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ABSTRACT 

Various factors hinder employees’ job performance in different ways on which in the long run 

hampers the overall achievement of organizational objectives. So, these factors which affect 

employees’ performance need to be addressed. The main aim of this study was to investigate 

factors affecting employees’ job performance in commercial bank of Ethiopia Addis Ababa area 

branches. Quantitative research approach as well as simple and stratified random sampling was 

employed in the study.  Moreover, the research employed descriptive, correlation and regression 

method of analysis. The data was collected by using five point likert-scales for which 361 

questionnaires were filled properly out of 375 distributed questionnaires. In the study the 

frequency, mean and standard deviation of independent variables and dependent variables were 

computed and interpreted.. The average means score value of working environment, performance 

appraisal system, motivation and job performance is below the standard mean value. Thus, the 

mean score values of all factors in the study have low level of preference for employees. This 

clearly shows that the bank has weak management in managing these factors investigated in this 

study. Pearson correlation coefficient(r) was used to determine the relationship between each 

independent variable with the dependent variable of which working related factors, training and 

motivational factors have substantial association with employee job performance. Unlike the 

others performance appraisal system has a moderate association with employee’s job 

performance. Moreover, regression analysis was computed to determine the impact of 

independent variables on dependent variable for which working environment, training, 

performance appraisal and motivational factors lead to a positive change on employee job 

performance. Hence, commercial bank of Ethiopia has to provide a great attention in bringing 

about improvement in training, performance appraisal system, working environment and 

motivational packages so that it can improve employees’ performance in particular and 

organizational performance in general. 

Key words: working environment, training, Performance appraisal, motivation, job 

performance. 

                                                                          IV 
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CHAPTER ONE 

INTRODUCTION 

This chapter presents background of the study, statement of the problem, objective of the study, 

research hypothesis, significance of the study, scope and limitation of the study. 

      1.1 BACKGROUND OF THE STUDY 

In the unpredictable business environment and intense business competition, the companies are 

needed to achieve ways by improving their performance to become a winner overall their 

competitors and become successful. To put this in to practice, the way we manage our human 

resource plays a decisive role in our organization (Bratton &Gold, 2000). The overall purpose of 

human resource management (HRM) is to ensure that the organization is able to achieve success 

through people. HRM systems can be the source of organizational capabilities that allow firms to 

learn and capitalize on new opportunities (Armstrong, 2010). Human resource is considered as 

the most important resource to affect job performance in organizations. Hence, the effectiveness 

and efficiency of any organization cannot be achieved without effective management of its 

human resource (Redman &Wilkinson, 2013).  

HRM is a tool and a function exercising by managers to deploy human skill, knowledge, 

experience, and maximizing their performance to meet predefined organizational objective 

(Jones &George, 2006). Human resource can be defined as a crucial and the most important 

resource to affect job performance in organizations. A well trained, motivated workforce is an 

engine to make organization‟s success real. Owing to this fact organizations has not only fulfill 

physical capitals and resources but also to motivate its employees to make organizational 

objective achievable. Productivity, quality and customer relations and satisfactions are the 

preconditions for the success the company and these depend on performance of its employees. 

Employees can perform effectively if they can get appropriate motivation and recognition from 

their organization (Armstrong, 2010).  

Among organizational resources, employees are the most valuable assets of any organization 

without whom no production activity can take place. The success of organization largely depends 
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on the quality of its employees which is measured by their performance. Like all other systems, 

employees‟ job performance does not function when their components do not work together 

smoothly and efficiently. Thus, understanding relationship between the organization and its 

employees is the key to improve the organization„s performance in achieving its strategic 

objectives. Human resource activities are designed to match individuals to organizational tasks, 

to motivate the workforce, and to deal with conflicts and tensions at work. HRM practices, 

therefore, aim to achieve two sets of objectives: improve employee performance and enhance 

organizational effectiveness (Bratton &Gold, 2000). 

Employee performance is a function of both ability and motivation; it makes sense to have 

practices aimed at enhancing both issues. Thus, there are several ways in which employees can 

acquire needed skills (such as careful selection and training) and multiple incentives to enhance 

motivation. According to Armstrong (2010) Job performance is viewed as a function of three 

factors i.e. Motivation, ability, and environment which have influences over employee 

performance. 

Based on information from job analysis which is systematic process of determining the 

characteristics of job, skills and knowledge required to performing jobs, and evaluate employees‟ 

performance based on performance standards. It indicates that there is no one type of system or 

set of objectives that is best suited for all organizations. As a result, Organizations need to design 

and administer performance of employees in line with organization purpose and objective. All 

organization needs to pay attention on employee‟s job performance in order to achieve pre- 

stated objectives, and employees accomplish their duties based on specific standard stated by 

their managers (Mullins, 2010).  

There are different factors that determine the performance of employees at their job which 

extends from the performance appraisals system of the organization to working environment and 

motivational factors to be successful and beat their competitors in the market (Bratton &Gold, 

2000). Working environment is any surrounding on which it plays a decisive role in bringing 

about ways to create favorable conditions to perform day to day activities of individuals in 

particular and the organization in general (Pal, 2011). Training is an approach to improve 

employees‟ skill, knowledge, skill and attitude (Aguinis, 2005). Performance appraisal is a way 

to measure employees‟ performance (Robins, 2007); and motivation a desire and initiation to 
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perform an activity (Armstrong, 2010). Commercial bank of Ethiopia is one of the state owned 

services providing business organization where its success has been relied on the performance of 

its employees. Hence, in this study, the factors affecting employees‟ job performance i.e. 

working environment, training, performance appraisal and motivation at commercial bank of 

Ethiopia in Addis Ababa area branches has been investigated through detail study. 

1.2 BACKGROUND OF THE ORGANIZATION 

 Commercial Bank of Ethiopia (CBE) history goes back to the establishment of the state bank of 

Ethiopia in 1942, and then it is legally established as a share company in 1963. In 1974, CBE 

merged with the privately owned Addis Ababa bank, since then, it provides pivotal role in the 

development of the country and introduction of modern technologies in the sector. It is the 

largest commercial bank in Ethiopia with an asset of 485.7 billion birr and more than 35000 

employees working at its branches that stretched from the capital town to the country side. As 

December 31, 2018 report, its branches have been reached 1346. The bank has been established 

for performing the activities of accepting deposit, providing loans, buying and selling of foreign 

exchanges, negotiable instruments, trade services and other customary services (Bank procedure, 

2017). 

The bank also operates its service provision outside Ethiopia. For instance, it has two branches in 

South Sudan, and is contemplating opening re-opening a branch in Djibouti on all were to 

provide prompt service for the its customers. The bank is pioneer to introduce modern banking 

systems to Ethiopia and credited for playing a catalytic role in the economic progress and 

development of the country. It is also the first bank in Ethiopia to introduce ATM service for 

local users. Currently, the bank has fifteen districts based on their location on which Addis 

Ababa area branches included under the four districts found in the city. Addis Ababa area 

branches are branches where they found in the capital city of Ethiopia, Addis Ababa.  As 

December, 2018 report currently there are about 258 branches in Addis Ababa area. As every 

organization, commercial bank of Ethiopia applies its own performance management system 

which can be able to make employees to exert their skill, ability, and commitment to achieve 

overall objectives of the organization. But there are different hindering factors that affect the 

achievement of employee‟s performance in particular and organizational goal in general. 
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 VISION 

To become a world-class commercial bank by the year 2025 

      MISSION 

We are committed to best realize stakeholders' needs through enhanced financial intermediation 

globally and supporting national development priorities, by deploying highly motivated, skilled 

and disciplined employees as well as state-of-the-art technology. We strongly believe that 

winning the public confidence is the basis of our success.  

         CORE VALUES  

The bank believes that the core values are the operating principles that guide the banks‟ internal 

conduct as well as its relationship with the customers, partners, and shareholders. These core 

values include integrity, customer satisfaction, and employees‟ satisfaction, learning 

organization, teamwork and collaboration, public trust, value for money, decentralization, and 

corporate citizenship. 

    1.3 STATEMENT OF THE PROBLEM 

In this contemporary competitive and flexible global economy, the success of organizations 

depends on proper utilization and efficient management of its human capital. Thus, companies 

can only win a competitive advantage through forging and retaining competitive human 

resources in their organization for a long time (Bratton &Gold, 2000). In   doing so, managers in 

every organization are trying to adopt different human resource practices intended to increase 

their employees‟ job performance by adopting different financial and non-financial reward 

systems in their organization (Mullins, 2010).  

Performance management is the contemporary human resource phenomenon where 

organizations are trying to harness their employees‟ potential for their organizational 

achievements. Performance management is the process of taking systematic action to improve 

organizational, team and individual performance by integrating it with financial and non-

financial reward systems (Armstrong. 2010).  
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Nevertheless, there are deviations in the achievement of employees‟ job performance in 

predefined goals and objectives in organizations where some have the highest capability 

regardless of the incentive where as others may have poor tendency of working. Consequently, 

Organizations need to understand the factors that affect employees‟ job performance because 

such insight will help them to make sound decisions that will increase employees‟ job 

performance and the overall performance of the organization. Identifying factors that affect 

employees‟ job   performance can help organizations to handle these hindering factors that 

adversely affect the employees‟ performance in particular and the overall organizational result in 

general (Armstrong, 2010).  

Towards the factors that affect employees‟ performance, different writers reflect variety of views 

and thoughts on the issue in their work place though their agreement on prevalence of many 

factors. For instance, Andargachew (2017) tries to assess employee‟s job performance in relation 

to training in his study of effects of training on Employees Performance at United Bank of Share 

Company. Armstrong (2010) on his part emphasizes on individual influences, work system, 

leadership and reward as the determinant of employees‟ job performance. On the other hand, job 

stress, communication and motivation were also identified by Rafique, Ali. And Ahmed (2017). 

Muda, Rafiki & Harahap (2014) also assessed as job stress, communication and motivation as 

the factors affecting employees‟ job performance in their article entitle determinants affecting 

employees‟ job performance at Indonesia Islamic banks.  Getamsay (2016) also tries to identify 

employees job performance factors as training, organizational culture, leadership, motivation and 

working environment. Furthermore, Eyuel (2017) also tries to assess performance appraisal 

system as a factor for employees‟ job performance in organizations. 

Commercial bank of Ethiopia is one of those public service providing business organizations 

where its success largely dependent on the performance of its employees. The bank is expected 

to be a world class bank by 2025 which is clearly stated in its strategic business plan. However, 

according to CBE‟S report in different times there is a gap on the employees‟ job performance 

where even though some have good performance most of them have lied below expected job 

performance .According to CBE‟S performance appraisal management system the maximum 

result for a particular individual is score „5‟ and the minimum is score‟1‟. But according to 

CBE‟S (December, 2018) report, most employees‟ appraisal score is less than „2.5‟ which is 
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below average appraisal score. Consequently, this indicates that what factors affect employees‟ 

job performance at commercial bank of Ethiopia did not get much attention. Therefore, this 

paper is intended to investigate factors that affect employees‟ job performance at commercial 

bank of Ethiopia in Addis Ababa area branches.                         

 1.4 OBJECTIVE OF THE STUDY 

GENERAL OBJECTIVE  

     The general objective of the study is to investigate the factors that affect employees‟ job 

performance in commercial bank of Ethiopia Addis Ababa area branches. 

SPECIFIC OBJECTIVES  

 To assess workplace environment factors that affects employees‟ job performance at commercial 

bank of Ethiopia in Addis Ababa area branches. 

 To investigate motivational factors affecting employees‟ job performance at commercial bank of 

Ethiopia in Addis Ababa area branches. 

 To assess what training factors are affecting employees‟ job performance at commercial bank of 

Ethiopia in Addis Ababa area branches. 

 To assess what   performance appraisal systems affect employee‟s job performance in 

commercial bank of Ethiopia Addis Ababa area branches. 

       1.5 SIGNIFICANCE OF THE STUDY 

This study will have significance role on the issues related to employee performance for 

concerned bodies. Since CBE has recently designed its EPM system as one strategic aspect of its 

HRD strategy, and has started to implement it, from the broader perspective, this study helps the 

bank to see its gap towards human capital management so that the bank can depict areas of focus 

for effective utilization of its human capital. Because the general finding of the study have 

tangible reflection on factors that affect employees‟ job performance at commercial bank of 

Ethiopia. The study helps the company to fill those gaps mentioned in the statement of the 

problem. It also helps to suggest and show the ways how to solve the problem and will support 

as reference for concerned management offices. 
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For workers it helps to improve employees‟ awareness on what factors are affecting their job 

performance, for planners it helps them to effectively plan the sound schedules to handle the low 

performance of employees. The study also would have a significant impact for policy makers via 

contributing on setting plans and targets by considering such factors in to account. 

It can  also help in providing information for similar business sectors and agents in identifying 

the factors affecting employees job performance and provision of vital recommendations in that 

regard.    

  1.6 SCOPE OF THE STUDY 

 Geographically 

The study was conducted at commercial bank of Ethiopia Addis Ababa area branches. So that, 

this paper did not consider other branches of the bank found outside Addis Ababa area. This is 

owing to the fact that there is homogenous population and the same activity in all branches and a 

limitation in time, resource and geographical location.  

Time 

 Furthermore, it did not consider the cases of other commercial banks providing the same service 

due to their different orientation, ownership, time and cost matters. This study was also 

conducted based on the data collected from November 2018 to April 2019. 

Methodologically  

 The sample was limited to employees who are working at commercial bank of Ethiopia Addis 

Ababa Area branches. The collected data was also shortened by itself for being of cross sectional 

data.    

 1.7 LIMITTATION OF THE STUDY 

  The study was limited to four independent variables i.e. working environment, training, 

performance appraisal and motivation. Moreover, the study has been constrained with time and 

resource limitations. 
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1.8 DEFINITION OF TERMS 

Job Performance is the achievement of specified task measured against predetermined or 

identified standards of accuracy, completeness, cost and speed in line with organizational goal 

(Ann& Jerry, 2009). 

Motivation is the willingness, initiation or desire to do something that conditioned by the 

activity or the ability to satisfy some needs in return (Armstrong, 2010). 

Training is an approach on which helps to nurture individual‟ knowledge, skills and attitudes in 

order to improve individual, team and organizational effectiveness (Aguinis, 2005)  

Performance appraisal is a method by which the job performance of an employee is measured 

which may be in terms of quality, quantity, cost, behavior and time (Robbins, 2007). 

Working environment is all about the employees work area surroundings which involves the 

physical, behavioral and managerial aspects intended to affect the employees‟ job performance 

and their reason of staying with the organization (Pal, 2011).            

1.9 ORGANIZATION OF THE STUDY 

The study contains five chapters. Chapter  one is the introduction part which  Contains the back 

ground, the statement of the problem, objectives of the study, research hypothesis, significance 

of the study, definition of key terms and scope of the study.  

Chapter two is all about the review of related literature that includes the theoretical, empirical 

and conceptual framework reviews.  

The third chapter, chapter three, is about the research methodology involving the research 

design, source of data and data collection methods, sampling techniques and size, data analysis 

method and ethical consideration.  

The fourth chapter is also about the discussion, presentation, data analysis and interpretation 

parts. The last chapter, chapter five, is all about the summary, conclusion and recommendation 

part. 
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CHAPTER TWO 

REVIEW OF RELATED LITERATURES 

     Introduction 

This chapter presents a review of the literature on the issues related to factors that affect 

employee‟s job performance. The chapter is structured on the basis of the research hypothesis. 

The first section reviews literature on concepts of job performance management followed by 

literature on factors affecting employee‟s job performance. The chapter will end with conceptual, 

empirical frameworks and a summary of the aspects covered under the literature. 

    THEORETICAL REVIEW  

As long as job performance is part and parcel of performance management, let us look at some 

issues concerning about performance management. 

2.1 OVERVIEW OF PERFORMANCE MANAGEMENT  

The Sustainability of business in organizations depends on the talent, skill, knowledge and 

experience of employees and on their capability of utilization resources to achieve organizational 

objectives. Employee‟s job performance is the contribution of employees for the achievement of 

organizational objective. Employees are expected to perform acceptable level of the standard and 

managers follow up, and evaluate the performance of employees to attain the stated objective of 

an organization (Armstrong, 2009). 

According to Armstrong (2010) performance can be defined as the achievement of specified task 

measured against predetermined or identified standards of accuracy, completeness, cost and 

speed. In an employment contract, performance is deemed to be the accomplishment of a 

commitment in such a manner that releases the performer from all liabilities laid down under the 

contract. Organizations are systems operating on three distinct levels which are at organizational, 

departmental (business process), and individual levels. Each level requires evaluation based on 

its goals, design, and management practices (Ann& Jerry, 2009). Managing human resources 

includes keeping track of how well employees are performing relative to objectives such as job 

descriptions and goals for a particular position. The process of ensuring that employees‟ 
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activities and outputs match the organization‟s goals is called performance management. The 

activities of performance management include specifying the tasks and outcomes of a job that 

contribute to the organization‟s success. Then various measures are used to compare the 

employee‟s performance over some time period with the desired performance (Noe, Hollenbeck, 

Gerhart&Wright, 2011). 

Performance management is also conceptualized as a comprehensive and systematic process that 

benefits all organizational levels and employees by enhancing individual and collective 

performance (Robins, 1997). It is comprised of goal setting, establishing related standards and 

expectations, performance coaching, developmental evaluation, creating growth and 

development plans, and linking compensation and rewards to individual growth and 

development. Designing, developing, and implementing an organization-wide performance 

management process links performance to the organization‟s strategic goals and objectives, 

constituent needs and expectations, and employee compensation and rewards (Rue & Byars, 

1992). Applying the concepts, principles, and ideas of the performance management process at 

both the organizational and individual levels promotes maximum efficiency and performance 

throughout the firm (Ann and Jerry, 2009).  

PM is “A continuous process of identifying, measuring and developing performance in 

organizations by linking each individual‟s performance and objectives to the organization‟s 

overall mission and goals”(Auginis,2007). Performance management should not be imposed on 

managers as something special they have to do. It should instead be treated as a natural function 

that all good managers carry out. Performance management is about getting results. It is 

concerned with getting the best from people and helping them to achieve their potential (Mullins, 

2010). 

 Performance management is an important HRM process that provides the basis for improving 

and developing performance and is part of the reward system. Performance management is a 

means of increasing the engagement and motivation of people by providing positive feedback 

and recognition (Armstrong, 2009).   
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2.2 PERFORMANCE MANAGEMENT VALUES 

According to Stanley and Stuart-Smith (1996) performance management values based on the 

ethical principles of respect for the individual, mutual respect refers to beliefs that should 

incorporate the following issues:  

 The overriding responsibility for creating favorable conditions to achieve high performance rests 

on the management of the organization.  

 Everyone is concerned with the improvement of performance; both managers and their teams are 

and they are mutually dependent on one another to attain high performance.  

 People should be valued for what they are as well as what they achieve.  

 The needs of individuals as well as those of the organization must be recognized and respected.  

 Individuals should be given the opportunity to express their views about the objectives they are 

expected to achieve.  

 Individuals should understand and agree to the measures used to monitor their performance and 

should be able to track their own performance against those measures.  

 Individuals have the right to obtain feedback on their performance and to comment on that 

feedback.  

 Individuals should know how and why decisions affecting them emerging from performance 

review has been made, and should have the right to appeal against those decisions.  

2.3 PERFORMANCE MANAGEMENT PROCESS 

The performance management process requires many ongoing activities in the organization. This 

includes identifying and prioritizing goals, defining what constitutes progress towards goals, 

setting standards for measuring results, and monitoring performance, counseling, coaching, 

communication, motivation and feedback of performance to employees, review of performance, 

development plans, implementing effective goal-oriented activities, and intervening to create 

improvements when needed(Mullins, 2010). 

1. Planning 

Planning is the process in which the future course of actions has been decided in advance. This 

helps in giving the direction while performing the tasks (Rue &Byars, 1992). Without planning 
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the objective of doing the work will not be clear. There may be much confusion such as what is 

to be done, how it is to be done, when it is to be done etc. That is why to go for performance 

management process the first step will be planning. The first step during which the supervisor 

and employee accomplish will discuss regarding current business environment, mission of the 

organization, present goals, and jobs to be performed for achieving goals (Bateman &Snell, 

2011).  

2.  Action or Execution of Plan 

In execution stage, the actions are to be taken simultaneously with work. The action regarding 

communication of performance plan, coaching, training and education, motivation and feedback 

of the performance should be taken by the managers or supervisors responsible for the jobs (Pal, 

2011). Whatever has been planned by the authority, must be communicated to all concerned 

regarding objectives, jobs, methods or procedures, competencies, goals, responsibility and 

accountability and performance standards expected from the performers(Armstrong, 2008).  

 Proper coaching must be carried out regarding the system, its parts, performance procedure, and 

most likely difficulties faced on the jobs which will avoid confusion on the spot and performance 

will improve (Gichuhi, Abaja&Ochieng, 2012).  

3.  Performance Assessment 

The next phase will be performance assessment or appraisal. After planning and execution of the 

plan it becomes necessary to see whether the job is performed as per the planning and guideline. 

Performance is needed to be reviewed to make employees and managers interested in the whole 

process of performance management (Dessler, 1994).  

4. Final Review and Development Plan 

After performance assessment, the management has to go for final review of the performance. 

The managers need to review the responsibility and accountability, performance standard 

achieved, the competencies the employees possess, leadership quality shown, discipline during 

work, teamwork, level of commitment and comments from supervisors and employees will be 

studied in detail in this stage(Pal, 2011). The management should have the proactive approach 

regarding the performance management process. This stage also involve reviews of performance 
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standards achieved, strengths and weakness, preparing of action plan and development plan as 

well as identification of the reward, recognition and compensation plan(Armstrong, 2005). 

2.4 BASIC PRINCIPLES OF PERFORMANCE MANAGEMENT 

Quality and effectiveness of performance management is a reality in organizations only when 

certain basic and fundamental tenets/ principles or practices of management are followed (Pal, 

2011). These include:   

 A. Transparency  

Decisions relating to performance improvement and measurement such as planning, work 

allocation, guidance and counseling and monitoring, performance review etc., should be 

effectively communicated to the employees and other members in the organization (Aguinis, 

2005).  

 B. Employee development and empowerment   

It is doing about effective participation of employees (individuals and teams) in the decision – 

making process and treating them as partners in the enterprise. Recognizing employees/ manages 

of their merit, talent and capabilities, rewarding and giving more authority and responsibility 

etc., come under the umbrella this principle (Armstrong, 2005).   

 C. Values  

A fair treatment and ensuring due satisfaction to the stakeholders of the organization, empathy 

and trust and treating people as human beings rather than as mere employees form the basic 

foundation, apart from others (Zhang, 2016).   

 D. Congenial work environment  

The management need to create a conducive and congenial work culture and climate that would 

help people to share their experience knowledge and information to fulfill the employees‟ 

aspirations and achieve organizational goals (Pal, 2011). The employees/ employees should be 

well informed about the organizational mission, objectives, values and the framework for 

managing and developing individuals and teams for better performance (Robbins, 1997).     
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 F. External environment  

Effective and contextual management of external environment to overcome the obstacles and 

impediments in the way of effective managerial performance (Pal, 2011). 

  2.5 FACTORS AFFECTING EMPLOYEES’ JOB PERFORMANCE 

According to Armstrong (2010), job performance is the quality and quantity expected to be 

achieved in a particular job from an employee. To do so, job performance has the following 

dimensions (Pal, 2011).  

Quantity of work: the quantity or amount of produced or the volume of work completed by 

employees. 

Timeliness of work: timely delivery of work in terms of schedules, meeting deadlines. 

Quality of work: the quality of work produced in terms of standards, errors, waste and rework. 

Use of resource/efficiency: produces work in an efficient way in terms of using time, money and 

materials. 

Customer impact/value added: a condition on which a work produced meets or exceeds the 

expectations of internal and external customers. 

Self-reliance: recognition of employees who produced work without any supervision. 

Productive working habits: the employee has an overall work style which is effective and 

productive in terms of time management, setting priorities, and following up on commitments. 

Alignment and compliance: the employee behaves in a way that is aligned with the values, 

culture and missions of organizations as well as common organizational practical procedures. 

But there are different factors that affect employees‟ job performance which constrains an 

employee to go in line with dimensions of job performance.  

Although there are varieties of factors that affect employee‟s job performance in organizations, I 

look at the following factors in this study. 
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2.5.1 WORKING ENVIRONMENT 

Workplace environment is a concept which has been operated by analyzing the extent to which 

employees perceive the immediate surroundings as fulfilling their intrinsic, extrinsic and social 

needs and their reason of staying with the organization (Pal, 2011). The benefits of creating and 

maintaining a positive working environment are huge that enables greater productivity, happier 

people, employee stability, business advantage, higher profits, greater security, and better health 

(Robbins, 1997). 

The working environment includes the physical, psychological and behavioral aspects .The 

physical environment includes components of the tangible workplace environment that comprise 

spatial layout and functionality of the surroundings. According to pal(2011) on the one hand, the 

psychosocial factor of working environment refers to the interactions between the environment 

and working conditions, organizational conditions, functions and content of the work, workers 

individual characteristics and to those of members of their families. On the other hand, the 

behavioral factors that may affect the performance of bank employees at work place are the 

exclusive nature and function of job satisfaction change, or systematic development or 

weakening in job satisfaction over spell. There are bundles of factors that may nurture or lower 

employees performance in their workplace (Armstrong, 2008). 

 The physical environment consists of elements that relate to the office occupiers‟ ability to 

physically connect with their office environment. The behavioral environment consists of 

components that relate to how well the office occupiers connect with each other, and the impact 

the office environment can have on the behavior of the individual. Pal (2011) in his study states 

that quality of the physical workplace environment may also have a strong influence on a 

company‟s ability to recruit and retain talented people. People working under inconvenient 

conditions may end up with low performance and face occupational health diseases causing high 

absenteeism and turnover (Robins, 1997). The workplace‟s environment affects employee 

confidence, output and commitment both positively and negatively. Therefore it is not just a 

coincidence that new incentive programs which focus on lifestyle changes, work/life balance, 

health and fitness issues were previously not considered as significant payback tactics, but are 

now common practices amongst well-reputed corporations (Khan &Jabbar, 2013). 
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2.5.2 TRAINING 

In the field of human resource management, training and development is the field concerned 

with organizational activity aimed at bettering the performance of individuals and groups in 

organizational settings (Jones &George, 2006). Training has traditionally been defined as the 

process by which individuals change their skills, knowledge, attitudes, and/or behavior. In this 

context, training involves designing and supporting learning activities that result in a desired 

level of performance. On the other hand, development refers to long-term growth and learning, 

directing attention more on what an individual may need to know or do at some future time. 

While training focuses more on current job duties or responsibilities, development points to 

future job responsibilities (Wilson, 2001).  

Effective trainings convey relevant and useful information that inform employees and develop 

skills and behaviors that can be transferred back to the workplace (Zhang, 2016). Trainings 

involve presentation and learning of content as a means for enhancing skill development and 

improving workplace behaviors. These two processes, training and development are often 

closely connected. Training can be used as a proactive means for developing skills and expertise 

to prevent problems from arising and can be an effective tool in addressing any skills or 

performance gaps among staff (Karnataka, 2016). Training and development describes the 

formal, ongoing efforts that are made within organizations to improve the performance and self-

fulfillment of their employees through a variety of educational methods and programs. In the 

modern workplace, these efforts have taken on a broad range of applications from instruction in 

highly specific job skills to long-term professional development. In recent years, training and 

development has emerged as a formal business function as an integral element of strategy and a 

recognized profession with distinct theories and methodologies (Jones &George, 2006) 

 Training is a type of activity which is planned, systematic and it results in enhanced level of 

skill, knowledge and competency that are necessary to perform work effectively (Aguinis, 2005). 

Training has been proved to generate performance improvement related benefits for the 

employee as well as for the organization by positively influencing employee performance 

through the development of employee knowledge, skills, ability, competencies and behavior 

(Pal, 2011). 
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 2.5.2.1 OBJECTIVES OF TRAINING 

 The purpose of training is mainly to improve knowledge and skills, and to change attitudes or 

behavior. According to Redman &Wilkinson (2009); Mullis (2010) training helps to achieve the 

following objectives. 

A. increases the confidence and motivation of employees  

B. eliminates risks because trained personnel are able to make better and economic use of 

material and equipment  

C. bring a sense of security at the workplace which reduces labor turnover and absenteeism 

D. manages change by increasing the understanding and involvement of employees in the change 

process  

E. Provides recognition, enhanced responsibility and the possibility of increased pay and 

promotion 

F. Give a feeling of personal satisfaction and achievement, and broaden opportunities for career 

progression. 

2.5.2.2 METHODS OF TRAINING  

The selection of training method need to be based on identified training needs, training 

objectives, understanding of the trainees, the resources available and an awareness of learning 

principles. The most popular training and development method used by organizations can be 

classified as either on-the-job or off-the-job (Coulter & Robbins, 2005). 

A. On-the job Training  

This is the most widely used training method which is the simple and less costly method to 

operate. In this method, the training takes place in the employees‟ actual work situations and 

makes them appear to be immediately productive (Karnataka, 2016). Here, there is a close 

collaboration between trainer and learner. The following are commonly used methods under this 

method. 
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Learning by doing : is a very popular method of teaching new skills and methods to employees. 

Here, the new employee observes a senior experienced worker and learns what to do..  

Mentoring : is also the other version of „on -the –job training‟ whereby a senior or experienced 

employee takes charge of the training and development of a new employee; whereby the mentor 

acts as an advisor and protector to the trainee. 

Shadowing and job rotations: is also the other type of on-the-job training which aims to expose 

trainees a feel for the organization by giving them the experience of working in different 

departments. Job rotation is a management technique used to rotate incumbents from job to job 

or from department to department or from one plant to another in different geographical areas.  

B. Behavior Modeling  

This type of training method is conducted to enable the trainee learn the behaviors appropriate 

for the job through role-playing. The use of behavior modeling is based on social theory and an 

effective method for interpersonal or social skills training. This method of training incorporates 

the use of videos to clearly demonstrate the way things ought to be done, what behaviors are to 

be avoided. Behavior modeling is often based on the demonstration of the right and effective 

way to behave and as a result, trainees are provided with facilities to practice this (Pal, 2011).  

 C. Understudy Training  

An understudy is a person who is training to assume a position at a future date, the duties and 

responsibilities of the position currently occupied by the person in understudying. An individual 

or group is assigned to assist a superior officer in the performance of his duties related to the 

position and at times left to grapple with the day-to-day problems which confront the superior in 

the performance of duty (Karnataka, 2016).  

2.5.2.3 THE TRAINING PROCESS 

Training in an organization involves systematic approach which generally follows a sequence of 

activities involving the establishment of a training policy, followed by training needs 

identification, training plans and programs design and implementation, evaluation and training 

feedback for further action (Armstrong, 2010).  
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A. Training Policies and Resources  

Companies should have different policies for training depending on the class or level of 

employment or level of employees to be trained. They pointed out that training policies are 

necessary for providing guidelines for those responsible for planning and implementing training, 

ensuring that a company‟s training resources are allocated to pre-determined requirements , 

providing for equality of opportunity for training throughout the company, and  informing 

employees of training and development opportunities(Robins, 1997). 

  B. Determination of Training Needs  

Training need is any shortfall in employee performance, or potential performance which can be 

remedied by appropriate training practices (Getamesay, 2016). The first step in managing 

training is to determine training needs and set objectives for these needs. Organizations adopting 

a systematic approach to training and development will usually set about defining their need for 

training in accordance with a well-organized procedure. Such a procedure will entail looking at 

training needs from organizational, departmental or functional, job and employee perspectives. 

The need can also be determined by observing the job performance of work groups and survey 

job holders, supervisors, and training committees. Consequently, any lapse in their efficiency and 

effectiveness helps to determine the training needs (Pal, 2011).  

  C. Determining training objectives and training plan  

After these analyses have been done, it is easier for the training objectives to be established and 

also to know what the learners must be able to do after the training program. It is imperative for 

organizations to realize that in designing a training program, it is equally important to consider 

what the trainees should know or be able to do after the training is complete. Training objectives 

should be attainable and measurable. A training program is successful if the objectives are 

achieved. Hence, the training process of planning involves the development of training plan, 

design of training lesson, Selection of the trainer, place time and training facilities (Karnataka, 

2016). 

D. Presenting the Training 
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This is a stage where the implementation of what planned. As a result the stake holders have to 

be wise and effective applying what they planned and in avoiding     any inconveniences. In 

doing so, they have to select the right trainer, training place, facilities, time and method (Abebe, 

2016). 

  E. Evaluation of Training  

Upon checking the effectiveness of training, the training program is reviewed during and after its 

completion by the training officer, the line manager, and if necessary, by the trainees themselves. 

Evaluation is an integral feature of training, but it could be difficult because it is often hard to set 

measurable objectives (Pal, 2011). 

2.5.3 PERFORMANCE APPRAISAL SYSTEM  

Performance is a multidimensional construct, the measurement of which varies depending on a 

variety of factors. A more comprehensive view of performance is achieved if it is defined as 

embracing both behavior and outcomes. Employees‟ performance is an important factor that 

contributes to improve the outcomes, behavior and traits of the employees. It helps to improve 

the productivity of the organization. There are essentially three types of performance data 

available which includes measures of output of goods and services which may be quantitative 

and qualitative, measures of time and financial measures (Getamesay, 2016). 

The performance outcomes of HRM can be captured in a variety of ways that can be in Financial 

outcomes like profits sales, market share or Organizational outcomes like productivity; quality; 

efficiencies and HR-related outcomes like attitudinal and behavioral impacts among employees 

such as satisfaction, commitment, and intention to quit(Paauwe, &Boselie, 2005). 

Individual performance can be measured by reference to key performance indicators (KPIs). 

KPIs define the results or outcomes that are identified as being crucial to the achievement of high 

performance. Measuring performance is relatively easy for those who are responsible for 

achieving quantified targets. However, it is more difficult to measure the case of knowledge 

workers (Armstrong, 2005). 

As Armstrong (2009), stated in his book, Personal ability, Manager Ability, process gap, 

Environmental forces, Personal circumstances and Motivation factors are the reasons for the 
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poor performance. Hence, performance appraisal is encouraged in organization to identify and 

improve the major pitfalls of the employees for training .A performance appraisal is the process 

by which an organization assesses the job-related performance and development of its 

employees. The process involves rating performance against company-set standards, and 

providing feedback as to quality of work performed (Ann & Jerry, 2009). 

2.5.3.1 Concepts of Performance Appraisal 

The history of performance appraisal can be dated back to the 20th century and then to the 

second world war when the merit rating was used for the first time. In the absence of a carefully 

structured system of appraisal, people will tend to judge the work performance of others, 

including subordinates, naturally, informally and arbitrarily. The human inclination to judge can 

create serious motivational, ethical and legal problems in the workplace (Gichuhi. etal, 2012). 

 Performance appraisal is known by other terms like employee appraisal, performance review. It 

is a method by which the job performance of an employee is measured in terms of quality, 

quantity, cost, behavior and time. It is conducted by self, peers, seniors and junior. But generally 

in formal method it is conducted by the immediate manager or supervisor under whom the 

person is directly working. . A performance appraisal is a part of measuring, comparing, finding, 

guiding, correcting and managing career development of the employees. It is the process of 

gathering, recording and critically analyzing information about the relative importance of 

employees to the organization. Performance appraisal is study of present achievements, and 

failures, personal strengths and weaknesses, and suitability for incentives, rewards and 

recognition, increased pay scale, promotion or further training (Robins, 1997).  

Performance appraisal system was used in the past whether the payments have been made to the 

workers are justified or not. It can be said that is a simple income justification, the process was 

firmly linked to material outcomes and the employees were paid as per the output (Pal, 2011). 

There was no consideration for the human touch to the performance appraisal system. There was 

no scope for the development of employees. The motivational factors were only the wage cut or 

a rise to improve or continue to perform well (Mullins, 2010).  
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2.5.3.2 METHODS OF PERFORMANCE APPRAISAL 

There are a number of methods that are used to evaluate employee's performance. It may be 

evaluated on the basis of his traits and attributes as well as on the basis of his work or results and 

objectives achieved by him (Mullins, 2010). Thus, employees‟ performance may be measured in 

terms of standards of their traits and general behavior on the job or in terms of results and goals 

where some of the common techniques are presented below. Individual Appraisal Methods 

There are a number of methods that are used to appraise the performance of individual 

employees. Generally, these methods are used to rank individual employees in accordance with 

their merits and skills. Hence, they are useful for deciding merit, promotion, pay increments, 

rewards etc. The most common individual appraisal systems have been discussed below (Bratton 

and Gold, 2007). 

 Rating scale: is the individual appraisal method which is the oldest and most popular method of 

evaluating individual's performance. In this technique, the appraiser judges the employee's 

performance along a scale from low to high. The appraiser rates employee's work and traits such 

as output, dependability, loyalty, initiative, cooperation, attendance and the like as poor, average, 

good, very good, excellent etc. Rating is the subjective opinion of the appraiser about the 

individual work or particular trait.  

Checklist method: is also the other individual appraisal method where a checklist of statements 

or words used to describe employee‟s job performance or behavior. The rater reads the same and 

rates the employee against that statement. It is in the form of yes-no response. The rater marks 

yes if he is in agreement with the statement or description. Marks no if employee does not agree 

with the statement. Finally the total of yes and no are taken into account. Sometimes, personnel 

department may assign weights to each item or statement of the checklist according to its 

importance for evaluating performance.  

Forced choice method: is a method in which where the appraisal form contains different 

sentences that contain a pair of positive or negative statement relating to various classes of 

characteristics such as learning ability, co-operation, leadership, dependability, loyalty, 

attendance, work performance etc. In each item, the appraiser or rater has to choose that 

statement out of the two, which fits the employee most. For example, if both the statements in an 
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item benefit the employee performance, the rater has to discard any one. Hence, this technique is 

known as forced choice method. 

Critical incident method: is also the other individual appraisal method where the rater records 

an extreme or extraordinary behavior displayed by the employee when he works on the job. The 

incidents that take place may indicate positive or good behavior of the employee or his negative 

or bad behavior .The incidents are noted in a critical incident sheet that are taken into account 

while evaluating employees‟ performance in critical situations. 

Field review method: is also the other method of individual appraisal method where a specialist 

of the personnel department goes into the field and helps the supervisor in rating the employee. 

The work of the employees is observed actually in the field. The observer sees the nature of job, 

environment in which the job is performed, the climatic conditions, difficulties faced, working 

conditions, methods used for working, facilities available to the workers, risks involved in the 

jobs. The specialist prepares an evaluation based on the observation and information provided by 

the immediate supervisor about the performance of the employee. It is forwarded to the 

supervisor for review, modification or for discussion with the employee. The only difference is 

that a skilled specialist fills up the appraisal form. 

 Performance test and observation method: is also the other individual appraisal method that 

intended to test the knowledge and skills of an employee. The employee is evaluated either by 

giving him a paper-pencil test or requiring demonstrating the skill in a practical situation. 

Furthermore, an annual confidential report is also the other type individual appraisal system 

where reports relate to the performance of employees and they are kept quite confidential. They 

are prepared by superiors on the basis of their judgments, observations and intuitions. The 

subordinate is not permitted to see his report on performance. The whole process is conducted 

without disclosing any information out of it to any concerned person. The employee does not get 

any feedback about his performance, shortfalls and strengths. Generally it is being used in 

government organization. 
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B. Group Appraisal Methods 

There are a number of methods that are used to appraise the performance of groups of 

employees. Generally, these methods are used to rank various employees in a group or groups in 

accordance of their merits (Pal, 2011).  

Factors and points method: is one of the group appraisals where the factors affecting the 

performance of employees are identified. The factors may be performance standard achieved, 

behavior, competencies, leadership quality, initiatives to solve the problems. Every factor is 

given points or marks as per their relating importance. Finally the total of all factors is taken. 

Ranking method: is also the other group appraisal which is the simple and easy method of 

judging the work of employees in a group. Ranks are assigned in order of their performances. In 

fact the workers on the basis of their performance can be ranked like first, second, third, fourth 

and so on, this method can be used independently or it can be used with factors and points 

method jointly. In factors and points method, the points are given to each employee on the basis 

of performance criteria.  

Paired comparison method: is also the other type of group appraisal which has a slight 

variation to ranking method. In this method, performance of each employee is compared with the 

performance of each of the others and the rater has to select the better out of each pair, taking 

only one pair at a time. How many times an employee is better pair wise is computed and one 

who is considered the best is ranked 1.  

Forced distributions: is type of group appraisal where the employees are rated and classified 

into categories such as best 10%, next 20%, middle 90%, next 20% and lowest 10% of 

employees. They are placed in their respective groups or they are categories as outstanding, 

above average, average or satisfactory, below average and poor respectively in view of the given 

percentages. The problem with method is that if the employee falls in one category more than 

specified percentage, they cannot be rated in that category. They will be shown lower or upper 

category. 
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C. Other Methods  

There are some methods which are future-oriented. They evaluate employee potential for future 

performance. They also aim at setting future performance objectives. The techniques which are 

listed below have a bearing on future performance goals (Jones &George, 2006). Self-appraisal 

is the other appraisal method where the employee has to evaluate themselves against 

predetermined standard. Such self-evaluation assists the employee to understand his/her 

strengths and weaknesses (Robins, 1997).  

Appraisal by results/management by objectives approach: It works in an enterprise where the 

efforts of all the members of the organization including management, supervisors and 

subordinates are directed towards realization of enterprise objectives. These overall objectives 

are further split into sub objectives, goals or end results to be achieved by various employees. In 

MBO approach, the performance of a subordinate occupier of a managerial position is assessed 

or evaluated on the basis of end results achieved or accomplished by him rather than on the basis 

of traits. The effectiveness or success of management is reflected in the accomplishment or 

achievement of objectives or end results set by the organization (Pal, 2011).  

360 º Performance appraisals it is method of employee performance appraisal where the 

appraisal is done by any person with whom employee is in touch for performance of his job like 

his supervisors, subordinates, customers, managers etc. Performance can be evaluated on any day 

and from any angle of his work. Thus the appraisal can be done on all working days in a year, 

from all angles and by all parties who are connected with the employees (Armstrong, 2009).  

A behaviorally anchored rating scale： is also the other type of performance appraisal method 

where there is a combination of techniques used in the weighted check list rating and critical 

incident method. Under this method, effective and ineffective behaviors are described more 

objectively. This method takes services of a person who is quite familiar with a particular job to 

identify major components. Then, there is ranks to the components and validates specific 

behavior for each component of the job (Armstrong, 2008). 
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2.5.4 MOTIVATION  

Motivation is the willingness or desire to do something that conditioned by the activity or the 

ability to satisfy some needs (Robbins, 1997). The studies on employees‟ motivation have been 

widely practiced in today‟s enterprises across all sectors, regardless of their size. Those 

enterprises realized that the actions of motivating their employees are crucial in order to achieve 

the organizations‟ goals. The motivated employees relate to the manners of self-satisfaction, sell-

fulfillment and commitment that are expected to produce better quality of work and oblige to the 

organizations‟ policies which will extensively materialize efficiencies and competitive 

advantage. Motivation increases the job involvement by making the work more meaningful and 

interesting as well as the fact that it keeps the employees more productive and improves their 

subsequent job performance (Muda, Rafiki &Rezeki, 2014). 

 Motivation enhances the job involvement by performing more meaningful work and interesting 

as well as the reality that maintains the employees more creative and develops their successive 

job performance .Hence, employee motivation is clearly essential for the success of employees, 

and achieving the organizational targets and objectives. Job performance is defined as the result 

of motivation and ability. Ability includes training, education, equipment and simplicity of task, 

experience and both inborn mental and physical capacity. Given all of these factors at their peak, 

an employee may still not perform well on the job if the motivation is not directed at that 

particular task. Highly motivated workers will not achieve results if they do not have the 

necessary skills, expertise and attitude that the organization requires of them. Similarly, 

employees with expertise, knowledge and skill will not do well if they are unmotivated.  

The most important variables which explain employee performance and which effectively 

influence such performance are a function of ability and motivation. Employee   performance has 

a positive relationship between ability and motivation. This means that if either is inadequate 

then performance will be negatively affected. Employees who are highly motivated are much 

likely to be high performers This is so because motivation is a satisfying factor whose presence 

strongly and positively affects individual performance and its absence overtime negatively 

affects individual performance ((Kitongu, Kingi ,& Uzel.,2016). 
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A.TYPES OF MOTIVATIONAL PACKAGES 

Motivational packages are divided into two as financial and non-financial motivational packages. 

The financial motivational packages are directly related to financial rewards whereas the non-

financial rewards present a large range of desirable extras for organizations that do not directly 

increase the employee„s financial position than add attraction to life on the job. Hence, some of 

the motivational packages have been summarized as follows (Jones &George, 2006). 

Reward: is a type of motivational package clearly central to the employment relationship. While 

there are plenty of people who enjoy working and who claim that they would not stop working 

even if they were to win a large sum in a lottery, most employees work in large part because it is 

the means of earning the money. 

Profit Share: is also the other type of financial motivational package with the intention behind 

profit share schemes is to make the employee feel involved and to give him other sense of 

participating in the company„s future growth. 

Employee Benefit: is also the other type of motivational package where now a day has changed 

remarkably as companies move away from traditional compensation plans to attract and motivate 

a 21
st
 century workforce. Benefit is an indirect reward, such as health insurance, vacation pay, 

retirement pensions, sick pay, insurance cover and company cars. 

Incentive: is also the other type which described as an element of payment linked to the working 

performance of an individual or working group as a result of prior arrangement. This includes 

most of the payment-by-results schemes that have been produced by work study as well as 

commission payments to salespeople, skills-based pay schemes and performance-related pay 

schemes based on the achievement of agreed objectives.  

   2.5.4.1 MOTIVATIONAL THEORIES 

Motivation is concerned with the factors that influence people to behave in certain ways (Jones 

&George, 2006).Generally, the motivational theories have been categorized into two classes as 

early and contemporarily theories. The early theories of motivation that includes the hierarchy of 

needs theory, theory-x &theory-y , McClelland‟s theory of needs, and the motivation –hygiene 

theory which was almost developed in the 1950s.  
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On the other hand, the contemporary motivational theories are the theories that developed 

through further research and documentation of the early theories drawbacks. As a result, the 

contemporary theories are vital in explaining the current state and demand of employee 

motivation which includes goal setting theory, reinforcement theory, equity theory and 

expectancy theory (Robbins, 1997; Mullins, 2010). 

1. HERZBERG‟S TWO FACTORS THEORY 

It is also called motivation-hygiene theory. Intrinsic factors such as advancement, recognition, 

responsibility, and achievement seem related to job satisfaction.  Dissatisfaction is related the 

absence of extrinsic factors such as supervision, pay, company policies, and working conditions 

etc. To him, the opposite of satisfaction is not dissatisfaction since removing dissatisfying 

characteristics from a job does not necessarily make the job satisfying. He proposed a dual 

continuum as the opposite of satisfaction is no-satisfaction and the opposite of dissatisfaction is 

no-dissatisfaction. 

As a result, Herzberg characterized conditions such as quality of supervision, pay, company 

policies, physical working conditions, relationships with others, and job security as hygiene 

factors. When they‟re adequate, people will not be dissatisfied and neither will they be satisfied. 

If we want to motivate people on their jobs, emphasizing on factors associated with the work 

itself or with outcomes directly derived from it such as promotional opportunities, personal 

growth opportunities, recognition, responsibility, and achievement is advisable. Since, such 

factors are the characteristics people find intrinsically rewarding. 

However, this two-factor theory has not been well supported in the literature, and it has many 

detractors. Criticisms regarding Herzberg‟s methodology for its limitation to self-report, 

reliability, and not including overall measure of satisfaction forwarded by researchers. 

2. DOUGLAS MCGREGOR THEORY -X AND THEORY -Y 

Douglas McGregor proposed two distinct views of human beings: one basically negative, labeled 

theory-X, and the other basically positive, labeled Theory-Y. After studying managers‟ dealings 

with employees, McGregor concluded that their views of the nature of human beings are based 

on certain assumptions that mold their behavior.  
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Under Theory X, managers believe employees inherently dislike work and must therefore be 

directed or even coerced into performing it. Whereas , Under Theory Y , managers assume 

employees can view work as being as natural as rest or play, and therefore the average person 

can learn to accept, and even seek responsibility. 

McGregor himself believed theory Y assumptions were more valid than Theory X. Therefore, he 

proposed such ideas as participative decision making, responsible and challenging jobs, and good 

group relations are vital to maximize an employee‟s job motivation. Unfortunately, no evidence 

confirms that either set of assumptions is valid or that acting on Theory Y assumptions will lead 

to more motivated workers. 

3. REINFORCEMENT THEORY 

Reinforcement theory takes a behaviorist view by which reinforcement conditions the behavior 

of individuals. Reinforcement theorists see behavior as environmentally caused, and what 

controls behavior is reinforces. It ignores the inner state of the individual and concentrates solely 

on what happens when he or she takes some action. Although reinforces such as pay can 

motivate people, the process is much more complicated than stimulus–response. In its pure form, 

reinforcement theory ignores feelings, attitudes, expectations, and other cognitive variables 

known to affect behavior.  

 4. EQUITY THEORY/ORGANIZATIONAL JUSTICE 

This theory argues that satisfaction with pay is related to perceptions about the ratio between 

what one receives from the job (outcomes in form of pay) to what one puts in to it(inputs in the 

form of effort and skill) compared with the ratios obtained by others. Employees might compare 

themselves to friends, neighbors, co-workers, or colleagues in other organizations or compare 

their present job with past jobs.  

Mostly equity theory focused on distributive justice which the employee‟s perceived fairness of 

the amount rewards among individuals and who received them. But organizational justice draws 

a bigger picture that includes both procedural and interactional justice in addition to it. 

Procedural justice is all about the perceived fairness of the process used to determine the 
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distribution of rewards, and Interactional justice is about an individual‟s perception of the degree 

to which she is treated with dignity, concern, and respect.  

5. VICTOR VROOM‟S EXPECTANCY THEORY 

Expectancy theory argues that the strength of our tendency to act a certain way depends on the 

strength of our expectation of a given outcome and its attractiveness. In more practical terms, 

employees will be motivated to exert a high level of effort when they believe it will lead to a 

good performance appraisal. It is based on employee‟s effort-performance, performance-reward, 

and reward personal goal relationship expectation. Effort–performance relationship is the 

probability perceived by the individual that exerting a given amount of effort will lead to 

performance. Performance–reward relationship is also the degree to which the individual 

believes performing at a particular level will lead to the attainment of a desired outcome. Finally, 

rewards–personal goals relationship is the degree to which organizational rewards satisfy an 

individual‟s personal goals or needs and the attractiveness of those potential rewards for the 

individual.  

   2.6. EMPRICAL REVIEW  

Different scholars and researchers have conducted studies with regard to factors affecting 

employees‟ job performance at their work at different countries in different sectors. Mostly, they 

have been focused on factors such as training, motivational factors, working environment factors 

that have an impact on employee‟s job performance.  

According to Abdullah (2014) remuneration, creativity, training and development have a positive 

impact on employee‟s job performance. In his study, the impact of remuneration on employee 

performance showed that employees have generally been agreed that if they are given good 

salaries and bonuses plus their remuneration being paid on time their performance at the 

organization is positively impacted. Furthermore, in regards to the impact of creativity on 

employee performance respondents have also agreed that the degree to which the organization 

embraces creativity has an impact on their performance. Finally, training and development also 

seen as the major driver of performance though there have been training ranking and preferences. 

However, he does not consider the other factors that have impact on employee‟s job performance 

such as individual skill, experience, motivational factors and the appraisal system. 
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According to Ngowi (2014) the impact of salary increment, training, organizational culture, 

organizational structure and reward system on employee performance have been examined. In 

the study, he has found 72% of the respondents agreed that there are challenges of employees 

performance at Stanbic bank which are low salary increment and lack of training .However, 

organization structure, organization culture and reward system  are examined as they have 

positive impact on employees‟ performance and productivity at Stanbic Bank. Moreover, in 

examine the effect of HR practices on employees‟ performance at Stanbic Bank, 68% of the 

respondents agreed that, since HR deals with staff welfare overall, it direct affects ones 

performance in terms of remuneration, wellbeing and health care i.e. employees should be more 

satisfied and productive if they prefer to work in a well healthier environment. Health 

environment help increase employee performance. However, HR practices may also be 

concerned with retirement benefits of employees. Here, though he tries to include the working 

environment factor as the major determinant factor, he lacks to consider the performance 

management system and communication factors. 

According to Zhang (2016), even in the other service sector, the performance of the employees 

in the hotels was influenced by numerous factors such as rewards and incentives, work pressure 

and hotel environment and potential for career growth in the hotel sector. A  Considerable 

proportion of the participants including the employees and managers agreed that the rewards and 

incentives were driving factors behind the performance of the employees as they act as 

motivating forces for the hotel staff. On the other hand, there were many employees who had 

agreed that the hotel managers recognized their hard work and effort. They appreciated the 

efforts of the employees by certifying as star performer or employee of the month for which 

some amount of financial or non-financial compensations such as gift vouchers, food coupons, 

shopping vouchers, etc. Further, many employees agreed that they would be staying for long 

tenure in the sector as the environment was appropriate for their health and living standards and 

there was huge prospect for growth in the hotel industry of the UK due to the booming tourism 

sector. 

According to Massudi (2013), in his study of banking sectors in Tanzania, majority of 

respondents argue salary increment to be the first motivational factor that motivates them to 

perform. Respondents also show a very high level of loyalty to bank, customer services 
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improved in the branches and there is improvement of public relations activities of which is good 

for the bank.. Moreover, majority of the respondents, indicate that good working environment 

poses a good image about the bank to its internal and external customers. However, he does not 

consider the factors including training and development, communication as well as the role of 

performance management system on assuring employee performance. 

According to Owusu (2012), in his study of Ghana commercial bank, the joy of every employee 

would produce a conducive and friendly business environment for customers to be served. 

Motivational packages had influenced some employees to come to work early, stay longer to 

work, serve customers cheerfully with great joy. The majority of the respondents, indicate that 

they working environment poses a good image about the bank to its customers. The good 

furniture and good atmosphere to do business would also attract more business and increase the 

bank performance. The health and occupational hazard of workers is addressed by making the 

office attractive for business. Only a few respondents indicate otherwise. The ideas of employees 

are taken note of in the decision making of the branch. Therefore the branch is able to stress on 

their challenges in terms of motivational issues to managers. The manager is able to ensure that 

the branch operates smoothly. 100% of the employees indicate that without motivational 

packages in place for them, the desired result to be achieved at the branch level would be 

difficult. 

According to Assefa (2016), in his study of commercial bank of Ethiopia on the impact of 

training at employees‟ performance, the finding of the study showed that the effect of Training 

on Employee Performance is significant. Respondents‟ response shows that the job instructions 

prepared by the organization are clear and easy to apply, and they believe also that they receive 

enough guidance from their peer and supervisors. In addition, respondents affirmed that job 

rotation has the power of enhancing the overall performance of employees in their organization. 

Still, majority of the respondents acknowledged that their efficiency has improved after they took 

training. For that reason, 77.7 percent (219 out of 282) of the respondents affirmed that the 

training they got have been helping them to perform their Bank related activities quickly and 

efficiently. 

Moreover, according to Mulatu (2014), communication has a significant effect on the 

performance of employee on his study of the factors affecting employees‟ performance in Ethio-
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Telecom zonal offices. Based on his study, most of his respondents revealed that the ways and 

methods they communicate in their workplace enhanced their performance in the organization. 

Figure 2.1: CONCEPTUAL FRAMEWORK OF THE RESEARCH 

 

 

  

 

 

From this conceptual framework the following econometric model is developed (Faizal & 

Palil,2015). 

Y=β0+ βx1+ βx2+ βx3+ βx4 +£ Where, 

 Y =Employee job Performance  

X1   = Working environment factors  

X2= Training factors 

X3= Performance appraisal system factors 

X4 = Motivational factors   

£ = error term 

This research study has mainly independent variables namely Training, Motivation factors, 

performance appraisal and working environment factors and one dependent variable i.e. 

Employee performance. The purpose of the study as mentioned above was to find out the 

relationship between independent variables and dependent variable. Moreover, to see to what 

extent such factors affect employees‟ performance in commercial bank of Ethiopia Addis Ababa 

area branches. Working environment factors are factors that include working facilities, the 

employee relationships, the supervisory support, work load and organizational culture ,the  

financial motivational factors includes bonus, salary increment, incentives and commission 

whereas the non -financial motivational factors include recognition, development ,promotion and  

employee safety packages. 

Employee  job 

performance 

Working environment 

Training 

Motivation 

Performance appraisal 

system  
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Based on the above theoretical review and conceptual framework, the following hypothesis has 

been developed to assess the relationship between job performance with working environment, 

training, performance appraisal and motivation for the study.  

    2.5 RESEARCH HYPOTHESIS 

   H1: Working environment has a positive relationship and effect with employees‟ performance 

   H2: Training has a positive relationship and effect on employees‟ job performance 

   H3: Performance appraisal system has a positive relationship with employees‟ job performance 

   H4: Motivation has a positive relationship and effect with on employees‟ performance 
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CHAPTER THREE 

RESEARCH METHODOLOGY 

Research methodology is all about the way in which a researcher conducts research (Kothari, 

2004).  Consequently, this chapter presents the research methodology used in order to achieve 

the research objective i.e. research approach, the research design, population and sampling 

techniques, types of data and instruments of data collection, procedure of data collection, 

methods of data analysis, and finally the ethical consideration.  

    3.1 RESEARCH APPROACH 

With regard to research approach, quantitative research method is considered to be very efficient 

for questions answered in number (Creswell, 2014). Moreover, the outcome of quantitative 

research is easy to measure and the results can be clearly shown through objective data. 

Therefore, in this study quantitative method was used in order to analyze statistics based data 

collected through questionnaire. 

     3.2 RESEARCH DESIGN  

The primary aim of this study is to insight the factors affecting employees‟ job performance at 

commercial bank of Ethiopia Addis Ababa area branches. To achieve this objective, descriptive 

and inferential statistics has been employed. The descriptive type of research design helps to 

portray accurately the characteristics of a particular individual, situation or a group (Creswell, 

2014). Consequently, in this study descriptive and explanatory research design has been 

employed to describe & explain the factors that affect employees‟ job performance at 

commercial bank of Ethiopia Addis Ababa area branches.          

  3.3 SOURCE OF DATA   

The necessary data for this study was collected by using primary sources. The primary data was 

collected from employees directly from sampled branches through questionnaires. 
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3.4   DATA COLLECTION METHODS 

The primary data was gathered through questionnaires. For this matter, the researcher has 

distributed questionnaires to the sampled branches of employees. Research questionnaire was 

used in this study due to it is easy to reach for large number of people easily and it is also 

economical to use. 

 3.5 SAMPLING DESIGN  

The target population of this study was employees of commercial bank of Ethiopia in Addis 

Ababa area branches. In regard to objectives of this study, the data was collected from   

employees. Currently, there are two hundred fifty eight (258) branches in Addis Ababa area of 

four districts. In the study, respondents were selected randomly from the sampled branches in the 

bank.   

  3.6 SAMPLE SIZE  

The study employed stratified random probability sampling method. The branches which found 

in this Addis Ababa area were selected randomly via lottery system from listed branches based 

on their district stratification for getting where the sampled branches‟ employees were taken as 

respondents. According to Taro Yamane (1967) the sample size will be determined using the 

following formula:                 n=N/1+Ne2 

Where    n= the required number of sampling 

              N=number of total population 

             e= is the level of precision or sampling error= (0.05)                         
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Table3.1. Districts and No of sampled respondents, branches and employees 

NO Districts No of branches Sampled 

respondents 

No of employees 

1 SAAD   82     101 1623 

 

2 NAAD   99 89 1431 

3 EAAD   93 97 1547 

4 WAAD  102                    88 1401 

Total 4  376    375 6002 

Source: CBE HR transaction office 

The total population of this study, therefore, becomes 6002 employees who are working in 

commercial bank of Ethiopia Addis Ababa area branches. Hence, the sample size will be 

calculated` by using the formula Yamane (1967)   

       n=N/1+N (e) 2 

       n = N/1+N (e) 2  

        n= 6002/1+6002(0.05)2 

        n=   6002/16.005=375 

      3.7 Method of Data Analysis 

In this study, descriptive with correlation and regression data analysis method was used. Data 

collected through questionnaires was analyzed through statistical package for social sciences/ 

SPSS. Moreover, the research result was examining evidence from the source to determine the 

accuracy of the findings.  

 3.8 Reliability of the Instrument 

According to Kothari (2004), a measuring instrument is reliable if it provides consistent results. 

Cronbach‟s alpha is a coefficient of reliability. It is commonly used as a measure of the internal 

consistency or reliability of a psychometric test score for a sample of examinees. For testing the 
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reliability of the data instrument, Cronbach‟s Alpha was calculated to test the reliability of the 

research instrument. . It is commonly used as a measure of the internal consistency or reliability 

of a psychometric test score for a sample of examinees. The measure between 0.8 and 0.95 are 

considered to have very good quality, scales with coefficient alpha between 0.7 and 0.8 are 

considered to have good reliability, and coefficient alpha between 0.6 and 0.7 indicates fair 

reliability. 

Thus, the overall reliability test of the study shows that as it has very good quality with reliability 

measure scale of 0.817. 

Table 3.1 Reliability Statistics  

 

  S. No               Variable 

 No of     

Items 

Cronbach's  

Alpha 

1 Working environment   8   .601  

2 Training   8   .676 

3 
 Performance appraisal 

syst 

  8   .715 

4 Motivation   8   .770 

5 Job Performance   8   .800 

TOTA

L 
                          5 

      40          .817 

 

 

3.9 Validity of the Instrument 

Content validity involves the degree to which the study is measuring what it is supposed to 

measure. More simply, it focuses on the accuracy of the measurement. The Sample 

questionnaires were tested for 40 respondents in the target population before final distribution of 

questionnaires and adjustments has been taken to the questionnaire items based on the comments 
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of the respondents. In addition, the questionnaire is adopted from different journal articles and 

thesis which are possible to say the instrument is valid. 

3.9 Ethical Consideration 

The researcher has given emphasis to the ethical issues in every aspect of this study that demands 

it. The participants were selected based on their consent/free will/. Moreover, when the 

questionnaires distribute to the respondents, respondents had been informed and guaranteed that 

the information they provide will be confidential and used only for academic purpose. Moreover, 

a statement conforms to the prohibition of disclosing identity detail or personal reference in the 

questionnaire. This helped to avoid any biased responses or unauthentic data provided by 

respondents and to make participants feel safe in filling the questionnaire. Therefore, the 

collected data was kept and not used for any personal interest. Generally, the whole process of 

the study was conducted within the frame of acceptable professional ethics. 
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CHAPTER FOUR 

RESULTS AND DISCUSSIONS 

4.1 INTRODUCTION  

Under this chapter, the data, its analysis and interpretation are presented. As mentioned in the 

previous chapters, the data was collected through questionnaire from randomly sampled branches 

of four districts. In identifying those factors affecting employees job performance in CBE Addis 

Ababa area branches, the analysis goes through each of those factors used in the study one by 

one and analyzing and interpreting the data according to the mean scores of the factors as the 

mean scores reflect respondents level of acceptance or agreement which supports the 

interpretation and posing conclusions with the view of drawing practical and constructive 

recommendations. Accordingly, the mean score values have been categorized as low, moderate 

and high with a mean value of below 3.39, between3.40-3.79 and above 3.80 respectively 

(Zaidato, &Bagheri, 2009). 

4.2 RESPONSE RATE AND DEMOGRAPHIC DATA  

The main objective of this study was to investigate factors that affect employee‟s job 

performance in commercial bank of Ethiopia Addis Ababa area branches. In Addis Ababa area 

there are two hundred fifty eight (258) branches. In these branches there is about 6002 

employees from which 375 sample respondents has been selected after random selection of 36 

branches from four districts in stratification from Addis Ababa area branches. Out of 375 

distributed questionnaires 361 questionnaires has been filled and collected effectively. Whereas, 

14 questionnaires of which 9 could not filled completely and 5 were not collected .Consequently, 

collection rate was 96.27 %.   

 4.2.1 Participant’s Profile 

As we see from the data, the sex distribution of the participants indicates that 216(59.8%) are 

males whereas 145(40.2%) are females. This shows that the numbers of females are less than 

that of males in commercial bank of Ethiopia Addis Ababa area branches. Their distribution 

depicted as follows below.  
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On the other hand the age distribution of the respondents indicated in the following table. 

According to the table shown below, 177(49%) respondents found in the age 20-30, 104(28.8%) 

in the age 31-40, 61(16.9%) in the age 41-50 and 19(5.3%) above 50 years old. 

Meanwhile, when we see the respondent‟s level of education the table below shows that 

31(8.6%) are the holders of diploma, 201(55.7%) degree, and 129(35.7%) are masters holders. 

Moving on to marital status, the table below shows that 239(66.2%) are single, 116(32.1%) got 

married, 4(1.1%) are divorced and 1(0.3%) is widowed.  

In regard to respondents work experience in the bank the following table shows that 191(52.9%) 

lie under 1-5 years, 114(31.6%) under 6-10 years, 40(11.1%) under 11-15 years and 15(4.2%) 

above 15 years of work experience in the bank. 

According to the following table respondent‟s grade position 40(11.1%) are grade 7, 197(54.6%) 

grade 9, 50(13.9%) grade 10, 36(10%) grade 11, 38(10.5%) respondents are grade 12 and above.  
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 Table 4.1 Participants Profile 

Type of profile Frequency Percentage (%) 

 

 

Sex 

MALE 216 59.8 

FEMAL 
145 40.2 

Age 20-30 177 49.0 

31-40 104 28.8 

41-50 61 16.9 

> 50 19 5.3 

Education DIPLOMA 31 8.6 

DEGREE 201 55.7 

MASTER 129 35.7 

Marital status SINGLE 239 66.2 

MARRIED 116 32.1 

DIVORCED 4 1.1 

WIDOWED 1 0.3 

Work Experience 1-5 YRS 191 52.9 

6-10 YRS 114 31.6 

11-15 YRS 40 11.1 

ABOVE 15 YRS 15 4.2 

Grade Position Seven 40 11.1 

Nine 197 54.6 

Ten 50 13.9 

Eleven 36 10.0 

Twelve & Above 38 10.5 

                            Source: Researcher, 2019 
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 4.3 WORKING ENVIRONMENT  

The table below shows the frequency and percentage distribution of participants to working 

environment factors. Accordingly, for the question whether office facilities and resources 

sufficiency to exercise the work (Q1), 30(8.3%), 101(28%), 14(3.9%), 160(44.3%) and 

56(15.5%) participants have replied their level of preference as they are strongly disagree, 

disagree, neutral, agree and strongly agree respectively. From this result, we can deduct that 

office resources and facilities are capable enough to perform their day to day activities. On the 

other hand, for the question whether the physical layout is comfortable and convenient for 

employees job performance (Q2), 52(14.4%), 166(46%), 1(.3%), 81(22.4%) and 61(16.9%) 

participants forwarded their level of preference as  they are strongly disagreed, disagreed, 

neutral, agreed and strongly agreed respectively. From this, we can deduct that as most of 

branches layout is not comfortable to perform their job effectively. 

On the question of whether the bank provides flexible working hours (Q3), most participants 

responded as there is no flexible working hours in the bank as we can see their response as  

35(9.7%), 195(54%), 1(.3%), 101(28%) and 29(8%) participants forwarded their level of 

preference as they strongly disagreed, disagreed, neutral, agreed and strongly agreed 

respectively. 58(16.1%), 99(.4%), 7(1.9%), 173(47.9%) and 24(6.6%) participants also provide 

their level of preference as they strongly disagreed, disagreed, neutral, agreed and strongly 

agreed respectively for the question whether employees there is value of cooperation between 

and among employees (Q4). From this result, it is possible to infer that as there is a value of 

cooperation in most branches of the bank. 

For the question whether the  bank‟s procedure and manuals are attractive to perform day to day 

activities (Q5), 12(3.3%), 40(11.1%), 11(3%), 189(52.4%) and 109(30.2%) participants replied 

as they are strongly disagreed, disagreed, neutral, agreed and strongly agreed respectively. Here, 

most employees are interested with regard to the banks procedures and manuals though some are 

accepted as it is not interesting. For the question on that the management provides all possible 

supports (Q6), 69(19.1%), 144(39.9%), 13(3.6%), 112(31%) and 23(6.4%) participants provide 

their level of preference as they are strongly disagreed, disagreed, neutral, agreed and strongly 

agreed respectively. The result leads as there is weak supervisory support in different branches of 

the bank. In addition, for the question whether there is suitable organizational culture for the 



44 
 

nurture of employee‟s performance (Q7), most participants agreed as there is good culture that 

helps to improve employee performance. Numerically ,21(5.8%), 58(16.1%), 11(3%), 

186(51.5%) and 85(23.5%) participants show their level of preference as they are strongly 

disagreed, disagreed, neutral, agreed and strongly agreed respectively.  

For the question related to whether the working environment is safe (Q8), 52(14.4%), 

167(46.3%), 3(0.8%), 81(22.4%) and 58(16.1%) participants responded their level of preference 

as  they are strongly disagreed, disagreed, neutral, agreed and strongly agreed respectively. This 

according to respondents‟ response, it enables us to infer as the working environment of the bank 

has a problem concerning safety.  

Table 4.2 Frequency and percentage of working environment 

Question 

No. 

 

STRONGLY 

DISAG      

 

DISAGREE 

NEUTRAL AGREE STRONGLY 

AGREE 

Freq % Freq  % Freq % Freq % Freq % 

Q1 30 8.3 101 28.0 14 3.9 160 44.3 56 15.3 

Q2 52 14.4 166 46.0 1 0.3 81 22.4 61 16.9 

Q3 35 9.7 195 54.0 1 0.3 101 28.0 29 8.0 

Q4  58 16.1 99 27.4 7 1.9 173 47.9 24 6.6 

Q5 12 3.3 40 11.1 11 3.0 189 52.4 109 30.2 

Q6 69 19.1 144 39.9 13 3.6 112 31.0 23 6.4 

Q7 21 5.8 58 16.1 11 3.0 186 51.5 85 23.5 

Q8 52 14.4 167 46.3 3 0.8 81 22.4 58 16.1 

                       Source: Researcher, 2019 
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                 Source: Researcher, 2019 

      Aggregate mean is 3.12. 

Generally, the above table shows summary of the details for the issues related to working 

environment related factors by involving the number of respondents, mean, standard deviation, 

minimum and maximum values in each category. The mean is the average value of participants‟ 

response, and the standard deviation is the measure of dispersion from the mean. Here, the 

minimum value is to mean the „strongly disagree (1)‟ where as the maximum value is to mean 

„strongly agree (5)‟. The overall mean of working environment related factors is 3.12. This result 

shows us most of the respondent employees have low level of preference for working 

environment factors by which the average result is below the average level of  preference which 

approximates to disagree level. 

 

 Table 4.3 Descriptive Statistics for working environment 

Working Environment N Mean 

Std. 

Deviation 

Office facilities and resources are sufficient to 

exercise the work effectively(Q1) 
361 3.31 1.259 

The physical layout  is comfortable and 

          convenient to perform the work(Q2)      
361 2.81 1.381 

The bank has flexible working hours (Q3) 361 2.71 1.203 

There is a  value of cooperation  

    between or Among employees(Q4) 
361 3.02 1.291 

Manuals and procedures of the bank are attractive  

to perform day to day duties(Q5) 
361 3.95 1.037 

The management  provides all possible  

supports(Q6) 
361 2.66 1.271 

  The organizational culture is suitable for  

      performing in good manner (Q7) 
361 3.71 1.162 

The Working environment is safe(Q8) 361 2.80 1.367 
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  4.4 TRAINING  

According to the table shown below, 10(2.8%), 26(7.2%), 8(2.2%), 192(53.2%) and 125(34.6%) 

participants have  strongly disagreed, disagreed, neutral, agreed and strongly agreed respectively 

for the question whether training objectives are aligned  to organizational objectives(9) . From 

this, it is possible to deduce that as most employees agree that as the training objectives are 

aligned to the banks strategic business objectives. With regard to the question whether 

employees participate in identifying their training needs (Q10), 52(14.4%), 158(43.8%), 

7(1.9%), 99(27.4%) and45(12.5%) participants have forwarded their level of preference as 

strongly disagreed, disagreed, neutral, agreed and strongly agreed respectively. The result infers 

that as employees are not participating in identifying their training needs. 

For the question whether training agendas are informed before training date (11),  47(13%), 

106(29.4%), 12(3.3%), 187(51.8%) and 9(2.5%) participants have forwarded their level of 

preference as strongly disagreed, disagreed, neutral, agreed and strongly agreed respectively. 

From this result it is possible to indicate that as training agendas are being informed to 

employees before the training date that enables to prepare themselves for the training agendas. 

For the question related to availability of training materials and method (Q12), 97(26.9%), 

117(32.4%), 37(10.2%), 84(23.3%) and 25(%) participants‟  have forwarded their level of 

preference as they are strongly disagreed, disagreed, neutral, agreed and strongly agreed 

respectively. The result shows that training materials and method of the bank are not comfortable 

and capable enough to grasp the training agendas. However, with regard to question related to 

suitability of  training place and time(Q13), most participants are forwarding their response as it 

is not suitable due to lack of disparity training centers. The detail for training time and place 

based on the table below is described as 104(28.8%), 165(45.7%), 26(7.2%), 58(16.1%) and 

8(2.2%) participants have a preference level of strongly disagreed, disagreed, neutral, agreed and 

strongly agreed respectively. 

For the question whether the training given is parallel to the job being assigned (Q14), 

75(20.8%), 67(18.6%), 7(1.9%), 163(45.2%) and 49(13.6%) participants‟ have forwarded the 

response as strongly disagreed, disagreed, neutral, agreed and strongly agreed respectively. This 

leads to as most of the training given to employees are matched to the job assigned even though 

there are some occasions where training given and assigned jobs are not matched. For the  



47 
 

question whether the bank conducts proper training evaluation (Q15), 106(29.4%), 169(46.8%), 

14(3.9%), 63(17.5) and 9(2.5%) participants have strongly disagreed, disagreed, neutral, agreed 

and strongly agreed  level of preferences respectively . The result enables us to deduce that as the 

bank does not conduct training evaluation after training. With regard to the question whether the 

bank follows employees‟ performance after training (Q16),125(34.6%), 163(45.2%), 8(2.2%), 

61(16.9%) and 4(1.1%)  of participants have forwarded their level of preference as they are  

strongly disagreed, disagreed, neutral, agreed and strongly agreed as   participants have a 

preference level of strongly disagreed, disagreed, neutral, agreed and strongly agreed 

respectively. From this result, it can be deduced that as the bank doesn‟t follow employees 

performance after training. 

Table: 4.4 Frequency and percentage of training  

Question 

No. 

STRONGLY 

DISAG      

 

DISAGREE 

NEUTRAL AGREE STRONGLY 

AGREE 

Freq % Freq  % Freq % Freq % Freq % 

Q9 10 2.8 26 7.2 8 2.2 192 53.2 125 34.6 

Q10 52 14.4 158 43.8 7 1.9 99 27.4 45 12.5 

Q11 47 13.0 106 29.4 12 3.3 187 51.8 9 2.5 

Q12 97 36.9 117 32.4 37 10.2 84 23.3 25 6.9 

Q13 104 28.8 165 45.7 26 7.2 58 16.1 8 2.2 

Q14 75 20.8 67 18.6 7 1.9 163 45.2 49 13.6 

Q15 106 29.4 169 46.8 14 3.9 63 17.5 9 2.5 

Q16 125 34.6 163 45.2 8 2.2 61 16.9 4 1.1 

                             Source: Researcher, 2019 
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     Table 4.5  Descriptive Statistics for training 

  Training N 

Mea

n 

Std. 

Deviation 

Training objectives are aligned to organizational  objectives(Q9) 

                        
361 4.10 .948 

 Employees participate in identifying their  training needs(Q10) 

     
361 2.80 1.323 

Training agendas are informed before training date(Q11) 361 3.01 1.198 

The training materials and method are capable enough to accomplish 

training objectives(Q12) 
360 2.51 1.295 

The training  place and time is suitable to meet the training agenda 361 2.17 1.084 

The training given is parallel to the job assigned(Q14) 361 3.12 1.415 

The bank conducts proper training evaluation(Q15) 361 2.17 1.109 

The bank follows employee's performance after training(Q16) 361 2.05 1.070 

                     Source: Researcher, 2019           

       Aggregate mean is 2.74.           

As we see from the description of the details for the issues related to training factors by 

involving the number of respondents, mean, standard deviation, minimum and maximum values 

in each category. The overall mean of training related factors is 2.74. This result shows as most 

of the respondent employees have responded below the average level of preference for training 

related factors by which the average result approximates to „disagree‟    level of preference. 

4.5 PERFORMANCE APPRAISAL SYSTEMS   

The table below shows the frequency and percentage distribution of participants‟ preference 

level to the performance appraisal system. As it has been seen in the table below in (Q17), 

66(18.3%), 129(35.7%), 1(0.3%), 96(26.6%) and 69(19.1%) participants have strongly 

disagreed, disagreed, neutral, agreed and strongly agreed  level of preferences respectively to the 

question whether the performance appraisal system is clear and comprehensive to all . From this, 

it is possible to conclude that as the performance appraisal system by itself has not been 

understood clearly by most employees. Consequently, an appraisal system which is not clear and 
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comprehensive to employees cannot be easy to achieve effectively. For the question whether 

employees have a chance  to participate in setting performance objectives(Q18), 

80(22.2%),191(52.9%),4(1.1%),51(14.1%) and 34(9.4%) participants have forwarded that as 

they are strongly disagreed, disagreed, neutral, agreed and strongly agreed  level of preferences 

respectively. This result shows that as most employees are not being participated in setting 

performance objectives. 

For the question whether the performance measurements are achievable (Q19) 27(7.5%), 

53(14.7%), 22(6.1%), 148(41%) and 111(30.7%) participants have responded as they are 

strongly disagreed, disagreed, neutral, agreed and strongly agreed respectively. It implies that as 

most of employees are considering the performance measurement to employees are achievable. 

On the other hand, 114(31.6%), 137(38%), 5(1.4%), 73(20.2%) and 32(8.9%) participants have 

also forwarded their level of preference,  they strongly disagreed, disagreed, neutral, agreed and 

strongly agreed  respectively for the question whether the appraisal system is equitable to all 

(Q20). This according to most respondent‟s response tells us that as the appraisal system is not 

equitable and fair to all employees. 

 With regard to the question whether the performance appraisers are well trained and supported 

by system (Q21) 129(35.7%), 172(47.6%), 8(2.2%), 48(13.3%) and 4(1.1%) participants are 

strongly disagreed, disagreed, neutral, agreed and strongly agreed respectively. This result 

enables to deduce at most that as performance appraisers are not equipped with vital skills which 

make implementation of appraisal system hard. In turn, for the question whether the supervisor 

gives regular feedback on employees‟ job performance (Q22), most participants replied that as 

supervisors do not provide all possible support and feedback to their employees. Specifically the 

47(13%), 135(37.4%), 17(4.7%), 82(22.7%) and 80(22.2%) participants replied that as they are 

strongly disagreed, disagreed, neutral, agreed and strongly agreed respectively level of 

preferences for supervisors support. 

For the question whether performance results are tied to banks motivational and benefit packages 

(Q23), participants have shown their level of preference as 65(18%), 157(43.5%), 14(3.9%), 

104(28.8%) and 21(5.8%) as they are strongly disagreed, disagreed, neutral, agreed and strongly 

agreed respectively. From here, it is possible to deduce as the individual employee performance 
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result is not tied to the bank motivational and benefit packages which may hamper employees to 

exert their effort in achieving organizational objective.  

For the question whether the bank adjusts training for low appraisal results (Q24), 69(19.1%), 

183(50.7%), 13(3.6%), 74(20.5%) and 22(6.1%) participants have forwarded their response as 

they are strongly disagreed, disagreed, neutral, agreed and strongly agreed respectively. This 

shows that as employees are not selected for training based on their performance result gaps. 

Table 4.6: Frequency and percentage of performance appraisal system  

Question 

No. 

STRONGLY 

DISAG      

 

DISAGREE 

NEUTRAL AGREE STRONGLY 

AGREE 

Freq % Freq  % Freq % Freq % Freq % 

Q17 66 18.3 129 35.7 1 0.3 96 26.6 69 19.1 

Q18 80 22.2 191 52.9 4 1.1 51 14.1 34 9.4 

Q19 27 7.5 53 14.7 22 6.1 148 41.0 111 30.7 

Q20 114 31.6 137 38.0 5 1.4 73 20.2 32 8.9 

Q21 129 35.7 172 47.6 8 2.2 48 13.3 4 1.1 

Q22 47 13.0 135 37.4 17 4.7 82 22.7 80 22.2 

Q23 65 18.0 157 43.5 14 3.9 104 28.8 21 5.8 

Q24 69 19.1 183 50.7 13 3.6 74 20.5 22 6.1 

                  Source: Researcher, 2019 
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Table 4.7: Descriptive Statistics for performance appraisal system 

 N Mean 

Std. 

Deviation 

Performance appraisal system is clear and comprehensive(Q17) 361 2.93 1.456 

I have the chance to participate to set performance objectives(Q18) 360 2.36 1.236 

The performance measurements given in the  

          Objective tracking are achievable(Q19) 
361 3.73 1.249 

The appraisal system is equitable to all  (Q20) 361 2.37 1.344 

The performance appraisers are well trained and supported by 

system(Q21) 
361 1.96 1.006 

My supervisor gives regular feedback on my  performance(Q22) 361 3.04 1.419 

Performance results are tied to bank‟s  motivation and benefit 

packages(Q23) 
361 2.61 1.236 

The bank adjusts training for low appraisal result(Q24) 361 2.44 1.187 

                            Source: Researcher, 2019                                 

Over all mean of Performance appraisal system is =2.68 

Generally, the above table shows summary of the details for the issues related to performance 

appraisal system by involving the number of respondents, mean, standard deviation, minimum 

and maximum values in each category.  

The overall mean of performance appraisal system is 2.68. This result shows as most of the 

respondent employees have below the average level of preference for performance appraisal 

system related factors by which the average result approximates to „disagree‟    level of 

preference. 

4.6 MOTIVATION  

The table below shows the frequency and percentage distribution of participants to motivation. 

As we can see the table from below (Q25) ,55(15.2%),  167(46.3%),7(1.9%),110(30.5%) and 

22(6.1%) participants responded their level of preference as they are strongly disagreed, 

disagreed, neutral, agreed and strongly agreed respectively to the question  whether their salary is 

equitable compared with other banks. This leads to infer as salary of the bank is weak compared 
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to other banks. For the question, whether the salary is satisfactory compared to their contribution 

to the bank (Q26), most participants responded that as the salary payment and the work done is 

unbalanced. Specifically, 47(13%), 235(65.1%), 2(0.6%), 61(16.9%) and16(4.4%) participants 

responded as strongly disagreed, disagreed, neutral, agreed and strongly agreed respectively . 

Meanwhile, 33(9.1%), 213(59%), 7(1.9%), 85(23.5%) and 23(6.4%) participants forwarded their 

response as strongly disagreed, disagreed, neutral, agreed and strongly agreed respectively for 

the question whether the bank benefit package is satisfactory and equitable to all 

employees(Q27). The result can lead us as the banks benefit package is weak and unsatisfactory. 

With regard to the question of the banks benefit package comparison to other banks (Q28), 

85(23.5%), 170(47.1%), 1(0.3%), 87(24.1%) and 18(5%) participants have forwarded their level 

of preference as they are  strongly disagreed, disagreed, neutral, agreed and strongly agreed 

respectively. The result, therefore, leads as the banks benefit package is weaker than other banks. 

89(24.7%), 203(56.2%), 6(1.7%), 58(16.1%) and 5(1.4%) of  participants forwarded their level 

of preference as they are  strongly disagreed, disagreed, neutral, agreed and strongly agreed 

respectively on the question of the job structure and rotation of the bank helps to motivate 

employees(Q29). From this, too, the bank‟s job structure and rotation programs do not motivate 

employees since they are not administered in good manner.  

33(9.1%),195(54%),7(1.9%),107(29.6%) and 19(5.3%) participants replied as they are strongly 

disagreed, disagreed, neutral, agreed and strongly agreed respectively for the question whether 

motivation of employees rely on their performance result(Q30). The result shows that as 

employees are not motivated based on their performance result rather than the branches 

performance. For the question regarding to the fairness of career development and promotion to 

motivate employees (Q31), most employees have not positive attitude .As the table assures that  

104(28.8%), 115(31.9%), 38(10.5%), 84(23.3%) and 20(5.5%) participants replied as they are 

strongly disagreed, disagreed, neutral, agreed and strongly agreed respectively. 

For the question whether the bank conducts timely salary and benefit package adjustment to 

motivate employees (Q32), 103(28.5%),194(53.7%),17(4.7%),38(10.5%) and 9(2.5%) 

participants have responded their level of preference as they are strongly disagreed, disagreed, 

neutral, agreed and strongly agreed respectively. 
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Table 4.8: Frequency and percentage of motivation  

Question 

No. 

STRONGLY 

DISAG      

 

DISAGREE 

NEUTRAL AGREE STRONGLY 

AGREE 

Freq % Freq  % Freq % Freq % Freq % 

Q25 55 15.2 167 46.3 7 1.9 110 30.5 22 6.1 

Q26 47 13.0 235 65.1 2 0.6 61 16.9 16 4.4 

Q27 33 9.1 213 59.0 7 1.9 85 23.5 23 6.4 

Q28 85 23.5 170 47.1 1 0.3 87 24.1 18 5.0 

Q29 89 24.7 203 56.2 6 1.7 58 16.1 5 1.4 

Q30 33 9.1 195 54.0 7 1.9 107 29.6 19 5.3 

Q31 104 28.8 115 31.9 38 10.5 84 23.3 20 5.5 

Q32 103 28.5 194 53.7 17 4.7 38 10.5 9 2.5 

                         Source: Researcher, 2019 
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Table 4.9  Descriptive Statistics for motivation 

 N Mean 

Std. 

Deviation 

My salary is equitable  compared with other banks(Q25) 361 2.66 1.228 

My salary  is satisfactory compared to my contribution to the bank ((Q26) 361 2.35 1.046 

The benefit package is satisfactory and equitable (Q27) 361 2.59 1.132 

The benefit packages of the bank is comparable 

               to other banks (Q28) 
361 2.40 1.223 

The job structure and rotation of the bank helps to motivate employees (Q29) 361 2.13 1.008 

The bank provides recognition for hard working employees(Q30 361 2.68 1.146 

Motivation of employees rely on their performance results(Q31) 361 2.45 1.275 

The bank conducts timely Salary and benefit package  

  Adjustments to motivate its employees(Q32) 
361 2.05 .989 

                                     Source: Researcher, 2019 

        Aggregate mean is 2.41. 

As we see from the table the overall mean of motivation is 2.41. This result shows as most of the 

respondent employees have responded below the average level of preference for motivation by 

which the average result approximates to „disagree‟ level of preference. 

4.7 JOB PERFORMANCE MEASURMENTS 

On the Job performance measurement (Q33), for the question of whether they are confident in 

their work 86(23.8%), 135(37.4%), 32(8.9%), 95(26.3%), 13(3.6%) of respondents provided 

their response as strongly disagree, agree, neutral, agree and strongly disagree respectively. This 

shows that most of branch employees have not confidence in their work. For the question 

towards their competency in their work (Q34), 36(10%), 112(31%), 7(1.9%), 159(44%), 

47(13%) of participants responded as strongly disagree, disagree, neutral, agree, strongly 

disagree respectively. From this it is possible to infer that most of employees are competent 

towards their work.  On the other hand, for the question of whether they offer help to customers 

without being asked (Q35), 48(13.3%), 95(26.3%), 14(3.9%), 163(45.2%) and 41(11.4%) as 

strongly disagree, disagree, neutral agree and strongly disagree respectively. Consequently, it is 
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possible to say that most of employees offer help to customers without being asked. For the 

question of whether they are quick to solve problems when things go wrong (Q36), 49(13.6%), 

128(35.5%), 6(1.7%), 141(39.1%) and 37(10.2%) respondents responded as strongly disagree, 

disagree, neutral agree and strongly agree respectively. This shows that most of employees are 

quick to solve problems when things go wrong.  

For the question towards employee‟s integrity in their work (Q37), 58(16.1%), 112(31%), 

11(3%), 145(40.2%), 35(9.7%) respondents answered as strongly disagree, disagree, neutral 

agree and strongly agree respectively. Hence it is possible to deduce that most of employees have 

integrity towards their work. 99(27.4%), 118(32.7%), 36(10%), 83(23), 25(6.9%) strongly 

disagree, disagree, neutral, agree and strongly agree respectively for the question whether they 

do have good communication with colleagues and customers (Q38). From this it is possible to 

deduce that most of employees do not have good communication with their colleagues and 

customers. 

For the question on whether they try to prevent problems from occurring(Q39) most employees 

are not trying their attempt to prevent problems from occurring numerically, 69(19.1%), 

143(39.6%), 15(4.2%), 111(30.7%) and 23(6.4%) strongly disagree, disagree, neutral, agree and 

strongly agree respectively. On the other hand, towards their accuracy in providing services 

(Q40), 68(18.8%), 164(45.4%), 18(5%), 87(24.1%), 24(6.6%) of respondents responded as 

strongly disagree, disagree, neutral, agree and strongly agree respectively. As a result, most 

employees are not providing accurate services. 
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Table 4.10: Frequency and percentage of employee job performance 

Question 

No. 

STRONGLY 

DISAG      

 

DISAGREE 

NEUTRAL AGREE STRONGLY 

AGREE 

Freq % Freq  % Freq % Freq % Freq % 

Q33 86 23.8 135 37.4 32 8.9 95 26.3 13 3.6 

Q34 36 10 112 31 7 1.9 159 44 47 13 

Q35 48 13.3 95 26.3 14 3.9 163 45.2 41 11.4 

Q36 57 15.8 173 47.9 7 1.9 104 28.8 20 5. 

Q37 58 16.1 112 31.0 11.0 3.0 145 40.2 35 9.7 

Q38 99 27.4 118 32.7 36 10.0 83 23.0 25 6.9 

Q39 69 19.1 143 39.6 15 4.2 111 30.7 23 6.4 

Q40 68 18.8 164 45.4 18 5.0 87 24.1 24 6.6 

                                         Source: Researcher, 2019 

  Table 4.11: Descriptive Statistics for job performance 

  Job performance N 

Mea

n 

Std. 

Deviation 

I am confident in my work(Q33) 361 2.48 1.214 

I am competent in my work(Q34) 361 3.19 1.280 

I offer help to customers without being asked(Q35) 361 3.15 1.297 

I am quick to solve problems when things go wrong(Q36) 361 2.60 1.211 

 I act with integrity      (Q37)    361 2.96 1.321 

I communicate well with colleagues and customers(Q38) 361 2.49 1.296 

I try to prevent problems from occurring(Q39) 361 2.66 1.269 

I am accurate in providing services(Q40) 361 2.54 1.229 

                      Source: Researcher, 2019 
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The overall mean of employee job performance is 2.75.  

Table shows summary of the details for the issues related to employees‟ job performance by 

which the overall mean of job performance is 2.75. This result shows as most of the respondent 

employees have responded below the average level of preference for job performance by which 

the average result approximates to „disagree‟    level of preference. 

As we can see from the aggregate mean of each variable, motivation has the lowest level of 

preference towards CBES‟ management to motivation followed by performance appraisal, 

training and working environment.  

4.8 CORRELATION AND REGRESSION ANALYSIS 

   A. CORRELATION ANALYSIS  

The hypotheses discussed in the first chapter aimed to investigate the relationship between 

independent variables and dependent variable at commercial bank of Ethiopia Addis Ababa area 

branches. Hence, the Correlation analysis is done to examine this relationship. 

The Pearson Product-Moment Correlation Coefficient is a statistics that indicates the degree to 

which two variables are related to one another. The sign of a correlation coefficient (+ or -) 

indicates the direction of the relationship between -1.00 and +1.00. Variables may be positively 

or negatively] correlated. A positive correlation indicates a direct positive relationship between 

two variables. A negative correlation, on the other hand, indicates an inverse, negative 

relationship between two variables. The table below shows correlation coefficients and their 

level of strength (Getamesay, 2016). 
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Table 4.12: Ranges of correlation relationship 

Correlation coefficient(r)    Strength of the correlation 

 

From 0.01 up to 0.09     Negligible association 

 

From 0.10 up to 0.29      Low association 

 

From 0.30 up to 0.49    Moderate association 

 

From0.50 upto0.69      Substantial association 

 

From 0.70 and above      Very strong association 

 

                                   

Based on the above standard, the degree of association between the level of correlation among 

the independent variables and dependent variable is the main purpose of conducting an analysis 

using Pearson correlation. As a result, the hypotheses have been determined based on the 

following summarized correlation results. Accordingly, working related factors, training and 

motivational factors have substantial association with employee job performance at a correlation 

result of 0.529
**

, 0.497
**

, 0.620
** 

respectively. On the other hand, performance appraisal system 

has a moderate association with employee‟s job performance at correlation result of 0.483
**

. 

 

 

 

 

 

 

 

 

Table 4.13: Pearson  Correlations 
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 Working training Appraisal motivation Performance 

Working Pearson Correlation 1 .439
**

 .380
**

 .514
**

 .529
**

 

Sig. (2-tailed)  .000 .000 .000 .000 

N 361 361 361 361 361 

Training Pearson Correlation .439
**

 1 .386
**

 .540
**

 .497
**

 

Sig. (2-tailed) .000  .000 .000 .000 

N 361 361 361 361 361 

Appraisal Pearson Correlation .380
**

 .386
**

 1 .385
**

 .483
**

 

Sig. (2-tailed) .000 .000  .000 .000 

N 361 361 361 361 361 

Motivation Pearson Correlation .514
**

 .540
**

 .385
**

 1 .620
**

 

Sig. (2-tailed) .000 .000 .000  .000 

N 361 361 361 361 361 

performance Pearson Correlation .529
**

 .497
**

 .483
**

 .620
**

 1 

Sig. (2-tailed) .000 .000 .000 .000  

N 361 361 361 361 361 

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

 

B. REGRESSION ANALYSIS   

Regression analysis is a systematic method that can be used to investigate the effect of one or 

more predictor variables on dependent variable. Consequently, it helps us to make statements 

about how one or more independent variables will predict the value of a dependent variable. 

According to the normality test the data has 95% level of confidence. 

Table 4.14: Model Summary 

Model R R Square 

Adjusted R 

Square 

Std. Error of 

the Estimate 

1 .708
a
 .501 .496 .58036 

a. Predictors: (Constant), motivation, appraisal, working, 

training. 
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As shown in the above table, the sum of  factors of independent variables i.e working 

environment, training factors, performance appraisal system and motivational factors  explains 

50.1% (R2=0.501) of the dependent variable, job performance. From this we can conclude that 

50.1% of employee‟s job performance is dependent up on these four factors in this study. 

Whereas, 49.9% of job performance is dependent up on other unspecified independent variables. 

As we see from table the result F= 89.48 which is greater than 1 and P<0.01 we can conclude 

that the combination of factor have positive effect on employees‟ job performance which is 

statistically significant and confident at 99% level of significance. However, to determine the 

individual level hypothesis, it is better to use either   t-test or p-value to reject or failed to reject 

the null hypothesis in the table below that shows multiple regression coefficient results. 

Table 4.15:   ANOVA
a
 

Model 

Sum of 

Squares Df Mean Square F Sig. 

1 Regression 120.555 4 30.139 89.480 .000
b
 

Residual 119.909 356 .337   

Total 240.464 360    

a. Dependent Variable: performance 

b. Predictors: (Constant), motivation, appraisal, working, training 

 

  Table 4.16: Regression  Coefficients
a
 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

T Sig. B Std. Error Beta 

1 (Constant) -.668 .201  -3.333 .001 

Working .263 .059 .205 4.488 .000 

Training .191 .069 .129 2.775 .006 

Appraisal .339 .067 .216 5.080 .000 

motivation .488 .065 .363 7.505 .000 

a. Dependent Variable: performance 
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From the above table, to examine the hypotheses developed, the t-test values of all independent 

variables are above two. For a variable that has t-test value of two and above is capable enough 

to reject the null hypothesis under rule of the thump. Hence, all the null hypotheses have been 

rejected. With regard to their level of contribution for the employees‟ job performance, the 

higher their un-standardized coefficients beta value have the higher contribution for the impact 

of employees‟ job performance.    

Accordingly, motivational package related factors (Beta=0.488) makes the strongest unique 

contribution to explaining the dependent variable in which the results revealed that, a one unit 

increase or positive change in motivational package would lead to a 0.488 unit increase the level 

of employees‟ job performance and performance appraisal system (B=0.339) and then followed 

by working environment and training factors with a beta value of 0.263 and 0.191 respectively.  

When we see the statistical significance of each variable from the above coefficient table, 

performance appraisal system (Sig. = .000), training (Sig. = 0.006), working environment (Sig. = 

.000) and motivation (Sig. = .000) have a statistically significant contribution (Sig<0.05) for the 

prediction of the dependent variable. 

    4.9 Regression Mathematical Model 

The equation of multiple regressions on this study is made on around two sets of variables, 

namely dependent variables (employee job performance) and independent variables 

(performance management system, training, working environment and motivation,). The basic 

objective of using regression equation on this study is to make the researcher more effective at 

describing, understanding, predicting, and controlling the stated variable (Faizal and palil, 2015). 

Mathematically, Yi = β0 + β1X1 + β2X2+ β3 X3+ β4X4 

Where Y is the dependent variable- employee performance, X1 =working environment, X2 = 

training, X3= performance appraisal system, X4 = motivation are the independent variables; β0 is 

the intercept term- it gives the mean or average effect on Y of all the variables excluded from the 

equation, although its mechanical interpretation is the average value of Y when the stated 

independent variables are set equal to zero. Β1, β2, β3 and β4 are also refer to the coefficient of 

their respective independent variables which measure the change in the mean value of Y, per unit 

change in their respective independent variables. Hence, the mathematical formula becomes. 
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y = 0.668+0.263X1 +0.191X2+0.339X3+ 0.488X4.  

Consequently, all hypotheses were failed to reject or the null hypothesis has been rejected. Thus, four 

independent variables have positive relationship and effect on employees‟ job performance. Thus, a 

positive change in one or all of the variables brings about an improvement in employees‟ 

performance in particular and organizational achievement in general. 

 

  

 

 

 

 

 

    

 

 

 

 

 

 

 

 

 



63 
 

CHAPTER FIVE 

SUMMARY, CONCLUSION AND RECOMMENDATIONS 

  5.1 SUMMARY 

The aim of this research was to identify factors affecting employees‟ job performance at 

commercial bank of Ethiopia a case in Addis Ababa area branches. This paper tried to present 

introduction, review of literature, research methodology, discussion and results, and the 

conclusion and recommendation parts. In line with factors (variables), Performance appraisal 

system, training, working environment and motivation has been assessed as factors affecting 

employee‟s job performance in CBE.  

For conducting such research, descriptive and quantitative type of research design approaches 

has been adopted. 375 samples were distributed via simple random and stratified random 

sampling methods where 361 questionnaires have been properly filed and collected. Finally, the 

data has been analyzed via SPSS software packages.  

According to the discussion results, With regard to the training practices of the bank, most 

respondents forwarded that the training given to employees is not being provided efficiently even 

though it is an instrument to fill skill and knowledge gaps. Concerning to working environment, 

most respondents forwarded that the banks working environment is favorable and lacks up to 

date working facilities that paves a way to make employees‟ job performance poor. Moreover, 

most respondents replied that the banks motivational and benefit packages is very weak and 

unsatisfactory compared to the same industry as well as real social context. 

The correlation analysis shows the relationship between the independent variables i.e. 

performance appraisal (PMS), training, working environment and motivation, and the dependent 

variable i.e. employee job performance. However, the regression analysis shows the impact of 

independent variables on dependent variable. As a result, all dependent variables have positive 

relationship and positive impact on the dependent variables. 
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5.2 CONCLUSION 

The factors investigated in this study particularly, performance management system, training, 

working environment and motivational factors are not handled in the manner that enhances 

employees‟ job performance. That means there are still limitations in implementing these 

practices for triggering employees‟ performance in particular and organizational performance in 

general. Though the job performance of employees is not bad, according to the finding the bank 

is still not utilizing the full potentials of its human resources owing to the inefficiencies in 

implementing the human resource management practices effectively. 

From the finding of the study, Performance appraisal system and employee job performance are 

positively related to each other. At the same time, performance appraisal system has a significant 

positive effect on employee‟s performance. As a result, improvement in performance appraisal 

system can bring about improvement on employee performance. The same is true for working 

environment that is positively related and significance positive effect to employee performance 

so that the bank has an opportunity to alleviate working environment related problems by making 

the working environment favorable and safe to employees. 

Furthermore, motivation and employee performance are positively related to each other. 

Consequently, it is possible to overcome employee performance gaps by adjusting attractive 

motivational strategies and programs. 
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     5.3 RECOMMENDATION 

In commercial bank of Ethiopia Addis Ababa area branches, employees‟ job performance is 

highly constrained by inefficient administration of the banks‟ performance appraisal system, 

training, working environment and motivation packages related factors. According to this study 

the bank has gaps in handling these factors .Based on the findings of the study, the following 

recommendations have been forwarded. 

 Having seen these gaps, the management of the bank should review its Human resource 

management in handling the factors such as working environment, training, performance 

appraisal and motivation as long as they affect employees‟ job performance in the workplace. 

To make things easy in handling these factors the participation of employees from all level of 

the organization is encouaragable. Because empowerment of employees form all levels helps 

to get variety of inputs in achieving individual performance in particular and organizational 

performance in general. Moreover it makes feeling of ownership for employees. 

 The bank has to have sound performance management system. The performance appraisal 

system has to be comprehensive, participative, clear, fair, transparent and applicable to all 

employees. The performance appraisal system has to be conducted in transparently, fairly 

and clearly for all employees based on a given standard. Furthermore, performance appraisal 

process needs to be open to employees and need to have a say on it. 

 Performance appraisal system of the bank need to be conducted by well-organized system 

and well trained human personnel that can prevent personal bias and errors. Consequently, 

the bank need to create favorable conditions and ways in institutionalizing well organized 

and system based performance appraisal system. Moreover, the bank has to provide efficient 

and effective training for performance appraisers. 

 Towards training, the bank needs to go forward on more than ever on training related issues. 

For instance, the bank has to conduct training needs assessment, to access necessary training 

equipment and materials suitable for providing appropriate training for training needy 

employees. Moreover, the bank has to try to have qualified trainers, conducive time schedule 
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and places so that it will be easy to bring about improvement on employees‟ job performance 

in the organization.  

 Concerning to working environment, the bank has to do its best which makes employee safe 

and comfortable in performing their activity. The bank has to create safe and favorable 

working environment for its employees so that they can improve employees‟ performance.  

The bank has to fill any gaps like equipment gaps, office resource and facility gaps which 

play a vital role for the overall performance of employees. Consequently, the bank has to go 

forward to alleviate these working environment problems by adjusting clear and applicable 

solutions and programs.  

 The bank needs to pay attention on the improvement of motivational packages of the 

company as long as most of its employees are dissatisfied in connection with this variable. 

This clearly shows that the management has to revise motivational package issues like; 

bonus, salary, profit sharing, financial and non-financial rewards for its employees to 

improve employees‟ performance in particular and the organization in general. The 

management need to increase payments for employees depending up on experience and 

assessment of the job being provided compared to payments and rewards made in the same 

industry. Moreover, the salary payment, recognition and promotion programs need to take in 

to account regularly to motivate good performers of the job in the industry. As part of this 

move, Promotional opportunities and ways should also be made based on employees‟ 

performance evaluation scores fairly and transparently without any bias.  

 For future researchers who want to make study in this issue, it is advisable that since this 

study was limited to its cross-sectional data collected from January to March, the future 

researchers should examine this relationship over a longer period of time by taking other 

factors in to consideration.  
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                  APPENDEX 1 

 1. RESEARCH QUESTIONNAIRE 

         Addis Ababa University 

            School of Commerce 

           Human Resource Management 

          RESEARCH QUESTIONNAIRE 

Research Topic: Factors Affecting Employees’ Job Performance at Commercial Bank of 

Ethiopia in Addis Ababa area branches 

Dear sir/madam, I am a post graduate student of masters of Human Resource Management at 

Addis Ababa University school of commerce. Currently, I am undertaking a research for the title 

mentioned above as a partial fulfillment of human resource management. Since you are one of 

the respondents selected to participate on this study, I am sure you will give attention to forward 

your correct and complete information to have a representative finding on the current status of 

the factors affecting employees’ job performance. In doing so, I confirm you that the information 

that you share will be kept confidential and used for the academic purpose only.  

This questionnaire has two parts involving the respondents profile and likert scale questions. I 

kindly request you to forward your genuine response for these questions in each parts of the 

questionnaire since your response determines this paper’s result. 

Thank you in advance for your time and cooperation. 

                                                            Sincerely, Simegn Zena 

                                                       

 Part I: General Information  

These are questions that used t-o prescribe individual respondents profile. So that dear 

respondents please circle your choice. 



A. Sex                           1. Male            2. Female 

B. Age              1 . 20-30          2. 31-40           3. 41- 50                    4. Above 50 

C .Level of education   1.Diploma        2. Degree          3.Master                      

D. Marital Status           1. Single      2. Married     3.Divorce              4. Widowed 

E. Working experience 1. 1 – 5 years    2. 6 – 10 years  3.11 – 15 years           4. Above 15 years 

F. Grade position    1. Seven 2 .Nine       3.Ten       4.Eleven 5. Twelve and Above 

PART II: LIKERT SCALE Questions 

Please indicate your responses to each of the following statements regarding, working 

environment, training, performance appraisal system, and motivation by using a sign of  (√) in 

the appropriate answer box according to the following code of definitions.  

1= Strongly Disagree (SD) 2= Disagree (D) 3= Neutral (N) 4= Agree (A) 5= Strongly Agree 

(SA) 

A.  Working Environment 

NO. QUESTIONS  SD(1) D(2) 

 

N(3) 

 

A(4) 

 

SA(5) 

1   Office facilities and resources are sufficient to 

exercise the work effectively  

 

 

  

 

  

2   The physical layout  is comfortable and 

          convenient to perform the work                        

 

 

    

3    The bank has flexible working hours      

4   There is a  value of cooperation  

        between or Among employees   

   

 

 

 

 

  

 

 

 

5  Manuals and procedures of the bank are attractive  to 

perform day to day duties     

 

 

  

 

  

 



6  The management  provides all possible  supports      

7  The organizational culture is suitable for  

      performing in good manner   

   

   

 

 

 

 

8  The Working environment is safe       

C. Training 

NO. QUESTIONS SD(1) D(2) 

 

N(3) 

 

A(4) 

 

SA(5) 

 

9 Training objectives are aligned to organizational  

                     objectives    

  

 

 

 

 

   

10  Employees participate in identifying their  

    training needs      

     

11 Training agendas are informed before training date

    

     

12  The training materials and method are capable 

enough to accomplish training objectives 

     

13 The training  place and time is suitable to meet the 

training agendas  

     

14 The training given is parallel to the job assigned      

15  The bank conducts proper training evaluation      

16  The bank follows employee's performance after 

training 

     

    

  D. performance appraisal system   

NO. QUESTIONS SD(1)   D(2 N(3 

 

A(4) SA(5) 

17  The performance appraisal system is clear and      



comprehensive to all  

18  I have the chance to participate  

          To set performance objectives 

   

 

  

19 The performance measurements given in the  

          Objective tracking are achievable. 

   

 

  

20  The appraisal system is equitable to all      

  

     

21  The performance appraisers are well trained and  

          Supported by the system.    

     

 

22 My supervisor gives regular feedback on my  

         performance      

     

23  Performance results are tied to bank’s  motivation 

    and benefit packages      

     

24  The bank adjusts training for low appraisal result      

E. Questions related to Motivation 

NO.  QUESTIONS SD(1) D(2) 

  

N(3

) 

 

A(4) SA(5) 

25 My salary is equitable  compared  

             with other banks 

   

 

  

26 My salary  is satisfactory compared to my contribution   

to the bank      

     

 

27 The benefit package is satisfactory and equitable  

             to all employees      

     

28 The benefit packages of the bank is comparable 

               to other banks      

  

 

   

29  The job structure and rotation of the bank helps to  

          Motivate employees. 

     

30  The bank provides recognition for hard working 

employees 

     



31 Motivation of employees rely on their performance 

                results      

     

32  The bank conducts timely Salary and benefit package  

  Adjustments to motivate its employees.   

   

     

E. Questions related to employee job performance  

No. QUESTIONS                                                            SD(1) 

 

D(2) N(3) A(4) SA(5) 

33 I am confident in my work.  

 

    

34 I am competent in my work      

 

35   I offer help to customers without being asked       

36   I am quick to solve problems when things go wrong      

37  I act with integrity               

38  I communicate well with colleagues and customers  

 

  

 

 

 

 

 

 

39  I try to prevent problems from occurring      

40   I am accurate in providing services      

 

 

 

        

 

 

 

 



          APPENDEX 2 

Selected branches from each district 

District SAAD NAAD EAAD WAAD 

Branches 

 

 

 

 

 

 

 

 

1.Bulgaria mazoria 

2.Abo mazoria 

3.Gofa mebrat 

4.Bole bulbula 

5.Akaki  

6.Salogora 

7. Temenja yazh 

8. Nifasilk 

9. Beklo bet 

1.Menelik hospital 

2.41 eyesus 

3.Arbegnoch 

4.Entoto  

5.Kidiste Mariam 

6.Teodros square 

7.Wingate 

8.shegole 

9.Dilber 

1.Adwa park 

2.Gerji 

3.Kotebe k/mihret 

4.Megenagna 

5.wollo sefer 

6.beshale  

7.Koria hospital 

8.Terminal 

9.Ethio china road 

1.Abakoran  

2.ashewa meda 

3.Bethel 

4.Keranio 

5.Mehal gebeya 

6.Repi  

7.T/haimanot 

8.Woyra  

9.Mesalemia 

Total  9 

 

9 

 

9 9 

 

 

                                  


