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ABSTRACT

This work analyzed performance management and organization Effectiveness of Paint 'Manufacturing
Firms in the Anambra State,, Nigeria. Relevant theoretical and empirical literatures were reviewed.
This research work was anchored on transformational leadership theory. Descriptive survey approach
was employed as the design of the study. Primary data were used for the study. The population of the
study comprises of seven selected paint Companies in Anambra State (1037). The sample size was
determined using Taro Yamane formula to get 296. The data generated were analyzed using frequency
tables and percentages. Analysis of variance ANOVA) and regression analysis were employed to test
the hypotheses formulated using SPSS. . The study found that there is a relationship between
performance review and organizational effectiveness of paint manufacturing firms in Anambra State.
The study further found that employee input is significantly related to organizational effectiveness of
paint manufacturing firms in Anambra State. Finally, the study revealed that Performance evaluation
is significantly related to organizational effectiveness of Paint manufacturing firms in Anambra State.
It was concluded that there is a significant relationship between performance management and
organizational effectiveness. The study recommended that regular formal meetings should be held
and feedback on performance should be given regularly and it should be offered to the employees
concerning his/her input and its relationship to the expectations taken into view by the organization.
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1. INTRODUCTION

Performance management is very important to both employers and employees. From the employers
prespective, it is vital to understand how your employees contribute to the objectives of the
organization. A good performance management system enables the organization to understand how
its employee are currently performing. It allows organization to undertake a thorough assessment of
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the training needs of the employees, set development plans and gives them the option of using the
result of the performance management process to influence an individual remuneration (Muhammad,
2013). Organizations can achieve their goals and objectives only through the combined efforts of their
employees and it is the task of management to get work done. Employee performance management
is fundamental to the effective operation of organizations. Performance management is an integral
part of the employees and organizations relationship. It is essentially an integrating activity that
permeates every fact of the operations of an organization (Mullines, 2017).

Schult (2021) Contends that performance management is the day-to-day management of employees
in terms of the goals of the organization. David,(2014) observe that performance management system
provides an opportunity for both employees and managers to discuss development goals and jointly
create plans for achieving agreed goals. No wonder. Performance management is the process of
directing and ensuring that organizational processes maximize employee productivity. Brudan (2010),
performance management is a common term in today's business world because it is embedded in the
body of knowledge of various disciplines and used at all levels of the organization. Performance
management is the process by which organizations set goals, establish standards, assign work,
evaluate it, and distribute rewards.

Performance management is a strategic and integrated approach ensuring organizational long-term
success by improving the performance of the organization, teams, and individuals. Performance
management should be viewed as a continuous process that reflects standard management practices
rather than "special techniques" imposed on managers. Its conceptual framework contains terms like
"performance management," "performance," and "performing organization." The focus on achieving
results, such as products and services for customers inside and outside the organization, is the
primary contribution of performance management. The emphasis has shifted from effort and time to
outcomes and effectiveness. Performance management includes the processes of measuring
outcomes and evaluating employees

1.1 Statement of the Problem

Employees' performance evaluation plays an imperative role in evaluating the strength and weakness
of .individual workers for the desired operational capability needed. Organizational effectiveness
without devising a sustainable inducement compensation strategy based on recognition of employee
performance in the organization (Growe, 2015). The management of these organizations through
observation seems to be indifferent to employee voice on issues that affect them and to recognize the
need for maximizing employee performance in the form of acknowledging and rewarding employee
efforts in the organization. The employee voice is dampened as management has little or no regards
to employee's voice particularly on their condition of service.. Performance evaluation if not done
employees will not be committed working so periodical check will enhance their abilities.

Regular check of employee input will help the organization know the effect of each employee in the
organization, Also performance planning will help both the organization and employee to know what
to do and at proper time.
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1.2 Objectives of the Study
The general objective of the study is to determine the effect of performance management on
organizational effectiveness of paint manufacturing companies in Anambra State.

Specifically, the objectives are:
1. To determine the extent to which performance evaluation relates to organizational
effectiveness of selected paint manufacturing firms in the Anambra State, Nigeria.
2. To ascertain the extent to which employee input relates to organizational effectiveness of
selected paint manufacturing firms in Anambra State, Nigeria.

1.3 Hypotheses
Hox: Performance evaluation does not significantly relate to organizational effectiveness of paint
manufacturing firms in the Anambra State, Nigeria.

Ho2: Employee input does not significantly relate to organizational effectiveness of paint
manufacturing firms in the Anambra State, Nigeria.

2. REVIEW OF RELATED LITERATURE
2.1 Conceptual Review .

2.1.1 Performance Management

Performance management has been conceptualized in different ways by different authors, scholars
and practitioners. A.A. Taiwo (2019) sees performance management as a systematic approach to the
management of people, using performance goal measurement, feedback and recognition as a means
of motivating them to realize their maximum potentials. Performance management is a systematic
process for improving organizational performance by developing the performance of individuals and
teams (Armstrong 2016). The overall aim of performance management is to establish a high
performance culture in which individuals and team take responsibility for the continuous improvement
of business processes and for their own Skills and contributions within a framework provided by
effective leadership. Performance management is a holistic organizational responsibility that involves
a systemic process of strategically identifying and continuously monitoring individual performance and
checking possible result if it is in line with organizational set goals and objectives. The system makes
correction possible and provides a strategic avenue for employee development as it takes in
cognizance the entire contribution of the employee that is expected and performed, and compared
them to attract a reward (, Macbryde and Mendibil, 2013).

2.1.2 Organizational Effectiveness

Organizational effectiveness is the concept of how effective an organization is in achieving the
outcomes the organization intends to produce, Etzioni,(2021) viewed Organizational Effectiveness
groups in organizations directly concern themselves with several key areas. They are talent
management, leadership development, organization design and structure, design of measurements
and scorecards, implementation of change and transformation, deploying smart processes and smart
technology to manage the firms' human capital and the formulation of the broader Human Resources
agenda.
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If an organization has practices and programs in the areas above, the organizational effectiveness
group does many or all of the following roles to examines alignment between the areas and improves
them, improves trade-offs between reliability, speed and quality in the above areas, strategizes for
higher adoption rates in these areas and facilitates/initiates/catalyses capability building, structure,
process and people. Organizational effectiveness is regularly viewed as the main factor inside
business and training area, also the way of survival in associations of all assorted type in the twenty-
first century (Tahsildari, and Shila 2015).

2.2 Theoretical Framework

2.2.1 Transformation theory

2.2.1.1 Transformational Leadership Theory

A leadership style that focuses on motivating followers to achieve more than they thought possible.
Transformational leaders inspire their teams by: Creating a vision and encouraging innovation
Prioritizing personal and professional growth Leading by example and displaying core values Investing
time and resources in developing their team members Encouraging out-of-the-box thinking and
problem-solving skills Understanding each employee's strengths and weaknesses Transformational
theory promotes a style of guidance that emphasizes motivating employees, and creating a vision and
encouraging them to fulfill it. The fundamental skills of a transformational leader include being able
to mobilize employees, inspire them and boost their morale. They are idealized and charismatic (highly
liked role models), demonstrate inspirational motivation (optimistic about goal attainment), are
intellectually stimulating (encourage critical thinking and problem-solving), and are considerate to
show empathy and purpose. Transformational leaders are full of energy, passion, and drive. It's not a
surprise that these qualities can be the things that can make or break an organization.
Transformational leadership style is characteristic of leaders who focus on supervision and
organizational goals achieved through a system of rewards and punishments; maintenance of the
organizational status quo.

2.2.2 Relevance to this study
Transformational theory is relevant to this study because it revolves around leaders who inspire and
motivate employees beyond immediate gains, they trust on collaboration, encouragement, innovation
and drive employees towards a clear vision, This theory can help employees to perform better and
achieve organizational goals.

2.3 Empirical Review

Chompukum (2016) examined performance management effectiveness in Thailand banking industry.
Data were collected from 476 employees in the four largest banks in Thailand, survey research design
was employed. Results showed that there is a significant effect between performance evaluation and
organizational effectiveness of the organization under study, Ahmad (2019) examined the impact of
organizational culture on performance management practices in Pakistan. The aim of this study is to
expand the base of knowledge and empirically test the relationship between components of
organizational culture and performance management practices. The study adopted exploratory
research to explore the impact. Primary data was collected through questionnaires from 60 employees
in COMSATS Institute of Information Technology. The sample consists of both male and female faculty
members. Regression and correlation analysis was used for statistical analysis.
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Statistical results show that involvement is highly correlated with consistency and adaptability.
Similarly, other dimensions of organizational culture have significantly positive relationship with the
performance management practices.

3. METHODOLOGY

The study adopted a descriptive survey approach. Use of descriptive statistics was applied because of
its capability to summarize large quantities of data using understood measures in form of graphical
and numerical techniques (Bums, 2000). Descriptive studies are said to be a type of survey design
that can give specific or group characteristics for a sampled population (Kothari, 2006). Both primary
and secondary sources of data were employed in this study. The primary data was sourced through
the use of questionnaire administered to the respondents selected for this study, while the secondary
data was sourced from textbooks, journals, and other existing publication, internet. The population of
the study was entire staff of the selected paint manufacturing firms in Anambra State. Therefore, the
population of the study is one thousand and thirty seven (1037) as at October 2024 as extracted from
each of the companies personnel unit.To ensure a clear account for determination of sample size, the
statistical formula devised by Taro Yameni (1964) was employed.

The formular state thus:
n= N
[+N(e)2

Where n = Sample size

N = Population of study

e = Margin of error, and in this case = 0.05

1 = constant value

N.B. Target populations of Organizations are 1037.

Substituting into formula gives

n= 1037
1+ 1037(0.05)2

n= 1037
1+ 1037(0.0025)
n= 1037
1+2.5
n= 103
om3.5
N =296.3
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The sample size is approximately 296. Therefore, the sample size for this study is 296 and based on
this, a total of 296 questionnaires were produced and administered randomly to the management and
employees of the selected paint manufacturing firms in Anambra state. Data were collected using
structured questionnaires and analysis was through descriptive statistics. Results have been
presented in form of tables. Participants were being asked to indicate their level of agreement with
each statement/item from 1 (Agree), 2(Strongly Agree), (Disagree), 4(Strongly Disagree). The main
advantage of scaled-responses is that it permits the measurement of intensity of respondents'
answers compared to multiple choice responses.

The scaled responses incorporate numbers which can be used directly as codes (McDaniel and Gates,
2001). The scaling procedure determines quantitative measures of subjective and abstract concepts
(Chin et al, 2003). The study used primary data; collected for the first time and thus "original in
character"

4. DATA PRESENTATION AND ANALYSIS

A total of two hundred and ninety six (296) copies of questionnaire were distributed to the employees
of Paint companies in Anambra State. A total of two hundred and forty two (242) copies out of the 296
copies of questionnaires distributed were properly filled and found relevant for the study while the
remaining fifty four (54) copies of questionnaire were either not properly filled or misplaced by the
respondents. This shows a response rate of 81.7 percent. Likerrt-type items on a five point scale were
employed to generate the data needed for the study. Data obtained are presented and analyzed in the
tables below.

Research Questions One: To what extent does performance evaluation relates to organizational
effectiveness of the selected paint manufacturing firms in Anambra State,

Nigeria.
Table 1: Respondents View on performance evaluation relates to organizational effectiveness
Frequency Percent Valid Percent
Agree 116 39 48.0
Strongly Agree 94 31 41.5
Strongly Disagree 12 6 4.0
Neutral 49 16 4.0
Disagree 22 7 2.4
Total 300 100 100.0

Source: Field Survey, 2024/SPSS
Greater percentage 93% of respondents agree that performance evaluation relates to organizational

effectiveness of the selected paint manufacturing firms in the Anambra State, Nigeria., 31.3%strongly
agree, 16.3%are neutral, 7.3% disagree while 6.3% of respondents strongly disagree.
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Research Questions Two: To what degree does employee input relates to organizational effectiveness
of selected paint manufacturing firms in Anambra State, Nigeria.

Table 2 Respondents Opinion on the employee input relates to organizational effectiveness

Frequency Percent Valid Percent
Agree 861 29 29
Strongly Agree 167 56 56
Strongly Disagree 3 1 1
Disagree 5 2 2
Neutral 39 13 13
Total 100 100 100.0

Source: Field Survey, 2024/SPSS

Also56% of the respondent strongly agrees that employee input relates to organizational effectiveness
of selected paint manufacturing firms. 29% agree, 13% are neutral, 2 % disagree while 1.0% of
respondents strongly disagree.

4.1 Test of Hypotheses

Test of Hypothesis One

Ho: Performance evaluation does not significantly relate to organizational effectiveness of paint

manufacturing firms in the Anambra state, Nigeria.

Hi: Performance evaluation significantly relates to organizational effectiveness of paint manufacturing
firms in the Anambra State, Nigeria.

Table 3: Correlation between organizational effectiveness and performance evaluation

Organizational Performance evaluation
effectiveness
Pearson Correlation 1 -.086**
Organizational Effectiveness Sig. (2-tailed) .000
N 300 300
Pearson Correlation -.086 1
Performance Evaluation Sig. (2-tailed) .000
N 300 300

**_Correlation is significant at the 0.05 level (2-tailed).

Table 3 presents result of Pearson Product Moment Correlation test on the relationship between
organizational effectiveness and performance evaluation. The correlation table revealed
organizational effectiveness had a correlation value -086 and p-value of 0.000 < 0.05 level of
significance. Since, p-value of 0.000 < 0.05 level of significance, the study rejected the null hypothesis
that Performance evaluation does not significantly relate to organizational effectiveness of paint
manufacturing firms in the Anambra state, Nigeria and accepted the alternate hypothesis which states
that performance evaluation has a significant relationship with organizational effectiveness in Paint
manufacturing companies in Anambra State, Nigeria.
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Test of Hypothesis Two

HO: Employee inputs does not significantly relate to organizational effectiveness of the paint
manufacturing firms in Anambra State, Nigeria.

Hi: Employee inputs significantly relate to organizational effectiveness of paint manufacturing
firms in the Anambra State, Nigeria.

Table 4: Correlation between employee input and organization effectiveness
Organizational = Employee Input

effectiveness
Pearson Correlation 1 072
Organizational Effectiveness Sig. (2-tailed) .000
N 300 300
Pearson Correlation .072 1
Employee Input Sig. (2-tailed) .000
N 300 300

**_Correlation is significant at the 0.05 level (2-tailed).

Table 4 presents result of Pearson Product Moment Correlation test on the relationship between
Employee inputs and organizational effectiveness of paint manufacturing firms in the Anambra State,
Nigeria. The correlation table revealed employee inputs had a correlation value 072 and p-value of
0.000 < 0.05 level of significance. Since, p-value of 0.000 < 0.05 level of significance, the study
rejected the null hypothesis that Employee inputs does not significantly relate to organizational
effectiveness of the paint manufacturing firms in Anambra State, Nigeria and accepted the alternate
hypothesis that employee inputs significantly relate to organizational effectiveness of the paint
manufacturing firms in Anambra State, Nigeria.

5. DISCUSSION OF FINDINGS

The first hypothesis measured the extent to which Performance evaluation relate to organizational
effectiveness. This hypothesis was tested using Pearson Product Moment Correlation. The result
shows that that Performance evaluation significantly relates to organizational effectiveness of paint
manufacturing firms in Anambra State. Nigeria. In an organization, the primary dimensions of
evaluation include strategic evaluation, product and programme evaluation, personnel evaluation and
financial evaluation. If these dimensions are effectively managed, it will ensure the effectiveness of
the organization. These cannot be achieved without effective performance management system in the
organizations. Performance management creates clarity in organizational goals and improves
employees competence which when properly harnessed will lead to organizational sustainability. The
study also found that employee inputs had a significantly relate to organizational effectiveness of the
paint manufacturing firms in Anambra State, Nigeria. . This finding disagrees with that of Zhang (2012)
whose result shows that the performance management system has a positive but significant
relationship with employee performance. It also agrees with the findings of Maina (2015) that the
perception of employees input towards performance management practices is very critical in all
organizational effectiveness as this motivates them to achieve the goals set by the organization.
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5.1 Summary of Findings
This work analyzed performance management and organization effectiveness using paint
manufacturing firms in Anambra State Nigeria. The data analyzed indicates the following:
1. Performance evaluation are significantly related to organizational effectiveness of Paint
manufacturing firms in Anambra State, Nigeria.
2. Employee inputs are significantly related to organizational effectiveness of paint
manufacturing firms in Anambra State, Nigeria.

6. CONCLUSION

This study examined performance management and organizational effectiveness in paint
manufacturing firms in Anambra State, Nigeria. The study found that Performance evaluation
significantly relates to organizational effectiveness of the selected Paint manufacturing firms in
Anambra State Nigeria. It also show that employee inputs are significantly related to organizational
effectiveness of the selected Paint manufacturing firms in Anambra State, Nigeria.

7. RECOMMENDATIONS

The study therefore suggests that:

1. Performance evaluation should be job-related and Job description should be given to the
employees. Bring them into the line of organization's goals with the objectives so that every
employee's work lead to the organizational effectiveness.

2. Regular formal meetings should be held and feedback on performance should be given regularly
and it should be offered to the employees concerning his input and its relationship to the
expectations taken into view by the organization.
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