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 Abstract. This study examined the relationship between performance 
evaluation practices and staff allocation in organisations within 
Southwest Nigeria, focusing on key sectors like banking, manufacturing, 
and government agencies across Lagos, Ogun, and Oyo States. The 
purpose was to investigate how performance reviews, key performance 
indicators (KPIs), and continuous performance management influence 
decisions about staff allocation. The researchers adopted a descriptive 
survey research design and selected a sample of 51 HR managers, 
supervisors, and personnel using stratified random sampling. The 
researchers collected data through structured questionnaires and 
analysed it using descriptive statistics and Pearson's correlation to 
determine relationships between variables. The findings revealed a 
significant positive correlation between effective performance 
evaluation methods and optimised staff allocation, with annual reviews 
(r = 0.451, p < 0.01), KPIs (r = 0.654, p < 0.01), and continuous 
performance management (r = 0.586, p < 0.01) all contributing to better 
task assignments and resource utilisation. The conclusion emphasised 
the importance of adopting comprehensive evaluation systems to 
enhance decision-making in staff allocation, ultimately improving 
organisational efficiency. 

Keywords: Performance Evaluation; Staff Allocation; Key Performance 
Indicators; Human Resource Management; Organizational Efficiency. 

 

INTRODUCTION 

Performance evaluation is a systematic process 
used to assess the performance of employees 

within an organisation. Human resource manag-
ers aim to ensure that individual employee ef-
forts align with the organisation's overall goals, 
making it a critical component of human re-
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source management. The practice involves eval-
uating various metrics such as productivity, qual-
ity of work, collaboration, and goal attainment. 
According to authors [1], performance evalua-
tions are essential for providing structured feed-
back and identifying improvement areas, helping 
employees align their objectives with the organi-
sation's strategic aims. 

Research shows that performance evaluations 
play a significant role in enhancing organisation-
al performance. They provide a basis for identify-
ing high-performing employees who contribute 
positively to the organisation and offer opportu-
nities for growth and development to those who 
may not be meeting expectations. As the author 
[2] highlighted, regular assessments help recog-
nise employee achievements, boost morale, and 
encourage consistent high performance. 

Furthermore, these evaluations help identify skill 
gaps and enable targeted training and develop-
ment initiatives that improve the overall compe-
tence of the workforce. 

Rationale for the Study. The rationale for examin-
ing performance evaluation and staff allocation 
lies in the increasing complexity of managing 
human resources in today's business environ-
ment. Author [3] noted that effective staff alloca-
tion based on accurate performance evaluation is 
critical for optimising productivity and opera-
tional efficiency. When employees are evaluated 
objectively, organisations can allocate tasks more 
effectively, aligning job roles with individual 
strengths and skills. This approach enhances 
productivity and fosters job satisfaction as em-
ployees feel their capabilities are well-utilised. 

Performance evaluations are essential in provid-
ing feedback that guides decision-making regard-
ing promotions, training, and compensation. 
Studies such as those by the author [4] have em-
phasised that regular, structured performance 
assessments help set clear expectations and pro-
vide a mechanism for ongoing feedback. This 
continuous feedback loop enables employees to 
make necessary adjustments in their perfor-
mance and allows managers to identify areas 
needing improvement. Managers use the data 
gathered from these evaluations to make in-
formed staffing decisions and ensure they deploy 
human resources optimally to meet organisa-
tional objectives. 

In recent years, integrating performance evalua-
tion with advanced data analytics tools has en-

hanced the accuracy and objectivity of staff as-
sessments. Authors [5] discussed that perfor-
mance management software allows organisa-
tions to track employee progress in real time, of-
fering insights that inform strategic staffing deci-
sions. These tools help minimise biases in tradi-
tional evaluation methods, leading to a fairer and 
more transparent evaluation process. Conse-
quently, organisations that adopt these practices 
are better positioned to allocate resources effec-
tively and achieve their strategic goals. 

The study of performance evaluation and staff 
allocation is particularly relevant in the context 
of increasing organisational complexity and 
competition. According to a report by the author 
[2], companies implementing robust perfor-
mance evaluation systems tend to see improve-
ments in employee engagement, productivity, 
and overall organisational performance. By link-
ing performance evaluation outcomes with stra-
tegic staff allocation, organisations can ensure 
that their human capital is utilised efficiently, 
leading to enhanced operational outcomes and a 
competitive advantage in the marketplace. 

Practical performance evaluation is also critical 
in enhancing employee motivation and satisfac-
tion. As argued by authors [6], when employees 
perceive the evaluation process as fair and 
transparent, it boosts their morale and encour-
ages them to perform better. Conversely, poorly 
implemented evaluations can lead to dissatisfac-
tion, decreased motivation, and high turnover 
rates. Therefore, understanding how perfor-
mance evaluations impact staff allocation and 
overall employee satisfaction is crucial for organ-
isational success. 

This study examines the relationship between 
performance evaluation practices and staff allo-
cation strategies in organisations in Southwest 
Nigeria. By analysing current practices, this re-
search seeks to identify the effectiveness of dif-
ferent evaluation methods and their impact on 
staff allocation decisions. We expect the findings 
to provide valuable insights into how organisa-
tions can improve performance evaluation pro-
cesses to enhance staff allocation and productivi-
ty. 

Research Hypothesis 

H01: There is no significant relationship between 
Annual review and Staff Allocation in Organisa-
tions in South West Nigeria. 
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H02: There is no significant relationship between 
key performance indicators (KPIs) and staff allo-
cation in organisations in Southwest Nigeria. 

H03: There is no Significant Relationship between 
Continuous Performance Management and Staff 
allocation in Organisations in Southwest Nigeria. 

 

Literature Review  

Concept of Performance Evaluation. Perfor-
mance evaluation, or performance appraisal, is a 
systematic process organisations employ to as-
sess and review an employee's job performance 
and productivity over a specified period. It is a 
vital aspect of human resource management 
aimed at understanding employee capabilities 
and their alignment with organisational goals. 
Performance evaluation serves multiple purpos-
es, including providing employee feedback, iden-
tifying training needs, facilitating promotions, 
and improving organisational performance [4]. 
The core idea is to ensure that employees' work 
aligns with the company's strategic objectives, 
thereby optimising individual and organisational 
productivity. 

Performance evaluation involves setting perfor-
mance standards, assessing performance, and 
providing feedback. Organisations typically base 
the standards on the roles and responsibilities 
outlined in the job descriptions, using them as a 
benchmark to evaluate employees. According to 
authors [7], establishing clear performance 
standards is crucial because it sets the expecta-
tions for employees and managers, reducing am-
biguities in the evaluation process. These stand-
ards must be specific, measurable, attainable, 
relevant, and time-bound (SMART), enhancing 
the appraisal's accuracy and fairness. 

One of the primary objectives of performance 
evaluation is to provide constructive feedback to 
employees. Feedback is a critical component of 
the evaluation process as it helps employees un-
derstand their strengths and areas that require 
improvement. Effective feedback is timely, specif-
ic, and constructive, focusing on the outcomes, 
behaviour, and processes leading to those out-
comes. As authors [1] noted, feedback is more 
impactful when it is a part of a continuous pro-
cess rather than an annual or semi-annual event. 
Constant feedback helps in real-time adjust-
ments, increasing employee engagement and 
performance throughout the year. 

Another significant aspect of performance evalu-
ation is identifying training and development 
needs. Performance reviews often highlight areas 
where employees lack specific skills or 
knowledge, providing a basis for targeted train-
ing programs. According to authors [6], linking 
performance evaluations to employee develop-
ment plans is an effective strategy for improving 
employee competencies and, consequently, or-
ganisational effectiveness. Through this process, 
organisations can tailor their training initiatives 
to address specific skill gaps, making the work-
force more capable and adaptable to changing 
business environments. 

The performance evaluation process also plays a 
critical role in decision-making regarding promo-
tions, compensations, and rewards. Organisa-
tions often use performance appraisal data to 
identify high-performing employees eligible for 
promotions or merit-based pay increases. This 
approach is supported by the Equity Theory of 
motivation, which posits that employees are 
more motivated when they perceive fair treat-
ment in the workplace [8]. Employees who see a 
direct link between their performance and re-
wards will likely be more engaged and motivat-
ed, leading to higher productivity [9]. Thus, per-
formance evaluation is a tool for assessing em-
ployee capabilities and enhancing motivation. 

In addition to promotions and rewards, perfor-
mance evaluations are instrumental in succes-
sion planning and career development. Organisa-
tions can systematically assess potential leaders 
and prepare them for future roles. By evaluating 
employees' skills, competencies, and perfor-
mance trends over time, managers can create de-
velopment plans that align individual career 
goals with the organisation's long-term objec-
tives. This proactive approach helps build a 
strong leadership pipeline and ensures organisa-
tional stability and sustainability [3]. 

Different methods are employed in performance 
evaluations, from traditional approaches like 
ranking and rating scales to modern techniques 
like 360-degree feedback and Management by 
Objectives (MBO). The ranking method, which 
involves comparing employees against each oth-
er, is simple but can lead to unhealthy competi-
tion and lower morale. On the other hand, rating 
scales provide a more structured and standard-
ised approach but may lack the depth needed for 
a comprehensive evaluation. Modern methods 
like 360-degree feedback, which gathers perfor-
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mance insights from supervisors, peers, subordi-
nates, and even clients, offer a more holistic view 
of an employee's performance, enhancing the ac-
curacy and fairness of the appraisal [10]. 

Technological advancements have significantly 
transformed the landscape of performance eval-
uations in recent years. Integrating performance 
management software and data analytics tools 
has made the evaluation process more efficient 
and data-driven. As authors [5] point out, these 
tools allow for real-time performance tracking, 
making it easier for managers to monitor pro-
gress and provide timely feedback. Moreover, 
data analytics helps identify performance trends, 
predict future performance, and make more in-
formed decisions about promotions and rewards. 
The shift from traditional, annual performance 
reviews to continuous performance management 
has enhanced the responsiveness and adaptabil-
ity of organisations in today's dynamic business 
environment. 

Despite its advantages, performance evaluation 
is not without its challenges. One common issue 
is the potential for biases, such as leniency or ha-
lo effects, where an evaluator's subjective per-
ceptions influence the ratings. For instance, an 
employee who performs well in one area may 
receive high ratings across all categories, even if 
their performance in other areas is average. 
These biases can undermine the fairness and ef-
fectiveness of the evaluation process. To mitigate 
these biases, organisations often implement 
standardised evaluation criteria, conduct training 
for evaluators, and use multiple raters to provide 
a more balanced assessment [11]. 

Lastly, the effectiveness of performance evalua-
tions depends mainly on the organisational cul-
ture and the willingness of both managers and 
employees to engage in the process. In a support-
ive organisational culture where feedback is val-
ued and encouraged, employees are more likely 
to view performance evaluations as growth op-
portunities rather than punitive measures. This 
positive perception fosters a culture of continu-
ous improvement, where employees actively 
seek feedback and use it to enhance their per-
formance [7]. 

Methods of Performance Evaluation. Performance 
evaluation methods can be broadly categorised 
into traditional and modern approaches. These 
methods have evolved significantly, reflecting 
changes in organisational needs, workforce dy-
namics, and technological advancements. Each 

method has its strengths and limitations, making 
it essential for organisations to choose the most 
appropriate one based on their objectives, cul-
ture, and employee expectations. 

Traditional Methods of Performance Evaluation 

1) Annual Reviews. One of the most widely used 
traditional methods is the annual review, where 
managers evaluate employees' performance over 
a year. Managers typically set goals at the begin-
ning of the year and assess the extent to which 
employees meet these goals at the end. Annual 
reviews offer a structured way to provide feed-
back and set new goals for the following year. 
However, they often face criticism for being in-
frequent and overly focused on past performance 
rather than providing real-time feedback that 
could enhance employee development through-
out the year [4]. According to the author [12], 
while annual reviews can be comprehensive, 
they may fail to capture employees' continuous 
progress and adaptability, especially in dynamic 
work environments. 

2) Ranking Method. The ranking method involves 
comparing employees directly against each other 
to determine their relative performance. This 
method ranks employees from best to worst 
based on specific performance criteria. It is a 
straightforward way of identifying top perform-
ers and those needing improvement. However, 
the ranking system can foster unhealthy employ-
ee competition, potentially leading to decreased 
collaboration and morale. Additionally, this 
method is often criticised for its lack of objective 
criteria and the potential biases it may introduce, 
as managers may be influenced by personal pref-
erences rather than actual performance [11]. 

3) Rating Scales. Using rating scales is another 
traditional method where employees are as-
sessed on a set of criteria using a numerical or 
descriptive scale. Common aspects evaluated in-
clude quality of work, teamwork, punctuality, 
and job knowledge. The rating scale method is 
advantageous due to its simplicity and the ability 
to provide a standardised assessment framework 
across the organisation. However, subjectivity 
may limit it, as different managers interpret rat-
ing criteria differently, leading to evaluation in-
consistencies [9]. Additionally, employees might 
receive average scores to avoid conflicts, a prac-
tice known as "central tendency bias" [11]. 
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Modern Methods of Performance Evaluation 

1) 360-Degree feedback. The 360-degree feed-
back method is a comprehensive evaluation ap-
proach that gathers input from various sources, 
including peers, subordinates, supervisors, and 
even clients. This method provides a holistic view 
of an employee's performance by considering 
multiple perspectives. It is particularly effective 
in assessing leadership skills, interpersonal abili-
ties, and teamwork [10]. However, implementing 
360-degree feedback can be challenging due to 
the potential for inconsistent input and the time 
required to gather and analyse data. Despite 
these challenges, many consider it a valuable tool 
for enhancing self-awareness and promoting 
professional growth [12]. 

2) Management by Objectives (MBO). Manage-
ment by Objectives (MBO) is a performance 
evaluation method introduced by Peter Drucker 
in the 1950s. It focuses on setting specific, meas-
urable objectives aligning with the organisation's 
goals. Employees and managers collaboratively 
establish these objectives and use them as the 
basis for evaluation. People praise MBO for its 
goal-oriented approach and ability to enhance 
employee motivation by involving them in goal-
setting. However, it may be less effective in dy-
namic environments where goals require fre-
quent adjustment and significant managerial in-
volvement to succeed [7, 13]. 

3) Key Performance Indicators (KPIs). Key Per-
formance Indicators (KPIs) are quantifiable met-
rics used to evaluate an employee's or team's 
success in achieving specific objectives. Organisa-
tions tailor KPIs to reflect critical aspects of per-
formance that contribute directly to success. For 
example, in a sales department, a standard KPI 
might be the number of new clients acquired or 
the sales revenue generated. KPIs are effective 
because they provide clear, objective criteria for 
assessment and allow easy tracking over 
time [5]. However, focusing solely on quantita-
tive metrics can sometimes overlook qualitative 
aspects of performance, such as creativity or 
problem-solving skills. 

4) Continuous Performance Management. Con-
tinuous performance management is a modern 
approach that emphasises ongoing feedback and 
regular check-ins between managers and em-
ployees throughout the year rather than relying 
solely on annual reviews. This method aims to 
provide real-time insights and foster continuous 
improvement by addressing performance issues 

as they arise [1]. Continuous performance man-
agement can enhance employee engagement and 
development by making feedback a regular part 
of the work process. It also helps managers track 
progress towards goals and adjust objectives in 
response to changing business needs. 

5) Balanced Scorecard. The Balanced Scorecard, 
developed by authors [5], is a strategic perfor-
mance management tool that evaluates perfor-
mance across multiple dimensions, including fi-
nancial, customer, internal business processes, 
and learning and growth perspectives. This com-
prehensive approach ensures that employees' 
performance is assessed based on a balanced set 
of metrics, aligning individual performance with 
the organisation's strategic objectives. The Bal-
anced Scorecard helps managers identify areas 
where performance improvements are needed 
and develop strategies to enhance overall 
productivity [5]. 

Concept of Staff Allocation. Staff allocation is a 
critical aspect of organisational management, fo-
cusing on the optimal distribution of human re-
sources to various tasks, projects, or depart-
ments to maximise efficiency and effectiveness. It 
involves the strategic assignment of employees 
based on their skills, experience, and the organi-
sation's specific needs. The concept has evolved 
significantly, aligning with changes in workforce 
dynamics, technological advancements, and or-
ganisational strategies to enhance productivity 
and performance [14]. 

At its core, staff allocation matches employees to 
roles that effectively use their skills and abilities. 
This process requires a deep understanding of 
the employee's capabilities and the job require-
ments. Effective staff allocation considers factors 
such as employee skills, preferences, job roles, 
and the current demands of the organisation. Ac-
cording to the author [15], the goal is to ensure 
that the right person is assigned to the right task 
at the right time, thus optimising productivity 
and minimising inefficiencies. 

Human resource planning plays a crucial role in 
staff allocation. It involves forecasting the organi-
sation's future human resource needs and devel-
oping strategies to meet them. By anticipating 
changes in workload, skill demands, and work-
force availability, HR managers can make in-
formed decisions about staff allocation. Effective 
HR planning allows organisations to align their 
staffing needs with their strategic goals, reducing 
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the risk of underutilisation or overstaffing, which 
can negatively impact productivity and costs [7]. 

Organisations can employ several methods in the 
staff allocation process. One common approach is 
task-based allocation, where employees are as-
signed specific tasks based on their skills and ex-
pertise. This method ensures that tasks are com-
pleted efficiently by individuals with the neces-
sary competencies. Another approach is project-
based allocation, commonly used in project man-
agement. In this approach, managers allocate 
staff members to projects based on their skill sets 
and the project's requirements [16]. Additionally, 
role-based allocation involves assigning employ-
ees to predefined roles within an organisation 
based on their qualifications, allowing for a struc-
tured and stable workforce. 

Several factors influence the staff allocation pro-
cess. Skillset and competency are primary con-
siderations, as aligning employees' skills with job 
requirements is essential for optimal perfor-
mance. Additionally, availability is a key factor, as 
managers must consider each employee's cur-
rent workload and schedule when making alloca-
tion decisions. Organisational priorities also play 
a significant role; managers often prioritise pro-
jects or tasks critical to achieving strategic goals 
in the allocation process. Some organisations 
may consider employee preferences, particularly 
those that value employee satisfaction and en-
gagement, as they can enhance motivation and 
productivity [17]. 

Despite its importance, staff allocation can be 
challenging due to various factors. One signifi-
cant challenge is the dynamic nature of business 
environments, where sudden project require-
ments or workload changes can disrupt planned 
allocations. Additionally, limited resources may 
constrain the availability of skilled personnel, 
making it difficult to meet all staffing needs effec-
tively. Employee turnover is another challenge, 
as frequent changes in the workforce can create 
skill gaps and require constant reallocation [18]. 
Moreover, biases in allocation decisions, whether 
conscious or unconscious, can lead to unfair dis-
tribution of tasks and affect employee morale. 

Technological advancements have greatly influ-
enced staff allocation, providing tools that assist 
decision-making and optimising resource distri-
bution. Human Resource Information Systems 
(HRIS) and workforce management software can 
track employee skills, availability, and perfor-
mance, helping managers make data-driven allo-

cation decisions. These technologies can also 
forecast staffing needs based on historical data, 
allowing for proactive planning and adjustment 
[1]. For example, project management tools like 
Trello and Asana provide visibility into work-
loads and help managers allocate tasks efficient-
ly. 

Strategic staff allocation is linked closely to or-
ganisational performance. Organisations can en-
hance productivity, improve job satisfaction, and 
reduce turnover by ensuring employees are as-
signed roles that align with their strengths. Re-
search has shown that effective staff allocation 
can lead to better project outcomes, higher effi-
ciency, and increased profitability [14]. It also 
supports a more agile and responsive organisa-
tion, capable of quickly adapting to changes in 
the business environment and seizing new op-
portunities. 

Leadership plays a vital role in the staff allocation 
process. Effective leaders understand their 
team's strengths and weaknesses and make allo-
cation decisions that maximise these strengths 
while addressing any skill gaps. They also com-
municate the rationale behind allocation deci-
sions, ensuring employees understand their roles 
and feel valued. Leadership involvement is cru-
cial in promoting fairness and transparency in 
the allocation process, enhancing employee mo-
rale and motivation [9]. 

As technology advances, developments in artifi-
cial intelligence (AI) and machine learning will 
likely shape the future of staff allocation. These 
technologies can potentially automate the alloca-
tion process, using algorithms to match employ-
ees to tasks based on real-time data about their 
skills, performance, and availability. Additionally, 
the increasing trend towards remote work and 
flexible staffing will require new approaches to 
staff allocation, as managers must consider the 
logistics of coordinating teams across different 
locations and time zones [15]. 

 
METHOD 

The study utilised a descriptive survey research 
design to quantitatively examine the link be-
tween performance evaluation practices and staff 
allocation effectiveness across diverse organisa-
tions in Southwest Nigeria, explicitly focusing on 
banks, manufacturing firms, and government 
agencies within Lagos, Ogun, and Oyo States. The 
population comprised managers, supervisors, 
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and HR personnel representing the public and 
private sectors. A stratified random sampling 
technique ensured comprehensive coverage 
across different organisational types, resulting in 
a sample size of approximately 51 respondents, 
determined using Yamane's formula. Data were 
gathered through structured questionnaires, di-
vided into sections on demographic data, per-
formance evaluation practices, and staff alloca-
tion processes, using a five-point Likert scale to 
assess perceptions. The instrument's validity was 
confirmed through expert reviews, while reliabil-
ity was tested via a pilot study, with Cronbach's 
alpha scoring above 0.70, indicating strong inter-
nal consistency. Descriptive statistics were em-
ployed to summarise demographics, and Pear-
son's correlation analysis was used to investigate 
the relationships between performance evalua-
tion and staff allocation outcomes. Ethical 
measures included informed consent and confi-
dentiality assurances, thereby maintaining re-
search integrity. This comprehensive methodo-
logical approach provided significant insights in-
to the impact of performance evaluation on effec-
tive staff allocation in the selected organisations 
across the three states. 

 
RESULTS AND DISCUSSIONS 

The summary of Respondents' Demographic Da-
ta is presented in Table 1. 

 

Table 1 – Summary of Respondents' Demographic 
Data 

Variables Sub-variables Frequency % 
Age Less than 30 

years 
15 29.4 

31 – 40 20 39.2 
41 – 50 years 10 19.6 
Above 50 6 11.8 
Total 51 100.0 

Gender Male 36 71 
Female 16 29 
Total 51 100.0 

Educational 
Level 

SSCE 5 9.8 
Bachelor 36 71 
Master 10 20 
Total 51 100.0 

 
Test of Hypotheses 

H01: There is no significant relationship between 
Annual review and Staff Allocation in Organisa-
tions in South West Nigeria (Table 2). 

H02: There is no significant relationship between 
key performance indicators (KPIs) and staff allo-
cation in organisations in Southwest Nigeria (Ta-
ble 3). 

H03: There is no Significant Relationship between 
Continuous Performance Management and Staff 
allocation in Organisations in Southwest Nigeria 
(Table 4).  

Table 2 – Relationship between Annual review and Staff allocation in Organisations in Southwest Nigeria 
Variables N Mean SD Df r Sig. Remark 

Annual Review 51 3.56 .942     
Staff Allocation 51 3.57 .964 49 .451** 0.008 Significant 

 
Table 3 – Relationship between Key Performance Indicators (KPIs) and Staff allocation in Organisations in 
Southwest Nigeria 

Variables N Mean SD Df r Sig. Remark 
Key Performance Indicators (KPIs) 51 3.67 .841     

Staff allocation 51 3.57 .964 49 .654** 0.001 Significant 

 

Table 4 – Relationship between Continuous Performance Management and Staff Allocation in Organizations 
in Southwest Nigeria 

Variables N Mean SD Df r Sig. Remark 
Continuous Performance Management 51 3.56 .964     

Staff allocation 51 3.57 .964 49 .586** 0.001 Significant 

Notes: Correlation is significant at the 0.01 level (2-tailed) 
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The analysis in Table 2 reveals a positive and 
significant relationship between Annual Review 
and Staff Allocation within organisations in 
Southwest Nigeria. The correlation coefficient 
r=0.451r = 0.451r=0.451 indicates a moderate 
positive relationship, with a p-value of .008, less 
than the significance level of 0.01. This result 
suggests that effective annual performance re-
views are associated with better staff allocation 
decisions. It implies that organisations that con-
duct thorough annual evaluations can more ac-
curately assign employees to roles that match 
their skills and capabilities, ultimately enhancing 
productivity. 

Table 3 demonstrates a strong positive correla-
tion between Key Performance Indicators (KPIs) 
and Staff Allocation, with a correlation coefficient 
r=0.654r and a p-value of .001. This significant 
relationship at the .001 level suggests that KPIs 
in performance evaluation significantly influence 
how staff are allocated within organisations. The 
strong correlation indicates that organisations 
utilising clear and measurable KPIs are better 
equipped to allocate staff effectively based on 
performance outcomes, aligning employee roles 
with organisational goals and improving overall 
efficiency. 

The findings in Table 4 show a significant posi-
tive relationship between Continuous Perfor-
mance Management and Staff Allocation, with a 
correlation coefficient of r=0.586 and a p-value 
of .001; this indicates a strong link between on-
going performance evaluations and the strategic 
allocation of staff. The results imply that organi-
sations implementing continuous performance 
management practices, such as regular check-ins 
and feedback sessions, tend to have more effec-
tive staff allocation. This approach allows for re-
al-time adjustments in employee roles based on 
current performance, enhancing adaptability and 
resource utilisation. 

The findings from the analysis highlight the sig-
nificant impact of performance evaluation prac-
tices on staff allocation in organisations across 
Southwest Nigeria, including Lagos, Ogun, and 
Oyo States. The positive relationship between 
Annual Reviews and Staff Allocation underscores 
the importance of structured performance ap-
praisals in making informed staffing decisions. 
Organisations conducting detailed annual re-
views gain valuable insights into employees' 
strengths, weaknesses, and overall performance, 
enabling managers to allocate tasks more effec-

tively; this supports previous research indicating 
that periodic performance assessments enhance 
managerial decisions, improving role alignment 
and employee productivity [3, 4]. 

Furthermore, the strong correlation between Key 
Performance Indicators (KPIs) and staff alloca-
tion suggests that quantifiable metrics in perfor-
mance evaluations play a crucial role in optimis-
ing human resource management. KPIs provide 
clear, objective performance measures, allowing 
managers to make data-driven decisions regard-
ing employee assignments. This finding aligns 
with studies showing that organisations utilising 
KPIs are better positioned to identify high per-
formers and allocate tasks based on specific per-
formance outcomes, enhancing operational effi-
ciency [5, 6]. The significant impact of KPIs on 
staff allocation implies that organisations should 
continue to develop and refine these metrics to 
better match employees' skills with job require-
ments. 

The analysis also highlights the effectiveness of 
Continuous Performance Management in im-
proving staff allocation. The positive relationship 
between these variables suggests that regular 
performance feedback and continuous monitor-
ing allow for timely adjustments in task assign-
ments, leading to improved resource utilisation. 
Continuous performance management helps 
maintain a dynamic and responsive workforce, 
as managers can make quick decisions based on 
real-time performance data; this aligns with 
modern HR practices, where ongoing evaluations 
and regular feedback sessions are essential for 
adapting to changing business needs and max-
imising employee contributions [1, 15]. Overall, 
the findings emphasise the need for organisa-
tions to adopt comprehensive and continuous 
evaluation methods to enhance their staff alloca-
tion processes and achieve better organisational 
outcomes. 

 

CONCLUSIONS 

Based on the findings of this study, several rec-
ommendations are proposed to enhance the ef-
fectiveness of performance evaluation and staff 
allocation in organisations: 

Implement Comprehensive Performance Evalua-
tion Systems: Organisations should adopt a holis-
tic approach to performance evaluation that in-
corporates a variety of methods, such as annual 
reviews, Key Performance Indicators (KPIs), and 
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continuous performance management. This 
blend of traditional and modern evaluation tech-
niques can provide a more accurate assessment 
of employee performance, facilitating better de-
cision-making in staff allocation. 

Utilise Data-Driven Tools for Staff Allocation: Or-
ganisations should invest in human resource 
management software and data analytics tools to 
enhance the accuracy of staff allocation decisions. 
These tools can provide real-time insights into 
employee performance, skills, and workload, en-
abling managers to make more informed and ob-
jective decisions about task assignments. 

Regularly Update KPIs and Evaluation Criteria: It 
is crucial for organisations to periodically review 
and update their KPIs and evaluation criteria to 
align with evolving business objectives and mar-
ket dynamics; this ensures that the performance 
evaluation process remains relevant and reflects 

the organisation's current priorities, ultimately 
supporting more effective staff allocation. 

Enhance Training for Managers and HR Person-
nel: Providing training and development pro-
grams for managers and HR personnel on effec-
tive performance evaluation techniques and un-
biased staff allocation strategies can help reduce 
biases and improve the fairness of the allocation 
process; this can lead to increased employee sat-
isfaction and better utilisation of human re-
sources. 

Promote a Culture of Continuous Feedback: Or-
ganisations should foster a culture that encour-
ages continuous feedback between managers 
and employees. This approach allows for real-
time adjustments in task assignments based on 
current performance, helping to optimise staff 
allocation and improve overall organisational 
efficiency.  
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