
I 

 

Addis Ababa University School of Commerce Graduate Studies 

 

THE EFFECT OF PERFORMANCE MANAGEMENT SYSTEM ON THE 

EMPLOYEES' PERFORMANCE OF COMMERCIAL BANK OF ETHIOPIA  

 

 
 A Research Paper Submitted to the School of Commerce of Addis Ababa 

University in Partial Fulfillment of the Requirements for the Degree of Master 

of Art in Human Resource Management. 

  

BY: YOHANNIS SIYOUM BERHANU  

   

                          Advisor: ABDUREZAK MOHAMMED, PhD. 

 

 

                                                                                                                          May, 2016 G.C 

ADDIS ABABA, Ethiopia 

 



II 

 

ADDIS ABABA UNIVERSITY SCHOOL OF COMMERCE 

HRM (MA) PROGRAM 

 

 

THE EFFECT OF PERFORMANCE MANAGEMENT SYSTEM ON THE EMPLOYEEs' 

PERFORMANCE OF COMMERCIAL BANK OF ETHIOPIA  

 

BY: YOHANNIS SIYOUM BERHANU   

  

Approval of Examiners:  

 

Abdurezak Mohammed (PhD) 

 

____________________                      ___________ 

Advisor                                                                            Signature 

 ____________________________                          _______________  

Examiner I                                                                     Signature  

___________________________                                _____________  

Examiner II                                                                       Signature 
 

 

 
 



III 

 

Letter of Certification 

 

This is to certify that, this project work “THE EFFECT OF 

PERFORMANCE MANAGEMENT SYSTEM ON THE EMPLOYEE 

PERFORMANCE OF COMMERCIAL BANK OF ETHIOPIA”, 

undertaken by YOHANNIS SIYOUM BERHANU for the partial 

fulfillment of Masters of Art (HRM) at Addis Ababa University school 

of commerce, is an original work and not submitted earlier for any 

Degree either at this university or any other university.  

 

 

_______________________________________ 

Abdurezak Mohammed (PhD) 

Research project advisor 

 

 

 

 

 
 

 



IV 

 

LETTER OF DECLARATION 

 

I declare that the thesis work entitled “THE EFFECT OF PERFORMANCE 

MANAGEMENT SYSTEM ON THE EMPLOYEE PERFORMANCE OF 

COMMERCIAL BANK OF ETHIOPIA” is my original work that all sources of 

material used for the work have been duly acknowledged.  

 

 

 

___________________________  

YOHANNIS SIYOUM BERHANU  

 

 

 

 

 

 

 

 

 

 

 
 



V 

 

 

Acknowledgements 
 

First and foremost, thanks to God for giving the courage and devotion to start and 
complete this thesis. I would like to express my heartfelt gratitude to my advisor, 
Abduresak Mohamed(PhD) for his time, professional guidance, constructive 
feedbacks and fast response for the draft manuscript.  

I’m deeply indebted to my families, for their moral and material support. My special 
appreciation also goes to CBE workers and management staffs in filling the 
questionnaires and providing necessary information for the study with sacrificing 
their precious time.  

Last but not least, my special appreciation goes to my all close friends whose 
genuine advice and support encouraged me to succeed in my academic progress. 

 

 

 

 

 

 

 

 

 
 

 

 

 

 

 



VI 

 

Abbreviations 

 
EP      Employee Performance  

SO      Setting Objectives  

FD      Feedback 

CO     Coaching 

AP      Appraisal  

EV     Evaluation 

 

 

 

 

 

 

 

 

 

 

 

 
 

 



VII 

 

 

Acronyms 
 

PMS   Performance Management System  

SPSS   Statistical Package for Social Sciences 

CBE   Commercial Bank of Ethiopia  

PCA   Pearson Correlation Analysis 

  

 

 

 

 

 

 

 

 

 

 

 

 

 

 
 

 



VIII 

 

LIST OF Tables  
 

Table 4.1 Age of the respondent ......................................................................................................25 

Figure 4.3 work experience of the respondent .................................................................................25 

Table 4.2 Frequency table for employee perception towards participating in Setting Objectives ..27 

Table 4.3 Frequency of Employee perception towards the Feedback activities of the Bank ..........28 

Table 4.4 Frequency table of the Employee perception towards the Coaching activity of the Bank
 .........................................................................................................................................................29 

Table 4.5 Frequency table of Employee perception towards the appraisal system of the Bank .....30 

Table 4.6 Frequency table for the Employee perception towards Evaluation of the Bank .............31 

Table 4.7 Frequency table of the Employee perception towards their Performance .......................32 

Table 4.8 Cronbche`s Alpha for reliability of PMS questionnaires delivered to the respondents. .34 

Table 4.9 Model Summary ..............................................................................................................34 

Table 4.10 ANOVA F test ...............................................................................................................35 

Table 4.11Correlations of variables .................................................................................................36 

Table 4.12 Coefficients and Collinearity Statistics .........................................................................37 

Table 4.13: The cause and effect  relationship between performance management system and 
employee performance .....................................................................................................................39 

Table 4.14: The cause and effect  relationship between setting objective and employee 
performance .....................................................................................................................................39 

Table 4.15: The cause and effect relationship between feedback and employee performance .......40 

Table 4.16: The cause and effect relationship between coaching and employee performance .......40 

Table 4.17 the cause and effect  relationship between appraisal and employee performance ........41 

Table 4.18: The cause and effect relationship between evaluation and employee performance .....41 

Table 4.19 Summary of Hypothesis Test Result .............................................................................42 

 

 

 

 

 

 

 

 

 

 



IX 

 

 

List of Tables  
 

Figure 2.1:- Conceptual framework, ................................................................................................18 

Figure 4.1 place of assignment of respondents ................................................................................24 

Figure 4.2 Respondent Gender ........................................................................................................24 

Figure 4.4 Educational background of the respondents ...................................................................26 

 

 



I 

 

 

ABSTRACT  
 

The purpose of this study is to analyze the effect of Performance Management system on the 

employees' performance of Commercial Bank of Ethiopia. The study is guided by three research 

questions which seek to answers whether the existing performance management system of CBE 

affects the performance of CBE employees. From the total employees of the bank the researcher 

took employees work in four districts of Addis Ababa city as his total population to take a sample. 

This is because of the similarity in structure and system across branches and for the difficulty of 

collecting questionnaires on very remote and far location of branches. The study adopted an 

explanatory research design. The population of interest consisted of 252 staff members of 

Commercial Bank of Ethiopia. Out of which 54.37% are male and 45.63% are female 

respondents. Data was collected using structured questionnaires and the data was analyzed using 

the Statistical Package for Social Sciences (SPSS) into Regression analysis to the effect of the 

independent variable to the employee performance. The data was presented using tables. The 

major findings of this study is that the independent variables, which is setting objectives, 

feedback, coaching, appraisal and evaluation cascaded from the process of performance 

management system has significant effect on the performance of employees with p <0.01 and P< 

0.05. From the result multiple regression analysis setting objective, coaching, appraisal and 

evaluation of the Bank had positive effect on the performance of employees whereas feedback 

activities of the bank had negative effect on the performance of employees. From study the 

researcher concluded that the performance management system of the bank have positive effect 

but not on the intended level because the feedback giving activities of the bank had negative effect 

on employee performance and also the result of the appraisal and evaluation system of the Bank is 

not connected with reward and career development of the employees. The researcher 

recommended that, the system should have inputs from the staff members through setting out 

objectives, appraisal and evaluation systems of the bank. The result of the evaluation should be 

connected with the reward system of the bank and also the career development of the employees. 

 

Key Terms: Performance management system, Employee performance, Setting objective, 

Feedback, Coaching, Appraisal and Evaluation. 
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Chapter One 

 Introduction 

1.1 Background of the study  

Most of the organizations have used performance appraisal as compared to the performance 

management in which the focus is made in the comparison between the performance standards 

being made by the organization and the actual performance of the employees while no one 

actually compares the performance against the organizational objectives. Performance 

management is the continuous effort while we work in the organization for quality control, in 

quality based organization the objective of the performance is made on achievement or fulfillment 

of the goals rather than established standards. No doubt in performance management system 

which is actually the sub part of quality control having some performance standards but these 

performance standards are very much aligned with the organizational objectives(Mr. Sukanta 

Mishra,2015). 

Today, many organizations place strong emphasis on the adoption and usage of broad-spectrum 

performance management systems (PMS) as opposed to traditional financially focused systems. 

Demands and expectations of employees compared to the job they perform, the possibilities of 

progress, the ways of controlling their work, as well as compensation, become more and more 

determined and higher. The expectations of highly educated workforce and their satisfaction with 

the workplace and the assignments they fulfill is a very important factor of the success of the 

organization. At the same time, it is expected that the success of the organization changes along 

with the employee satisfaction; such is the example of generation X (Guest, 2002). 

Employees Performance Management system is a complete process, which is based on the 

workforce performance and the fulfillment of organizational objectives at all levels. The basic 

philosophy behind the performance management system is to developing the alignment between 

the organizational objectives, with the employees’ skills and capabilities, moreover it emphasize 

on the Development and improvement of the overall system. People mostly misperceive the 

performance management to the performance appraisal; in actual performance appraisal is judging 

the past performance while performance management system is an ongoing process to measuring 

the fulfillment of objectives (Alan Nankervis, 2004). 
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According to Chan and Lynn (1991), the organizational performance criteria should include 

profitability, productivity, marketing effectiveness, customer satisfaction, but also employee 

morale. In this perspective, employee performance is tightly related to organizational 

performance, effective and efficient employee performance will positively influence 

organizational performance. 

A performance management system rewards excellence. It helps to align employee achievements 

with the organizations objectives. Others maintain that to encourage knowledge sharing, 

organizations should design reward and recognition systems that stimulate sharing of all kinds: 

goals, tasks, vision as well as knowledge. This will help to bring cohesiveness between team 

members. One factor that contributes to an effective performance management system entails 

ensuring that the system focuses on performance variables as opposed to personal traits (Lawrie, 

2004). 

The outcomes of employee performance management are, among others, keeping the best 

employees, and identification of the worse workers. It is also emphasized that one of the 

significant outcomes and impacts of employee performance management is the level of employee 

satisfaction in organizations (Pauwe, 2004). 

In the modern world now days, the importance of high performing and motivated employees is 

very high on the performance of an organization. The traditional way of measuring employee 

performance maybe once or twice a year doesn’t bring the necessary result in motivating and 

stretching the expectation of the employees to escalate their performance accordingly. This 

research paper analyzes the effect of performance management system in the efficiency, 

effectiveness and productivity of employees' in the Commercial Bank of Ethiopia. 

1.2 Back ground of commercial Bank of Ethiopia  

Commercial Bank of Ethiopia is the leading bank in Ethiopia, established in 1942 and now the 

bank is leading African bank with assets of 311 billion Birr as on September 30th 2015. This bank 

is Pioneer to introduce modern banking to the country; it has more than 980 branches stretched 

across the country. It also plays a catalytic role in the economic progress & development of the 

country.  
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Commercial Bank of Ethiopia becomes the first bank in Ethiopia to introduce ATM service for 

local users and Currently CBE has more than 11 million account holders and the number of 

Mobile and Internet Banking users also reached more than 460,000 as of September 30, 2015. 

Active ATM card holders reached close to a million. It has strong correspondent relationship with 

more than 50 renowned foreign banks like Commerz Bank A.G., Royal Bank of Canada, City 

Bank, HSBC Bank (CBE, 2015). 

The bank also operates two branches in South Sudan, and planning to re-opening a branch in 

Djibouti, and planning to open new branches in Dubai and Washington, DC to serve the Ethiopian 

Diaspora. 

1.3 Statement of the Problem 
 

Performance management system has become the backbone of any organization specifically in 

competitive industries like banking, pharmacy etc. wherein increasing cut throat competition is 

new buzzword and survival of the fittest has become the realities of the day. Poaching has 

emerged as latest employee recruitment strategy specifically in the today scenario wherein the 

banks end up paying 200% more than the previous company (gupta, 2012).  

(Macky & Johnson, 2000) pressed that the importance of performance management system is on 

continuously improving organizational performance, and this is achieved by improved individual 

employee performance. Therefore, improving employee performance by using performance 

management system is away to improve organizational performance. 

On the other hand, the study on employee perception towards the new employee performance 

management system conducted on the commercial bank of Ethiopia by (kahen Abiy, 2014) has 

clearly pointed out that there were many indicators that there is a problem with the current 

performance management system that performance management system is not effectively 

communicated to all employees of the CBE. The same has been reflected by employees on 

different training and events organized by the CBE. With these in mind, the researcher assesses 

the effect of existing performance management system on the performance of employees' in the 

Commercial Bank of Ethiopia. 
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1.4 Research Questions 
 

From the above mentioned statement of the problem, the study attempts to address the following 

questions:-  

1. How effectively does CBE implemented performance management system? 

2. To what extent does the existing performance management system influence employee 

performance? 

3. To what extent participating employees in setting objectives, feedback, coaching activity, 

appraisal and evaluation  in organization will lead to better employee performance? 

1.5 Objective of the Study   

1.5.1 General Objective  
 

The main objective of this study was to analyze the effect of performance management system on 

the performance of employees in the Commercial Bank of Ethiopia. 

1.5.2 Specific Objective  
 

From the above general objective, the study had the following specific objectives. 

 To assess how the performance management system is implemented in CBE. 

 To investigate the effect of the existing performance management system on the 

performance of employees in the Commercial Bank of Ethiopia. 

 To investigate how participating employees in setting objectives in organization 

will lead to better employee performance. 

 To assess how collecting feedback lead to better employee performance. 

 To investigate how having coaching activity within company lead to better 

employee performance. 

 To investigate evaluating performance lead to better employee performance. 
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1.6 Research hypothesis 
 

For the purpose of analyzing the relationship between performance management system and 

employee performance, the following hypothesis have been proposed. 

H1: There is a cause and effect relationship between the existing performance management 

system and the performance of employees. 

H1a: Having set objectives in the company  affects employee performance positively; 

H1b: Collecting feedback in the company affects employee performance positively; 

H1c: Having coaching activity within company affects employee performance positively; 

H1d: Appraising employee performance affects employee performance positively; 

H1f: Evaluating performance affects  employee performance positively; 

1.7 Definition of Terms  
 

EP:-  could be defined as the record of outcomes achieved, for each job function, during a 

specified period of time. If viewed in this way, performance is represented as z distribution of 

outcomes achieved, and performance could be measured by using a variety of parameters which 

describe an employee's pattern of performance over time (Deadrick & Gardner, 1997). 

PM:- can be defined as a systematic process for improving organizational performance by 

developing the performance of individuals and teams. 

PMS: - Performance management system is an ongoing process that includes setting and aligning 

goals, coaching and developing employees, providing informal and formal feedback to 

performance linked to recognition and rewards (Aguinis, 2009).  

PA: -   The performance appraisal is a periodic event to reflect and evaluate past performance 

with the intent to identify strengths and weaknesses of an employee’s performance and to identify 

developmental goals. A performance appraisal is just one part of a performance management 

system (Mondy, 2008). 
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Strategy:-   A strategy is an integrated and coordinated set of commitments and actions designed 

to exploit core competencies and gain a competitive advantage  (Michael, et al., 2007) 

1.8 Significance of the Study  
 

Performance management system is one of the strategic issues for any organization that focuses 

on bringing significant change on performance and as CBE is one of these organizations, this 

research paper will provide invaluable ideas that could enable CBE to implement performance 

management system in the very effective way to bring most wanted change regarding to the 

employee productivity. 

The researcher presumes that this research paper contribute for the accumulation of knowledge in 

the study area. The preparation of this research paper helped the researcher to develop practical 

experience on how to undertake research and it also used as stepping stone for other researchers 

who would like to undertake research on similar and related area of study. 

1.9 Delimitation /Scope of the Study  
 

It is preferable to study the effectiveness of performance management system by taking larger 

sample size from diverse geographical area to bring the role of cultural differentiation in the 

effectiveness of employee satisfaction and commitment. But as the practice of PMS is new to 

Ethiopia and because of cost and time constraints', the scope of this study is by large limited to 

assessing the effect of CBE’s performance management system. Besides, the study will mainly 

focus on the effect of performance management system on employee performance but does not 

present in detail about literatures like reward management, employee motivation and other related 

issues. 

1.10 Limitation of the Study  
 

In our country’s organization context specifically in the Commercial Bank of Ethiopia much is not 

done on this topic. Since performance management system is the recent issue in the CBE, it is 

very difficult to get compiled data on the implementation phase and on its final result. 
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Time and finance also another limitation to the paper, because of the big size and scattered 

location of the company, it is difficult to take large sample size from different geographical area. 

So it is concentrated to one geographical area therefore it may not be generalized.   

As an Employee of CBE, my personal perception, feeling for the organization and my personal 

bias may affect the research. But the researcher, as much as possible, tries to mitigate these biases 

in order to come up with valid conclusion. 

1.11 Organization of the Paper 
 

This study organized in to five chapters. The first chapter is the introduction which includes 

background of the study, statement of the problem, objective of the study, research question, 

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

study. The second chapter is about literature review. The third chapter is the methodology of the 

research. The fourth chapter is research findings and results and the last chapter goes to the 

conclusion and recommendation. 
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CHAPTER TWO 

2. Literature Review 

2.1 Definition of Employee Performance  
 

Performance means both behaviors and results. Behaviors emanate from the performer and 

transform performance from abstraction to action. Not just the instruments for results, behaviors 

are also outcomes in their own right the product of mental and physical effort applied to tasks and 

can be judged apart from results (Armstrong, 2006). 

In the organizational context, performance is usually defined as the extent to which an 

organizational member contributes to achieving the goals of the organization. Employees are a 

primary source of competitive advantage in service-oriented organizations (Luthans & Stajkovic, 

1997). In addition, a commitment performance approach views employees as resources or assets, 

and values their voice. Employee performance plays an important role for organizational 

performance. 

From (Deadrick & Gardner, 1997) points, employee performance could be defined as the record 

of outcomes achieved, for each job function, during a specified period of time. If viewed in this 

way, performance is represented as z distribution of outcomes achieved, and performance could 

be measured by using a variety of parameters which describe an employee's pattern of 

performance over time. On the other hand, (Darden & Babin, 1994) said employee’s performance 

is a rating system used in many corporations to decide the abilities and output of an employee. 

Good employee performance has been linked with increased customer complaints and brand 

switching. To conclude, employee performance could be simply understood as the related 

activities expected of a worker and how well those activities were executed. Then, many business 

personnel directors assess the employee performance of each staff member on an annual or 

quarterly basis in order to help employees identify suggested areas for improvement.   

Employee performance is originally what an employee does or does not do. Performance of 

employees could include: quantity of output, quality of output, timeliness of output, presence at 

work, cooperativeness (Gungor, 2011).  
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2.2 The Concept of performance management  
 

Performance management can be defined as a systematic process for improving organizational 

performance by developing the performance of individuals and teams. It is a means of getting 

better results from the organization, teams and individuals by understanding and managing 

performance within an agreed framework of planned goals, standards and competence 

requirements. Processes exist for establishing shared understanding about what is to be achieved, 

and for managing and developing people in a way that increases the probability that it will be 

achieved in the short and longer term. It is owned and driven by line management (Armstrong, 

2006). 

2.3 Measures in Performance Management 
 
Performance measures should identify the population to be measured, the method of the 

measurement, and the data source and time period for the measurement (Andrew, et al., 2009). 

Each measure should also be: 

_ Objective                                                       _Traceable  

_  Accurate                                                             _ Easy to understand  

_ Cost-effective                                                     _Controllable by minimizing outside influences 

_ Useful                                                                  _Timely 

_ Motivating 

Performance measures are quantitative or qualitative ways to characterize and define performance. 

They provide a tool for organizations to manage progress towards achieving predetermined goals, 

defining key indicators of organizational performance and Customer satisfaction. Performance 

measurement is the process of assessing the progress made (actual) towards achieving the 

predetermined performance goals (baseline). Measurement is managed using output measures and 

outcome measures. Output measures are calculations of recorded activity or effort expressed 

quantitatively or qualitatively. Outcome measures are an assessment of the results of a program 

me compared to its intended purpose. 

 

Strategically goal setting, developing performance management system, individual accountability, 

rewards and recognition are some of the key elements for a quality performance management 

system. Beside this, a total quality process also focuses on the participation of all the stakeholders 



10 

 

of the organization including the management, employees, suppliers and customers (De Waal & 

Coevert, 2007) 

 

Employees’ performance depends on the effective performance management system (Buchner, 

2007). The employee must have knowledge about their job what they must have to perform in 

order to fulfill its job target. In every organization the developed performance elements tell what 

the employees really have to perform and the performance standards tell the employees that how 

effectively they must have to perform. The performance elements are the indicators which can 

vary from organization to organization; it can be productivity, effectiveness, and objectivity. 

While the standards include certain objectives for which to employees must have to achieve. 

Performance standards and elements should be such that which must be calculated, attainable, fair 

and challenging. 

 

Goals can only be achieved if both critical and noncritical elements are being properly 

communicated (Prince, 2006). At all the levels of the organization, there must be a system of 

measurement for measuring all the critical activities. Performance management is a continuous 

process in which the follow-up is being given after each and every activity is to perform and 

measure. 

2.4 Why Implement a Performance Management System? 
 

According to (Dr.Herman, 2005), there are six purposes why we implement performance 
management system : 

                                    1. Strategic Purpose  

                                    2. Administrative Purpose  

                                    3. Communication Purpose 

                                    4. Developmental Purpose 

                                    5. Organizational maintenance Purpose 

                                    6. Documentation Purpose 
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2.4.1 Strategic Purpose  
 

It links the organization’s goals with individual goals; the performance management system 

reinforces behaviors consistent with the attainment of organizational goals. performance 

management system  is used as a strategic tool to change organizations culture because senior management 

views encouraging key desired behaviors as critical to the company ’ s success in the marketplace  

(Cleveland & Murphy, 1998). 

2.4.2 Administrative Purpose  
 
Performance management systems are a source of valid and useful information for making 

administrative decisions about employees. Such administrative decisions include: 

 - Salary adjustments,  

- Promotions,  

- Employee retention or termination, 

-  Recognition of superior individual performance,  

- Identification of poor performers,  

- Layoffs, and merit increases. 

 

The implementation of reward systems based on information provided by the performance 

management system falls within the administrative purpose. If an organization does not have a 

good performance management system in place, administrative decisions are more likely to be 

based on personal preferences, politics, and otherwise biased decisions. 

2.4.3 Communication Purpose  
 
It allows employees to be informed about how  well they are doing, to receive information on 

specific areas that may need improvement, and to learn about the organization’s and the 

supervisor’s expectations and what aspects of work the supervisor believes are most important. 

2.4.4 Developmental Purpose  
 
It includes feedback, which allows managers to coach employees and help them improve 

performance on an ongoing basis. 
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2.4.5 Organizational maintenance Purpose  
 
It provides information about skills, abilities, promotional potential, and assignment histories of  

current employees to be used in workforce planning as well as assessing future training needs, 

evaluating performance achievements at the organizational level, and evaluating the effectiveness 

of human resource interventions (for example, whether employees perform at higher levels after 

participating in a training program). 

2.4.6 Documentation Purpose 
 
Performance data can be used to assess the predictive accuracy of newly proposed selection 

instrument (Cascio & Aguinis, 2008). Having compiled data on the performance of employees is 

very important to attach PMS with the reward system of the company. 

2.5 Stages of Performance Management system 
 

Performance management system is a “continuous process of identifying, measuring, and 

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

goals of the organization” (Aguinis, 2009). When a system is first implemented, the process 

follows the following stages:- 

(1) Pre - requisites,             (4) Performance assessment,                                                                                      

(2) Performance planning,    (5) Performance review, and 

(3) Performance execution,   (6) Performance renewal and reconstructing 

Stage 1: Prerequisites 

Before a performance management system is implemented there are two important prerequisites:-   

(1) Knowledge of the organization’s mission and strategic goals and  

(2) Knowledge of the job in question.  

Knowledge of the organization mission, strategic goals and job in question helps the organization 

to clearly define its purpose or reason for existing, where it wants to be in the future, the goals it 

wants to achieve, and the strategies it will use to attain these goals. Once the goals for the entire 
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organization have been established, similar goals cascade downward, with departments setting 

objectives to support. 

Stage 2: Performance Planning 

The performance planning stage has the goal for employees to have a thorough knowledge of the 

performance management system. In fact, at the beginning of each performance cycle, the 

supervisor and the employee meet to discuss, and agree on, what needs to be done and how it 

should be done. This performance planning discussion includes a consideration of  

(1) Results,  

(2), Behaviors, and  

(3) Development plan. 

In this stage the researcher tries to address how commercial bank of Ethiopia implement 

performance planning and also assess whether supervisors and employee discuss about the  

objectives and the mechanisms of achieving those objectives. It is very essential for both to agree 

on those objectives and mechanisms. 

 

Stage 3: Performance Execution 

In this stage of performance management system, the employee strives to produce the results and 

display the behaviors agreed on earlier as well as to work on development needs. The employee 

has primary responsibility and ownership of this process and the supervisor also needs to do his or 

her share of the work.  

 

Employee participation does not begin at the performance execution stage, however. As noted 

earlier, employees need to have active input in the development of the job descriptions, 

performance standards, and the creation of the rating form. In addition, at later stages, employees 

are active participants in the evaluation process in that they provide a self - assessment and the 

performance review interview is a two - way communication process.  

 

In this stage the researcher tries to address how employees effectively execute their work and how 

supervisors observe, document, gives updates, gives feedback, support with resources and 

encourage good performance for the employees to effectively execute their performance.     
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Stage 4: Performance Assessment  

After implementing and producing the desired results both employee and manager are responsible 

in assessing the results with the plan. This also includes an evaluation of the extent to which the 

goals stated in the development plan have been achieved. This is the stage of the performance 

management process that has received the greatest attention from I/O psychology researchers 

(Aguinis & Pierce, 2008). 

 

It is important that both the employee and the manager take ownership of the assessment process. 

The manager fills out his or her appraisal form, and the employee should also fill out his or her 

form. The discrepancy between these two views that is most likely to trigger development efforts, 

particularly when feedback from the supervisor is more negative than are employee self - 

evaluations.  

 

The inclusion of self - appraisals is also beneficial regarding important additional factors. Self - 

appraisals can reduce an employee’s defensiveness during an appraisal meeting and increase the 

employee’s satisfaction with the performance management system, as well as enhance perceptions 

of accuracy and fairness and therefore acceptance of the system (Shore, Adams, & Tashchian, 

1998). 

 

In this stage of the performance management system, the researcher tries to see whether 

employees manage to fill out his or her appraisal form and the manager or the supervisor should 

also fill out his or her form in the Commercial Bank of Ethiopia. 

 

Stage 5: Performance Review 

After self-appraisals is conducted by employees and supervisors. The next stage is reviewing the 

performance. That involves the meeting between the employee and the manager to review their 

assessments. This meeting is usually called the appraisal meeting or discussion. The appraisal 

meeting is important because it provides a formal setting in which the employee receives feedback 

on his or her performance. In spite of its importance in performance management, the appraisal 

meeting is often regarded as the “Achilles’ heel of the entire process” (Kikoski, 1999). This is 

because many managers are uncomfortable providing performance feedback, particularly when 

performance is deficient (Ghorpade & Chen, 1995).  
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In this stage of the performance management system, the researcher tries to see the effect of 

effectively undertaking performance review on the effective evaluation of employee’s 

performance in the Commercial Bank of Ethiopia. 

 

Stage 6: Performance Renewal and Re-contracting 

In this stage the insights and information gained from other stages are included and it is much 

identical to the performance planning component. The cycle is not over after the renewal and 

reconstructing stage. In fact, the process starts all over again: there needs to be a discussion of 

prerequisites, including the organization’s mission and strategic goals and the job’s KSAs. 

Because markets change, customers’ preferences and needs change, and products change, there is 

a need to continuously monitor the prerequisites so that performance planning, and all the 

subsequent stages, are consistent with the organization’s strategic objectives. Recall that, in the 

end, one of the main goals of any performance management system is to promote the achievement 

of organization - wide goals. Obviously, if managers and employees are not aware of these 

strategic goals, it is unlikely that the performance management system will be instrumental in 

accomplishing the strategic goals. 

 

Performance management system use objective and measurable criteria for assessing employee 

performance.CBE has implemented employee’s performance management system by using a 

“rates” in setting and clarifying employee expectations and promoting employee development.  It 

uses following parameters to measure their capabilities and skills: (CBE, 2015). 

 Employees have the skills, abilities and resources to do their jobs effectively. 

 Leaders have effective coaching and feedback skills. 

 Employees know what a good job “looks like.” 

 Managers set clear goals and objectives with their direct reports. 

 Employees feel that their development is a priority to their Supervisor. 

 Supervisors and Managers are held accountable for communicating work objectives to 

their employees. 

 Employees feel that good performance is treated differently than poor performance. 

 Employees feel and know that their work is meaningful and important. 

 Individual, team and division performance expectations are aligned. 

 Top management communicates and behaves as if employees are critically important 

to the organization’s success. 
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2.6 Aims of Performance Management system 
 

The aim of performance management system is to develop the capacity of people to meet and 

exceed expectations and to achieve their full potential to the benefit of themselves and the 

organization. Importantly, performance management is concerned with ensuring that the support 

and guidance people need to develop and improve are readily available (Armstrong, 2006). 

2.7 Performance Appraisal and Performance Management 
  
It is sometimes assumed that performance appraisal is the same thing as performance 

management. But there are significant differences. Performance appraisal can be defined as the 

formal assessment and rating of individuals by their managers at, usually, an annual review 

meeting. In contrast performance management is a continuous and much wider, more 

comprehensive and more natural process of management that clarifies mutual expectations, 

emphasizes the support role of managers who are expected to act as coaches rather than judges 

and focuses on the future.  

 

Performance appraisal has been discredited because too often it has been operated as a top-down 

and largely bureaucratic system owned by the HR department rather than by line managers. It was 

often backward looking, concentrating on what had gone wrong, rather than looking forward to 

future development needs. Performance appraisal schemes existed in isolation. There was little or 

no link between them and the needs of the business. Line managers have frequently rejected 

performance appraisal schemes as being time consuming and irrelevant. Employees have resented 

the superficial nature with which appraisals have been conducted by managers who lack the skills 

required, tend to be biased and are simply going through the motions. As Armstrong and Murlis 

assert, performance appraisal too often degenerated into ‘a dishonest annual ritual’. 

2.8 Empirical Review  
 

According to (zhang, 2012) conducted on the impact of performance management system on 

employee performance. The researcher used Kruskal-Wallis test and Ordered logit regression 
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analysis. The researcher concluded that setting mission and objectives in planning performance 

stage could impact negatively on employee performance. Coaching and communication between 

employees and supervisors also have positive relationship with employee performance. 

 

According to   (Amber & Mubashir, 2013) conducted on the impact of performance managment 

on the organizational performance : An analytical investigation of the business model of Mc 

Donalds. The researcher concluded that performance appraisal have positive relationship with 

employee performance because it is very important to recommend appropriate training and 

development session for the below average workers. This help the below average workers to 

improve their productivity in the long run.    

 

According to (Prakash & Thembinkosi, 2015) effectively implemented PMS would provide 

critical information that would allow an organization to make sound decisions regarding their 

people resources. Hence, there should be no room to compromise the use of a well-developed 

PMS to achieve the strategic plans of any organization. 

 

According to  (Munzhedzi, 2011) the research on Performance Managment system and improved 

productivity:A case of the department of local government and housing in the Limpopo province 

stressed that PMS has not contributed to the improvement of productivity of the DLGH in the 

Limpopo province concluded that  PMS plays significant role in the improvement of productivity 

but in this study PMS has not contributed to the improvement of productivity of the DLGH in the 

Limpopo province because of poor understanding of the PMS in the Department and setting of 

unrealistic performance targets which are unrealistic. 

2.9 Conceptual Framework 
 
(Macky ,k. & Johnson, G., 2000) pressed that the importance of performance management system 

is on continuously improving organizational performance, and this is achieved by improved 

individual employee performance. So effectively implemented performance management system 

improved individual performance. Performance management system has six stages. To maximize 

the benefit out of the system these stages must be followed. 
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2.9.1 Variables 
 

In this study, many variables is identified from literature review. These variables will be 

categorized into the stages of Performance management system; Pre-requisites, performance 

planning, performance execution, Performance assessment, Performance review and performance 

renewal and reconstructing.  

2.9.1.1 Independent variables 
 
In this study, the independent variable is the activities in performance management system. Each   

independent variables extracted from the stages of performance management system from the  

literature review and also the established relationship of these independent variables with 

employee performance.  

2.9.1.2 Dependent variables  
 
In a research, the dependent variable is the employee performance. From literature review, 

employee performance could be measured with each stages of performance management system.  

 

Independent Variable                                                                  Dependent Variable  

 

 

 

 

Figure 2.1:- Conceptual framework, Source: (zhang, 2012) 

Setting Objectives  
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The researcher tries to see the effect of those independent variables on the performance of 

employees in each stages of the performance management system. First the researcher investigates 

the effect of setting objective on the strategic objectives of CBE and its effect on the performance 

of employees. It also investigates the effect of feedback, coaching, appraisal and evaluation of the 

Bank in the performance of employees. Effectively implemented performance management 

system is well connected with the training and development needs of the employees as well as 

with the reward management. These factors are helping the company to improve the productivity 

of the under performers and motivating the above performers to give their best output for the 

company (Hassan, 2013). 
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Chapter Three 

Research Design and Methodology 

3.1 Introduction 
 

This chapter presents the research design and methodology. The chapter covers research design, 

Sampling method and Sampling size determination, data source and collection methods, data 

collection procedures and data analysis methods.  

3.2 Research Design 
 

Explanatory research is deeper in the sense that it describes phenomena and attempts to explain 

why behavior is the way it is. In other words, it enables us to understand the very nature of what 

we are actually looking at. This type of research aims at, for instance, explaining social relations 

or events, advancing knowledge about the structure, process and nature of social events, linking 

factors and elements of issues into general statements and building, testing or revising a theory. 

(Jhon, et al., 2007). In order to answer the research questions and the problems, the researcher 

used explanatory research design.  
 

This research is based on a study that used the quantitative method approach, Quantitative 

research involves studies that make use of statistical analyses to obtain their findings. Key features 

include formal and systematic measurement and the use of statistics. (Geoffrey, et al., 2005). The 

quantitative method is in the form of a questionnaire with  closed-ended questions. In order to 

answer the research questions and the problems, the researcher used regression analysis . Because 

this type of analysis helps the researcher to see the effect PMS in the performance of employees.  

3.3 Sampling method and Sampling size determination  

3.3.1 Sampling method  
 

The intention of the study is to assess the effect of current performance management system in the 

performance of employees. The researcher uses random sampling method in determining 
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sampling population that is selected from four districts in Addis Ababa. Random selection is a 

procedure through which a sample of participants is chosen from the population of interest in such 

a way that each member of the population has an equal probability of being selected to participate 

in the study (Kazdin, 1992). 

3.3.2 Sampling size determination 
 

In order to selecting the appropriate sample size, the researcher uses the formula of Laurentina P.  

(Laurentina & Melchor, 2006). As of September 2016, the total number of employees working in 

the Commercial Bank of Ethiopia is 22819(Twenty two thousand eight hundred nineteen) 

employees because of the scattered and dispersed location of the employees it very difficult to 

take the whole employees as a sample population. Because the bank had many branches in the 

remote area of the country where, there is no network. So, for the homogeneity and similarity of 

the bank's structure and for the convenience of the area to collect the questionnaire, the researcher 

by far limited the target population in to employees of four districts in Addis Ababa, which is 

7516 (seven thousand five hundred sixteen) work at branches organized under the four districts.  

Ss = NZ + [ Se2(1-p)] 
       NSe +[Z2P(1-P)] 
 
Where Ss = Sample size  
 
            N= Total population                                                    N = 7516 
 
            Z = Confidence level                                                   Z = 99 % = 2.58 from Z table  
 
            Se = Sampling error                                                    Se = 1% = 0.01 
  
            P = Largest possible proportion                                   P = 0.5 
 
Ss = 7516x2.58+[0.012(1-0.5)] = 252.4114 approximately 252 
       7516x0.01+[2.5820.5(1-0.5)] 

3.4 Data source and Methods of data collection  
 

In order to answer the research questions, both primary and secondary data is used for this study. 

The primary data includes the data to be gathered through closed ended questionnaires and 

unpublished internal bank’s report. The secondary data were gathered from journal documents and 

the Website of the Bank. 
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3.5 Procedure of Data collection 
 

First the researcher prepares the appropriate questionnaire keeping the personal profiles of the one 

who files the questioner and then distributes the question to the sample employees. After 

effectively collecting the information, the researcher insert, analyze and summarize with SPSS 

version 20 and put it either in table and graph form and the major findings of the study is 

identified and interpreted taking in to account the theoretical perspective and based on that 

conclusions drawn and feasible recommendations forwarded. 

3.6 Method of Data analysis 
 

As the researcher explained before, the collection of data and method of analysis are based on 

inferential statics method. Inferential statistics allow the researcher to examine causal 

relationships. In many cases, inferential statistics allow researchers to go beyond the parameters of 

their study sample and draw conclusions about the population from which the sample was drawn 

(Geoffrey, et al., 2005). To see the effect of PMS on the employee performance of Commercial 

Bank of Ethiopia regression analysis were conducted. 

3.7 Instrument Validity and Reliability  
 

As (Geoffrey, et al., 2005) stated that, validity highlights the need to eliminate or minimize the 

effects of extraneous influences, variables, and explanations that might detract from a study’s 

ultimate findings.. By saying this so, the researcher discussed with the advisor about the 

questionnaires to check the questionnaires represent the relationship between dependent and 

independent variable before it had been distributed. The researcher provided explanations 

concerning on the questions to the respondents before they had given answer for it. This conforms 

the reliability of the available data.  
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CHAPTER FOUR 

4.0 RESULTS AND FINDINGS  

4.1 Introduction  
 

This Chapter presents the demographic characteristics of the respondents and the research findings 

from the study. It analyses the data systematically focusing on the study objective: effect of the 

performance management system on employee performance. 

 

Response Rate  

Data was collected by the use of structured questionnaires, and analysis done using SPSS version 

20. Questionnaires were sent to all 252 staff members of four districts in Addis Ababa. Only 240 

responded but for the validity of the research, the researcher distributed and collected the twelve 

questionnaires from other employees. This translated to 100 % response rate which is satisfactory. 

4.2 Demographic Information of Respondents  
 

In this section, the general background of the respondents of the study is summarized by focusing 

their gender, age group, educational status, and years of service and category of position 

classification.  
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Figure 4.1 place of assignment of respondents 
From the Figure 4.1 we see the category of position classification the larger share of the 

respondents goes to Customer Service Officer which is (41.67%), Senior Customer Service 

Officer, Accounts (9.127%), Senior Customer Service Officer, Cash (7.143%), Customer Service 

Manager (23.81%), Branch Manager (3.968%) and Customer Relationship Officer (14.29%) 

respectively. The category of the position is not proportionate because  the structure of the bank 

had many Customer Service Officers than other job category. 

 

 
 

Figure 4.2 Respondent Gender   

Figure 4.2 shows that the total no. of questionnaire administered was Two Hundred Fifty Two. 

One Hundred Fifteen of the respondents were female and the remaining one hundred thirty seven 

respondents was male. Among the total respondents i.e. 252, 137 (54.37%) of them were male and 

the remaining 115 (45.63%) were female. This shows that the number of female respondent is 

almost as equal as the number of male respondents. The researcher almost gives equal opportunity 

to both female and male respondents. 
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Table 4.1 Age of the respondent 

Age of the respondent 
 Frequenc

y 

Percent Valid Percent Cumulative 

Percent 

Valid 

18-25 years 15 6.0 6.0 6.0 

26-35 years 156 61.9 61.9 67.9 

36-45 years 78 31.0 31.0 98.8 

above 45 

years 
3 1.2 1.2 100.0 

Total 252 100.0 100.0  
 

From the table 4.2 the age group of the respondents, the larger portion of the respondents that is 

156 (61.9%) falls within the age group of 26 to 35. Age group from 36 to 45 and 18 to 25 hold 78 

(31.0%) and 15 (6.0%) number of respondents respectively. Respondents of age group 45 and 

above contain the least number of respondents, which are 3 (1.2%). From this we can say that 

60% and more of the questioners are filled with more younger, energetic and productive 

manpower that can be able to transform the mission and vision of the organization into reality. 

Figure 4.3 work experience of the respondent 
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Based on the data collected through questionnaire, the large portion of respondents 155(61.5 %) 

fall within the range of four to six years of service in CBE, the second highest percent 52 (20.6%) 

of the respondents fall between the range seven to nine years of experience, 28 (11.1%) 

respondents have nine and above years of experience and the rest 17 (6.7%) respondents from the 

sample size have an experience of one to three years. It is the researcher believes that these 

combinations of the respondents were good enough in finding the accurate information because 

the majority of respondents have four to six years and seven to nine years of experience in CBE. 

In general the above table which is work experience of the respondents shows that the study is 

represented by those who are qualified in understanding the questionnaire as well as the subject 

matter, most of them are at their younger age which helps them to respond their true feeling 

without fear of losing their job and those who have an experience of more than three years in 

CBE. Again this helps them to understand the practice of performance management system which 

was implemented in CBE. The researcher belief that the study is well represented by the 

respondents which helps to get the opinion of all which assures the accurate data have been 

secured from the respondents of the sample size. 

Figure 4.4 Educational background of the respondents 
 

 
 
From Figure 4.4 educational status of the respondents, staffs who are degree graduates have the 

largest portion which is around 236 (93.65%), among the total respondents, 16 (6.349%) of them 
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have college diploma.  From the above table we can see that no one from the selected respondents 

have PHD but From the fact that almost all of the respondents have BA/BSC in different levels it 

is believed that they can easily understand the questionnaire as desired by the researcher.  

Table 4.2 Frequency table for employee perception towards participating in Setting 
Objectives  
 

Statement 

Level of Perception 
Strongly 
disagree 

% 

Disagree 
% 

Neutral 
% 

Agree 
% 

Strongly 
agree % 

Setting Goals           
Managers set clear goals with their 
direct reports 8 6.7 18.7 65.9 7.9 

Employees clearly know the purpose 
and process of Performance 
management system. 

19 52.8 25.8 0.4 2 

The PMS was developed with inputs 
from the staff throughout the 
department and branch. 

4 94.4 3.2 0 2 

Performance goals are mutually 
developed and have specific time 
frames 

2.8 71 4 17.1 5.2 

Relevant performance expectations are 
set between supervisor and employee 0.4 75.8 4.4 17.1 2.4 

Employees know their work is 
important in the performance of  the 
organization 

0.4 65.9 11.9 19 2.8 

 

As it can be seen in the table 4.2, the respondents (8%) said “strongly disagree” and 6.7% of them 

said “Disagree”, 18.7%  “Neutral” and also 65.9% said “ agree “ and 7.9% of them said “strongly 

disagree”, about survey statement of “Managers set clear goals  with their direct reports”, 

From this the researcher concluded that more of the respondents feels that there is  clear goals. 

Concerning the second statement survey of “All employees clearly know the purpose and 

process of Performance management system”, 19% of the respondents said “strongly disagree” 

and 52.8% of them said “Disagree”, 25.8% “Neutral” in addition, the respondents (0.4% and 2%) 

said “agree” and “strongly agree” respectively, more than half of the respondents assured that 

there is clarity problem in the purpose and process of performance management system. The 

response was also given for the survey statement of “The PMS was developed with inputs from 
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the staff throughout the department and branch”, with 94.4% of the respondents said 

“disagree” and 4% of the respondents said “strongly disagree”, almost all of the respondents 

assured that PMS was developed without their inputs. The response which have been given to the 

survey statement, “Performance goals are mutually developed and have specific time 

frames”, informs that, the respondents (71%) said “disagree” and 2.8% of them said “strongly 

disagree” , From this the researcher concluded that, more than half of the respondents agree that 

performance goals are not mutually developed.  

The response on the survey statement “Relevant performance expectations are set between 

supervisor and employee”, with 75.8% of the respondents said “disagree” and whereas, 0.4% 

and 17.1% of them said “strongly disagree” and “agree” respectively, to conclude, Significant 

level of the respondents confirmed that , the relevant performance expectations are not set 

between supervisor and employee. The response on the survey statement “Employees know their 

work is important in the performance of  the organization”, 65.9% of the respondent said 

“disagree”, from this the researcher concluded that more than half of the respondents did not know 

the importance of their work. 

Table 4.3 Frequency of Employee perception towards the Feedback activities of the Bank  
 

Statement 

Level of Perception 
Strongly 
disagree 

% 

Disagree 
% 

Neutral 
% 

Agree 
% 

Strongly 
agree % 

Feedback 
          

Supervisors are well informed about my 
work 8.3 46.4 30.6 14.7 0 

Supervisors are reasonable expectations 
from my work 4.8 55.6 4.4 35.3 0 

My supervisor discusses regularly my job 
performance with me 4.8 52 0 43.3 0 

My supervisor recognizes me when I do a 
good job 4 73.8 7.9 14.3 0 

I am given clear instruction and 
objectives  4.8 61.9 21.8 11.5 0 

My supervisors  gives me fair feedback 1.6 63.5 7.1 27.8 0 
I clearly understand my supervisors 
comments and opinion during the 
feedback 

7.1 58.3 11.9 22.6 0 
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 I am satisfied from the relationship with 
my supervisor 3.6 63.5 15.1 17.9 0 

Supervisors set guide line for improving 
feedback during performance review. 3.6 44 33.7 18.7 0 

Supervisors provide continuous, timely 
and constructive feedback to 
subordinates. 

7.9 59.5 28.6 4 0 

 

From the table 4.3, the responses of survey statement “Supervisors is well informed about my 

work ” (46.4%) said “disagree” and 30.6% of them said “Neutral” 14.7%  “agree” and also 65.9% 

said “ agree “ and 8.3% of them said “strongly disagree”, From this the researcher concluded that, 

54.7 % of the respondents assured that supervisors are not informed about their work. The 

responses of survey statements of “Supervisors has reasonable expectations from my work”, 

“My supervisor discuss regularly my job performance with me” , “My supervisor recognizes 

me when I do a good job” , “I am given clear instruction and objectives”, “I clearly 

understand my supervisors comments and opinion during the feedback”, “I am satisfied 

from the relationship with my supervisor” and “Supervisors provide continuous, timely and 

constructive feedback to subordinates”, more than half of the respondents in the above 

statements answered as disagree. They feel that feedback system of the bank had negative 

implications. Apart from this the result of survey statement , “Supervisors set guide line for 

improving feedback during performance review, 44% “Disagree”, 3.6 % “strongly disagree” 

,33.7% which is significant amount goes to “Neutral” and 18.7% “agree” , from this result the 

researcher concluded that most of the respondents select Disagree and Neutral. 

Table 4.4 Frequency table of the Employee perception towards the Coaching activity of the 
Bank 

  

Statement 

Level of Perception 
Strongly 
disagree 

% 

Disagree 
% 

Neutral 
% 

Agree 
% 

Strongly 
agree % 

Coaching           
The coaching gives you support in the 
areas you needed most. 0.4 84.1 12.3 2.8 0.4 

Your Supervisor know your work better 
than you 32.5 15.9 24.6 25.8 1.2 

The coaching conversations enhanced my 
level of resolving matters. 1.2 9.5 38.5 49.6 1.2 
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Self Development coaching led me to 
being responsible for my actions 8.3 0 14.3 75.8 1.6 

The coaching was a tool for my skills 
personal development and performance 0.8 21.4 6.7 69 2 

The coaching helped to address my 
personal performance gaps 0 24.6 3.6 71 0.8 

The coaching helped to address my work 
performance challenges 2.8 17.9 5.2 72.2 2 

The coaching made me understand 
expected deliverables for enhanced 
performance 

0 17.1 5.6 76.6 0.8 

I attend a self development coaching 
program  every year 0 90.9 2.4 6.7 0 

 

Beside from the survey statement “The coaching gives you support in the areas you needed 

most ”, and I attend a self development coaching program  every year”, 84.1% and 90.9% 

respectively select “Disagree” unlike the rest of the survey statement, more than 50% of the 

respondents agree that the coaching activity of the company has positive implications.  

Table 4.5 Frequency table of Employee perception towards the appraisal system of the Bank 
 

Statement 

Level of Perception 
Strongly 
disagree 

% 

Disagree 
% 

Neutral 
% 

Agree 
% 

Strongly 
agree % 

Appraisal           
I clearly understand the purpose of 
performance appraisal 0 1.2 4.4 94 0.4 

My supervisor is honest and fair in my 
performance review 0 31.7 13.9 54.4 0 

Performance appraisal reflects my 
performance objectively 0 31.7 2.8 65.5 0 

Performance appraisal makes me better 
understand what I should be doing 0 92.5 0.4 6.7 0.4 

Performance appraisal process helps 
supervisor to manage people better 0 38.9 1.2 59.5 0.4 

Performance appraisal process 
encourages co-operation & team spirit 1.2 90.1 0.4 8.3 0 

Performance appraisal influences 
positively individual performance 0 8.7 42.5 48.8 0 
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The performance appraisal system is 
effective in promoting quality work 0 28.6 2.4 68.7 0.4 

Employee is clear about how their 
performance is to be measured. 0 38.9 1.2 59.5 0.4 

Employees consider performance 
standards attainable 0 51.2 13.1 35.7 0 

The PMS will result in fair Performance 
appraisal of staff members. 0 15.1 25.4 59.5 0 

The PMS is better than previous appraisal 
system that the branch had been 
previously implementing 

1.2 1.6 52.4 44.4 0.4 

There is a  progress upon the 
implementation of Performance 
management system on employee 
performance  

0 3.6 1.2 94.8 0.4 

 

 

From the table 4.5 ,the survey statement “Performance appraisal makes me better understand 
what I should be doing ”,  “Performance appraisal process encourages co-operation & team 
spirit”, and “Employees consider performance standards attainable”, 
92.5%,90.1%,8.7%,51.2% and 1.6% respectively select “Disagree”, from the above listed 
statements, Performance appraisal influences positively individual performance, 42.5%  
“Neutral” ,48.8% “agree” , “The PMS is better than previous appraisal system that the 
branch had been previously implementing” 52.4 % “Neutral” ,44.4% “agree” ,more than 50% 
of  the response percentage of the rest survey statements goes to “agree” that the appraisal system 
of the bank has positive implications.  

Table 4.6 Frequency table for the Employee perception towards Evaluation of the Bank  
 

Statement 

Level of Perception 
Strongly 
disagree 

% 

Disagree 
% 

Neutral 
% 

Agree 
% 

Strongly 
agree % 

Evaluation           
In my opinion , the performance 
evaluation form used to evaluate my 
performance is capable of distinguishing 
effective performers from ineffective 
performers 

3.6 67.5 4.4 24.2 0.4 

I have ways to appeal a performance 
rating that I think is biased or inaccurate  1.2 74.6 4 20.2 0 

My rater is not influenced by his/her 
personal linking and dislike when 
evaluating my performance  

1.2 71.4 6 21.4 0 
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My rater evaluates my performance based 
on my accomplishment and achievement  1.2 71.4 6 21.4 0 

In my recent evaluation, my rater gave 
me a fair assessment compared to by co-
workers 

4 56.3 2.4 37.3 0 

Performance management is completely 
measurable and fair comparing with 
previous one  

0.1 77 20.6 1.6 0.4 

Senior management demonstrates that 
they take performance reviews seriously. 2.4 81 14.7 1.6 0.4 

Performance is measured against the 
factors previously agreed upon 1.6 63.1 9.1 25.8 0.4 

Effective personal recognition is provided 
during review meeting  1.6 66.7 29.8 1.6 0.4 

 

More than 55 % of the respondents from all survey statements select “Disagree”, from this the 

researcher concluded that respondents have negative feeling about the evaluation system of the 

Bank. About 37.3 % of the respondents feel that their supervisor rates them fairly compared to 

their coworkers. 24.2 % of the respondents feel that the performance evaluation form used to 

evaluate their performance is capable of distinguishing effective performers from ineffective 

performers. From the total respondents around 25.8 % of them feel that their Performance is 

measured against the factors they previously agreed upon. 

Table 4.7 Frequency table of the Employee perception towards their Performance  
 

Statement 

Level of Perception 
Strongly 
disagree 

% 

Disagree 
% 

Neutral 
% 

Agree 
% 

Strongly 
agree % 

Employee performance           
The company encourages employees to 
work to the best of their abilities 1.2 4.4 32.9 61.1 0.4 

The company is able to maximize 
employee potential  0.4 38.1 3.2 58.3 0 

My job enables me to make use of my 
skills and abilities  1.2 58.3 33.3 7.1 0 

I get a sense of personal accomplishment 
from my work  1.2 88.5 1.6 8.7 0 
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I know how the company measures my 
performance  1.6 35.7 4.4 58.3 0 

I am held accountable for achieving 
specific results   1.2 83.3 4 11.5 0 

Non-performing employees are held 
accountable  1.2 85.7 2 11.1 0 

Pay decisions are linked to performance 
achievements 30.6 57.9 3.6 7.9 0 

Positive and negative financial and non 
financial consequences of performance ( 
e.g. salary adjustments, recognition) are 
utilized Effectively 

30.6 57.9 3.2 7.9 0.4 

PMS establishes a clear connection 
between Performance and Rewards. 48.8 32.9 6 11.9 0.4 

Knowing my objective helped me to 
concentrate on my work and hence better 
performance 

1.6 6.3 1.6 90.1 0.4 

The feedback helped me to continuously  
improve my mistakes 1.2 6.3 32.9 59.1 0.4 

The coaching improved my time 
management skills thus high schedule 
adherence 

3.2 4.4 32.9 59.1 0.4 

The performance management system of 
the company   improved my work 
performance  

2.8 4.4 33.3 59.1 0.4 

My career opportunities are much better 
due to my improved work performance 3.2 90.5 4.8 0.8 0.8 

 

The percentage  response result of survey statements, “The company encourages employees to 

work to the best of their abilities”, “The company is able to maximize employee potential”, I 

know how the company measures my performance”, “Knowing my objective helped me to 

concentrate on my work and hence better performance”, “The feedback helped me to 

continuously  improve my mistakes”, “The coaching improved my time management skills 

thus high schedule adherence” and “The performance management system of the company   

improved my work performance” for those statements more than half of the respondent select  

“agree” that the company encourages employees and maximizes employee potential and the 

coaching activities of the Bank has positive implication on their performance. When we see the 

percentage response rate of the rest of statements, it shows us that more than 50% of the 

respondents responded “Disagree”. 58.3 % of the respondents feels that, their jobs are not capable 

of use their skills and abilities and 88.5% of them feels that they didn’t get a sense of personal 
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accomplishment. From the total respondents 83.3 % of the respondents feel that they are not held 

accountable for the deeds and results. 

4.3 Internal consistency of the scale 
 
The Cronbach’s Alpha has been used to measure the internal consistency of the scale in this 

research for the estimation of the consistency of the individual respond to items within the scale. 

(Nunnally, 1978) Found that a scale of 0.7 that was widely accepted as consistent and reliable in 

social science research.  

Table 4.8 Cronbche`s Alpha for reliability of PMS questionnaires delivered to the 
respondents. 

 
 

Reliability Statistics 
Cronbach's 

Alpha 

Cronbach's Alpha Based 

on Standardized Items 

N of 

Items 

.922 .917 62 

 
Initially, the overall internal consistency of 62 items was tested and the result showed the high 

Alpha value (α=0.917). Thus, it concluded that the questionnaire was reliable and consistent, 

because the Alpha value greater than 0.70. 

Table 4.9 Model Summary 
 

Model Summary 
Mode R R Square Adjusted R 

Square 

Std. Error of 

the Estimate 

1 .737a .543 .533 .418 

a. Predictors: (Constant), evaluation, coaching, appraisal,  
feedback,  setting_obj 
b. Dependent Variable: empl_performance 
 
The result from data obtained is a major contribution to existing body of knowledge on this 

subject matter. Performance management system is positively related to employee’s performance 

because of its high correlation value (R) which is 0.737 (73.7%). The result reveals a high degree 
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of dependence of employee’s performance on organizations performance management system. R2 

is the coefficient of determination of the two variables which shows the percentage of total 

variation of the dependent variable explained by the independent variable. The analysis shows, R2 

= 0.533 (53.3%), which is a moderate coefficient and clearly implies that 53.3 % variation in 

employees performance are explained by changes or the nature of performance management 

system implemented in the organization. The remaining 46.7 % variation is explained by 

stochastic error term (e) meaning that 46.7 % of changes in (EP) changes are explained by factors 

that are not explained in the model.  

Table 4.10 ANOVA F test 
ANOVA 

Model Sum of Squares df Mean Square F Sig. 

1 

Regression 51.078 5 10.216 58.403 .000b 

Residual 43.029 246 .175   

Total 94.107 251    

a. Dependent Variable: employee performance 
b. Predictors: (Constant), evaluation, coaching, appraisal, feedback, setting 
objectives 
  
Table 4.10 the ANOVA table shows that the overall multiple linear regression model is significant 

p=0.00,this  implies that the model describe the effect of performance management system on the 

employees' performance of Commercial Bank of Ethiopia.
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4.4 Result of the Pearson Correlation Analysis (PCA) 

Table 4.11Correlations of variables  
Correlations 

 setting_obj feedback coaching Appraisal evaluation empl_perfo
rmance 

setting_obj 

Pearson 
Correlation 

1      

Sig. (2-
tailed) 

 
     

N 252      

feedback 

Pearson 
Correlation .170** 1     

Sig. (2-
tailed) 

.007 
 

    

N 252 252     

coaching 

Pearson 
Correlation -.225** .002 1    

Sig. (2-
tailed) 

.000 .977 
 

   

N 252 252 252    

appraisal 

Pearson 
Correlation .461** .347** -.114 1   

Sig. (2-
tailed) 

.000 .000 .072 
 

  

N 252 252 252 252   

evaluation 

Pearson 
Correlation .371** .444** -.186** .380** 1  

Sig. (2-
tailed) 

.000 .000 .003 .000 
 

 

N 252 252 252 252 252  

empl_performanc
e 

Pearson 
Correlation .630** -.043 .149* .353** .244** 1 

Sig. (2-
tailed) 

.000 .496 .018 .000 .000 
 

N 252 252 252 252 252 252 
**. Correlation is significant at the 0.01 level (2-tailed). 
*. Correlation is significant at the 0.05 level (2-tailed). 

 



37 

 

 
Firstly, referring to table 4.11 the Pearson Correlation Analysis (PCA) evaluated the employee 

performance with the setting objective, feedback, coaching, appraisal and evaluation and found 

setting objective, appraisal and evaluation have strong correlation with employee performance   

with a p value 0.001 and with a Pearson R value of 0.630, 0.353 and 0.244 respectively. Setting 

objective, appraisal and evaluation was a significant predictor of EP. Each component of the 

employee performance had a significant proportion of its variance explained by setting objective, 

appraisal and evaluation.  

4.5 Results of Multiple Regressions 
 

Correlation and multiple regression analyses were conducted to examine the effect of setting 

objective, feedback, coaching, appraisal and evaluation on employee performance. The multiple 

regression model used to predict the employee performance will be, 

                          Employee performance = B0 + B1SO + B2FB + B3CO + B4AP+ B5EV+E 

Table 4.12 Coefficients and Collinearity Statistics  
 

Coefficients 

Model Unstandardized 
Coefficients 

Standardized 
Coefficients 

t Sig. Collinearity 
Statistics 

B Std. Error Beta Tolerance VIF 

1 

(Constant) .116 .186  .624 .533   

setting_obj .488 .039 .636 12.518 .000 .719 1.390 
feedback -.204 .039 -.259 -5.211 .000 .753 1.328 
coaching .243 .033 .333 7.446 .000 .928 1.078 
appraisal .105 .040 .137 2.659 .008 .698 1.433 
evaluation .098 .038 .133 2.554 .011 .684 1.462 

a. Dependent Variable: empl_performance 
 
Table 4.12 shows that employee performance is positively associated with SO (.488), CO (.243), 

AP (0.105) and EV (0.098). Meanwhile, Feedback (-.204) is negatively associated with 

employee performance. The multiple regression model with all five predictors produced R2 = 
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.533, F= 58.40, p = 0.000. Since the p-value is less than α=.05, we can conclude that some of the 

predictors did contribute to the multiple regression model.  

The multiple regression model with all five predictors produced R2 = .533, F= 58.40, p < .001.  

Therefore, the final model for the multiple regressions is, 

 
Employee performance = 0.116 + .488SO - .204FD+ .243CO+0.105AP+0.098EV+E 
 
B0: not analyzed (generally, it is the mean for the response when all of the independent 

Variables (x) take on the value 0.), employee performance be 0.116. 

Involvements  of employees in setting objectives in Commercial Bank of Ethiopia have  positive 

significant effect on employee performance B1 = 0.488 with P =0.000, the existing feedback 

activities of the company had negative significant effect on the performance of employees B2= -

0.204 with p = 0.000 and finally the performance appraisal and evaluation system of the 

company have significant effect on the performance of employees with B3= 0.105, B4= 0.098 

with p < 0.01 and P < 0.05 respectively. From the result of multiple regression analysis presented 

in table 4.5.1, the researcher concluded that participation of employees in setting out their 

objective has stronger effect on employee performance than the other independent variables. 

 

So far the researcher analyzes the combined effect of independent variables, which is cascaded 

down from the stage of performance management system with employee performance. Next, the 

researcher test the relationship between employee performance and each independent variable 

either to confirm or to reject the hypothesis. Finally the researcher analyzes the relationship 

between employee performance and performance management system as a complete system the 

reason why the researcher analyzes the effect of each independent variable and performance 

management system as a system to employee performance is to test and understand the strong 

relationship between each independent variable individually with employee performance. 

4.6 Summary of Hypothesis test result  
 

H1: There is a cause and effect relationship between the existing performance management 

system and the performance of employees. 
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In order to test the above hypothesis the researcher creates a new variable named PMS that 

includes all activities of performance management system. The reason why the researcher does 

this test is to figure out how performance management system influences employee performance 

as a system, 

Table 4.13: The cause and effect  relationship between performance 

management system and employee performance  

 
Coefficients 

Model Unstandardized 
Coefficients 

Standardized 
Coefficients 

t Sig. 

B Std. Error Beta 

1 
(Constant) 1.538 .118  13.085 .000 
PMS .254 .041 .363 6.151 .000 

a. Dependent Variable: employee performance 
b. Predictors: (constant), Performance Management  System 

 
From table 4.13 shows that performance management system of the Bank as a system has an 

significant relationship with employee performance (B= 0.254, p-value=0.000). 

H1a: Having set objectives in the company  affects employee performance positively; 

Table 4.14: The cause and effect  relationship between setting objective and employee 
performance  

 

Coefficients 
Model Unstandardized 

Coefficients 
Standardized 
Coefficients 

t Sig. 

B Std. Error Beta 

1 
(Constant) 1.064 .095  11.139 .000 
setting_obj .483 .038 .630 12.826 .000 

a. Dependent Variable: employee performance 
b. Predictors : (constant), Setting objectives  

 



40 

 

From the table 4.14, employee participation in setting objectives have significant relationship 

with employee performance with (b= 0.483, P = 0.000), which is below 0.05 or 0.001. It has 

stronger significance relationship with employee performance than other independent variables. 

 

H1b: Collecting feedback in the company affects employee performance positively; 

Table 4.15: The cause and effect relationship between feedback and employee performance 
 

Coefficients 
Model Unstandardized 

Coefficients 
Standardized 
Coefficients 

t Sig. 

B Std. Error Beta 

1 
(Constant) 2.312 .132  17.576 .000 

feedback -.034 .050 -.043 -.681 .496 
a. Dependent Variable: employee performance 
b. Predictors: (constant), feedback 

 
From the Table 4.15 It is clear that feedback activities of the Bank has an insignificant 

relationship with employee performance when compares with control variables (b= -0.037, p-

value=0.496>0.05).                                                                                                                                                           

H1c: Having coaching activity within company affects employee performance positively; 

Table 4.16: The cause and effect relationship between coaching and employee 
performance 

Coefficients 

Model Unstandardized 
Coefficients 

Standardize
d 

Coefficients 

t Sig. 

B Std. Error Beta 

1 
(Constant) 1.841 .166  11.085 .000 
coaching .109 .046 .149 2.386 .018 

a. Dependent Variable: empl_performance 
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From the Table 4.16, the coaching activity of the Bank influences employee performance 

positively (b=-0.109, P= 0.018), which is significant for P < 0.05.  

H1d: Appraising employee performance affects employee performance positively; 

Table 4.17 the cause and effect  relationship between appraisal and employee performance 
 

Coefficients 

Model Unstandardized 
Coefficients 

Standardized 
Coefficients 

t Sig. 

B Std. Error Beta 

1 
(Constant) 1.329 .155  8.598 .000 
appraisal .271 .045 .353 5.975 .000 

a. Dependent Variable: empl_performance 
 

From the table 4.17 appraisal of employees performance of the Bank influences employee 

performance positively (b=0.271, P = 0.000).  
H1f: Evaluating performance affects  employee performance positively; 

Table 4.18: The cause and effect relationship between evaluation and employee 
performance 

 
Coefficients 

Model Unstandardized 
Coefficients 

Standardized 
Coefficients 

t Sig. 

B Std. Error Beta 

1 
(Constant) 1.784 .117  15.216 .000 
evaluation .179 .045 .244 3.981 .000 

a. Dependent Variable: empl_performance 
 
From the table 4.18 evaluation system of the Bank influences employee performance positively 

(b=0.179, P=0.000).  
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Table 4.19 Summary of Hypothesis Test Result  
 

Hypothesis Test Result 
Reject and 

accept the Null 
hypothesis 

Implications 

H1:There is a cause and effect 
relationship between the existing 
performance management system and the 
performance of employees. 

 

Unstandardized 
Coefficients (B=0.254, 

p=0.000), P< 0.01 

Reject  

This implies that 
performance 
management system as a 
system has positive 
effect on employee 
performance 

H1a: Having set objectives in the 
company  affects employee performance 
positively; 

 

Unstandardized 
Coefficients (B=0.483, 

p=0.000), P< 0.01 
Reject 

This implies that set 
objectives had positive 
effect on employee 
performance other 
things held constant 

H1b: Collecting feedback in the 
company affects employee performance 
positively; 

 

Unstandardized 
Coefficients (B=0.-
0.034, p=0.496), P> 

0.01 

Accept  

This implies that 
feedback had 
insignificant relationship 
between on employee 
performance other 
things held constant 

H1c: Having coaching activity within 
company affects employee performance 
positively; 

 

Unstandardized 
Coefficients (B=0.109, 

p=0.000), P< 0.01 

Reject  

This implies that 
coaching activity had 
positive effect on 
employee performance 
other things held 
constant 

H1d: Appraising employee performance 
affects employee performance positively; 

 

Unstandardized 
Coefficients (B=0.271, 

p=0.000), P< 0.01 
Reject  

This implies that 
appraising had positive 
effect on employee 
performance other 
things held constant 

H1f: Evaluating performance affects  
employee performance positively; 

 

Unstandardized 
Coefficients (B=0.179, 

p=0.000), P< 0.01 
Reject  

This implies that 
evaluating had positive 
effect on employee 
performance other 
things held constant 
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 4.7 Discussions 
 

The aim of this study was to analyze the effect of Performance Management System on the 

Performance of Employees in the Commercial Bank of Ethiopia. The result of correlation and 

regression analysis shows that setting objective, coaching, Appraisal and evaluation has positive 

effect on the employee performance but feedback has negative effect on the performance of 

employees.  

According to (zhang, 2012) , the research on the impact of performance management system on 

employee performance concluded that setting mission and objectives in planning Performance 

stage could impact negatively on employee performance. To conclude, planning performance 

influences employee performance positively from theoretical perspective; in practical data 

analysis of this research, the objectives have a negative effect on employee performance. 

Managing performance, coaching and communication has significant and positive relationship 

with employee performance. The result of this research is similar with the theoretical perspective 

of setting objective have positive effect on employee performance. On the other hand, coaching 

and seeking feedback impact employee performance negatively according to the data analysis 

results. In This study both coaching and feedback has effect on employee performance but 

feedback has negative effect is just as the above research. This because of supervisor’s failed to 

deliver feedback the employees desire to get. 

According to   (Amber & Mubashir, 2013), the research on Impact of performance management 

on the organizational performance: An analytical investigation of the business model of 

McDonalds performance discusses that performance appraisal have positive relationship with 

employee performance because it is very important to recommend appropriate training and 

development session for the below average workers. The result of this study shows that 

performance appraisal have positive effect on the performance of the employees just the same us 

the above research. This result is consistence with the theoretical perspective.  Rating employee 

performance increases the employee’s motive to work hard and get more credit as compare with 

his or her work friends.  

 



44 

 

According to  (Munzhedzi, 2011), the research on Performance Managment system and 

improved productivity:A case of the department of local government and housing in the 

Limpopo province stressed that PMS has not contributed to the improvement of productivity of 

the DLGH in the Limpopo province which contradicts the theoretical perspective o PMS have 

significant effect on the performance of employees. This is because of poor understanding of the 

PMS in the Department and setting of unrealistic performance targets which are unrealistic but 

the result of this study is consistent with the theoretical perspective of PMS as a system has 

positive effect on the performance of employees. 
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CHAPTER FIVE 

MAJOR FINDING, CONCLUSION AND RECOMMENDATION  
 
This chapter focuses on the summary of the major findings of the research questions, conclusions 

and recommendations forwarded in light of the relevant literature developed by scholars and 

responses of research participants.  

5.2 Major findings  
 

According to the data analysis presented in the previous chapter, there were positive and 

negative findings concerning the implementation of performance management system and its 

effect on the performance of employees in the Commercial Bank of Ethiopia. 

There are negative and Positive points that Commercial Bank of Ethiopia implemented 

performance management system with well studied BSC with clearly identifying the 

measurement scales. From the study it was also identified that most of the respondents did not 

have a chance to jointly agree on the standards of performance measures with their supervisors 

which help them to know with what rate they are going to be assessed.  

Employees are not equally informed when there is a change in organizational goal which affect 

their work unit and individual goal and their goal is not adjusted too according to the new 

organizational goal. From the study employee participation in setting out objectives have 

significant and big effect on the performance of employees by increasing sense of belongingness, 

motivation and ownership of the job in question. 

The results of the multiple regression analysis show that coaching activity, appraisal and 

employee evaluation of the Bank have positive effect on the employee performance but feedback 

has negative effect on the performance of the organization. This is one negative findings of the 

study. 
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5.3 Conclusions 
. 

At the end it is concluded that the performance management system of Commercial Bank of 

Ethiopia is motivating the employees to perform well. Moreover participating employees in 

setting objective, Coaching, Appraisal and Evaluation of the Bank is well connected with the 

needs of the employees. These factors are helping CBE to improve the productivity of the under 

performers and motivating the above performers to give their best output for the company. But 

the result of the evaluation did not aligned with the reward system of the company and the 

feedback activities did not depend on the needs of the employees. These factors have significant 

level of negative effect on the performance and moral of the employees.  

5.4 Recommendations  
 
In considering the major findings of the study and the conclusions drawn, some efforts were 

made to forward possible recommendations by the researcher for the attainment of a better result 

out of the performance management system in Commercial Bank of Ethiopia.  

 

The Bank should always be prepared to make changes in the performance management system if 

the system does not work exactly as planned and also analayzes’s the result of the system. Even 

if the coaching, appraisal and evaluation system of the Bank have positive effect, there 

magnitude of the increment is not as big as the intended amount. So the Bank have to 

communicate employees about the problems and possible solutions to increase their important 

share in increasing the employee performance. 

 

The study participating employees in setting out their objective have big effect comparing with 

other independent variable. So the company should have to work hard in creating awareness and 

involving of employees on their objective. From the result of the study, the feedback activity of 

the Bank and employee performance have inverse relationship, so the Bank should aware this 

problem and prepare supervisors to give appropriate and positive feedback to their employees. 
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The result of the study shows that the feedback activities of the Bank had negative effect on the 

performance of employees, from this the researcher recommended other researcher to study on 

the reason and the possible solution of the feedback activity of the Bank. To change the attitude 

of employee’s about the implementation and process of performance management system, CBE 

should have to organize a training for employees to know about the benefits of performance 

management system, why evaluation is needed, for what purpose does it serve and the evaluation 

procedures and components and instruments of the process of performance management system 

and also the Bank should align the result of the evaluation to the reward system of the company 

to motivate and increase their productivity. 
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ADDIS ABABA UNIVERSITY DEPARTMENT SCHOOL OF COMMERCE 

DEPARTMENT OF BUSINESS ADMINISTRATION AND INFORMATION SYSTEMS 

MASTERS PROGRAM IN HUMAN RESOURCE MANAGEMENT 

 

Questionnaires to be filled by permanent employees of Commercial Bank of Ethiopia  

 

Dear Respondents, 

The purpose of this questionnaire is to collect primary data for conducting a study on the topic, 
“The effect of Performance Management System on the employee performance in the 
Commercial Bank of Ethiopia “as partial fulfillment to the completion of the Masters of Art in 
Human Resource Management Program at Addis Ababa University. 

This study is purely for academic purpose and in no ways that affects the respondent’s 
personality.  It will be kept confidential. So that, your genuine view, frank opinion & timely 
responses are very valuable in determining the success of the study. Therefore you are kindly 
requested to extend your cooperation honestly by providing relevant information and filling out 
the following questionnaires that are prepared for this intention. 

General Instructions  

_ No need to write your name  

 

Thank you, for your cooperation and timely response in advance  

Yohannis Siyoum Berhanu  

Tel. 0913565308 

E-mail:- syohannis1981@gmail.com 
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Part I 

General Background of Respondents (Demographic Information)  

1. Age: -  

        18-25                      years 26-35           years 36-45                 years above 45years  

2. Sex  

         Male                                                         Female  

3. Educational level: -   

         Certificate Diploma                BA/BSc                            MA/MSc                           PhD  

4. Your current position: - 

          Manager               CSO                      CRO                        CSM                    CSO, accounts     

              CSO, cash       

5. Your work experience at Commercial Bank Ethiopia   

 
            1-3 years                       4-6 Years                    7-9 years               above 9 years             

Part II  

In your opinion, how does the Performance Management System of your organization meet our 
perception? Use these responses from 1 to 5 to answer where: 1. strongly disagree; 2.Disagree; 
3. Neutral; 4. Agree; 5. strongly agree  

Statement 

Level of Perception 

Strongly 
disagree 

Disagree Neutral Agree Strongly 
agree 

Setting Goals      

Managers set clear goals with their direct 
reports 

     

All employees clearly know the purpose and 
process of Performance management system. 
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The PMS was developed with inputs from the 
staff throughout the department and branch. 

     

Performance goals are mutually developed and 
have specific time frames 

     

Relevant performance expectations are set 
between supervisor and employee 

     

Employees know their work is important in the 
performance of  the organization 

     

Feedback      

Supervisors are well informed about my work      

Supervisors are reasonable expectations from 
my work 

     

My supervisor discuss regularly my job 
performance with me 

     

My supervisor recognizes me when I do a good 
job 

     

I am given clear instruction and objectives       

My supervisors  gives me fair feedback      

I clearly understand my supervisors comments 
and opinion during the feedback 

     

 I am satisfied from the relationship with my 
supervisor 

     

Supervisors set guide line for improving 
feedback during performance review. 

     

Supervisors provide continuous, timely and 
constructive feedback to subordinates. 

     

Coaching      

The coaching gives you support in the areas      
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you needed most. 

Your Supervisor know your work better than 
you 

     

The coaching conversations enhanced my level 
of resolving matters.  
 

     

Self Development coaching led me to being 
responsible for my actions  
 

     

The coaching was a tool for my skills personal 
development and performance  
 

     

The coaching helped to address my personal 
performance gaps  
 

     

The coaching helped to address my work 
performance challenges  
 

     

The coaching made me understand expected 
deliverables for enhanced performance 

     

I attend a self development coaching program  
every year  
 

     

Appraisal      

I clearly understand the purpose of 
performance appraisal  
 

     

My supervisor is honest and fair in my 
performance review  
 

     

Performance appraisal reflects my performance      
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objectively  
 

Performance appraisal makes me better 
understand what I should be doing  
 

     

Performance appraisal process helps supervisor 
to manage people better  
 

     

Performance appraisal process encourages co-
operation & team spirit  
 

     

Performance appraisal influences positively 
individual performance  
 

     

The performance appraisal system is effective 
in promoting quality work  

     

Employee is clear about how their performance 
is to be measured. 

     

Employees consider performance standards 
attainable 

     

The PMS will result in fair Performance 
appraisal of staff members. 

     

The PMS is better than previous appraisal 
system that the branch had been previously 
implementing 

     

There is a  progress upon the implementation 
of Performance management system on 
employee performance  

     

Evaluation      

In my opinion , the performance evaluation 
form used to evaluate my performance is 
capable of distinguishing effective performers 
from ineffective performers 
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I have ways to appeal a performance rating that 
I think is biased or inaccurate  

     

My rater is influenced by his/her personal 
linking and dislike when evaluating my 
performance  

     

My rater evaluates my performance based on 
my accomplishment and achievement  

     

In my recent evaluation, my rater gave me a 
fair assessment compared to by co-workers 

     

Performance management is completely 
measurable and fair comparing with previous 
one  

     

Senior management demonstrates that they 
take performance reviews seriously. 

     

Performance is measured against the factors 
previously agreed upon 

     

Effective personal recognition is provided 
during review meeting  

     

Employee performance      

The company encourages employees to work 
to the best of their abilities 

     

The company is able to maximize employee 
potential  

     

My job enables me to make use of my skills 
and abilities  

     

I get a sense of personal accomplishment from 
my work  

     

I know how the company measures my 
performance  
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I am held accountable for achieving specific 
results   

     

Non-performing employees are held 
accountable  

     

Pay decisions are linked to performance 
achievements 

     

Positive and negative financial and non 
financial consequences of performance ( e.g. 
salary adjustments, recognition) are utilized 
Effectively 

     

PMS establishes a clear connection between 
Performance and Rewards. 

     

Knowing my objective helped me to 
concentrate on my work and hence better 
performance  

     

The feedback helped me to continuously  
improve my mistakes  

     

The coaching improved my time management 
skills thus high schedule adherence  
 

     

The performance management system of the 
company   improved my work performance   
 

     

My career opportunities are much better due to 
my improved work performance  
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