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Abstract 
This study investigated the perception of employees towards the overall performance 

appraisal system as well as on the standard setting, purpose of PA, and appraisal process 
in the Ministry of Education. The research employed descriptive survey research method. 
Both secondary and primary data were used in the research. A survey questionnaire with 
five point Likert scale was the main tool used for data gathering.  Data were collected 
from 112 participants in the MoE. Interview was also made with some key personnel of 
the ministry particularly with employees working in Human Resource Department. The 
findings of the study indicated that respondents perceived the performance appraisal 
system as an unfair and a system which cannot accurately measure their job related 
performance. Respondents also indicated their dissatisfaction with standard setting, and 
their participation on the development of the standard with which their performance is 
evaluated. They also indicated their dissatisfaction on the reward related to the result of 
performance appraisal system. The respondents indicated their relative satisfaction with 
provision of job description and performance expectation aspect of performance appraisal 
process. Satisfaction was also indicated with the appeal procedure of the performance 
appraisal of the organization. 
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CHAPTER ONE 

1. INTRODUCTION  
This introduction chapter presents the general background of the study and statement of the 

problem followed by basic questions. It also describes objectives, significance, delimitation and 

limitation of the study, as well as operational definition of key terms and organization of the 

study.  

1.1 Background of the Study 
 

Success in today’s competitive environment is increasingly a function of effective human 

resource management (Romald, 2002). Structure and technology can be easily duplicated. 

Despite the nature of the business in which it operates or its ownership, the fact that can set apart 

an organization is its people. Unlike other resources, such as finance, materials or technology, 

human resource is the most vital one which needs to be handled carefully. Organizations should 

give emphasis not only on the productivity of employees’ but also nurturing their capabilities for 

the maximum utilization and growth (Mahapatro 2010).     
 
The quality of the organization’s employees, their enthusiasm and satisfaction with their job, and 

their sense of fair treatment have impact on the organization’s productivity, level of service, 

reputation and survival. In short, people make the real difference. The human resources are the 

most important resource of an organization. Without effective resource, it is simply impossible 

for an organization to achieve its objective. At the very beginning, human resource management 

is the utilization of these resources effectively to achieve organization objectives (Mondy, Noe & 

Premeaux, cited on Dagim, 2013). 

 

Human resources management is one of the means for developing and enhancing individual’s 

skill and capability for the growth of individual, team as well as organization. It is a process 

whereby individuals and organization aligned together for the successful accomplishment of 

organizational goal. It is the process of making people and organization on the same track in 

order to meet each goal. It is the art or procuring, developing and maintaining competent 
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workforce to achieve the goals of an organization in an effective and efficient manner 

(Mahapatro, 2010). 

Performance appraisal as one of the component of Human Resource Management is an essential 

tool to assess the performance of an employee by identifying their strength and gap in order to 

improve the weak points and to maintain the strongest one for the realization of personal 

development as well as organizational achievement (Mahapatro, 2010). Performance appraisal is 

among the most important human resource management practices, and one of the more heavily 

researched topics.   

 

According to Durcker (cited on Cook & Crossman ,2004) “the effort of employees can determine 

the success and survival of an organization, and appraisal is potential one way in which those 

efforts can be aligned with the aims of an organization, employee can be motivated and their 

performance managed”(p 528). 

 

 James (2009) forwarded a useful explanation about the performance appraisal that is; 

performance appraisal is “a continuous process of identifying, measuring, and developing the 

performance of individuals and teams and aligning performance with the strategic goals of the 

organization” (p 38). 

 

Performance appraisal is an essential management technique. It is used for judgmental workforce 

decisions which are critical issues such as; promotion, retention, transfer, pay, development via 

feedback and training (Mirza, 1999). It also serves the organization as a means for validating 

selection and hiring procedures, promoting employee-supervisor understanding, and supporting 

an organization culture. Performance appraisal serves a number of purposes in the organization. 

In general terms performance appraisal has two roles in the organization i.e. administrative and 

developmental roles (Walter & Peter, 1989). 

 

Given these vital roles of the performance appraisal to the development of an employee and the 

organization, the need for a system to properly assess their performance towards accomplishment 

of organization and/or personal goals is a matter not to be compromised at all.  
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It has been suggested that employees’ attitudes and reaction toward the performance appraisal 

process are among the most important criteria to consider when evaluating the usefulness of 

performance appraisal system (Levy and Williams, 2004). Therefore, in evaluating and 

improving the existing system the perception of employees towards the system is worth to 

consider. 
 

A number of studies (eg. Eniye 2007) have been carried out on performance appraisal system in 

our country. Most of them are related to assessing the practice of performance appraisal system 

in one organization rather than focusing to the perception of employee to the Performance 

appraisal (PA) system.  

 

The Ministry of Education (MoE) is responsible for formulating and implementing all national 

policy, strategies and plans on education and training. The ministry is in charge of setting the 

national norms and standard, ensuring the coherence between regional development objectives 

and harmonizing government and development procedures pertinent to education in Ethiopia.  

 

Educational institution are generally labor intensive and are largely dependent on their 

employees to play the role expected of them in the nation’s cultural, social and economic 

development programs (Nick & Varun, 2010). MoE is playing pivotal role by supporting and 

guiding educational institution in the endeavor to provide problem solving skills and all round 

education catering to the needs of individual and the society at large. In order to efficiently play 

its leading role, the ministry should as well focus on the competencies of its staffs.  

 

To this effect, the MoE established and used a system of performance appraisal for its 

employees. Therefore, this research is intended to carry out the study on the perception of 

employees of Federal MoE toward the PA system.  
 

1.2 Statement of the Problem  
 

Assessing the performance of employees is crucial for any organization. On the one hand, 

management needs a process through which to monitor employee’s performance to improve the 

effectiveness and productivity of the organization. On the other hand, accurate and adequate 
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feedback about performance through performance appraisal reviews has also been regarded as 

critical to an employee’s ability and motivation to perform effectively in an organization (Lee & 

Son 1998). 
 

Most governments are moving away from the parochial view of looking only at the performance 

of their employees toward linking the performance appraisal as a process to their strategic goals. 

The aim is to enhance the overall efficiency and the effectiveness of the administrative system 

(Orbin, 1988; Dessler, 2000).  

 

Ethiopian is one of the developing countries and currently is implementing transformation in all 

sectors. To achieve this objective educated people are needed in different level. The Federal 

Ministry of Education as one of the government institution should play a vital role by producing 

competent and educated people for the achievement of the country’s objective. To do this the 

performance of employee in the ministry should be kept competent and their performance should 

be assessed regularly so as to improve their performance.  
 

Performance appraisal systems need to be effective in improving or sustaining employee 

performance. From literature analyses it became clear that the most significant factor in 

determining performance appraisal system effectiveness is the acceptance of its users.  
 

Having this in mind, the researcher believed that assessing the perception of employee towards 

the performance appraisal system in MoE is a vital one in addressing the ministry’s objective as 

well as the transformation and development goal of the country and it is also critical for 

management to know how staff perceive the performance appraisal system. 

  

In this research, the researcher will investigate the perception of employee in MoE towards the 

performance appraisal system implemented currently. It also tries to assess the factors affecting 

the perception of employee towards the appraisal system. Based on the data collected the 

researcher attempted to give possible answer for the following basic questions: 

  

a. To what extent do the results of performance appraisal help in rewarding employees? 

b. How employees perceive their performance evaluation criteria? 
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c. To what extent is the process of staff appraisal transparent to employees? 
 

d. What are the major factors affecting the perception of employees towards the 

performance appraisal system? 

 

1.3 Objective of the Study 
 

The main objective of this study is to assess the perception of employee towards the performance 

appraisal system which is adopted currently by the MoE and identifying the major factors that 

affects the employee perception on the appraisal system. 

Specifically, this study aimed at: 

- Investigation on the attitudes of employee towards the system of the performance 

appraisal  

- Assess the factor which affects the employee perception towards the appraisal system in 

MoE  

- Investigating the extent of the feedback, how adequately and timely communicated to the 

employee  

- To assess  the participation of employee during its designing stage of the appraisal 

criteria 

 

1.4 Significance of the Study  
 

As one could expect for any organization the perception of the employee towards any activity of 

the organization including performance appraisal has paramount importance for the effectiveness 

of the organization. Based on this ,the study enable the Ministry of Education to gain information 

about the employees perception towards the performance evaluation system through indentify 

the strength and weakness in the appraisal system from the deep understanding emanate from the 

finding and also the study will help as a springboard for further study to be made.  
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1.5 Limitation of the Study 
Reluctant of some respondents to fill out and return the questionnaires on time, 

unavailability of senior staff for interview because of frequent meeting and they go abroad 

for short term training were some limitations of the study. However, the researcher has been 

able to manage the limitation by extensive visit and collecting relevant documents from 

different offices of the ministry. 
 

1.6 Delimitation of the study 
Ministry of education has employees in different region in Ethiopia with in different structure 

under the country education system. This study was delimited on only employees working in 

the head office who mainly facilitate the ministry objective to be achieved. Further, this study 

was delimited to the perception of employees towards the current performance appraisal 

system used by MoE.  

 

1.7 Operational Definitions  
The following words or phrases are the conceptual definitions with their respective meanings 

as used in the study by the researcher: 

Appraiser/ Rater/: refer to employee within the ministry of education involved in appraising 

the performance of employee. 

Appraisee/ Ratee/: refers to MoE employees whose performance is subject to appraisal.  

Appraisal Interview: refer to the formal meeting held between the rater and ratee to discuss 

on employee performance, and to define and discuss the performance goals that the ratee 

needs to achieve in the future.  

Performance appraisal: is the process of evaluating employee performance. 

Perception: refers to the views, and opinion that employees have towards their performance 

appraisal system.  
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1.8 Organization of the Paper  
The study is organized into five chapters. Chapter one introduced the study by giving the 

background information, the research problem, objectives, and significance of the study, 

delimitation and limitation of the study. 
 

Chapter two will deal with the review of relevant literature on the research problem. On 

chapter three the research methodology adopted for the study and relevant justifications is 

discussed. It outlines the methodology for carrying out the secondary and primary data 

collections. 

 

Chapter four present the findings on perception of employee on performance appraisal 

system in Ethiopia Federal Ministry of Education. It also lay out the researcher analysis on 

the employee responses to the major factor which affected employee perception to wars the 

appraisal system. 
  
In the final chapter which is chapter five the conclusions that were draw from the research 

findings and recommendations to enhance organizational effectiveness through training, and 

to ensure a stable and committed human resource is presented. 
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CHAPTER TWO 

2. REVIEW OF RELATED LITERATURE 

2.1 Introduction  

Performance appraisal is one of the most important activities in the human resource policy which 

helps to identify ineffective employee within the organization and to develop them in line with 

the organization objective and to encourage productive employees to strive for more. 

Performance appraisal plays a vital role in the organization for the sustainable growth of 

individuals and organization. In most organization reward also attached with the employee 

performance appraisal result in addition to other organization remuneration criteria. 
 

This chapter will serve as the foundation for the development of the study. Therefore, the 

primary purpose of this chapter is to give the theoretical understanding in assessing employees’ 

perception with regard to an organization performance appraisal system. More specifically, 

review of up-to-date related literatures regarding: definitions of PA, purposes of PA, process of 

PA, methods of PA, components of effective PA system and factors affecting Employees’ 

perception will be presented. 

2.2 Definition of Performance Appraisal 

It is a widely held view that people are the most important resource in any organization. As a 

matter of fact, organizations would not exist without human resources. However, it is important 

to recognize that people have different abilities and hence their contributions to the success of an 

organization vary. In an effort to quantify the contributions made by employees to an 

organization, Human resource managers carry out what is referred to as performance appraisal.  

A performance appraisal, Performance Evaluation, is a systematic and periodic 

process that assesses an individual employee’s job performance and productivity in 

relation to certain pre-established criteria and organizational objectives. Other 

aspects of individual employees are considered as well, such as organizational 

citizenship behavior, accomplishments, potential for future improvement, strengths 

and weaknesses, etc. (see www.wikipedia.org/wiki/performance_appraisal) 
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Aswatappa (2007) defines performance appraisal as the assessment of an individual’s 

performance in a systematic way, the performance being measured against such factors as job 

knowledge, quality and quantity of output, initiative, leadership abilities, supervision, 

dependability, cooperation, judgment, versatility, health, and all the like.  

Dessler (2005) states that it is any procedure that involves setting work standards, 

assessing employee`s actual performance relative to standards set, providing feedback 

with the aim of motivating, eliminating performance deficits and reinforcing 

exceptional performance. It is a crucial activity of the personnel function and 

management of the human resources and has roots in three well substantiated 

psychological principles: people work, learn and achieve more when they are given 

adequate feedback as to how they are performing, having clear attainable goals which 

should be measurable and quantifiable and involvement in the setting of task (P. 308).  

Performance appraisal has progressed over the years from the traditional one sided, once a year, 

top down and largely discredited bureaucratic system owned by the personnel department to the 

more modern participative approach of performance management. 
 

Performance appraisal is the process of obtaining, analyzing and recording information about the 

relative worth of an employee. The focus of the performance appraisal is measuring and 

improving the actual performance or the employee and also the future potential of the employee. 

Its aim is to measure what an employee does. 
 

According to Flippo (1980), a prominent personality in the field of human resource, 

“performance appraisal is the systematic, periodic and an impartial rating of an employee’s 

excellence in the matters pertaining to his present job and his potential for a better job.” 

Performance appraisal is a systematic way of reviewing and assessing the performance of an 

employee during a given period of time and planning for his future. It is powerful tool to 

calibrate, refine and reward the performance of the employee. It helps to analyze his 

achievements and evaluate his contribution towards the achievement of the overall 

organizational objective. 
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2.3 Purpose of Performance Appraisal  

Performance management is an important human resource function, which provides management 

with a systematic basis for effectively recognizing and evaluating the present and potential 

capability of human resource (HR). It should be a continuous function. The supervisor should 

continuously determine how effectively their subordinates are performing different tasks. 

Employees should be at least evaluated once in a year, as this will contribute to increased 

employee efficiency, productivity, and moral (Cash 1993). 
 

Conger cited on Dagim (2013) carried out an expletory study to review the purpose and practice 

of performance appraisal. The study indicated the trends in US, as giving high focus on 

documentation, development and linking performance appraisal with pay and promotion 

purpose. Periodic reviews help supervisors gain a better understanding of each employee’s 

abilities. The goal of the review process is to recognize achievement, to evaluate job progress, 

and then to design training for future development of skills and strengths.  

Accordingly to Dessler (2005), performance appraisal can have a number of purpose, from the 

global need to increase the overall efficiency and effectiveness of the organization, through an 

examination of the performance of individual, both within and beyond the organization, the 

needs of the employee as a person not just an employee. These purposes of appraisal are: 

 Appraisal play an important role in the employer’s performance management process; it 

does little to good to translate the employer’s strategies goals into specific employees’ 

goals, and then train the employees, if you don’t periodically review your employees’ 

performance. The outcome of the goal-setting, training, and developing employees 

should be evaluated periodically.  

 The appraisal lets the appraiser and appraisee develop a plan for correcting any 

deficiencies the appraisal has discovered, and reinforce the things the subordinate does 

correctly and prepared the subordinate for future responsibility.  

 Appraisals serve a useful career planning purpose by providing the opportunity to review 

the employee’s career plans in light of his/her exhibited strengthen and weaknesses. 

Furthermore, performance review discussions provide the opportunity to identify the 

employee’s potential for further responsibilities, future aspirations and suggestion for self 

improvement.  
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 The appraisal almost always affects the employer’s salary raise and promotional 

decisions-compensation, and benefits issues, as the appraisal results are used to reward 

high achievers, train low achievers and if there is no improvement separation decisions.  

In general, performance appraisal has three important purposes (Robert & John, 2012). These are 

communication, decision making, and motivating (development).  

2.3.1 Communicating 
The first major reason for performance appraisal is to provide an opportunity for formal 

communication between management and the employees concerning how the organization 

believes each employee is performing. All of us know intuitively that successful communication 

requires two-way interaction between people. “Organizations can prevent or remedy the majority 

of performance problems by ensuring that two-way conversation occurs between the manager 

and the employee, resulting in a complete understanding of what is required, when it is required 

and how the employee’s contribution measures up” (Robert & John, 2012). 

Communication always requires that employees have the opportunity and ability to provide 

feedback to their bosses in order to make sure that the communication is understood. So, in 

performance appraisals the communication process requires that we as managers communicate 

with the employees to provide them information about how we believe they are doing in their 

job, but the process also requires that we provide the opportunity for the employees to speak to 

us concerning factors that inhibit their ability to successfully perform for the organization.  

Factors in a job that management may not know about can include many things, 

including lack of training, poorly maintained equipment, lack of tools necessary to 

perform, conflict within work groups, and many other things that management may 

not see on a daily basis. If the communication component of the performance 

appraisal process does not allow for this two-way communication, managers may 

not know of the obstacles that the employees have to overcome. The only way that 

we can resolve problems is to know about them. So, as managers, we need to 

communicate with our employees to find out when issues within the work 

environment cause loss of productivity so we can fix them. Thus, two-way 

communication is a critical component of correcting problems through the 

performance appraisal process (Robert & John,2012 p. 289). 
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2.3.2 Decision Making (Evaluating) 
The second major purpose of performance appraisals is to allow management to make decisions 

about employees within the organization. We need to make decisions based on information, the 

information we get from our communication. Accurate information is necessary for management 

decision making and is an absolutely critical component to allow the manager to improve 

organizational productivity (Robert & John, 2012). 

We use information from annual performance appraisals to make evaluative decisions 

concerning our workforce including pay raises, promotions, demotions, training and 

development, and termination. When we have valid and reliable information concerning each 

individual within our division or department, this gives us the ability to make decisions that can 

enhance productivity for the firm. 

2.3.3 Motivating (Developing)  
The third major purpose for performance appraisal is to provide motivation to our employees to 

improve the way they work individually for developmental purposes, which in turn will improve 

organizational productivity overall. “What is motivation, and are performance appraisals 

normally motivational? Well, from a business perspective, motivation can be defined as the 

willingness to achieve organizational objectives. We want to create this willingness to achieve 

the organization’s objectives in turn will increase organizational productivity” (Robert & John, 

2012). 

2.4 Performance Appraisal Process 

Performance appraisal is a key to check whether employees are performing their job effectively 

or not. So organizations should plan carefully appraisal system and its sequence of steps. The 

three steps of performance appraisal process are defining the job, appraisal of performance and 

providing feedback (Dessler, 2005). According to Muhammad (2013) performance appraisal 

process involves five steps: 

2.4.1 Identifying key Performance Criteria 
The most challenging aspect when setting performance appraisal is what to assess. The main 

dimensions of performance to be assessed by performance appraisal are, Competencies, 

Behaviors, Results or outcomes and Organizational citizenship behaviors’ (Muhammad, 2013).  
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To make performance appraisal criteria’s relevant to the work place practice and acceptable to 

appraiser and employee: 

• Performance criteria should be based on an up to date job description and 

• Performance criteria should be developed by consultation with appraiser and employee. 

The participation of employees in the development of appraisal criteria and measures makes the 

employee to accept and being satisfied with the appraisal system.  Some of the strategies to 

participate employees are: 

• Making formal and informal meeting and discussions with supervisor. 

• Including self-appraisals in the appraisal process. 

• Give opportunities for employees to contribute to the performance appraisal of coworkers 

and managers/ supervisors. 

• Creating good employees perception about the equitability and fairness of the appraisal 

system. 

2.4.2 Develop Appraisal Measures 
The second step on the performance appraisal is how to assess the employee performance. It 

should be made on structured and systematic way or approach. Unstructured approach will cause 

problems like, increase chance of appraisers error, knowledge, skill and abilities critical to job 

performance may be overlooked, reduced consistency between appraisal and perception of 

subjectivity in evaluations may occur (Muhammad 2013). 

According to Muhammad (2013) there are three important considerations in the design of 

appraisal measures: 

i. Generic versus individually tailored measures 
Many workplaces use a generic or uniform rating format for all employees irrespective of their 

role or position within the organization. “The one size fit all” approach of generic measures may 

overlook important performance criteria that are relevant to particular job, and may also include 

criteria that are irrelevant to others. Although it saves time and cost, but it affects the accuracy 

and relevance of appraisal negatively. When time and other resource permits, it is more 

appropriate to construct appraisal formats tailored to specific jobs or families of jobs? 
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ii. Objective versus subjective Assessment 
Objective measures of job performance involve counts of various work-related behaviors. Some 

common objective performance measures include, number of absenteeism, number of accidents, 

number of incidents at work and lateness. Objective measures can be relatively quick and easy to 

obtain, however, an exclusive focus on results or outcomes may mask factors that impact on 

employee’s performance that are beyond their control.  
 

Subjective measures rely on the judgment of an appraiser (self, coworker or supervisor). 

Subjective assessments are commonly used in performance appraisals and often involve the use 

of rating scales.  

iii. Assessing the Impact of the Work Environment on Performance 
The goal of performance appraisal is to support and improve employee’s performance and 

effectiveness. Therefore work environment factors that help or hinder employee’s capacity to 

perform effectively should be included to be assessed by appraisal. 
 

2.4.3 Collect Performance Information from Different Sources 
After the appraisal measures are developed, the next step is collection of accurate performance 

information (Muhammad, 2013). Observation of employees just before conducting appraisal will 

give an in accurate picture of employee’s performance. Ideally, employee’s performance should 

be observed in a systematic way through time. But high workload of managers or supervisors 

may limit opportunities to conduct regular observation of employee’s performance. In addition 

perception of ongoing monitoring may increase sense of surveillance, which can damage staff 

morale. 
 

Sources of performance appraisal information: 

I. Managers/ Supervisor Appraisals 
According to Robert and John (2012) managers/ supervisors play a central role in the appraisal 

process, and should always be included as one of the main appraiser. They play two roles, Judge 

(assessing performance) and Coach (providing constructive feedback and identifying areas of 

improvement). 

 



 

15 
 

II. Self Appraisals 
It is the process of evaluating one’s own performance and it increases employees’ effort to 

appraisal process, positive perception to fairness of appraisal and satisfaction with the appraisal 

process. In addition it helps to know areas for development, but it usually biased towards 

leniency (Muhammad, 2013).  
 

III. Coworker Appraisals 
Particularly where teamwork occurs, coworkers can provide important feedback on performance. 

Most of the time coworkers are more aware about employee’s performance than managers and 

supervisors (Robert & John, 2012). More over as there is more than one coworker who rate an 

employee’s performance, it increases its reliability. However, coworker evaluation may be 

exposed to friendship baize in the organization and also if it is used to compare employees for 

incentive and reward it may result a negative impact on teamwork and cooperation. So it is 

recommended that coworker appraisals be used for professional development rather than 

administrative decisions. 
 

IV. Subordinate Appraisal 
Regarding different aspects of supervisors or leaders’ performance, subordinates are valuable 

source of information (Robert & John, 2012). By making them to provide feedback and comment 

on managerial performance they can develop their managerial skill. This source of appraisal may 

only appropriate in larger organizations where there are sufficient subordinates to allow 

anonymity. 
 

VI. Customer Appraisal 
Customers also have given the chance to evaluate workers within the organization. Customers 

can be people outside the organization, who use the product or service of the organization and 

suppliers. Customers can also be people within the organization, who are working in other 

departments. When the worker has frequent and routine contact with internal and external 

customers of the organization, we involve customers in the evaluation process. This enables us to 

know how customers feel about employee’s interaction. Especially external customers should be 

given more attention because if they are upset about the interaction with the organization 

employee, they have the capability to go to our neighbor with their business. Internal customers 

also create paramount problem on the organization due to conflict between departments. So 

customer evaluation is important to check those reactions (Robert & John, 2012). 
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2.4.4 Conduct an Appraisal Interview 
The fourth step in performance appraisal is to conduct the appraisal interview. It has two central 

purposes, it helps to identify past achievements areas that needs further development and 

barriers/ facilitators to effective performance and helps to identify goals and strategies for work 

practice (Muhammad, 2013). 

Managers and supervisors should use the following strategies to make the appraisal interview 

positive, constructive as well as to increase employees effectiveness: 

Before the interview 

• Assist employees to become familiar and comfortable with discussing about their 

performance potential obstacles and possible solutions. 

• Encourage employees to review their performance ahead. 

• Plan ahead a list of issues that you want to address with the employees. 

• Encourage employee’s participation and make a two-way discussion. 

• Begin with positive feedback to put the employee at ease. 

• Set goals mutually and ensure to clear agreement on performance objective and 

evaluation criteria for the next year. 

• Keep written records of the appraisal interview signed off on both parties. 
 

After the interview: 

• Coach employees regularly by providing frequent feedback. 

• Make periodic review of progress towards goals. 

• Link appraisal results to employment decisions such as, promotion and salaries. 
 

2.4.5 Evaluate the Appraisal Process 
The performance appraisal process should undergo with regular review and improvement. It can 

be evaluated by conducting focus group discussion or survey with employees to gauge their 

satisfaction with the appraisal process and suggestion for improvement. A successful 

performance appraisal process should demonstrate a change in both the rating of employee’s 

performance and the work environment (Muhammad, 2013). 
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2.5 Performance Appraisal Techniques  

There are two types of measures are used in performance appraisal: objective measurement 

which are quantifiable and subjective measures which are not directly quantifiable. Performance 

appraisal can be broadly classified into two categories. Traditional methods and Modern methods 

(Muhamed, 2013): 
 

2.5.1 Traditional Methods  
Traditional methods are relatively older methods of performance appraisal. This method is based 

on studying the personal qualities of the employees. It may include knowledge, initiative, 

loyalty, leadership and judgment. Some of the tradition methods are consider below: 

A. Ranking Method 

According to Dessler (2005) ranking method is ranking employee from best to worst on a 

particular trait, choosing highest, then lowest, until all are ranked. 

B. Graphic Rating Scales 

Graphic rating scales is a scale that lists a number of traits and a range of performance for 

each (Dessler: 2005). The employees then rated by identifying the score that best describes 

his or her level of performance for each trait. 

C. Critical Incident  

 Flanagan cited on Ashima and Gour (2013) defined the critical incident technique as a set of 

procedures designed to describe human behavior by collecting description of events having 

special significance and meeting systematically defined criteria. Flanagan originally used 

trained observers to collect critical incident identification. Identification of the critical 

incidents during task performance can be an individual process or a mutual process between 

user and evaluator. According to Dessler (2005), Critical Incident method is keeping a record 

of uncommonly good or undesirable examples of an employee’s work related behavior and 

reviewing it with the employee at predetermined times.  
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D. Narrative Essays  

Evaluator writes an explanation about employee’s strength and weakness points, previous 

performance, positional and suggestion for his (her) improvement at the end of evaluation 

time. This technique mainly attempt to focus on behavior. 

2.5.2 Modern Methods  
 

Modern Methods were devised to improve the traditional methods. It attempted to improve the 

shortcomings of the old methods such as biasness, subjectivity, etc. The following techniques are 

considered in the modern methods:  

A. Management by Objectives (MBO) 

In1954, Peter F. Drucker introduced “Management by Objective” in his book “The Practice 

of Management”. It comprises of three building blocks: object formulation, execution 

process and performance feedback (Wu B, 2005). In 2000,Weihrich suggested a new model: 

the System Approach to MBO (SAMBO).SAMBO comprises seven elements: strategic 

planning and hierarchy of objects, setting objectives, planning for action, implementation of 

MBO, control and appraisal, subsystems, and organizational and management development. 

B. Behaviorally Anchored Rating Scale (BARS)  

BARS were introduced by Smith and Kendall (1963) with the attention of researchers 

concerned with the issue of reliability and validity of performance ratings. Behavioral anchor 

scales are more informative than simple numbers. Behaviorally anchored performance 

dimensions can be operationally and conceptually can be distinguished from one another 

(Landy & Barness, 1978). Rater will act as observer not the judge. BARS help rater focus on 

specific desirable and undesirable incidents of work behavior which can serve as examples in 

discussing a rating. BARS use behavioral statements or concrete examples to illustrate 

multiple levels of performance for each element of performance.  
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C. Humans Resource Accounting  

The concept of human resource accounting was first developed by Sir William Petty in 1691 

but research into true human resource accounting began in the 1960 by Rensis Likert.  Prof 

(cited on Ashima and Gour, 2013). Flamholtz defines human resource accounting for people 

as an organizational resource. The main theory underlying the HRA is: The people are 

valuable resources of an organization or enterprise, information on investment and value of 

human resource is useful for decision making in the organization (Sharma & Shukla, 2010). 

D. Assessment Centers  

The assessment center method, in its modern form, came into existence as a result of 

America Telephone and Telegraph (AT & T) Management Progress Study by Bray, 

Campbell & Grant (1974).Common job simulations used in assessment centers are in basket 

exercises, group discussions, simulations of interviews with “subordinates” or “clients”, fact 

finding exercises, analysis/decision making problems, oral presentation exercises, written 

communication exercises (cited in Byham, 1986). 

E. 360 Degree  

It is a popular performance appraisal technique that involves evaluation input from multiple 

levels within the firm as well as external sources. 360 Degree feedback relies on the input of 

an employee’s superior, colleagues, subordinates, sometimes customers, suppliers and/or 

spouses. It provides people with information about the effect of their action on others in the 

workplace. It provides a notion of behavioral change might be elicited through a process of 

enhanced self-awareness (Ashima & Gour, 2013). 

2.6 Potential problem in Performance Appraisal 

Jack (2011), in his article “so what would an ideal PA looks like?” noted that it is much easier to 

find problem in doing performance appraisal than to find solution for improvement. And the 

performance appraisal system has been criticized in many areas. 

While organization may seek the performance appraisal process to be free from personal biases, 

prejudices, and idiosyncrasies, a number of potential problems can creep into the process 

(Robbins, 1996). Problem related to performance appraisal can be of three general types. These 

are: human errors, problems of criteria, and problems of confidentiality (Saiyadain, 1999). 
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2.6.1 Human Errors (Rating Biases)  
Human errors are errors that happened without the supervisor knowledge about them and have 

much control over them. To the degree that the following human factors are prevalent, an 

employee’s evaluation is likely to be distorted:  
 

Single criterion – A typical employee’s job is made up of a number of tasks. Where employees 

are evaluated on a single job criteria, and where successful performance on the job requires good 

performance on a number of criteria, employees will emphasize the single criterion to the 

exclusion of other job-relevant factors.  
 

Halo error - One of the most common errors in PA is the halo effect. It is the influence of a 

rater’s general impression on ratings of specific ratee qualities (Solomonson & Lance, 1997). 

The rater gives subordinates good grades although their performances are not worthy. Sometimes 

one prominent characteristic of the subordinate may color the supervisor’s perception of other 

qualities of the subordinate. 
 

Recency error - This error occurs when raters use only the last few weeks or month of a rating 

period as evidence of their ratings of others. Raters forget more about past behavior than current 

behavior (Ivancevich, 1992). Recency refers to the proximity or closeness to appraisal period. 

Generally, an employee takes it easy for the whole year and does little to get by the punishment. 

However, as appraisal time gets closers, he or she becomes very active creating an illusion of 

efficiency in the rater thereby affecting his or her appraisal decision.  

Primacy Effect – Primacy is the opposite of recency. It refers to a situation where an 

employee’s initial impression influences his or her rater’s appraisal decision irrespective of 

whether the employee has been able to keep up the initial impression or not (Ivancevich, 1992).  
 

Proximity error - This error states that similar marks may be given to items that are near 

(proximate to) each other on the performance appraisal form, regardless of differences in 

performance on those measures. We can avoid proximity error by objectively evaluating 

employees’ actual performance on each and every item on the assessment form (Solomonson & 

Lance, 1997). 
 

Similarity error - The similarity effect occurs when raters succumb to the tendency to give 

better rating to those subordinates similar to themselves in terms of behavior, personality, or 

background (Pulakos & Wexley, 1983). Employees might also contribute to this error when they 



 

21 
 

make efforts to demonstrate that their behaviors, tastes and tendencies match those of the 

superior, or hide those not matching with the superior’s, with the intent to please the superior for 

more favorable ratings. 
 

Distributional errors - These errors occur in three forms:  

- In severity or strictness error, the rater evaluates everyone, or nearly everyone, as below 

average.  

- Central tendency error occurs when raters evaluate everyone under their control as 

average - nobody is either really good or really bad. 

-  Leniency error occurs when the rater evaluates all others as above average. Leniency 

error, therefore, is basically a form of grade inflation. We can avoid distributional errors 

by giving a range of evaluations. The distribution is often based on the ranking method of 

evaluation and forced distribution (Solomonson & Lance, 1997). 
 

2.6.2 Problems of Criteria 
Appraisal has to be against criteria. If a discrepancy between and actual performance is pointed 

out, the question is whether the expected was fully defined and communicated to the employee. 

In the absence of such an attempt, the appraisal reports can be questioned. The issue basically to 

refer to job description. It is true that jobs can be clearly defined at the lower level in the 

organization hierarchy. However, as one goes up, it becomes more and more difficult to clearly 

specify the tasks one is supposed to perform (Muhammad, 2013). 
 

The other problem related to performance evaluation criteria is lack of standards. The standard 

used by different department in the organization may not be the same, hence, rating becomes 

unscientific and employees suffer. Some rates are too liberal while others are too strict causing 

lack of uniformity (Saiyadain, 1999).  

2.6.3 Problems of confidentiality 
One important issue in performance appraisal has to do with sharing or keeping secret the ratings 

on various items of appraisal report. While many organizations have a system of selective 

feedback to the employee, the general policy is not to share the total report with the employee. 

There are many reasons for this, first, each employees expects rewards if the report is better than 

average, which may not be administratively possible, secondly, very often supervisors pass the 

challenge to top management by saying that while they did give good rating to employee; top 
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management did not take that into consideration. Thirdly, giving rewards is not the only 

objective of appraising employees. Given these reasons, it is emphasized that supervisory ratings 

of employee should be kept confidential (Saiyadain, 1999).  
 

On the other hand, it is claimed that since there will always be differences between the 

supervisor and employee’s perception of the subordinate’s job performance, perhaps the 

employee should fully be aware of how he or she has been rated (Saiyadain, 1999). In fact, 

MBO, which is tailored to the individual, was introduced to take care of this problem. However, 

MBO does not readily provide the data needed for decisions on wage increase, promotion, and 

other personnel actions that require comparisons between two and more employee.  
 

In addition to the above three potential error which affect the performance appraisal system in 

one organization, employee opposition to evaluation process and the system design problem by 

its self  also has factor on the appraisal process. If employees’ perceive the evaluation to be 

unfair there will be lack of trust in the process causing them to oppose the whole system. As a 

result, makes it impossible to conduct effective performance evaluation. Poorly designed system 

that may cause due to poor criteria, time consuming techniques or irregularly used system may 

cause the performance evaluation system to break down (Saiyadain, 1999). So, the performance 

appraisal system should be designed with due care and should be tested before being 

implemented.  

2.7 Techniques to overcome Performance Appraisal problems  

The performance evaluation process is a potential minefield of problems. For instance, 

evaluators can unconsciously made decision on employee performance evaluation and commit 

one of the stated appraisal errors.  
 

Just because organization can encounter problems with performance appraisal should not lead 

managers to give up the process. Some measures can be taken to overcome most of the problems 

identified above. According to Mahapatron (2010), the following suggestions have significant 

help to make the appraisal process more objective and fair.  
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2.7.1 Training Employees and Raters 
For employees, performance appraisal training focuses on the purpose of appraisal, the appraisal 

process and timing, and how performance criteria and standards are linked to job description and 

responsibilities. And for supervisors, it coaches on how to do performance appraisal. Because 

conducting the appraisal is critical, training should center around minimizing rater errors and 

providing raters with detail on documenting performance information (Mahapatron 2010).  
 

2.7.2 Use Multiple Evaluators  
According to Mahapatron (2010), when the number of evaluators increases, the probability of 

attaining more accurate information increases. If rater error tends to follow a normal curve, an 

increase in the number of appraisers will tend to find the majority gathering together about the 

middle. The use of multiple raters increases the probability of achieving more valid and reliable 

evaluations. 
 

2.7.3 Document Performance Behaviors in a Diary 
 Diaries help evaluators to better organize information in their memory (Mahapatron 2010). The 

evidence indicates that by keeping a diary of specific critical incidents for each employee, 

evaluations tend to be more accurate and less prone to rating errors. Diaries, for instance, tend to 

reduce leniency and halo errors because they encourage the evaluator to focus on performance-

related behaviors rather than traits. 
 

2.7.4 Provide Employees with Due Process 
The concept of due process can be applied to appraisals to increase the perception that 

employees are treated fairly. Three features characterize due process systems: 

1. Individuals are provided with adequate notice of what is expected of them; 

2. All relevant evidence to a proposed violation is aired in a fair hearing so individuals 

affected can respond; and 

3. The final decision is based on the evidence and free from bias. 
 

2.7.5 Evaluate Selectively 
Appraisers should evaluate in only those areas in which they have some expertise. This approach 

also recognizes that different organizational levels often have different orientations toward ratees 

and observe them in different settings. In general, therefore, we would recommend that 
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appraisers should be as close as possible, in terms of organizational level, to the individual being 

evaluated. Conversely, the more levels that separate the evaluator and evaluate, the less 

opportunity the evaluator has to observe the individual’s behavior and, not surprisingly, the 

greater the possibility for inaccuracies (Mahapatron 2010). 

2.8 Effective Performance Appraisal System  
According to Clinton and Laurence (1999, pp18-21) in their article on creating effective 

performance appraisal the keys to effective performance appraisal system can be organized into 

three critical components: effective system design, effective managerial practice, and effective 

appraisal system support. Within those categories they identified 10 lessons that managers can 

apply to boost appraisal effectiveness.  

 

i. Effective system design 

A good system design lays the groundwork and provides the manager with the necessary tools. 

Without a proper foundation it is impossible to build a successful appraisal program.  

Lesson 1: Clearly define why the organization conduct formal appraisal  

Lesson 2: Employee/management involvement in systems design is critical 

Lesson 3: Develop user friendly procedures and job related forms 

Lesson 4: Employees and managers must know how the process operates and understand their 

roles (Clinton & Laurence, 1999).  

ii. Managerial System Practices 

The following standard operating procedures reflect and influence the organizational 

performance appraisal culture. 

Lesson 5: Management must conduct effective performance planning  

Lesson 6: Manager should provide their direct reports with ongoing informal performance 

feedback. 

Lesson 7: Raters must be motivated to conduct effective appraisal (Clinton & Laurence, 1999). 

iii. Appraisal System Support  
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Appraisal system support directly affects managerial motivation to perform required appraisal 

activities diligently. It also protects the system from problems caused by inconsistent or improper 

execution of appraisal procedures. The lesson listed below can help companies develop effective 

appraisal system support. 

Lesson 8: Top management must support and demonstrate effective appraisal practices 

Lesson 9: Effective appraisal system link performance ratings to organizational rewards 

Lesson 10: Appraisal system requires ongoing systems review and corrective action (Clinton & 

Laurence, 1999). 

2.9 Employee Attitude and Performance Appraisal System 
Employees are likely to embrace and contribute meaningfully to a given PA scheme if they 

perceive it as an opportunity for promotion, and as an avenue for personal development 

opportunities, a chance to be visible and demonstrate skills and abilities, and an opportunity to 

network with others in the organization. On the other hand, if employees perceive PA as an 

unreasonable attempt by management to exercise closer supervision and control over tasks, they 

perform various reactions may result.  
 

In a performance appraisal process, employee attitude toward the system is strongly linked to 

satisfaction with the system. According to Boswell and Boudreau (2000), perceptions of fairness 

of the system are an important aspect that contributes to its effectiveness. Understanding 

employee attitudes about the PAS in organizations is important as they can determine its 

effectiveness. If the PAS is seen and believed to be biased, irrelevant or political, that may be a 

source of dissatisfaction with the system. Employee reaction to the PAS is a critical aspect of the 

acceptance and effectiveness of the system. Extreme dissatisfaction and perceptions of unfairness 

and inequality in the ratings may lead to the failure of the system (Murphy & Cleveland, 1995).  

 

The criteria that must be met in order to make the system be perceived by ratees to be fair 

include having a formal system of appraisal, ratees must have a very high degree of job 

knowledge, the ratees must have an opportunity to appeal against their performance ratings, the 

dimensions of performance must be relevant, and having action plans to deal with any 

weaknesses. The organizational climate must be cooperative rather than competitive (Murphy & 

Cleveland, 1995). It's not only the ratees' attitudes towards the PAS that is critical. Even the 
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attitude of the rater is also critical to the system (Brown, 2010). The attitudes and approach the 

rater to the process has been shown to influence the quality of the appraisals. Some raters have 

indicated that they are reluctant to conduct the appraisals saying that they hated conducting 

appraisals, ''second only to firing employees''. 
 

2.10 Performance Appraisal System in the Federal Ministry of Education 
The aim of performance appraisal system in the ministry is to establish transparent, participative 

appraisal system that improve and develop the skill, knowledge and performance of employee 

continuously, thereby enhancing the contribution of employee to the fulfillment of objective and 

strategy of the ministry (Performance appraisal policy, 2012). 
  

Vision of the Ministry of Education 
 “Building an education and training system which assures quality and equity education by the 

year 2020 that aims at producing competent citizens.”  
 

Mission of the Ministry of Education 
 “Through nurturing the execution capacity of the education and training sector, designing and 

assuring standards of efficiency, expanding well equipped higher education and publicizing all 

our activities, ensuring productive, equitable, participatory and quality education and training.” 
 

Values of the Ministry of Education  
 Effectiveness 

 Quality  

 Equity  

 Participatory 

 Exemplary 

 Commitment 

 Excellence 

 Being researcher 

The Ethiopian ministry of education to accomplish its mission, the ministry employee 

performance should assess regularly and the performance appraisal practices should be 

maintained. 
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For the last 10 years the ministry has gone through several civil service reform programs to 

evaluate and increase its service quality. It has implemented the Business Process Reengineering 

(BPR), and currently implemented the Balanced Score Card (BSC) performance measurement 

system. 
  

According to the human resource management policy of the ministry, the performance appraisal 

of employee is planned to be performed in two ways. First the performance of employees 

assessed weekly and monthly this called formative assessment.  Second, summative assessment, 

all employee performance is assessed twice a year and yearly in line with the formative 

assessment result. 
  

The purpose of the performance appraisal process of the ministry as depicted in the appraisal 

form of the employee is to measure the job performance of the employee and to use the result as 

input for administrative decisions. It further states that the performance appraisal form has to be 

filled based on notes made on the daily job performance of the employee.  
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CHAPTER THREE 

3. RESEARCH DESIGN AND METHODOLOGY 
This chapter addresses the research design and methodology that were used in gathering data for 

the study. It contains the research methodology, population and sampling techniques, types of 

data and instrument of data collection, procedures of data collection, source of data, and methods 

of data analysis.  

3.1 Research Methodology  
 

In order to meet the objective of this research the researcher applied descriptive survey design.  

This method will help to get as much information and general understanding of the current 

problem by studying the current situation, the nature of the prevailing condition, practices and 

trends. A descriptive survey method of research is more appropriate in such way that it helps to 

gather several types of data (Koul, 1996). Therefore, this method has a potential to make detail 

description about the existing phenomena, justify current condition and practices to make good 

solution for improvement. In the data gathering process, both qualitative and quantitative 

research methods were employed.  

3.2 Source of Data 
 

The study applied both primary and secondary sources of data to get sufficient information in the 

area of study. 

3.2.1 Primary Source  
The primary source were the first hand information which was collected from employee of the 

ministry working under clerical position through questionnaire; whereas, the data that were 

collected from senior HR expertise through interview. 

 
  

3.2.2 Secondary Source  
The organization performance appraisal guideline, textbooks, articles and journals were 

considered as secondary data. A common way to gather data is combing the two types of data 

discussed by utilizing secondary data to analyze the primary data collected (Preece, 2004; 

Salkind, 2007).  
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3.3 Population and Sample Size of the Study 
 

Ministry of education has 583 employees in head office and at the educational information, 

communication and technology center department according to the human resource department 

data. From those 583 employees, 76 employees are non clerical while the reset of employee 

which mean 507 employees are clerical stuff. For the purpose of this study the researcher had 

taken all employees as a population.   
 

According to Singh (2006, p.6) “descriptive research typically uses larger samples; it is 

sometimes suggested that one should select 10-20 percent of accessible population for the 

sample.” Accordingly, this study utilized the maximum which is 20% of the population size. 

Therefore, the study’s sample size of 116 is fair enough to represent the population. In order to 

give equal chance to all employees, list of the target population (sampling frame) was prepared 

and the required number of respondents were selected from each stratum by availability of 

employees. 

 Table 1: Summary of the Sample Respondents  

Office Population Sample Respondents 

Head Office 457 94 

Educational Information and 

communication technology center 

126 22 

Total 583 116 

 

Purposive sampling method was also employed to select participant from different department 

who hold different position for the interview purpose. Data collected by the interview were used 

to cross check the accuracy or difference of data collected by questionnaire. 
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3.4 Data Collection Instrument 
The major tools employed to collect data for the study are questionnaire, interview, and review 

of relevant documents. Questionnaire was used to collect data from the employee of MoE to 

obtain first hand information. It was consisted of both close and open ended question. So the 

researcher was able to draw not only factual information but also the respondents’ opinion and 

views. 

Interview were conducted with selected employees who have more experience (senior staff) from 

different sections of the ministry to collect more supplementary opinion so as to crosscheck the 

responses obtained by using questionnaire. The interviews were semi-structured because this 

type of interview allows for more flexibility and new question can be forwarded based on the 

response of previous questions (Kothari, 2005). In addition to questionnaire and interview the 

strategic plan of the ministry, human resource policies, performance appraisal formats, employee 

personal records and different documents were also examined.  

3.5 Procedures of Data collection 
After reading the available related literature on the issues of performance appraisal system, the 

basic questions of the study were established. Based on these basic questions and the review of 

the literature of the study, questionnaires and interview questions were designed. 

 The questionnaire was prepared in English and Amharic, as it was distributed to employee of the 

ministry. Questionnaires were distributed by the researcher and interviews were also conducted 

by the researcher himself on face to face base to get further and reliable information, opinion and 

attitudes of the respondents to enrich the data gathered by questionnaire.  

3.6 Pilot Study  
The questionnaire was tested for its validity by distributing it to ten employees at the head office 

before implementing the final questionnaire to the research participants at large. Changes were 

made to few questions and additional points were included in the questionnaire.  
   

Concerning the validity of the instrument, as validity means checking whether the instrument 

measures what it was intended to measure, the draft questionnaire was checked by subject matter 

experts from the department and modification were made according to the suggestions given. In 

addition to this pilot study was made and the questionnaire were adopted from the previous study 

by making some adjustments.  
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The measuring instrument is reliable if it provides consistent results (Kothari: 2005). To check 

the reliability of the instruments used in the research, especially the close ended questionnaire, 

the Croncach’s Alpha model was utilized. As a result of the Croncach’s alpha value of  0.884 

was obtained after in putting the data into SPSS application. According to Tavakol (2011) 

indicated that the acceptable values of alpha is ranging from 0.70 to 0.95. Thus, the result 

showed the reliability of the questionnaire.  

 

Table 2: Reliability Test 

Reliability Statistics 

Cronbach's Alpha N of Items 

.884 35 

 

3.7 Data Analysis  
The data collected through questionnaires was coded, tabulated, and interpretation was made 

using descriptive statistics, i.e. frequency, percentage, mean, standard deviation with the help of 

the Software Package for Social Science (SPSS- Version 17). 

The data collected through interview and open ended questions of the questionnaire are 

presented and analyzed qualitatively in line with and as supplementary to the quantitative data 

gathered through questionnaire.  

3.10 Ethical Issues  
The study is conducted in such a way that it considered ethical responsibility that is being honest 

about what exactly the study is all about and what it intended to measure. The respondents were 

assured that the information that they provided will be confidential and only be used for the 

intended purpose. 
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CHAPTER FOUR 

4. PRESENTATION, ANALYSIS AND INTERPRETATION OF DATA 

This chapter deals with the presentation, analysis and interpretation of the data from primary and 

secondary data sources. In doing so, the quantitative data are presented in table format and the 

results from addressing the research questions were analyzed using the associated descriptive and 

inferential statistical tools. Explanation of statistical results was made within the context of this 

study. Questionnaire was designed and distributed to 116 employees of the MoE working in 

different departments. From the 116 copies of questionnaires distributed 112 (97%) were 

completed and returned.  

4.1 Characteristics of Respondents  
 

The first part of the questionnaire consists of five items about the demographic information of 

the respondents. It covers the personal data of respondents, such as sex, age, educational 

background, years of service in the ministry and their current position in the appraisal process. 

The following subsequent tables reveal the total demographic characteristics of the respondents.  

Table 3: Respondent by Age & Sex 

Sex 
Age  Total % 

18-25 26-35 36-45 46-55 Above 55   

Male 6   32  18 26 3 85 76  

Female 0 11 6 8 2 27 24  

Total  6  43 24 34 5 112 100 
 

As shown in Table 3 of the total respondents 76% (85) were male and the remaining 24% (27) 

were female. This shows that the organization was dominated by men workers. With regard to 

respondents’ age category, the highest group of respondents i.e. 43 (38.39%) fall under age 

category of 26-35. The other group i.e 34 (30.36%) and 24 (21.43%) fall under age category of 

46-55 and 36-45, respectively. This may imply that about 43.75% of the respondents were below 

35 years of age and 51.79% were between the ages of 36-55.  
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Table 4: Respondent by Educational Background and Years of Service  

 

Education
al 

backgroun
d 

Academic Level Frequency Percent 
Less than 12 or 10 grade 
completed  8 7.2 

Diploma  5 4.5 

BA/BSc/BEd  Degree 71 63.3 

Above BA/BSc/BEd  Degree 28 25 

Total 112 100.0 

Years of 
Service  

Year Frequency Percent 

Less than one year 23 20.5 

1-3 years 22 19.6 

4-6 years 14 12.5 

7-10 years 10 8.9 

Above 10 years 43 38.4 

Total 112 100.0 
 
 

Table 4 shows the educational background of the respondents and their years of service in the 

MoE. As indicated in the table, 63.3% of the total respondents are holder of first degree and 

those holding second degree and above accounted for 25 % and the remaining (11.7%) of 

respondents were Diploma holder and less than grade 12 graduated. This implies that, the 

ministry has reasonably qualified employees who have the knowledge and skill to perform 

organizational activities in line with new change.  

Concerning to respondents work experience in the ministry, in Table 4 item 2, the majority 

(38.4%) of respondents served the MoE above 10 years. Moreover 20.5% of respondents had 

served the ministry below one year. This implies that respondent had better experience, 

knowledge of the ministry and familiar with practices and problems of performance appraisal of 

the MoE.  
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4.2 Analysis of the Finding of the Study   
 

In this part, the findings of the variable are analyzed based on the information obtained from 

respondents in the ministry of education.  

Performance feedback given frequently and closer to the action would be more effective in 

correcting employee performance problems timely. However, handling the formal appraisal task 

frequently would not be possible at no cost. It requires a great deal of supervisors’ time, effort, 

and complicates the decision process due to bulky information apart from the cost of stationery 

that may rise with added frequency. Concerning the frequency of the performance appraisal 

conducted in the ministry, the respondents’ responses are summarized below:  

Table 5: Frequency of Performance Appraisal  

Frequency 
of PA 

Item Frequency Percent 
Frequently 82 73.2 

Yearly  29 25.9 

Never 1 0.9 

Total 112 100.0 
 

From the interview with the HRM director and human resource development officer, it was 

learned that employees in MoE were evaluated according to the newly established BSC system. 

According to this system employee assessed their performance in two ways they called as 

formative and summative assessment. In formative assessment employee’s performances are 

assessed weekly and monthly while in summative assessment employee’s performances are 

evaluated every 6 month and once at the year end. Accordingly to the data obtained the majority, 

73.2 percent of respondents responded their performance is assessed regularly, 25.9 percent of 

the respondents indicated that their performance are assessed yearly and only 0.9 percent of 

respondents responded their performance never assessed. 
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Table 6: Respondent response on their Performance Evaluator  

PA 
Currently 

Conducted 
By 

Item Frequency Percent 
Immediate supervisor 83 74.1 
Colleagues 3 2.7 
Subordinate 1 .9 
Employee themselves 1 .9 
Supervisor & Employee themselves 17 15.2 
Supervisor, Colleagues, Subordinate 
& Employee themselves 

7 6.3 

Total 112 100.0 

By whom 
PA shall be 
Conducted 

Item Frequency Percent 
Immediate supervisor 45 40.2 
Colleagues 4 3.6 
Subordinate 2 1.8 
Employee themselves 1 .9 
Supervisor & Employee themselves 12 10.7 
Supervisor, Colleagues, Subordinate 
& Employee themselves 

48 42.9 

Total 112 100.0 
 

Table 6 shows the responses of employees to a question “who is in charge of currently assessing 

your performance”. The majority of the respondent, 74.1 percent responded that their 

performance were assessed by the immediate supervises. Employees were also asked about their 

wish regarding by whom they want to evaluated? About 42.9 percent of respondents responded 

that they prefer their performance to be evaluated by supervisor, colleagues, subordinate and 

employee themselves. The next higher number of respondents 40.2 percent responded that they 

want immediate supervisor to evaluate their performance and 10.7 percent of respondents 

preferred supervisor and employee themselves to their performance assessment.  
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Table 7: Employee Responses about the Purpose of Performance Appraisal 

Item 

 
SA 

 
A 

 
UD 

 
D 

 
SD Mean SD 

F. % F. % F. % F. % F. % 

To decide on employee salary 
increment  

7 6.3 10 8.9 32 29.0 18 16 45 40.2 2.25 1.25 

To decide employee 
promotion 18 16.1 23 20.5 25 22.3 24 21.4 22 19.6 2.92 1.36 

To identify employee training 
needs for development 

10 8.9 34 30.4 29 25.9 9 8.0 30 26.8 2.87 1.35 
 

To motivate employee to their 
job 

14 12.5 29 25.9 21 18.8 27 24.1 21 18.8 2.89 1.32 

Employee Appraisal is done 
for the sake of fulfilling rules 

39 34.8 33 29.5 25 22.3 6 5.4 9 8.0 3.78 1.21 

F- Frequency SD - Standard Deviation SA - Strongly Agree A- Agree UD- Undecided D- Disagree      

SD- Strongly Disagree  

As indicated in Table 7, higher percent of proportion (42.2) strongly disagree on the use of 

performance appraisal result for salary increment, 29 % undecided on the idea and 16 % of the 

respondents disagree on the use of performance appraisal result for salary increment. The 

remaining 15.2 percents of respondent argued on the purpose of performance appraisal for salary 

increment. From the employee response we can observe that the ministry did not use the 

performance appraisal result for salary increments. The interview result also shows that the 

organization implemented the Ministry of Civil Service program for employee salary increment. 

During the interview with the human resource development officer the organization mainly use 

the performance appraisal result to identify the training needs and for decision making on staff 

development.  

In Table 7 item 2 employee were asked whether performance appraisal result in the ministry 

used to decide employee promotion or not 22.3 % of the respondents undecided on the question, 

20.5 % are agree, 21.4% of the respondent disagree on the idea and 19.6% are strongly disagree 

on the purpose of PA for employee promotion. Only 18 (16.1 percent) respondents were strongly 

agreed on the idea. From the respondent response it can be said that the MoE didn’t use 

performance appraisal for employee promotion purpose in some extent.  

Item 3 in Table 7, employees were asked for the purpose of the PA is whether used to identify 

employee training needs for development or not, the majorities of the respondents i.e 30.4%, 
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26.8% and 25.9% are agreed, strongly disagree and undecided on the idea respectively. From the 

respondent response it can be said that the ministry used in partially the performance appraisal 

process to identify employee training needs. 

Employee perception on the PA purpose to  motivate employee to their job assessed in Table 4 

item 4, 29 respondents are agree, 27 respondents disagree, 42 respondents strongly disagree and 

undecided on the question (21 each). The reaming 14 respondents strongly agree the 

performance appraisal used to motive employee in the ministry. From the response it can be said 

that the ministry did not use the performance result to motivate employee to some extent.   

Finally, employees asked in Table 7 item 5 whether the performance appraisal done for the sake 

of fulfilling the ministry rules rather than to motivate employee 34.8 % strongly agreed, 29.5 % 

agreed on the idea and 22.3 % undecided. These show that the majority of the respondents 

responded that the ministry conducted their performance for the sake of rule rather than for other 

purpose.  

Table 8: Employee Responses about the performance evaluation criteria 

Item 
 

SA 
 

A 
 

UD 
 

D 
 

SD 

Mean SD F. % F. % F. % F. % F. % 

Employee participated in the 
development of criteria 

8 7.1 27 24.1 24 21.4 17 15.2 36 32.1 2.59          
1.35 

Criteria are related to 
organizational objectives 

11 9.8 20 17.9 51 45.5 16 14.3 14 12.5 2.98 1.11 

Evaluation criteria are clear 
and relevant 

14 12.5 26 23.2 21 18.8 29 25.9 22 19.6 2.83 1.33 

The weighted assigned for the 
criteria are appropriate  

11 9.8 20 17.9 42 37.5 28 25.0 11 9.8 2.93 1.10 

My performance evaluation 
criteria are clearly linked with 
my job description 

12 10.7 34 30.4 30 26.8 23 20.5 13 11.6 3.08 1.19 

The criteria employed are 
better in promoting employee 
professional responsibility  

4 3.6 25 22.3 31 27.7 34 30.4 18 16.1 2.67 1.10 

My performance evaluation 
criteria regularly reviewed and 
improved  

6 5.4 17 15.2 36 32.1 32 28.6 21 18.8 2.60 1.12 

F- Frequency  SD: Standard Deviation  
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The participation of employee in the development of appraisal criteria, measures and in the 

process of conducting appraisal will satisfied the employee to accept the appraisal system. 

Employees asked their participation on the development and formulation of performance 

appraisal criteria 36 respondent strongly disagree their participation on performance criteria 

development, 27 respondents agree on their participation, 24 respondents become neutral to give 

their opinion, 17 employees disagreed to the idea and only 8 respondents strongly agree their 

participation. From the respondent response observed that the organization did not participated 

its employee on the development of performance evaluation standard. This has a potential to 

minimize the employee positive perception on the performance appraisal system. 
 

Aligning the performance appraisal criteria with the organization objective will benefit for both 

the company and the employee themselves. As indicated in Table 8 item 2 employees asked 

whether appraisal criteria highly related to the organization objective or not the majority of the 

respondents 45.5 percent neutral to give opinion on the issue. These show that they don’t know 

the relation of the performance appraisal criteria with the organization objective or they may not 

know the goal of the ministry. The second highest number of respondents are i.e 17.9 % agree on 

the idea followed by 14.3 % disagree. The reaming 12.5 % and 9.8% of respondents strongly 

disagree and strongly agree on the question respectively.  
 

Concerning performance evaluation criteria used to assess the employee performance are clear 

and relevant, 40 respondent, 35.71% were within the range of agreements the majority of 

respondents (45.5%) were in the range of disagreement. The remaining 18.8% were neutral about 

the question. For item 7 table 4.5 concerning whether the weighted assigned for the criteria in the 

appraisal form are appropriate or not, the majority of the respondents (37.5%) are indifference 

and 34.8% of the respondents were in the range of disagreement on the question. The remaining 

27.7% of the respondents were on the range of agreements on the idea. The mean score 2.93 

show that the respondents are neutral to give their opinion for the question. 
 

Linking performance appraisals with job descriptions can help to focus the appraisal process on 

the key competencies, behaviors and outcomes associated with a particular role or position. In 

this regard respondents were asked whether their performance evaluation criteria linked with 

employee job description or not the majority of the respondents 41.1% agree on the question, 

32.1% of the respondents in the range of disagreement on the question and the remaining 26.8% 



 

39 
 

of the respondent’s indifference for this question. The respondents’ responses implied that the 

performance appraisal criteria are linked with their job description.  
 

Employee also asked whether the criteria employed are better in promoting their professional 

responsibility the majority of the respondents were in the range of disagreement on the question 

and 27.7% of respondents were indifference for this issue. The remaining one quarter of the 

respondents were in the range of agreement on the question. This implied that the criteria 

employed to evaluate employee performance lack to promote the ministry employees on their 

professional responsibility.  
 

Finally employee were asked whether their performance criteria are regularly reviewed and 

improve or not 47.4% of the respondent, almost half of the respondent, feel in the range of 

disagreements, 32.1% of respondents indifference and the remaining 19.6% of the respondents 

were in the range of agreement on the question. The respondents’ responses show that the 

ministry does not amend or review employee performance evaluation criteria regularly.  
 
Table 9: correlation between “the participation of employee on the development of criteria” and 
“clarity and relevant of the criteria” 
 

Item 
There is high 

participation of employee 
in the development of 

criteria 

The criteria used 
to evaluate my 

performance are 
clear and relevant 

There is high participation 
of employee in the 
development of criteria 
   

Pearson Correlation 1 .772(**) 
Sig. (2-tailed) . .000 
N 112 112 

The criteria used to 
evaluate my performance 
are clear and relevant 
  
  

Pearson Correlation .772(**) 1 
Sig. (2-tailed) .000 . 

N 112 112 

**  Correlation is significant at the 0.01 level (2-tailed). 
 

As correlation a measure of the relation between two variables, it can take on values from -1.00 

to +1.00; inclusive zero indicates no relationship and 1.00 show perfect correlation and -1.00 

shows negative correlation. Based on Table 9 above, it showed that there is strong correlation 

between participation of employee on the development of criteria and clarity and relevancy of 

performance. Therefore, it is possible to conclude that as the employee participates on the 

development of performance criteria the clarity and relevancy of the criteria will be strong.  
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Table 10: Employee Responses on the Performance appraisal process  

 Item 
 

SA 
 

A 
 

UD 
 

D 
 

SD Mean SD 
F. % F. % F. % F. % F. % 

I receive adequate training and 
information about the PA exercise 
before it starts  

 -  - 17 15.2 29 25.9 35 31.3 31 27.7 2.29 1.03 

 I provided job description and clear 
performance expectation  

10 8.9 53 47.3 23 20.5 12 10.7 14 12.5 3.29 1.17 

The expectation set reflect the most 
important factor in my job 

10 8.9 50 44.6 16 14.3 18 16.1 18 16.1 3.14 1.27 

The PA  is conducted against the 
pervious established objective and 
criteria  

8 7.1 20 17.9 16 14.3 56 50 12 10.7 2.6 1.12 

I get timely and accurate feedback 
on my performance  

7 6.3 26 23.2 19 17 34 30.4 26 23.2 2.58 1.25 

I am assigned a rater who knows 
what I am supposed to be doing 

7 6.3 65 58 18 16.1 14 12.5 7 6.3 3.47 1.01 

I am satisfied with the feedback 
aspect of  performance appraisal 
system 

6 5.4 28 25 18 16.1 33 29.5 27 24.1 2.58 1.25 

I have an access to see my appraisal 
results 

33 29.5 45 40.2 19 17.0 14 12.5 1 .9 3.85 1.02 

I have ways to appeal a performance 
rating that I think is biased or 
inaccurate 

9 8 53 47.3 22 19.6 18 16.1 10 8.9 3.29 1.11 

The appraisal process is fair and 
transparent 

11 9.8 23 20.5 8 7.1 50 44.6 20 17.9 2.6 1.27 

F- Frequency  SD: Standard Deviation  

PA will be effective if the appraisal process is clearly explained to, and agreed by the people 

involved. Without adequate explanation or consultation, PA could turn counterproductive. To 

assess employee perception on general performance appraisal process, respondents were asked 

key questions. These questions are summarized in Table 10 above with employee responses. 
 

As shown in Table 10 item 1, when employee asked about the extent of agree or disagree for 

whether they receive adequate training and information about the performance appraisal exercise 

before it starts the majority of the respondents 59 percent on the range of disagreement, 25.9 

percent neutral on the question and 15.2 percent of respondent agreed on the idea. From the data 
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obtained, it can be generalized as respondents of MoE; have agreed the ministry doesn’t give 

training about the performance appraisal before the performance interview conducted.  
 

For item 2 in Table 10, when respondents are asked about they received job description and clear 

performance expectation from the organization 47.3, 8.9 and 20.5 percent of respondents 

responded as “agreed” on the presence of job description and performance expectation, “strongly 

agree” and “undecided” on the question respectively. The remaining respondents 23.2 percent 

are on the range of disagreement. Based on the response from respondents it is possible to 

conclude that the organization provide job description and clear performance expectation for the 

employees. If a detailed job description is not available or is out-of-date, it is strongly 

recommended that an accurate job description be developed prior to conducting a performance 

appraisal. 
 

As indicated in Table 10 item3, when employees of the ministry were asked whether their 

performance expectation reflect the most important factor in their jobs or not the majority of the 

respondents (53.5 percent) are in the range of arguments on their response on the expectation 

reflect the most important factor in their jobs. From the above employee responses it can be 

generalized that expectation from the employee performance reflect their important factor in 

their jobs.  
 

In Table 10 of item 4, when respondents are asked about the extent of agree or disagree in 

organization’s conduct the employee performance against the previous established criteria, most 

respondents (60. %) are in the range of disagreement in the performance assessment based on the 

pre established criteria. Therefore, the data obtained shows that the organizations do not conduct 

the employee appraisal based on the pre established criteria.  
 

Concerning the extent of employees agree or disagree in the feedback aspect of the performance 

appraisal process if the employee received timely and accurate feedback on their job 

performance assessment as in Table 10 item 5, 53. 6% of the employee responded in the range of 

disagreement on the presence of accurate and timely feedback on their performance appraisal. 

Based on the employee responses the majority of employee did not get timely and accurate 

feedback from the organization.  This could negatively affect employees’ perception on the 

performance appraisal system. 
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As it is indicated in item 6 of Table 10 , when employees are asked about the extent of their 

agreement or not on the ability of the rater to what extent the rater knows what employee doing,  

64.3 % of respondents are in the range of arguments on the knowhow of rater about what 

employee doing,. Therefore, from this data it can be concluded that most employees of the 

organization feel that the organization assigned rater who has good knowledge about employee 

responsibility.  
 

In Table 10 of item 7 indicates, when employees of the organization are asked about the level of 

agree or disagree on their satisfaction in the overall feedback aspects of the performance 

appraisal system in the organization, the mean score 2.56 show that below the average. This 

shows that employee in the ministry, the majority of the respondents i.e. 53.6 percent, are on the 

range of disagreement and not satisfied the feedback process of the organization.  
 

As it is shown in the Table 10 of item 8, when the respondents of employees are asked about the 

extent of agree or disagree on the access they have to see their performance result the mean score 

3.85 shows that it is above average. So, the data obtained indicates, more than 69 percent of 

respondents responded range in agreement on their access to see their performance result from 

the rater or the ministry. While some disagreed in presence of these practice. Therefore, it can be 

generalized as the ministry has good culture to show its employee performance result. 
 

For item 9 of Table 10, when employees were asked whether agree or disagree for the way they 

have to appeal when they feel that the performance rating is biased or inaccurate, majority of the 

respondents, more than 55 percent of feel that there is appeal procedure, some of employees 

responded as they are neutral in this question and 25 percents of respondents said that as they are 

disagree on the presence of appeal procedure. From the respondents response it can be concluded 

that there is appeal procedures. If employees of the organization feel positive on the presence of 

appeal procedure, the level of perception on the performance appraisal system will increase.   

As shown in Table 10 of item 10 above about respondents perception whether they agree or 

disagree in the organizations’ overall fairness and transparency of the appraisal process, the 

majority of the respondents i.e 62.5%  are in the range of disagreement  on the fair and 

transparent of the PA process. This indicates that ministry performance appraisal process lack 

fairness and less transparent to its employee.  
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Performance evaluation is important to know who is performing better and who should be 

rewarded accordingly to his or her performance result. To do this employee appraisal result 

should reflect the actual work he or she did in the appraisal period and the organization also 

allow them to see their result and should give some chance to appeal if they are not agree on the 

rater point. Employee perception on the performance result and its related reward was presented 

in three items using five-point scale. Summary of means and standard deviation of the responses 

are presented in the following table along with the frequency of the responses.  

 

Table 11: Respondent Responses on the outcome of Performance Appraisal 

Item 
 

SA 
 

A 
 

UD 
 

D 
 

SD 

Mean SD F. % F. % F. % F. % F. % 

My performance rating highly 
reflect how much work I did 

11 9.8 19 17 14 12.5 54 48.2 14 12.5 2.64 1.19 

My rater consider the impact of the 
work environment on my 
performance result 

6 5.4 34 30.4 42 37.5 17 15.2 13 11.6 3.03 1.07 

I am rewarded according to my 
performance result  

 - -  19 17.0 17 15.2 21 18.8 55 49.1 2.00 1.15 

F- Frequency  SD: Standard Deviation  

As it is indicated in the Table 11 item 1, when employees are asked about their extent of agree or 

disagree for their performance appraisal result truly reflect what they did in the appraisal period, 

60.7% of the respondents responded that they are disagreed on the issue. The overall data from 

respondent shows, most employees of the organization are observed that even if their 

performance assessed in timely period, the result does not reflect what they did in the 

organization. This will affect the productivity of employee and also affect their perception on the 

performance appraisal result.  
 

Item 2 of Table 11 indicates, respondents extent of their arguments on the consideration of the 

work environment on employee performance result by the rater during the appraisal interview, 

the mean score 3.03 shows that the respondents are on the average to this question. Therefore, 

from the above data, most of the respondents are neutral on this question which means they don’t 

have information whether the rater consider the effect of work environments on the employee 

performance results.  
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Concerning the overall performance appraisal result and its related rewards to the employee, as it 

is indicated in the above Table 11 of item 3,  the mean score 2.0 shows below the average. 

Therefore, from the data obtained concluded that employees in the ministry have no harmonious 

relationship with the result of performance appraisal and reward forwarded to the employee from 

the ministry.  

Table 12: Summary of respondents on the problem of performance appraisal system 

Item 
 

SA 
 

A 
 

UD 
 

D 
 

SD Mean SD 
F. % F. % F. % F. % F. % 

I am assigned a rater who knows how to 
evaluate my performance  

8 7.1 47 42.0 17 15.2 23 20.5 17 15.2 3.05 1.23 

 I understand that performance 
appraisal in my organization mainly 
depends on attitudes, appearance and 
personality 

17 15.2 47 42.0 25 22.3 18 16.1 5 4.5 3.47 1.07 

I observed that the rater depends more 
on recent actions  

19 17 54 48.2 28 25 7 6.3 4 3.6 3.69 0.95 

I always feel that supervisor rate 
employee based on his/her personal 
opinions  

4 3.6 26 23.2 40 35.7 33 29.5 9 8.0 2.85 0.99 

I experience that raters rate all 
employees higher than they should be 
rated  

9 8 47 42 25 22.3 21 18.8 10 8.9 3.2 1.12 

I am highly trust my supervisor/ rater  6 5.4 34 30.4 37 33 31 27.7 4 3.6 3.06 0.94 
F- Frequency  SD: Standard Deviation  

In order to run good performance appraisal system in the organization the factor which affect the 

appraisal system should assessed regularly. Organization may use accurate instruments for rating 

its employee performance but there must be qualified rater with the necessary knowledge, skill 

and experience in relation to rating the performance of employee.  Raters’ qualification and 

ability of accurately rating the performance of employee in the organization is one of the major 

factors determining the perception of employee towards the performance appraisal system. 

Sample respondents were requested 6 items to describe the factor affect their perception on the 

MoE performance appraisal system.  
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In relation to rater adequate experience and competency, respondents were asked their perception 

on the rater ability to appraise their performance the mean score showed that 3.05 in Table 12 

item 1. This average mean score implied that the respondents partially argued positively and 

negatively on the competency and adequate experience of the rater.  

In item 2 of table 12 respondents were asked whether they agree or not on the performance 

appraisal in the organization mainly depends on attitudes, appearance and personality of 

employee the majority of the respondents were in the range of argument. The mean score 3.47 

show that the  respondents are agreed even if the rate has ability and competency to assess the 

employee, most of the time they depend on the personality, attitudes, and appearance of the 

employee. This implies the performance appraisal system has some biasness and this decrease 

the positive perception of the staff to the performance appraisal values in the organization.   

 

Employee performance should be assessed starting from the end of last time performance 

appraisal interview conducted through the current performance appraisal period this means the 

entire performance appraisal period. Regarding to this respondents were asked the level of 

arguments on the rater depends on recent performance of employee rather than the distant time 

65.2 percent of the respondents argued that the rater depended on the recent action rather than 

the whole performance appraisal period, 25 percents of respondents undecided or neutral to 

answer this question and few respondents 10.2 percent disagreed on the question. The higher 

point of the mean score 3.69 also implied that the rater more depends on the employee recent 

action. Therefore in the ministry there is recency error when supervisor rate the Subordinates.   

 

Item 4 in Table 12 employees were asked whether supervisor rate employee based on his/her 

opinion rather than the actual activity they perform or not 40 respondents that mean more than 

1/3 of respondents are neutral to give their opinion, 37.5 percent of employee disagreed that 

supervisor use his or her opinion to evaluate employee performance rather than actual activity 

and some respondents 26.8 percents agreed on the idea.  The mean score 2.85 are also shows that 

respondents are indifferent to answer on this question.  

Leniency error is one of the errors which affect the perception of employee on the performance 

appraisal system in one organization. To assess these error respondents were asked their level of 

argument on the rater rate all employees higher than they should be rated in order to avoid 
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conflicts and the response show in item 5 Table 12. The majority of the respondents 50 percent 

are argued that there is leniency error in the organization when supervisor rate employee, 27.7 

and 22.3 percent of respondents disagreed and indifference respectively on rater rate employee 

higher than they should be rated.   

Finally respondents were asked the relationship with the rater to what extent they trust their 

supervisor or rater 40 respondents fail on the range of argument on the employee are highly trust 

their supervisor , 37 respondents are in different to give answer this question and 35 respondents 

response they are not trust their rater.  

Employee in one organization may satisfy with some aspects of the performance appraisal 

system does not guarantee satisfaction with the entire system. Employees might be satisfied say 

for instance with rater competency and experience or feedback aspects of the appraisal process 

but this does not signify by any means employees are satisfied with the overall appraisal system. 

To assess this respondents asked four question and they response are summarized below.  

Table 13: Respondents’ Responses on the Overall System of Employee Performance Appraisal  

Item 

 
SA 

 
A 

 
UD 

 
D 

 
SD Mean SD 

F. % F. % F. % F. % F. % 

My supervisor coach me  after the 
performance appraisal interview 11 9.8 13 11.6 28 25.0 36 32.1 24 21.4 2.56 1.23 

I am comfortable in communicating 
my feeling about my rating to my 
supervisor 

5 4.5 44 39.3 26 23.2 15 13.4 22 19.6 2.96 1.23 

I am satisfied with the overall 
performance appraisal system  3 2.7 17 15.2 20 17.9 43 38.4 29 25.9 2.30 1.10 

I think my organization should 
change the way evaluate employee 37 33.0 54 48.2 9 8.0 9 8.0 3 2.7 4.01 .99 

F- Frequency  SD: Standard Deviation  
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Item 1 of Table 13 respondents were asked whether their supervisor coach them regularly to 

improve their performance after performance appraisal interview conducted or not more than 50 

percent of the respondents argued that there is no such mechanism in the organization which 

supervisor coach his/her subordinate related to the performance result, 25 percents of 

respondents are indifferent and only 24 percent of respondents argue on the idea. This implies 

that performance appraisal conducted to satisfy the rule of the organization rather than to 

improve employee performance.    

On item 9 of Table 8 employees were asked on the way they have any mechanism to appeal on 

biased or inaccurate rate are rated most of the respondent argued that there in appeal procedure in 

the organization. In item 2 Table 13 respondents asked whether they are comfortable to 

communicating their feeling on disagreement or not on the accuracy of rating even if there is the 

way to appeal 43.8 percent of the respondents are argued that they are comfortable to 

communicate their feeling on disagreements on the appraisal rate, 33 percent of respondents are 

not comfortable to communicate their feeling and 23.2 percent of respondents are in difference 

for their response.  

Respondents were asked whether they are satisfied on the overall performance appraisal system 

in the organization 64 percent of the respondent disagreed on that the current performance 

appraisal system satisfied, and 17.9 percent of respondents are argued and indifferent on the 

satisfaction of the current performance appraisal system. 

Finally employee asked whether the organization should change the way their performance are 

evaluated and rate the job performance or not, more than 80 percent of the respondents argued 

that the organization should change the appraisal process, 10.7 percents of the respondents 

disagreed on the issue and 8 percent of the respondents in different to give their opinion on this 

question.  

As can be seen from Table 14 below there is negative correlation between the satisfaction on the 

overall performance appraisal system in the organization and the change in the way the job 

performance conducted. Therefore to satisfy the employee on the overall performance appraisal 

system the change made on the way they evaluated and rate the job performance must.  
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Table 14: correlations between “change in the way of performance evaluation” and “satisfaction 
on the overall performance appraisal system” 

 

Item 
 

I think my 
organization should 
change the way they 
evaluate and rate the 

job performance 

I am satisfied with the 
overall performance 
appraisal system in 

the organization 

I think my organization 
should change the way they 
evaluate and rate the job 
performance 
  
  

Pearson Correlation 1 -.466(**) 
Sig. (2-tailed) . .000 
N 

112 112 

I am satisfied with the 
overall performance 
appraisal system in the 
organization 
  
  

Pearson Correlation -.466(**) 1 
Sig. (2-tailed) .000 . 

N 
112 112 

** Correlation is significant at the 0.01 level (2-tailed). 
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CHAPTER FIVE 

5. SUMMARY, CONCLUSTION AND RECOMMENDATION 
This chapter expounds summary, conclusion and recommendation of the study. These 

discussions are made based on the review of related literature, results of statistical analysis and 

discussions of findings from chapter four.  
 

5.1 Summary of Major Findings 
 

The main purpose of the study was to investigate MoE’s employee perception towards the 

performance appraisal system. To attain the above objectives, the following basic questions are 

expected to be addressed by the study. Accordingly, the major findings of the analysis made 

were summarized here under.  

1. To what extent do the results of performance appraisal help in rewarding employees? 

2. How employees perceive their performance evaluation criteria? 
 

3. To what extent is the process of staff appraisal transparent to employees? 
 

4. What are the major factors affecting the perception of employees towards the 

performance appraisal system? 
 

A descriptive survey method was employed for the study. Accordingly, stratified random 

sampling technique was used to select sample respondents proportionately from each office of 

the ministry.  To deal with the basic question, a total of 116 questionnaires were distributed to 

the employee of MoE. Out of these 112 (96.6%) were appropriately filled in and returned to the 

researcher. Human resource Director and other selected human resource experts in the ministry 

were also interviewed.  

 Regarding respondents background information, 85 (76%) of respondents were male. It 

was indicated that 43 (38.4%) of respondents have the age range between 26-35 years. In 

addition to this, 43 (38.4%) of the respondents were served in MoE above 10 years. 71 

(63.3%) of the respondents were first degree holder in the sampled employee of the 

ministry.   
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 The ministry assessed its employee performance with two methods, formative and 

summative assessment. On formative assessment employee performance are evaluated 

weekly and monthly and on summative assessment the ministry employees’ performance 

are assessed every six month and yearly. This also supported by the respondents’ 

response. The majority of respondents’ responded that their performance is assessed 

regularly. 
 

 About 83 (74.1%) of respondents’ responded that their performances are assessed by the 

immediate supervisor currently. And most employees were willing to be evaluated by 

immediate supervisor, colleagues, subordinate and employee themselves. This agreed by 

42.9 percent of the respondents. 
 

 Ministry of Education doesn’t use the performance appraisal system for salary adjustment 

purpose, to promote its employee, and motivate them. This was supported by 56.2, 40.2, 

and 42.9 percent of the respondents respectively. On the other hand the ministry use the 

appraisal system to identifies its employee training need for staff development and this 

supported by around 40 percent of respondents. In general 64.3 percent of respondents 

argued that the performance appraisal is conducted to fulfilling the organization rules 

instead of to promote and reward the ministry employees.  
 

 Employees in the ministry were not involved on the development and formulation of their 

performance criteria. When respondents were asked their perception on the participation 

of criteria development, 47.3% of respondents disagreed on their participation and for the 

respondent’s opinion to what extent their performance criteria related to the 

organizational objective, more than 45 percent of respondents became neutral to give 

their comments.  
 

 About 45.5 percent of the respondents’ respond that their performance evaluation criteria 

are not clear and relevant. On the other hand 41.1 percent of the respondent argued that 

their performance evaluation criteria clearly linked to their job description. The 

respondent’s response on the contribution of the performance evaluation criteria has to 

promote employee professional responsibility, 46.7 percent of respondents disagreed on 

that the criteria has no such kind of quality. Finally the respondents’ opinion on there is 

regular revision and improvement of the performance appraisal criteria in the 
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organization, the response showed that the organization has not such kind of trend to 

amend the employee appraisal criteria.  
 
 

 Respondents’ response on the information and training they get before the appraisal 

process started showed that the organization did not give training on the appraisal process 

for its employee. On the other hand regarding whether organization provided job 

description and performance expectation or not, more than 50 percent of the respondents 

respond that they got performance expectation and job description from the organization.  

 
 More than 50 percents of the respondents gave their argument on the expectation set on 

the performance evaluation criteria reflect the most important factor in their job 

description. On the other hand their performance is not evaluated against pre established 

criteria. This supported by 60.7 percent of the respondents.  
 

 Regarding perception of employee on timely and accuracy of feedback and satisfaction 

the performance appraisal process show negative responses while the respondents 

perception on the raters know how on ratee expectation and responsibility in the 

organization show positive responses.  
 

 Employees in the ministry have an access to see their performance appraisal result and 

they have the way to appeal if they believe that the appraisal process is biased and 

inaccurate. These are supported by 69.7 and 55.3 percent of respondent responses 

respectively. But the overall respondent response on the fairness and transparency of the 

performance appraisal process were showed the majority disagreement.   
 

 Majority of the respondents clearly indicate that their performance rating not reflects 

what they did and they argued negatively on the reward the organization give to them 

based on their performance appraisal result.  On the other hand 49.1 percent of 

respondents have positive perception on the competency and experience of their 

performance rater. 
 

 During the performance appraisal process the following problem were observed by the 

respondents.   
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• As perceived by majority of the respondents they argued that the performance 

appraisal in the organization mainly depends on the attitudes, appearance and 

personality of the employees.  
 

• It was reported by majority of respondents observed that rater mostly depend on 

recent employee action rather than the entire period the employee accomplished 

with in the appraisal period.  

 
 

• In order to avoid conflict in the appraisal process rater rates all employees higher 

than they should be rated. This supported by majority of the respondents.   
 

 The report from majority of the respondent indicate that the employees in the MoE did 

not got the chance regularly to be coached by their supervisor to improve their 

performance after the appraisal interview conducted.   
 

 Regarding to respondent perception to communicate their feeling when they observed the 

appraisal process was biased, 43.8 percent of respondents responded they are comfortable 

to communicate their feeling. 

 
  The majority of the respondents, 81.2 percent, are positively argued that organization 

should change the way evaluate its employee and 64.3 percents of the respondents are not 

satisfied on the overall performance appraisal system in the organization. 

5.2 Conclusion  
 

Based on the Major Finding the following Conclusions were Drawn  

Employee in MoE perceived that performance appraisal system in the ministry didn’t serves for 

salary increment, in same extent for promotional purpose and also for motivational purpose in 

the ministry. Sometimes the ministry used the performance appraisal system to identified 

employee training needs. There were mismatch what the study might expect from the 

performance appraisal purpose and what it has been serving. Therefore, the employee not happy 

on the purpose of PA and also they believed that the ministry used the performance appraisal 

system to fulfill its rules rather than serving its intended properly.  
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Employee did not participate on the development of performance evaluation criteria. They also 

believed that the performance evaluation criteria are not clear and relevant to evaluate their 

performance. From this, it would be concluded that if appraisal criteria were not set in 

accordance with the context in which they are used and not participate the user in the criteria 

formulation, performance appraisal is ineffective.  

There is positive significant correlation between the employee participation on the development 

of criteria and the clarity of the criteria employed to evaluate them, this show that the evaluation 

criteria to be clear for the employee their participation on the formulation of criteria is must.  

It is reported that performance evaluation criteria linked with employee job description but it 

does not have motivational effect on employee professional responsibility. The ministry also did 

not give adequate training and information about the performance appraisal system before it 

start. These could contribute for the ineffectiveness of performance appraisal system in the MoE 

and employee could perceive the system negatively rather to support it.  

It was indicated by the respondents that there were a job description provided by the ministry and 

there is clear performance expectation for its employee and the expectations reflect the most 

important factor in their job as to the MoE employee. Even though the organization set 

performance expectation employee did not assessed their performance based on the pre 

established criteria and performance expectation. Therefore, employee performance not assessed 

in accordance to the pre established expectation; they could not accept the performance appraisal 

result and they negatively perceived the PA system.  

As was indicated by the respondents the ministry assigned a rater who has good knowledge 

about employee responsibility and has good culture to reveal their result, but the feedback 

process is not made timely and accurately. So, this could affect employee perception negatively 

to the feedback process. 

The respondents perceived that there is presence of an appeal procedure in the ministry 

performance appraisal process and also they are comfortable to communicate their disagreement 

on the PA process but the process lacks fairness and transparent. This lacks affected the 

perception of employee negatively to the PA system. 
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Even though the employee performance has been done in timely period, the result doesn’t reflect 

what they did in the organization and the employees did not have information whether the rater 

consider the work environment on their performance. More over confirm that there is no 

relationship with performance appraisal result and reward forwarded to them from the 

organization.  

Even if the rater has adequate experience and competence to appraise employee performance but 

mostly they depend on the personality, attitudes and appearance of employee. So the system has 

some biased. There is also recency and leniency errors in the appraisal system of the ministry.  

Finally majority of the respondents are not satisfied with the existing overall performance 

appraisal system and they suggested that the organization should change the way of their 

performance appraisal process conducted.  

5.3 Recommendation  
 

Based on the major findings of the study and conclusions drawn from this study, the following 

recommendations were forwarded to improve the performance appraisal system at the Ethiopia 

Federal Ministry of Education. 
 

 It is recommended that the ministry should link the performance appraisal and reward 

explicit. This will encourage the employee to achieve the assigned tasks efficiently and 

timely and also it helps employee to perceive positively on the performance appraisal 

system.  
 

 The MoE performance evaluation system should be well aligned with other human 

resource function like reward system and training and development program of the 

ministry.  
 

 

  To be the appraisal system is required to be effective, it should be used as an instrument 

of motivation rather than for the sake of fulfilling the organization’s rule. 
 

 The responsibility for appraising employee should not be given only for immediate 

supervisor but it should be rated through 360 degree appraisal technique which can help 

to take holistic views of performance since it involves self, peers, subordinate and 

supervisors. This will help the ministry to get more valuable information about the 
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performance of employees from different sources and the perception of employee 

towards the PA system will enhance positively.   
 

 Employee should be encouraged to participate in the formulation and development of 

standard against which their performance is evaluated. Thus participation lead employee 

to have good perception and willing to the accomplishment of performance appraisal 

system. It also recommended the MoE performance evaluation criteria used in the 

existing appraisal system should be revised so as to reflect change in the working 

environments. 
 

 If employees are expected to exert their maximum efforts towards realization of 

organizational goals, it is essential that a sound performance appraisal system should be 

put in practice. In situations where employees are not well informed of what they are 

expected to perform and the consequences that their performance would bring to them, it 

is difficult to imagine getting their firm commitment. So employee should be trained or 

informed in pre evaluation before the performance interview is conducted. 
 

 The criteria adapted to evaluate employee in the organization should be well aligned with 

the organization’s strategic plans and objective and this strategies and objective should be 

communicated for all employees. 
 

 Also employee in the organization should be assessed their performance based on the pre 

establish performance goal and evaluation criteria. 
 

 To overcome the errors coursed by the raters on the process of performance appraisal like 

recency and leniency identified by the study, the organization should provide 

compromise training for the appraiser before the appraisal interview will conduct. This 

will minimize the error occurred in PA process and will enhance the confidence of 

employee to the value and to accept the performance appraisal system. 
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Addis Ababa University 

Department of Educational Planning and Management 

MA program on HROD 

Dear respondent  

This questionnaire is prepared to employee of the Ministry of Education. The objective of the 

questionnaire is to collect information to assess the perception of employees towards the 

performance appraisal system of the Ministry. The information you provide will be valuable for 

the successes of the research. Please be honest and objective while filling in the questionnaire. 

The information you will give is used only for academic purpose and will be kept confidential. 

 

General Instruction  

- You do not need to write your name 

- Answer the question by circling or thick your choices(s) from among the given 

alternative or by writing your answer in brief in the space provided 

Part One: Personal Profile 
1. Sex:                Male                             Female  

 

2. Age:             18 -  25                    26-35            36-45         46-55         above 55  

 

3. Educational Background:  

12- Grade complete                Diploma                         Technical School  

Bachelor’s Degree                    above Bachelor’s Degree  

 

4. Years of Service in the organization  

Less than one year                       1-3 years                       4-6 years  

7-10 years                              Above 10 years of service  

 

5. Your  position  in the appraisal process  
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1. Rater  

2. Retee 

Part Two: Question on Performance Appraisal  

1. Who evaluate your performance currently (you may circle or thick more than one)? 

1. Immediate supervisor 

2. Colleagues  

3. Subordinate 

4. Employee themselves 

5. Committee 

2. How often did your manager communicate with you on your job performance during the 

year?  (You may circle or thick more than one)? 

1. Frequently  

2. Yearly  

3. Never 

3. In your opinion who should evaluate employee performance (you may circle or thick 

more than one)? 

1. Immediate supervisor  

2. Colleagues  

3. Subordinate 

4. Employee themselves 

5. Committee  

 

The following questions are presented on a five point. If the item strongly matches with your 

response choose 5(Strongly Agree), if you moderately agree on the idea choose 4(Agree), if you 

do not have any idea or information on the point choose 3(Undecided), if you modertly disagree 

with the point choose 2(Disagree) and if you completely disagree with the point choose 

1(Strongly disagree) 
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No 

The primary purpose of the performance appraisal in the Ministry 

  

Opinion statement  5 4 3 2 1 

1 To decide on employee salary increment            

2 To decide employee promotion           

3 To identify employee training needs for development           

4 To reward/motivate employee to their job           

5 
Employee Appraisal is done for the sake of fulfilling 
rules           

  General Question on Performance Appraisal System  

1 

There is high participation of employee in the 
development of criteria           

2 

The criteria employed are highly related to the 
organization objective           

3 

The criteria used to evaluate my performance are clear 
and relevant           

4 

The weighted assigned for the criteria in the appraisal 
form are appropriate            

5 

My performance evaluation criteria are clearly linked 
with my job description           

6 

The criteria employed are better in promoting 
employee professional responsibility            

7 

My performance evaluation criteria regularly reviewed 
and improved            

8 

I receive adequate training and information about the 
PA exercise before it starts            

9 

 I am  provided job description and clear performance 
expectation from the organization           

10 

The expectation set reflect the most important factor in 
my job           

11 

The performance appraisal is conducted against the 
pervious established objective and criteria            

12 I get timely and accurate feedback on my performance            

13 

I am assigned a rater who knows what I am supposed 
to be doing           

14 

I am satisfied with the feedback aspect of  
performance appraisal system           

15 The appraisal process is fair and transparent           

16 

I have ways to appeal a performance rating that I think 
is biased or inaccurate           
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17 

My performance rating highly reflect how much work 
I did           

18 I have an access to see my appraisal results           

19 

My rater consider the impact of the work environment 
on my performance result           

20 

I am rewarded according to my performance result 
(like promotion, salary increment, or others)           

21 

I am assigned a rater who knows how to evaluate my 
performance (who have adequate experience and 
competency)           

22 

Most of the time, I understand that performance 
appraisal in my organization mainly depends on 
attitudes, appearance and personality           

23 

I observed that the rater depends more on recent 
actions than the distant time when he/she evaluates 
employees           

24 

I always feel that supervisor rate employee based on 
their personal opinions rather than the actual activities 
they perform           

25 

I experience that raters rate all employees higher than 
they should be rated in order to avoid conflicts           

26 I am highly trust my supervisor/ rater            

27 

My supervisor coach me regularly to improve my 
performance after the performance appraisal interview           

28 

I am comfortable in communicating my feeling of 
disagreement about my rating to my supervisor           

29 

I think my organization should change the way they 
evaluate and rate the job performance           

30 

I am satisfied with the overall performance appraisal 
system in the organization           

       If you would like to add any comments about your answers, or on the PA system, please write 
below. 
________________________________________________________________________ 
________________________________________________________________________ 
________________________________________________________________________ 
________________________________________________________________________ 
________________________________________________________________________ 
________________________________________________________________________ 
________________________________________________________________________ 
________________________________________________________________________ 
Thank You! 
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Interview Questions 

1. Is there is a chance to participate employee in the performance appraisal criteria 

development? 

Yes                            No. 

If No what is the reason _______________ 

2. Who rates the performance of employee? 

3. How many time your organization conduct the performance appraisal within the year? 

4. For what purpose of your organization conducting the performance appraisal? 

5. Do you think the raters have the required knowledge, experience and training that is 

necessary to rate the performance of employees?  

6. Are there a feedback process and an appeal procedure in your organization? 

7. Do you believed that employees’ are satisfied with the performance appraisal system? 

Yes                       No 

If no, what are the causes of dissatisfaction? 

8. If you have any additional comments or information related to the performance 

appraisal please welcome.  

 

Thank you! 
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አዲስ አበባ ዩኒቨርሲቲ 

የትምህርት እቅድና አመራር ዲፓርትመንት 

የኤች አርኦዲ የማስተርስ ኘሮግራም 

ይህ መጠይቅ የተዘጋጀው ለትምህርት ሚኒስቴር ሠራተኞች ነው። የመጠይቁ አላማ መረጃ 

ለመብሰብ እና ሠራተኞቹ በሚኒስቴር መ/ቤቱ የአፈጻጸም ግምገማ ስርአት ላይ ያላቸውን 

አመለካከት ለመዳሰስ ነው። እርስዎ የሚጡን መረጃ ለምርምሩ ስኬታማነት በጣም ጠቃሚ 

ነው። ይህንን መጠይቅ በሚሞሉበት ጊዜ እባክዎን በቅንነትና ተጨባጭ በሆነ መረጃ ላይ 

የተመረኮዘ ይሁን። እርስዎ የሚሰጡን መረጃ የትምህርት አላማ ብቻ የሚውል ሚስጢራዊነቱ 

ተጠብቆ ይቆያል። 

አጠቃላይ መመሪያ 

- ስምዎትን መፃፍ የለብዎትም 

- ጥያቄዎችን ለመመለስ በማክበብ ወይም ከተሰጡት አማራጮች ውስጥ አንዱ ላይ 

ምልክት በማድረግ ወይም በተሰጠው ባዶ ቦታ ላይ መልስዎትን በአጭሩ በመጻፍ ሊሆን 

ይችላል። 

ክፍል አንድ የግል መግለጫ 

1. ፆታ፡     ወንድ   ሴት 

2. እድሜ    18-2        26-35     36-45    46-55      ከ55 በላይ 

3. የትምህርት ደረጃ 

12 ክፍል ያጠናቀቀ/ች  ዲኘሎማ  የትክኒክ ት/ቤት ባችለር ድግሪ

 ከባችለር ድግሪ በላይ 

4. በድርጅቱ ውስጥ ያለዎት አገልግሎት ዘመን 

ከ1 ዓመት በታች  ከ1-3 ዓመታት      4-6ዓመታት 7-10 ዓመታት             

ከ1ዐ ዓመታት በላይ የሆነ አገልግሎት  

5. በግምገማ ስራ ሂደት ውስጥ እርስዎ ያለዎት ደረጃ 

1. ገምጋሚ 

2. ተገምጋሚ 
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ክፍል ሁለት በአፈጻጸም ግምገማ ላይ የቀረቡ ሁኔታዎች 

1. በአሁኑ ወቅት የእርስዎን አፈጻጸም የሚገመግመው ማነው /አንዱን አማራጭ ማክበብ 

ወይም ከአንድ በላይ ምልክት ማድግ ይችላሉ/? 

1. የቅርብ አለቃ 

2. የስራ ባልደረባዎችዎ 

3. በስርዎ ላይ ሰራተኞች 

4. ሠራተኞቹ እራሳቸው 

5. ኮሚቴ 

2. በአመቱ ውስጥ ስራ አስኪያጁ ለምን ያህል ጊዜ በተደጋጋሚ ስለ እርስዎ የስራ አፈጻጸም 

ከእርስዎ ጋር ይነጋገራል አንድን አማራጭ ማክበብ ወይም ከአንድ በላይ ምልክት 

ማድረግ ይችላሉ/? 

1. በተደጋጋሚ 

2. በየአመቱ 

3. ፈጽሞ አንነጋገርም 

3. በእርስዎ አስተያየት የሰራተኛውን አፈጻጸም መገምገም ያለበት ማነው አንድን አማራጭ 

ማክበብ ወይም ከንድ በላይ ምልክት ማድረግ ይችላሉ/? 

1. የቅርብ አለቃ 

2. የስራ ባልደረባዎችዎ 

3. በስርዎ ላይ ሰራተኞች 

4. ሠራተኞቹ እራሳቸው 

5. ኮሚቴ 

ከዚህ ቀጥሎ የቀረቡት ባ 5 ነጥብ ጥያቄዎች ናቸው የቀረበው ነገር ከእርስዎ ምላሽ ጋር በጣመ 

በሚጣጣም ከሆነ 5 /በጣም እስማማለሁ/ የሚለውን ይምረጡ፣ከሐሳቡ ጋር በተወሰነ ደረጃ 

የሚስማሙ ከሆነ 4 /እስማማለሁ የሚለውን ይምረጡ፣ እርስዎ በተነሳው ነጥብ ላይ ምንም 

አይነት ሃሳብ ወይም መረጃ የሌለዎት ከሆነ 3 /አልወሰንኩም/ የሚለውን ይምረጡ፣ በተነሳው 

ነጥብ ላይ በመጠኑ የማይስማሙ ከሆነ 2 /አልስማማም/ የሚለውን ይምረጡ፣ ከተነሳው ነጥብ 

ጋር እርስዎ ሙሉ በሙሉ የማይስማሙ ከሆነ 1 /በጣም አልስማማም/ የሚለውን ይምረጡ። 

 

ተ.ቁ በሚኒስቴር መ/ቤቱ የሚደረገው የአፈጻጸም ግምገማ ተቀዳሚ አላማ 



 

67 
 

 የአስተያየት መግለጫ 5 4 3 2 1 

1 በሰራተኞች ደመወዝ ጭማሪ ላይ ለመወሰን      

2 በሰራተኞች አድገት ላይ ለመወሰን      

3 ሰራተኞችን ለማብቃት የሚያስፈልገውን የሰራተኞች ስልጠና ለይቶ 

ለማወቅ 

     

4 ሠራተኞችን ስራቸውን በተለከተ መሸለም/ማበረታታት      

5 የማራተኞች ግምገማ የሚካሄው ደንቦችን ለሟሟላት ሲሳል ነው      

 ስለ አፈጻጸም ግምገማ መስፈርቶች በተለከተ ሠራተኞቹ ያላቸው አመለካከት 

1 የግምግማ መስፈርቶቹን ማጐልበት በተመለከተ ሠራተኞች 

በከፍተኛ መጠን ተሣትፎ ያደርጋሉ 

     

2 ተግባር ላይ የዋሉት መስፈርቶች ከድርጅቱ አላማዎች አንጻር 

በጣም የተዛመድ ናቸው 

     

3 የእኔን አፈጻጸም ለመገምገም ጥቅም ላይ የዋሉት መስፈርቶች ግልጽ 

እና ተዛማጅነት ያላቸው ናቸው 

     

4 በግምገማ ቅጽ ውስጥ የተቀመጡት መመዘኛዎች ተገቢነት ያላቸው 

ናቸው 

     

5 ለእኔ የቀረቡት የአፈጻጸም ግምገማ መስፈርቶች ከእኔ የስራ 

መዘርዝር ጋር በግልጽ የተዛመዱ ናቸው 

     

6 ተግባር ላይ የዋሉት መስፈርቴች የሰራተኞውን ሙያዊ ሃላፊነት 

ከማዳበር አንጻር የሻሉ ናቸው 

     

7 የእኔ አፈጻጸም መገምገሚያ መስፈርቶች በየጊዜው እየተከለሱ 

ማሻሻያ ይደረግባቸው።  

     

 ስለ አፈጻጸም ግምገማ ሂደቱ በተመለከተ ሠራተኞቹ ያላቸው አመለካከት 

8 የአፈጻጸም ግምገማ ትግበራው ከመጀመሩ በፊት ስለ ግምገማው በቂ 

የሆነ ስልጠናና መረጃ አግኝቻለሁ። 

     

9 የስራ መዘርዝርና ከኔ ስለሚጠበቅብኝ ግልጽ የሆነ የስራ አፈጻጸም 

ከድርጅቱ ተሰጥቶኛል 

     

10 ከተቀመጡት እና ከእኔ የሚጠቁት ነገሮች በእኔ ስራ ውስጥ ያሉትን 

በጣም ጠቃማ የሆኑ መስፈርቶች ነው 
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11 የአፈጻጸም ግምገማው የሚከናወው ቀደም ብለው ከተቀመጡት አላማ 

እና መስፈርቶች አንጻር ነው 

     

12 በአፈጻጸሜ ላይ ወቅታዊና ትክክለኛ ግብረ መልስ አገኛለሁ      

13 ለእኔ የተደበልኝ ገምጋሚ እኔ ምን መስራት እንዳለብኝ 

የሚያውቅ/የምታውቅ ነው/ናት 

     

14 በአፈጻጸም ግምገማ ስርአቱ ላይ ያለውን ግብረ መልስ በተመለከተ 

ረክቼበታለሁ 

     

15 በግምገማ ሂደቱ ፍትሃዊና ግልጽ ነው      

16 ፍትሃዊነት የጐደለው ወይም ትክክለኛ ያልሆነ የአፈጻጸም ምዘና አለ 

ብዬ ካሰብኩኝ ቅሬታዩ የማቀርብባቸው መንገዶች አሉኝ 

     

       

 ስለ አፈጻጸም ግምገማ ውጤቱቹ በተመለተ ሠራተኞቹ ያላቸው አመለካከት 

17 የእኔ አፈጻጸም ግምገማ ምን ያህል ስራ እንዳከናወንኩኝ በከፍተኛ 

ሁኔታ የሚያሳይ ነው። 

     

18 የእኔን የምዘና ውጤቶች ለመመልከት እድሉ አለኝ      

19 የእኔ ገምጋሢ የሰራው ክብባዊ ሁኔታ በእኔ የአፈጻጸም ውጤት ላይ 

የሚያመጣውን ተጽእኖ ከግምት ያስገባዋል። 

     

20 በአስመዘገቡት የአፈጻጸም ውጤት መሠረት ተገቢውን ምንዳ 

አገኛለሁ /እንደ እድገት፣ ደመወዝ ጭማሪ ወይም ሌሎች 

የመሳሰሉት/ 

     

       

 ስለ አፈጻጸም ግምገማ ችግሮቹ በተመለከተ ሠራተኞቹ ያላቸው አመለካከት 

21 የእኔን አፈጻጸም እንዴት መገምገም እንዳለበት የሚያውቅ ገምጋሚ 

ነው የመደበልኝ /በቂ ልምድና ብቀት ያለው/ 

     

22 በአብዛኛው ጊዜ በእኔ ድርጅት ውስጥ የሚከናወነው የአፈጻጸም 

ግምገማ እኔ እስከምረዳው ድረስ የሚመረኮዘው በዝንባሌ ገጽታ እና 

ስብእና ላይ ነው። 

     

23 እኔ እንደታዘብኩት ገምጋሚው/ዋ ሠራተኞችን በሚገመግምበት/ 

በምትገመግምበት ወትት የሚሞኮዙት በአብዛቸው ቆየት ባለ ጊዜ 

ከተፈፀም ድርጊት ይልቅ በቅርብ ጊዜ በተፈፀሙ ድርጊቶች ላይ 
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ነው። 

24 እኔ ሁሌም እንደማሰማኝ ተቆጣጣሪው ሠራተኞቹን የሚገመግመው 

በግሉ አመለካከት እንጂ ሠራተኞቹ በተግባር በሚያከናውኑት ሥራ 

ላይ ሞርኩዘው አይደለም። 

     

25 ከልምዴ እንደተረዳሁት ገምጋሚዎች ሁሉንም ሠራተኞች 

ከሚገባቸው በላይ የምዘና ውጤት የሚሰጧቸው ከእነርሱ ጋር 

የሚኖሩትን ግጭቶች ለማስወገድ ሲባል ነው 

     

26 እኔ የተመደበልን ተቆጣጣሪ/ገምጋሚ በከፍተኛ ሁኔታ አምነዋለሁ      

 ስለአጠቃላይ የአፈጻጸም ግምገማ በተለተ ሠራተኞቹ ያላቸው 

አመለካከት 

     

27 ለአፈጻጸም ግምገማ ቃለ መጠይቅ ካደኩኝ በኋላ የእኔኔ አፈጻጸም 

ለማሻሻል እንድችል የእኔ ተቆጣጣሪ በቋሚነት ስልጠና 

ይሰጠኛል/ትሰጠኛለች 

     

28 በእኔ ላይ ስለተከናወነው ምዘና የማልስማማበት ነገር ካለ የሚሰማኝን 

ነገር ለተቆጣጣሪዬ በነፃ ስሜት ነው የምነግረው 

     

29 እኔ እንደማስበው የእኔ ድርጅት የስራ አፈጻጸምን የሚገምግምበትን 

ደረጃ የሚሰጥበተን መንገድ መለወጥ ይኖርበታል 

     

3ዐ እኔ በድርጅት ውስጥ ባለው አጠቃላይ የአፈጻጸም ግምገማ 

ስርአቱላይ ረክቼበታለሁ 
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እርስዎ በሰጡዋቸው መልሶች ላይ ወይም በአፈጻጸም ግምገማ ስርአቱ ላይ ማንኛውንም 

አይነት አስተያየቶች ለማከል ከፈለጉ ከዚህ በታች በሰፈረው ባዶ ቦታ ላይ እባክዎን 

አስተያየቶን ያስፍሩ 

_______________________________________________________________

_______________________________________________________________ 

_______________________________________________________________

_______________________________________________________________ 

_______________________________________________________________

_______________________________________________________________ 

 

አመሰግናለሁ! 
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