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Protocols:
Permit me to appreciate His Lordship, the Honourable Chief Justice of Nigeria and Chairman of the Board of Governors of the National Judicial Institute, Hon. Justice Kudirat Kekere-Ekun GCON for approving my nomination as a resource person in this workshop. May the mercy of God always be upon His Lordship.
Similarly, may I express my unalloyed gratitude to the Administrator of the institute, my Lord, Hon. Justice Salisu Garba Abdullahi (Rtd.) for considering me worthy for the nomination and share my thoughts on this enormous task. May God Almighty continually uphold His Lordship. Thank you, my lord.
Equally, my sincere and profound appreciation is accorded to my Lord, the Honourable Chief Judge of Kwara State, Hon. Justice Abiodun Ayodele Adebara for graciously granting me the permission and support to be here. May the good Lord continually bless and guide His Lordship as he steers the affairs of Kwara State Judiciary. Once again thank you so much, my lord Sir. 
I am also immensely grateful to the Secretary of the Institute, the Director of Studies and his team as well as the management staff of the great Institute, we all appreciate the good work you are doing in relentlessly striving to improve and enhance efficiency in the justice sector in Nigeria. God bless and keep you all. 
I thank the chairman of the session and other members of the high table for their attendance as they contribute to this discourse.
I most profusely appreciate the participants and I pray that you find this paper impacting and insightful as we all learn and chart the course of improving quality service delivery as count administrators in the justice sector.



Abstract:
The judiciary, as a cornerstone of democratic societies, relies heavily on efficient operations and high-quality service delivery to uphold justice and maintain public trust. This paper explores the critical role of performance management and evaluation in achieving these objectives, particularly within the Nigerian judicial context. It will delve into the importance of a robust performance framework, outlining key steps for building a reliable evaluation system from reviewing existing practices to establishing clear performance goals and providing targeted training. The paper will also address the crucial aspects of identifying competencies and performance gaps, and subsequently propose effective strategies for bridging these disparities to foster continuous improvement in judicial performance and service quality.













INTRODUCTION
Enhancing judicial efficiency and quality delivery of service have far reaching effect on all stakeholders in the justice sector. That is to say, it includes;
a. Creating enabling environment for judicial officers to thrive and perform to their optimal.
b. Institutionalizing high performing administrators.
c. Sustaining an efficient, motivational and energized court officials and workforce.
d. Satisfactory court users
e. Building confidence in the system by the general public.
Considering that the participants of this workshop are the high-powered court administrators on whom the mantle of leadership in the judiciary lies, the ones who determine the developmental pace of the system; it is therefore imperative that you internalize the concept of performance and evaluation management for judicial efficiency and eagerly strive for quality service delivery to enhance productivity within the system. 
It cannot therefore be over-emphasized that the theme of this workshop and the paper being presented is very apt and will hopefully stimulate robust discussion on evaluating the performance of the participant’s team, bridge the gaps encountered in their supervisory role as well as navigate strategies for more effective and efficient performance for better quality service delivery. 

CONCEPTUAL UNDERSTANDING OF PERFORMANCE MANAGEMENT AND EVALUATION
What is performance management and evaluation?
Performance management is the processes and activities that align individuals and team goal with the organisation’s overall objectives. The primary indices of performance management are to ensure that employees work effectively and efficiently towards achieving organisational goals.
On the other hand, performance evaluation which is also known as performance appraisal or review is a specific component of performance management. It is a formal assessment of an individual employee job performance over a specific period of time. 
When put together, performance management and evaluation in the judiciary aims to assess and improve the efficiency, effectiveness and overall quality of judicial services. It involves establishing clear performance goals, maintaining progress and providing feedback to judges and court staff. This encompasses various levels from individual judge evaluation to court-level performance. Judges referred to in this sphere are mainly judges of the lower courts.

FEATURES OF PERFORMANCE MANAGEMENT AND PERFORMANCE EVALUATION
In the course of studies and research, it was observed that there are various features of performance management and performance evaluation but they can basically be summed up as;
· Performance management;
· Setting clear goals which follows the SMART analysis of being Specific, Measurable, Achievable, Relevant and Timebound to provide clear direction and expectation for employees
· Regular Performance Monitoring – it continually monitors employee performance and progress towards goals using performance metrics and key performance indications (KPIs) which can help track achievement and identifies areas of improvement.
· Continuous feedbacks – This needs to be constructive, specific and timely to support development and enhance performance.
· Development planning – It helps in identifying development needs and opportunities for employees based on performance reviews or appraisals periodically, to assess individual and team performance.
· Performance evaluation;
· Clear criteria and standards – It help in establishing clear and measurable criteria and standards against which employee performance will be evaluated. These criteria need to be aligned with job responsibilities, organisational goals and performance expectation.
· Regular and scheduled reviews – it conducts performance evaluation on regular basis (annually, semi-annually or quarterly) to provide consistent feedback and track progress overtime. 
· Goal alignment – It also ensures that performance evaluation are aligned with the goals and objectives set for each employee.
· Two-way feedback – It encourages a two-way feedback process where both the supervisor and employee have the opportunity to share prospective on performance. 
· Performance Documentation – It maintains accurate records and documentation of performance evaluation and documentation of performance evaluation which is kept in the secret file of each staff – ideally this should form part of the assessment for giving higher responsibilities. Promotion should not be as of course as it operates in some clime. 
In a nutshell and for ease of refence – the differences between performance management and performance evaluation are grouped in the table below;
	Basis
	Performance management
	Performance Evaluation

	Focus 
	It focuses on long-term improvement and future development of employees.
	It focuses on short-term assessment of employee performance.

	Scope
	It has broader scope and includes goals setting, development plans training and all year-round feedbacks.
	It emphasizes on periodic reviews or appraisals typically conducted annually or semi-annually.

	Purpose
	It aims to align individual and team goal with organisational objectives, enhance performance and foster employee growth.
	It aims to evaluate employee performance against predetermined standards, provide rewards and make decisions about promotion or training need

	Timing 
	It is an on-going process
	It is conducted annually or semi-annually

	Approach
	It involved individual approach
	It involved holistic approach

	Outcome
	It enhances employee engagement, motivation and productivity over time
	It provides a snapshot of employee performance at a specific point in time.

	Tools and techniques
	It includes performance review, goal setting, performance development plans, 360degree feedback etc
	It includes performance appraisals, rating, ranking or grading system and performance improvement plan.


In other words, performance management and evaluation facilitate better decision making. By providing accurate performance data, it informs management strategies and policy development, ensuring that decisions are based on solid evidences.
Finally, and crucially for the theme of this workshop, effective performance management and evaluation directly contribute to optimizing resource allocation, driving professional growth which invariably enhances job satisfaction, retention rates for improved quality service delivery.
It is instructive to note that without a structure approach to performance, judiciary risks stagnation, inefficiency and erosion of public trust and confidence.
THE IMPORTANCE AND BENEFITS OF PERFORMANCE MANAGEMENT AND EVALUATION IN THE JUDICIARY
Performance management and evaluation are not mere bureaucratic exercises; they are indispensable tools for ensuring the judiciary effectively fulfil its mandate. In a sector where public trust is paramount and the consequences of inefficiency can be dire, a systematic approach to performance is vital.
Firstly, performance management provides clarity and direction. By setting clear goals and expectations, staff understand what is required of them, leading to a more focused and productive workforce. 
Secondly, it fosters accountability. When performance is measured, individuals and institutions are held responsible for their outputs and outcomes by encouraging diligence and adherence to professional standards. It therefore incentivizes and promote meritocracy.  
Thirdly, it drives continuous improvement. Regular evaluation identifies areas of strengths and weaknesses, allowing for targeted interventions, training, and resource allocation to enhance overall performance. In other words, performance management and evaluation facilitate better decision making by providing accurate performance data, it informs management strategies and policy development, ensuring that decisions are based on solid evidence. 
Finally, and crucially for the theme of this workshop, effective performance management directly contributes to enhanced judicial efficiency by streamlining processes, reducing backlogs, and optimizing resource allocation driving professional goals which invariably enhances job satisfaction and retention rate for improved quality service delivery. 


BUILDING SOLID, RELIABLE PERFORMANCE MANAGEMENT AND EVALUATION SYSTEM
A well-designed performance evaluation system is the bedrock of effective performance management. Building such a system requires a systematic approach that considers the unique complexities of the judicial environment.
· Existing System: There is presently the endemic problem of inefficiency, ineptitude corruption, poor service delivery, complacency and non-compliance with judicial and court employee code of conduct. Lack of performance evaluation unit as well as active and vibrant inspectorate unit in most of the state judiciaries. 
As a result of paucity of fund. There is lack of proper and adequate training of the majority of the judiciary workforce. It has also been observed that judiciary is slow in adapting with modern trend such as technology. 
· Review Existing System: The first step is to thoroughly review any existing performance management or evaluation practices. This involves understanding what is currently being measured, how it is being measured, the frequency of evaluations, and the perceived effectiveness of these systems. Are there informal processes? What are the strengths and weaknesses of the current approach? 
This review should involve key stakeholders, including judges, court staff, and administrative personnel.
· Set Appropriate Performance Goals: Clear, measurable, achievable, relevant, and time-bound (SMART) performance goals are essential. For the judiciary, these goals should encompass a range of metrics beyond mere case disposal rates. They should include aspects such as:
· Efficiency: Adherence to work schedule and increased commitment to the system.
· Quality of Service: Adherence to due process, accessibility of justice, civity and professionalism in interaction.
· Professional Development: Participation in training and increase employee’s engagement.
· Resource Management: Efficient utilization of court resources (personnel, technology, infrastructure etc).
· Employee Training: Effective performance evaluation requires that those being evaluated understand the system and that evaluators are equipped with the necessary skills. 
To this end all staff should be afforded the opportunity of regular and consistent training. Considering the paucity of fund in the judiciary and the obvious fact that not all staff will have the opportunity to be trained at the National Judicial Institute (NJI) – especially those at the cleaners, drivers, messengers and security personnel and yet the importance of their services cannot be over-looked. In actual fact, their services are extremely sensitive and they as other staffs are required to be evaluated to advance through promotion exercise.
I am therefore a strong advocate of in-house training which takes care of the entire workforce within the system and most effectively hinge on the peculiarity of the local context.  
Training should cover:
· Understanding the evaluation criteria and process: Ensuring everyone is clear on what is being measured and how.
· Feedback delivery skills: Equipping evaluators to provide constructive, actionable, and respectful feedback.
· Goal setting techniques: Training individuals on how to effectively set and work towards their performance goals.
· Self-assessment techniques: Encouraging individuals to critically evaluate their own performance.


Performance Evaluation Form: 
The Annual Performance Evaluation Report (APER) form is an existing document which summarizes an individual’s performance annually. However, standardized and user-friendly performance evaluation form is crucial. These forms should;
· Clearly link back to the established performance goals and competencies
· Provide space for both quantitative ratings and qualitative comments.
· Allow for self-assessment, peer feedback (where appropriate) and supervisory evaluation.
· Be designed to facilitate constructive dialogue rather than simply checklist.
Feedback: 
Performance evaluation should be a continuous cycle, and feedback is its lifeblood. This involves:
· Regular performance reviews: Formal periodic discussions between evaluators and evaluatees.
· 360-degree feedback (where appropriate): This is gathering insights from peers, subordinates, and even external stakeholders (e.g., litigants, court users and lawyers).
· Anonymous feedback mechanisms: This provides avenue for individuals to offer suggestions for improvement without fear of reprisal basically by the conscientious use of suggestion boxes.
· Feedback on the evaluation system itself: This regularly soliciting input on the effectiveness and fairness of the evaluation process from the workforce.



COMPETENCIES AND PERFORMANCE GAPS IN PERFORMANCE MANAGEMENT AND EVALUATION
The core purpose of evaluation is to identify where individuals and the institution stand in relation to desired performance levels. This involves a dual focus:
· Competencies: These are the underlying knowledge, skills, and attributes that enables effective performance. Through observation, assessment, and feedback, the evaluation system should highlight areas where individuals demonstrate strong competencies.
· Performance Gaps: These are the discrepancies between actual performance and desired performance. Gaps can manifest in various ways, they are:
· Skill Gaps: Lack of necessary knowledge or skills (e.g., a lot of court officials are yet to be technologically compliant).
· Knowledge Gaps: Insufficient understanding of basic administrative principle for the staff or legal principles or procedural rules for judges.
· Behavioural Gaps: This relates to professionalism, communication, or ethical conduct as court employees.
· Efficiency Gaps: Inability to effectively manage and deliver task assigned in good time. 
Identifying these gaps requires a thorough analysis of evaluation data, qualitative feedback, and objective observation. It's crucial to differentiate between a lack of effort and a lack of capability.





STRATEGIES FOR BUILDING AND OVERCOMING PERFORMANCE GAPS
Once performance gaps are identified, effective strategies must be put in place to bridge them and foster continuous improvement.
Targeted Training: 
This is arguably the most direct way to address skill and knowledge gaps. Training programs should be tailored to specific needs identified during evaluation. 
For individuals with significant performance gaps, a structured Performance Improvement Plans (PIPs) can be implemented. This involves:
· Clearly defining the specific areas for improvement.
· Setting measurable goals and timelines for improvement.
· Outlining the support and resources available (e.g. training, coaching and mentorship).
· Regularly monitoring progress and providing constructive feedback.
· Create actionable task to ascertain the positive effect of the training.

Process improvement and development:
Sometimes performance gaps are not solely individual failures but rather systemic issues.
As noted earlier, there is dire need for clarity of purpose when employee know what to expect of them they are more motivated and productive leading to enhanced performance. 
Improve communication and collaboration with other stakeholders for effective access to justice. 
Enhancing transparency and strengthening public trust as well as protecting the rights of the vulnerable groups with the system will go a long way to compliment all other efforts. 
In same vein, there is need to identify prevailing performance practices as well as leading trends in other jurisdiction with a view to replicate them. 
I urge you to set precondition necessary to curb corruption which has become endemic in the judiciary. There should therefore be transparency and quality qualification for employment and engagement.
Also, monitor the judiciary and court employee periodically, in the course of training, lay specific emphasis on the need to comply with the tenets in the Code of Conduct.
Consider factors like workload and renumeration to ensure staff are motivated and less susceptible to corruption by boosting their morale and general wellbeing.
Utilize satisfaction survey to gauge the prospective of staff and court users in line with this the Research Unit of the institution should periodically set hypothetical questions on mis-giving permeating the system and come up with methods of resolving any such mis-giving. To this end, the management team should be very observant and vigilant.

Technology and Automation
In this digital age, a technology-driven continuous feedback-based performance management system has many of the components that makes a system effective and efficient. 
Therefore, leveraging on technology and automation of the courts could revolutionalize the institution’s approach to development progression whether in their performance assessment, feedback, employee development accessibility of the court and compliance with the international best practices. 
This might involve:
· Streaming workflows: this eliminates redundant practices in the system
· Automating routine tasks: this is utilizing technology for scheduling, notification and document generation.
· Implementing Electronic Case Management Systems (ECMS): this reduces reliance on manual processes and paper files.
· Datafication of court and staff records for easy access.
· Resource Allocation and Support, ensuring that Judicial Officers and staff have the necessary resources (e.g. adequate administrative support, access to legal research tools, appropriate technology) which can directly impact performance. Under-resourcing can inherently create performance gaps.
Undoubtedly, this boils down to availability of adequate funding, considering that technology is very expensive. Financial autonomy of the judiciary is therefore imperative to harness the potentials in technology. This is more so, where there is complimentary interest and earnest desire for improvement through this medium by the court administrators.

Performance appraisal
In the increasing world of managing human resources for maximum productivity, there is the need to adapt various methods and strategies to improve the performance of the court employees. 
Adapting this system might involve reviewing performance metrics, refining evaluation process or introducing new development initiatives that align with emerging trends. Structured performance system gives room for evaluation of employees objectively by reducing bias and ensuring fairness in appraisal invariably maintaining trust and boosting morale within the workforce.
When conducting formal appraisals, it is imperative that you follow these best practices;
a. Schedule evaluation in advance, giving employee adequate time to prepare
b. Use a standardized evaluation form or process to ensure consistency. APER form presently in use is gradually losing its essence for it is often time not taken into consideration in promotion exercise. Coupled with the fact that, there is urgent need for it to be reformed and improved upon.
c. Evaluate performance against predefined goals and standards.
d. Focus on behaviours and outcomes, not on personality or personal attributes.
e. Encourage a two-way conversation during the appraisal or interview allowing employee to share their perspective and concerns. 
f. Recognise and reward high performing, outstanding employees. Recognition boost employee morale and engagement, incentives, promotions and other recognition programmes motivate employees to excel, fostering a culture of commitment to quality service delivery. Recognition programme includes;
· Public recognition: Acknowledge exceptional services and contributions
· Professional development opportunities: Granting access to specialized training or conferences.
· Career progression opportunities: linking strong performance to opportunities for career advancement.
g. Identifying Top Talents: Through consistent performance reviews, potential leaders can be identified for succession planning and ensuring that critical roles are filled by capable individuals. Recognizing top talent also helps in retaining these value employees at where they are most needed. 
h. Issues of underperformance can also be addressed by creating a development plans for areas that need improvement, outlining specific actions and timelines.


Performance Evaluation and Inspectorate Unit
Without doubt, there are profuse issue relating to the attitude of court employee which impinge on the efficiency of the system. 
To this end, all hand must be on deck in ensuring that the Performance Evaluation And Inspectorate Units of the judiciary are up to the task in fulfilling their mandate. There is the need to energize the units of courts to make room for new development and policies. This could be through circulars, guidelines or practice directions by the head of courts.
Some of the problems identified for the need of these Units include;
· Inefficiency and poor service delivery
· Non-compliance with judicial and court employee Code of Conduct.
· Court staff soliciting inducement to provide basic services.
· Judges and employees open disrespect to court users.
Some of the benefits of the Units are;
· Proper monitoring of record keeping and file system.
· Ensuring regular compliance with good practices.
· Leadership must act on report of the units to give the system credibility that is taken seriously.
· Increase court user satisfaction and promote public confidence in the system and for the units to function effectively
· Forms and templates need to be designed to help capture information.
· There is the need for scheduled and unscheduled visits of court for on-the-spot assessment.



NOTE: 
Expect resistance as the introduction of any new system is usually met with resistance for various reasons, either because people do not understand the benefits – because they are afraid of change or because the evaluation and inspection system might expose weaknesses and the staff (senior or junior) might not want to be exposed and therefore want the status quo to remain. If you as the court administrator is afraid to take the bull by the horn, the system will remain in its decadence and you will also be part of those to blame. 
And upon this note, I will briefly enumerate some of the factors militating against efficient performance even by court administrators.
They are;
· Lack of support
· Pull-down syndrome
· Seeking favouritism 
In the same vein, factors that improves performance are;
· Good leadership
· Respect and Empathy
· Team work

TAKE HOME BITS;
· Do not be complacent – to whom much is given, much is expected
· Be the agent of change and driving force in your establishment
· Catch on AI+ tech to improve the system and internalize international best standards
· Believe it on not posterity will speak for you for your legacies will endure after you.
· Always remember, someone was there yesterday, you are there today and someone will be there tomorrow.
· What footprint are you leaving in the annals of time, how have you positively impacted the system to bridge the gap of inefficiency.
· What will I be remembered for – always bear in mind – the system will outlive you and everyone.
· Identify people (staff) of asset that aligns with your goals and value (not necessarily even with the management) and invest in mentoring them.


CONCLUSION:
Enhancing judicial efficiency and quality of service is a continuous journey that demands a proactive and systematic approach to performance. By embracing robust performance management and evaluation, the Nigerian judiciary can move beyond simply reacting to challenges and instead proactively cultivate a culture of excellence. Building a solid evaluation system, diligently identifying competencies and performance gaps, and implementing targeted strategies to bridge these gaps are not just administrative imperatives; they are fundamental to strengthening the rule of law, accelerating justice delivery, and ultimately, building enduring public trust in the Nigerian judicial system. Through a commitment to continuous improvement, the judiciary can truly fulfil its vital role as the guardian of justice in our society.
Thank you for your kind attention.
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