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ABSTRACT 

I'~rlllrlnan ce is thus about thc way the task is accompli shed and the resu lt s achicved 
(outputs). Thc way inputs (resources) arc uti li zed and the ex tent to which outputs (results) are 
ilchieved at inst itutional level designates organizational performance, which therefore, is best 
explaineci in what and how an employee in the structure is expected to get tasks geared and 
accompli shed towards the organizational goa ls. The pattern a task is accompli shed and the 
results ach ieved thereby !lows through and within different interac ting and interrelated sets 
o f ac ti vities that const itute a system i.e. performance system. The contemporary period of 
increasi ng globa l competi tion has put more foc us on effectiveness that the systems and 
prucess~s in the organization be ap plied in the ri ght way to the ri ght thing: 

l'er lornwnce management is of performance improvement process linked to performance 
appraiS:ll. In elfeetive organizations, goa ls are agreed and wo rk is planned routinely, 
prugrcss is measured and feedbaCK is communicated. And thi s study draws on clTectivencss 
in appra ising the per l(lrmanee of employees for a continuous improvement of organizational 
perlllrlnanee in the \:thiopian Radio and Television Agency (ERTA). It focuses on how 
l'IT~eti\"e is pcrlonnance appraisal in improving the performance of employees in ERTA and 
ill ~Ic lii cvi n g straH:gic and operati onal goals. 

, 

1·1r,· lllct1rods ,) 1' participant observation allll Likcrt-t ypc questionnaires arc the prelcrred 
111~ lhuds tu cu llect data i"rt1l11 primary sources, and the required datu regarding I ~letors that 
clliltribuil: to e lTectiwness of the pe rformance appraisal system arc obtained. Accordingly, 
tha i indicates tha t the syste m in the agency is inefTecti vcly implemented. 

x 



CHAPTER I: INTRODUCTION 
1.1 Background of the Research 

This research study is an instrumental case study that intends to examine in some depth 
the system adopted. and set of interrelated activities pract iced in appraising the 
pe ri(lI'Ill<Ill CC 01' journalists, production tec hnicians, the starf and their supervisors in the 
Ethiopian federal public broadcasti ng media. 

Inst itutionali /,ed public broadcasting media service III Ethiopia we ll began with the 
estab li shment of the Voice of IOth iopia in 1950s, a decade laller to be fo llowed by the 
I)eparlment of Eth iopian Television. Each electronic media, i.e . the Voice and Televis ion 
served indepcnde nt ly of the other till bo th were structurall y merged to form the sa le and 
strong pu bl ic broadcasting media organization, presently cal led the Ethiopian Radio and 
Televisioll /\geney (ERTA) in the early ni neties. 

IX I'A is accountable to the FDRE parli ament and structured into divis ions of Radio, 
Television, Resource management and promotion, and Engineering, Each division IS 
further organized into departments consisting of uni ts and sub units, The agency IS 
"rgani/.cd by branch omees almost a ll over the Pederal Republic, and its total number 01' 
l'mployees cxceeds ninc hundred in 2007, In appraising the performancc of its 
employees ERTA adopts the system prepared and approved by thc iO th iopian Pederal 
Cil'il Servicc Commission, Accord ingly, a Resu lt Oriented Employees ' I'erformance 
/\ppraisal System (RO I, I'AS) has becn declared as a Ihunc o f reic renec l'or conducting 
pcrl(lI'Inancc appra isa l in the agcncy. 

Thc organ ization is chosen as a typical case example as it shows the nature of 
l'erflll'l llCU1 Cl' mClll agclllcn t systcms and processes in the pub lic broadcasti ng med ia of the 
, Iale. l'I1 is rcsea rch is an a\l~ lll p t to Illcasur~ e lll p l oy~es' p~rfo rlllancc appra isa l 
c' fkc ti l'Cncss by using ind icators. And the bas is upon which thc issue o t' cmployecs' 
jlcri(lI'Inancc "ppra is<" is se lec ted as a function,,1 instance or the study indicates it s 
purpose: why the 'system' is not working effecti ve ly. 



1.2 Statcmcnt of' the Research Problem 
ThL' r~ searc h study explores the extent to which employe~ s' performance appraisal 

'system' is elTect ivc ly implemented among journalists, production technicians, the stafr 

and their supervisors in the Ethiopian federal public broadcasting media. 

Recent observation (by the researcher) at employees' request Ill r a susta inable 

perlortnanee appraisal and its inadcquate implemcntation Ie)!' the last three consecuti ve 

years havc ereatcd publ ic interest and there arc important impli cations to go through thc 

appraisal proecss and rcconsidcr the application teehniqucs by the agenc y. 

In address ing how c lTeeti ve is ERTA in apprais ing the pcrformancc or its employecs 

there arc points to be considered 

• How can ERTA make pcrformance appraisa l a highly cffecti ve too l for 

monito ring and mot ivating team members and employees') 

• What pcrlormanee appraisal system is adopted in the agency') 

• What arc the key clements in the system adopted? 

• What elTect iveness indicators arc set for the key elements? 

• What do the indicators show') 

1.3. Importance of' thc Rcscarch 
I n thi s ease study of appraising the performance system adapted to journalists, production 

techni ci ans. the st,II'!' and thcir supervisors working for thc Et hiopian Federal 

IJI'lJaLk"sting media Institution, thi s r~search wi ll : 

I. I'rllvide an understanding of the managerial and operational impact or appraising 

empl oyees' performances on the basis of results achieved, 

2. Deve lo p a better theoretical model linking performance appraisal to strateg ic and 

operational plan achievements. 

3. Change the way supervisors and their subordinates conduct performance appraisal 

intervielVs in the organization; and 

, 



1.4 Objectives of the Research 
S~lling ubjc(tives of a research study is the "center" of any thesis as the subsequent 

methodology and research tools/instruments, discussion and findings, conclusions and 

r~e,)mmendations depend up on it. 

Very care ful ly, th~r~I()re. th~ present study docs the following gcneral and speeilic 

ob.i~cti ves . 

1.4.1 Cenera l Objectives ofthe Research 
ThL' study"s ovcrall objecti ve is to ' appraisc thc appraisa l of perl'onnance system' i.c. to 

measure how clTective it is in improving thc performance of employccs of ERT/\ and in 

ae hi~ v i Ilg LRT/\' s strategic and operational goals. 

1.4.2 The study's specific objectives are: 
i) To analy,-c thc extent to which the present system has been able to cffeetively 

manage indi vidual em ployces' performances, 

ii) To identify possible impacts of the absence of any perl'orlllan(c appraisal on 

1': I(Ti\', st rategic and opera ti onal goal achievements: and 

,,, ' To make recommendation far taking correcti ve stcps to improve thc prcsent systcm 

or introducL' a sti ll 'new" systcm whi ch will help improve the perl(lI'Inanee of 

1· 1<.'1' /\', emplo)'ecs that will bc clTcctivc in attai ning it s and it s cmployces ' goa ls. 

3 



1.5 Resea re h Met hodology 

1.5.1 Conceptua lizin g the Research Design 

Th~ researcher has iden tifi ed and developed procedures and logical arrangcmcnts 

reLJu ired to validly. objectively. accurately, and cconomically answer the research 

ljul'stion raised. In finding out the elTeetiveness of performance systcm appraisal toward 

improving the pcrlclJ'Inance of cmployees working in thc Et hi opian publ ic broadcast ing 

media organizations. several vari ab les thal can affect thc ex tent of pcrformance 

improvement (the dependent variable) are identilied. These variables ean be stated as the 

typl' 01' perl"rmanc~ system appraisal adopted (the independent variable). ex traneous 

\'ariables (items listed in the box in Fig.3.1), and chance or random variables that all be 

assoc iated with thc respondents . 

The System of 

Performance 

App rai sa l 

l:igure.I .5.1. I'crf"rmance Appraisal Va ri ables 
. - - ------------

Study Population 
Employees: 

• Working in various 
profess ions 

• With educational 
qua lificat ions of 
various levels. 

• With experience of 
morelless scrvice 
years 

The Extent of 

Performance 

Impro vcmcnt 

(I ndepende nt van:\~IC_') ___ ~~ec __ '__ feet (Dependent Variable) 

I ~xtrancous Variables 

.,. Working cond itions in the organ ization. 

,.. lllccntivl'. n.'ward, and remuneration system, 

,. Lcaucrship style, 

,. UIH.lcl'slanding or and cOlllmitment to 
strategic g01l1 accomplishments 
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,\nl' change in the cxtent of peri(lrIllanCe can be attributed to changes in the system of 
perl'onllance appraisal conducted and extraneous and random variables. The combined 
elrcet of the three components is measured by the total change in per i'ormance 
improvement that the impact each has can hardly be isolated ti'om the other. Despite this 
Itlct the researche r is more concerned to determine the change that can be attributed the 
type of perl(lrImll1ce system appraisal (the independent variable) , and designed the study 
to measure that thi s variable has the maximum opportunity to have its full eflCct on the 
dependent variable, whi le the effects that are attributed to extraneous and random 
I'ariables are quanti lied. The change resulted from extraneous variable is measured by a 
control group wh ile that of the random variable is often assumed to be none or negligible. 
Positivl' or negative biasness among indi vidual s in the study population indicate the 
prc valcnce of either systematic error or systematic bias into the study respccti ve ly. 

1.5.2. The Study Design Selected 
This rescarch study design bases the number of contacts with the study population, in the 
intention to find out the efTectiveness of performance system appraisal by taking a cross­
sect ion of the populati on-employees work ing in the ERTA as journalists, technicians, and 
support sta ll. The design is believed to be useful in obtaining an overal l picture as it 
stands at the time of the stud y. 

1.5,3 Data Co llection 
1,5,.'\.1 Method or Data Collection 

1.5 .. 1.1.1 Co llecting the Data using I'rimary Sources 

In select ing the method of data collection, the researcher has attempted to identify the 
st udy population's interest in, and attitudc towards, participation in the study. Many of the 
cmployees in thc agcncy. i()r a number of rcasons ICcl coml'ortab lc ncither to spell out 
th l'ir opinion s ill qUl'S liolllluin: nor in interviews. Furthermore. employees w ith lower 
l'ducationa l qua li iication respond dilTerently to opcn-ended qucstionnaires or interviews 
compared to people with more education, The methods of participant observation and 
Likcrt-type questionnaircs thus arc thc preferred mcthods to co llect data from primary 
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1.5.3.1 .2. (J lll'st ionn"ir" Development 

;\n easy-to-complete questionnai re . with maximum length of fort y 

applied in assess ing the effect iveness of performance system appraisal in improving .the 
~" 'J"".' 

perlonnancc of employees work ing in ERTA. The questionnaire is des igned to makc all 

respondents feel that their opinions are both valued and acceptable. Attempt is made to 

obtain the most precise and important measurement possible: employees working 

di vis ion/posi tion. educational level , and the number of years of experi ence. 

1.5.1.1.3. Observation 

Ih· rc·.,~arLllcT is '"1 ~l11plllyee In I':I{ 1;\ l working as an admi nistratur and a rell)]"]l1 

"nicer) that he participates in the activi ti es of the group being observed in the same 

manner as it s members. This makes the type of observation to be that of participant. The 

observ,llilln is made on the group without intervening in its nat ural operat ion. and no 

stimulus Il)r the group to reac t is in trodue<:d. 

1.5.4. Ethicallssllcs in Data Collection 

15..l.1. The Resl'arch Stallcholdcrs 

I,thieal issues in relation tll the parti cipan ts, the researcher, and the postgraduate studies 

in Add is Ababa lJ ni versity arc takcn into consideration while conducting this research 

act iv ity. The journalists, production techni cians, engineers and the support staff working 

Itl!' LI{ lA arc participants from whom information is co llected and who arc studied. The 

re sc'a rehe r as a stakeholder collects the informati on l'o r academiclresearch purpose and 

adlll"res to the Addis Ababa lJniversit y accepted code of conduct. The research is carried 

,)ut using funcis provided by the University that directly ad vise and supervi se the way it is 

conduct~d . 

I S ·l.l.l. Till" [{l's l'archer 

Th is r,'sl'arch helps the Ethiopian broadcasting service managers IJ1 improving the 

"ppraisal 01' their employees' perf'ormance that it is acceptable to ask questions and get 

inll )rl11ation up on the consent of the respondents (the broadcasting personnel). The 
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r~s~a rch~r has consickred the relevance and use fulness of the stud y and tried to convi nce 
the employc:es and those concerned in the agency . 

Data thus 1 ~lr , is collected with clear knowledge of participants, their informed 
willingness. and expressed consent. They are made adequately aware of the type of 
information required from them- why it is be ing sought , what purpose it will be put to , 
ho\\ they arc ~ x p~c t ed to participate in the study, and how directl y or indirectl y affect it 
lVill afket them. The consent is vo luntary and without pressure of/from any kind. 

The researcher organized a tea-corlee ceremony to the participants as a token of 
appreciation and in rccognition to the time and effort, each dedicated to provide the 
requircd in ltlrlnation. 

LRTi\ attcmpts to reengineer all its processes of news and program production and 
transmition aCli vities. The rcen gineering is expected to cause a change in hu man rc:source --

, structure of the agency. Not all employees (respondents) for var ious reasons accept the 
dUlllge positi vely . They may feci discomfort, anxiety, or harassment in responding to the 
research questions regarding the apprai sal of their performance improvement in any way~ 
Tlic researcher, thercfore, takes steps to prevent this thereby clearly specifying the 
purpose and objectives of the study making the participant at ease while responding on 
the questionnaire. This way then what is found in this study is presented and the ex tent of 
org:llli l'.a tional elketiveness in arpraising its employees' performance is highli ghted 
proportionatci y to its existence. 

Tlw study population is ident ilied so that the research lindings arc put into context. The 
inltlrln:ilion provided by the respondents , therefore, is kept anonymous and its source 
r~Ill:lin s unknown aner it has been collected. 

1.5.5 Thl' lh'scarch InstruJllent Reliability and Validity 
Th,' qucstionnaircs in the sllmmated scale arc developed in the way they describe the 
dc),!rce to which the researcher measures how effective is performance system appraisal 
in illlProving ell1ploycc:s' performance in ERTi\. In that regard, a logical link between the 

7 



qucs ti ons and thc obj ccti ve of thc case study (faec validi ty) is cstab lishcd to justify each 
q u~s ti on in r~lation to the describcd objectivcs. I:qua lly truc is that thc itcms and 
qucs tions covcr thc full rangc of issucs under di scussion and provide each aspect wi th 
similar and adequate representation (content validity). These aspects include employees' 
pcrformancc plan alignment with organizational goals, firm grasp by empl oyees with or 
without subordinates on the intended purpose of performance appraisal, employee 
participation in estab li shing performancc plan. pcriodical cvaluations over the 
l'i"ll:ct i I'cn~ss of the appraisa l, the ex tcnt of top managements' commitmcnt and support 
lor the system app rai sa l, appropri ateness in the di stinguishing between levels of 
cmployccs' pcrformance, and pcrformance accountabi lity of appraisc rs. Poss ible efforts 
arc mHlk to muxim i/.c the consistcncy and stability, and hcnce thc prcd ictability and 
accuracy of the rcsca rch instrument. Accordingly, qucsti ons are worded free from 
illnbiguity so that rcspondcnts may intcrpret them in the same way at diffcrent times, 
dcspitc a rcgression cffcet can somc haw prcva il among somc. All it cms in the rcsearch 
tell) I measurl' thc c lTcc tivcncss of thc system appraisa l in the agency and any two 
sliltcmcnts in thc qucstionna ires fa ll into either the agrecment or thc di sagrccmcnt half. 

1.5.6. Sample Selection 
Thc samp le sc lection is made wi thout biases and maximum precession is achieved in its 
Sl ' ,l' . 

1.5 .6. 1. T hc Ty pe of Sample Selccted 

Laeh cmployec in thc L,RTA has the same probability of bcing sc lected without any 
inll ucnec by othcr cons idcrations. Tbis makes the sampling design to be botb random and 
I'robubk. I·Jll:e tivencss in uppraising cmployees' pcrlormance is variabl y mcasured witb 
rl's l'ccl to tbe opera ti onal nature of work ing di visions in the agcnc y. In acbieving grcatcr 
ilecurac)' or the cst imatcs, tberclorc , the heterogeneity (be ing just ERT A's employee) in 
the stlldy population is rcduccd to homogeneity (employees work ing or leading a 
,k l"lrtllll' llt ill thl' agcllcy. with highcl/ lowcr level o r cducation. and with morc or less 
) Cilrs or cXJler i~ne~). 

Thc ehuraeteristies chosen as thc basis of stratitication are clearly identifiable in the study 
populat ion . I ' h~ r~quircd number of c1cmcnts frol11 each stratum selected using simple 



l:lnciolll s<nnpling. which is a table or random sampling numbers as adopted f'rom Wo rl d 
lleallh Ol'ganinll ion (lVww,who ,in i) belml . 

1 
2 
3 
4 
5 

6 
7 

• 
9 
,0 

11 
12 
13 ,. ,. 
10 
17 
18 
19 
2Q 

21 
' 2 
23 
2~ 

" ,. 
27 
28 
29 
30 

1 2 ~ 4 

6 0 9 4 
3 5 6 3 
1 3 3 0 
356 !i 
7 6 5 0 

4 4 9 0 
6 5 4 5 
3 0 2 6 
4 666 
6 " 9 B 

6 7 2 2 
9 7 4 8 
56' 1 
7 " 4 A 
8 2 7 9 

o '\ 6 1 
7 3 8 6 
7 " 3 0 
9 8 8 7 
1 2 0 1 

~ 0 4 7 
" 550 
1 3 4 • 
8 H 7 6 
7 7 1 0 

o 9 5 9 
7 9 4 1 
228 4 
9 5 9 .. 
• 0 1 3 

Table, I,5,1: Random Sampling Numbers 

6 878 9 1011 12 13 I. 16 16 17181920 212223 24 2626 27 26 2930 3132 

2 5 2 5 
2 1 9 e 
6 3 3 1 
o 0 1 6 
5 9 2 6 

5 4 , 7 
9 , 0 4 
699 6 
4 820 
7 5 1 9 

9 6 6 9 
6 9 3 2 
1 " 1 7 
9 2 0 0 
3 0 1 9 

7 6 1 7 
9 7 S 9 
" 7 1 <4 
4 2 6 
2 5 6 

4 8 3 7 
6 1 0 3 
9 6 9 7 
5 8 2 3 
9 943 

6 0 0 a 
2 3 , 2 
o a 9 6 
7 4 , 6 
e 549 

8 2 4 7 
8 2 , , 
376 3 
224 3 
6 6 8 8 

972 7 
931 8 
1 2 1 5 
7 5 5 • 

o .t! 7 " 

936 , 
6 1 , 6 
1 4 1 0 
e 8 4 0 
4 6 7 2 

1 0 2 4 
7 5 5 6 
3 6 9 6 
6 5 2 6 
856 9 

7 B 3 4 
125 0 
236 3 
8 4 B 7 
6 9 7 8 

8 4 4 2 
2 4 3 1 
9 1 0 7 
9 3 8 5 
6 3 6 9 

----_._ .. - -

S 4 7 
904 5 
9 6 9 3 
6 4 3 2 
7 3 , , 

6 1 6 3 
8 B 1 9 
9 7 5 3 
o 6 1 2 
7 6 , 8 

7 6 7 5 
2 7 2 1 
7 4 3 .. 
5 B 8 2 
374 3 

2 3 6 7 
6 6 2 .. 
2 9 1 9 
4 535 
2 3 1 0 

2 G 4 3 
2 3 0 4 
8 9 7 6 
o 4 6 0 
8 273 

2 2 a 2 
6 702 
5 6 4 2 
6 0 4 6 
3 2 0 a 

7 4 3 3 
2 6 1 8 
8 7 3 8 
4 7 0 6 
2 , 9 2 

5 9 0 
7 5 3 7 
9 2 2 S 
9 6 6 3 
6 6 3 2 

4 6 e a 
o 0 3 3 
8 1 6 5 
439 8 
3 9 7 9 

2 a 9 , 
9 I} 7 7 
, 8 0 4 
8 4 3 0 
3 9 3 9 

8 2 3 9 
1 1 3 8 
6 2 5 1 
S 1 0 6 
9 7 1 4 

1 5 2 4 
9 9 8 4 
7 3 1 8 
1 1 e 3 
6 1 0 9 

3 6 2 0 
275 1 
e 8 1 5 
6 0 e 5 
4 6 4 6 

4 8 7 8 
2 7 6 6 
(5 6 6 8 
4 2 5 1 
9 8 8 3 

1 3 1 5 
9 3 0 3 
7 3 6 8 
3 9 0 4 
4 6 6 9 

6 8 7 7 
2 0 0 8 
404 4 
5 2 7 0 
8 7 0 3 

7 4 5 5 
9 7 e 6 
4 2 0 1 
9 1 6 8 
9 700 

2 6 , 7 
3 4 e 9 
3 782 
5 9 1 6 
9 6 e 0 

1 e 9 7 
2 6 2 7 
, 536 
5 2 a 3 
353 0 

9 9 8 0 
9 :I 7 3 
2 9 4 4 
9 1 3 B 
9 8 7 2 

9 6 7 9 
9 7 1 3 
1 2 1 8 
9 , 9 9 
9 0 2 1 

1 5 6 5 
5 5 9 6 
103 4 
9 B 0 5 
964 1 

2 0 5 5 
9 , 4 4 
203 e 
2 7 1 7 
1 5 6 6 

5 8 , 6 
3 0 8 5 
1 0 8 e 
9 5 9 9 
, 1 6 8 

2 1 3 4 
1 0 9 5 
6 5 4 3 
1 6 2 0 
5 5 9 9 

9 R 7 7 
2 "' .. 5 
2 6 9 9 
1 7 a 9 
.09 0 

6 8 3 4 
• 0 1 2 
603 9 
9 3 3 6 
6 9 9 0 

2 4 8 2 
9 7 4 0 
2 5 9 7 
o 7 6 6 
o 3 5 3 

7 7 9 5 
4 5 2 0 
6 5 5 2 
7 e 0 1 
2 6 a 9 

008 
4 762 
9 5 7 4 
, , 4 3 
6 1 3 3 

.)'0 1/1' (,(" WOI' Id // ell/I h ()I'~ 1111 i za I i 0 11 (l1IlI'lI', 11' ho, i 11 i) 

1\1 1 employees in unJ\ as categorized wi thin worki ng divisions and span of' control that 
thcI ;Irl' givcn equal chance to be selected into their respcetive samples. The agency 
1:li k d I II idcnti fy illore 01' it s empl oyees by position numbers or any other similar way that 
thl' rl' sl';IJ'chl'l' sim pl y took the count on document li st and assigncd numbcrs accordingly. 
I'h" hi l'I"" 1 IlI lIlll ll'rl'd lInit ill ,I\{' s(lId l' pOPlilation is 145 (ror supervisors and 762 (I"l' 

SUhlll'llin;l tl's ) that thl' random 11llmbers used in the table contain three dig its. The 
11I1IIlilns used ill the sample selection thus arc 001. 002. 003. cx tcnding to and closing 
\I ill I 7bO. 71> I, alld 762 respec ti vd y. Numbers in the table larger than 145 and 762 arc 
th,' I'c'l'lll'l' passed ove r. 



I he' nU lllb~r or cmployees 1'1'0 111 cach working di vision IS selccted in rclation to it s 
propOrllllll in the to talnumbcr 01' cmployces. 

Table.I.5.2. Selection or Respondents 

Proportion Stratum Stratum 
STRAI'UM Number or to Number 

Samp le Sample Employees or 
Employecs Si/.e Fract ion . - -- -----With 41 0.14 8 0.20 

JOll rlHi li sls Subordinates 
_._-

With Out 255 0.86 52 0.20 
Subordinatcs 

- -
296 I 60 0.20 

Sub Total - "'"~ ~ 

With 30 0.11 6 0.20 
i':nginl 'ns ami 

Subord inates 
\"'i th Out 246 0.89 48 0.20 

1l 1l' l a1lS Subordi nates ---- - -- -- ._--- - ---_. - -- . - . - -276 I 54 0.20 
Sub Total .. _--' 

With 74 0.21 15 0.20 
SUpP( Irl Sta rr Subordinates 

With Out 261 0.79 51 0.20 
Subordinates 

335 I 66 0.20 
Sub Total 

~ - -- -- --~ 

With 145 DIS 29 D.20 
T otal Subordinates ---. - .--- . - --- - - -----Wi th Out 762 0.82 132 0.20 

Subordinates - -- . .- . --( iI', uld To tal ')()7 I IXU O. 2U 
. . _ . 

SOI/I'C(, : (hl'l/ ( oll/plllallO/1 
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I.S.(,. 2 l'rocl'ss ing 1I1l' Info nmltion Collected 

I·ltv daw c" lke ted "nd extracted thro ugh qucsti o nnaires and observati on instrulll ents is 

I'I\ll'c'"ecl 10 prove as to " ltether it pl\)I 'ides the des ired answer to tlt e research qucsti on 

(1 1ll \\' c'llel't i, l' is perl(lI'Illa ll Ce system appra isa l in impro ving emplo vces' pC rllll'lmll1 l'C in 

U{ 1',\) . and "n"l y/,ed to ac hieve the stud y objec tives. In doi ng so thc data is made rree 

1'1'0111 inl'o ll sistc ncies and inco mplctencss there by ca rerull y check ing the questionna ire to 

idc' llli l'y and min imi ze errors. incompleteness, mi sclassilications, and gaps in the 

inll )\'\ lIa tio ll obt" ined li'O m rcspondellt s. To that end , responses obta ined arc examined to 

:ill q ll csti'li " " t the sall ie ti lll e. 

1 h,' " :11:1 ~:l t IiCl'ed is 01 ' qualit ati vc ill it s nature "lid gener'lt ed Ihrough discre te qua lita tive 

c'atc'f!ll ric's (Stro ll f! lv l\ gl'CC. Agrce. Disagree. Strongly Di s"gree) . and mcasu red on an 

prelill,d seaic', NUll1e rie,,1 values arc ass igned to answers provided by respondents and 

c·, 'n v pic'Ce 0 1' ill J( lI'I lla tion gathcred is entered on a Ii xec1 lo rmat in a spec ilic co lumn . 

Ladl ""I unlll h"s " number relcrring to the area in which the inro rmation is entered 

indiclc'd ill thl' codl' shee t in Table. I .5.1: 

Table, I,53 . Code Sheet 
----'" I----r--,----,--~-T-·~ -,-----

111 1 \ 111· 1( \ IH ).\ ,~ I ,\IB EI{ II (' \) 
---1---1--------1----1-----

tt l,( o un .\, ~ ln E l t E 

\\ (1 10.': h~ (; I'HflFI·:ss ION 

EDt ( ',\ no,, ',\ I. 
1) 1 \ 1.11· 1(' \ l"IO \, 

' 1'\ \ O J· ( '()\ n u JI . 

[ ,',\(;1 11 t J! · SJ..!{\J( 'E 

\\': \I{S 

n It H)1( \\.\ \ 1 ' \-: 1' 1.. \ ,\ 

n . I{ HJlC\I.\ ,\( 'E 1'1 .. \ .'\ 

l'I.IUOI)I( .\ I'I ' IU IS.\ !. 01 
I' L I{ H )H I\ I. \ ,'\'( .1-: 

I () I' \I \ .'\ \ (; 1· .\11-.'\ r 
{( I.\I.\111 \ 11-: i\ 1 

1' 1· HHIID I.\ ,'\("!·: I. E\ El. 
111 ' 11 ' 1< J 10'." 

\l .( I II '\ I .\ IIILI"I'\ 0 1· 

----- ---I----+--1---r---+---r--1 
., ,I T 

- --- ---1---1---- -----1---
I)i ~ I) ill 

----I----I-----j---I---I----- ---
I[ S 

<2 
---!------I---f- --J---J 

3 • 5 (, 

" ~ 10 II 12 IJ 
----- ------1---1------1---·- 1---- -----

I :' I e. 17 IX I " l t1 
~-.--

21 22 2J 2. 25 27 2" - ----1-----1-----1---+---1--+--+------1 
311 31 32 33 

- ---I---I---I---t-------i---j---f---
J::; 3(, 37 3X J'I 

---

\I ' I' li \h l.ltS ·W -l l _b.... ____ ~ . ...J-__ l-_--L __ '--_...I-_--I __ ..J 

(ill'll ( '1I1I1/llI l lI lilll! 

II 



.' \ 1",1,,1 is dun, (1I1 tli~ ~ud~book to idcntiry pot~ntial probkms b,lll r~ th~ d~ltii is coded. 

,\ J'c \\ quc stio nn ai r~s were selected and thcir re sponses arc coded to as~ert ain any 

prohicill in the pml'ess. Every response is provided and the cod ing is made poss ible then. 

('oding tk dilta gathered is do ne on a scpilrate sheet spec ilieall y prepared Il, r the 

PlIJ'P lI SL' . 

1.5,7 Frame of Ana lysis 
Th" rc'scarchcr has deve loped a li'amework or analysis bcltll'e conducting thc data 

~ 1I 1 ~d ) sis despi te the process clIntinuously evolves throughout the thes is writing. The 

"ari; lhks pl'llIncd tll be analyses arc i,kntili ed and each or them is spcc ilied separately in 

th,' rr~nllc\\lIrk. I{espondcnts arc grouped into sub-catego ri es into which the var iables 

h,,, e bCe'n id,nl i lied. 

III ,ktcl'lili nin !,! as tu whether there exist a rciationship between variab les or the type or 

pCrIOI'lIWII,C systelll appraisa l adopted and th ~ extent or improveme nt in the L~RTA 

c'l II 1'1", c'c's' perll11'l1l,nlCe, their sub categories arc cross tabulated . I ,: nec t ivcn~ss In 

;'PI ' lai,i n!,! thc' pCrll1l'llla nC e or em ployees in the agcney is alTcctc'd b: a numb~r or 

, upc'rdinate/subordinates' personal attributes like ed ucational qualilieation , two yca rs o r 

\\olling expe ri ences and level or hicrarchy in thc agcncy. The more thc rcspondcnt is 

c'dllcatcd and got exper ienced, thc greatcr is cxpccted in undcrstanding the purpose, 

I"'lll'l'ciurcs. 'Ind pr\.lcc'sses oj' apprai sing employees' peri(lI'l11anee. The stud y re vcal s data 

J'rulll rc'spondents witli be low diploma qua lilications and to w years or working ex perience 

t tlHISC ",ho do not passed through at least rour periods o r appraisal) constitute less than a 

per"clllUge or the stud y population and thus arc kept f'o r future anal ys is. The researcher 

1,l(I!-s Ii,r ~I number or quest ions about dilTerent aspects oj' thc issues on how errccti vc is 

1..' 111111\).\ \,. . .. : .-.; ' IH:lf p rl ll:ltlCL' appraisal 111 im proving indi vidual pl: rfonn:,ull:L' . In the 

q ll ,'s ti'"111 ~ lirc' s , tlle' rc' arc Sl'wn ilspec ts or perltJl'lnance system clTec ti vc ncss abo ut which 

() r~a ni /; Itioll a l sc,ltill l!s is appraised. The alti tude varies rrom aspec t to aspect and all 
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Thl')' havc indicaled Ihei r Icvel of attilude, whi ch they variecl from aspect to aspect, by 

sc keling one of Ihe l'our categori es. An overal l atlitudinal indcx is de vc lopcd by 

assigning u numcrieal val ue 10 the responsc given. Accord ingly Ihe gr~aler Ihe 

ma~nilude of Ihc responsc catcgory (Slrongly Agrcc or Strongly Disagree), Ihc higher is 

Ih~ numerie,Ii scorc (I:our I'oints) . 

Larg~ number of rcspondcnls was askcd to cheek their attitudes to a li st of l'orty one 

Sla lemcnlS. Thc stalcments wcre provided to them in a random ordcr wilh positive and 

nel'u li vc sWlcmenls inlcrIninglcd. A total scorc for cach respondcnl is obtai ned, and all 

' I r~ r'lllk~d accordingl y. (Sec Anncx I) 

lJsing Ilcm Hnalysis slalcmcnts arc sc lcctcd for linal scalc. J:ach statcmcnt is selccted to 

hl' :n~a:;url'd in ils ahililY In discrimi nalc bctwccn rcsponscs of IWO cxl rcmc groups of 

r~ s pondc nl s. and 1'0 1' Ihal Iwcnty li ve pcrcent of respondcnts (upper quartile) and thc 

rcsponsc:s ol·lhc lowcr quartile of respondcnts wcre idenlilied and thirty or the statements 

wilh Ihc highcsi discriminalivc powcr among the li st arc choscn 1'01' linal scale (See 

;\ nn~.\ II). Th is provcs Ihc ubililY and intcrnal cons istency uf Ihe sca k 10 dilTercnlialc 

um ung respondcnls. 

An empirical rcscarch strategy providcs the best possiblc answcr to thc rcscarch in 

queslion and both qualitative and quantitative approaches arc cxpectcd to bc used 1'01' that. 

1,(1. Oq!,a niza(ion of (he Thesis 

This r~semch sludy is organiJ:ed inlo laur chapters. Thc introduclory part is Ihc lirst 

chapler and swtcs aboul the study background, its signilicancc, objcctivcs and naturc of 

111l' pnthlcm 10 be addressed. Chapter t\\'o describes literaturcs reviewed. Chapter Threc 

dl'"ls II illt .1 :11" I're:;l'IlI:!li(Jn, 'lila lysis a III I lilldings. The [(,urlh and linal chapter dca ls 

II ilh Sllllllll: lrI. l'(JIll'lusiollS, policy implications, anel rccommcndations put l'orward by 

Ih~' n.'s(.':ttThl'r. ;\ 1 Illl' end thl'rc iS :l hihliography and followed by some.! 1.1l1l1CXurc. 

13 



CHAPTER II: LITERATURE REVIEW 

2.1. Performancc Systcm 

2.1.1 . Performance 

2. 1. 1.1. M(!a lling 

T'klilY scholars in the management or organi/.ational human resource h<lvc viewed 

pCrl'11'111anCe dilTerentl y. I:or some it simply rerers to the reco rd or outcomes produced on 

speeili ed job ru nct ions or activities during a specilied period (Bcrnardin , 2003: 143). 

Others explain it is as thc degre(! of accompl ishment of tasks that make up an cmployce's 

job (11)'ars and Rue. 1994: 289). Whilc thc former identili cd performance li'om thc out 

put or re su lt dimension the laller emphasi/.ed on the input side . 

The in put determincs the nature orthc output and the output signilies thc input ut ilized in 

the produc tio n process. The Oxllmll ': ngli sh Dictionary states perlllrlnance to impl y to the 

"cc'ompli shment execution. carrying out. and working out or any thing ordered or 

undcrtakcn . l'erl(lrInance is thus about the way thc task is accomplished (thc input) and 

the results ach ieved (outputs). Hence, it refers to mean both bchaviors (inputs) and results 

tOlllp"ts). (i\r"lStl'Olig. 2003: 479). 

2.1.1.2. El11ploYl'C I'crfonmlllcc vis-ii-vis Organizationall'crformancc 

i\n employee is a job incumbent in an organi7.a tion whose performance is a major and 

direc t input in the process of achieving organizational goals. 

I'eri'ormance on an individual basis is thus 'a rccord or the person's accomplishments ' 

tArmstrong. 20()3A78) which altogethcr contributes to constitute organizational 

1'l'1'1"r1l1:lI1eL'. The "'<Iy inputs (rcsources) arc utilized and the ex ten t to wh ic h outputs 

(1\ '<.; tlll s) ;ll'l' :lchil.'\ 'l'd al ill stitutioll:11 kvl'l lksigna l!,,;s nrg'lIli 'l.: llioll:.l1 pcrli.lJ'llWlll.:e. whil.:h 

tllL' rl'i'ol'l'. is hes t l'xpla incd in the what and how an employee in the structure is expcctcd 

tn ~e t tasks geared and accompli shed toward organizational goals. 1·lcnce cmployce's 

pcr!()[,[l1al1l'c i11ust be aligned wit h organiza tional goals. 
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2.1.2. System 

I:or thc purpose of' th is study, a system can be undcrstood as interrdatcd componcnts or 

parts that intcract to wHI'd a common purpose (hli p:l/www.behav ioul'.org). The intcraction 

bctlVeen and among these components as parts arc based on the behavio r or f~lctor each 

posscsscs to anect the othcl'. i\ systcm in thi s instance theref()I'e is not reducibl e to its 

componcnts and the parts can onl y be recognized in terms or their interaction with other 

parts in the sys tem. Wik ipcdia. the fi'Ce encyclopedia describes a systcm (rrom Latin) as a 

'set "I' intcl'Hct ing or interdependent entities fo rming an integrated whole'. 

2.1.3. Presenting Performance as a System 
TIle' palicrn a task is accomplishcd and the rcsults achieved thereby flo ws through and 

\\ 'ithin difle rcnt interact ing and interrclatcd sets or acti vitics that constitute a sys tem i.e. 

pcrf(ml1ancc systcill. f'e rf(m1l<l11ce system is thus a system in which components or 

I'crf(""I1'l11cc whi ch Tosti (www. ispi .org) categorica ll y idcntificd as support. direction, 

perf(mllCI'. moti vat i 0 nal , consequences, and feed back i ntcract bet wcen. among 

tllc"l1sc·f,·cs to <lcllicl'c common goals or tllc organization in particular, and or the 

l.·l11p l (l~l't's ill )!,c Il L' I':.d . 

Figure.2.1. Performance System Model 
~ --

Support 
- - ~ ~-, ~----. 

'clion 
Pcrformcr Output Perfo rmance 
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2.2. Performance System Management 

Tlw contcmporary periods or increasing global compet ition has put more locus on 

l'ITectivcness. that the systems and proccsses in thc orga ni ~.ation be appl ied in thc right 

way to the right thing: to ac hicve resu lts (http ://www.albusiness.com). Evcry componcnt 

part and sct or rcl ationships in thc organizational pcrformanec system, therefore, must be 

prllpe ri y managed to ensurc strategics are effective ly implemcnted. 

2.2 . 1. I'll nliamcn tals of Performance Management 

2.2. 1. 1. Pcrformancr Managcment Defined 

Perl(JI'I11l111Ce is viewcd dilTcrently, and that its managcmcnt lacks a uni versa ll y accepted 

t\c1in ition as a term (Martin and Jackson, 2000: 126). I'cr!o rmancc in organizations is 

olkll .Illd typically descr ibed on indiv idua l bas is that its manageillent rek rs to Ill ean an 

"pproach lIsl'd to try to ac hi cvc strategic goa ls cons istency through beller IlJl'lnal and 

inllJl'llwl Illotivation (p inn ington and Edwards. 2000 :1 ( 1). Arm strong (2003:477) 

descr ibes the term thc samc way as a strategic and integrated approach to de li vering 

sustainl'd success to organi;cations by improv ing the capabili ties or contri butors. 

l' l'II(IJ'lII'll lce nHllwgclllent app lies more than eill ployees that it is the cflieient and 

ct'ketive u tili~.at i on or basic organizat ional rcso urccs (inputs) and resu lts (outp uts) in the 

accllillp li shlll cntllr organization strategic goa ls. 

2.2 .1. 2. Purpose and Principles 

l' erll)J'J ll anee manage illent is all about performance, a means for organizational 

cITcc:l i"cness there by ensuring work plans arc direc ted toward strategic directions. It is to 

serve as a vehicle ror con tinuous improvelllcnt or organizational perrormance 

l'sLlblisliin~ ,·k.lr l'(llll lll Uni eati ons as tll what and hllw rcsult s arc achieved and utili zed 

l"lIrllilT. II idl'lIlilil'S areas ul·puur perl ll1"llltllH.:l! and set phllls !'or corn.: ct i ve ac ti ons. 

'\s st<lted 111' .'\ rJll strong (2()(J:1:47<J). perf()J"Jnancc management in it s principles translates 

str"tcgic go"ls into operat ional and pcople level task goals relying on consensus and 

L'lHlpcr'ltilln. enelluraging sd l~lllan agement and individua l perlormance. It provides a 
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belter \\ay rur con ti nuous leedback-based measurement and assessmcnts aga inst jointly 

,e t goals. and appliL's to all sta ll. It support s administrati ve decision making process 

,ctting key accOllllWbi lities, agreei ng ruture objec ti ves l'or them, agreeing measures and 

s ta ndards to be obwined, and ass igning time-scales and profiles' (i'innington and 

I':dw(trds, :WOO: I (5) 

2.2.1 .. '. Scoll" and Concern 

The VlT V exis tence and development or an organi~.a t ion chiefl y depends on its capabil ity 

to adopt it selr to the ongo ing and prevailing changes rrom wit hin and all round its 

cnl·ironll1ent. The attempt to cope up with the changes need to be organized under a 

continuous il11provement in perf'ormance. Performance measurement , thus, is primaril y 

(Ind concerned with 'perf'orl11anee improvement to challenge organizational. team and 

ind iv id ua l efkcti ve ness-to get the right things done successrull y' (Armstrong, 

2U()OJc176 ). 

(''' 'I,equent lv (Is:<isti ng and supporting cm]1loyees in aehicving their work and caree r 

gU(lI s, sa ti srvi ng the needs and expecta ti ons or all stakeholders 01' the organi zation, and 

L'OIH.luct ioll regula r comnlun ical ions on progress according to business plans. 

I'erl tl rmanee managel1lent ensures we ll communicated mission statements, monitoring 

il1lpicl11entations or the organizat ional plans, integration with qualit y management 

policies IllCus on senio r managers' pc I' l(lrI11<lI1ee , and usc or perlllrlllance related rewards 

(I'innington and hl wards 2000: f62). 

l'nll>rt llancL' m(1I1agL'l11ent is about managing thc organization lor which everyone in the 

I"" illess is conce rnL'd. I ~csource uti li ~.at ion includes the hUl11 an power, and implies that or 

Ill(I :I'ricll (Inel CClpit(!I. It is the rL'sponsibili ty or all in the organ izat ion to ensu re these 

I"I..'S ' lllrr l..'S Sl 'l'\l' 10 ;llIa ill strategic guals, "Vhat hasicilll y math:rs in managi ng the 

l>''l,'(1l1il.aliun IS II'hm peopk in wurk ing unit s perl(Jrm specilically. i'er ltHll1unce 

11I(11l(I!,!l'llIL'lIt requi res the goals or the organizat ion and objec ti ves or individual 

l'lIl p il) ) l'l'S gl' l i llll'l'\\ OVC Il to support the ach ievement or st rutegic end s, It se rveS us a 

I'Ll II"'1'11i III I' (lther 111(lnagenlent concerns to gct integrated. 
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2.2.2 . Thc Process or Pcrrormancc Managemcnt 

TIll' t'lsk or il11prm'ing organi/.at ional and indi vidual perllll'l11<lI1ee is done through 

dit lerellt bu t in terrelated ac ti vities, IVhieh make pert(m11<lI1ee managelllent a continuous 

se ll'- ren elVing process. It passes through three phases starting with plill1ning. t(,llowed by 

Inoll itorillg and linall y reviewing management functions. 

Figurc.2.2. Performance Management Process 

Plnn 

• Idcnlily elarily and agree upon 
C.'\pcc lal ions 

• Idclltifv how res ult s will be 

~ .. llH'::lsurcd 
• Agree 011 Illonitoring process 

( Mnn;/n' 

• Monitor and evaluate progress 
• Take corrective action or make 

clw ngcs. if'rcquircd 
r-------.l {(:tl('1La \I II E v altwt c 

• I\nllual performance rcvicv.' and 
C'\ 'alu:llioll ~ • Sign olT ~ 

• New cyc le begills 

Source: I'crjo/'llwnce Manal{emen/:( hllp:llwww'alhll.l'ine.l'.I'. COIl1) 

I'illnington and Edwards (2000:161) describe the process to occur constantly throughout 

the year thereby detcrmining what is expec ted to be achievcd primaril y andthcn provide 

lIlanagerial and peers support Ill!' its ach ievement. 

Fi gure. 2.3. I'inl/' ( 'omjJol1el1l.1' o/l'er/iml/ol1CC' 1\l/ol1og(,llIel1/ 

Managing 
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S" lI r,', " l'illllillg'fllI C/lld fdll'(//'d,,· (21J1J1J : 10/) 
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I:m I\rlllstrong. (2003:48(i) thc pCrl(HmanCC management process IS eompicted with 
aU ;" iti"s as stated in the Fi gure 2.4 below. It describcs the framework I(lr pe ri(lI'Inanee 
Inanagemcnt as a role prolile and the cycl e states a performance planning stage. 

I:igure 2.4: The j'er!imnance Managem ent Cycle 

Role Pro1ile 

1'1""----_ _ 

Performance 
Review 

Perl(HlllanCe 
Agreement 

()e r IOrI11HIl t:c 

Personal De velopment 
Planning 

-------- MI) l l ill)r----~ 

Source: Am/strong (2003) 

The US Oflicc of Personncl Managcment argues performance managemcnt from the 
emp luyces' point 0)' view and explains as a systematic process by which an agency 
in vo lves its employee in improving organizat ional effecti veness. I\.s a process, it begins 
with planning work and se lling expectations, and ends at rewards. 

2.2.3. Performance Management Effectiveness 

I'Jkcti l'ci y impicmCllted per llll'lmlilCe management ensures both the organ il:ati on and 
employees remain prociucti ve and motivated. In e lTecti ve organizati ons, goals arc agreed 
;lIld \l'urk is planned routinel y. progress is measured and feedback is communicated . 
, :rkCli\'l' lll' r rnJ'I11: lIln: m :m: l )I.(,Illl'nt is ;1(: l1 i('v('o in :1 sitllatioll w hl'!'e :dlcompol1l'l1ts in it s 
I'I'l ll'CSS arc \l'orking together and supporting each other. (h llp//www.oplll. gov). 
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Ilcrnard in (2003: 143) summarized prescriptions Cor eCfeetive performance management 

in Illc I<llillwing lI·ay: 

.:. Str i\ c ro r as much preci sion in delini ng and measur ing pc rronnalH':c dimcnsions 

.:. I.ine perl<>n11<lIl ee dimensions to meeting internal and external customer 

n.:q 1I i rel11 CJl IS 

.:. Incorporate the measurement of situational constraints 

2,3, Hfectivencss in Appraising Employees Performance 

2,3 .1 , EITcctivclH'ss of Conducting Performance Appraisal 

Th is study II ill drmv on eri cct ivcness in appraising the perl<>nnance of employces as an 

intcTvention in pcopk management coordinated program lor a continuo us improvcment 

"I· organi/.ali onal perlormance oC the Ethiopian Cedera l public broadcasting institution. 

The pcuplc (imply in!! the human rcsource) management is the emcient and cffcc ti ve 

lItilizaliulluChuman capi tal in achieving organiza tional st rategic and operational goal s. 

LlTccliwncss in Ihat sense thus designates the capacity oC the institution to appraise the 

pcrllJrlllalllT 01· il s elllployccs toward predelincd goals and objectives. Indeed gclling 

c'l11p l"yccs' pcr!<JrInancc appraisal reviewed is not necessaril y conducting the appraisa l 

ulrrcctly ancl th is in turn docs not necessaril y mean conducting the appropriate 

perCurmancc ap praisal process. Nonetheless, effectiveness here is meant to imply the 

organ il.al ional ability to des ign the ri ght and proper plan to appraise its employees' 

perlllrnwncc, and make that happen in thc right way it is desired to be. I \cnce do ing the 

ri!!111 Ihings IS knned as e lTeelivc and doin!! thin!!s ri!!ht 

( hllp :/ Ie'n . II i k ped i;u lrg). 

2,].2, I't'rl'ormilncc Managcmcnt anll Appraisal 

as e rti e icnt 

!"lIl' 111;lj tl" pllill! ill I . .'llcl'l i v .... ' hUIlHlll reso urce uti li zat ion is ensu ring that there is a dear 

link i1l'mCl'n Ihe tasks ancl acti vities that cmpl oyees arc invol ved in, and thc ac hi evement 

"f "ll~" l1 i /.ali"nal )!o;il s. And that will be a ke y axi s arou nd which thi s research is lonned. 

Accordingly, acti vities designcd to moti vate and eneouragc employccs to wo rk towards 

" bjectil cs that arc in line wi th organizational goals reCer to impl y performance 
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Inunagc lllcnt (Martin and Jackson, 2000: 122), Performance management system IS of 

pcrl()],]l1ance improvcment process linked to pcrformance appraisal. 

Muki ng thc right dcc ision/plan in appnll sll1 g thc pcrformance of cmployccs rcqulrc 

ident ifying the cmployecs ' strcngth and arcas l'or improvcmcnt or dcvelopmcntal nceds, 

To uppraisc the pcrl()]']nance of employees effectively, perf'ormancc problems must bc 

spottcd, const rueti vc feedback should be provided, and actions to improve perl'ormance 

must bc mcasured, Perf'ormancc appraisal thus involves the identification, measurement , 

'll1e1 Ill ,"wgemcnt or human performance in organizu tions (Gomez, et al 200 1 :225) 

Ilulllun rcsourcc pcrl()]']nancc is an important issuc in the strategy thc I:thiopian public 

bnl"dc"sting sc rvicc insti tutions must 1() llow to "chic vc thcir go"l s, l'erl()],]l1ancc by 

l'lllplol'l'cS wil l be a kcy "Ictm in thc succcss or failurc "flhc stratcgy, 

2,3,3, Performance Appraisal- a Systcm or Proccss? 

i\ svs tcm IS a gcncral frame wo rk on the basis of whieh people accomp lish tasks and 

act ;I'ities. ami proccss is a set of interre lated 'Ict ivities direc tcd in ach icv ing 

prcdl, tcl'll1 illcel goa l und object ives, Somc scholars describe pCrl()J'J11:111CC appraisal as the 

proccss of cva luatillg how well cmployees do their jobs compared with a set of standards 

'lI1d cOlllmunicating that information to those employees (Mathis and Jackson, 1997:343), 

Otilers delinc performance appraisa l as a systematic evaluation of personnel by 

supervisors or other fami liar with their performance because empl oyers are interested in 

kn(llVing about employees' perl(lI'mance (['langan, 199 :208), iloth systcm and process, 

Itollc ve r, 'Ire l'~plaincd in each or thcse elabo rations that pcril)],]l1anCC appraisal is both a 

systcm of papers allli proccdures designed by the organi l.ut ion und an intcrpersonal 

prell'l'SS in II hich m'lllagc r und subordinate com municate and attempt to influence each 

utli ,' 1' (Ike']', I ()X 7:2 X7), 
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2,3,-1, Basis of Performance Appraisal 
,\ ., uccessl'tll appnlisal system csscntial ly rcqulres both the appra iser and appnllsee to 
jllint ly idcntify strcngt h and arcas ICl r improvement. the ronnel' to provide constructive 
kcdback on perlclrInancc of and support to the latter in ac hicv ing orga nizat ional goals 
and indi viuual development needs (Marthis and Jackson, 2000: 127). 

Thc di scuss ion would provide the people involved on opportunity to obtain a perspective 
on past per\(lrInanee as a basis f'or making development and improvements plans, and 
rendcr thc mcans through which the proccss of pcr/(lrIl1<lIlCC management cycles do we ll 
<IS npL'ctL'd. It cn<lblcs to ac hicve the live kcy c1cmcnts 01' pCrll)l']mlllCe managcmcnt-
1l1Casuremcni. ICed back, positi vc rcinillrecmcnt, cxchanging viell', and agrecmcnt on 
action plans (i\ rmstl'Ong, 2003:496). Employce participation in preparing and actualizing 
perll)l']nanec plan establishes thc bas is or performance appraisal. 

2..~,5 , Coals and Objectivcs of Pe/"formancc Appraisal 
l'l'(lperl , eonductcd pcr/'ormancc apprni sal will be a highly elfective too l lor monitoring 
thc pL'l'llllmancc o f cmployecs and motivate them lor improvcd achicvcmcnts. The 
purpose 01' performance appraisal is to decide the aspect of performance that has to be 
cva luatcd. This is done in a constructi ve di scuss ion bctwcen thc managcr and thc 
cmp lo)'cc rcgarding thc employee"s recent performance, plans lor pcrlonnance 
improvcmcnt and meeting developmental needs of the employce, As a system, 
pL'rIClI'I1WnCC appra isa l is a link hetween the reward employces hope to receivc ancl their 
I'I'I >d""livilv , M:lt ili s and Jackson (10(l:\:]44) describe this 'Ippn>ach to cOlllpcnsation 
·tllL' hL"lrl 01' thL' idL'a thm raises should bc givcn l'or Illcrit rathcr than IClr scniority' 
(,ractically ho wcvcr evcn ts do not always go acco rding to what is intcnded and thus ' the 
IIH>li, 'aliolial e l'[l:ct or pcrllll'lnance apprais,d is oncn debatablc ' (Marlin and Jackso n, 



/\n\' organization is cstabl ishcd to achievc certain strategic goals and pcoplc lOin Ihe 

organizalion with individua l object ives they set ror themselves fo r which both st ri ve to 

rul lili by ap pra is ing their performancc. 

The goa ls or perrormancc apprai sa l thus can bc secn fi'om thc organiza tional and 

indi vid ua l el1l pl oyce 's pcrspcc ti ves difTcrcntly. 

2.3.5.1. Orga I! iza tiol! 's Goals 

/\n orga nization conducts performance appraisal basically to get informat ion about the 

Ievcl or achieyc ment mct and control system used in admini strati ve decisions, 

institulional capacilY building, and ident ificati on of dcve lopmcnt po tcntia ls th rough 

hUlllan rcsource utili/.at ion. 

Ikc'r (I ')X7: 2XX) Sl ll l1 marized organiza ti onal goa ls or pcr l()l'1l1ancc app ra isa l in two 

pcrspccti ws or cvaluation and developmental. Eva luat ing the performance Ievc l is donc 

wi th thc intcnt ion to givc rcedback to subordinatcs so that they know whcrc they stand, 

allli 10 liL-vclop v,il id data lil r managcrs pass and communicate administrati w pcrsonnel 

dccis ions. Dcvelopmcnt goals or pcr/o rmanc" appraisa l conccrn on counscling and 

coaching. and moti va ting subordinates initiating commitment to the largcr organization, 

gelling appnliscr appraisce re lations strengthencd, and diagnosing problems of 

ll rga ni zations and cmpl oycc pcr fc)l'1nance. 

/\ssess ing thc pas I and improv ing future pcrio rmancc, oncn referred as evaluati ve, and 

dC'\ 'c'l"plllcn tal organi /.a ti ons, are the two fundamental reasons fo r devcloping 

pcrlill'lll<UlCC appr'lisals (Taylo r. 1l)')X :257 ). The broad objec ti ves or perf( )l'111<lIl cc 

apI1I"li"iI arl' idcnlil\ ing cl11p loyees for pe rsonnel division. training needs, l11 oti vation, 

:111<1 l'sl:lhl ishil1g 'I d'i lahasc 10 SllppOrlta ki l1 g the dec isions (Saiydai n. 1l)l)l):3()X). 
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2.3.5.2. Th e Individu a l Goals 

I\n intl iv id ual nccds the organization beyond economic concern shown In terms of the 
desire f()I" cOlllpctence and psychological success. She/he wants feedback on how the 
organiz.ation values his/her performance, and to learn the progress level made in careers. 
The perfllnnance-appraisal situation provides the opportunity to gct va lid per l(lI'I nanee 
i'cedbaek. 

2.3.5.3. Conflicting Goals of Performance Appraisal 

I\n ll rganizatilln while seeking the development of individuals through counseling. 
c·ll;leh ing. anti career planning. it desires to have information from indi viduals on which 
III hasc' rc w;lI·tls ancl make personal decisions (Beer, 1987:289). Equally Irue is that 
intl iv id u;li s ' tlesirc for pcrsonal development and their wish IC)I" rewards and lecdback 
cllnsisll' nl ",ilh their se lf image. 

The most signilicant conflict , Beer (1987 :289) says, is between the individual's desire to 
conlirm a positi ve se lf~image that helps to obtain organizat ional rewards, and the needs 
of what Ihe organizat ion wants individuals to be open to negative information about 
themsel vcs so that they can improve thei r performance. The con flict is over the exchange 
'.>1' , al id inf(>nnm ioll. that individuals will be re luctant to engage in the kind opcn 
dia illguc requirecll()I" valid evaluation and personnel development. 

,\ clear link between employee 's personal objectives and organizational goals must 
prevai l so that the result could be efficient and effecti ve. There should be a clear and 
coordinated two- way links in all stages between the st rategic plan and individuals 
obj l'C li ,·cs. and thi s docs help el11ployccs to roc us on thc ir own ru les and contribution to 
Ihe o""rall business perl(lrI1l<lI1ce and di rects their cff(nt at those acti vit ies whi ch best 
" '1" e <lI'g;lI1i /; l1ion:iI ~. o;ll s (Mmlhi s and .I ackson "000: I" )) . 

. \ n· (\rd in!'.\\'. I'l'I'li1I'ln:11 ll'C' :tppr:tis:t\ system or it s demcnts dcmonstrated elTecti ve 
\,1,:,,\\ 11l ' l l ' ·dHltlid Ill' V ,'\!llIli l ll'd ill (lil' l igll t or til l: spcci Jic IH.:cds uJ' the orgull i/ .alion. It 
Ill'l'lls t(\ be cksi~l1l'd to lit the spcci lie requirements of the orgu ni /.ation. 'The ell1phasis 
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Ull llbjcctiws ma l' vary rrom culture to culture. organi/,ation to organ i/.'Itilln and in the 
sanle organi/.ation rrom time to time ' (Saiydain, 1999 :328). In di sc uss ing organizational 
po lit ics as one or the cha llenges to errecti ve performance appra isal which managers 
conrront , (lomez et ai, (200 1:147) statcs that the goals of appraisal from or rat ional 
perspect ive is acc uracy and uti lity is from thc po li tica l-thc va luc of perfo rmance is 
relati ve to the political contcx t and supervisor 's goals, 

2.3.6, The Purpose of Perform ance Appraisa l 
Thl' pcrl(lrInallCL' appra isa l goals potential conllicts withi n organizat ion, within-
indi vidual s. and between indi vidual and organization arc caused by the two general 
purposes or per rormance appraisal - providing feedback and counsel ing, and allocating 
rl'l\'lrds llpporlullities. (M ilko vich. 199 1:23 1), Oberg (1999:576) bel ieves a disti nction 
has tll be m,"k between perl(lrInanee on the job and pote ll ti,rl I(lr up ward mobility. and 
thus thc purpose or pe rl(lrI11<lnce apprai sa l result s arc used in decisions as a basis lur job 
change or pro l1l otion, a guide luI' fo rmulating thinking and deve lopment programs, a 
feedback and inccntive to employees, and as a means luI' evaluating the e1Teetiveness to 
dCI'ices lu I' select ion and classi lication of workers, provides the rational foundat ion for 
paymellt. (Krishna and Aquinas. 2004:2 12) wi th objecti ve and poss ibly concrcte rating 
i'aeturs, It leads directly to incrcascd producti vity thereby keep ing employees attention 
I(lcuscd on achieving results (C,ibson et al. 1985: 310). 

Ckar perl(lrI11<lllCC clements or expcctations with measurab le standards make the 
'lPpraisa l effec ti ve that it must be appropriatc for the job thc cmploycc is in so far as a 
system desi[!ncd primar il y lor onc catcgory obviously will not be rc llcctive of the 
I'cr lorll l' II1 ce Oil the othcr. Plunkcrt and All ncr ( 1l)89 :27 X) arguc that the success 
Il'IY'·l·ti, l'lll'SS I or ~l pcr ltlrl11anc l' apprais,r1 to be a runct ion or the appra ise r and appra isec 
111:11 Ihllil Ililt s l hI..' ;j\\,; lrc oj' th L' purpllsL's hehind it :.Jlld Illllst have..: in the..: proc c..:ss and the 
ill~lrtlllh.·1l1 S it USl'S. 

In devl'lop ing. clfcctivc standards and measures, cmployees' input should bc inc ludcd 
tlu\lugll lIut tile process. crit ical success ractors be detcrmined , their complete standards 
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be sel. and get ranked (Lussie r. 1997:549). Thc peri'ormance appraisal sys tem should be 
designed as simple as possible so that it is neither diffi cul t to understand nor imposs ib le 
to practice (Sa iyadain. 1999:208) for it to so lve its purpose effecti vely. 

2.3.7. Types, Methods, and Uses of Performance Appraisals 
Appraising thc perl()rmance of cmployees fo rmall y began in the Wei Dynasty (/\0 22 1-
::!()5) in China, 'Nhere an imperial rater appraised the per lormanec of members of the 
oflicial lillni ly (Orbeg, 1999:207). The establishment of clearer links between indi vidual 
objectives and organi /.ational goals has been the mai n change scen with the emergence of 
perl()I"I11<lI1ce management. Recent trends of the changes in the performa nce appraisal 
scheml's ea n be seen in the shins from trait to result-based assessment, from effect to 
resli it I()cus. i'rom judgmental to joint problem solving, i'rom managerial to all jobs, i'rom 
top-dolI n to 3GO-degree appraisal and from achievements to competencies (Mart in and 
.Iackslln. 20()(): 127). 

I)i"ergence 01' views arc identiiied as to whether the appraisal of periormance should be 
conducted on the basis of results/outputs-output based assessment or on behavior/ the 
wav that results arc achieved- behav ioral assessment (Taylor, 1998: 186). Plunkett and 
,\ttner (1')89: 112) described the subj ecti ve and objective types of pcrlormance appra isals 
basieally used and most systems are va riations ofthcm. 

l, iTectiveness of appraisals In l111pro vlllg employees' periormance docs not however 
depend on the type of the system used but on the object ives of the system and the 
decis ion being made-on the manager as far as standards are clearly communicated 
( I.ussier. I l)<J7 :54 7). The key towards elTecti veness in apprais ing employees' 
pcrl<)I'I"<lllee is not whieh IOrln or method is used but whe the r managers and employees 
ulhk'rst;uld it s purpose: \V h,l t <I n <Ipp r,lis, t1 supposed (0 do is eri ti ea l (Math is and Jaekson. 

dl'knsihk can I", sel'n in e1arilications or (he req uired type or judgment and ((Jeus of 
1lll'<lSll r(' (('ome/ .. et al, 200:27 1). The goals and purposes of performance appraisal direct 
what its II ses arc: bot h to the organi7.ation and the employee. It is used administratively as 
a i> ;lsis lill' pl'rs(}"llel decisions, and its devciopmental uses all geared toward improving 
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employccs' Pl'rI(lJ'Illan CC and strengthen ing their job skills (('omc/ .. et al 2001 :22 (»), llyars 

'I nd Ruc (I ()()4) a(kkd encouragi ng pc rl (lJ'I1l:lI1ee improvcmc nt and prol'is ion o r input to 

lal iciali on or selection procedures and to human resou rce planning as othcr important 

uscs or perf(lJ'IllanCe appraisal. Errecti vel y conducted performance apprai sal invol ves a 

manager and employee in a constructive discuss ion concerning the employee 's recent 

pCrl(lJ'I ll an Ce, plans l'or improved perf'ormance and for meeting the developmental needs 

of the employee (Martin and Jackson , 2000: 126), Im pro ving employce performance 

rcquircs stcady and regul ar attention that the strategy j()r the purpose stresses the 

prol' ision or regular feedback to emp loyees on their peri()J'manee so that good 

perfo rmance is appropriately reinf()reed and communicated when poor or marginal 

pcr l(lJ'Inance occurs (www.googlc.com). The perfo rmance ap praisal methods used dirfer 

in acc()l'dancc lVilh thc nature o i' organizati on that cach has it s own amongst of a number 

oi'methods available, Math is and Jackson (1997:352) catego ri zed these methods into l'our 

major groups 'IS shown in I;igurc 2,5 bdlll'v: 

I;igurc 2,5, Methods of Performance ApJlnli sal 

Category Rating Methods Comparative Methods 
• (, rap hie rating - ,-- • Ranking 

sca le • Pa ired co mparison 

• Checkli st • Forced 
• Policy choice di stribution 

Perf(Jrlmll1ee Apprai sal 
Method 

- . 

Slw"i: 1i M,' llllld, Narrat ive Method 
• Ih'h:lv iora l l{<llin g • Critical Incidcnt 

,\ I '1'" I; 11.: h l' .... • ":ssay 
• Ma ll;lgl'1I1t'!l! by J-'idd I{e vicw • 

(lb.;"" ti "" (M ilO ) - '--

- . 

SO/lrce: Malhis and Jackson (1 997:352) 



,\n organ i/.ation (ktcrm incs how to observe and record perl<lrInancc in lllrlllation onec it 

dcci,kd wha t to measure; and olkn usc difrcrent assess l11 ent techniques in combination . 

. Milkorich and Iloudreau (1997:106) presented the 1110st wide ly used performance 

asscssment tcchniques as comparisons to agreed object ives, to job standards, and between 

individu,ds as indi catcd below in Fi gure 2.6: 

I:igu rc 2.(,. I'erforrnance Assessment Teehn iqucs 
----- ---. _. __ ._--------------_ .. _--- - - .. -~ ----- --

Comparison 

To Ilctwecn 

/\grecd objectives Lstabl ished standards Indi viduals 
- - --
ject ive I' hysieal observation Ranking I :Vl al1a gl' m e l~t - by ob 

i (MilO) checklists Forced di stributi on 

I Checkli sts 
I 

Rating scales 

Crit ical incidents 

i 
IIA I{s 

1 __ -
Essay/Diaries 

Source: Mllkonch and Boudreau (1997: I 06) 

Thcre is 110 one bcst way to measure performance and the most effecti ve way depends on 

thc situation as Iii I' as the nature of the work, the skill and knowledge of employee. and 

the work ing environme nt continues to affect the methods of appra isal. 

2.3.8. Ma na gi ng Performance throughout the Year 

TIll' clkcti vcl1ess in app rai sing employees' performance can be seen as to whether 

I'c rlllrlllanCC is mal1agcd throughout thc year with uni form procedures and administrat ion 

J'L'lkcting norma ! good management practices 0 1- st.: tting direction. monitoring and 

II1c"suring per l(1rI11anee and taking ac tion accordingly. Conventional perlonnance 

appraised systcms arc important but not the most important part of a performance 

IIlal1Hgcll1Cnt framcwork - an integra l unit of thc continuing proecss of managemcnt 



(Armstrong, 2003:492) , Thcy arc usually buill around an annual evcnt and dwe ll on thc 

past. e'IITicd out pnJ'unctori ly at thc behcst o j' thc personnel department and then 

1<)r,""lIen, buricd in thc personal record system, The I'rcq ucncy 0 1' thc' appraisal. 

nc\ crthclcss, should be dce ided on thc basis of thc obj cc ti ves and scope or pcrJ'ormancc 

appraisal Programmc - in most organizations implemented once or twicc a ycar - and 

i ndced a continuous process of appraisal is advisable (Krishna and Aquinas , 2004 :2 16), 

I-:I'kc ti w managcment or humall performance in organi zations requircs morc than l'ormal 

reporting and annual rat ings that cvcn morc critical is what managcrs do ", ith them, In 

'lchieving improvcd and sustained perl'ormance level st rong commitmcnt 01'. and support 

J'rom thc top managemcnt is criti ca lly csscntial. In that regard supervisor who managc 

I'c rllll'ln'll1cc e lTecti\'cl y cxplore and provide dircet allcntion to thc causes or pe rlo l'lnance 

pmh lcll1s , dcvclop 'let ion plan and empowcr worke rs to reach a so lution, direc t the 

communica ti on and provide clTccti ve I'cedback (Gomcz, et al 2001 :243), Perl 'ol'lnancc 

appraisal is an integral part or a managc r's dutics and thc cont inuing managcmcnt systcm 

(lJ' il le org'lIli/,ation that she/hc Il1I1St appraisc and re vicw the past. conduct thc appra isal. 

plan the' rutu rc and agree dcvclopment plans, and l'o llow up thc acti on (Pinnington, 

~ O()o: I (,3), In most instances, what is l'ound practically is thc fact that systems statcd out 

promisingly because of initial top management support subsequently failcd when the 

supl'mt "" 1I1cd, !:qually true is the lilct that a half-hcartcd attcmpt to introduce forma l 

appraisal ,n,, ), bc ll1orc: dalllaging in thc long run than no allcmpt at all and best prac ti ~e 

lI'itnl'ssc's th"t PCI' IClI'Il1anCe appraisal should incorporatc support I'rom to p managcmcnt 

(ivl:irtin "nd ,Iackson, 2000: 133), 

I ' I, ~' 1\\\1 l'tll lll irl ill t!- but i lltl'rrd~lh:d goals or un orgi. l11iz<ltioll (eva luat ion and 

dc'\ c'I"I'I1I"llt \ L'Oll1 pc'l 111;\I1"gcrs to us(' pcrrol'lnance ap praisal in two quite di sagreeing 

\\;I\ '~ :lI ld llii s illl' lTl'llt di s:wn.'l't1ll'lll callses tlK' :ll11hivaklll'l.: 0 1' slI\K:riors and 

subordinatcs \Vhi ~h lead s to va ni shi ng pcrl'orman~c apprai sal. A managcr secki ng to 

11111"'(" c' pc.,.rml1l'"ll'C ;lppr" is,,1 should cxamil1c thc thrc(' major lilcto rs thc systcm, the 

~ lIp l' nu r-Slihurdill~ lt l' relat io ll. alld thl.: prOl:CSS 

t lkc'!' I'JX 7:2 'J I ), 
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Wltat is to be appraised is employee 's performance. Eve ryone in the organization 

pc rl(lrlns specilic tasks geared toward organizational strategic goals, and certain ly 1~lee 

sJlcc ilic perl(>nnanee problems that req uire proper manager i:d all cn tion. 

In hand ling the problems managers arc requ ired to idcntify and agrec on thc problem, 

estab li sh the reason(s) for thc shortfall decide and agrec on the actions required, rcsouree 

the action. and monitor and provide fcedback (Armstrong 2003:404-5). Performance 

:IPl'ra is:11 is basically criticized 01' the way that managers ca rry it out in pract iee-unlltir 

bias in m:lI1agerial assessmcnt of performance, poor management preparation, and 

improper di scussion (Taylor, 1998: 192). 

Supcr\'iso)"s. l1lanagers, and execlltives arc hcld accountabh: 1'01' Illlll1<1glllg thl' 

perl(lrlnance or their subordinates and arc evaluatcd on how scrious ly thcy takc the 

c·xc'l"Cisc. This especia ll y in developing countries is highly affcctcd by thc political 

urivllialillllS Il)]' which thl' :'lppraisL'r andlor thL' apprai sL'L' Illay have com mitt ed 

thclnscilcs . (;(l111C/ .. ct al (200 I :239) described the situation stati ng that appraisa l in most 

uq;a ni /.at ions sccms to bc po litical rather than rational exerci se and appeals to be used as 

a tuol I(l r serv ing various and changing agcndas that accurate assessment is se ldom thc 

rcal goa l. 

l'crl'llnnanC'e goals agreed in the perl(>nnanee plan arc ac ti va ted and the e,\lent or their 

achievcment gcts measu red. The measurcment is donc meaningfull y wi th appropriate 

dist inction in the le ve l of pe rlo rmanec-based accomplishment for senior executives, 

prull.'ssiullal. alld IlII' u llH..: r Ihan L' lllPJoyccs. To that l: rl cL'1 aspect s or dimensions or 

I'L'I!'"nn:llH'C' IIhi,'h ('ome/ .. ct al (200 1 :227) stated as quality, quantity/time and 

illllTl'nsull<ll c'I·!l-cti vcncss. or wh ich Armstro ng (2003:492) expressed in terms of 

lin:111cc'. output. impact. reaction. and time must be identilied. Accordingly, performance 

kll'ls slllluld hc' :Issillnc'd to thl' di mellsio ll s idelltilied with grades appropriate to a given 

t. I:-ok. 
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2,3,9, Summary 
I'cr!clrmanee is the lVay a task is communicated and results are achieved, Its managcmcnt 

rcquires the goals o r the organi zation and objectives or indi vidual employees arc 

intC'l'lVllI·cn. l'erJ(,rma nce managcment system is or perl(lI'Inance improvement process 

linkcd to perlclrmanec appraisal. which is both ,\ system and a process. To app raise the 

perlorillanee or employees crfectively, performance problems must be spotted, 

constructive lCedbaek should be provided, and actions to improve perlormanee must be 

mcasured. I':mployee participation in preparing and actualizing pcrlormance plan 

l's t;lblishes the basis or suecess rul appraisa l system. Both supervisors and subordinatcs 

nCL'd to haVe' a linn ~ntSp on the intended purpose 01' perlclI'Ill<lIlce appraisal. Commitmcnt 

"I' and support rrom thc top management is high ly essential appraising employees' 

perJ(lI"Inance. The appraisal also rcquires appropriate distinctions in the levels of 

perltll"lllanCe and periodical evalua ti on of its errectiveness. 
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CHAPTER III: DATA PRESENTATION, ANALYSIS, AND 
FINDINGS 

1 ': l11plo)'c~s dra wn I'rom l'o ur major divisions of' the Ethiopian Radio and Tdevis ion 

/\ ge nc) (Tabk, I,) wcrc surveycd regarding their expectations concerning the cJ'J'ccts or 

pCrl(lI'Ill'lI1 Ce apprai sal system as a mcans to improve employces' perl(lI'mance, The 

resu lt s reported in Tables here bellow are most assuring l'or those interested in 

perl(lI'Illing performance appraisal. This sample of broadcasting personnel cxpresses very 

posit il'c expectations regarding the potential of performance apprai sa l in improving 

l'mplovccs' pCrllll'lll<lI1Ce, Despite manageria l inefficiencies coupled with el11p loyecs, lack 

or recognition 1'01' the system scverely curtailed it s effceti veness and it can be seen in 

v; lr iulIS aspL'L' ls ol'l' ITeclivc.: perrorllwncc apprai sa l sys lem . 

TIll' Tables display thcse lindings on the degree to which ex pectations regarding 

c l'iC;ctivcncss in appnlising employees' perl'ormance toward improvement as ~xpressed 

within dil'i'crent aspccts of'c lTective perl'ormance appraisal and di stributed among various 

groupings or employees c1ass ilied with respect to span or control (i,e, with or wi thout 

subordinatcs) and proJ'ess ion eac h employee is invol ved, 

3,1 , Al ignment or employees' performance plans with organizational goals 

1\li gnment or the plan with strategic goals can be examined, among other issucs, through 

",hl,ther the pe rl(lI'Illanee appraisal system lits specilic needs or the organi/,ation and the 

I'l'l' J'llrlllanCl' plan, enlllnates I'rom those goal s, and I()euses employees on achieving 

results geared that lVay, In a result oriented perl'ormance culture an organizat ion has to 

ha vc a perl'ortnanee apprai sal system tailored to lit specilie needs or the organization, 

Ind"l"!' it nla\ adopt a sys tcm or c1cmcnts dcmonst rated to ha ve been e i'l 'cct ive elsewhere 

;IS l ' \ ;lIlIilh.:d ill 1111..' li ght ol'spl'L'ilic rcq ui n: IlH..:nt s or th L' :'l gCIlL'y. 1\ 11 org:'lI1 izali ul1 needs to 

ensure 'lcti vities or it s working divisions and individual employees are aligned with and 

l'o lltribnte to organizat ional strategies and goals, and focus employees on ach ieving that 

\".' IU.L 
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I'hrcc (lut or Illur cmployees surveyed believe an appra isa l system demonstratcd dketive 

c:l scwhcre in an organizat ion proves to be appropriate to similar institution, and almost al l 

supervi sors and subordinates agree the system in their agency is designed to lit its 

spec ilie requirements. None or supervisors and only two out 01" a hundred 01" their 

subordinates posit ivel y appreciate the litness to specific nceds 01" the agency.(Tablc.3.I.I) 

Table.3 .1.1. "mployees' Perl"ormance Appraisal Fitness to Organizational Nceds 

~-----------------------------------------------, 

ITE M: t. Performance appraisal in ERTA is desig ned to fit specific rcqoiremcnts of the agency 

S l' . \ .~ 01: 
( '[), mOl. 

IVITII 
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I 
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T'lbk .3. 1.2. r: rkc ti vcncss oran Appraisa l System in Organizat ions with Similar Tasks 

--
' .. rUl'lIlan n ' appraisal demonstrated effective in the Ministry of Information provl's its effectiveness in ERTA 

-~ 

I':MI'LOYEES WITII MORI': TIIAN TWO YEAI{S OF I·: XI'EIUENCE. 
AND SI'\ i\ ' OF 

CO.' TIWI. DIPLOMA & AnOVE EDUC ATIONAL QUALIFICATIONS 

WITII 
S LJ 110 IW­

I ,'\ .. \'1' I-: S 
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I ~ . \TES 
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--
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75 " ,10 2~ 1S9 100 -
IClJ uiv,ilent number of the cmployccs further claim thc results they ach ievc in the 

'Iccnillp li shmc nts or orga ni zational strategic goa ls provcs competent despitc the agenc y. 

:IS Ihl'" jl<lintcd it ou l. lacks the app raisa l systcm locusing on cmployees' ac hievemcnt of' 

stralegic result (Tab le 3.1.3. and Table 3. 1.4). 
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TableJ.!. 3. Perrormancc Appraisal Focusing Employecs on Goal Ac hicwmcnts 
~ - ,~ 

lc rform ancc appraisal system that focuses employees on lu:hi('vin g fl'sults toward st rutcgic gon ls . 
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-'.2 . Firm (; rasp on the Intended Purposes of Performance Appraisal 

What is planned neccls to be elTective and for that lirm gasp on the intended purpose of 

employees' performance appraisal expressed in terms of training on performance 

management. si mpli ci ty of the system to get understood and practiced inclus ion of clear, 

spec ilic and measurab le clements in employees' performance plans, separation of the 

SYSlem li)r employee devclopment and performance evaluation and praeticcs as a basis 

J"or personnel decisions. is a prior ity. 

1:01' perlill"1n 'lI1ce appra isal to succeed app rai sers must be trained on how the appraisa l 

syslcm lills in the strategies and goals of the organizat ion and how the actual mechanics 

,)1' the syslem opermes, The training should be put in effect taking the date of 

illlpklllc'lllalilln into due consideration. so that it wo nt be I() rgo tten, It also be bolste red 

b) writt en gu idelincs to which trainee supervi so rs could relCr. Periodic retraining is 

equally importanl in that rcgard. 

/\11 supervisor technicians, three fourth of supporti ve sta rf heads and fi ve of ten 

supcrvisor journalists acknowledged thcy are trained on perl()\'\11<111CC managcmcnt and al l 

and almost all oJ" them respecti ve ly c1aimcd to have dcmonstratcd clTeclivcness in their 

eoaching/lCedbaek sk ill. Indeed almost half of the subordi nates from each stratum 

witnesscd their supcriors arc trained on the subject. Nevertheless. eigh ty li ve out of a 

hundred subordinates believed that the supervisors in ERTA do not demonstrate elTective 

Cl"lcilingl i0edback skill. 
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Tabk.3.2.1. Raters' Training on Perrormance Managemcnt 
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The training shou ld help to achieve strateg ic goals and be support ed with employees' 

perlllrll1anee expectations that arc specific clear. reasonable and attainable. measurable. 

observable/veriliable and result ori ented, Indeed appraisal cannot simply be mechanica l 

process that calls for the appl ication of an objectively dclined formula , Neverthelcss the 

usc 01' subj ec tive liletors need to leavc out or the systcm as Illueh as poss ible and the 

degree of objec ti vity has to be l11 ax il11ized instead, The des irability of subjecti ve I~l c t o rs 

like' initiative. eOllpera tion has been lesser than objecti ve measures that can be expressed 

in terms or cos ts and outputs , subject ive criteria lack to provide important guidelines 1(11' 

appraisers. Hilt! sl1p~rv isors thus 1 ~lil to li se va lid and consis tent apprai sal s required to pass 

personnel decisions, llenee l'orth employees' perl'orl11anee plans need to include clear, 

speci li c. measurable. vcri liable and result-orientcd clements, Dimensions when 

expressed in term s or cmpl oyees' work results or behaviors to ident iry what caused poor 

pCrlllrllHlIleC l'ocus ing on a particular quality could get a more likely acceptance al11 0ng 

"Inplo) ees, 

Whik Itllir of li ve supervisors and one or three subordinate journali sts ex plain 

pcrltlrll1anee appraisal sys tcl11 in thc agency includcs clear, spceilie, l11easurable. 

"criliablc. and result oriented pcrlorillance elel11ents, three fourth o r technicians anc! the 

sta ll st rata rejected the idea under di scuss ion, On thc other hand one thi rd of superv isor 

journa lists and t\\'o third or their subordinates, plus two third or tcchnieian supervisors 

allti Ii , ',' lllit nl' scven suborcl inates, ancl the sa l11 e nUl11ber of stalT superviso rs and 

suh"rclinates belic"e per rormance expectat ions the organinll illn laCK measurable 

st'lildartis (lab lc 3.2,:; , ancl Table 3,2.4), 
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Table. 3.2.3. Clarity and Veri liability or Performance Appraisal 
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.. \n llI'gan i:t,ati on n~~cl s to consider easiness of admini stration as a ractor in des igning its 

s),stelll ul ' perlo l'lnam:c apprai sal. It should never feel supervisors as an impos iti on to 

thei r on guing-opcrations, I:ewer catego ri es or rating and lo rms to completc arc required, 

The system has to be kcpt away from interfering into the day-to-day activ ities of 

~m l) lo )'~cs in the organ ization, and independently manage thc administrati ve, evaluati vc 

ami d~\'Clopmcntal subsystcms of perrormance apprai sal. Hence pe rlo rmance appraisa l 

syst~m in an organi :t.Hlion needs to be des igned as simple as possible so that it is neither 

dil 'lic ult to understand nor imposs ible to be practiced . 

Thr~c lirth ol'journali st supcrvisors and I() ur ou t of li ve supervisor tcchnicians with two 

Ihird 01' stall supcrviso rs do not accept perlormance appraisa l in their organization is 

dcsigllc'd as Silllpk as poss ible to ulldcrsla lld. Two third or journali sts, techn icians alld 

sta ll subordinatcs also di sregard the idea. None of the supervisor journalists and staff 

subordi nates inc luding onc of six technicians and staff supervisors cI~ni cs thc systcm in 

th~ agellcy is de sign ~d in the way that is imposs ible to be practiccd. Onl y kw journalists 

' ''ld tcchn icia'l subordinates rcj~et the point. (Tab le 3.2.5. and Table 3.2.6) 
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Tabk.3.2.6. I'ract icability or Employees Performance Apprai sal 
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idea tha t the line managcment in their organi/:at ion takes employees' pcrl(lI'mance 

'I pprai sa ls as a basis Illl' rewards. promotions, work assignment , employee deve lopment, 

discipl inary IllcaslII'Cs. and other personnel decisions. Crable 3.2.7) 
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Iia li' or journalist superVisors, thee fourth 01' techn icians', and live out or eight starrs' 

supcTvisors I'avor the idea that the appraisal for deve lopment is manageci altogether with 

till' appl'<li sal l(lI' eval uation. Six 01' seven journal ist. techn icia ns. and support stall 

suhllrdinatl's :tiso 'Ieec'pt thl' idc'I.( 'i'abk 3.2.8) 

In such a situation where the appraisa l ror employee deve lopment is not completely 

lk\11arcat ~d rrom that of the appraisa l fo r eval uation, personnel decisions could not help 

Itl 1\';ll' l! h) th .... illh.'IHkd ill sti tuti o llal strateg ies and goals. 
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lab k .3.2.7. lak ing PCrllll'lllanCC Appraisa l as basis lor Personnel Decisions 
~ ------'EM: 11. Till' EH.TA lime management takes performance appraisals as hasis for rewards, 

otiOIl S, \Yorl, assicnmcnts, employee development , punishment, and other personnel decisions. 
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3.3. Employel' partidpation in establishing performance plan 
)'errormunce appraisal system in an organization has to get acceptabili ty among both the 
r"tn 'rml r,rtee. To th,rt end. eaeh should involve in dc vd oping the system as , 1'1'1 

importarll !>retor or change. The system needs to encourage employee pa rti cipation rn 
cstab li sh ing perrormance plans. and keep it part icipatory by givi ng due wcightage to 
subordinates' points of view. Their involvement remains bene fi cial in identifying 
poss ib le problems or weaknesses in the system and arri ves at ideas lor improvement. 
1':mp ID yees shoul d be communicated to performance plans at the beginni ng of each 
,r ppruisal period, monitored by supervisors, and discussed on an ongoing basis during the 
designated period. i-:rnp loyecs expect to receive l'cedback on their periclnmrnce and be 
give n appropriate direct ion to recur at the end of each per iod. 

)'r\l\ 'iding peri'ldie I\;L'dbaek on employees' perlormanee promotes bette r achievements of 
the system among employees as it notifi es them or their performance short comings at the 
point it occurs and gives employees opportunity lo r correction. 

WhL'n requested to indicate whether they involve in the development of their performance 
pian. :1' dear rn ajmity or empl oyees at each stratum of journalists, technicians, and 
supporti ve starf with and without subordinates held positive regard for the idea that each 
DJ' thel'll invDlve in the deve lopment of hi s/her perfo rmance plan. Nevertheless, nine out 
oj' ten L'mployees o r both with and without subordinates stress the system lacks to give 
due IVcighlage to subord inates' po int of views. (Table.3.3. 1) and (Table.3.3.2). 
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NiJ1~ of ~kvL'n.iournalis t s ' and technicians' supcrvisors and six llu t o f seven supervisors in 

th~ agency do no t agree over the idea that thc subordinates receive continuous l'cedback 

on their perl (>rIlltlllce, and th ree rourth or the subordinates assure that (Tab le.3.3.3). In the 

sal11 c lI'ay none or supcrvisors or journali sts and supporti vc starr and a I'cw of technical 

supervisors denied they do not prov ide on-go ing I'cedbaek on thc perl(lI'I1l<lIlcc ll r thL'i r 

subnrdinatL's. Quite a majority of the subordi nates elaimcd positive Itll' the icka 

(Tabk.:UA). 
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Table.3.3.4. Providing Feedback on Performancc 
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"ppraisal in the ir age nc y is alrected by supervisors prejudices toward them and three lilth 

'"1,1 1"Hlrth pf joul'Il,lIists and staff supervisors in their respective manner, and al l 

47 

X 

I .NIl 
I ,M) 

1.62 

1.6S 

1.73 
I,M) 

1.77 
1.72 

1.71 



"1" <1 hi C.:1.].5. LJ n i [(lI"Ill i\ pp I i cat i on 0 r i\ ppra i sa I I'roccd ures and Ad III i Il iSl ra 1 i Oil 

,,~ 

rn:iVI : 17. ('err, ,, 'II "lIleC appraisa l pmced u res ami admillislralioll ill ERTA u ui l"orm ly a pply 10 a ll 
e m ployees 

EMPLOYEES WITH MORE THAN TWO YEARS OF EXPER I ENCE, AND 
SP:\ N OF 

( ·O .'1T IW I . 

I' IWFI' :ss I 0 ,"\' 

_ .. 
',II.I STS 

-
' ICL\ NS 
--- --
-_.---

[ .. _. - ---
W IT II I .l Ol II!N 

SlJ ,B()I{.Il - ~ ~ ~ (~~ 
I,,,,, I LS I STAFF 

I. ._ '[50'1,\ I 
\ l.lSTS ----
I(' I. \.\" S 
-----

I \\'1"1 [lOt r .tO P HI\:. 

, s nH l lW· TEO I i" 
t I \ .\TI.S 

ST:\F F -,-----TOT,\ I. 

-

DIPI.OMA AND ABOVE EDUCATIONAL QUA LI FICATIONS 

-- -- - - --- --- -- ----

SI rungl)' Agree Disilg rcc Strongly TOTAL 
Agn'c 

\V 
Disag ree 

-II -'Yu-- \ \' II % W # % - ,,- '% \ V II uA, IV X 

I ~ ~ I 4 3 I ~ 2 2 9 2 ; 22 I I 2.2U 
- - -
II U II 3 IJ 'J I ~ 2 I ~ I ; 22 12 2AO 

,.-
'J X 2 9 r. (. 2(, 12 ~ 17 ~ IJ ; 7 311 2.3 I ..;... ~'IJ . ., 12 r. 2() IX X 35 1(, 7 3U 7 23 lUll 53 2.30 

I I ~ 16 12 ~X 1(, 12 32 X (. X 41 311 n 2.2 ~ 

~ 3 1(, 10 7 311 19 14 3X I ~ I II " " 3, 'JX 2.119 

II 1---0-' II X (, 2~ 29 21 5N I I X I I ~x 35 93 I.I)~ 

" 7 I I2N ; ~ 20 .1 :1 2~ 102 (1'1 , . 
2~ 33 1'\(1 IOU 2M3 2.UX .. , 

~ - --'-- . - ~ .. ~, .... ~ _.-
l (Jt .\ !. nll'u n I '. E~ 1"; 1 ; 32 i __ 

1- -" "-
I ~o _:' . 120 n .. <1_1"-; ~ II 25 _"it L I :'" --1~ __ I -':::_~ 

SOIlI"("(,. ( 111"1/ .')III"\"(,\" olld ('(jill/Jili u /ion 

"l"a ble.3.3.6. [ lTects or Prejudices Oil Perrormance Appraisal 

ITEM: I S. Pl' r formallCl' appra isal in Ihe agency is affecled by supervisors' prejudices loward 
subordinates 

EMPLOYEES W ITH MOItE THAN TWO YEA JtS OF EXPER I ENCE, 
AND SI' .\ N OF 

( '0 " I"HO 1. DI PLOMA & ABOVE EDUCATIONAL QUA LI FICAT IONS 

\\ ' [ I I I 

SII BOIW-
11\ .·IT I·: S 

PIH)FI ·:SS ION 

L - -_. __ rr 

", \LlSTS .1 () Ill( i\ 

TITII 

S 1',1 F1 

T OT ,I 

i'l IC IA NS 
-

. . -~ .. 
I. 

\ , ' llllt II I .It l\ It l' \ I.I ~ I 'i 

S i'lHJJW· ' I E('Ih\ 
1\ \ TES 

s r.\FF 
T (HA I 

ICJ. \ .'\'S 
---

-

YErS 

Strong ly 
Disag rce 

II 'X, IV 
"- r.'--
" " " 
11 11 II 

- ----
2 'J X 

2 'J X 

II " " -
U U 11 

-
3 2 12 
J 2 12 

5 
3 2U 

.'iil IlF , ·, ·. ()11"/1 SIIF1"t'.I · 011£1 ('Ollll)lf/o/ion 

Disag ree 

.-
II % W -, ., .I 

U U to-
11 11 U 

-~~..". . 
I ~ 3 

7 ~ 21 
-- ---

2 I (, , ~ 15 

1'1 111 42 

9 
15 

45 

48 

Agn.'l' S t ro ngly TOTA L 
Ag ree 

-
-"/" - I~ 

.. _ ... -
II /I 'Yu IV II 'Yu IV ._-
.I I J (, , ., I ~ 22 111 -
3 13 (, 2 'J 2 , 22 X 

; 12 iii (, 2(, 
-,--

(, IJ 57 24 
., 

I I ~x 22 >J 39 'J D IOU ~2 
- - . .. -- .-.~.-

!U , I:;; .It) " 111 I ·' " 311 " - -- -- - - --- -';:--
33 2~ M, 12 9 12 ~ 7 J5 X~ 

27 2U ;~ IJ 10 IJ 4K 35 94 
XII ~I) 16n 39 2'J 3'J 1](, Inu 253 

91 57 
I X2 

~X 3U 
~X 

IS'> IOU 
295 

X 

2.1111 

1.60 

I.O~ 

I.X3 

I.X3 

1.79 

1.% 
I .H(, 

UHi 



1 ' ~IL' lors likc thc numbcr of cmployees covered within the system. and the nature of the 

"r!-! ~ 1I1i /."lion do IlHl'c pertinent roles in Ihe inslallali on 0[' a ncw sys lcm Ihal prccaulion 

'Ind conlinucd mon iloring arc required . The organizalion should lei il s cmployees 

unders tand whal is eXJlected li'om their performance and how their efforts conlribute 10 

slr<llcgic goal achievcments. J\ccordingly, it has to establish a linkagc between high 

pcr[<ll'IllanCe 'Illd rceognition and re wards. It s employees need to believe they arc 

rewarded lo r Ihei r creati vity and innovations and Iheir own performance cva luation 

prup~r!: · I\:!ll'l:t thl'ir le vel of' PCrl i. >rIlli.lllCC. The employees an: the Illaj ur sO llrce uf' 

in[<JI'Ill"l ion on how well Ihe syslcm is working and can reveal areas of sa li slilclion or 

dis" llislilclion. The orga ni zalion's supervisors have 10 monitor now andlhen whelher Ihe 

ill1Jll'llvc lllcnl in ~lrc~l s or pc rl o rll1 ance [<llll1d weak is laking placc or no\. llencelorih il 

has to cs tab li sh a process for periodically evaluating the elTecti vcncss of the apprai sal 

sys lem so that it can usc evaluation of data to improve the system. 

J,.j . I'l'l'iodil' I( valuation oj' 1': fj'eeti velH'ss oj' Perj'o rmanee ;\p p,.,lisal 

I' crJ()rlll"nce appra isa l in ERTJ\. as a grca ter nu mber or it s cm ployecs conlinn . is 

irrcgularl y conducted (Tablc.3.4.2). Unlike one of ten supervisors, almost all of the 

subordinatcs do not accept the idea that the agency conducts the appraisal twice in a 

lise,,1 year (Tablc.3.4.I). 
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Tablc.3.4.I . I:rcqucncy of Condlicting Employees' Pcrformance Appraisal 
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I:i,,' "lit "I· si.\ sllbordinatcs and li ve " I' seven lechnical ant! Sllpport stalT slIpcl'\ 'isors 

d<llln pcri'urlll<lnee evaluation in thei r organizatioll relkcts their le ve l of peril)nnancc. 

( 1;lblc-. ;., 1';) lh' spi ll' lili s il;di'nf til c support st;i1T.threc lilih of the jOllrna li sts, anc! fOllr 
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Dr , ~I'e' n tec hn ician subordinates with fi ve out of ei ght support staff, th ree fourth of 

technici ans ~lI1d jDurna li sts' supervisors witness they arc not rewarded Itl r crea ti vity and 

in nll va ti Dns t h~ )' ac hieve while pe rltll'lni ng their tasks. (Tablc.1.4.4) 

In a situation where employees recei ve no conti nuous leedback on their level or 

pnltll'lnance (Table.3.3.3 .) , where thc supervisors fai led to do so Crab le. 3.3 .4), and 

where ex pectations lack measurab le standards (Tab le. 3.2.4), a clear majority of both 

SUI ' l'I'visors and subordinate stress pc rl tll'lnance ap pra isal in the agenc y re fl ects the level 

"I' th e'i r j1~rj( ' rlll'ln~C '"HI rcqucst I,ll' rcwa rds which they think are denied of'. 

Tablc. 3.4 .J . l'e rl(lI'I11<lI1ce Appra isa l Refl ecting Level or "mployecs' l'erf(lI'Inance 

'. 
I T E I\'I : 22 . PCI' rOl'llIance appl'aisal in ERTA pl'operly I'ellects the level or ellIployees ' perl'ol'llI"nce. 

---~. 
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S P,\ N OF 
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Tablc.3.4.4. Rcward for Creativity and Innovations 
. 

ITEM: 26. Emilio ),l' l'S ill EI~TA arc lIot rewarded for creativity and inllovation they achieve while 
rcri'ormilll( their taslis 

I': MPLOYEES WITII MORE TIIAN TWO YEARS OF EXPER IENCE, 
AND SI' ,\ N ov 
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!-'lll,r (lUi or s~ven supervisor journal ists wi th two third of their subordinates and four or 

li ve technicians and sta lT supcrv isors ea~h. plus six ors~ven th ~ ir respecti ve subordinates 

ehiill1 to haw the undcrslanding on how Iheir ciTorts contri bule to organizational mi ss ion 

;lccompli shll1enl. N~verthe l css, sevcn of ten employccs agrec performance app raisa l in 

the agency illiled to identify the ex tent or thei r periormance toward its institutional goa l 

achievements. (Tab le.3 .4.5). 

In cic'l'll an illcllm bc'nt pe rill1"111 S task s sfhe is assigned to do and direc ted by the superv isor 

;IS a coach. Coaching prerequis ites mutua l understandi ng over clements in the 

urgan i/.aliomIi slr;ltegies and goa ls. In this instance, however. ncither the agency 

r~ l'''l!ni/.~s its ~mp l oy~es ' peri(lI'nHlnc~ nor the employees ~ nSlire they are on the ri ght 

Irac'k as the ir per illl'l l1a nCe plan is unali gned with these goal s from the starl. 
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TabIeJ.4.5. I:mployees Understanding of Their Effort s toward Strategic Goals 

- . .-- ~-.--

ITEM : 23. Emplo)'ees ill I~RTA understand how their efforts contrilHlte to oq;anil.atiollalmissioll 

. " - ---- accom plish III ell t. 
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ITE M: 2S. I 'l'rforman cc appra isa l in li:RTA failcd to identify the extent o f cmploycl's ' performance 
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lowanl or~anizHtional goal achievement. 

EMPLOYEES WITII MORF. TIIAN TWO VEARS OF EXPERIENCE, AND 

DIPLOMA & ABOYE EI)UCATIONAL QUALIF ICATIONS 
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It is hardl y possible Illr Ihe ~Inplo y ~~s to undersland how thei r crllJrts (u li tribute tu 

organ i/"onional mission aehi<: vcmcnts and the agency certa inly fail s to iden tify that as far 

as pro~~d ures and adminis trat ion 01' pe r!c>rtmll1 cc appraisal arc not standa rd i/.~d in their 

application and the perlcHlllance ratings arc inllucnccd by cthnicit),. gCllCkr. age. and such 

1 ~lc t ors" 

Thi s is prov<:d ri ght as thr<:c lourth o r technician supervisors and half o r thei r 

subordinat~ s. Illur ol's~venj(lurnalist superviso rs and three lilih of their subordinates, ami 

liw out or eight and rour of seven supervisors and subordinate sta ff rcsp<:ctiveiy 

excl aimed 1)<) standardizcd application and nine or tcn supervisors and subordinates 

witnessed till' inllu<:ncc on per!(>rtmll1c<:. (Table.3.4.6 ), (Table.3.4 .7) and (Table ,).4 .8) 

Table.].'!.7. Stoll1thirdi /.ed Appl ication of Apprai sall'rocedur<:s and Administ ration 
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Tabk.3.~.X. In Il uenci ng t;lctors 0 l'erl(lrI11<lIlce Rat ings 
---~ 

.-.-.~ ~ .... _, 
______ .0.-

--~-. 
ITEM : 2S. Th,' performance ratings in I': RTA arc inl1uenccd lJy ethnicity, geniler, ag'- or other 

stic h fat..'1ors. - .- . . . ' - ..... --' --- ~'-'--'-

EMPLOYEES WITII MOHE TIIAN TWO YEAHS OF E\PEIUENCL SPAN OF 
AND CONTlWI. 

DIPLOMA & ABOVE EDUCATIONAL QUALIFI C ATIONS 
.- --- ----- --- ._- - -- --- -I'IWFESSI ON 

Sirongly Disagree Agree Siro ngly TOTAL 
Disagree Agree 
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INATES 

----- -- IT STAFF 0 II I 4 3 X 35 \(, 4 17 4 13 57 23 - . ~- '- - 1-;7-TOTAl . II II II 2 Y (, 15 (,5 30 (, 2(, (, -, 11111 41 - ...... = .... -''- ~ - -- ....... --~ 0'" W ITIIOI I"!" ,J()I ' H ~ ," J.ISTS II II (, 4 I s 25 I X 511 10 7 III r--4b-- 311 7S Sl IIlOIW· 
_ . - ----

--TH '11 1\ 1< 'I.\ ,\'s II II II 4 3 12 30 2:!: (,0 13 10 13 47 35 X5 I I\'. \TE~ --- - --
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ST .. \ VI-' J!.. . II II , 15 26 IY 52 17 13 17 S4 ---~,-- .... ~~ 
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'!'Ur,\I . EI' II'I ,()"EES 0 0 0 17 II 51 % 60 11)2 46 21) 4(, 
IS'> 100 UP) -- - .. - .. --.. 

SUII!'C£': (hi'll SI/I'\'£')' (//1d ('UIIII)II/(/IIO/1 

3.5. C Ollllllitlll,-nt of and S upport frolll the Top Managelllent 
TIle' Inp ll1anagcnlL'nl 'S strong supporl ror Ihc system of pcrformance appraisal in an 
orga ni /.ation is the most important req uircment lil\' errl.!c ti veness in appraisi ng the 
perl(lI'IllanCe or it s cmployccs. Indecd no matter how we ll designed the system is, with 
out this support it dooms to Illil certainl y. The management must be firmly committed to 
seeing the system succeed. and strong policy statements appreciating best performances 
with re wmds. and Ihe 1V0rst with penalties , and continuous declarat ions o r Ihe support arc 
l11aniil'st:llions 11, \Ihic h th is C'llllll1 illl1enl is reveled. Systcms that starled oul because or 
inilial SUppOri 01 ' the top managemcnt subseq uent ly hl il ed when the SU ppOri waned. 
I:urlhcnllorc the syslem must be taken as an in tegral part or the orga nizat ions' on-go ing 

/\ 11 or tcchnicians' and li ve or seven journalists' and support sta ffs' supervisors plus al l of 
journa lisls and Icchnicians. six of seven sta rr subordinates believe the supervisors 
conduci moniloring em ployees pc rlormill1ce improvement inli'equcntl y (Table .].5. 1). 
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and SUppOJ'l 1'l'Om the top m<lIJagcmen t body is criti ca lly importan t. 

All or jourtlalist s' and technicians' supervIsors , and SIX or Sl' l' l'n starr supl'J'I'isol's 

w itn.:ss..:d against th l' lll scl vL's thai thl'Y arc Ilot cO lllmitted alld do not pro vid ... , support ttl 

sec the apprai sal with success Il alr 01' the jourtla lists, technic ians and sta ll subordinates 

appreciate the same (Table .3.5.3). Thc supervisors in the agency lack authoritative power 

jo urtlalists', and six or seven stan';' supervisors (Table.3 .5.5). With thc abse lKl' or sud] a 

pOII'er the supeJ'\ 'isors may lose the courage to Illonitor now and then whelher Ih l' 

improl'elncnl in perltlJ'tllaneC in arcas Itll llld weak is taking place. and thi s is l'splainl'd 

tt'll l' by alltcchnic:ian supervisors. hall' orjournalist supervisors, and six ou t o j' seven stall 

supcrviso rs. Nine out or ten subordi nates also showed the same alt itude (Tabic .3.S .4). 

T<ll1le.3 .5.3. Commitment or the Management130dy 

ITI': M: 30. The J1Ianagl'J1Il'nt body in ERTA is Iirmly committed 10 sec pe r forJ1lance app raisal sys lem 
adopled wilh success. --.- ,.- ._-- -----.::.:.:..::.t.=~.:..:.:....:==:.:......-----------_l 
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SOIlI'C£' . ())1'/1 SIII'I'(,), und C Oll1plfl(lIiO/1 
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Til:!1 pU I Ihl' pl'r l (ln ll ~lt1l'l' !lla!lagl...·!lll' llt Sl:t or intcl' l'c l i. ltcd acti v i ti L'S short or till' 

lllonitoring task alTcding conti nuity 01" th~ appraisal as a Syst~ lll allLl pmcL'SS 

( T~lblc . 3. 5.2). 

Tablc.3.5.1. Continui ty o r I'er lormunce Appraisal as a Managcmcnt System 

'1'1\1: 29. Pl·r I'Ol'llIilIH.·(' appraisal is an Oil going mHnagcllll' l1t SyStl'1l1 in I':RTA. 

SPAN OF 
:O .Y rlW I. 

I'IWFESS IO i'! 

._ --- --------
t':Ml'LOYEES WITII MORE TIIAN TWO YEARS OF EXl'ERtENCE. 

AND 
DIl'I.OMA & ABOVE EDUCATIONAL QUALIFICATIONS 

Strongly Agree Disagrec SI rllll gly TOTA I. 

_ /\ g n.'~_ 1~c-r--c""'c-c"' I_....,,....-r""""CC-+....,:.:D;i"s"",H1i!·~~ ~~ _______ . 
... _ _ ~ ~_ ~~ _ f~ '~'~~ _ II % \V ff % \V ff % W ff ,~'X~" +-;\\~' ~r-:-:X-~ 

\-VITI! . ~C.2 l .IB.I,\' Al , I STS . -, _1_' 0 1) 2 ---;,9 _1--;~;-' +-.;.I -+-;-.,;-~ 2 ') 2 :; 22 10 ~,I)I) 
SUBOI{l)- I TE CII NIC IANS (J \J I) () - II n 3 13 · (, 2 I) 2 5 22 S I.fIIl 

- -.--- - --
INATES STA FF 2 'J 

i " 

Tabk.3.5.2. l:rcqllcllCY Or Moni toring Pcrlorll1anc~ Improvcmcnt 

- --

IJ 

2.1 

:;7 
IIiU 

In 2.3 I 

·IN l. U'} 

ITE !\1: 33. S ' upl, .. "isors in 14:RTA conduct monitoring performance improvement infrequl.'l1t1y. 
~" 

EM PLOYEES WITII MORE TIIAN TWO YEAHS OF EX PERIENCE, AND 
SP.\N OF 

( 'O:-lTI(()I. 
DIPLOMA & ABOVE EDUCATIONAL QUALIFICATIONS 

-_. 

l' 1{( HTSSI() .\ SI ron gl), Disagrcl' Agrce S tron g ly 

Disa gn' l' Agn'l' 
/I t % \\' /I 'yl) W /I '10, I \I' I...!!...L.~~ I - . ~ - ---' - ." 

' It i\:\ I ,IS"I"S 1 • • ~ 9 (, ~ 'J • II II II - -- -.-- -;;--
·II N IC I .. \ NS I • • • 17 12 0 0 0 0 0 0 
._----

INA II·.S ST, \FF I • • 5 22 15 H 35 1(, 0 0 0 

TO .3 20 0 0 0 

-,vi Ti 1- I~ltll 
SU,IH)J{D" ..'. ~ 

~-.... - ~ 

TA L . J I 13 12 11 4H 33 10 

' 1!"' ,~ l j.'1 ' .:.. " !..l _1_1~'- _22 _ -hL - 1-11--4--- ~t-WITI I{)I I [" .IOt 
~ St BO!<I) · :-i"!.: ( 

I I\ ." \ TE~ 

·1I i\ 1("1.\ .\S 11 H -1-1 19 1-1 57 1-1 

iT ---- r); ' 11' """(,() - 23 ' """"17 69 9 s"(".\ 

)0 
III 

7 

2X I I r+-2H 3 2 3 
) ~- I I I 

TO' 
. .....,.- ...... ~."' . __ . 

1":\1. .It) 21) 1% 5S 4U 1(;5 37 27 7. 5 • 5 ;;:O \ ' I 7j:';;~' . ~ \ 2(, I ~X (,(, .2 19M . 7 30 9. 5 3 5 
-- -- -- - . 

T()T.\1. 1-: .\11 

. \'(}{lI"ce . (hl"J/ .~/I1"\,(,.l" unci ( OIlII)II/ulllJl1 
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IJ 57 35 2.(,') 
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. 7 35 132 1 2,xt 
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!'\n perfo rmance appraisal 10 appear as u dYllamic managelll L'n t sys te lll . cO lll llli llll l'lI1 ur 
and SUPPlJi'l I'rom the top management body is cri ti call y important. 

/\ 11 or journa li sts' and technicians' superVisors, and SIX or seven starr superVISIll'S 

witnessed aga inst themse lves that they are not commillcd and do not prov idc support to 

see the appraisal with success Iiall' or the journalists. techni cians and stall subordinates 

apprecia te the same (Tablc.3 .S.3). The superviso rs in the agency lack authoritativc pOIl\:r 

to mld ress em ployees' poor perl(lI'IllanCe as described by all or the technicians' . hall' (II' 

journali sts', and six or seven starrs' supervisors (Tabl e.3.5.5). With th c' ahsencc' (l r slll'h a 

po,wr the supe l'l 'islll's may lose the couragc to monitor now and then whclher Ihe 

im provemenl in perl(lI'Immce in areas I'ound weak is tak ing placc , and thi s is explai ned 

truc by all technici an supervi sors. halror journali st supervi sors, and six out ol'sevcn starr 

superv isors. Nine out or ten subordinates also showed the samc altitude (Tablc .3.S.4). 

Tab le.3.S.3. Commi tment orthe Management Body 

ITE M: 30, Thl' managl' ment body in ERTA is lirmly committed to sec pcl'i'onnance app"aisal system 

SP,\ N OF 
CO.Y I'HOI. 

_ _. ~ adopted with success. 

I'HOFESS10N 

EMI' LOYEES WITH MORE THAN TWO YEARS OF EXI'E IliENCE, AND 
DIPLOMA & AIlOYE EDUCATIONAL QUALIFICAT IONS 

--------,-- - - ,-------,----"---------1 

Strongly Agree Disagree Strong ly TOTAL 
Agree Disa1! rcc 

'Vfl-'I-I - - I~" (~)~I I":':I(-:-N;"CA""I '7:. , STS ,, ~,, : .. +~,,;-t-::(J-+~"::-t-':0;-1-":4,.-t-:1~7+...:X,;-+-":-i....:.:4'-t...:1:'-l-.:;s'--I-O:2~2-+-7.' -+-'1"'.,"'0' ~
I% W II% W # % W #% W II % 11' X 

SIJIIO IW. ';"': -CI-INlrrl NS (I (J 0 -"0-+--'u'-l--'0'--1'"""2-+--"") +.c4'--1-J'-l~JJ4-J'-l--'s;--I--O,"',-+--77 -+-'c.::.4:.:...0 

I i'\ATES ST .. \I-' F 11-1 u () :! I) (, 6 2(, 12 ~ 22 :; IJ 57 2J 1.77 
TOTA I, - ,- tll ~Or{·;--1 +.~,-+-,,):-t~(:-, +":'12::-t-:S~2+-:2~4-+-"";") +J~'-+-:':-) +-':2~3 +-:-11~IO:-l'-J:-:')-+-I"'.7~0' 

WIllltH J ,[01 H I\ \ 1 IS~'S ~ 1- :- If, t-t Itl .n ,.. III 2M Y 7 ~-;;- - ~ -I- 311 \J3 -2-.3-2 
S I II!()HI)- - I I (11 1\ 1( I \ ,S- .. ! J 16 III 15 60 IJ 10 2CJ 10 7 10 -1 7 35 112 2.31'1 

I I,\ \II S S [ -\~I _~~-=- (;- · 1 -4-1---zT 15 11 -15 IS 13 J(I l) ·-;;7-1·"C'~) ·+-;4;;-, -t1-~ 11-1 :~ 
101.\1 1·' Itl :'i6 Ill) 3(, IH 45 33 90 28 212M DC! [till 321 2.36 

~-_- --I ti 1,\1 _0\-11-' 1.-0~~" S __ -;;-=- I) 56 51 32 IS] 57 36 11-1 37 23 37 1:"-/ In() J(, II 1'2.i"(;'" 

SOllrce . (hI'!? .\'II/'\'e)l «nil COlf/pIIIOI IO/? 
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' 1 ' ~1 hle.). :) .4. M {1Il i to r i ng 1\ : l"I'orm: lI1cl' (' Ollt i n lIousl y 

-- -~~ ..... ~ ~~ ~'-""'--' -
I TEM: 31, S lIpl' rvisol's in E){TA monitor now and thcn , whcthcl' thc improv(' I1I (' nt in p('rfOl'lll:llll' l' 

in (h e al'ca.s found we~lIi is (Hldn~ place. -_ .. __ . _.,_. -----_. 
EMPLOYEES WITII MORE T IIAN TWO YEA RS OF EXPERIENCE. 

SPAN OF A N D 
CONTHOI. DIPLOMA & ABOVE EDUC ATIONAL Q UA LIFI CATI ON S 

---_. ._-- -
I'IWFESSION 

St run g ly Ag rcc DisHgl'cC S trungly TOTAL 

_~gl'cc l)isHgrCl.' 
·~ ---:x-/I 'I'll IV /I % W /I % W /I % IV /I % 

W ITII .I0 UI(NA LISTS U U U 2 ~ 6 2 9 4 I 4 I ; 22 I I i~ 
SU IHlIW- TE( ' I I N ICIA NS U U U U U U 3 13 (, 2 9 2 ; 22 X 1.6U 

I N AT I':S 
. - -

I " - -- -- - ._- --
ST AF V " " 2 'J (. 10 H 2tI I , I IJ 5.7 27 1.0S - -- -TOTA l , " U U ·1 17 12 15 65 311 " 17 4 ,-.. ' 1110 ' (, Z. Ot) 

. ',,'f, ,c.,,, ""n"'"' "" ,,-. ~. - -
" II " X (, '4 27 211 5~ (, , (, 41 .1u X4 ~~ JO -. ---

SIlH01W· T H :IINI( ·I.-\ :\,S " II 0 III 7 24 IX 4X IJ III IJ '7 35 ')I t. ') ~ 

l i'I .-\TJ-:S S"G\ I?V - - -- II II U II X J3 32 24 (,4 ; 4 ; 4X .15 ltJl :!.IJ -- ~- -- ~ TOT :\1. 0 U U 21) 21 X7 xl 61 166 24 IX 24 IUU 277 2, t1~ 

--~-- - l.iiJ ' 1'( )"1":\ I . 1,:,\ II' l .() ' . 1-: J-: S U II II J3 21 99 9x 62 1% 2x Ix 2x 15') IUU J 2J 
- ~ --
SUI/r('(' : (}II '/I SIO'\"(',\' ((/lei ( OOI/J/I/{(/1017 

Ta ble,.>.5.5 . 1 : 1l1 pow~nncnll o Address Poor Performan ce 

. . - - . --- . -~ 

ITEM : 32, SIIIH.'I'\'i.sol's ill ERT A ladi Hlltho r itHti vc POWl'f to address poor Jll'rl'ormalln'. 
~--

EMPLOYEES WITII MORE TIIAN TWO YEARS OF EXPERIENCE, AND 
SI'.I N OF 

CONTIlOl. 
DIPLOMA & ABOVE EDU C ATIONAL QUALIFIC ATIONS 

WI T II 
SU IlO I(\)­

I N ATE S 

PHOFESSION 

,J(H'HN,II.I STS 
. 

T E( ' II." IC I.\ NS 
. -

ST A FI ' _____ t~ 
WITIIOI l"J] 

-- - -T OTAl. 

.J(H IHN .. \Ll ST S 
SlIIIOIW· TECI1 N I (, LI ~S 
IN,\ T I':S - --~-ST.\FF _. 

I OT:\ I. 
--~ . -'~'----TOTAL 1':1\ I II I .O\"l·: r s 

- -'_.' 

St rungl)' 
Disagrcl' 
IIT~, ~v 

" II II 

" " " 
~. 

" II " ~ 

II U II 

U U ~ 
U U U 

" II II - -U " II 

U U U 

SO/lrce : (} 1I '11 ,)'/1/'1 '(')' al1ei ('oll1/J/I/{(/ iO)7 

Disagrec 

/I 1Y;, IV 
2 , (, 

1" -'iI II , 'J (, 

,I 17 12 

H 6 24 
IU 7 JU 

II " 3J 
J-i1 2IJ X7 

3J 21 99 
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Agrec SI rUli gly TOTAL 
Agree 

~ % W /I % ! ~I- /I I---_IJ/,' II ' 
. 

3 IJ (, " II II , " 12 
~;-< 17 X I , I , 'J 

- -- -- _._ ----- _. 
1 3 III 43 2U I 4 I 57 27 

17 74 34 2 'J 2 ' ' .. , IIiU 4" 
27 2U 5-4 (, 4 (, <I 3U X4 
24 I x 4x IJ IU IJ 47 J; 91 

32 24 (,4 ; 4 , 4S JS 1-~"2 
xJ 61 1M 24 IX 24 lJu IUU 277 

100 (,J 200 2(, 1(' 26 1S9 I UU 325 

~-

l AU 
I .NO 

"TiiS 
2.U9 

:!.U5 
I. I) ~ 

.~ 
2.U~ 
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J,(). Appropriatl' Distinction in Lc"els of Per-formanl'C 

Organi l.ations should have a per!{>rtnanee appraisal syslctn that t1wk~ s ~ll'prul'r i ~lt" 

In that sen,,' based on their rebt i"" 

perlol'll1<lI1ccS a distinction is made I{)r senior executi ves and pr()l;;ssion~tl s and I{lr ot lll' r 

tl1<ln employees, Multiple levels against which employees arc appraised can bc incl uded 

in the system (I :our or live levels arc comtnon), Re views or perl()\'\11lIl1ce plans arc clear 

and understandable and arc cI'lCeti ve tool l{lI' dislinguishing bL'lllwn k,'L'1S Ill ' 

pe r [{)\,\II'ln~e, III ,til cases, aehievemcnt or stratcgic goa ls bases Jll r the olle with 

outstanding perl'ormance, 

lei ghty-Jive oj' a hu ndred superv isors and subordinates in ERT A state that their agency 

develops sep'l\'ill ~ perillrmance app rai sal re views I'o r various pos itions in it s structurL'. 

(Tablc, 3.(1. 1). Seven out oj' ten oj' these supervisors and subordinates on the other hand 

dese rib~ about the similarity oJ'the appraisal format s for the positions, Separate reviews 

lel r various positions arc thercJ{lre arc conducted with similar forma ts in the agency 

T~lblc,3,6,I, I'crl{)\'\nance Re views for Various Positions 

~- - .. 
ITEM : 3G,E1~TA devclops separate performance appraisal reviews for the variolls positions in its 

SPAN OF 
COI'IT IWI. 

W ITII 
SU llOIUl ­
INATES 

WI'("IJOl IT 
S l IBOIW· 
1i" .\TES 

T() 1". \ 

-

structures. .- ... - ,.,--" ,--
EMPLOYEES WITII MO ltE TIIAN TWO YEA ltS OF EX I'E IU ENCE, ANI) 

DIPLOMA & ABOVE EDUCATIONA L QUALIFICATIONS 

I' I ~O FESSI()N Stro ng ly Agree Disagree Strongly TOTAL 
Agn'c Disagree 

1/ r "l.; -- ;v II % II' II Iyu II' "il%1: \ v II % \I' .\ , - • __ T. ._- j-' "--::,. -- -~ 
.J() l \ It i~ / \ J.ISTS 

I I I .J -' 2 " (, , 
" • II II II , 22 I • 2.Sn - _. ~ -

I-i- -- - - -
Tt,: ( 'I INICI.-I NS ' I • • • 17 12 0 0 I) I) 0 , 22 1(, 3.20 
~~------- -
STA FF 3 13 12 9 39 27 I • 2 0 0 0 IJ 57 . 1 3. 15 

r;:OTA I. , 22 2() IS 6S -'5 3 IJ 6 0 0 0 23 100 71 J.(l1) 

.J( ) I II{N .. \ I.lSTS 7 , 2N 31 23 93 3 2 r. 0 0 0 " 31) 127 3,(0 
-.- -------
TEClI i\ I( "!.\ "IS r. • 2. 31 23 "3 10 7 211 0 0 0 " J=, 137 2.91 

- - --- 13 Sr .. \F F II) ='2 27 20 MI M 6 1(, 0 0 0 .N J=, 1-'9 3, 11) 
~:()l'M --~-- UJ I" III. N9 6S 267 21 IS .2 0 0 0 136 100 .IJ 3,0. 

-e;" - ,- -,-_' --- I 'J 12-' (J5 312 .H 0 I 1-:.' 11 ' 1.0 \ I-:ES J I 10. 2. IS \) 0 lSI) l Ull .N. J.II-' 
;- --. - --- ~--

SOl/rce : 011'11 ,<'I//'I'e), lind ( O/l1/JI/WIIOJ1 
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Til bk.3.(,.2. Si milarity or Appraisal I:o rlllilt s 

-- -IT~EM-'--'-:---:~-:-· -:I":":"'R:-::'I:-:"'A-:I--;-' -:':-1 --1;:-' ----:-. "71 "7-'r~ : 39. Vanolls POSltlOliS III 
" 

HIVl' SIIIII 1II'Ilel' OI' IIHll\c~ Uillihlisli (li'IiIH S. 
-~ - .~ 

EM I'LOYEES W ITII MOHE THAN TWO YEAHS OF EXI'EHIENCE, ANIl 
SPAN OF 

CO.'\T llOL 

WITII 
SIJ IIOIW­
INATES 

WrnlOI 1' l' 
Sl l UOHI>· 
1i\' ,\TES 

1'1 lOFESSION 

~- ~-- "' ~'-

.1 ( )l l ll N,\ I.I STS 
U 'J I ::\' J< ' I.\NS 

---
rAFt' 
lTAL 

S' 

T< 
.11 
TI 
S' j 

H lI~ N :\ I .lSTS 
.: ( · II N ICI.\ ~S 
- - -- --',\ FF 

DIPLOMA & AnOVE EDUCATIONAL QUALIFICATIONS 

-- ---
Strongly Agl'ee Disllgrcc Strongly TOTAL 

Aurcc ~)isagn' l' .. .. - -- -- - .- --
/I 'Yo W II % W II % \\' it,.. ";.) \\' II 'XI \I \ 

r--~ :! {) {) \I 2 'J " 3 13 (, {) {) \I ; I ' :!..IU 

" \I " 
, 'J h , 'J , I ·1 I , " " ! .~ U 

{) 0 0 3 13 'J 7 30 I' 3 13 3 13 :\1 ~(I ~.1111 

{) 0 \I 7 30 21 12 52 H , 17 ~ lJ 1\1\1 ~~ 2.13 

0 0 0 " G 24 24 IS '" ~ 7 ~ , I 30 "I 1.1)1'1 
{) 0 \I 13 10 3~ 24 IS ," 10 7 10 47 35 ~7 2.1)(, 
- -

I' Ii! I' '" 
{) 0 0 7 5 21 27 20 5' 35 WJ !.H:' 

)r;U --'''~ \I 0 \I 2" 21 "' 75 55 15U JJ "iT - jiTjji,"" ~ WI' I i l;7 l·t'·')(, -- ~ - tl ' t----- . m -i~;,:J 1I'l.on:rs {) 
{) JS 22 III ::; 

"7 5S 17' 7,\-;"\ J7T-;;'-- JIIU I 
.~ -- '- - .- _. -- -- . 

, -
'1'( 

TO 1":\ I. 1-:.' 

SOllrce: Oll') l Sliney (l ild ( 'O JJ// li li u /ion 

Th L' reVlCWS arc m<J(le within a system that never meaningrull y and adcquatcly 

disli ngu ishcs b~t\VCl'1l pc rl(l1'Il1a ncc k vcl s both l'o r senior prorcssional s and othcrs bascd 

un rc la liVe' pL'I'll l1'ln ' '' lcc. Il alr or supcrvisor journalists and their subordinates with threc 

I'ourth or su pcrvisor sta ff and tcehnicians, and nine out of tcn Iheir respective 

subordinatcs idcllt i lied thc issuc l'or senior proressionals (Table.3.6.3). Seven o f Icn 

subord inates and th rec (llurth or journalisl superviso rs and half of tcchni cians and slalT 

supcrvisors sl rL'sscd Ihc lack Illr cl11ployces other than scni or proiCss ionals (Tablc.3. 6.4 ). 
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TilhlcJ,6J, l' ~rltll'll1<1n~c I.~ vel I)i sl indion Itl!' S~ni\ll' I'l'llli:ssiollals 

.. -- -~-, . -.-----~.,- -.. -.. ~ 
I'n; ~'I: JS. Pcri'<)J '1ll:l lIl' (.' appraisal SYS(l'l11 in EHTA for senor professiona ls pl'ovidl'S IIIl'OIlIillJ,.!flll 

distinction based on relative performance. 

EMPLOYEES WITII MORE TIIAN TWO YEARS OF EXI'ERII'; NC E, AND 
SPAN OF 

CONTHOI. 
DIPLOMA & AHOVI': EDUCATIONAL QUALIFICAT IONS 

- -

WITII 
S lJ H{) 1(1)· 

I i':ATES 

\\' ITI \{ H 'T 
SI ' BOHI>· 

I.'\ .\TFS 

1' llOFES SIOI" 

. -
I.ISTS .J OI 'I( ,.\ ,\ 

'I' I'T II "' I CI ,\ NS 

-,--

TOTAl. 

---,H)l i l{ i\ \ U S ]'s 

'1.\ '\S 

._-
S r"FF 

TOTAl. 
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_. --' 

SI r(Jngl )' 

Agn'c 

- -- - -
1/ '11" IV 
tI tI tI 

tI 0 0 

II tI tI 

tI tI II 

--tI II tI 
. 

I I < 

-
tI tI 0 
I I < 
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I 

SOIlI'C" : ()" '/1 SIII'I'ej' Ul1ci ('oll1pllw/ i o/'l 

Agree 

1/ % W 
2 , 6 

I < 3 

I < 3 

< 17 12 

IX 13 5-1 
--

Itl 7 3t1 

II X 33 
3' ZY 11 7 

27 121) 
<3 

Disagrct.' StrollJ,!ly 
Disagn.'(.' 

II % W II 'Yll IV II 
2 , < I < I ; 

< 17 X () 0 0 ; 

M ]5 16 < 17 < 13 

1< 61 2X ; 22 ; 2J 

II X 22 12 'J 12 < I 
.--- ---- .- .. - .. 

30 22 lItl (, < (, <7 

2J 17 <6 1< Itl 1< <X 
6< <7 12M J2 2< 32 U(I 

1% 37 
7M <, 37 2J lSI) 

'I'al1k .3,(,,4 , I'crl t)l'!l1 <1 ncC l,cvcll)islinclion for Olher lhan Senor profess ionals 

TOTAL 

'YII 1\' X 

22 I I 2.2U 

----
22 II 2. 20 

57 23 1.77 

100 ~::; 1.')(, 

3t1 XS 2.1 S 
-- ----
JS I lIU 2.13 

J5 '3 1.9-1 

11111 2S 1 2.117 

32(, Z.US 
100 

lIle,' appraisal in ERTA for olher than senior eXl'culi"cs and pro\'(>ssionals fails ITEM: 38 I',' rform , 

. . ~) pnn ' i~'or"~~~~l!~~_ distinguishing hetween pcrformall("cs I(·vc ls . 

SP.\ N OF 
( 'OY I'IWI. 

W ITI! 
SlJBO IW · 

I'IWFESSI( 

.I 0 I ' 1("' '' 1.1 - - --

TE(, II ,'\ I(,I, 

IN ,\TI ': S STA FF 

j
' _. 
I TOTAl. 

\\'I T ll(l F r . j(H I ~{ I\ \1 :1S 
Sl ' \lO It!) · TI« ' 11 1\ '1( ' I \ 
I.\ .\TES s T" i?j:-- -~ 

TOT.\1. - ...... --- - .... - -. 

)N 

~-
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\ NS 

- . 

- -

I'S . \, 
--

T OT:\] . E,\ lI'Lon:r s 
--

EMl'LOYEES WITII MOI(E TIIAN TWO n ; AI(S OF EXl'EI(IENC E, AND 
DII ' LOMA & ABOVE EDUCATIONAL QUALIFICATIONS 

_. 

St rungly Dis:lgrcc Agree Strong ly TOTAL 
Disal,!rL' l' Agree 

, II I 'x, IV /I % W II % IV 1/ % IV 1/ % \I' X 

o I II 0 < 17 12 I < 2 0 II II -~ 22 1< 2.SU -, 
II 3 13 9 2 22 - iJ 2.(i() o I II , < 0 0 II , 

. ---~ l ' - 1---' I , < < ; 22 I:; 3 13 (, < 17 < 13 57 21) 2.23 

·~tt-
I-w--< 12 52 36 (, 2(, 12 < 17 < 2J 1110 S(, 

2H I '~ 15 (,0 10 7 2() < 3 < <I JII 112 2.73 - -
32 26 I' 7X II X 22 2 I 2 <7 H 13< 2.S5 

\ji) 31, 20 15 60 15 II JO < J < <X J5 2.7 1 

2< IX 1)(1 6(, <, IIJH 36 2(, 72 10 7 10 13(, lOti J 7(, 2.7(, 

25 1/, 1011 7S <, 23~ <2 26 M< 14 9 1< lSI) 1011 ~J 2 2.72 

SOIIIT!' : (hi'll .\'111'1'(,), (/11 c1 ( Ollll'"/O/IO/? 
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I:wry ~ mpIO ) ' L'~ is an ass~t to th~ org<lni/.a1ion Ill!' which s/he works , <l nd h<ls sp~cilic 

sk ill. ~duca t ional lJl1<1lilication and wo rk exper ience that best lit s to the task s/he is 

<lss igned. In <I perrormance appraisa l, where separate reviews are conducted with similar 

lo nnats and id~ntical but undistinguished perlormance levels, the rating levels can hardl y 

be appropriate Ill!' the jub the employee is in. In that regard , quite a majority or both 

supervi sors and subordinates stated that performance rating levels identified arc 

inappropriate lor the job the incumbent is ass igned since, as explained by equi valent 

number 01' clllp l ove~s. the level s arc identi ca l irrespecti ve 01' empl oyees c1ilTerencc in 

<lrcas ol ' conccrn ;lI1d pos ition. (T<ll1lc.3.6.4). (Table,3.6.5) and (Table.3.6.6). 

Tablc.3.6.5. Appropriateness ur Rating Levels 

~ .. -~--~,--~.~~-~-~-----------~---, 
ITEM: 3-1. Pl' l'r()l'In~lIJ(.'l' rating It'vl'ls idl'ntificd an' appropriate for (hcjoh the l'mployc(' is in 

S P.\N (H' 
( ·O .'\TIWI. 

WITII 
SUBOHD­
INATES 

W ITIHH 'T 
SlIBO I{l) · 
I ,, 'XITS 

EMPLOYEES WITII MORE TIIAN TWO YEAHS OF EXPEHIENCE, AND 
DIPLOMA'" ABOVE EDUCATIONAL QUALIFICATIONS 

I 
PIH)FI':SSI () .'\~' _ Stro ngly Agree Dis:.tgrcc Stru ngly TOTAL 

Agrce ___ Dis~"cc 
il- ,£+'~v' J/ ;;---r:,:7v.,' w:+ccJ/-"";':-, -rc\\I -,i-r~/u ~ '.'#~\l;';- \\'-.... .-. ------0-._._ 

,JO lJ HN,\ LISTS 0 0 0 2 I) (I 2 ') .. 1 .. I 5 22 II 
TECII N IC IANS II II II II II II 4 

SUFF 
n) 1':\1 . 

17 

.\ 

2.20 

I.KII 

- - - - --I-..,."..I,""",-+-- II--I-,~+--I--- I-",+--1·- - -- --HI :; 32 HI 10 ~X 10 1 f1~ 202 JI) 2S JI) l SI) l Ull J2 1 2.112 _c :.-. __ I-'~---l_J...:.::.!..J..::::..J._~~:o:..l.--J'-=~._ " __ .. _'-__ _ 
TUL\ I. 1·:.\II'I.On:r< s 

SOllrc(': (hl'l1 SI/I'\'(')' "nd ('OIl I/JIIIOlllm 
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ITEM: 37. Till' .. atil I~ «.'''l'ls of jJl'I'I'OI"lIl:IIH.:l' 1'01' ('Vl'I)' joh all l'mploYl'''' is aSSil-!IH'd lilT all idt'l1lil'lIl. 
--- - -- -~ - -.- .. - - -

EMPLOYEES WITII MORE TIIA N TWO YEARS OF EXPERIENCE, AND 
SP,\ N OV 

e<mTIWI. 
DIPLOMA & A!lOVE EDUCATIONAL QUALIFICATIONS 

I'IWFESSI( IN Strongly Agree Disagn'l' Strongly TOTAL 
Agrcl'. _ .. ------ ~.- - - --,--_I~ is.!!.g r~·~ 

// % W // % W /I 'x, W /I 'Yu I \I' 
sl '!i, _ II II 0 I • J J 13 (, I ~ I ; 22 III 

\ NS I , , I • 3 2 ') • r," I ; 22 12 I • 
tl ,. W 

- -- : I) Ii - ~'() - '1'-x -IJ~ - - - - . - - -- - _ ._ -
J IJ Ii, 2 '1 2 IJ :'7 - , 

I ·1 ·1 ; 22 J ~ 13 :;7 2(, • 17 ·1 U IOU --
TS I I , X (. H I') I. 3X I J III 13 .1 JII 

' J -
.'\S 2 12 Ii, 12 .x IX 13 J(, 10 7 10 .7 3:-

-
; • 20 N 6 H 22 16 H IJ 10 IJ .N 35 

') I 7 J(. 32 2. 1)6 51) 4J li N J(. 2(i J(. 13(, lOll 

I II (, .0 J 7 2J III 72 -15 I •• .0 25 ." IS') lilt) --
SO/II'n" ()\\ '11 SlIl'I'ey lIlU/ ('olll/JII/a/iol1 

:'.7 , l'l'rl'ormallcl' Al'l'olllltabi li ty 01' Appraisers 

I\S cxplaincd carlicr superv isors in an organization need to concern on appraising their 

subllrdinates' perlt)l'1nancc as an intcgral part of the ir duties, and lirmly accept they 

thcmscl vcs \\'ould bc cY'lluated on how seriousl y they have taken its being practiced, 

All journalist supervisors and almost al l supervisor technicians and support starr 

wilnl'ssl'd thl' v arc hL'ld unaec(}lInwble Itlr ri gorous app raisal 01' their subordinates. and 

ninc or ten subordinatcs agree with that (Tablc,],7, I), j\llthe supervisors J'urther stresscd 

tha t thL' )' arc not C\'ctluaied in how they seriously they take the appraisal of their 

subll1'dinatcs ' perJ'ol'lllanee, This also is supported by a clear majority or the subord inates 

(Tabld,7,2), 

In this illstance. theI'L'J(lre, thc uncolllm itted supervisor who 1~lilcd to provide the requircd 

support and J'ccdlxlck to the subord inates is not held accountab le, 

63 

27 

·1') 

7') 
10(, 

lUI 

2S6 

JJ5 

\ 

2.ll0 

~A() 

--
2.0N 

2. 1.1 

1.'.13 -
2.2(, 

2.1 () 

2.10 

rw' 



Table.3. 7. I. I\ccounlabi lily of Supcrv isors 

- . - - --- _ .. -- - ---- --
ITEM : 40. Supl' .. visors ill EH.T A an' held accoullhlhlc 1'01' ill (heir performance plalls 1"01 ' IIH,' 

..!2gorous ll~)rllislll of Iheir s ubonlillllics. ------- --- ------
EMPLOYEES WITH MORE THAN TWO YEAnS OF EXPEnIENCE. 
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employee's performance. 

EMI' LOYEES WITH MORE THAN TWO YEARS OF EXPEHIENCE, 
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DIPLOMA & ABOVE EDUCAT IO NA L QUALIFICATIONS 
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TIll' r~s~ar~hl'r as a p'lrti~ipant obscrvc r graspcd from both groups of supervisors and 

su\1ord ilwt L's with difkr~nt ~ducational and working cxpcricnce that they do not clcarly 

v i suali/.~ s trat~g i ~ goals ol ' thc age nc ), thc)' work Il)r against thcir individual pCrllmllan CC 

plan. The pl'r\()\'mancc plan is indeed prepmcd with the ir invo lvement but lacks to have 

ICcclbaek on their performance and no frequent coaching and monitoring is done. 

Appra isal of perf(mll<lIlce is cond ucted infrequently and upon the will of supervisors. The 

appra isal procedurcs and admi nistration have ne ver becn app licd uniformly to all 

cmployccs that personnel decisions arc biased on prejudices of supervisors about thei r 

su\1o rclinalcs . The top managemcnt lacks thc commi tment and supcrvisors arc not macle 

accountable Il)r the p~l'llHmancL' of their subordinatcs. 
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Table.3.8.3.Characterstic and NUl11ber of Sal11pled Respondents 

EMPLOYEES WITH SUBORDINATES EMPLOYEES WITHOUT SUBORDINATES 

, 
PROFESSIOi' I 

MORE THAN TWO TWO AN D BELOW MORE THAN TWO I TWO AND BELOW 
YEARS OF EXPERIENCE YEARS OF EXPERIENCE YEARS OF EXPERIENCE] YEARS OF EXPERIENCE 

.. 
DIG DIP eER TOTAL DIG DIP e ER TOTAL DIG DIP eER TOTAL I DIG DI P e ER TOT AL --I 

I STAFF 5 8 i I 14 0 0 0 1 26 22 0 48 2 1 0 3 

3 2 0 5 0 1 0 1 21 26 0 47 1 0 3 4 
TECNICIANCE 

I 
! 

JOURNALISTS 5 0 0 5 2 1 0 3 36 5 0 41 7 1 0 8 
I 

TOTAL 13 10 1 24 3 2 0 5 83 53 0 136 10 2 3 15~ 
Total NUl11ber of Sal11pled Respondents: 24+5+ 136+ 15= 180 

i -Source: Survey CondllcTed 
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CHAPTER IV: SUMMARY-CONCLUSSIONS, POLICY 
IMPli CAT IONS AND RECOMMENDATIONS 

~,\ SUM iV\A\{Y 

Perrorma nce implil!s both input (resource uti li zation) and out put (achievements) in the 

process oj' production, [j'Jjeient and effecti ve resource utili zat ion predetermines the 

qua lity o r achicving and thc results signify the management. Strategies and goals 

(kt~ rmin l' the nature and ~x i s i s tenee 01' an institution that in turn identil 'y and managl! 

resourel!S rl!q uired. Managing resources thus is all for managing the goals, described in 

the contex t 01' till' organi /.<l ti oll in p<lrticul<l r and the emploYl!es in genl!ral. The hum'lI1 

pOlI'er l!xpressed by emp lovee perl(mnance is the basic or all reso urces to org<ln i/.<lt ion<ll 

go,d accomplishment. Organil.'lIional peri()]']mll1 cc, the rerorc, is bes t descri bed with what 

and holl' an employel! in the structure is expected to accomplish tasks geared toward 

strategic goals. The pallern a task has accomplished and results have achieved !lows 

through and within dilTcrcn t interacting and interrelated sets oj' ac ti vities constituting 

peri()]']nanec as a system. I:very component part and set or relati onships in this system 

llL'l,ds \\) hI...' PI\lpCrl) 1ll'l1lagcd III ensure that strategies are impil:mcntect in the ri ght way 

to the right body. I'erl\)]']nancc improvement is linked to perl(lI'ImlilCe appraisal. wh ich hy 

it se ll ' is both a system <l nd a process. 

4,1.1. Emp loyee Participation in Establishing Performance Plan 
I'erlonn<lnee <lpprai sal is a link between the reward employees hope to receive and their 

prod uctil'ity. To that end, aspects oi' pe rlormance are eva luated in eonstruct ivc discuss ion 

\>ctll'l'l'll thl' super' ism and till' cmplovees, as the system esselll ially requires both to 

jnintly id~n t il)' strell gth and areas I(l\' improvcmen t. li enee, elllpinyee participation In 

prepanng and aetualil.ing perrormanec plan estab li shes the basis 1'0 1' pe rl'o rmanee 

appntis,tI. The particip,llion bcnclits bot h parties the reby developing va lued in ro rma tion 

tn pass and communicate administrative personnel decisions, and the subordinate by 

getting I'cedback so that they know where each or them stands and how to achieve 

indil'idual dl,,·cl0l'llll'nl. 
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I ~m pl oyees in J: I,TA involve in the development of their performance plan and discuss 

with supcrvisors regardi ng their recent performance , plans for performance improvcmcnt 

ami ll1ecting developmcntal nceds. The discussion however is unipolar that the 

suburdinatcs' points oj' views arc disregarded to have any va lue in ill1proving ind ividual 

and organ i/.ational pcri()]'Jllance. That makes the involvemcnt good for nothing. The 

subordinates remain lil r away to realize how near thcy achieve toward thc organizational 

glnil s as they arc not provided with regular ICedbaek on their performance so that the 

bellt:r it is appropriately reini(lrced and communicated when poor or marginal 

pcrformance occu rs. 

Thl' way thc ll1anagers carry out perl(ll'1mlllee may endange r the system by eriticisll1 on 

biasness in the asscssment oj' employees' perl(lrmance coupled with poor manal!erial 

eJ'Jic ieney. Th is is cxpressed in unA as the appraisa l is allccted by the supervisor's 

prejudices toward the subordinates, 'Illd lacks standard proet:dures and ullillll'1llity ill 

application to all employees. 

~,I,2, Alignment of EmploYl'l'S' Performance Plans with Organizational Goals 

I ~n(;ctivc perl(lrmancc managcmcnt requires the goals of the organization and that of its 

emplo)'ees get interwovcn to support strategic goal achievements, and with that it ensures 

both parties rell1ain productivc and motivated. The major point in effecti ve human 

resource ll1anagement is ensuring a clear link between the tasks and activities that 

L'mployees i()ells ,md direct their em)rts to attain organizat ional strategies and goals, and 

the mgani/.ation spots pcri()]'Jnanee problems. provides constructive feedback. and 

1I1L::1SUl"l'S .. lcllOIlS taken 10 impruve employees performance v is-~I- vis its illSliluliun~tl 

go,Iis. 

Organi/.ations have their own insti tutional characteristics, their performances diller from 

each other. Managing such entities against ongoing and prevailing changes from within 

and all round its L'nvironment in perll)J'lm1l1ee attached to performance appraisal. with the 

dil'krenec in nature and perl()J'Jm1l1ce organi7.ations require qualitativelv and/or 
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qwliiwtivcly \'lII"i,'d r,'sources anci hencc particular pcrllJrtnancc appraisa l system. The 

system necds to be designcd in the way it lit s to specific requiremcnts or the organizat ion. 

1\ sys il'm o i' ap prai sal or its clcments demonstrated elTective clsewhere do not guaran tee 

a success in another and has to be examined in the light of specific needs of the 

institution. i'urposes o i' pc rllJrtnancc appraisal outputs lead employees directl y to 

inc reased producti vit y therc by kccping their attention focused on achieving resu lt s. 

I:mployees in ERTA idcntii'y and rea li ze the des ire for system fitness in appraising their 

ind iv idual performance to improved task accomplishmcnts. The agency as an institution, 

on the ot her hand . has 1~liled to have cmployees' peri'ormance appraisa l systcm 

SI1l'l' ili e;li ly des igned to it s strategic requirements and has adopted what a ll other public 

oi'liees, irresp,'C tive oi' dillc:renees, ha ve foll owed in thi s regard. Accordingly. thc 

agl'ncy lacks the system that encourages cmployecs to ac hicving rcsults. Thi s proves its 

inc () mpetcnce in the human rcsourcc Ci'lllriS against thc goals stratcgically scI. In that 

scnsc, cmpl oyces' pcri'ormancc plan in thc agcncy is unali gned with the goa ls oi' the 

agcnc y. 

4,1.3, Firlll (;rasp on the Intended Purposes of Performance Appraisal 

i'erlllrlnanec appr;li sal is e llcet ive ly conducted in a bipolar interaction between the 

appraiscr and apprai see that invo lves in the process and the inst ruments it uses. The raters 

should be trained on perll)['lnance management and coaehing/l'cedback techniques allli be 

ab le to demonstrate their skill on crl'cctive performance management. The key toward 

~i'k~ti ",' ncss in apprai sing elllpl oyecs' pcrl(lrmanc~ is wh~ther tlw supervisors alld 

subordinates u nd ~rs land it s purpose that is what an appraisal supposed to do cri ti call y. 

Th,' t \1'0 l'Ulld;llIlellt;t! reasons Ill\' conducting pe rformance apprai sal arc the desire I(l r 

in lll\'m;ltion about the le"l' l oi' a~hievcment met and ~ontrol system used (~ \ ' aluati\ ' ~ 

perspective) ;lI1d identili cUl ion 01 ' develo pmcnt po tentials (developmental perspecti ve) 

tha t a distincti on has to be l\1ack betwcen pcrformance on the job and the potential for 

upward mobility. 
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I{al~rs in U(I '/\ ur~ Irained in managing Ihc [perrormanec or Iheir sllborciinalcs wilh 

couching and I(-,~dbac k leehniqllcs 01' appraisuls, DcspilC Ihis lilc\, Ih~y lililcd 10 

dClllonsl ralc Ih~i r ski ll in couching Ihc subordinalcs and providc Ihcm wilh !Cedback on 

lasks PCrlell'lllCd, Thul makes Ihe Iraining unworlhy and causes waslage in organizalional 

rcsources or Ihe agency, Thc linc managemcnl in the agency could not utilizc the 

appraisal us u basis lel r pcrsonnel dccisions si nce the system lacks clear. specific, 

m~:lSurublc, I'criliablc, and resull orienled perrormance expeclations, It lililed to devclop 

elTective slandards and measures or employces' pcrformance, The sySICI11 is also designcd 

not as such sil11ple and easy to understand that both thc supervisors thel11sclves and their 

subol'llinulcs l(ltll1d il hmdly possible to get practiced, In apprais ing the employecs' 

perJ(lI'Inance no spcc ial disli nclion is l11ade between the appraisal for cvaluativc ancl 

dcvdojlmcnlal perspectives Ihal personnel decisions on each aspects are biased and pass 

U\'l'l' t!ll..'ir \al"bcts 1,';JUSi ll g wron g. lllanagl:rial sta nce 0 11 concerned and related issues. 

4, 1A. Periodic Eva luation of EtTectivcncss of Pcrformance Ap praisal 

TIll' clTcclivcncss in appra ising cmployees' performance can be seen as 10 whclher 

pl'rr()rll1~l11Cl' is m~\IU\gcd throughout the year. !\ continuolls prucess of apprai sa l is 

desiruble Ihul conl'Cnlionul pcrl(l\'I11<lI1ce appraisal is not as such the 1110st important pari 

or ilS lllunugcl11enl rr'!I11cwork, Th~ obj ~clives and scope of thc appraisal progral11 scrve 

ilS u basis 10 d~cidc Ih~ I 'r~qucn~y and in 1110St !Cderal pub lic inst ilu lions. it is 

il11plel11cnlcd twicc in a liscal ycar. 

Whal 'lI1d how ell1ployees in the structure arc expected to get thei r tasks done explains 

orgalli"alionul pnronn:lI1cc alld Ihe pcrrorll1ance of each cmployee is a l11ajor and direct 

illPlIl ill t h ~ process or achicv ing organi'.at ional goals, The 1110st effect ive way 10 l11easure 

perJ(H111l1IlL'e kl ' ~1 depcncis on Ihe ski ll and knowledge or el11ployees, Ihe nHillre or Ihe 

\1'01'1< , and IhL' \I'''rki!l!ll'nl ' ironl11~nl. Th~ appraisal l11usl be approprialL' J(lr IhL' job Ih~ 

L'l11plo)~~ is in ,!lId In Jl rop~rl y relkct Ihe perrorl11ance level. I kncei(lnh, clem 

peri(lrnwnee expectati ons wi th l11easurable standards l11ake the appraisal effectivc. 
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I,mploy~~s ' p~rl(lrIl1<1nC~ apprais,d in J:RT/\ is irrcgu larly conducted (not sched uled l(lI' 
twi c ~ p~r 'lIlnulll) and docs not properly relket the pe rformance level 01' l'mplovel's 
workinl! I(lr the agency. The employces lack to unde rstand the exten t 01' their 
perl()]'Jnance tow,1I'(1 organ i/.a tional goa ls. The agency fa iled to recogni zc creati vities and 
innovat ions they achievc whi le perfo rmi ng tasks. The appraisal system ad mi nistration 
and proced ures arc not standard il.ed in their application and ratings arc inil uenced by 
d hnicit)', gender. ag.c. and othcr slll'h I'ac tors. 

4 .1 .5. COllllllitllle nt o r and Support rrolll the T op Manageillent 
I,mployecs' per l()]'J11<lI1cc appraisal shou ld ensure support li'om the top management. In 
achieving improved and susta ined pe rlormance level strong commi tment of and support 

. from the top management become necessary. In appraising employees' perfo rmance 
e llcc ti ,·e ly. per l(lrmanCe problems must be spotted, const ruct ive feedback shoul d be 
pnll' itkd and actions to improve the pcrl()]'Jmll1ce need to be measurcd. The managemcnt 
body in tlK organization docs these and performance appraisal remains to be an integral 
part of a m,\l1agcr's duties and of the management system in the organizat ion. In handling 
the pl'llblcms. managers arc rcquired to identi ry and agree on the prob lems, li nd out the 
reasons, decide on actions required, and monitor and provide feedback. 

\Vh;!t is I(Hllld in I-:I~T/\ is thc I'lct that the apprai sal system start ed out to be promising 
bel',lusl' 01' initial top managcmcnt support subsequently fa il ed when the support waned 
wi th the change in manage ri al leadership. EITecti ve performance managemcnt requires 
more than 1()]'Jll al repo rting and annual ratings that even more criti cal is what manage rs 
do wit h them. M;!lHlging perl()J'Jll ance thro ughout the yea r with uniform procedures and 
adll1 inist rati on speaks wel l of managerial effecti veness in appraising the performance of 
c'll1plol'l'c's. It I'clkL'tS nllrl1wl :lI1d good managcment practices in se tt ing direc ti on, 
Il1ll11il()ril1~. ;t lld llll' asllrin~ pl:rrl)nnalll'c i.lnd taking actions accordingly . 

l'erl(lrl1lilnCe :lppmi s,r1 in I: I< T/\ is not an ongoing managemcn t system that superl'isors 
fa iled to regula rl y monitor perl()\'\nance or their employees whether improvement is seen 
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in areil s I(lund w~ak, The Illanage illent bod y in the agency docs not lack aut horitative 

power to address poor pcrl()J"]nance but is not lirllll y cOlllmitted to see the systelll with 

Slll'L'l'SS. 

4. 1.6 . Appropriate Distinction in Levels of Performance 

Thl' measurement or per rormance goals agreed in the performance plan is done with 

appropriate di sti nc ti on in the leve ls or perrormance based accomplishments fo r senior 

eXl'cuti ves alld proJi:ss ional s and other employees, The levels should be assigned to the 

dimensions (com1l1on ly described as qua lity, quantity, time, out put , impact, reaction and 

interpersona l efTeeti veness) wi th grades or levels appropriate to a given task, 

In 1: 1(1 '/\ perl(lI"IllanCe rating levels identilied arc alluni de ntica l but inappropriate le)J" the 

job the eillployee is assigned, The system far other than senior executives and 

pro\l:ssionals adeq u a t ~ l y distinguishes between per l'ormanee levels but cou ld not provide 

me'1l1ing l"tJ! variance f(lr senior prol"css ionals and execu tives based on relati ve 

pcrr()J'l11 anee appra isal rcvil'ws l(lI' the various pos itions in it s structures but with varied 

ap l' raisal l(lImats, 

'I. 1,7, l' e rl ClrllHlllCC !\ccollntabi l it)' of Appraisers 

The critiLJu~s on apprais ing eillployccs' pcr rormance lie on the way managers carry it out 

in pract iec with unbiascd Ill anagerial performance assessment, weak Illanagcment 

preparation and illlproper di scuss ion, Supervisors, managers, and executives arc held 

'lce ll ullt'lbk I'll)" m'llwgi ng the perl(lI"IllanCe or t h ~ ir subordinatcs and ar~ evaluatnl on 

holl' seriousil' thev take the exercise, 

In the J-:thiopian I{adio and Tekvision Agency supervisors arc neither evaluatcd in holY 

seriously th,' )' take the appraisa l 01' their subordinatcs' perro rmance nor are held 

account;lbk Illl' thcir pcri(ll"lmll1ce pl"ns Illr rigorous appraisa l or their subordinates, 
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All in all. this case study research 1()lll1d out that appraising employees' perl(Jrlllanee in 

the I:c'ck-ral puh lic broadcasti ng Illedia institutions toward their perJ(JrlllanCe is 

inel'li:etil'l'ly implemented. 

The changes in the performance appraisal schemes, which ERTA attempts to conduct, 

can be seen yet in the shin Ihllll the earlier trait to the result based assessillent. Recent 

trends 01' the changes in the system went on I'rom el'fect to result focus, from judgmental 

to joint problem solving, li·olll manageria l to al l jobs, li·om top-down to 360-degree 

appraisal and rrom achieveillents to competenc ies though . Indeed the perl()rmance 

appraisal methods used di ITer in accordance with the nature or the organi 7.ation. The 

method I·:RT;\ claims to have used can categorically be indicated as of special methods­

management by objective. 

J:ncetiveness in appraising employees' perlormanee docs not however depend on the type 

or the system used but on the objectives or the system and the decisions being l11ade. The 

key to such eficetiveness is not which method is used but whethe r managers and 

employccs understand its purpose as described earlier. The failure in effecti vely 

appruising employces' perl(lril1<mce in ERTA is not because the agency used a result­

or ic,nted or :111 )' other method but mainly due to the reasons above. There is no one best 

wa y to appraise perl(lrnHinee 01· cmployees. and the most erfeetive way, which ERTA 

lacked to recogni7.e. depends on the situation so lilr as the nature of the work. the skill 

and knolVk-d ge or thc' cmployee. and the working env ironment continues to aneet the 

methods or the appraisal. 

Prcparation 01' the perlormanee plan, performance monitoring and rating, performance 

rC'l'icll'. cmployees' time m:1I1agement. and personnel decisions and measures required to 

be takcn alkr :Issc'ssm~nts arc the key perlllrl11<II1Ce eicments described short or 

ciTccti,·cncss indicators. in the appra isalmcthod adopted by the agency. 
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4.2.IIVII'LICATIONS FOI{ I'RACTlCI<: AND POLICY 

An organiza tion seek ing to improve performance of it s employees need to examine thc 

appraisal svstem it conducts. thc intcract ion and rclati on bctween the supervisors and 

subordina tes. and the pcrllmnancc managemcnt process that inllucnces the appraisal 

outcomes . ()rg~m i zati o ns despite the dirference in strategies and goals perlorm various 

tasks. The perllmnance necessaril y entai ls the appraisal lor institutional and employee 

outcome improvements. r: rICct iveness in appraising employees' performance thus is not a 

burden rather a necessi ty IClr the organ i/.a ti on to surv ive in the changing environment, ancl 

executives. managers. and supervisors arc held accountable in that regard . With the 

lililurc in ellecti vcly co nduct ing perlormance appraisa l, perlo rmanee problems cannot be 

ident ilied and decisions that l'ollow only wi ll take parti cularl y the public organization in 

qlll'stion ~lIld the indus try in gcncral into cri sis. Thi s ultimatel y threatens to a!'lcct the 

strategv and programmc or government to improve the appra isa l there by creati ng a 

l'olllmit tcd cmploycc and supervisor who thoroughl y understand that each incumbent is 

to be eval uated up on his/her perlllrmanec. 

4.3. RECOMENDi\TIONS 
The most impo rl~lIlt conccrn in appra ising employees' performance toward their 

pcrllmnancc improvement is not the method of the appraisal used but the efficacy of 

perlcmnance management in general and the apprai sal in particular. 

WlwtcYCl' methods thc I,t hiopian Radio and Television Agency may usc, JCll' an el'i'ccti vc 

apprai sed or its cmployecs' pcrlcmmmcc towa rd improvement in a rcsult orientcd 

perl(ll'll1~mCe cult ure sys tem. the researchcr rccommcnds thc agency to: 

r I'rcpare it s strategic. tactical , and operational plans wi th meaningrul parti cipation 

or thl' conce rned prokssional , ,md supervisors in particul ar, and the employees in 

ge neral. 

r 'vbkl' thc incumbcnt cl carly unders tand the plan and goals cascaded to the job 
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,. Tw in supervisors. and orient subordinates on the what . why. and how or 

employees' perrormance app raisa l, 

,. IllIul\'e tilL' employee ill the prepunltion or hi s/her perlcJrnwnee plan taking all 

vicw point s into (onsidcrali ol1. 

,. Align the employee's pcricll'Imlllce plan with organizational goa ls and strategies in 

a way thai a deviation in perlcHlnance is directl y reOected in the working unit 's, 

and ultimately in the strategic plan implementations (Annex IV), 

;. Clearly set measurable standards and levels of performance expectations, 

,. I:requent ly nltlnitor and regu larly appraise the performance orthc employees, 

,. Provide coachi ng and continuous feedback on the level of employees' 

perionnancc. 

,. !)istilletivcly manage the appnlisal 1'01' employee development and 1'0 1' eva luation. 

,. LJnili ll'llll y app ly the appraisal procedures administration to all employees, 

,. Transparcntly usc the appraisal as a basis 1'0 1' personnel decisions. 

4.4. SI'I~CIFIC SUGGI<:STIONS FOR FUTURI<: RI<:SEARCH 
Thi s research is eonduc tcd in the intcntion to measure the ex tent or appraising employees' 

I'L'I'l\lI'lllalll'l' in thl' I·:thiopiall Radio and Television Agency in improving thei r 

jll'rlill'lnal1ee toward stnltegic goa l accomplishment and development. 

,. Why lack or commitment among the supervisors, a lesser understanding on the 

purposc oi' the appraisal, and unbalanced discussion on perf'ormance plan 

preparation. and 

,. What makes the di lTerence in attitude among journalists, technicians, and the 

support ivl' st,lIT Ul1 sume issues or elTeetivencss in appra ising cmployees' 

perlormance in the agency; 

Requ ire i'urthcr and deta iled research in future 
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II. 'lOll' so III l' opinions about thc followin~ statclllcnts, 

I , Thl' folloll'ing is a set of s tatelllcnts about attitudcs to thc issuc of clTcctivcncss 

in appraisin g employcl"s performance . 

.Just Tick GJ ill the appropriate box provided for Strongly Agrcc, Agrce, 

Disa grcc, or Disallrce Strongly, 

o Item 
-- - - -- - -- - -----
ormance plans' alignment with Pert 

_ _org_a 
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-} con 
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nizati~n_al goals 

performance appraisal 

ducted in ERTA is designed to 
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- - - - - - -- --
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_._--- ----
ERTA employee's performance 

is aligned with its 

The 

plan 

org anizational goals . 

- ._--- ----
loyce's performance appraisal 

tem adopted in the ministry of 

Emp 
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- --
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--~---------------------,---------------------------, 

No 

II 

Item 

Firm grasp on the intended 

Strongly 

agree 

Responses 

Agree Disagree 

Strongly 

disagree 

~~rpos", o!perfor l11!,." ce ap~aisal _ ___ _____ ___ ______ ___ _ 

7 Raters are trained on performance 

(+) management and 

coaching/feedback techniques 

8 The performance appraisal system 

ERTA uses requires employees 

(+) performance plans to include 

clear, specific, measurable, 

verifiable and result oriented 

performance elements ' 

(expectat ions) . 

DO DO 

DODD 

---------------~------_4---------1-------~-------1 
9 
(-) 

Supervisors, in ERTA do not 

demonstrate effective performance 

management coaching/feedback 

skills. 

10 The performance appraisa l system 

in your organization is designed as 

simple as possible to understand. 

DODD 
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- -- --- - -- --- -----------------1I------~--------+--------I-----------1 
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punishments and other personnel 

decisions. 
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12 The performance appraisal for DODD employee development is 
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13 
(- ) 

14 
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---- ----+-- ---~- -- --- ----
The performance appraisal system 
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_ ~_acy~ce~~_~ __________ -L ____ -i _ ____ -L _____ -L ____ --" 
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I Employees view thc 
I 

Ma nagers dre2:d the Process: I The organization loses the chance 10: 

» Ti me-con suming I assessmCI11 as somethi ng to I r M ove closely align 
" Occasiol1ally laced with workforce objectives \\ itll r get through rather than a I conflict serious opportunity for organ izational st rat egic goals 
~ Feel inadequate to the task of 

, 
Develop leaders who can learning advancemel11 I 

r 

helping subordinates to he lp the organization ach ie ve 
develop their potential I greater perfonnance 

I I 
I 

I I I 
I 

I:'-iEFFECTIVE 

Co re Problem EMPLOYEES' 
PLRFORJ\ilANCE 

APPRAISAL 

I 1 1 J 
Employees' perfo rmance Weak commitment of, and support Discouraging employee' Lack of firm grasp on 
plans unaligned with from the top management participation in establishi ng the il11encled pu rpose and 
organi zational goals performance plans the how of performance 

appra isal 

Causes Performance Lack of appropriate disti nction in levels Absence of process fo r 
I 

unaccountabi li ty of raters of performance peri odically evaluating the 
I appraisa l effectiveness 

J 
Source. Adapledji-om the World Bank, (web.mil.edu). 
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