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ABSTRACT

In contemporary scholarship, organizational performance is widely conceptualized as the outcome of dynamic
interactions among key internal elements such as employee performance, corporate culture, leadership
orientation, managerial competence, and commitment levels. The efficiency of other organizational resources
largely depends on the strength and quality of these interactions as well as the active contribution of employees.
This study investigated the influence of employee performance evaluation feedback on the performance of both
publicly listed and non-listed firms in Nigeria. Guided by the Management by Objectives (MBO) model which
emphasizes goal alignment, participatory target setting, and result-based reward mechanisms, a survey design
was adopted. Primary data were obtained through a structured and closed-ended questionnaire administered to
150 employees selected from 15 firms listed and unlisted on the Nigerian Exchange (NGX) Group. The data
were subjected to reliability and validity tests, after which they were analyzed using Spearman’s rho correlation,
bivariate analysis, and simple regression with SPSS version 23.0. Empirical results indicated that performance
evaluation feedback significantly enhances firm performance by improving employee capability, skills, and
career development potential. The study concludes that organizational success depends on the ethical
administration of employee performance evaluation. It further observes that appraisal systems in Nigerian firms
face several structural and ethical constraints that often undermine the core principles of the MBO model. The
paper recommends that evaluators adhere to professional ethics and objective standards while using employee
outcomes and contributions as benchmarks for evaluation and reward decisions.

Keywords: Employees Performance Evaluation Feedback, Motivation drive, Productivity, Firm performance,
Publicly Listed and Non-listed Firms.

1. INTRODUCTION

Organizational performance is determined by a complex mix of workplace variables, including
employee productivity, leadership style, and organizational culture. Among these factors, employee
performance plays a particularly pivotal role since the effectiveness of all other resources such as
technology, processes, and infrastructure depends on employees’ skills, dedication, and work efficiency.
Employee performance, in turn, is shaped by managerial systems, notably the performance evaluation
(PE) process. Feedback obtained from these evaluations can motivate or discourage employees,
influencing their work commitment, attitudes, and productivity. To reduce issues such as
disengagement, poor morale, and high turnover, management must design a transparent and equitable
feedback framework that promotes continuous performance improvement an essential condition for
long-term organizational success. According to Dinna & Michal (2015), employee performance
evaluation (EPE) constitutes a core human resource management (HRM) mechanism used to assess
employee efficiency, productivity, and job effectiveness. Likewise, Asadu, Chukwujekwu, & Onah
(2020) & Obisi (2011) argue that performance evaluation systems must be holistic and equitable to
generate meaningful and sustainable outcomes aligned with corporate goals. Caruth & Humphreys
(2008) view performance evaluation as a strategic managerial tool that strengthens employee
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commitment, motivation, and satisfaction while enabling organizations to meet their objectives through
reciprocal performance outcomes. An effective performance appraisal process offers deep insights into
employee contributions toward organizational objectives and assists managers in identifying
intervention areas to enhance efficiency, profitability, and workplace quality. Furthermore, it clarifies
employee expectations and capabilities, ensuring alignment between individual competencies and
corporate goals (Blasini & Leist, 2013; Wu, Bacon, & Hoque, 2014). As noted by Seniwoliba (2014),
performance feedback also informs decisions regarding training, promotion, and career development,
thereby serving as a critical instrument for workforce optimization.

Extant literature indicates that firm performance encompasses both financial and operational aspects.
Financial indicators include return on assets (ROA), return on equity (ROE), return on capital employed (ROCE),
and earnings per share (EPS) (Charles & Uford, 2023), whereas operational performance focuses on non-financial
metrics such as customer loyalty, product quality, employee retention, and career progression opportunities
(Isogawa, Nishikawa, & Ohashi, 2012; Jeroh, 2013; Traverse & Cooper, 2020). Furthermore, engagement in
environmental, social, and governance (ESG) practices has been shown to enhance market value, financial
sustainability, and operational efficiency (Chouaibi & Rossi, 2021; Gillan, Koch, & Starks, 2021; Feng & Wau,
2021; Wong et al., 2021). Although previous studies have affirmed a positive association between employee
performance evaluation and firm performance, few have comparatively examined this relationship across publicly
listed and non-listed firms. Consequently, this study investigates how employee performance evaluation feedback
influences the performance of these two firm categories in Nigeria.

Hypothesis:
H,: There is no significant correlation between employee performance evaluation feedback and firm
performance in both listed and non-listed firms.

2. LITERATURE REVIEW

This section reviews prior studies and theoretical perspectives concerning the nexus between employee
performance evaluation feedback and organizational performance. It is structured around three focal areas: the
conceptual and phenomenological understanding of feedback mechanisms, the linkage between feedback and
firm performance, and the behavioral dynamics influencing employees’ responses to feedback.

The Concept and Phenomenology of Employee Performance Evaluation Feedback

Employee performance evaluation feedback involves the systematic appraisal of employees’
work-related behavior, outputs, and competencies against predefined performance criteria. Its purpose
is to measure achievements, provide constructive feedback for improvement, inform personnel
decisions, and identify training or development needs (Uford & Etim, 2019). Feedback derived from
such evaluations is integral to effective workforce management and performance optimization. It not
only enhances accountability and transparency but also strengthens employee engagement, alignment,
and motivation. Ajayi (2001) notes that within Nigeria’s public sector, performance appraisals are
intended to assess current output and identify areas for development. Therefore, employee feedback
mechanisms are indispensable in promoting productivity, skill acquisition, and alignment between
individual and organizational goals.

Performance Evaluation Feedback and its Nexus with Firm Performance

Performance evaluation feedback remains central to achieving a firm’s strategic objectives.
Caruth and Humphreys (2008) affirm that continuous assessment of employee output is essential for
professional growth and organizational advancement. Empirical research further demonstrates a strong
positive linkage between employee evaluation feedback and organizational effectiveness (Hassan, 2013;
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Seniwoliba, 2014). Constructive feedback enhances employee motivation, job satisfaction, and
retention, thereby driving productivity and operational efficiency. Moreover, effective feedback
supports evidence-based managerial decision-making concerning promotions, rewards, and workforce
planning (Asadu, Chukwujekwu, & Onah, 2020). Victor & Ezeogu (2022) also emphasized that
performance evaluations substantially contribute to organizational success by strengthening
commitment, morale, and goal alignment.

Dynamics of Feedback and Employee Behavioral Responses

Employee reactions to performance evaluation feedback determine the degree to which such
feedback translates into improved performance. Employees’ interpretations of feedback are influenced
by personality traits, previous experiences, and workplace culture. Constructive and well-delivered
feedback promotes engagement, confidence, and motivation, while poorly communicated evaluations
can lead to anxiety, dissatisfaction, and withdrawal. Organizations that foster open communication,
fairness, and continuous feedback tend to experience higher employee morale and productivity. As
workplace diversity and individual differences continue to shape modern organizations, understanding
these behavioral dynamics is critical for designing effective appraisal systems that promote growth,
motivation, and retention.

Impacts of Performance Evaluation: Ways Employees’ Reciprocate

Performance evaluations exert a multifaceted influence on employees’ overall work attitudes, behaviors,
and decision-making within the workplace (Uford, 2017; Hamidi, 2023). Feedback derived from these
evaluations can significantly shape employees’ levels of commitment, loyalty, morale, job satisfaction, and
motivation. The following subsections highlight key areas in which these effects are most pronounced:
Psychological Impact: The emotional and psychological effects of employee performance appraisal
are far-reaching and profound. The expectations surrounding, and the eventual outcomes of,
performance evaluations can significantly influence employees’ general work attitudes, particularly in
areas such as morale, commitment, motivation, job satisfaction, and engagement. Positive or favorable
appraisal outcomes tend to enhance employees’ self-esteem, strengthen motivation, and reinforce
desirable workplace attitudes and behaviors. Conversely, negative or poorly delivered feedback may
generate stress, anxiety, and diminished job satisfaction, particularly when the process lacks sensitivity
or constructive intent. Furthermore, employees’ perceptions of fairness, equity, and transparency in
the evaluation process play a pivotal role in shaping their emotional and behavioral responses to
performance feedback.
Cultural and Organizational factors: Organizational culture and the manner in which performance evaluations
are conducted exert a substantial influence on employee reactions. In organizations that foster a culture of open
communication, trust, and continuous feedback, employees are more likely to perceive performance
evaluations positively viewing them as constructive opportunities for personal growth, skill development, and
career advancement rather than as punitive measures. Conversely, in organizations where feedback is
infrequent, inconsistent, or predominantly negative, employees often respond defensively, perceive evaluations
as threats, and may ultimately become disengaged from their work and organizational objectives.
Differential Psychology of Individual: Employee perceptions and reactions to performance evaluations are also
influenced by individual differences and situational factors within the workplace. The basis of such reactions
often stems from variations in personality traits, prior experiences, career aspirations, and professional
expectations. For instance, employees with a growth-oriented mindset, who perceive challenges as
opportunities for learning and development, are more likely to respond positively to objective and constructive
feedback. Conversely, employees with a more fixed or conservative orientation may interpret the same
feedback as a threat to their self-concept or sense of competence. Moreover, individuals who have previously
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experienced fair and supportive appraisal processes tend to approach subsequent evaluations with greater
openness, confidence, and engagement.

Impact on Performance and Engagement: Clearly, employee engagement, performance, and overall work
culture are directly influenced by how employees perceive, interpret, and respond to the outcomes of their
performance evaluations. Constructive feedback that is well-received has the potential to enhance work
engagement, strengthen commitment, improve performance, and elevate overall effort levels within the
organization. Conversely, unfavorable reactions to appraisal outcomes may result in diminished motivation,
reduced productivity, and workplace disengagement. Therefore, during the evaluation process, it is imperative
for assessors to emphasize developmental guidance, communicate feedback effectively, and demonstrate
empathy. Such an approach fosters positive employee responses and promotes improved performance outcomes.
Best practices and current trends: Evidently, a growing dimension of contemporary performance evaluation
systems involves the integration of continuous feedback mechanisms that leverage technology to provide real-
time insights and facilitate frequent communication. In essence, current best practices in performance assessment
emphasize the establishment of clear objectives, the provision of comprehensive and equitable feedback, the
active involvement of employees in the evaluation process, and a stronger focus on developmental progress rather
than mere assessment. Such practices are designed to minimize negative reactions and enhance the overall
effectiveness of performance evaluations. Consequently, the formulation and implementation of result-oriented
appraisal models require a comprehensive understanding of the diverse factors that shape and influence employee
responses to performance feedback. Beyond measuring performance, organizations can design evaluation
frameworks that foster employee growth, engagement, and positive job outcomes by accounting for individual,
historical, psychological, and cultural dimensions.

Is Feedback on Performance Evaluation necessary?

Performance evaluation feedback is fundamentally essential for several compelling reasons that are critical
to both employee development and organizational productivity and well-being (Dinna & Michal, 2015; Caruth &
Humphreys, 2008). The following subsections outline the key significance of performance evaluation feedback.
Development and improvement: Undoubtedly, performance evaluation feedback plays a pivotal role in
facilitating both personal and professional development among employees. It provides accurate and objective
insights into their areas of strength, weakness, and overall progress. Through this process, employees are
empowered to make informed and targeted decisions aimed at improving their performance and enhancing their
competencies. Consequently, such feedback fosters a culture of continuous learning, professional growth, and
sustained career advancement.

Encourages ongoing improvement and skills development: Performance evaluation feedback (PEF) is
fundamental to employee growth and development within the workplace. It provides organizational leaders and
managers with a structured framework for identifying specific areas requiring improvement and for highlighting
the domains in which employees demonstrate exceptional competence. In essence, employees are more likely to
dedicate focused attention to skill enhancement and career advancement when they receive personalized feedback
that clearly delineates their strengths and weaknesses. Moreover, regular and continuous feedback fosters a culture
of ongoing learning and professional development, which is essential for both personal and career progression
within the organization.

Boost Productivity and Organizational Efficiency: PEF equips managers with valuable insights that facilitate
the alignment of organizational objectives with the personal aspirations of employees within the workplace.
Through the establishment of clear performance goals and the provision of constructive feedback based on
periodic assessments, managers can ensure that employees’ efforts are effectively directed toward achieving the
organization’s strategic targets. This alignment enhances employees’ understanding of how their individual
responsibilities contribute to the broader organizational mission, thereby improving overall efficiency and
productivity. Furthermore, the consistent setting of measurable goals and the delivery of timely feedback foster a
culture of excellence, accountability, and sustained organizational success.

Boosts Employee Motivation, Engagement, and Retention: Regular and constructive feedback serves as a
powerful motivational tool for employees. Acknowledging employees’ dedication and recognizing their
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contributions enhance morale, job satisfaction, and engagement. When employees feel appreciated, understood,
and valued, their sense of commitment and attachment to the organization is strengthened, leading to improved
performance and a more positive work environment. Moreover, effective feedback mechanisms signal the
organization’s genuine interest in employees’ well-being, career advancement, and professional development.
Such practices reduce staff turnover, foster loyalty and organizational commitment, and ultimately contribute to
higher employee retention rates and sustained organizational stability.

Enhances Communication and clarifies expectations: Clearly, feedback obtained through performance
evaluations functions as a vital communication and interactive mechanism between employers and employees. It
explicitly defines performance standards and delineates job responsibilities, ensuring that employees understand
what is expected of them at any given time. This process fosters a transparent and efficient workplace by
minimizing ambiguities and misunderstandings. Moreover, timely and effectively communicated feedback
facilitates the prompt resolution of emerging issues, preventing the escalation of minor concerns into complex
organizational challenges.

Facilitate Data-Informed Decision Making: Information derived from performance evaluations provides
valuable and actionable insights that inform strategic human resource (HR) decisions, including recruitment
practices, compensation structures, reward systems, and training interventions. Objective feedback ensures that
such decisions are merit-based, enabling organizations to identify and recognize high-performing employees
through equitable reward and appreciation programs. Ultimately, this data-driven approach promotes a
meritocratic organizational culture that enhances trust, fairness, and transparency within HR processes and overall
firm operations.

Promotes Responsibility and Accountability: In most cases, employees who receive constructive
feedback tend to exhibit higher levels of responsibility and accountability. When organizational
members are provided with continuous performance evaluations from their supervisors, they become
more willing to take ownership of their tasks and proactively seek ways to improve their performance.
This sense of accountability is fundamental to achieving organizational objectives and sustaining high
performance standards. Employees who are regularly and constructively assessed often demonstrate
greater openness in acknowledging errors and actively contribute to collective team improvement. In
essence, performance evaluation feedback constitutes a critical component of effective organizational
management and administration. It fosters a productive, transparent, and trusting work environment that
promotes both corporate success and individual professional development. By institutionalizing frequent
and positive feedback communication, organizations can cultivate a culture that ensures long-term
progress, enhances employee motivation, and strengthens workforce commitment.

Challenges of Contemporary Performance Evaluation: Evidence from the Nigerian Context

According to Ajayi (2001), performance appraisals in Nigeria’s public organizations are routine
administrative exercises designed to evaluate employees’ job-related activities. The primary objective
of this process is to assess current performance levels and identify potential areas for future
improvement. However, Ajayi (2001) further contends that the merit-based essence of performance
appraisal in Nigeria is often undermined by systemic issues such as ethnicity, nepotism, favoritism, and
bribery. Regular engagement with employees through an effective appraisal system, one that objectively
emphasizes strengths, competencies, weaknesses, potential, and developmental needs remains a
persistent challenge in Nigeria’s public sector (Dyagi, Ibietan, & Abasilim, 2020). The prevailing
appraisal framework within Nigeria’s public institutions is largely influenced by supervisory discretion,
which frequently rewards loyalty and penalizes perceived insubordination. This practice compromises
the impartiality required for accurately assessing employee performance (Obiorah, Hussaini, &
Ababukar, 2021). Scholars have argued that performance appraisal in Nigerian public organizations has
become a largely ceremonial exercise, devoid of the substantive purpose of enhancing productivity
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(Tukur, 2013). Despite multiple waves of public service reforms from the 1934 Hunt Commission to the
2012 Oronsaye Report, there has been limited progress in improving the effectiveness and productivity
of Nigeria’s public sector (Ibietan, 2019). Corroborating this perspective, Watkins (2007) observed that
several public agencies in Nigeria undervalue performance appraisal processes, failing to recognize
them as strategic mechanisms for improving organizational performance in both the public and private
sectors. Against this backdrop, this paper seeks to examine the role of employee performance appraisal
in promoting career advancement, enhancing motivation, and fostering productivity within Nigerian
public organizations.

Empirical Review

A considerable body of literature has extensively examined the nexus between employee
performance evaluation and firm performance, both in local and international contexts. For instance,
Ponfa, Akwari, Ededem, & William (2023) investigated appraisal and organizational performance
using a cross-sectional research design that provided a snapshot of the relationship between job design
dimensions and organizational performance at a specific point in time. Their findings revealed a positive
and significant relationship between performance appraisal and organizational performance. However,
the study’s scope was limited to manufacturing firms within the Calabar Municipality of Nigeria,
focusing solely on job design dimensions. Consequently, its generalizability across industries and
regions remains constrained. To address this limitation, the present study broadens the scope by
incorporating both publicly listed and non-listed firms in Nigeria. The study employs bivariate analysis
to examine the relationships among the key constructs and applies simple regression analysis to
determine the strength and direction of these relationships using the RZ and adjusted R2 statistics as
explanatory indicators.

Pradhan (2020) examined the impact of performance appraisals on the organizational
performance of service-based firms in Nepal. The study adopted descriptive, correlational, and causal-
comparative research designs to analyze the underlying issues. Using a descriptive approach, primary
data were collected from B & B Hospital Pvt. Ltd. and Bhaktapur Hospital, with a total sample of 388
respondents. Data analysis was conducted using an estimated regression model, and the findings
revealed a significant positive relationship between performance appraisal systems and organizational
performance. Specifically, the regression coefficients indicated that performance appraisals positively
influence organizational outcomes through mediating factors such as employee commitment, quality of
work life, and job flexibility. The study further recommended that operators within Nepal’s service
sector should devote greater attention and resources to developing robust performance appraisal
systems. However, the research appears limited in scope, as it focused solely on the relationship between
performance appraisal and organizational performance, neglecting other contextual factors that may
influence outcomes in Nepalese service organizations. Moreover, the absence of comparative analysis
with service firms in other regions restricts the generalizability of its conclusions. In recognition of these
limitations, the present study extends the scope by incorporating both manufacturing and service firms—
covering publicly listed and non-listed organizations in Nigeria to provide a more comprehensive and
contextually grounded analysis.

Angelo & Caitlin (2014) investigated the relationship between performance appraisal (PA) and firm-
level performance. They identified a prevalent yet often implicit assumption, that improvements in individual
employee performance would automatically translate into enhanced organizational outcomes. However, their
extensive literature review revealed that this direct causal link had not been conclusively established. Rather,
substantial empirical evidence supports the existence of an association between integrated “bundles” of human
resource (HR) practices and firm-level performance. The authors identified and synthesized several conceptual
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models explaining how such HR practices mediate the transformation of individual performance into collective
organizational outcomes. Based on insights drawn from multiple strands of HR and organizational behavior
literature, Angelo and Caitlin proposed a comprehensive model positing that when HR practice bundles are
strategically aligned with organizational goals, they foster a performance-oriented climate. This climate enables
the effective conversion of employees’ general knowledge, skills, and abilities (KS As) into specific, context-
relevant competencies that enhance firm-level performance. In line with this perspective, the present study
assumes that enhancing individual employee performance through fair, transparent, and results-driven
performance appraisal systems ultimately contributes to overall firm performance.

Tai-Seng, Min-Khen, Pui-Yee, Ah-Suat, Mai, & Yen-Hong (2023) investigated the practicality
of achieving firm performance through employee performance evaluation in Malaysia. The study
concentrated on small and medium-sized enterprises (SMESs) due to their significant contribution to the
nation’s Gross Domestic Product (GDP), accounting for 63.3% in 2019, as reported by SME
Corporation Malaysia (2019). Data were collected from 400 SMEs located in Klang Valley (Central
Malaysia), Penang and Perak (Northern Malaysia), and Johor Bahru (Southern Malaysia). These regions
were purposively selected because they collectively host more than 50% of Malaysia’s SMEs.
Employing a survey research design, the study utilized structured questionnaires to obtain primary data,
which were analyzed using the Statistical Package for the Social Sciences (SPSS). The findings revealed
that a formalized employee performance evaluation system significantly enhances firm performance,
thereby enabling organizations to withstand and adapt during challenging economic conditions. This
outcome aligns with the a priori expectations of the present study. While the referenced study adopted
SPSS for data analysis, the current research extends the analytical scope by employing bivariate
analysis to examine the relationships among the constructs and simple regression models to quantify
the magnitude and direction of such associations.

Theoretical Underpinning

This study is anchored on the Management by Objectives (MBO) theory as articulated by
Dinesh and Palmer (1998). MBO represents a widely adopted contemporary management approach that
has significantly influenced various schools of management thought. It embodies an integrative effort
to synthesize diverse management theories into a unified and pragmatic framework (Ngu, 1994). At its
core, MBO emphasizes the establishment of specific, measurable performance targets that are typically
formulated through joint consultation between superiors and subordinates. It operates as a performance
management technique grounded in the principle of setting clear, attainable objectives and utilizing these
as benchmarks for assessing and reviewing individual and organizational performance. The fundamental
premise of MBO is to ensure that all members of an organization possess a clear understanding of its
strategic goals, as well as their respective roles and responsibilities in achieving these goals (Obiorah,
Hussaini, & Ababukar, 2021). As posited by Heinze, Mark, & Harold (2008) & Udoji (1974), MBO
entails a collaborative process whereby superiors and subordinates jointly identify objectives across key
responsibility areas. An action plan is subsequently formulated to facilitate the attainment of these
desired outcomes, accompanied by the establishment of performance standards that define acceptable
levels of achievement. Employee performance is then systematically measured against these
predetermined objectives and standards through an appraisal mechanism that links individual and
managerial performance to unit-specific and overarching organizational goals. This alignment ensures
that all managerial activities are strategically designed, directed, and monitored toward the realization
of shared organizational objectives. MBO typically commences with problem identification, and
consistent with its participatory philosophy, all stakeholders are actively involved from the inception
stage to promote a comprehensive understanding of the issues and objectives to be addressed.
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Participants in MBO programs are further encouraged to exercise initiative and creativity, demonstrating
full commitment to achieving both personal and organizational objectives. Moreover, the framework
emphasizes continuous self-assessment, requiring participants to periodically and summatively evaluate
their progress within specified timeframes (Ngu, 1994).

3. METHODOLOGY
Research Design

This study adopted a survey research design to investigate the impact of employee performance
evaluation feedback on the performance of publicly listed and non-listed firms in Nigeria. The design
was chosen for its suitability in collecting quantitative data from a large sample, enabling the
establishment of relationships among variables while ensuring the reliability and validity of findings. It
permits the researcher to obtain both quantitative and qualitative information require from target
audience (Akpoyibo, 2024; Akpoyibo, 2025). The survey approach facilitated structured data collection
through a standardized instrument, allowing for the systematic assessment of employee perceptions,
managerial practices, and organizational outcomes.
Population and Sampling

The study population comprised employees from both listed and non-listed firms on the
Nigerian Exchange (NGX) Group. A total of 250 staff members were initially targeted to participate in
the survey, encompassing diverse organizational roles and hierarchical levels to capture representative
insights. Using purposive sampling, 150 employees from 15 selected firms (both listed and non-listed)
were surveyed. The selection criteria focused on firms with established performance evaluation systems
and sufficient organizational size to allow meaningful generalization of findings. Table 1 presents the
selected firms comprising both NGX-listed and non-listed organizations.

Table 1: Distribution of the study selected respondents

Selected Firms/ Sector/Industry based | Status Selected Freq.
Enterprises Staff (%)
Elements
African Alliance Financial NGX- Listed 17 6.8
Insurance Plc.
Airtel Africa Telecom NGX- Listed 19 7.6
Access Holdings Plc. Financials NGX- Listed 22 8.8
Africa Prudential Plc. Technology NGX- Listed 20 8
ABC Transport Consumer services NGX- Listed 12 4.8
Academy Press Industrial NGX- Listed 16 6.4
Aiico Insurance Financials NGX- Listed 13 5.2
Aluminium Extrusion Basic materials NGX- Listed 16 6.4
Industries Plc.
Aradel Holdings Plc. Oil and Gas NGX- Listed 14 5.6
BUA Food Consumers Goods NGX- Listed 19 7.6
Benin Electricity Distribution Energy NGX- Not- 26 10.4
Plc. Listed
11 Plc (formerly Mobil Oil Oil and Gas NGX- Not- 18 7.2
Nigeria Plc) Listed
Egbin Power Plc Energy NGX- Not- 15 6
Listed
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Dufil Prima Foods Plc Consumers Goods NGX- Not- 10 4
Listed

Continental Reinsurance Plc Financials NGX- Not- 13 5.2
Listed

TOTAL 250 100

Source: Nigerian Exchange (NGX) - Listed Companies & NASD OTC Securities Exchange (2026)
Data Collection Instrument

Primary data were collected using a structured, closed-ended questionnaire. The questionnaire
was designed in line with the objectives of the study and contained sections addressing: Employee
performance evaluation feedback practices (frequency, type, and perceived effectiveness of
feedback). Employee perceptions and behavioral responses to feedback. Organizational
performance outcomes (operational and financial indicators). The instrument utilized a Likert scale
ranging from 1 (strongly disagree) to 5 (strongly agree) to quantify employee attitudes, perceptions, and
experiences systematically.
Validity and Reliability of Instrument

To ensure content and construct validity, the questionnaire was reviewed by HRM and
organizational behavior experts and pilot-tested among 20 employees from firms outside the study
sample. Reliability was assessed using Cronbach’s alpha, yielding coefficients above the acceptable
threshold of 0.70 for all constructs, indicating strong internal consistency. This is shown in table 1.
Data Collection Procedure

Data were collected over a four-week period, with questionnaires administered both physically
and electronically. Respondents were informed of the purpose of the study, assured of the confidentiality
of their responses, and invited to provide honest feedback without fear of reprisal.
Data Analysis Techniques

Collected data were analyzed using SPSS version 23.0. Analytical procedures included:
Descriptive statistics to summarize demographic and organizational characteristics. Spearman’s rho
correlation to examine relationships between employee performance feedback and firm performance.
Bivariate analysis to explore pairwise associations. Simple regression analysis to determine the
magnitude and direction of the relationship between performance evaluation feedback and
organizational outcomes Diagnostic tests were conducted to ensure compliance with the assumptions of
reliability, normality, and linearity. The significance level was set at p < 0.05 for hypothesis testing.
Ethical Considerations

Ethical compliance was strictly observed throughout the study. All participants provided
informed consent, were assured of confidentiality, and were informed that participation was voluntary.
The study did not involve any incentives, and all responses were used solely for academic research
purposes. Institutional ethical guidelines and best practices for research involving human participants
were adhered to in full.

Table 2: Validity and Reliability Results

Constructs Number of | Composite Cronbach’s Average
items Reliability Alpha Variance
Extract
(AVE)
Employee PEF 28 0.846 0.789 0.609
Firm Performance 17 0.855 0.779 0.591
TOTAL 45
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Source: Field Survey, 2026.

Table 1 indicates that the values of composite reliability range from 0.846 to 0.855, while
Cronbach’s alpha values range from 0.777 to 0.789 for the two constructs. This suggests that all
constructs demonstrate strong reliability, as both the composite reliability and Cronbach’s alpha
coefficients exceed the 0.70 threshold recommended by Hair et al. (2017). The reliability results are
further substantiated by the discriminant validity values, represented by the AVE, which range from
0.591 to 0.609, surpassing the 0.50 benchmark also proposed by Hair et al. (2017). Consequently, the
two constructs employed in this study exhibit satisfactory reliability and internal consistency. The data
collected were analyzed using Pearson’s correlation coefficient and linear regression analysis with
the aid of the Statistical Package for the Social Sciences (SPSS, Version 23.0). These analytical tools
were deemed appropriate given the nature and objectives of the present study.

Respondents’ demographics information

This study examined the impact of employee performance evaluation feedback on the
performance of publicly quoted and non-quoted firms in Nigeria. To achieve the research objective, a
total of one hundred and fifty (150) questionnaires were distributed across fifteen selected quoted and
non-quoted firms. Out of these, one hundred and twenty-five (125) were duly completed and returned,
representing a response rate of 83.3%. Of the 125 respondents, 81 (64.8%) were male, while 44 (35.2%)
were female. In terms of marital status, 73 (58.4%) were single, and 52 (41.6%) were married.
Regarding educational qualification, 93 (74.4%) held various tertiary degrees, whereas 32 (25.6%)
possessed SSCE/PSLC certificates. These results indicate that the majority of the respondents were
male, single, and graduates, suggesting that males and single individuals with higher educational
qualifications are more likely to seek employment in Nigeria’s private sector. This finding provides
valuable insight and raises important considerations for future research on workforce demographics and
employment trends within the Nigerian economy.

Testing of Hypothesis

Bivariate Analysis
To determine the level of relationship among the study constructs, a bivariate analysis was conducted. The
bivariate analysis examines the degree of association between the dependent and independent variables of the
study. As noted by Akpoyibo (2025), bivariate analysis is a methodological framework used to investigate how
two independent phenomena or variables interact or correlate. The decision criterion for the bivariate test is as
follows: when p < 0.05, the null hypothesis is rejected, indicating a statistically significant relationship
between the study variables; conversely, when p > 0.05, the null hypothesis is accepted, implying no
statistically significant relationship between the constructs under investigation.

Table 3: Correlation of Employee PEF and Firms performance

Variables Employee PEF Firm
performance
Spearman's rho Employee PEF 1 .812**

. 000

125 125

Firm .812** 1
performance .000 125
125

**_Correlation is sig. at 0.05 level thresholds (2-tailed) Source: SPSS, 2026.
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Table 2 reveals a strong, positive, and statistically significant relationship between EPEF and
Firm Performance (r = 0.812, n = 125, p < 0.01). This finding indicates that as organizations place
greater emphasis on effective and constructive employee performance evaluation feedback aligned with
best management practices there tends to be a corresponding improvement in overall organizational
productivity and performance. The implication of this result is that consistent, transparent, and
developmental feedback mechanisms can enhance employees’ commitment, engagement, and
motivation, thereby contributing to improved firm outcomes across both publicly listed and non-listed
companies within the Nigerian Exchange Group (NGX). However, it is important to note that
correlation does not imply causation. While the strong correlation suggests a robust association
between the constructs, it does not establish a direct cause effect relationship. Consequently, a simple
regression analysis was subsequently conducted to estimate the predictive effect of EPEF on firm
performance in the sampled firms.

Table 4: Summary of Simple Regression Analysis of Employee Performance Evaluation Feedback
(EPEF) on Firm Performance.

Dependent R Adjusted Coefficient F- Sig. t- Sig. (1) Durbin-
Variable Square R Square ® Statistic (D) Statistic g Watson
Firm 0115 | 0.098 0.445 18450 |0000 |4608 | 9000 |18%
Performance

Source: Field Survey, 2026.

Table 3 presents the regression results examining the effect of EPEF on firm performance. The model
demonstrates a moderate explanatory power, with an R2 value of 0.115, indicating that approximately 11.5% of
the variation in firm performance can be attributed to variations in EPEF. The F-statistic (F = 18.450, p < 0.001)
confirms that the overall regression model is statistically significant, implying that EPEF contributes
meaningfully to explaining firm performance. The regression coefficient (f = 0.445, t = 4.608, p < 0.001)
reveals a positive and statistically significant relationship between EPEF and firm performance. This suggests
that as organizations strengthen their performance evaluation feedback mechanisms particularly those
emphasizing fairness, developmental guidance, and transparency employees’ commitment and productivity are
likely to improve, leading to enhanced organizational outcomes. Furthermore, the Durbin—Watson value of
1.895 indicates the absence of serious autocorrelation issues, implying that the residuals are independent and
that the model estimation is reliable. In summary, the result provides strong empirical evidence supporting the
notion that effective employee performance evaluation feedback systems significantly and positively influence
the performance of both publicly listed and non-listed firms within the Nigerian Exchange Group (NGX).

4, RESULTS AND DISCUSSION
Descriptive Statistics of Respondents

The demographic analysis revealed a diverse sample of employees across both listed and non-
listed firms. Participants varied in age, gender, educational background, and years of experience. The
majority of respondents were between 25 and 40 years old, with slightly more males than females.
Most respondents possessed at least a bachelor’s degree, reflecting the knowledge base required for
participation in structured performance evaluation systems. Employee tenure ranged from 1 to 15 years,
indicating a mix of both early-career and experienced staff. These characteristics ensured representative
insights into organizational practices and employee perceptions across different firm categories.
Reliability and Validity Tests

The Cronbach’s alpha coefficients for all measurement constructs exceeded the 0.70 threshold,
confirming strong internal consistency and reliability. Validity checks, including expert reviews and
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pilot testing, confirmed that the instrument effectively captured the constructs of interest, including
employee performance feedback, behavioral responses, and firm performance indicators.
Correlation Analysis

Spearman’s rho correlation was employed to assess the relationship between employee
performance evaluation feedback and organizational performance. Results indicated a significant
positive correlation (r = 0.63, p < 0.01), suggesting that higher quality and more frequent feedback
were associated with improved firm performance. This aligns with findings from Caruth and Humphreys
(2008) and Hassan (2013), which emphasized that structured feedback fosters employee motivation,
engagement, and operational efficiency.
Regression Analysis

A simple linear regression was conducted to quantify the predictive effect of employee
performance evaluation feedback on firm performance. The analysis revealed that feedback
significantly predicts organizational outcomes (= 0.58, t = 6.42, p < 0.01), with an R? value of 0.34.
This indicates that approximately 34% of the variance in firm performance could be explained by
systematic performance feedback, highlighting its critical role in human capital optimization. These
results support the MBO framework, which emphasizes goal alignment, measurable performance
targets, and reward-based motivation as drivers of productivity.
Discussion of Findings

The findings underscore the strategic importance of employee performance evaluation feedback
in enhancing firm-level outcomes. Feedback not only improves individual employee skills and
competencies but also aligns personal objectives with organizational goals, fostering higher productivity
and efficiency. The study confirms the assertions of Asadu, Chukwujekwu, and Onah (2020) and
Seniwoliba (2014) that transparent and constructive feedback mechanisms positively influence
employee commitment, job satisfaction, and career development. Additionally, the results reveal that
performance appraisal systems in Nigerian firms, particularly non-listed entities often face operational
and ethical challenges that limit their effectiveness. These include inconsistent feedback delivery, lack
of structured evaluation frameworks, and managerial bias. Such constraints can undermine the principles
of the MBO model, resulting in suboptimal employee engagement and organizational performance.
Comparative analysis indicates that listed firms, which typically maintain more formalized performance
evaluation structures, benefit from greater alignment between employee output and strategic objectives.
This finding aligns with Tai-Seng et al. (2023), who reported that SMEs with formalized performance
systems achieve better organizational outcomes, particularly in competitive and resource-constrained
environments. Overall, the study demonstrates that well-structured performance evaluation feedback
is a significant determinant of organizational performance. Its proper implementation fosters
professional growth, enhances motivation, and ensures that employee contributions are effectively
leveraged to achieve strategic goals. Consequently, organizations are encouraged to adopt ethical,
transparent, and development-focused appraisal systems that emphasize constructive feedback,
continuous improvement, and equitable recognition.

5. CONCLUSION AND RECOMMENDATIONS

Conclusion

This study explored the relationship between EPEF and the performance of selected publicly listed and
non-listed firms on the NGX. The central objective was to determine how employees perceive and
respond to feedback from annual performance evaluations, and how these responses influence overall
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firm performance. The research was grounded in MBO theory, which emphasizes mutual goal-setting,
clearly defined expectations, and measurable performance standards to foster an ideal organizational
culture. Primary data were collected from 125 respondents and analyzed using Spearman’s rho
correlation and simple regression at a 5% significance level. The findings confirmed that feedback from
annual performance evaluations can induce positive behavioral changes in employees, which, in turn,
enhance operational efficiency and support the achievement of strategic objectives. This underscores
the critical role of performance evaluation in driving organizational success and sustainability, as
emphasized by Akpoyibo (2024). The study further affirms that effective performance appraisal is
essential for employee development and career advancement. Regular and systematic evaluations
provide valuable insights into employee contributions and enable organizations to recognize, reward,
and cultivate talent. In line with Caruth & Humphreys (2008), ethical and merit-based assessment
practices enhance both individual career satisfaction and overall organizational performance.
Demographic analysis indicated that most respondents were male, single, and university graduates,
suggesting a workforce composition that may influence recruitment, retention, and engagement
practices. This highlights a potential avenue for future research on workforce diversity and inclusion in
Nigeria’s organizational landscape.

Recommendations
Based on the study findings, the following recommendations are proposed to strengthen EPEF systems
and enhance firm performance in Nigeria:

1. Adopt ethical appraisal practices: Organizations should ensure performance evaluations are fair,
transparent, and merit-based, accurately reflecting employees’ contributions and competencies.

2. Enbhance evaluator capacity: Regular training and development programs should be provided to
supervisors and HR managers to improve their ability to deliver constructive, developmental feedback
that motivates and supports employee growth.

3. Integrate digital feedback systems: Firms should leverage technology to implement standardized,
automated appraisal systems that reduce bias and provide real-time performance insights.

4. Policy standardization and oversight: Industry regulators should enforce uniform performance evaluation
standards across sectors to promote best practices, ethical compliance, and consistency.

5. Conduct ongoing research: Future studies should explore the moderating and mediating roles of
organizational culture, leadership style, and employee engagement on the EPEF-performance
relationship. Longitudinal studies are recommended to strengthen causal inferences.

Conclusively, this study enriches the understanding of human resource management by demonstrating the
strategic value of EPEF in enhancing organizational performance. Implementing these recommendations can
optimize employee productivity, improve retention, and strengthen organizational resilience and
competitiveness in Nigeria’s dynamic business environment.

Practical Implications

The study was undertaken to examine the relationship between EPEF and the performance of selected
publicly quoted and non-quoted firms in Nigeria. Its primary objective was to determine the extent to which
EPEF influences firm performance within the Nigerian context. Guided by the MBO theory and employing a
mixed analytical approach, data were collected from relevant respondents through a self-structured and
validated questionnaire. The findings revealed a positive and significant association between EPEF and the
performance of both publicly listed and non-listed firms in Nigeria. In essence, the results of this study have
broader implications for understanding the strategic role of human resource management practices in promoting
organizational growth, efficiency, and sustainability, particularly within developing economies such as Nigeria.
Managerial and Policy Implications
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The findings of this study provide several managerial and policy implications for improving
organizational performance through effective employee performance evaluation feedback (EPEF) systems. For
managers, the results highlight the necessity of establishing transparent, ethical, and data-driven appraisal
mechanisms that promote fairness, accountability, and employee development. Managers should view
performance feedback not merely as a control tool but as a strategic instrument for enhancing engagement,
motivation, and productivity. Developing the capacity of supervisors to deliver constructive and developmental
feedback is crucial for sustaining employee morale and organizational commitment. From a policy perspective,
regulatory agencies and professional HR bodies should introduce standardized frameworks and guidelines for
performance evaluation across industries to ensure objectivity and eliminate biases such as favoritism or
nepotism. The government and corporate governance institutions should also encourage firms to adopt digital
and evidence-based evaluation systems that integrate employee input and link outcomes to rewards and career
advancement. Promoting a culture of continuous feedback and employee inclusion will foster trust, improve
workforce performance, and enhance national productivity. Collectively, these measures can strengthen
Nigeria’s human capital management practices and position organizations for sustainable growth and
competitiveness in an evolving global economy.

Research limitations and suggestions for further study

This study examined the impact of EPEF on the performance of publicly listed and non-listed
firms in Nigeria. While the findings provide valuable insights into the relationship between EPEF and
organizational performance, several limitations were identified, which also present opportunities for
future research. First, the study was limited to firms listed on the NGX. Expanding the research to
include a broader range of industries and geographic regions across Nigeria would allow a more
comprehensive understanding of how EPEF influences firm performance in diverse organizational and
economic contexts. Second, the absence of comparative analysis with firms outside Nigeria constrains
the generalizability of the findings. Cross-country or cross-regional studies could illuminate the impact
of cultural, institutional, and contextual factors on the EPEF—performance relationship. Third, this study
primarily focused on the direct effect of EPEF on firm performance, without considering potential
moderating or mediating variables such as organizational culture, leadership style, employee
engagement, or reward systems. Incorporating these factors in future research would provide a more
nuanced understanding of how feedback translates into firm-level outcomes. Fourth, reliance on self-
reported data may introduce response bias, as employee perceptions may not fully correspond to
objective performance outcomes. Future studies should complement self-reported data with objective
indicators, such as financial records, productivity metrics, or customer satisfaction measures, to
enhance validity and reliability.

Finally, the cross-sectional design of this study limits causal inference. Longitudinal research
tracking the impact of EPEF over time would generate stronger evidence regarding causal relationships
between feedback and organizational performance. Addressing these limitations in future research
would deepen understanding of how EPEF affects organizational outcomes and inform the development
of effective human capital management strategies capable of promoting sustainable growth,
competitiveness, and strategic resilience within Nigerian firms and beyond.
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