
design.

Validity refers to the degree to which the study accurately measures what it intends to measure,
and reliability refers to the consistency of the findings. In the case of the impact of social media
and technology on the mental health of youth, the validity and reliability of the study can be
evaluated based on several key factors:

1. Research Design: A valid and reliable study would have a clear and well-defined research
design, including a clearly stated research question, hypothesis, and methodology. The study
should use established and validated measures to assess mental health outcomes, as well as
assess social media and technology usage.

2. Sample Size and Selection: A study with a large and diverse sample size is generally
considered more valid and reliable, as it allows for generalizability of the findings to the larger
population of youth. The study should also use a representative sample of youth to ensure that
the findings are applicable to the broader population.

3. Data Collection: The study should use reliable and valid instruments to measure both social
media/technology usage and mental health outcomes. Additionally, the data collection
methods should be standardized and reliable, such as survey instruments or interviews with
established psychometric properties.

4. Data Analysis: The study should use appropriate statistical analyses to test the relationships
between social media/technology usage and mental health outcomes. The findings should be
statistically significant and the results should be robust and replicable.

5. Ethical Considerations: A valid and reliable study would adhere to ethical guidelines for
research involving youth, including obtaining informed consent, protecting the privacy of
participants, and minimizing any potential harm.

It is important to note that the impact of social media and technology on mental health is a
complex and multifaceted issue, and thus, studies in this area should take into account various
factors such as age, gender, socioeconomic status, and cultural background. Additionally,
longitudinal studies are often necessary to establish causality and to assess the long-term impacts
of social media and technology on the mental health of youth.

Overall, the validity and reliability of a study on the impact of social media and technology on the
mental health of youth can be determined by evaluating the study design, sample selection, data
collection methods, data analysis, and ethical considerations.

3.7. Quantitative and Qualitative research

Quantitative research involves gathering numerical data and analyzing it statistically to understand
patterns, relationships, and trends. This type of research is often used to test hypotheses and make
generalizations about a population based on a sample.

Qualitative research, on the other hand, involves gathering non-numerical data such as interviews,
observations, and textual analysis to gain an in-depth understanding of a particular phenomenon.
This type of research is used to explore and understand complex social and behavioral phenomena
from the perspective of the participants.

Both quantitative and qualitative research methods have their strengths and weaknesses, and often
researchers use a combination of both methods to provide a more comprehensive understanding of
a research question or problem.
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3.8. Ethical Considerations

1.

4.

Confidentiality: There is a need to ensure that performance appraisal data is kept confidential
and only shared with authorized individuals within the ministry. Employees should feel
confident that their performance is being assessed fairly and objectively.

Objectivity and fairness: It is important for performance appraisal processes to be fair and
unbiased. Appraisals should not be influenced by personal biases or favoritism and should be
based on objective criteria.

Transparency: The criteria and process for performance appraisal should be clear and
transparent to all employees. Employees should understand how they are being assessed and
what is expected of them in order to receive a favorable appraisal.

Training and development: Performance appraisals should not only focus on evaluating past
performance but also on identifying opportunities for training and development. Employees
should be given the support and resources they need to improve their performance.

Communication: Effective communication is essential in performance appraisal processes.
Managers should provide timely feedback to employees and engage in open and honest
discussions about their performance. Employees should also have the opportunity to provide
input and feedback on their own performance appraisal.

Accountability: Managers and supervisors should be held accountable for carrying out
performance appraisals fairly and consistently. There should be mechanisms in place to
address any concerns or grievances related to the appraisal process.

Employee well-being: The effects of performance appraisals on employees' well-being should
be considered. Appraisals can be stressful for employees, so it is important to provide support
and resources to help them cope with any negative impacts.

Continuous improvement: Performance appraisal processes should be regularly reviewed
and evaluated to ensure that they are effective in promoting employee performance and
development. Feedback from employees should be used to make improvements to the process.

RESEARCHMETHODOLOGY

4.1. Bio Data

Demographic analysis/Bio Data playscrucialinunderstanding Performance appraisal system and
its effects on state employees of Regional delegation of state property, survey and land
tenure Buea. ByexaminingtheDemocratic characteristic of the population certain criteria must be
considered too as, sex, level of education, age, status of respondent, monthly income, party
Affliction etc.Whichhelpustogainavaluableinsighton performance appraisal system and its
effects on state employees in the Regional delegation of state property, survey and land
tenure Buea.

4.1.1. Genderofrespondents

M=23 F=66
Table 4.1:1
Gender | Numberofpersons | Percentage
Female 66 62.92%
Male 23 37.07%
Total 89 100%

Figure4.1:1Source:
Fieldwork, June 2024
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Figure 0:1 chart showing the sex distribution of respondents

The information above indicates that,majority of the respondents are female with a percentage of
62.92% than the male with a percentage of 37.07%

4.1.2. Levelofeducation:
Undergraduate:77

Postgraduate: 12

Table 4.1.2
Levelofeducation | Number ofpersons | Percentage
Undergraduate 77 86.51%
Postgraduate 12 13.48%
Total 89 100%

Under graduate Post graduate

level of education

Figure4.1.2
Source:Fieldwork, June 2024.
Figure 02: pie chart showing the educational level of respondents

American Journal of Corporate Management 68



( American Journal of Corporate Management)

The table above shows the massive number of the sample population are educated with high school
and university education. Thus, the studied opinions raised in this research are reliable to a
significant degree most of the respondents were highly educated with their educational level ranging
from holders of university degree,BSc,A/level and O/level.

4.1.3. Age
Below20=26
21-30=56
3landabove=7
Table 4.1.3
Age Numberofpersons | Percentage
Below20 26 29.21%
21-30 56 62.92%
3landabove 7 7.86%
Total 89 100%

no of people
w
(=]

Below 20 21-30 31 and above

age group

Figure4.3
Source:Fieldwork, June 2024

Fromtheanalysisabove,itshowsthat29.21%respondentswere25,62.92%respondentswere26-
350fageand7.86%respondentswere21andabove,whichshowsthat21-
30respondentsweregreaterthanbelow20and31andabove.

4.1.4. Maritalstatus
Married =79
Single =6
Divorced=4
Table 4.1.4:Maritalstatus

Maritalstatus | Percentage
Married 88.76%

Single 6.74%
Divorce 4.49%
Total 100%
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Chart Title
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Figure4.1.4:

Source:Fieldwork, June 2024

Fromtheaboveanalysis,itshowsthat88.76%
respondentsweresingle,meanwhile6.74%respondentsweremarriedand4.49%respondentsweredivorce.|
tshowsthatsinglerespondents(8.76%0)weregreaterthanbothmarriageanddivorcerespondents.

4.2. PresentationofData

4.2.1. Hypothesis one: Does the performance appraisal process provide
constructive and meaningful feedback to state employees?

Issues Raised SA A SD D N Total
1. Is the performance criteria and
evaluation method clearly communicated | 37.0% | 50.5% | 5.6% | 6.7% | 0% | 100%
to all state employees?
2. Do managers receive training on how to
conduct effective performance reviews?
3. Are there regular check-ins throughout
the year to support employee 12.3% | 37.0% | 15.7% | 16.8% | 17.9% | 100%
development, not just an annual review?
4. Are the performance goals aligned with
the organization's strategic objectives?
5. Are state employees involved in setting
SMART (Specific, Measurable,
Achievable, Relevant, and Time-bound)
performance goals?

Total 26.7% | 42.4% | 10.7% | 13.6% | 6.9% | 100%

16.8% | 35.9% | 14.6% | 26.9% | 5.6% | 100%

30.3% | 44.9% | 10.1% | 20.2% | 5.6% | 100%

37.0% | 43.8% | 7.8% | 5.6% | 5.6% | 100%
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SA A SD D N

Taking into consideration, the first issue raised is performance criteria and evaluation method clearly
communicated to all state employees 37.07% strongly agreed,50.5% agree, 5.6% strongly disagree,6.7%
disagree, 0% remain neutral giving a total of 100%.

Issue two that were raised by the research which is do managers receive training on how to conduct effective
performance review 16.8% SA,39.5% A,14.6% SD,26.9% D and 5.2% remain N making a total of 100%.

Concerning the 3rd issue raised which is Are the regular check-ins throughout the year to support employee’s
development, not just an annual review? 12.2% SA,37.0% A,15.7% SD,16.8% D and 17.9% remain N making
a total of 100%

Concerning the 4th issue raised which is; Are the performance goals aligned with the organization’s strategic
objectives?

30.3% SA,37.0% A,15.7% SD,16.8% D, and 17.9% remain N making a total of 100%.

Concerning the 5th issue raised which is; are state employees involved in setting smart (specific measurable
achievable relevant and time bond) performance goals? 37.0% SA,43.8% A,7.8% SD,5.6% D while 6.9% were
N making a total of 100%.

Hypotheses two: Introducing a performance-based pay structure alongside the appraisal
system will further increase employee motivation and productivity?

Issuesraised SA A SD | D N |[TOTAL
6. Is the performance-based pay structure
perceived as fair and equitable by state 33% | 45% | 5% | 6% | 0% 89%
employees?
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7. Is the link between performance and
compensation/advancement opportunities 15% | 32% | 13% | 24% | 5% 89%
clearly explained?

8. Are the criteria for pay increases and
promotions consistently applied across the 11% | 33% | 14% | 15% | 16% 89%
organization?

9. Do state employees have the opportunity to
appeal compensation decisions they believe 27% | 40% | 9% | 8% | 5% 89%
are unfair?

10. Is the performance-based pay structure

aligned with the organization's overall 33% | 39% | 7% | 5% | 5% 89%
compensation strategy?
TOTAL 119% | 189% | 48% | 58% | 31% | 445%

Source: field survey(2024)

Figure 06: multiple bar charts showing on how on how performance appraisal has guaranteed
employees safety

H2 45.00%

40.00%

SA A SD D N

In regards to the 6 issue raised which is the performance -based pay structure perceived as fair and
equitable by star employees? 33% SA,45% A,5% SD,6% D and O% were neutral making a total
of 100%.

Concerning the 7 issue raised which is the link between performance and
compensation/advancement opportunities clearly explained? 15% SA,32% A,13% SD,15% D and
5% were neutral making a total of 100%.

Concerning the 8 issue raised which is are the criteria for pay increases and promotion
consistently applied across the organization? 28 SA,33% A,8% SD,16% D and 4 remain neutral
making a total of 100%.
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Concerning the 9 issue raised which is do state employees have the opportunity to appraisal
compensation decisions they believe are unfair? 25% SA,21% A,20% SD,15% D and the
remaining 8% were neutral making a total of a 100%.

With the 10 issue raised which is the performance-based pay structure aligned with the
organization's overall compensation strategy?

18% SA,39% A,6% SD,10% D and 16% were neutral making a total of 100%.

4.2.2. Hypotheses three: the transition to a performance appraisal system may also increase
stress and anxiety among employees, at least initially.

Table 4.2.3 To examine if he transitions of a performance appraisal system may also
increase stress and anxiety among employees at least initially.

Issues raised SA A SD D N Total
11. Does the organization have a change
management strategy to support the
transition to the performance appraisal
system?
12. Were state employees involved in the
design and implementation of the 34.4% | 53.9% | 3.3% | 3.3% | 7.8% | 100%
performance appraisal system?
13. Is training and resources provided to
help employees and managers adapt to the | 20.2% | 34.8% | 11.2% | 14.6% | 19.1% | 100%
new system?
14. Is the rationale, benefits, and
expectations of the performance appraisal
system communicated clearly and
consistently?
15. Are resources and support available to
address employee stress and anxiety 30.3% | 43.8% | 6.7% | 6.7% | 12.3% | 100%
during the transition?
16. Do state employees have access to
employee assistance programs,
counseling, or stress management
workshops?

22.4% | 48.3% | 10.1% | 8.9% | 16.1% | 100%

39.3% | 41.5% | 5.6% | 7.8% | 5.6% | 100%

26.9% | 34.8% | 7.8% | 8.9% | 21.3% | 100%

Total 28.4% [ 42.8% | 7.4% | 8.4% | 12.7% | 100%
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For the 11 issue raised which is does the organization have a change management strategy to support the
transition to the performance appraisal system? 22.4% SA,48.3% A,10.1% SD,8.9% D and 16.17% were
neutral making a total of 100%.

Concerning the 12 issue raised which is where state employees involved in the design and implementation of
the performance appraisal system? 34.4% SA,53.9% A,3.3% SD,3.3% D and 7.8% remain neutral making a
total of 100%.

For the 13 issue raised which is, is the training and resources provided to help employees and managers adapt
to the new system? 20.2% SA,34.8% A,11.2% SD,14.6% D and 19.1% were neutral making a total of 100%.

Concerning the 14 issue raised which is, the rationale benefits and expectations of the performance appraisal
system communicated clearly and consistently? 39.3% SA,41.5% A,5.6% SD,7.8% D and 5.6% are neutral
making a total of 100%.

For the 15 issue raised which is Are resources and support available to address employee stress and anxiety
during the transition? 30.3% SA,43.8% A,6.7% SD,6.7% D and 12.3% were neutral making a total of 100%.

Concerning the 16 issue raised which is Do state employees have access to employee assistance programs,
counseling, or stress management workshops? 26.9% SA,34.8% A,7.8% SD,8.9% D, and 21.3% were
neutral making a total of 100%.

Table 4.3.2 calculated chi-square (x?) on performance criteria and evaluation method clearly
communicated to all state employees

R1C1 20 25.3-5.3 28.09 1.11
R1C2 43 38.14.924.01 0.63

R1C3 9 66 24 576 0.87
R1C4 8 75 05 025 0.03
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R1C5 9 11.3-2.2 5.29 0.46
R2C1 28 25.32.77.29 0.28
R2C2 48 38.19.998.01 2.57
R2C3 3 66 -3.6 1296 1.96
R2C4 3 75 -45 2025 2.7
R2C5 7 11.3-4.3 18.49 1.63
R3C1 18 25.37.353.29 21
R3C2 31 38.1-7.1 5041 1.32
R3C3 10 66 34 1156 175
R3C4 13 75 55 3035 4.03
R3C5 17 11.35.732.49 2.87
R4C1 35 25.39.794.09 3.71
R4C2 37 38.1-1.1 121 0.03
R4C3 5 66 -16 256 0.38
R4C4 7 75 -05 025 35
R4C5 5 11.3-6.3 39.69 351
R5C1 27 25.11.72.89 0.11
R5C2 39 38.10.40.81 0.02
R5C3 6 66 -06 026 0.05
R5C4 6 75 -15 225 03
R5C5 11 11.3-0.3 009 79
R6C1 24 25.3-1.3 1.69 0.06
R6C2 31 38.1-7.1 5041 1.32
R6C3 7 66 04 016 0.02
R6C4 8 75 05 025 0.03
R6C5 19 11.37.759.29 5.24

HO02 U=Does performance appraisal process provide constructive and meaningful feedback to
state employees

H2 U= performance appraisal process provides constructive and meaningful feedback to state
employees

DF(degree of freedom)=(r-1) (c-1) =(5-1) (5-1) =(4) (4) =16
P(x?<level of significance)=0.01
From the chi-square table,critical or table X?=32000

NB: when the critical or table chi-square value is less than the calculated computed chi-square
value, the null hypothesis is rejected and vice Versa.

HO02 U=32000 performance appraisal process doesn’t provide constructive and meaningful
feedback to state employees.

H2:U= 32000 performance appraisal process provide constructive and meaningful feedback to
state employees.

Since calculated X?(30.85)<table X?(32000),the null hypothesis,HO is accepted.

With the acceptance of the null hypothesis, the assertion of the investigator proves wrong.
Implying that performance appraisal process doesn’t provide constructive and meaningful
feedback to state employees.
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Table 4.3.4 Calculated chi-square on introducing a performance -based pay structure
alongside the appraisal system will further increase employee motivation and productivity

cell fo fe fo-fe  (fo-fe)2 (fo-fe)2+fe
R1C1 22 21.40.60.36 0.01

R1C2 29 32 -3 9 0.28
R1C3 14 11.42.66.76  0.59
R1C4 9 13.6-4.6 21.16 155
R1C5 15 10.64.419.36 1.82
R2C1 14 21.4-7.4 54,76 2.55
R2C2 38 32 6 36 1.12
R2C3 9 11.4-2.4 576 0.5
R2C4 18 13.64.419.36 1.42
R2C5 10 10.6-0.6 0.36 0.03
R3C1 28 21.46.643.56 2.03
R3C2 33 32 1 1 0.03
R3C3 8 11.4-3.4 115 1
R3C4 16 13.62.45.76  0.42

R3C5 4 10.6-6.6 4356 4.1
R4C1 25 21.43.612.96 0.6

R4C2 21 32 -11 11 3.73
R4C3 20 11.48.673.96 6.48
R4C4 15 13.61.41.96 0.14

R4C5 8 10.62.66.76  0.63

R5C1 18 21.4-34 11.56 0.54
R5C2 39 32 7 49 1.53
R5C36 11.4-5.4 29.11 2.55
R5C4 10 13.6-3.6 12.96 0.95
R5C5 16 10.65.429.16 2.75

HO02 U=Does performance appraisal process provide constructive and meaningful feedback to
state employees

H2 U= performance appraisal process provides constructive and meaningful feedback to state
employees

DF(degree of freedom)=(r-1) (c-1) =(5-1) (5-1) =(4) (4) =16
P(X?<level of significance)=0.01
From the chi-square table, critical or table X?=32000

NB: when the critical or table chi-square value is less than the calculated computed chi-square
value, the null hypothesis is rejected and vice Versa.

HO02 U=32000 performance appraisal process doesn’t provide constructive and meaningful
feedback to state employees.

H2: U=32000 introducing a performance-based pay structure alongside the appraisal system
increase employee motivation and productivity.

Since calculated X?(30.85)<table X?(32000),the null hypothesis,H0 is accepted.

With the acceptance of the null hypothesis, the assertion of the investigator proves wrong,
implying that introducing a performance-based pay structure doesn’t alongside the appraisal
system increase employee motivation and productivity.
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Table 4.3.7 Calculated chi-square on the transition to a performance appraisal system may
also stress and anxiety among state employees, at least initially

Cell fo fe fo-fe  (fo-fe)2 (fo-fe)2
R1C1 33 23.89.2846 35

R1C2 45 37.87.251.8 1.3

R1C3 5 96 -46 211 21
R1C4 6 11.6-5.6 313 2.6
R1C5 0 6.2 -6.2 384 6.1
R2C1 15 23.8-8.8 774 3.2
R2C2 32 37.8-5.8 336 0.8
R2C3 13 96 34 115 11
R2C4 24 11.612.4 153.7 13.2
R2C5 5 62 -12 14 02
R3C1 11 23.8-12.8 163.8 6.8
R3C2 33 37.8-4.8 23 0.6
R3C3 14 96 44 193 2
R3C4 15 11.63.41105 0.9

R3C5 16 62 98 96.6 155
R4C1 27 23.83.210.2 04

R4C2 40 37.82.248 0.1

R4C3 9 96 -06 03 0
R4C4 8 11.6-3.6 129 11
R4C5 5 62 -12 14 02
R5C1 33 23.89.2846 35

R5C2 39 37.81.214 0

R5C3 7 96 -26 6.7 06
R5C4 5 11.6-6.6 435 3.7
R5C5 5 62 12 14 02
X?=69.7

Source: field survey (2024)

HO03:U=the transition to a performance appraisal system doesn’t stress and anxiety among state
employees, at least initially.

H3:U=the transition to a performance appraisal system guarantee the anxiety among state
employees, at least initially

Df(degree of freedom)=(r1) (c1)=(6-1) (5-1)=(5)(4)=20
P(x? level of significance)=0.01
From the chi-square table,critical or table x?=69.7

NB: when the critical or table chi-square value is less than the calculated or computed chi-square
value, the null hypothesis is rejected and vice versa

H03:U=37.566: performance appraisal system doesn’t guarantee the anxiety among, state
employees and initially

H3:U= 37.566: performance appraisal system guarantees the anxiety among, state employees
initially
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Since calculated X? (46.55) < table X?(37.566), null hypothesis,HO is rejected with the rejection of
the null hypothesis,the assertion of the investigator proves true implying that, performance
appraisal system guarantees the anxiety among,state employees initially.

4.3. Discussion of results

The first objective of this Study was to investigate if the performance appraisal process provides
constructive and meaningful feedback to state employees. Base on the results of the study, it was
observed that the calculated chi-square was greater than the table chi-square. So the bill
hypothesis of this objective was rejected over the acceptance of the alternative hypotheses in the
administration of questionnaires.

The second objective of this study was to assess if introducing a performance-based pay structure
alongside the appraisal system will further increase employee motivation and productivity in
MINDCAREF. Based on the result of the study, it was observed that the calculated chi-square was
less than the table chi-square. So the null hypothesis of this objective were accepted over the
rejection of the alternative hypothesis that stated that introducing a performance-based pay
structure alongside the appraisal system doesn’t further increase employee motivation and
productivity in MINDCARF.

Lastly, the third objective of this study was to examine the transition to a performance appraisal
system may also increase stress and anxiety among state employees, at least initially. Based on the
results of the study, it was observed that the calculated chi-square was higher than the table chi-
square. So the null hypothesis of this objective were rejected over the acceptance of the alternative
hypothesis that stated that, transition to a performance appraisal system guarantee increase stress
and anxiety among state employees, at least initially.

5. SUMMARIZATION,CONCLUSIONS AND RECOMMENDATION

51. SUMMARIZATIONOFDATA
Improving the Performance Appraisal System for State Employees

The study of the regional delegation of state property, survey, and land tenure in Buea revealed
several key insights regarding the impact of the performance appraisal system on state employees:

- Employee perceptions of the appraisal process were mixed, with some viewing it as fair and
transparent, while others expressed concerns about subjectivity and potential bias.

- The appraisal system had a variable effect on employee motivation and productivity, with more
positive attitudes correlating to higher job satisfaction and accountability.

- Challenges in the implementation of the system included lack of employee buy-in, inadequate
supervisor training, and disconnect between appraisal results and tangible outcomes.

5.2. CONCLUSION
Overall, the performance appraisal system in the regional delegation has had a complex impact on
state employees. While the intent of the system is to objectively evaluate and support professional
development, the execution has led to uneven results in terms of improving employee
performance and morale.

5.3. RECOMMENDATIONS
To enhance the effectiveness of the performance appraisal system, the following
recommendations are proposed:

1. Increase transparency and communication around the appraisal process, including clear
performance criteria and regular feedback.

2. Provide comprehensive training for supervisors to ensure consistent and unbiased evaluations.
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3. Strengthen the linkage between appraisal outcomes and meaningful rewards, development
opportunities, or other tangible impacts for employees.

4. Foster an organizational culture that emphasizes continuous improvement and values
employee contributions.

By implementing these changes, the regional delegation can transform the performance appraisal
system into a more empowering and motivating tool for state employees, ultimately enhancing
public sector productivity and service delivery.

5.4. Challenges in the Performance Appraisal System for State Employees

The evaluation of the performance appraisal system at the regional delegation of state property,
survey, and land tenure in Buea identified several significant challenges that have hindered its
effective implementation and impact on state employees:

1. Lack of Employee Buy-In: Many employees expressed skepticism and disengagement with
the appraisal process, viewing it as subjective and disconnected from meaningful outcomes.

2. Inconsistent Supervisor Evaluations: Inadequate training for supervisors has led to concerns
about biased and inconsistent performance assessments across the organization.

3. Disconnect Between Appraisals and Outcomes: The study found a weak linkage between
appraisal results and tangible consequences, such as rewards, development opportunities, or
disciplinary actions.

4. Organizational Culture Resistance: The organizational culture at the regional delegation has
not fully embraced the value of performance management, with some employees and
manager’s resistant to change.

5.5.  Addressing the Challenges

To overcome these challenges and enhance the effectiveness of the performance appraisal system,
the following recommendations are proposed:

Enhance Transparency and Communication:

Clearly define performance criteria and evaluation methods

Implement regular feedback mechanisms to engage employees throughout the appraisal cycle
Ensure open dialogue and opportunities for employee input

Strengthen Supervisor Training:

v MV Vv v P

Provide comprehensive training on objective evaluation techniques, minimizing bias, and
constructive feedback

Establish clear guidelines and standardized assessment procedures
Implement quality assurance measures to monitor supervisor performance

Link Appraisals to Meaningful Outcomes

YV @ VvV VYV

Align appraisal results with tangible rewards, such as promotions, compensation adjustments,
or professional development opportunities

> Integrate appraisal outcomes into broader talent management strategies, including succession
planning and skills gap analysis

4. Foster a Performance-Oriented Culture:

Reinforce the value of performance management through leadership modeling and
organization-wide communication
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» Recognize and celebrate high-performing employees as examples of desired behaviors

» Continuously seek feedback and input from employees to refine the appraisal system

By addressing these key challenges, the regional delegation can transform its performance
appraisal system into a more effective and impactful tool for driving employee engagement,
productivity, and organizational success.
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