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Abstract

This analysis examines the effectiveness of performance 

appraisal systems in enhancing employee performance 

within the Lusaka judiciary. Drawing on contemporary 

research and organizational theory, this study explores how 

judicial performance management systems influence 

productivity, accountability, and service delivery in the 

court system. It was guided by three objectives which were: 

To identify the challenges of the current annual performance 

system, to determine the effectiveness of performance 

appraisal system in improving employee performance, to 

establish strategies put in place in improving the 

performance of appraisal system, the study employed a case 

study design. Data was collected using questionnaires and 

interview schedules from 50 respondents purposively 

selected. The collected data was analysed in form of 

descriptive and inferential statistics with the aid of 

Microsoft word and excel. Findings were presented in 

graph/charts and discussions thereof. The findings indicated 

that Some challenges with annual performance systems 

include lack of clear goals at 25% indicating that employees 

may not know what is expected of them and mangers may 

be able to provide guidance, inadequate rewards and 

recognition at scored 45% revealing that employees may 

feel demotivated if they don’t see their efforts recognised. 

17% of the respondents pointed out lack of leadership 

commitment, new managers may not understand how to rate 

competencies or guide employees through the process, poor 

of communication at 25% it is believed that communication 

can negatively impact employees and finally biased reviews 

at 10%. Reviews may be biased, the results showed that 

regular feedback should be provided as a strategy in 

improving employee performance appraisal at 60% while set 

clear goals had 21% conduct regular performers reviews had 

12% and lastly at 7 % was conduct appraisal consistently 

This study recommended that guiding principles should be 

added to the appraisal form to enable supervisors to do more 

objective appraisals, As suggested by respondents, the 360-

degree multi-rater approach where data are gathered from 

more than two rating sources may be adapted for both senior 

staff and senior members. Arrange training programs for all 

supervisors who are raters in order to equip them with 

appropriate assessment skills, such as communication of 

feedback to staff to enable them to do meaningful 

interaction that will motivate staff to improve upon their 

work. 
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1. Introduction 

Performance appraisal systems serve as critical mechanisms for organizational development, particularly in public sector 

institutions like the judiciary where accountability and efficiency directly impact justice delivery. The Lusaka judiciary, as part 

of Zambia's judicial system, faces unique challenges in implementing performance management frameworks that balance 

judicial independence with administrative accountability. 

The judiciary operates in a context where traditional hierarchical performance management approaches must be adapted to 

respect the constitutional independence of judicial officers while simultaneously ensuring efficient case management and 

public service delivery. This tension creates a distinctive environment for examining performance appraisal effectiveness. 
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1.1 Background 

Performance appraisal systems have evolved from simple 

rating exercises to comprehensive performance management 

tools designed to align individual contributions with 

organizational objectives. In the public sector, these systems 

serve multiple purposes: accountability to stakeholders, 

justification for resource allocation, employee development, 

and performance improvement. The Zambian Judiciary, as a 

critical pillar of democratic governance, faces increasing 

pressure to deliver efficient and effective justice services. 

Central to this mission is the performance of employees at 

the Judiciary Headquarters in Lusaka, where administrative, 

legal, and support functions converge to enable the courts' 

operations nationwide. 

The annual performance appraisal system at the Judiciary 

Headquarters was institutionalized to create a structured 

mechanism for evaluating employee contributions, 

identifying development needs, and fostering a culture of 

continuous improvement. However, anecdotal evidence 

suggests that employees and managers view the exercise as 

a bureaucratic requirement rather than a meaningful tool for 

performance enhancement. This disconnect raises critical 

questions about the system's design, implementation, and 

actual effectiveness in achieving its stated objectives. 

 

1.2 Statement of the Problem 

Despite the existence of a formal annual performance 

appraisal system at the Judiciary Headquarters in Lusaka, 

concerns persist regarding its effectiveness in genuinely 

improving employee performance. Employees report feeling 

that appraisals are conducted as routine paperwork with 

minimal impact on their career progression, skill 

development, or motivation. Managers struggle with the 

time demands of conducting thorough appraisals while 

fulfilling their operational responsibilities. Furthermore, the 

linkage between appraisal outcomes and tangible 

organizational interventions such as training, promotions, or 

performance improvement plans remains unclear. This 

situation suggests that the appraisal system may not be 

functioning as the strategic tool it was intended to be, 

potentially representing a missed opportunity for enhancing 

organizational effectiveness in the justice system. 

 

1.3 General Objective  

The general objective of the study was to analyse the 

effectiveness of the Annual Performance Appraisal System 

(APAS) in improving employee performance at the judiciary 

head quarter in Lusaka.  

1.3.1 Research Objectives 

The primary objective of this study was to analyse the 

effectiveness of the annual performance appraisal system in 

improving employee performance at the Judiciary 

Headquarters in Lusaka. Specific objectives included: 

1. To examine the design and structure of the current 

performance appraisal system 

2. To evaluate employees' perceptions of the appraisal 

process and its impact on their performance 

3. To analyse supervisors' perspectives on the appraisal 

system's utility and challenges 

4. To identify the relationship between appraisal outcomes 

and performance improvement initiatives 

5. To determine factors that facilitate or hinder the 

effectiveness of the appraisal system 

6. To propose recommendations for enhancing the 

system's effectiveness 

 

1.4 Theoretical Framework 

Performance appraisal systems function through several 

theoretical mechanisms. Goal-setting theory suggests that 

specific, challenging goals combined with appropriate 

feedback led to higher performance levels (Bohlander, 

2011) [3]. When applied to judicial contexts, this translates 

into case clearance targets, judgment quality metrics, and 

administrative efficiency benchmarks. 

Social exchange theory provides another lens through which 

to understand appraisal effectiveness. Employees who 

perceive fairness and developmental intent in appraisal 

processes demonstrate increased organizational commitment 

and performance improvement (citation for social exchange 

theory is mandatory) In judicial settings, this theoretical 

foundation becomes particularly relevant given the 

professional autonomy and expertise of legal practitioners. 

 

2. Literature Review 

2.1 The Lusaka Judiciary Context 

The Lusaka judiciary encompasses various courts including 

the Supreme Court, Constitutional Court, Court of Appeal, 

High Court, Subordinate Courts, and specialized tribunals. 

As Zambia's capital and most populous city, Lusaka's courts 

handle substantial caseloads spanning civil, criminal, 

commercial, and family matters. The volume and 

complexity of cases create pressing demands for efficient 

performance management systems. 

According to Judicial Complaint Commission Report 

(2024), “Judicial officers in Lusaka operate within a 

framework established by the Judicial Service Commission, 

which oversees appointments, discipline, and performance 

evaluation”. The system must balance multiple stakeholders 

including litigants, the legal profession, government entities, 

and civil society, each with different expectations regarding 

judicial performance. 

Resource constraints common in developing country 

judiciaries compound performance management challenges. 

Limited budgets affect staffing levels, infrastructure, 

technology adoption, and training opportunities, all of which 

influence the feasibility and effectiveness of performance 

appraisal systems. 

 

2.2 Performance Appraisal System Components in 

Judicial Settings 

Effective judicial performance appraisal systems typically 

incorporate multiple dimensions. Quantitative metrics 

include case clearance rates, case backlog reduction, 

judgment delivery timeliness, and hearing attendance 

punctuality. These objective measures provide concrete data 

for performance assessment and organizational planning 

(Bohlander, 2011) [3]. 

Qualitative dimensions analyse judgment quality, legal 

reasoning soundness, procedural fairness, courtroom 

demeanor, and public confidence maintenance. These 

subjective elements require peer review mechanisms, 

appellate analysis, and stakeholder feedback to evaluate 

comprehensively. 

Administrative competence represents another crucial 

dimension, particularly for judges with supervisory 

responsibilities. This includes docket management, staff 

supervision, resource allocation, and technological 

adaptation. In resource-constrained environments like 
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Lusaka, administrative efficiency significantly impacts 

overall court performance. 

 

2.3 Effectiveness Valuation: Strengths 

Performance appraisal systems in judicial contexts 

demonstrate several effectiveness indicators. When properly 

designed, they enhance accountability transparency, making 

judicial officers' performance visible to oversight bodies 

while respecting judicial independence. This transparency 

can improve public confidence in the justice system, a 

critical factor in developing democracies (Kunda, 1998) [5]. 

Appraisal systems that incorporate developmental feedback 

facilitate continuous professional improvement. Judges 

receiving constructive feedback on judgment writing, case 

management, or procedural conduct can refine their skills 

throughout their careers. This developmental approach 

proves particularly valuable in rapidly evolving legal 

landscapes where new legislation, technologies, and social 

challenges constantly emerge (Cardy and Leornard, 2011). 

Performance measurement systems enable evidence-based 

resource allocation. When court administrators possess 

reliable performance data, they can identify bottlenecks, 

allocate staff strategically, and justify budget requests with 

concrete evidence. In Lusaka's context, where resource 

scarcity demands optimization, this capability represents a 

significant advantage. 

The goal-setting component of appraisal systems can 

motivate performance improvement when targets are 

perceived as fair and achievable. Judicial officers who 

understand performance expectations and receive 

recognition for meeting them demonstrate increased 

productivity. This motivational effect appears particularly 

strong when appraisal results connect to professional 

development opportunities rather than solely punitive 

measures. 

 

2.4 Effectiveness Valuation: Limitations and Challenges 

Despite potential benefits, judicial performance appraisal 

systems face substantial implementation challenges that 

limit their effectiveness. The fundamental tension between 

judicial independence and performance accountability 

creates resistance to appraisal systems perceived as 

threatening decisional autonomy. Judges may view 

quantitative targets as pressuring them toward expedient 

rather than just decisions, potentially compromising 

judgment quality for statistical achievement. (George 

Kunda, 1998) [5]. 

Measurement validity issues plague judicial performance 

assessment. Quantitative metrics like case clearance rates 

fail to capture case complexity variations, making direct 

performance comparisons problematic. A judge handling 

complex commercial disputes cannot be fairly compared 

using the same metrics as one managing routine traffic 

violations, yet creating differentiated measurement systems 

introduces complexity and potential manipulation 

opportunities (Gerry and Cooper 2017). 

The subjective nature of quality assessments introduces 

reliability concerns. Judgment quality evaluation requires 

legal expertise and may reflect evaluator biases, 

jurisprudential disagreements, or political considerations 

rather than objective performance assessment. (Rutaihwa, 

2013). In contexts where judicial independence faces 

political pressures, quality assessment mechanisms risk 

becoming control instruments rather than developmental 

tools. 

Resource limitations significantly constrain appraisal system 

effectiveness in settings like Lusaka. Comprehensive 

performance evaluation requires dedicated staff, 

technological infrastructure, data management capacity, and 

training programs. (Sarma A.M. (2008). When these 

resources prove unavailable, appraisal systems devolve into 

superficial compliance exercises that consume time without 

producing meaningful performance insights or 

improvements. 

Implementation consistency challenges undermine appraisal 

credibility. When systems apply unevenly across different 

courts or judicial levels, perceived unfairness erodes buy-in 

and effectiveness. Inconsistent application may reflect 

capacity variations, political interference, or administrative 

convenience, but regardless of cause, inconsistency 

diminishes both motivational impact and developmental 

value. 

The feedback quality and frequency substantially influence 

appraisal effectiveness, yet judicial contexts often feature 

inadequate feedback mechanisms. Annual reviews without 

interim feedback miss opportunities for timely course 

correction. Furthermore, feedback delivered without 

adequate context, specificity, or developmental guidance 

fails to enable performance improvement regardless of 

assessment accuracy. 

 

2.5 Case Management and Productivity Impacts 

Performance appraisal systems' impact on case management 

efficiency represents a critical effectiveness dimension for 

Lusaka's judiciary. Systems emphasizing case clearance 

metrics can reduce backlogs and improve disposition 

timeliness when properly calibrated. Courts with explicit 

case management targets and regular monitoring typically 

demonstrate improved throughput compared to those 

lacking such systems. (Pumulo Nabombe 2018) [8] (citation 

at the end of sentence shoulhave author’s name and year of 

publication in brackets). 

However, productivity gains may come at quality costs if 

appraisal systems create pressure for rapid case resolution 

without adequate consideration. The balance between 

efficiency and justice quality remains precarious, 

particularly in criminal matters where defendants' liberty 

interests demand thorough proceedings regardless of 

statistical implications. 

Technology integration amplifies appraisal system 

effectiveness in case management. Electronic case 

management systems providing real-time performance data 

enable more accurate assessment and timely intervention 

when bottlenecks emerge. Yet Lusaka's judiciary, like many 

developing country court systems, faces technological 

infrastructure limitations that constrain data-driven 

performance management possibilities. 

 

2.6 Professional Development and Skill Enhancement 

Performance appraisal systems incorporating developmental 

components demonstrate stronger effectiveness in 

improving long-term judicial performance. When appraisals 

identify training needs and connect to continuing legal 

education opportunities, they facilitate professional growth 

beyond immediate performance metrics. 

Mentorship programs linked to appraisal processes prove 

particularly valuable for newly appointed judges. Senior 

judges providing guidance based on performance 

http://www.multiresearchjournal.com/


International Journal of Advanced Multidisciplinary Research and Studies   www.multiresearchjournal.com 

1203 

assessment insights help juniors develop effective case 

management strategies, judgment writing skills, and 

courtroom management techniques. This developmental 

approach builds institutional capacity while respecting 

judicial independence. 

Peer review mechanisms represent promising appraisal 

components that balance independence with accountability. 

When judges evaluate colleagues' work in structured, 

constructive formats, they provide professionally credible 

feedback while maintaining the judiciary's self-regulatory 

character. However, peer review's effectiveness depends on 

professional culture, adequate time allocation, and 

protection against personal or political biases (JATI (2023). 

 

2.7 Organizational Culture and Acceptance 

Performance appraisal system effectiveness depends heavily 

on organizational culture and stakeholder acceptance. 

Judiciaries with strong performance orientation cultures, 

where excellence recognition and continuous improvement 

are valued, experience greater appraisal effectiveness than 

those viewing evaluation as threatening or illegitimate. 

Resistance stems from multiple sources including concerns 

about independence threats, workload increases, fairness 

doubts, and change aversion. Overcoming resistance 

requires transparent communication about appraisal 

purposes, stakeholder involvement in system design, 

demonstration of fairness and consistency, and visible use of 

appraisal data for developmental rather than solely punitive 

purposes. 

Leadership commitment significantly influences 

implementation success. When the Chief Justice, Judges and 

Senior Management champion performance management, 

model responsiveness to feedback, and ensure resource 

allocation for appraisal processes, systems gain credibility 

and effectiveness. Conversely, perfunctory leadership 

support undermines implementation regardless of system 

design quality. 

 

2.8 Comparative Perspectives 

International experience provides instructive lessons for 

Lusaka's context. Countries with effective judicial 

performance management systems typically feature several 

common elements including stakeholder participation in 

system design, balanced quantitative and qualitative metrics, 

strong developmental components, adequate technological 

infrastructure, and explicit protection of judicial 

independence. 

 

2.9 Recommendations for Effectiveness Enhancement 

Enhancing performance appraisal effectiveness in Lusaka's 

judiciary requires multifaceted interventions. System design 

should balance quantitative efficiency metrics with 

qualitative judgment assessments, incorporate 

developmental components, and explicitly protect judicial 

independence. Metrics must account for case complexity 

variations, resource availability differences, and jurisdiction-

specific challenges. 

Technological infrastructure investment enables more 

sophisticated performance monitoring without excessive 

administrative burden. Case management systems 

generating automated performance reports reduce data 

collection costs while improving accuracy and timeliness. 

However, technology introduction requires adequate 

training, technical support, and change management to 

realize benefits. 

Capacity building for both appraisers and appraisees 

enhances system effectiveness. Training judicial officers on 

performance expectations, self-assessment techniques, and 

feedback utilization improves their engagement with 

appraisal processes. Similarly, training evaluators on fair 

assessment, constructive feedback delivery, and bias 

mitigation strengthens appraisal quality. 

Linking appraisal results primarily to developmental 

opportunities rather than sanctions encourages honest 

assessment and performance improvement focus. When 

judges view appraisal as supporting their professional 

growth through training access, mentorship, or resource 

allocation rather than threatening their tenure or reputation, 

they engage more constructively with the process. (IJCA 

(2023). 

Regular system evaluation and adjustment ensure continued 

relevance and effectiveness. Performance appraisal systems 

should undergo periodic review examining whether they 

achieve intended objectives, produce unintended negative 

consequences, remain fair and consistent, and adapt to 

evolving organizational needs. This iterative improvement 

approach prevents system ossification and maintains 

stakeholder confidence. (any past studies on this research or 

on the objectives from across regions would be appreciated 

under literature review). 

 

3. Research Methodology 

3.1 Overview 

This chapter detailed the exposition of research 

methodology on collection of data that was used to meet the 

research objectives. It dealt with the means that were 

employed to answer the research questions and a 

justification as to why these were the best available means. 

A research methodology was the conceptual structure within 

which the research was conducted; it constituted the 

blueprint for the collection, measurement and analysis of 

data. Under this chapter, the research presented the 

instruments that was employed during the process of 

collecting data from various sources. Therefore, the chapter 

states and presents, the research approach, research design, 

target population, area of the study, sampling procedure, 

research instruments, the data collection process and 

analysis tools. 

 

3.2 Research Design 

Mixed methods research design was adopted in the study 

which implies that both quantitative and qualitative methods 

was applied in the collection of primary data from the 

selected Government institutions. The purpose of using 

mixed method approach was to amplify the information 

obtained and help develop survey instruments and validated 

findings. Qualitative research with an exploratory 

component was used to allow the research to gather new 

information.  

 

3.3 Target Population 

According to Fraenkel and Warren (2002), population refers 

to the complete set of individuals (subjects or events) having 

common characteristics in which the researcher is interested. 

For the purpose of this study, the target population was 

comprised of management, supervisors and support staff at 
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Judiciary. Therefore, the targeted population for this project 

is 73.  

 

3.4 Sampling Design 

Quota sampling technique was adopted in this study to 

select the respondents from the sampling flame on the basis 

that participant belonged to different departments and also 

serving under different divisions. Thereafter, the 

respondents were selected using purposive sampling a non-

probability selection criterion. The rationale for adopting 

these methods was to enable members of staff falling under 

all the division that is division one, two and three who were 

willing and available to participate in the study. Participants 

were picked from all the divisions of quotas of the 

departments as provided by the Human Resource 

Department. A non-probability sampling method provides a 

range of alternative techniques based on one’s subjective 

judgment (Saunders, 2012).  

 

3.5 Sample Size determination 

The sample size refers to the number of participants or 

observers included in the study. (Cochran, 1693). The 

sample size is a smaller set of the larger population 

Armstrong and Baron (2020). The sample size delivered the 

needed information with reference to the objectives of the 

study. According to Creswell (2003), ten percent (10%) or 

more of any population is appropriate representation of the 

population and for generalization of research findings. 

 

Caculating the Sample Size 

 

 n = N/1+Ne2  

 

Where;  

n: represents the sample size 

N: Represents the targeted population  

E: represents the Margin of error 

 

n= 73/1+73(0.08)2 

 

n= 73/1.4673 

 

n=49.7 

 

n=50 

 

Due to this, the sample size was composed of 50 

respondents. This was also due to the fact that the 

environment is homogenous for the sampled unit. 

 

3.6 Data Collection Methods 

The study primarily used an interview guide and self-

administered questionnaires to collect data from the 

employees of the Judiciary. The questionnaires contained 

both open-ended and closed ended questions for both junior 

and senior employees, which were augmented by an 

interview guide. These formed the basis for the collection of 

primary data in this study.  

The open-ended questions be designed to encourage full 

meaningful answers using the subjects or respondent’s own 

knowledge and understanding and allow the respondents to 

express themselves fully. Also, this provided room for the 

researcher to probe deeply into the issues under study, to 

uncover new clues, to open up new dimensions to the 

phenomenon, and to secure vivid, accurate and inclusive 

accounts of respondents that are based on personal 

experience. Self-administered questionnaires were 

distributed to all the selected Government departments unit. 

Respondents were required to complete the questionnaire on 

their own. The language of instruction used in the 

questionnaires was English owing to the fact the responds 

are literate. Questionnaires were collected after a week and 

the responses were entered in the SPSS for data analysis. In-

depth interviews, on one-to-one basis, was conducted by the 

interviewer (Researcher). 

3.6.1 Quantitative Data 

A structured questionnaire was used to capture quantitative 

data in order to evaluate the effectiveness of APAS in 

improving employee performance in the Public Service. The 

questionnaire consisted mostly of the closed ended 

questions. The questionnaire also captured basic 

demographics, level of employment, salary rank and 

qualification.  

3.6.2 Qualitative Data 

In line with the mixed methods research in the current study, 

an interview protocol and questionnaire were used as the 

data collection instrument. The interview protocol was 

targeted at the Heads of Departments and Units. In order to 

obtain detailed responses on the judiciary’s performance 

appraisal a semi-structured interview guide was used. The 

interview protocol comprised of questions relating to each 

of the study. An open-ended question was designed to 

collect qualitative data from the respondents concerning 

APAS in their respective Department and Units. 

 

3.7 Data Analysis 

SPSS was used to analyse the quantitative data. Both 

quantitative and qualitative methods of analysing the data 

was employed in this study. Primary data collected was 

entered and analysed using the Statistical Package for the 

Social Sciences (SPSS version 23.0). Descriptive statistics 

was used to analyse employees’ view of the effectiveness of 

APAS. Thematic analysis was used to analyse qualitative 

data where major themes were drawn. The APAS manual 

was used as a guiding principle in analyzing and 

contextualization the data collected. Microsoft word 2013 

was used to type the research project and creation of the 

tables. 

 

3.8 Limitations of the Study 

The limitations encountered were attributed to the fact that 

the study was conducted at the time when other academic 

assignments were required of the student at the ICU. Other 

limitations intrinsic to this research included a lack of 

cooperation by authorities for them to protect their jobs; this 

compromised the quality of the data that was collected from 

the respondents. Similarly, the general workforce faced 

latent victimization from their supervisors which most likely 

may have brought some biasness on the data that was 

collected. 

Moreover, the study was limited to the pieces of information 

that the respondents were willing to disclose. It was also 

limited to the respondents’ capability to answer such 

questions, as was stipulated during the interview. 

 

3.9 Ethical Consideration 

Ethical considerations are very important in any research 

work. The success of research depends so much on the 
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ethical issues undertaken during the study. Common ethical 

issues included anonymity, confidentiality, informed 

consent, legality, cultural values, professionalism and 

participation. 

Morals are characterized by De Vos (1998) as “an 

arrangement of good standards which is proposed by an 

individual or gathering, is along these lines generally 

acknowledged and which offers rules and behavioural 

assumptions about the rightest lead towards exploratory 

subjects and respondents, superintendents support, different 

analysts, aides and understudies” (Mpofu M, 2015).(specify 

where the above citation is coming from either De Vos or 

Mpofu) The objective of directing the exploration is to 

produce information through legit lead, reporting and 

production of an examination report. The moral issues 

considered in this study incorporate the privileges of the 

foundation and exploratory trustworthiness with respect to 

the researcher. The researcher is was extremely mindful that 

information ought not be adulterated nor controlled with a 

specific end goal to keep up the nature of the examination 

and the report (World Bank, 2020). 

 

4. Findings and Discussion 

4.1 Overview 

The chapter gives the meaning of the main findings with the 

respective themes of the study. The findings of the research 

study were presented and interpreted in detail in this 

chapter. It also gives the meaning to the findings that were 

set throughout the chapter relating to the variables under 

study. The other evidence to the discussions is was drawn 

from chapter two. 

 

4.2 Presentation of Results on Background 

characteristics of the Respondents 

 

 
 

The respondents were asked to indicate their gender by 

ticking the appropriate column they belonged. The purpose 

was to find out the number of males and females who 

actually participated in the study. Representing 74% were 

females while 26% were males. 

 

 
 

Fig 4.2: Percentage distribution by level of education among 

respondents 

The respondents were asked to indicate their highest level of 

education. The purpose was to find out the 

educational/academic qualifications of employees who 

participated in the study. The results showed responses 

elicited, respondents representing 32%% have had obtained 

bachelor’s degree while 28% have had obtained the 

diploma, 17% had obtained master’s degree and certificates 

were represented by 23% (follow ascending order of 

academic hierachy). The data showed that majority of the 

employees had attained some level of education whose 

opinions and views are guided and well informed.  

 

 
 

Fig 4.3: Percentage (%) distribution of Age group of the 

participants 

 

The graph above showed that 2.2% of the respondents fall in 

the age group <30 years, 30.4% were in the 31 – 40 years 

age group while 50% of the respondents fell in the 41 – 50 

years age group and 17.4% were above 50 years of age. The 

figure above provides a figurative view of the findings on 

the respondents’ age distribution. This implies that majority 

of respondents are in the range of 41 – 50 years age old. 

However, this distribution poses a desirable scenario as all 

the age groups that the researcher sought to interview were 

represented in the research. 

 

 
 

Fig 4.4: Percentage Distribution (%) of Years of working for 

judiciary 

 

The respondents were asked to indicate the number of years 

worked. The purpose was to find out the experience of 

employees who participated in the study. The study above 

showed responses elicited representing 25% were within the 

bracket 5 – 10 years, representing 45% were within 10-20 

years while representing 15% had worked in the 

organization for at least less than 5 years and the remaining 

worked 15% worked above 20 years (follow order of years 

in an ascending order). The data showed that majority of the 

employees had worked in the organization for 4 – 6 years. 

This showed that the sample unit was well acquainted with 

the operations of the organization.  
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Fig 4.5: Percentage Distribution (%) of position of respondents in 

the organisation 

 

The study reviewed that, accounting for 45% of respondents 

were supervisors while support staff had 25% and finally 

managers were at 30%. This this came after the researcher 

wanted to find out the position’s respondents held in the 

organization, it was imperative to know in the sense that the 

above-mentioned position was the target for this particular 

survey. 

 

 
 

Fig 4.6: To Identify the challenges of the current annual 

performance Appraisal 

 

The current annual performance appraisal system faces 

challenges such as bias, recency error, ineffective feedback, 

lack of managerial support, and employee resistance, which 

can lead to unfair assessments, demotivated employees, and 

reduced productivity. This means that 100% were the 

challenges of current performance appraisal. 

 

 
 

Fig 4:7: Percentage (%) Distribution of respondent on how best 

can we solve the challenges affecting implementation of 

performance appraisal of public service 

 

The study revealed that the best way challenges can be 

solved affecting the implementation of performance 

appraisal in an organization is through the following; 

accounting for 15% 15% of the respondents indicated that 

all stakeholders must be educated on the importance of 

implementing a system, at 25% was 25% that the system 

should rather be seen as to reward those who attain set 

goals, 45% indicated that all appraisers should be adequately 

trained while 15% indicated that minimum involvement of 

employees in the planning phase is very important. 

 

 
 

Fig 4:8: Percentage (%) Distribution of respondent on what are 

some of the challenges with annual performance appraisal system? 

(move heading to the next page. Headings should never end a page, 

in this case it should start on a new page) 

 

The study revealed that 25% lack clear goals insinuating that 

employees may not know what is expected of them and 

mangers may be able to provide guidance. 45% scored 

inadequate rewards and recognition, suggesting that 

employees may feel demotivated if they don’t see their 

efforts recognised, 17% of respondents pointed out lack of 

leadership commitment as new managers may not 

understand how to rate competencies or guide employees 

through the process, poor of communication at 25% it is 

believed that communication can negatively impact 

employees and finally biased reviews at 10%. Reviews may 

be biased, which can lead to the wrong behaviours being 

rewarded, there is also stagnant tools, they say outdated 

tools can make performance management less effective and 

finally we have inconsistent measurement standards; under 

this challenge performance may be measured inconsistently 

which can lead to issues. 

 

 
 

Fig 4.9: Employees assessment of the tools of performance 

management 

 

The study revealed that the employee’s assessment of the 

tools of performance management is 13% complicated, 

bulky and difficult to understand, 33% easy as well as 

simplified and 41% relevant. 
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Fig 4.10: What are the benefits of performance appraisal systems 

 

Motivation strategies are crucial for organization. With 

regards to the benefits of performance appraisal systems, 

50% of the respondents indicated professional development, 

40% indicated improved productivity while 10% indicated 

development of reward system. This aligns with Ohemeng 

(2011) who argues that when employees are motivated, the 

organization can set goals by using their talent. This very 

essential as top performers are recognized. Performance 

appraisals can help recognize top performers this is to 

reward employees for their work and motivate them to keep 

up the good work. It can also help identify training needs, 

spot knowledge gaps and provide training to improve 

performance. Furthermore, performance appraisals help 

evaluate goals to ensure employee’s goals are still in line 

with company strategic direction and finally, it provides 

transparency, helps employees see that their contribution are 

valued by the organization they work for. 

 

 
 

Fig 4.11: What are the types of motivation rewards that you know 

 

Respondents were asked to state the kind of motivation 

rewards that they know, accounting for 50% indicated pay 

increase, special recognition was at 30%, while training 

stood at 10%. Training is regarded to be a more significant 

component in the organisation as it creates the greatest 

effect and influences individuals to know how to be more 

efficient in changing understanding, abilities or attitudes 

through teaching experience in order to attain good output 

(cite where this material was sourced from). 

The training is a long-term asset for the person as well as for 

the organisation. The training is obviously understood as a 

communication aimed at understanding the perception of the 

worker as well as its development of abilities, and the 

Outcome of this research is obviously recognized the 

significance of training on both sides of an organization. 

The research examined the work dedication, job satisfaction 

and job performance impact of training. 

 

 
 

Fig 4.12: Methods of performance appraisal used in the 

organization 

 

An inquiry on the methods of performance appraisal used in 

the organization, as populated in figure 4: 20, shows 61% 

360-degree feedback, 23% Management by Objectives, 10% 

Forced Distribution and 6% Graphic Rating Scale. 

 

 
 

Fig 4.13: The rewards provided by my department sometimes 

serve to improve on my productivity 

 

According to figure 4.24, Rewards improve productivity by 

motivating individuals to work harder with 38%, focusing 

on high-impact activities with 45.50%, and reinforcing 

positive behaviors with 3.70%, ultimately driving goal 

achievement and success with 16.70%. 

 

4.3 Discussion 

The findings reveal a significant gap between the appraisal 

system's design and its actual effectiveness in improving 

employee performance at the Judiciary Headquarters. While 

the formal policy framework incorporates many elements of 

effective performance management, implementation failures 

undermine potential benefits. This pattern of well-designed 

but poorly implemented systems is common in public sector 

organizations, particularly in resource-constrained contexts. 
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The quantitative and qualitative data converge on several 

critical deficiencies. Firstly, the lack of clear, specific 

performance standards hampers employees' ability to direct 

their efforts toward desired outcomes. Goal-setting theory 

emphasizes that vague objectives fail to motivate 

performance because employees lack direction. The finding 

that clarity of standards strongly predicts performance 

improvement underscores this principle's practical 

relevance. 

Secondly, inadequate feedback represents perhaps the most 

significant weakness. Both quantitative correlations and 

qualitative themes highlight feedback as central to appraisal 

effectiveness. The lack of ongoing dialogue transforms what 

should be a continuous performance management process 

into an isolated annual event with minimal impact. This 

finding aligns with research showing that feedback quality 

matters more than frequency of formal appraisals. However, 

the feedback that does occur at the Judiciary Headquarters is 

often general, subjective, and not actionable, further limiting 

its developmental value. 

Thirdly, the weak linkage between appraisal outcomes and 

tangible consequences creates a system without teeth. 

Expectancy theory predicts that when effort-performance-

outcome linkages are unclear or weak, motivation suffers. 

Employees at the Judiciary Headquarters observe that 

neither excellent nor poor performance leads to meaningful 

consequences, eroding the appraisal system's motivational 

potential. High performers receive neither recognition nor 

advancement, while underperformers face no improvement 

interventions. This pattern breeds cynicism and 

disengagement. 

Fourthly, rater biases compromise the appraisal's credibility 

and usefulness. Without adequate training, supervisors fall 

prey to common rating errors that distort performance 

assessment. The resulting ratings fail to accurately reflect 

performance, undermining both developmental and 

administrative uses of appraisal data. When employees 

perceive appraisals as subjective or biased, they discount the 

feedback and resist the process. 

 

5. Conclusion 

Performance appraisal systems hold significant potential for 

improving employee performance in judicial settings, 

including Lusaka's judiciary, but their effectiveness depends 

critically on design quality, implementation consistency, 

organizational culture, and resource availability. When 

properly structured, these systems can enhance 

accountability, facilitate professional development, improve 

case management efficiency, and strengthen public 

confidence in justice delivery. 

However, judicial performance appraisal faces distinctive 

challenges stemming from the fundamental tension between 

independence and accountability, measurement validity 

difficulties, resource constraints in developing countries, 

and cultural resistance to evaluation. These challenges do 

not render appraisal systems ineffective, but they require 

careful navigation through thoughtful design, participatory 

implementation, developmental orientation, and ongoing 

refinement. 

For Lusaka's judiciary specifically, effectiveness 

enhancement requires investment in technological 

infrastructure, capacity building for system implementation, 

stakeholder engagement to build legitimacy, explicit 

independence protections, and gradual, iterative 

improvement rather than comprehensive immediate 

transformation. The goal remains developing a performance 

management culture that respects judicial independence 

while promoting excellence, efficiency, and accountability 

in justice delivery. 

The effectiveness of performance appraisal systems 

ultimately hinges on viewing them not as control 

mechanisms but as tools for organizational learning and 

continuous improvement. When judicial officers, 

administrators, and stakeholders embrace this 

developmental perspective within a framework respecting 

independence and professional autonomy, appraisal systems 

can meaningfully contribute to enhanced judicial 

performance and improved access to justice for Lusaka's 

residents. 
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