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Abstract

This research was about performance appraisal system and their effect on employees’ work
performance satisfaction. The major purpose of the research was investigated the effect of
performance appraisal system on employees’ work performance of NTE share company
employees and also their reactions towards the overall performance appraisal system depends on
the distinctiveness, consistency, and consensus as well as its major factors such as fairness,
employee-manager relationship, rewards linked to appraisal, specific & accurate feedback,
clearly defined goals, confidentiality and mutually set goals, towards the performance appraisal
system. In conducting this study, the required data is obtained through closed ended structured
questionnaires. The questionnaire was adopted and adapted from three prior related studies. To
determine the sample from the total population of 520 employees, first, the target population was
stratified in to four stratums and then to select respondents from each stratum simple random
sampling technique was applied; having this, the researcher uses formula based-sample size
determination. Basically, a total of 226 questionnaires were distributed to the sampled employee,
among these 182 were returned. Thus, 182 returned questionnaires (i.e. representing 80.5%) % of
response rate) are analyzed using statistical package for social science (SPSS version 20). In the
analysis descriptive statistics, correlation analysis and; linear regression analysis was performed.
The descriptive finding of the study shows that in NTE Share Company employees had low level
satisfaction existing performance appraisal practice of criteria(factors). Employees of NTE Share
Company have low level of work performance.

The analysis of result indicated that there is no performance appraisal satisfaction in the
Company and employees’ work performance relationship that is weak or low level of the
employees’ work performance.

The response about the effect of performance appraisal System on level employees’ satisfaction
with Distinctiveness the respondent to some extent was positive. And also Consistency and
Consensus low level of satisfaction .the correlation analysis result also indicates employees’
work performance of performance appraisal System had positive and significant (Very strong
association) relationship with employees’ work performance whereas the finding of linear
regression analysis indicates that performance appraisal System had positively and significantly

influence work performance. Therefore,. In doing so, human resource department should play a

XVi



vital role in the overall process of performance appraisal System influence employees’ work
performance. Finally, it is forwarded that further research has to be done in more completed and

comprehensive way.

Keywords: Factors affecting of PAS and Effective PA elements, Employees work performance.
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CHAPTER ONE

Introduction

This chapter deals with the background of the study which outlines “The effect of performance
appraisal system on employees’ work performance in NTE Company.” and its statement of the
problem, research questions, general objectives of the study, specific objectives of the study,
significance of the study, scope of the study, limitation of the study, definition terms and
organization of the study. In addition an overview of how the paper is organized is also

highlighted

1.1 Background of the study

Throughout the current business environment there is rapid change, with globalization comes
international, deregulated markets, and competition is high. Businesses need to constantly evolve
to maintain a competitive advantage and stay alive. In order to do this, organizations need to both
improve and maintain strong levels of performance. Increasingly, an organization’s success
depends on their workforce and their abilities. good employees are a major asset to an

organization and are also a source of competitive advantage. (Ulrich, 2011).

In this world of competition as organizations effort to remain competitive and sustainable,
human resource (HR) professionals and strategic planners should collaborate strongly in
designing strategies, which are more productive and useful. Based on many researches, the most
winning organizations in the 21st century will be those to focus on integrated HR processes and
systems. So the role of human resource becomes more and more vital which includes personnel
related areas such as job design resource planning, performance appraisal system, recruitment,
selection, compensations and employee relations. Among these functions, one of the most
critical ones that bring global success is performance appraisal. ). It is vital that such appraisal
systems are effective and for that reason the performance appraisal must be viewed as a tool for
developing and motivating staff. The usefulness of performance appraisal as a managerial
decision tool depends partly on whether or not the performance appraisal system is able to
provide accurate data on employee performance (Poon, 2004).

Among the HR practices that have been studied, performance appraisal is arguably one of the

most crucial ones in terms of organization performance and appears to be an indispensable part



of any HRM system (Shrivastava and Purang, 2011). The success, survival and competing power
of organizations depend on the commitment of their members, and this may, to a large extent,

depend on how satisfied the employees are in respect of the organization’s appraisal mechanism

(Abdulkadir, Isiaka& Adedoyin, 2012).

Performance appraisal is one of the most crucial human resource tool and a vital part of every
organization. Nonetheless, the procedure continues to create dissatisfaction among subordinates
and can often be seen as ineffective and unfair. Bretz, Milkovich and Read (1992) indicated that
perceived fairness of the appraisal system has emerged as the most important issue to be faced by
managers. Performance Appraisal can be defined as a system that involves setting employee
standards, looking at employees’ actual job performance, assessing that performance against the
standards, giving feedback to the employee on the performance, how to improve it in the future
and setting new goals and expectations for another period (Dessler, 2008). The researcher will
look at the performance appraisal system within the organization and how the staffs that are
appraised feel about the system and whether they believe it is effective in managing their
performance and for the organization. Increasingly, companies are relying on their human assets
the knowledge, competence and capabilities of the workforce as a source of competitive

advantage (Nolan, 2002).

The assessment of employees’ performance is one of the most common practices in almost every
organization, and so performance appraisal is an essential procedure for the better performance
of employees and the organization itself (Karimi, Malik & Hussain, 2011). Many businesses
regularly use performance appraisal scores to determine the distribution of pay, promotions, and
other rewards; however, the study conducted by Fakharyan et al., (2012) on the effect of
performance appraisal satisfaction on employees outcomes employing on the moderating role of
motivation in work place of Tehran, Iran. This work performance to used one of the dependent

variable from employees’ outcomes to this study.

Vignaswaran (2005) a study conducted in Peninsular Malaysia on the relationship between
performance appraisal satisfaction and employee outcomes. This work performance to used one

of the dependent variable from employees’ outcomes according to this study



Moreover, a number of studies have provided support for the argument that performance
appraisal has remained a problem which is vague and perhaps unsolvable in human resource
management. Besides the study conducted by Poon (2004), very little is known about the
relationship between performance appraisal quality and employee out comes, especially in
identifying the effect of performance appraisal quality towards the job satisfaction. However, in
developing countries the research in this field is very limited.

In Ethiopia Most of the research studied on employees’ performance appraisal, performance mgt
but on employees’ Work performance didn’t studied directly this topic. Even though this : the
study conducted on Amhara National Region State Office of Auditor General (ANRSOAG)
(The Effect of Employees’ Perception of Performance Appraisal on Their Work Outcomes).

The researcher focused performance appraisal system and its consequence work outcomes, in the
form of work performance particularly this dependent variable from these studies. because of
literature gap on specific areas related to this study. So, the study focused only on indicators of
work performance that is quality work, ability and not on its determinants or job satisfaction
according to the dependent variable of work performance.

The present study attempts to examine the employees of NTE Company towards the various
aspects of the current performance appraisal system and its impact on their Opinions of
employees could have important implications in the design and implementation of performance

appraisal system and create strategies to improve work performance in NTE Company.
1.2 Background of NTE Company.

The National Tobacco Enterprise (Ethiopia) Share Company (NTE) was established as per the
Tobacco Regie Act No.30, 2" year Negarit Gazetta,No.2/1935 as “Imperial Ethiopian Tobacco
Monopoly” at a cost of 50,000 ‘Mariatereza’. It started its work with a single cigarette machine
and one branded product, Nigusu. The production capacity of this machine was 300 pieces per
hour.

In 1981 the Enterprise was re-structured by proclamation No.1971/1981 and has become the
“National Tobacco and Match Corporation” with the capital outlay of 80 million Ethiopian Birr.
Later, the Enterprise has again been re-organized as ‘“National Tobacco Enterprise” in

accordance with proclamation No. 37/1992. By this proclamation, it has been given an



exclusive right to produce, process, manufacture, distribute, import and export tobacco and
tobacco products in Ethiopia.

In 1999, the Enterprise has once again been re-organized as a share company pursuant to the
Privatization Proclamation Act No.146/1998. With the sales of shares to private investors, the
ownership structure of the Company was changed and its Memorandum of Association and
Articles of Association were accordingly amended and adopted in accordance with the relevant
provisions of the Commercial Code of Ethiopia as of January 2001.

Now a day NTE Share Company with share participation of private investors 69% the total paid
shared capital has been maintained are owned by private foreign share holders & while Ethiopian
government remaining shared. & The operation years it has expanded & established four
tobacco farms. The numbers of total employees included management staffs 226 permanent

employees in head office.

1.3 Statement of the problem

To understand the problems related to effect of performance appraisal system on employees’
work performance in NTE some source of them initial point view of the statement problem.
Fairness and feedback are the most questions in NTE Company Currently, most employees of
the Company are discussing about the issue informally, but a due attention was not taken to
examine employees work performance toward the appraisal process as well as appraisers, and
their reactions (positive or negative) to the appraisal; due to this problem employees of the
Company will not satisfied and their contribution throughout their employment will be reduced.
Performance appraisal can have a profound effect on levels of employee motivation and
satisfaction. Performance appraisal provides employees with recognition for their work efforts.
If nothing else, the existence of an appraisal program indicates to an employee that the
organization is genuinely interested in their individual performance and development. It is
understood that, the evaluation system is highly compromised because of evaluators’ failer to
objectively evaluate employee performance. This is due to the fact that, evaluator are highly
influenced by social interaction with their subordinate and also employee demand higher rate or
they will limit their dedication on work unless they are provided with higher performance rating.
Moreover, lack of uniformity in the evaluation approach across departments posses challenge to

objective evaluation in fear of employee will losses competitiveness in promotion and other



contests. This study is therefore, seeks to investigate the employees work performance toward
the existing PA practice. (Based on the exit interview)

This National Tobacco Enterprise Share Company Almost all departments didn’t provide
sufficient attention to performance appraisal. This means that employee’s manager relationship
to some extent did not have good communication. Thus, the complaint of employees as a result
to reduce their work performance. This means that employees manager relationship to some
extent it was not fair their reward linked to appraisal some of the employees complaint to the
reward such as ,bonus for many years had been paid two months their salary and more than this
but on the 2015g.c only one month salary already had been paid .this is also the complaint of
employees, the evaluator could not follow day to day activities. Such as like a diary record on the
employee’s specific and accurate feedback. Each department Head couldn’t be discussion with
their performance appraisal. (Based on the exit interview)

The other problem is Confidentiality and mutually set goal, through the annual year in the
process of performance appraisal system many employees did not participate to get their
mutually set goal .so that, the company focused only on report summary, as a result the

employees reduced their Confidentiality.

Some of the complaint have been worked many years for the first existence job title without any
promotion. The employees, they seem to be used performance appraisal not as tools because of
as their position the most employees have been stable their first job placement .similarly ,they
usually assume the performance appraisal assume a waste of time and also the company system
is not supportive for employees expected result of reward .(based on NTE S. company human

resource information system data to show their career level )

They didn’t keep records of major performance/behavioral events for each employee under their
supervision in order to make effective evaluation to enhance the employees’ work performance
positively satisfaction. To evaluate their employee twice a year. But practically some department
will provide feedback after receiving several reminders. In Ethiopia the study conducted on
Amhara National Region State Office Of Auditor General (ANRSOAG)( The Effect of
Employees’ Perception of Performance Appraisal on Their Work Outcomes). The Effect of
Employees’ Perception of Performance Appraisal on Their Work Outcomes) conducted by (

Abraham Zewdie, Assegid Demissie & Assefa Tsegay 2014). The descriptive finding of the



study shows that in ANRS office of auditor general employees had low level of satisfaction (well
perception) towards the existing performance appraisal practice. Employees of ANRS offices of

the auditor general have high level of work performance

This study is therefore, seeks to investigate the employee satisfaction toward the existing PA
practice and the resulting work performance by analyzing; What potential consequences will be
happened in the area of work performance, as result of employees’ different opinion of

performance appraisal practice in NTE Share Company.

1.4 Research Question
1. What criteria (factors) are in use by The NTE S.Company to measure their effectiveness from

Performance appraisal system.

2. What is the effect of performance appraisal system on level of employees’ work performance

Satisfaction?

3. What is employees’ reaction about the performance appraisal system in distinctiveness,

consistency and consensus used by NTE Share Company ?

1.5 Research Objective

General Objective

The general objective of this study is to investigate the effect performance appraisal system of on
employees’ their work outcomes in the form of work performance NTE Share Company.

The overall aim of this study is to look at the effective performance appraisal system from
employees’ in the form of employees’ work performance point of view.

The general objective of this study will to investigate & Establish effective(best designed)
performance appraisal system on employees’ work performance will be used by NTE Share

Company.



1.5.1 Specific Objectives

The specific objectives of this study are:
Based on the general objective of the study the following specific objectives are developing.

To identify the criteria/factors in use by the company to measure their effectiveness from
performance appraisal system.

To find out the effect of performance appraisal system on employee’s work performance.

To assess the level of employees’ satisfaction overall performance appraisal system in relation to

distinctiveness consistency and consensus.

1.6 Significant of the Study

The findings of this study will be very important to those in the academic realm since it will
assist them with relevant literature on performance appraisal. It will shed more light on employee
work performance from Effectiveness of performance appraisal system.

The study will also assist the NTE share company to get a better understanding effective
performance appraisal system on employees’ work performance point view. This will enable
them to get more information on how to improve the state of performance appraisal System at
NTE Share Company.

It is the belief of the researcher that effectively design will be used. And implemented
performance appraisals system will bring in myriad of benefits to the employees work

performance. And also being able to identify the work performance level among the employees.
1.7 Scope of the Study

The study focused on effect of performance appraisal on employees’ work performance at
National Tobacco Enterprise (Ethiopia) Share Company the geographical boundary of the
research used only head office in Addis Ababa City’s.

A census of 226 employees (non-management staff) is used for investigation of this study.

The NTE (National Tobacco Enterprise) Eth S.C these branches are four from this reason due to
time, financial and other resource this study is delimited to the Head Office of the NTE ( Eth)
S.C is located in Addis Ababa.



1.8 limitation of the study
The major limitation of the study is failure to include other employees who are working at these
branches are four tobacco farms employees.

1.9 Definition of Terms

Performance Appraisal Performance can be defined as what is expected to be delivered by

an individual or a set of individuals within a timeframe. What is expected to be delivered could
be stated in terms of results or efforts, tasks and quality, with specification of conditions under

which it is to be delivered (Kumari & Malhotra, 2012).
Appraise: Individual being evaluated on job performance.

Appraiser: Individual responsible for evaluating an individual’s job performance.

360°Appraisal

360 degree appraisal is an approach to performance appraisal that involves gathering
performance information from people on all sides of the manager — above, beside, below and so
forth (De Nisi & Griffen, 2008).

Performance Management

The majority of recent literature on Performance Appraisal states that it needs to be carried out as
part of a whole Performance Management system and none solely on its own. Performance
Management can be defined as a systematic process for improving organizational performance
by developing the performance of individuals and teams (Armstrong, 2006).

Effective Performance Appraisal

Effective performance appraisals are commonly associated with clear goals that are attached to

specific performance criteria and are well-accepted by both appraiser and appraise (Mustapha &

Daud, 2012).

Design a Performance Appraisal System
An organization must design a performance appraisal system so that it works well with the
organization's structure. Employees can give input into the design and feel committed to a new

system



Appraisal Ineffectiveness
One of the major causes of ineffective performance appraisal is the dislike that both the appraiser
and appraise have towards the process. Performance Appraisal is one of the most emotionally

charged procedures in management (Swan, 1991).

CIPD viewpoint

Chartered Institute of Personnel Development (CIPD, 2012) define Performance appraisal as an
opportunity for individual employees and those concerned with their performance to engage in a
dialogue about each individual’s performance and development, as well as the support required
from the manager. They also state how important it is to recognize that performance appraisal is
not just about assessing the past but also about driving behavior that will sustain performance in

the future.

Definitions of Work Performance

Work performance can be described as a function of three variables namely knowledge and
skills; motivation and workload; tools and climate (Ivancevich & Matteson, 1996).for this study
work quality is an indicator of work performance. Causal variables determine or predict one’s
level of work performance, whereas indicators are reflections of work performance. For
example, job satisfaction is considered a determinant of work performance, whereas work quality
is an indicator of work performance.

High Performance Work System

High-performance work systems assume that employees are a primary source of competitive
advantage that is difficult for others to imitate and that workers are capable of continuous

improvement and will perform at higher levels if they are motivated to do so (Pfeffer, 1998).

1.10 Organization of the Study

The study will be organized into five chapters

The first chapter: The first chapter will deals with the introductory part which consists of back
ground of the study, statement of the problem, research questions, general objectives of the
study, specific objectives of the study, significance of the study, scope of the study, limitation of

the study, definition terms and organization of the study.
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The second chapter: The second chapter will contains literature review, in this section,
theoretical and empirical finding of previous studies related to the topic are reviewed. In addition
to this, the second chapter covers conceptual frame work of the study.

The third chapter : In chapter three, includes the research design& Methodology, Description
of the Study Area, Research Approach, Research Design, Population and Sample, Data Sources
and Types , Data Collection Procedures, Ethical Consideration and Data Analysis employed are
included under this section.

The fourth chapter: The fourth chapter will deal with finding and analysis, interpretation and
discussion of result.

The fifth chapter: The last chapter will treat the summary, conclusion, recommendation,

research limitation, and area of research.
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CHAPTER TWO
LITERATURE REVIEW

2.1. Introduction

Throughout this chapter, the researcher investigates the background of the research area and
literature review . It will look at the performance appraisal, where it originated, where it is today
and how it has advanced over time into a key talent management tool. It will also look at the
most important features of the performance appraisal system and what elements and system are
essential in implementing a successful appraisal system.

It will then review the benefits of performance appraisal systems and how they can develop an
organization’s workforce into a high performing labor force. As this study looks at employees’
work performance, the literature review will also look at how effective Performance Appraisal
can be influence of the employees work performance how their effect Performance Appraisals
occur in order to employees work performance .

2.2. Performance Appraisal

Performance can be defined as what is expected to be delivered by an individual or a set of
individuals within a timeframe. What is expected to be delivered could be stated in terms of
results or efforts, tasks and quality, with specification of conditions under which it is to be
delivered (Kumari & Malhotra, 2012).

Armstrong (2006) defined performance appraisal as the formal assessment and rating of
individuals by their managers at, usually, an annual review meeting. While The Chartered
Institute of Professional Development (CIPD) have a more comprehensive and in-depth
definition which argues that Performance Appraisal is an opportunity for individual employees
and those concerned with their performance, typically line managers, to engage in a dialogue
about their performance and development, as well as the support required from the manager
(CIPD, 2013).

Performance appraisal is not just about rating employees, Meenakshi (2012) identified that
organizations carry out Performance Appraisal as a basis for administrative decisions such as
promotion, allocation of financial rewards, employee development and identification of training

needs. Appraisal is preceded by establishing general objectives or a description for the job,
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identifying specific job expectations, providing feedback and, when necessary, coaching
(Hillman, Schwandt & Bartz, 1990).

Fletcher (2004) believes that the general aims of Performance Appraisal also include Motivating
staff, Succession planning and identifying potential, promoting manager-subordinate dialogue
and formal assessment of unsatisfactory performance. However, Khan (2007) states that the
fundamental objective of performance appraisal is to facilitate management in carrying out
administrative decisions relating to promotions, firings, layoffs and pay increases. From carrying
out the performance appraisal, management then has to make choices in relation to retention,
future assignments and training and developmental needs (Hillman et al, 1990).

According to Obisi (2011) Organizational performance and its resultant efficiency and
effectiveness can only be achieved when individuals are continuously appraised and evaluated.
This explains why almost every organization carries out some form of performance appraisal
either on its own or as part of their performance management system.

2.3 Performance Appraisal and Performance Management

The majority of recent literature on Performance Appraisal states that it needs to be carried out as
part of a whole Performance Management system and none solely on its own. Performance
Management can be defined as a systematic process for improving organizational performance
by developing the performance of individuals and teams (Armstrong, 2006). (Walter,s 1995)
Performance Management as the process of directing and supporting employees to work as
effectively and efficiently as possible in line with the needs of the organization. Williams (2002)
believes the notion of Performance Management is creating a shared vision of the aims and
purpose of the organization, helping each individual employee to understand and recognize their
part in contributing to them, and thereby managing and improving the performance of both
individuals and the organization.

Performance Appraisal plays a central role in Performance Management Systems; it is normally
the vehicle behind which the organizational goals and objectives are translated into an
individual’s objective. It also remains the primary way of discussing and acting on the
development of the individual (Fletcher, 2004). When a part of performance management,
appraisal is much more tightly linked with the larger business environment. De Nisi and Griffen
(2008) state that Performance management refers to a general set of activities which are carried

out by the organization to improve employee performance. Although performance management
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is typically reliant on performance appraisals, performance management is a broader and more
encompassing process and is the ultimate goal of performance appraisal activities (De Nisi &
Griffen, 2008). Performance Management has been seen to be more successful and brings a lot
of benefits to an organization. A study carried out by Fletcher and Williams (1996) in 9 UK
organizations showed that features of performance management lead to organizational
commitment and in particular, job satisfaction.

Performance management systems are effective when they are based on goals that are jointly set
and are driven by an organization’s business strategy (Lawler, Benson & McDermott, 2012).
Performance Appraisal from a social-psychological perspective as opposed to the traditional tool
for measurement is becoming more popular, viewing Performance Appraisal as a communication

and social process.

2.4 .Performance Appraisal System

Gary (2003) defines performance appraisal as a means of evaluating an employee’s current or
past performance relative to the person’s performance standard. Appraisals involve: setting work
standards, assessing the employee’s actual performance relative to these standards and providing
feedback to the employee with the aim of motivating that person to eliminate deficiencies.
Performance appraisal is a method of evaluating employee behavior at the work place. These are:
an organization’s evaluation of individual’s level of performance and a review of how well an
employee is carrying out the tasks associated with his job.

Performance appraisal is a feedback system that involves the direct evaluation of individual
performance by a supervisor, manager or peers. Most organizations have some kind of
evaluation that is used for performance feedback, pay administration and in some cases
counseling and developing employees. Thus performance appraisal represents an important link
between goal setting and process and reward systems. Managers should do three things well in
the process of performance management. These are: to define performance through goal setting,
measures and assessment; facilitate performance by identifying obstacles to good performance
and providing resources to accomplish objectives; and encourage performance by providing a
sufficient number of rewards that people care about and doing so in a timely and fair manner
(Cascio, 1998, Cummings & Worley, 2005).

Performance appraisal is therefore a systematic and objective way of judging the relative worth

or ability of an employee in performing his tasks. According to School (2004) a well defined
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performance framework is imperative for effective work outcomes. A well defined performance
framework springs from a proper Performance Appraisal policy. It states that effective
management involves a clear vision, collaboratively arrived at by the staff, an open school
culture in which professional collaboration is at a premium, conditions of work which encourage
active reflection, professional scrutiny of service delivery and possible learning on the job. It also
entails an acceptance of professional accountability and strong purposeful leadership, which
encourages commitment to quality service provision.

2.5. Effective Performance Appraisal

From reviewing the literature, there appears to be no one single best method of Performance
Appraisal, although there are certain common elements throughout all effective methods.
Effective performance appraisals are commonly associated with clear goals that are attached to
specific performance criteria and are well-accepted by both appraiser and appraise (Mustapha &
Daud, 2012). All effective performance appraisals include elements such as linking appraisal to
rewards, the supervisor and employee working together to identify goals, performance goals
clearly defined, feedback given to the appraiser on their effectiveness and compliance with legal
requirements (Rankin & Kleiner, 1988).

The elements that will be discussed are fairness, employee-manager relationship, rewards linked
to appraisal, specific & accurate feedback, clearly defined goals, confidentiality and mutually set

goals.

Fairness

Bretz et al (1992) stated that fairness of the appraisal system has emerged as the most essential
issues to be faced by companies. Fletcher (2004) also listed fairness as a crucial element of
effective appraisal. Overall, fairness of the appraisal is not a major issue for the organization as it

seems to be a vital part of their system and is an element of appraisal the company values.

Pettijohn, Pettijohn, Taylor & Keillor (2001) identify participation and perceptions of fairness as
integral to employees' perceptions of job satisfaction and organizational commitment. They
conclude that Performance Appraisal Systems can be used to actually improve employees' levels

of job satisfaction, organizational commitment, and work motivation
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Employee-Manager Relationship

Fisher (1995) lists better relationships as a major benefit of performance appraisal for all parties
involved. Having meetings with a manager in relation to performance, gives employees the
opportunity to discuss past performance and new targets and can often be a chance to speak

about employees are getting on in the role.

Rewards Linked To Appraisal

The development of reward management can be seen along the lines suggested by Etzioni (2005)
in terms of coercive (work harder or lose your job), remunerative (work harder and receive more
money) and normative (work harder to achieve organizational goals). Bannister and Balkin
(2010) have reported that those appraised seem to have greater acceptance of the appraisal
process, and feel more satisfied with it, when the process is directly linked to rewards. Such
findings are a serious challenge to those who feel that appraisal results and reward outcomes

must be strictly isolated from each other.

Randell (2014) reports implicitly that when good performance is observed and then rewarded,
the chances of it being repeated are increased, while poor performance is discouraged or even
punished to decrease the chance of it happening again. Important issues that help ensure a
successful reward process are: rewards can be used effectively to enhance interest and
performance; rewards do not undermine performance and interest; verbal rewards lead to greater
task interest and performance; tangible rewards enhance motivation when they are offered to
people for completing work or for attaining or exceeding specified performance standards.
Specific & Accurate Feedback

Fletcher (2004) also noted that ensuring feedback is specific and accurate is one of the most
important elements of performance appraisal.

It improves the effectiveness and helps in decision making within the organization. The feedback
directs the individual to the organization missions and objectives. In the ideal situation the
employee receives information about how they are performing and where they could improve.
Schraeder, Becton and Portis (2009) suggest that performance feedback can serve as way of
knowing the employees strength and weaknesses. Performance feedback can also serve as a
crucial element that enhances the performance of individual employees in the areas of weakness.

For the sustenance of the organization performance, it is important for the top management to
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frequently provide employees feedback on their efforts and strengthen the progress of their jobs
through unbiased feedback. In this regard, performance feedback records needs to be retained for
future references (Macey, Schneider, Barbera and Young, 2009).

Clearly Defined Goals

Effective performance appraisals are commonly associated with clear goals that are attached to
specific performance criteria and are well-accepted by both appraiser and appraise (Mustapha &
Daud 2012).

According to (Flippo, 1984) the following are the characteristics of effective a performance
appraisal system. Performance expectations:- the managers should clearly explain performance
expectation to employees in advance of the appraisal period. This enables the employees lead
their efforts and emphasis towards the expected performance level.

In order to create effective performance appraisal system the first one is clarity of performance
expectations, which shows the scope to which employees are familiar with the purpose and role
of the performance appraisal. This will involve precision and clearness of the role of
performance appraisal that will play in shaping an employee’s fate within the organization and
the performance appraisal process. (Brown, Haytt, Benson, 2010)

Confidentiality

Piggot-Irvine (2003) named confidentiality as a vital element for effective performance
appraisal.

The performance appraisal to be effective the system should be confidential, informative, have
clear guidelines and be educative. In order to have effective appraisal, the process must be
embedded completely throughout the organization where the values shape part of the fabric of
the everyday life of the workplace (Piggot-Irvine, 2003).

Mutually Set Goals.

The importance of employee participation in performance appraisal is colossal for the
effectiveness of the procedure. Cawley et al (1998) stated that staff participation in the appraisal
procedure has a major consequence on employee satisfaction and their acceptance of the
performance appraisal.

Pritchard (2007) argued that organizations need to eliminate performance appraisals that just go

through the motions.
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2.6 Performance Appraisal and Feedback System

In the processes of formal performance evaluation, feedback refers to the reaction among the
members of an organization about how the feedback is created, accepted and used. This is the
direct communication between supervisor and employee. The information reflecting past
performance and results and given by the manager to the employee is called feedback. It
improves the effectiveness and helps in decision making within the organization. The feedback
directs the individual to the organization missions and objectives. In the ideal situation the
employee receives information about how they are performing and where they could improve.
Managers identify the weaknesses of the employees and together they make a plan for the
employee’s development.

The success of the feedback depends on the acceptance of the process. The source of the
feedback must be perceived by the recipient as being trustworthy, credible, reliable, objective
and properly motivated. Feedback reactions are usually very different. The satisfaction with the
performance appraisal is an indication of the degree to which subordinates are satisfied with the
process and the feedback they have received. It serves as a report of the accuracy and fair
evaluations of the performance. The outcome is that satisfied individuals after the performance
appraisal will improve further working relationships with supervisors and colleagues. The
feedback can also bring negative reactions from employees. If perceived unfair, the feedback can
cause behavioral changes such as absenteeism, lack of cooperation, lack of focus on priorities,

unhealthy competition and even can cause staff turnover.

360°Appraisal

360 degree appraisal is an approach to performance appraisal that involves gathering
performance information from people on all sides of the manager — above, beside, below and so
forth (De Nisi & Griffen, 2008). This approach allows management to match the strengths and
weaknesses from each perspective and gain a more accurate, rounded view of a person’s true
performance (Conway, 1996).

Rees and Porter (2003) define 360 degree appraisal as a process that involves the key people in a
person’s network of working relationships making assessments of a person’s performance. They
subordinate being appraised is then given structured feedback; this may involve feedback from

subordinates and any key outside parties, if it is practicable.
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Some of the subordinates that may give feedback are the immediate manager, other management
in the organization, peers, internal and external customers and suppliers.

360 degree appraisal can be used to reduce the bias of the appraisal process by removing top
down ratings by managers. This is done by replacing them with a multisource assessment (Grint,
1993). However, Prowse and Prowse (2009) argued that a manager in 360-degree appraisal
collates feedback rather than judges performance and summarizes evaluations and so the validity
of upward appraisal means the removal of subjective appraisal ratings.

Using the 360 degree appraisal technique can mean there will be more negative feedback given,
and this is known to demotivate staff. It is therefore vital that the managers are using the
feedback received from the other raters wisely and ensure it is consistent and unbiased (De Nisi
and Griffen, 2007, Prowse and Prowse, 2009).

De Cenzo and Robbins (2007) feel that appraisers should only rate in those areas in where they
have substantial job knowledge. They should be as close as possible to the organizational level of
the employee being evaluated. If the appraiser is not in position where they can observe the
persons work behavior then there is a greater chance of inaccuracies.

The 360-degree feedback method can be utilized by organizations in performance appraisal. This
is a method that combines evaluations from various sources into the overall appraisal (Garavan et
al, 1997). The evaluations can be from peers, subordinates, superiors and the employee being
rated (Tornow, 1993). Evaluations from clients, suppliers, or customers can also be sought.
McDowall and Fletcher (2004) argue that the 360-degree feedback is costly but it is the most
comprehensive since feedback is sought from everyone who is directly involved with the
employee being appraised.

360 Degree Feedback

A performance management tool that gathers feedback on individual performance from a wide
variety of sources, including, colleagues, customers and suppliers (CIPD, 2014).. 360 degree
feedback has gone on to become one of the most popular performance management tools since
its growth in popularity (Lobsenz et al, 2004) during the late 20th century and early 21 st century
(Fleenor et al, 2008).

Performance Appraisers: Who rates whom? This is the basic question in any organization.
Ordinarily the immediate Supervisor is responsible for evaluating the performance of those who

are directly subordinate to him or her in the organization. However, performance appraisal can
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be done by anyone that is familiar with the performance of employees. According to
(Dessler,2003), appraisal of an employee is conducted by:-

1. Immediate supervisor:- Supervisors ratings are the heart of most appraisals because the
immediate supervisor is in the best position to observe and evaluate the subordinates
performance this is based on the assumption of the immediate supervisor is the person most
qualified to evaluate the employees performance and the supervisor is more familiar with

the subordinates performance.

2. Peer Appraisals:- this type of appraisal is mostly used is an organization where employee of
an organization which have the same level evaluate each other. In organization which use self
managing team appraisals. The appraisal of an employee by his or her peers is becoming more
popular.

3. Self-rating:- this is an appraisal type that gives an employee an opportunity to evaluate his/her
strengths and weakness. However, it have some problem like most employees usually rates
themselves higher than they are rated by supervisors or peers.

4. Appraisal by subordinates: - More firms today let subordinates to rate their supervisors
performance, a process sometimes caused upward feedback the process help top managers to
diagnose management styles identify employees’ problem and take corrective action.
Subordinates ratings are especially valuable when used for developmental purposes rather than

evaluative purposes.

2.7. Why Performance Appraisal Is Needed ?

Appraisal is the analysis of the success and failures of an employee and the assessment of their
suitability for training and promotion in the future. According to Maund (2001), appraisal is a
key component of performance management of employees. When effective, the appraisal process
reinforces the individual’s sense of personal worth and assists in developing his/her aspirations.
Accurate appraisals are crucial for the evaluation of recruitment, selection and training
procedures. It can also increase employee motivation through the feedback process and may
provide an evaluation of working conditions and it can improve employee productivity, by
encouraging the strong areas and modifying the weak ones. Further, employee evaluation can
improve managerial effectiveness by making supervisors more interested in and observant of
individual employees. Objectives for performance appraisal policy can thus, best be understood

in terms of potential benefits. Mohr man et al (1989) identified the following:
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-Increase motivation to perform effectively.

-Increase staff self-esteem.

-Gain new insight into staff and supervisors.

-Distribute rewards on a fair and credible basis.

-Develop valuable communication among appraisal participants.

2.8. Design of Performance Appraisal System

An organization must design a performance appraisal system so that it works well with the
organization's structure. Employees can give input into the design and feel committed to a new
system. If executed correctly, managers will be able to give appraisals to employees under their
supervision. If employees perform high levels of autonomous work or belong to work teams, for
example, they will need a performance appraisal system, such as "360-degree feedback," that
evaluates their real performance. In this system, members of work teams can evaluate each other.
If there is a mismatch between organizational structure and the design of the appraisal system, it
will be ineffective.

Managers will provide evaluations that are not appropriate and employees will become
disgruntled. The resulting tension will negatively impact the workplace culture (Bianca, 2012).
According to Cawley et al (1998) subordinates reactions to Performance appraisal can be a way
of measuring their outlook towards the system. The main reactions that can be assessed are their
satisfaction from the appraisal, the utility, whether they felt they were fairly appraised, how
motivated they were from the appraisal and the accuracy of the system.

Boachie-Mensah & Seidu (2012) advises that employees are likely to embrace and contribute
meaningfully to the Performance Appraisal scheme if they recognize it as an opportunity for
personal development, a chance to be visible and demonstrate skills and abilities and an
opportunity to network with others, but if employees perceive Performance Appraisal as an
unreasonable effort by management to try to closer supervise and gain control over tasks they
carry out, they won’t welcome the scheme as easily.

Performance appraisal isn't about the forms. The ultimate purpose of performance appraisal is to
allow employees and managers to improve continuously and to remove barriers to job success, in
other words, to make everyone better. Forms don't make people better, and are simply a way of

recording basic information for later reference. If the focus is getting the forms "done", without
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thought and effort, the whole process becomes at best a waste of time, and at worst, insulting

(Bacal, 1999).

the design of appraisal system Many organizations are taking a fresh look their performance
management systems as a means of improving organizational and individual performance
leading to growth of organizations. Designing a performance appraisal system is a challenging
process. Mohrman et al (1989) offer organizations a framework for developing credible systems

of appraisal. Mohrman et al suggested some steps to follow when, designing appraisal system.

Step 1: According to Mohrman et al in the design process, it is important to select the right
people to design for the system. This should involve managers, employees and human resource

professionals.

Step 2: This step considers a process to guide the design to be chosen. It is important to consider

whether to use a consultant, a task force, and or a centrally controlled body.

Step 3: Mohrman et al pointed out that before designing the appraisal system, there is the need to
undertake an organizational assessment and determine the appraisal system's intended purpose.
Step 4: The primary objective of the organizational assessment is to pinpoint the impetus for
change, and the definition of purpose is to provide guideposts for the people responsible for the
designing.

Step 5: Step five introduces the design of the appraisal system. In doing this, the organization
should examine its culture and design a system that is in accordance with it or capable of

changing it.
Step 6: At this stage the design is implemented by first using it as an experiment.

Step 7: This is the last step and it is important for organizations to follow an evaluation plan
with an understanding of how the use of the information it provides will improve the system. "A
single performance appraisal system that tries to meet all purposes ends up failing to meet any"
Mohrman et al. They therefore suggest that a" single performance appraisal system should focus

on a single purpose in order to meet it objectives.

The success of appraisal scheme will, in part, reflect the contingent fit as negotiated by managers

and staff between, to use Mohrman et al's terms, appraisal scheme and correct, or necessary,
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solution to the design problem, but to the degree of acceptability that a scheme has among all the

parties with an interest in it.

2.9 The Essential Criteria for Effective Appraisal
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Figure 2.1: Elements of appraisal effectiveness by Piggot-Irvine (2003)

In Figure 2.1, we see the essential criteria for effective appraisal according to Piggot-Irvine
(2003

In order to have effective appraisal, the process must be embedded completely throughout the
organization where the values shape part of the fabric of the everyday life of the workplace
(Piggot-Irvine, 2003). As previously mentioned Rankin & Kleiner (1988) believed that effective
performance appraisals have six key factors. These six factors are:

-Performance goals must be specifically and clearly defined.

-Attention must be paid to identifying, in specific and measurable terms, what constitutes the

varying levels of performance.
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-Performance appraisal programmes should tie personal rewards to organizational performance.
-The supervisor and employee should jointly identify ways to improve the employee's
performance, and establish a development plan to help the employee achieve their goals.

-The appraiser should be given feedback regarding his/her effectiveness in the performance
appraisal process.

-The performance appraisal system, regardless of the methodology employed, must comply with
legal requirements (notably, Equal Employment Opportunities guidelines).

Ensuring that the performance appraisal ties in with organizational goals is pivotal to the
effectiveness of the appraisal. If the goals of the performance appraisal process are in contrast
with the organizational goals, the resulting performance appraisal system could, in fact, be of
harm to effective organizational functioning (Barrett, 1967).

Performance Appraisal is intended to gather crucial information and measurements about the
actions of staff and the company’s operations which are valuable to management for enhancing
the employees’ productivity, working conditions, their morale, and inner workings of the
organization wholly (Rahman & Shah, 2012). Effective managers recognize performance
appraisal systems as a tool for managing, rather than a tool for measuring, subordinates. They
may use performance appraisals to motivate, direct and develop subordinates (Wiese & Buckley,
1998).

Having both the manager carrying out the appraisal and the employee setting goals mutually is
crucial for the effectiveness of the performance appraisal. This can ensure that the employee will
work harder to reach these goals as they participated in setting them initially. The degree of
involvement of subordinates in the appraisal has been seen to be of benefit to the success of the
system. Cawley et al (1998) proved that subordinate participation in the appraisal procedure is
related to employee satisfaction and their acceptance of the performance appraisal system.
Employee Participation is a key element of intrinsic motivational strategies that facilitate worker
growth and development (Roberts, 2003). Folger (1987), as cited by Roberts (2003) stated that
the participation of employees in the appraisal system gives employees a voice and empowers
them to rebut ratings or feedback that they are unhappy with. Greater employee participation is
known to create an atmosphere of cooperation, which encourages the development of a coaching
relationship, reducing tension, defensive behavior and rater — rate conflict which could be caused

by the appraisal (Jordan, 1990).
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Pettijohn, Pettijohn, Taylor & Keillor (2001) identify participation and perceptions of fairness as
integral to employees' perceptions of job satisfaction and organizational commitment. They conclude
that Performance Appraisal Systems can be used to actually improve employees' levels of job

satisfaction, organizational commitment, and work motivation.

2.10. Factors Affecting Employee perception of Performance Appraisal
System

Bowen and Ostroff (2004) assert that an individual’s ability to make unambiguous and confident
attributions about the cause-effect relationships of performance appraisal system depends on the
distinctiveness, consistency, and consensus of the performance appraisal system. Subsequently,
Bowen and Ostroff have identified nine process features of performance appraisal systems that
should foster systems’ perceived distinctiveness, consistency, and consensus. Finally, Bowen and
Ostroff further conceptualized the strength of the performance appraisal system in terms of its
efficiency in achieving collectively shared interpretations of the performance appraisal system
messages.

Collectively shared cause-effect attributions to the performance appraisal system, in turn, were
assumed to cultivate organizational climates.

2. 10.1 Distinctiveness

The distinctiveness of performance appraisal system concerns situational characteristics allowing
it to stand out in the environment, by attracting attention and arousing interest. They have
specified four performance appraisal system features, necessary to foster distinctiveness:
visibility, understandability, relevance, and legitimate authority.

Visibility of performance appraisal system represents the extent to which these practices are
salient and easily observable. As Kelley and Michela (1980) have claimed, the notion behind
salience is that individuals tend to attribute effects to the causes that are most salient in the
environment at the time the effect occurs. Applying this notion to the performance appraisal
system context, Bowen and Ostroff (2004) argued that salience and visibility are the basic
conditions for the employees to make sense of performance appraisal system. In addition, they
contended that for the desired effects of practices to occur, they should be visible throughout the

considerable part of employees’ daily work activities.
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2. 10.2 Consistency

Following the principles of causal attribution (Kelley & Michela, 1980), in order for the
individuals to make accurate and confident attributions, distinctiveness of the event, which
facilitates its perceived importance, should be complemented by the consistency of its effects
over time and modalities. Applying this logic to the performance appraisal system context, it can
be inferred that for the employees to make sense of the expected behaviors and attitudes, the
outcomes of such behaviors should be consistent across the time, practices, and employees.
Bowen and Ostroff (2004) have identified three process features that are likely to foster
consistency: the instrumentality, validity, and consistency of the performance appraisal system.
Validity refers to the extent to which the practices exhibit consistency between their declared
purpose and what they actually do. Practices failing to demonstrate their advertised effects send
contradictive messages and result in idiosyncratic employees’ interpretations.

2.10.3 Consensus

The final performance appraisal system characteristic that might lead to the creation of strong
situation, when integrated with distinctiveness and consistency, is consensus. According to
Kelley and Michela (1980), individuals are more likely to make accurate attributions when the
perceptions of the stimuli-effect relationship are shared. As has been previously stated, shared
perceptions are necessary for the emergence of organizational climate. Bowen and Ostroff
(2004) have identified two main process features that cultivate consensus in employees’
perceptions of the performance appraisal system: agreement among the principal performance
appraisal system decision makers, and the perceived fairness of performance appraisal system.
The fairness of the performance appraisal system, concerns the adherence of the system’s
constituent practices to the principles of procedural, distributive, and interactional justices
Bowen, Gilliland, & Folger, (1999)

2.11. Appraisal Ineffectiveness

One of the major causes of ineffective performance appraisal is the dislike that both the appraiser and
appraise have towards the process. Performance Appraisal is one of the most emotionally charged
procedures in management (Swan, 1991). Almost every executive has dreaded performance
appraisals at some time or other. They hate to give them and they hate to receive them (Sims, Gioia
& Longenecker, 1987). Many managers and supervisors are unwilling to make accurate evaluations

of subordinates because they do not want them to be hurt. Where the consequence of a low
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evaluation is termination, no pay increase, an unpleasant work assignment, or no promotion,
managers are reluctant to be precise (Kearney, 1978). Watling (1995) highlights the importance of
giving appraisals based on facts, not just feelings and suggests the best way to do this is by
measuring performance by surveys, on the job observation, peer group feedback and results against
targets. This is important to consider in establishing what an effective performance appraisal is. The
appraisal will not be accurate if the manager carrying out the appraisal is having difficulty in giving
feedback honestly and truthfully. Because of the emotional variability involved in such processes,
accuracy is something which will seldom be achieved. But is this a vital element for management, as
it has been shown that executives giving appraisals have ulterior motives and purposes that surpass
the mundane concern with rating accuracy (Sims et al, 1987). One manager surveyed by Sims et al
(1987) felt that accurately describing an employee's performance is really not as important as
generating ratings that keep things going. Some other reasons for managements manipulation of the
feedback in an appraisal setting is that they have to work with these people and do not want to create
tension or hostility, also the element of there being a physical document from the appraisal recorded
permanently on the employees record meant that the appraiser may soften the language used.

Unfair procedures used in performance appraisals create job dissatisfaction. A Performance appraisal
system should be fair and must provide accurate and reliable data (Karimi et al, 2011). Therefore it is
important that performance management systems are fair to staff so that the organization can reap the
benefits.

So many Performance Appraisal systems are solely used as a procedure to determine whether a
promotion or raise will be given or as a way of communicating to staff what their role is. But instead
of being used as a form of judgment, performance appraisal should be used for the benefit of both the
employee and the organization. Continuous assessment could possibly be used as a retention tool and
as a system of determining what skills the organization has and what ones it is lacking.

2.12. Benefits of Performance Appraisal

An effective performance appraisal system will bring benefits to the staff member being appraised,
the manager completing the appraisal and the organization as a whole.

For the Organization, benefits include (Fisher, 1995):

Improved Performance due to effective communication, increased sense of cohesiveness and better
management-staff relationships

Training and Development needs identified more clearly

A culture of kaizen — continuous improvement
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Competitive Advantage in the Market place
Employee Satisfaction as a sense that employees are valued is spread
For the staff being appraised, the benefits include (Fisher, 1995; CIPD, 2012):

Enhanced relationships with line managers

Increased job satisfaction

A better understanding of expectations

Greater knowledge of strengths and weaknesses

For the Manager carrying out the appraisal, the benefits include (Fisher, 1995; CIPD, 2012):
Better relationship with employees — trust.

Stronger knowledge of what is going on in the organization

Better knowledge of employees — knowing their individual strengths and weaknesses

Facilitate management in decisions including pay rises, promotions, redundancies etc.

2.13. Definitions of Work Performance

The concept of work performance is however often vaguely defined and poorly understood
(Barrick & Ryan, 2003; Murphy, 2002). Work performance is an extremely broad concept that
can be easily oversimplified. Work performance can be defined in two ways. The first definition
views work performance as a result or consequence of action. In this instance, work
performance can be defined as the accomplishment of assigned tasks (Suliman, 2001). Where
performance is the deed itself, it may be defined as the actions or behaviours that are relevant to
an organizations goals and that can be scaled (or measured) in terms of an individual's
proficiency (or level of contribution) (Suliman, 2001).

Work performance should not be confined to individuals only. It should be considered an
outcome of both human and organizational activities (De Waal, 2002). Honiball (2008) noted
that work performance is the action or behaviour that is relevant to achieving an organization®s
goals (what is actually done), whereas performance management is the process of linking
organizational goals to departmental, team and individual goals (guiding or directing what is
done).

Van der Linde (2005) noted that work performance include both process (carrying out the work)
and product (the output), and therefore performance is seen as both performing a service, and

the service being performed. The author further noted that in a work setting, the output (product
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or service) adds value, whereas the process adds cost. “Performance can refer to the
performance of an organization (its tasks, duties, goods and services); a department (its tasks,
duties, goods and services); a primary process (its tasks and duties in the production of a
specific product or service); or a person (the individual's tasks, duties and all goods and services
provided)” (Van derLinde, 2005). The opportunity to perform is determined by variables
external to the individual (Coetzee, 2003). This is confirmed by a study by Matheson (2005) on
work performance, which expounds that evaluation of a person's environment, and current or
future work, is required to determine work performance.

Work performance is described as the quality and quantity of human output that is necessary to
meet work goals and the standards that are required to do a specific job (Ivancevich &
Matteson, 1996). Based on the definition of work performance, it is of value to view the concept
of work performance in terms of the systems approach. The system approach is indicated in
Figure 2.2. Inputs - personality, knowledge, aptitude, management, the processes in the
organization, resources available to do the work, work experience and the environment - will

have an effect on work performance (Coetzee, 2003).

Work performance in terms of the systems approach

Human Inputs Organization Human out put l
’ »
*Personality eManagement *Work
*Experience *Process Performance
*Knowledge *Resources
*Energy
*Aptitude

Source: Coetzee, 2003

Figure 2.2 Work performance in terms of the systems approach
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Work performance can be described as a function of three variables namely knowledge and
skills; motivation and workload; tools and climate (Ivancevich & Matteson, 1996). This
correlates well with a model of Saville and Holdsworth that has been used to describe the
determinants of successful job performance (Saville & Holdsworth, 1998). According to the
Saville and Holdsworth Model (1998), competencies are clusters of skills and behaviours that are
key to successful performance and, in general terms, these competencies are abilities, motivation,
behaviour and knowledge, which the individual contributes to his/her job. For the purpose of this
research, work performance will be defined as the process through which an individual operates
to achieve the goals of the organization.

Work performance is an abstract, latent construct that cannot be pointed to or measured directly.
It is made up of multiple components or dimensions. These dimensions, in turn, are made up of
indicators that can be measured directly. To conceptualize and operationalize individual work
performance, we should explicate the construct domain of work performance and identify its
dimensions and indicators. Whereas the dimensions may generalize across jobs, the exact
indicators can differ between jobs. In the field of psychology, the conceptualization of work
performance has received relatively much attention.

A widely endorsed definition of work performance is that of Campbell: “behaviors or actions
that are relevant to the goals of the organization.” Three notions accompany this definition:

(1) work performance should be defined in terms of behavior rather than results,

(2) work performance includes only those behaviors that are relevant to the organization’s
goals, and (3) work performance is multidimensional. As distinguishing between behavior and
results can be difficult, others have included results in their definition of work performance. For
example, Viswesvaran and Ones defined work performance as “scalable actions, behavior and
outcomes that employees engage in or bring about that are linked with and contribute to
organizational goals.” Work performance should be distinguished from work productivity, two
concepts that often seem to be used interchangeably in the literature.

Work productivity is defined as input divided by output. Thus, work productivity is a narrower
concept than work performance. It is also important to distinguish between causal variables and
indicators of work performance. Causal variables determine or predict one’s level of work

performance, whereas indicators are reflections of work performance. For example, job

29



satisfaction is considered a determinant of work performance, whereas work quality is an

indicator of work performance.

2.14. Performance appraisal and work performance

According to Aguinis (2007), performance is about employee’s specific behavior. It means
something what employees do and not about what employees produce or the outcomes of their
work. Performance is determined by a combination of declarative knowledge, procedural
knowledge, and motivation. This definition has two important facets, i.e. task and contextual.
Task performance or work performance refers to the specific activities required by one’s job.
Meanwhile the contextual one performance appraisal involves measuring job performance in
which mainly captures an essential element of the performance appraisal process without
specifying the actual techniques used for measurement (Kavanagh, Benson & Brown, 2007).
According to Shen (2004), the performance appraisal is the process of identifying, observing,
measuring, and developing human resources in organizations. In order the appraisal system to be
effective, the system needs to be accepted and supported by its employees. At the same time,
performance appraisal is a process of judgment and evaluating of the subordinate’s performance
by the supervisor as well.

From those prior studies, arguably we can define that there are four activities in the performance
appraisal cycle in organizations, namely, defining the performance, measuring and evaluating the
Performance, giving feedback to the employee, and applying the results in the different
organizational system. By using this performance appraisal method, an organization can evaluate
the level of performance of an employee and keep the record of their performance achievement
as well.

Meanwhile, one important function of performance appraisals is to encourage, guide, and
improve employee performance.

To be effective, the performance appraisal must be relevant and the measurement standards must
be clear. Relevance refers to the degree to which the performance measurement includes
necessary information; that is, information that indicates the level or merit of a person's job
performance. To be relevant, the appraisal must include all the pertinent criteria for evaluating

performance and exclude criteria that are irrelevant to job performance.
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Archer North (1998) argued that an effective performance appraisal can lead to higher job
satisfaction and reduced absenteeism and turnover rates. Mohrman, Resnick-West, & Lawler
(1989) documented some potential benefits of highly performance appraisal policy, such as
increased motivation to perform effectively, gained new insight into staff and supervisors,
distributed rewards on a fair and credible basis, and encourage increased self-understanding
among staff as well as insight into the kind of development activities that are of value. Richards
(2010) found that performance appraisal can provide an indication of areas of training need as
well as direction for leadership development, performance improvement, and succession
planning.

If performance appraisals are perceived as unfair, therefore, the benefits of performance
appraisals can diminish rather than enhance employee’s positive attitudes and performance
(Thomas & Bretz, 1994). Specifically, the perceptions of procedural unfairness can adversely
affect employee's organizational commitment, job satisfaction, trust in management,
performance as well as their work-related stress, organization citizenship behavior, theft, and
inclination to litigate against their employer. If an appraisal within a company is carried out
without any rules, transparency, and prospect of things linked to it, it might cause severe
troubles, not only can it damage the climate at workplace and lead to decrease in productivity. It
also can end up with ethical and legal problems. Manager should always be aware of what he or
she is doing and what consequences might it have when appraising performance.

In general, research indicates (Smither, 1998) that perceptions of fairness arise from
consideration of the outcomes received (outcome fairness); the procedures used to determine
those outcomes (procedural fairness); and the way in which the decision-making procedures
were implemented and explained (interpersonal fairness). This description of the components of
fairness draws heavily on the research and literature in the area of organizational justice.
Therefore, to handle the issue of managing organization effectively, it is important to any top
management to set a performance appraisal system accurately and meet the employees’ sense of
fairness. It is in line with the findings of Folger, Konovsky, and Cropanzano (1992), indicated
that employees react differentially to performance appraisal based on their perceptions of the
fairness of the appraisal, in terms of distinctive substantive aspects of organizational justice. In
addition, the findings have encouraged considering other independent variables as a moderator of

relationship between the appraisal reaction (feeling satisfied with the performance appraisal
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system) and contextual antecedents (performance appraisal process). The influence of
performance appraisal and work performance becomes taking more attention due to the number
of studies, which examined the effects of performance appraisal systems on employee, provides
solid empirical findings that employees' opinions regarding the performance appraisal (PA)
process are highly critical to the long-term effectiveness and the success of the system as well
(e.g. Kuvaas, 2006; Pettijohn, Pettijohn & Taylor, 2000; Pettijohn, Pettijohn, Taylor & Keillor,
2001). These studies have used several surveys and questionnaires to assess individuals'
reactions to various aspects of the PA system. Furthermore, the results revealed that basically
employees would experience the greatest levels of satisfaction when fully they understand the
criteria used for performance appraisal evaluation, agree with the criteria used, feel the results of
the evaluation have an impact on their level of compensation, and believe that the appraisal
process is fair. In the work of Kuvaas (2006), which surveyed 593 employees from 64
Norwegian banks regarding their opinions and perceptions of the appraisal process on work
performance, organizational commitment, and turnover intention, the findings revealed that there
was a direct relationship between PA satisfaction and employee outcomes. The results also
indicated that the relationship between performance appraisal satisfaction and work performance
was both mediated and moderated by employee's intrinsic work motivation.

The contending research’s results from them Western countries' context may not be generalized
to the emerging countries’ one, which have different environment. In addition, there are
possibilities that the findings of developed-countries' researchers may bear significance in the
Southeast Asian environment, as founded by Vance, McClaine, Boje, and Stage (1992).

They concluded a difference in management style between US and the Pacific Rim countries. In
light of the insufficient findings in this area, there are two purposes of the present research: (1) to
explore the relationship between performance appraisal satisfaction and work performance, by
covering all three components of organizational justice, which in the prior cited-studies covered
only one or two component out of the three those justice components. Second, it is to examine

performance appraisal satisfaction as mediating variable to test the relationship.

Employee performance appraisal is an effective tool or vehicle for assessment of employee
performance and implementation of strategic initiatives for the improvement of employee

performance (Lawler and McDermott, 2003). However, a considerable literature stream also
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suggests that there exist dissatisfaction in employees regarding performance appraisal system
(Mercer, 2002; Roberson and Stewart, 2006; Moullakis, 2005). For instance, Morgan (2006)
noticed that performance appraisal in many organizations has not met expectations of employees.
In the same vein, prior findings by Smither and London (2009) have elucidated that 80-90%
managers reflect that performance appraisal has not been effective in improving employee and
organization’s performance.

Performance appraisal has been regarded as the most critical human resource function within
organizations by which assessors or supervisors analyze and assess performance of their
subordinates (Keeping and Levy, 2000). the outcomes of performance appraisal assists mangers
to select specific pay rates, promotional decisions, development and training needs and
motivational factors for employees (Zapata-Phelan et al., 2009). In this regard, performance
appraisal system has been widely researched within organizational psychology to assess
employee performance. However, despite of resources applied and attention made to this
particular topic, prior researchers have found continuing dissatisfaction among employers and
employees about outcomes of performance appraisal systems in terms of unfair, inaccurate and
political outcomes (Rao, 2004; DeNisi and Pritchard, 2006). Therefore, it is important to study

the factors affecting outcomes of performance appraisal system.
2.15. PA Satisfaction with Work Performance

Studies suggest that HR practices affect organizational outcomes by shaping employee
behaviours and attitudes (Huselid, 1995). More specifically, these HRpractices increase
organizational effectiveness by creating conditions where employees become highly involved in
the organization and work hard to accomplish organizational goals. HR practices are expected to
influence both, organization“s and employee“s performance via the workforce”s ability (e.g.
using selective hiring, training), motivation (e.g. pay for performance by using PA), and
opportunity to contribute (e.g. using teams and suggestion systems) (Gerhart, 2005).
Furthermore, Korsgaard, Roberson and Klein (1991) noted that PA process offer a number of
potential benefits, including improved job performance.

Moreover, PA seems to be a vital component of a broader set of human resource practices; it is
the mechanism for evaluating the extent to which each employee®s day to- day performance is
linked to the goals established by the organization (Lowenberg & Conrad, 1998). Studies

concluded that PA factors do influence job satisfaction, which, in turn has the potential to lead to
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higher levels of performance (Babin & Boles, 1996; Brown & Peterson, 1994). Smither (1998)
further noted that one factor that contributes to an effective PA system entails ensuring that the
system focuses on performance. Therefore, a relationship between HR practices such as PA and
work performance would be very obvious.

One of the first steps in developing an effective PA system would be determining the
organization’s objectives. These would then be translated into departmental and then individual
goals. This allows the employee to know “up front” the standards by which his/her performance
will be evaluated. This process involves clarifying the job role, job description and
responsibilities — explaining how the role and responsibilities contribute to wider goals, why
individual and team performance is important and just what is expected within the current
planning period. Objectives developed in this way should be reflective of the organizational
goals and provide linkages between employee and organizational performance. Stroul (1987)
noted that another critical objective of PA is to provide feedback to foster employee growth and
development.

From the literatures, the purpose of goal setting and feedback within PA process is to increase
individual performance (Pettijohn et al., 2001). Thus, there could be a positive relation between
employee satisfaction with PA and work performance.

Another notable function of PA includes equipping employees with new knowledge and skills.
Coyle-Shapiro and Conway (as cited by Kuvaas, 2006) noted that employees™ perceived
investment in employee development will lead to employee being obligated to repay the

organization via high work performance.
2.16. High Performance Work System

Management scholars and practitioners alike have become increasingly interested in learning
more about the ability of certain “progressive” or “high performance” human resource
management (HRM) practices to enhance organizational effectiveness. “Progressive” HRM
practices which included a workplace climate that strongly values employee participation,
empowerment and accountability tended to be perceived to generally perform better on a number

of valued organizational outcomes.

It is essential before going through literature to determine how to characterize the practices under

discussion. There are many terms in the area of human resource management: “high performance
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management” (White, hill, McGovern, Mills, and Smeaton, 2003), “high involvement
management” (Lawer,1986) and ‘“high commitment management” (Wood and deMenezes,
1998). The term High Performance Work Systems (HPWS) will be used on the basis that that is
broad enough to encompass the range of practices emphasized by different approaches (Ramsay,
Scholaries, and Harley, 2000). According to Pfeffer (1996), high performance work systems
embrace employment security and high wages as well as communication and involvement
schemes. High Performance Work Systems as an advanced form of HRM composed of employee
involvement, empowerment, and responsibility. It is described in terms of high involvement
management, high commitment workplaces, high trust workplaces, partnerships at work, total

quality management, and strategic HRM.

HPWS theoretical models assumes that performance gains are necessarily attributable to a
positive impact on employees, mainly through increased job autonomy, satisfaction, and
commitment (Harley, 2002). Harley asserted that improved performance may be driven by

factors other than HRM practice and may cause negative outcomes for workers.

Individual responsibilities are expected to be adaptable to changing conditions and teams rather
than the individual. The perceptions of employees regarding organizational support,
organizational commitment, organizational justice, participative decision making, and workload

are related to job satisfaction and intention to quit.

The causal path assumed by proponents of HPWS is that “Systems... are established; they
influence workplace practice; employee attitude change, with increased satisfaction or
commitment; there is a consequence effect on behavior; and this in turn feeds through to the

performance of the work unit and eventually the company...” (Edwards and Wright, 2001).

HPWS aim at reducing turnover, absenteeism and costs through a reduction in the need for
control and monitoring (Ramsay, 2000). This implies the need for 38 participation of the
decision making of employees. Also HPWS may have a marginally positive effect on employee
attitudes to commitment (Ramsay, 2000). The adoption of HPWS has resulted in a dramatically

lower turnover rate compared to control systems and increased performance (Arthur, 1994).

Huselid (1995) has stated that HPWS increase performance through a number of revenues, with

one of these being employee behavior. This employee behavior affects turnover and labor
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productivity within the organizations, thus eliciting employee commitment, which is in indirect
contrast to turnover. HPWS also increase the discretion of employees (Harvey, 2002; White et
al., 2003) which is the employees’ ability to make good choices, be careful, and have the
freedom of choice. The effectiveness of HPWS is diminished through the lack of continuance

commitment which can be directly related to the increased discretion.

High-performance work systems assume that employees are a primary source of competitive
advantage that is difficult for others to imitate and that workers are capable of continuous
improvement and will perform at higher levels if they are motivated to do so (Pfeffer, 1998).
This is achieved by encouraging practices such as participative decision making, providing high-
quality training, and sharing information. By treating workers with respect and as capable and
intelligent individuals, organizations will find that workers will be more committed to the
organization and more trusting of management, which will result in improved performance
(Walton, 1985; Wheatley, 1997). Whitener (2001) proposed a social exchange framework to
explain this relationship. Employees view human resource practices and trustworthiness of
management as indicative of the organization’s commitment to them. In turn, employees

reciprocate with appropriate attitudes and behaviors

2.17. Empirical studies

Performance Appraisal still plays a huge part in organizations today. A report carried out by the
CIPD in 2009 found that 81.3% of organizations surveyed were carrying out performance
appraisal in their organization as part of their performance management.

Instead of eliminating Performance Appraisal, organizations need to work on improving their
system and make sure that it is effective. They need to reinvent, update and renew their
performance appraisal procedures so that they are more compatible with the organization and its
environment.

It is vital that when trying to find ways to improve Performance Appraisal in organizations that
they look at making sure the Performance Appraisal system is used as it was intended to be and

teaching this to the management involved.

As mentioned previously the CIPD (2012) define Performance appraisal as an opportunity for
individual employees and those concerned with their performance to engage in a dialogue about

each individual’s performance and development, as well as the support required from the
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manager. They also state how important it is to recognize that performance appraisal is not just
about assessing the past but also about driving behavior that will sustain performance in the
future.

The CIPD (2012) believe that Performance appraisal is an operational task, it is short to medium-
term and mainly concerned with individual workers and their performance and development.
While it is one of the elements of performance management, and the data produced can feed into
other components of performance management, appraisal by itself does not constitute

performance management.

The researcher focused performance appraisal system and its consequence work outcomes, in the
form of work performance particularly this dependent variable from these studies. because of
literature gap on specific areas related to this study.

Vignaswaran (2005) a study conducted in Peninsular Malaysia on the relationship between
performance appraisal satisfaction and employee outcomes. A total of 900 questionnaires were
distributed, of which 311 returned and used for data analysis (representing 33% of response rate).
The descriptive finding of the study indicates that the level of employees’ satisfaction with the

level of work performance is higher with mean= 3.85 and SD= 0.49.

The findings also highlights that employees must experience positive appraisal reactions in order
for performance appraisal to positively influence employee attitudes and behavior(Kuvaas, 2006;
Murphy & Cleveland, 1995). Klein and Snell (1994) noted that goal setting in performance
appraisal process had a greater impact on attitudinal reactions for poor performers, probably
because these employees needed goal setting to clarify what was needed in order to improve
performance.

2. 18. Experience of other Organization in Ethiopia

Though every public, non-governmental and private company are operating in the country,one
study was selected, which are Even though few studies like: the study conducted on Amhara
National Region State Office Of Auditor General (ANRSOAG)( The Effect of Employees’
Perception of Performance Appraisal on Their Work Outcomes). The Effect of Employees’
Perception of Performance Appraisal on Their Work Outcomes) conducted by ( Abraham
Zewdie, Assegid Demissie & Assefa Tsegay 2014). The descriptive finding of the study shows

that in ANRS office of auditor general employees had low level of satisfaction (well perception)
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n towards the existing performance appraisal practice. Employees of ANRS offices of the auditor

general have high level of work performance.

Thus; from this finding it can be generalized that, the respondents are dissatisfied concerning
with the current practice of the organization appraisal system, fairness and un biasness of a
system, the seriousness of leaders to review performance appraisal, satisfaction with feedback,
the relevant of performance feedback, the alignment of feedback with the actual achievement,
the existence of appeal process , the implementation of PA,and the provision of positive
feedback for good performers than criticizing the poor ones. Therefore, such remarked areas of
dissatisfaction are the good indicators and the root causes for employees’ negative perception
regarding to the performance appraisal practice of their organization. In turn, it might have its

own impact .
2.19 Conceptual Framework of the Study

Before the conceptual frame work stated some point about conceptual framework, dependent and

independent variables.

The research problem cannot meaningfully be researched in reference to only one theory, or
concepts resident within one theory. In such cases, the researcher may have to “synthesize” the
existing views in the literature concerning a given situation — both theoretical and from empirical
findings. The synthesis may be called a model or conceptual framework, which essentially

represents an ‘integrated’ way of looking at the problem (Liehr and Smith 1999).
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Based on the above conceptual framework of the study in the first place The elements that was

aligned Performance Appraisal System independent variables are fairness, employee-leader

relationship, rewards linked to appraisal, specific & accurate feedback, clearly defined goals,

confidentiality and mutually set goals and dependent variable employees work performance. the
graphical relationship of the independent variable Performance Appraisal System factors
affecting employee satisfaction (well perception) Depends on the Distinctive, Consistency and
Consensus and dependent variable employees work performance measure by quality of work

,ability and related content, are represented as the conceptual framework of this study as follows:




CHAPTER 3
RESEARCH METHODOLOGY

3.1 Introduction
The Research was employed quantitative approach to examine the effect of Performance

Appraisal System on employees work performance of NTE (National Tobacco Enterprise) Eth
S.C. This chapter consists of methods that was used in establishing the effective of Performance
Appraisal System on employees work performance at NTE (National Tobacco Enterprise) Eth
S.C this includes the research design & Methodology, Research Approach, Research Design,
Population and Sample, Data Sources and Types, Data Collection Procedures, Ethical
Consideration and Data Analysis were employed include under this section.

3.2 Research approach

The research was designed to assess the effect of Performance Appraisal System and its effect on
employees work performance in the case of NTE .

This study used a quantitative research approach which is deductive in nature&also which is

concentrating on Effect of Performance Appraisal system on Employees work Performance of

NTE Company.

3.3 Research Design

Backlund and Suikki (2005) explain that with descriptive research design, the researcher aims to
determine the aspects of the problem which are crucial for a thorough analysis. With descriptive
research design, the researcher has an opportunity to have a clear view of the problem from other
related sources and narrows the research around these important items. In this case, the
researcher adopts a technique that leads to exact or almost detailed facts when carrying out the
study. Therefore, the study will be adopted a quantitative approach on the effects of performance

appraisal system on employees’ work performance.

3.4 Population and Sample
3.4 .1 Population

Population is the complete set of units of analysis that is under investigation, while element is the

unit from which the necessary data is collected (Davis, 2000).
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The population is the universe of units from which the sample is to be selected (Bryman and Bell
2007). The target population for this research used the total work force of NTE (National
Tobacco Enterprise) Eth S.C. The researcher carried out the research on employees in the
differing departments of the organization namely Administration and Human Resource
Department, Research and Quality Assurance, Factory Operations Department, Sales and
Marketing, Supply, Finance Department, Legal Service, Planning and Programming Services, IT
Services. Therefore, as per the data obtained from human resource department of NTE Company
on January 2017, the total target populations of the study are 520 permanent employees (Non-
Management Staff) from all departments.

3.4 .2 Sample size

It was impossible to collect data on the whole population, considering the size, as well as the
time, available to the researcher. Thus, to avert such constraint the researcher forced to draw
sample from the whole population. According to Field (2005), whenever it is possible to access
the entire population, it is possible to collect data from sample and use the behavior within the
sample to infer things about the behavior of the population. Field also states that the bigger the
sample size, the likely it reflect the whole population. Accordingly, in this study to make the
sample more representatives, the sample size of the study is determined using the formula
adopted from kreijcie and Morgan’s (1970). Thus, the formula is used to calculate the sample
size is :

n =N/ (1+N(e))

Where N=is the total population

n= is the sample from the population

e= 1s the error term, which is 5% (i.e. at 95% confidence interval)
Using the above formula the sample size of the study is determined as

n= 520/(1+520(0.05)*)= 226

Therefore, based on the above formula, the sample size taken from each stratum is depicted in
Table 3.1 below, which is 127 respondents from Administration And Human Resource
Department, 321 respondents from Research and Quality Assurance and Factory Operations

Department, 61 respondents from Sales and Marketing, Supply& Finance Department, remaining
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11 Audit, Legal Service, Farm Management and Development, Planning and Programming
Services, IT Services were taken. Thus, the total sample size of the study is used 226, which is

43% of the total population (226/520= 0.43).

Table 3.1 Stratified Random Sampling Design form

No | Types of the Strata Total Population size Sample Size
(43% of the population)

1 Administration And Human Resource Department. 127 55
2 | Research And Quality Assurance & Factory Operations | 321 139

Department
3 Sales and Marketing, Supply& Finance Department 61 27
4 Audit, Legal Service, Farm Management and | 11 5

Development, Planning and Programming Services, IT

Services.

TOTAL 520 226

Source: Own computation; based on NTE (National Tobacco Enterprise) Eth S.C Manning (2017)

3.4 .3 Sampling Technique

The sampling method that was employed in this study is used both stratified randomization and
simple random sampling. To ensure that as much as possible biasness is removed or is
minimized and a fair representation is obtained, the population of the study was stratified in to
four major target group based on the existing Departments process structure of the Company.

To select respondents from each stratum simple random sampling design was employed; in
doing so, the existing employees list was obtained from human resource department of the
Company and then the proportional weight was assigned to each stratum in order to from the
sampled data properly represent the population from which the stratified sample of existing

employee is drawn.

3.5 Data Sources and Types

In order to achieve the study’s objectives both primary and secondary source of data are used.

The primary sources of data were through questionnaire from NTE (National Tobacco
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Enterprise) Eth S.C employees. The primary data is collected through questionnaire that is made-
up of close ended questions based on the problem statement.

The primary data was collected through questionnaire that included close ended questions will be
conducted to gather information regarding the performance appraisal system of NTE National
Tobacco Enterprise) Eth S.C. To analysis the Pearson correlation coefficient is used.

In first section of the questionnaire focused on demographic information’s and in the next part of
the questionnaire there was 39 questions which are responded using five alternative of Liker
scale to assess employees’ satisfaction of existing Performance Appraisal practice in effective
criteria’s(factors) the NTE, Employees’ Level of Work Performance and the last part of the
questionnaire was Overall effect of performance appraisal System on level employees
satisfaction.

Examination of secondary data for this particular research secondary data was collected from
books, effectiveness of the performance appraisal system on employees’ Work Performance and
related journals, company’s publication of performance appraisal manual & manning. And also
the secondary data assisted the researcher as specific reference and to explore different construct
important to this study.

3.6 Data collection procedures

Every employee who has participated in the appraisal system and who were members of the
sample received a questionnaire delivered to their work departments. Measures Satisfaction with
existing Performance Appraisal (Independent Variable)

The measure of employees™ satisfaction with existing performance appraisal was both adopted
and adapted based on prior work by Meyer & Smith (2000). The scale consist of these items
concerning the satisfaction with PA activities within an organization and The measure of
employees™ overall satisfaction level with performance appraisal system was also adopted based
on prior work by Scholastica Seem Matunge (2013). Work Performance (Dependent Variable)
Work performance was measured by using these items based on prior measures (. Kuvaas, 2006).
A total of 226 questionnaires were used in the data analysis and also data was collected through
directly related to identify the criteria/factors in use by the company to measure their
effectiveness from performance appraisal system. The NTE S. Company to find out the effect of

performance appraisal system on employee’s work performance.
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and the last part of the questionnaire also, to assess the level of employees’ work performance in
relation to the performance appraisal system affect (factors) in distinctiveness consistency and
consensus. as the researcher believed that legally operating translation offices have the
experience and proficiency in translation, the questionnaire was transformed into the local
language of Amharic. The Amharic version of the questionnaire was intended for those
respondents with low command of the English language.

Upon approaching voluntary respondents the researcher asked their language preference and
provided them with their choice of questionnaire.

3.7 Ethical considerations

Ethical conduct states that it is the responsibility of the researcher to assess carefully the
possibility of harm to research participants, and to the extent that it is possible, the possibility of
harm should be minimized (Bryman & Bell, 2007).

Every questionnaire that was sent out be attached to a cover letter which clearly be explained the
purpose of the survey. The questionnaire didn’t required the names of the respondents; this was
protected their identity and remain anonymous. As a result, the employees were aware from the
beginning what the researcher was doing, why and where the information was going and why it

was being gathered.
3.8 Data Analysis

To analyze the data collected from the questionnaires, the researcher used version 20 SPSS.
SPSS is a system for statistical analysis and helps to display findings by creating charts and
tables. It is one of the most widely used computer software packages for analysis of quantitative

data for social scientists (Bryman & Bell, 2007).

In order to achieve the findings and results for the study, the author used descriptive analysis to
summarize the data. These methods will be numerical and/or graphical. Graphical methods are
known for recognizing patterns in the data, while the numerical methods of analysis are
acknowledged for giving precise measures. In the analysis descriptive statistics, correlation

analysis and linear regression analysis was performed.

The analysis will consist of graphs, tables and charts to outline the responses will be received
which will be examined and discussed. The reasons for using this procedure are to make it easier

for the reader to compare and understand the findings.

44



3.8.1 Reliability & validity Test of the Instrument

Before dispatching the questionnaire to gather information its validity and reliability was
checked. To this close ended questionnaire is given to human resource expert to check the
content validity.

To confirm both the adapted and adopted instrument is understood or not by the respondent
reliability test were conducted. A total of 226 questionnaires were distributed to the respondents
the participant was selected from each departments process based on their easily accessibility to
the researcher. Then returned the 182 data instruments were coded and a Cronbach's Coefficient
Alpha test was employed by SPSS version 20.00.Thus, the SPSS output is summarized in
Table 3.2.

Table 3.2. Cronbach's Alpha Test Resulted from SPSS

No | Variables of the study No of No of items Overall
Respondent Cronbach Alpha
1 | Effective Performance Appraisal 182 17 .848
Factors
2 | Work Performance 182 10 782
3 | Factors Affecting Performance 182 12 917
Appraisal System
For all item’s 39 .848

As shown in the above table, the reliability of the scale was determined by Cronbach's alpha
method. According to Bryman and Bell (2003) the Cronbach's alpha result of 0.7 and above
implies acceptable level of internal reliability. Therefore, the result indicated that the
questionnaires of the study were internally consistent above 0.7.

3.8.2 Descriptive analysis: is used to summarize the demographic characteristics of the
respondent and to know the level of employee perception of performance appraisal based on the
response  for each item and analyzed by comparing the “mean” and “standard deviation”
score of each variable.  According to Zaidaton & Bagheri (2009) the mean score
below 3.39 was considered as low, the mean score from 3.40 up to 3.79 was considered

as moderate and mean score above 3.8 was considers as high as illustrated below.
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Table 3.3 Comparison bases of mean of score of five point Likert scale instrument

Mean Score Description
<3.39 Low

3.40 -3.79 Moderate
>3.80 High

Source: Zaidatol&Bagheri (2009)

3.8.3 Correlation Analysis: is to show the strength of the association between the variables
involved. Inter-correlations coefficients (r) were calculated by using the Pearson’s Product
Moment. According to Cohen (1998 as cited by Warokkaand Gallato, 2012), the correlation
coefficient (r) ranging from 0.10 to 0.29 may be regarded as indicating a low degree of
correlation, r ranging from 0.30 to 0.49 may be considered as a moderate degree of correlation,
and r ranging from 0.50 to 1.00 may be regarded as a high degree of correlation. Field (2006)
also state that the output of correlation matrix can be the correlation coefficient that lies between
-1 and +1 within this framework, a correlation coefficient of +1 indicates a perfect positive
relationship, and a correlation coefficient of -1 indicates a perfect negative relationship; whereas
a coefficient of 0 indicates no liner relationship.

While, for correlations purposes, the descriptors developed by Davis (1971, as cited by
Alwadaei, 2010) the interpretation of strength of correlation coefficient is shown in table 3.4

Table 3.4 Interpretation of strength of correlation coefficient

Value of coefficient Relation between variables
0.70-1.00 Very strong association
0.50-0.69 Substantial association
0.30-0.49 Moderate association
0.10-0.29 Low association

0.01-0.09 Negligible association

3.8.4 Simple Regression Analysis: Regression is the determination of a statistical

relationship between two or more variables. In simple regression, we have only two variables,
one variable defined as independent is the cause of the behavior of another one defined as
dependent variable. Since the correlation result provides only the direction and significance of

relationship between variables, simple regression analysis is done to examine the contribution of
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performance appraisal system to employees work performance and to assess the extent of

relationship between independent and dependent variable of the study.
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CHAPTER FOUR
RESULTS OF THE STUDY

FINDING AND ANALYSIS, INTERPRETATION AND DISCUSSION

4.0 Introduction

This chapter presents findings and analysis, interpretation and discussion from the study about
the effect of performance appraisal system on employee work performance. The main focus of
this research is two variables to analyze the effect of performance appraisal system and
employees’ work performance.

4.1 Demographic Characteristics of Respondents

Out of 226 distributed to the employees of National Tobacco Enterprise Share Company 182
(80.5%) questionnaires were returned with full information. The demographic variable of the
respondents such as gender, age and length of the year they have stayed in the Enterprise was
collected and the results presented as follows.

4.1.1 Gender of respondents

Male respondents dominate gender category with 70.3% (n=128) of the respondents were male

the remaining 29.7 %( n=54) were female. (Table 4.1)

Table 4.1 Gender of respondents

Frequency | Percent | Valid Percent | Cumulative Percent

Male 128 70.3 70.3 70.3
Valid Female 54 29.7 29.7 100.0
Total 182 100.0 100.0

4.1.2 Age of respondents

As it is indicated below in table 4.2 the respondents are found in the age category of under
35years which are 27.5% of the respondents. The second major group of respondents found in
the age category of 35-39 years which are 24.2% of the respondents and the third age category
found majority of the respondents that in the age group of 40-44 years which is 29.7% of the
respondents. Finally the remaining small proportion shows that they were in the age category of

45 and above which is 18.6 %. (Table 4.2)
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Table 4.2-Age of respondent

Frequency | Percent Valid Cumulative Percent
Percent
Under 35 Age 50 27.5 27.5 27.5
35-39 44 242 24.2 51.7
Valid 40-44 54 29.7 29.7 81.4
45 and above 34 18.6 18.6 100.0
Total 182] 100.0 100.0

4.1.3 Years the employees have spent in National Tobacco Enterprise Share Company

Most of the participants here is under table 4.3, 60 respondent (33%) has been working for the
company from 5 to 9 years. 43 respondent or 23.6 % of all participants have been employed for
10-19 years. While new employees completed their probation period and permanent employees
who have worked up to four years are 40 respondents consisted of 22.0 % of all respondents and
employees who have been working for 20 years or longer period are composed of 39 respondent

or 21.4 % of the respondents. (Table and Figure 4.3)

Table 4.3 Years the respondents have spent in the Enterprise

Frequency | Percent Valid Cumulative Percent
Percent
0-4 years 40 22.0 22.0 22.0
5-9 years 60 33.0 33.0 55.0
Valid 10-19 years 43 23.6 23.6 78.6
20 years or longer 39 214 214 100.0
Total 182 100.0 100.0

49




length of service in year

[=1n)

S0

40

30

Frequency

20

10

0-4 years 5-89 years 10-18 years 20 years or longer

length of service in year

Figure 4.1 Years the respondents have spent in the Enterprise

4.3.0 Employees response about providing fairness
Fairness is one of the criteria’s components of performance appraisal to measure the fairness of
the performance appraisal system two questions were asked. The first question is: “Appraisers
treat me fairly during performance appraisal process.” the respondent 11.0% were in agreement,
52.2% were Neither agree nor disagree, 15.4% were in disagreement, 14.3% were strongly agree
and 7.1% were strongly disagreed. The second question is “Current performance appraisal is fair
and unbiased.” Which is the respondent 22.0% were in agreed , 50.5% were Neither agree nor
disagree, 12.1% were in disagreement, 11.0% were strongly agree and 4.4% in strong
disagreement. The two questions indicated that, it was also established that the respondents were
not sure whether the performance appraisal criteria’s was fair to all the employees in the
organization. This confirms that the respondents have doubts as far as fairness of the criteria’s
with their evaluators and their current appraisal is biased and not fair concerned. (Table4.4) table

summary of response about fairness.
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Table 4.4- Summary of response about Fairness

Appraisers treat me fairly during | Current performance appraisal is

[performance appraisal process. | fair and unbiased.

Frequency Percent Frequency Percent
Strongly agree 26 14.3 20 11.0
Agree 20 11.0 40 22.0

Valig cther Agree 95 52.2 92 50.5

Nor Disagree
Disagree 28 15.4 22 12.1
Strongly Disagree 13 7.1 8 4.4
Total 182 100.0 182 100.0

Table 4.5-Descriptive Statistics of items that measure respondents Summary about fairness

N Minimum | Maximum Mean Std. Deviation
Appraisers treat me fairly
during performance appraisal 182 1.000 5.000 2.90 1.057
process.
Current performance appraisal | o, 1.00 5.00 2.77 953
is fair and unbiased.
Valid N (list wise) 182
Total 2.84 1.005

From the above analysis result, this study finding is supported by the studies of

Zaidatol&Bagheri (2009) described their level of satisfaction with mean score. These two

questions are the result below which is <3.39 so that is low level of satisfaction If performance

appraisals are perceived as unfair, therefore, the benefits of performance appraisals can diminish

rather than enhance employee’s positive attitudes and performance (Thomas & Bretz, 1994).thus,

the company applied this criteria’s of performance appraisal in fairness as result low satisfaction.

4.3.1 Employees response Employee- leader Relationship

To measure the Employee- leader Relationship of the performance appraisal system two

questions were asked. In the first question participants were asked it improves the relationship

with my leader. and the respondent 12.1% were disagreed , the majority respondent 38.1% were
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agree, 13.7% were strongly agree and 16.5% were strongly disagree. 19.2% were Neither agree

nor disagree.

In the second question they were asked “There is good communication from evaluators to

employees in The Company.” the majority33.5% of respondents were also agreed, 12.6% were

disagreed and 20.9% were Neither agree nor disagree, 20.3% were strongly agree and 12.6%

strongly disagree. These questions indicate that most respondent agreed their communication

with their leader but not enough according to their number of respondents. (Table4.6 summary

response of about Employee- leader Relationship)

Table 4.6- Summary of response about Employee- leader Relationship

[t improves the relationship with [There is good communication from
my leader. evaluators to employees in The
Company.

Frequency Percent Frequency Percent
Strongly agree 25 13.7 37 20.3
Agree 70 38.5 61 335

Valig \cther agree nor 35 19.2 38 209

disagree
Disagree 22 12.1 23 12.6
Strongly Disagree 30 16.5 23 12.6
Total 182 100.0 182 100.0

Table 4.7-Descriptive Statistics of respondents Summary about Employee- leader Relationship

N | Minimum | Maximum | Mean | Std. Deviation
It improves the relationship with my 182 100 5.00 579 1296
manager.
There is good communication from
evaluators to employees in The 182 1.00 5.00 2.64 1.288
Company.
Valid N (list wise) 182
Total 2.72 1.292

From the above analysis result, this study finding is supported by the studies of

Zaidatol&Bagheri (2009) described their level of satisfaction with mean score. these two

questions It improves the relationship with my manager mean 2.79and There is good
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communication from evaluators to employees in The Company mean 2.64 .are the result below
which is <3.39 so that is low level of satisfaction when the company applied these criteria’s of
performance appraisal in Employee- leader Relationship even though the result is low but in
these questions their agreement is more than 50 % this Means that is not enough according to
Zaidatol & Bagheri (2009) to described their level of satisfaction with mean score low.

4.3.2 Employees response about Rewards Linked to Appraisal

Among many factors that can determine the criteria’s of performance appraisal system is rewards
linked to appraisal. Therefore, in order to find their satisfaction towards the rewards linked to
appraisal and employees were asked 3 questions first they were asked Promotion is purely based
on Performance Appraisal is measured the majority of respondent 35.2 % were Neither agree nor
disagree, 17.0% agreed, 18.1% were disagreed, 14.3% strongly disagree and 15.4% were
strongly agreed according to their response for this question confirms that the respondents have
doubts as far as Promotion is purely based on Performance Appraisal of the criteria’s with their
evaluators and their current appraisal is biased and not fair concerned. the second question of
Employees were also asked My company payment and benefits opportunities based on my
performance ratings. Their Response were obtained the majority 25.3% were Agree and 23.1%
were disagreed, 18.1% were Neither agree nor disagree, 13.2% strongly disagree and 20.3%
strongly agreed.this also similar to the first question ,that is the benefits opportunities not based
my performance ratings. The third they were asked Bonuses increase my performance is
measured the majority of respondent 37.4% were agree, 9.9% Neither agree nor disagree, 21.4
% were disagreed, 17.0% strongly disagree and 14.3 % strongly agreed, this indicate that most
response that bonus increase their performance. (Table 4.8 summary response of about rewards

linked to appraisal)
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Table 4.8- Summary of response about Rewards Linked to Appraisal

Promotion is purely  [My company payment andEonuses increase my
[pased on Performance  [benefits opportunities erformance
Appraisal based on my performance
ratings.

Frequency [Percent Frequency |Percent [Frequency |Percent
Strongly 28 15.4 37 20.3 26 14.3
agree
Agree 31 17.0 46 253 68 37.4
Neither

Valid agree nor 64 35.2 33 18.1 18 9.9

disagree
Disagree 33 18.1 42 23.1 39 21.4
Strongly 26 14.3 24 132 31 17.0
Disagree
Total 182 100.0 182 100.0 182 100.0

Table 4.9-Descriptive Statistics of respondents Summary about Rewards Linked to

Appraisal
N | Minimum | Maximum Mean | Std. Deviation

P tion i |

romotion is purely based f o) 1.00 5.00 2.99 1.244
on Performance Appraisal.
My company payment and

fit rtuniti

benefits opportunities based | ¢ 1.00 5.00 2.84 1.344
on your performance
ratings.
B .

ofuses fcrease my 182 1.00 500]  2.90 1.356
performance
Valid N (list wise) 182
Total 2.91 1.315

From the above analysis result,

this study finding is supported by the studies of

Zaidatol&Bagheri (2009) described their level of satisfaction with mean score .

these three

questions are the result below which is <3.39 so that low level of satisfaction when the company
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applied these criteria’s of PA even though the result is low but in these questions except
question one the others their agreement is more than 50 %. This means that is not enough
according to Zaidatol & Bagheri (2009) to describe their level of satisfaction with mean score
low.

4.3.3 Employees response about providing accurate feedback

Accurate feedback is one of the criteria’s component of performance appraisal to measure the
Accurate feedback of the performance appraisal system four questions were asked. The first
question is I receive specific and accurate feedback from my leader on my past performance in
this regard majority of the respondent 32.4 % were in agreement, 23.1% were Neither agree nor
disagree, 11.0 % were in disagreement, 22.0% were strongly agree and 11.5% were strongly
disagreed. They were asked I clearly understand my leader’s comments and opinion during the
feedback. and the majority 29.7 % were in agreed 21.4% were Neither agree nor disagree, 24.2%
were strongly agree , 14.3 % were strongly disagree and 10.4% in disagreement. Also employees
were asked “My leader discusses regularly my job performance with me” in their response
34.6% were agreed, 18.7% were Neither agree nor disagree, 13.7% in disagree, 12.1% were
strongly disagree and 20.9% were strongly agree. And the final is I always get adequate
feedback on my performance in their response 22.0% were agreed, 20.9 % were Neither agree
nor disagree, 20.9 % in disagree, 10.4 % were strongly disagree and 25.8% were strongly agree.
This employees feedback even though is not much to enough but it is encouraging their
satisfaction of to providing accurate feed back with their evaluator. (Table4.10 summary

response of about providing accurate feedback)
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Table 4.10- Summary of response about Accurate Feedback

I receive specific I clearly My leader discusses |l always get adequate
and accurate understand my regularly my job feedback on my
leader 's comments [performance with me. [performance.
feedback from my . :
and opinion during
leader on my past e feedback.
performance
Frequency [Percent [Frequency [Percent[Frequency [Percent |Frequency |Percent
Strongly agree 40 22.0 44| 242 38 20.9 47 25.8
Agree 59 324 54| 29.7 63 34.6 40 22.0
Valid cither agree nor 2| 231 39| 214 34| 187 38 209
disagree
Disagree 20 11.0 19/ 104 25 13.7 38 20.9
Strongly Disagree 21 11.5 26| 143 22 12.1 19 10.4
Total 182 100.0 182| 100.0 182 100.0 182 100.0
Table 4.11-Descriptive Statistics of respondents Summary about Accurate Feedback
N | Minimum | Maximum [ Mean | Std. Deviation
I receive specific and
te feedback fi
accutate feecback oMMy 1 1gp 1.00 500 2.58 1.267
manager on my past
performance.
I clearly understand my
manager's comments and 182 1.00 5.00 2.61 1.341
opinion during the feedback.
My manager discusses
regularly my job performance | 182 1.00 5.00 2.62 1.290
with me.
I al t ad t
aiways get adequate 182 1.00 500  2.68 1.337
feedback on my performance.
Valid N (list wise) 182
Total 2.62 1.309'

From the above analysis result, this study finding is supported by the studies of

Zaidatol&Bagheri (2009) described their level of satisfaction with mean score. these two

questions are the result below which is <3.39 so that is low level of satisfaction when the
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company applied these criteria’s of performance appraisal in Accurate Feedback even though the
result is low but in these questions their agreement is more than 50 %t this Means that is not
enough according to Zaidatol & Bagheri (2009) to described their level of satisfaction with mean
score.

4.3.4 Employees response towards Clearly Defined Goals

To measure Clearly Defined Goals of the performance appraisal system as criteria two questions
were asked. In the first question participants were asked I clearly understand the purpose of
performance appraisal. And the majority 30.2% was agreed, 22.0% were strongly agreed, 13.7 %
were strongly disagreed and 16.5% Neither agree nor disagree.

In the second question they were asked “Performance appraisal makes me better understand what
I should be doing. ” the majority 28.0% of respondents were also agreed, 20.3% were disagreed
and 12.1% were in Neither agree nor disagree, 23.6% were strongly agree and 15.9% strong
disagree,. These employees response towards clearly defined goals even though is not much to
enough but it is encouraging their satisfaction of to understanding their goals Clearly Defined

Goals (table4.12 Summary of response about Clearly Defined Goals)

Table 4.12- Summary of response about Clearly Defined Goals

I clearly understand the purpose|Performance appraisal makes me]
of performance appraisal. better understand what I should be
doing.
Frequency Percent Frequency Percent
Strongly agree 40 22.0 43 23.6
Agree 55 30.2 51 28.0
Valid T cither agree nor 30 16.5 22 12.1
disagree
Disagree 32 17.6 37 20.3
Strongly Disagree 25 13.7 29 15.9
Total 182 100.0 182 100.0
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Table 4.13-Descriptive Statistics of respondents Summary about Clearly Defined

Goals
N [ Minimum | Maximum Mean Std.
Deviation
I clearly understand the
purpose of performance 182 1.00 5.00 2.71 1.353
appraisal.
Performance appraisal makes
me better understand what [ 182 1.00 5.00 2.77 1.423
should be doing.
Valid N (list wise) 182
Total 2.74 1.388

From the above analysis result, this study finding is supported by the studies of
Zaidatol&Bagheri (2009) described their level of satisfaction with mean score. these two
questions are the result below which is <3.39 so that is low level of satisfaction when the
company applied these criteria’s of performance appraisal even though the result is low but in
these two questions their agreement is more than 50 % this also that is not enough according to

Zaidatol & Bagheri (2009) to described their level of satisfaction with mean score.
4.3.5 Employees Response towards confidentiality&transparency

To measure Confidentiality& Transparency of the performance appraisal system as criteria two
questions were asked. In the first question participants were asked “All the information obtained
from Performance appraisal is confidential.”. And the majority 24.2% were strongly agreed,
22.0% were agree, 15.4% were strongly disagree and 17.6% Neither agree nor disagree and 20.9
% were disagree.

In the second question they were asked “Performance appraisal is Highly subjective process and
lacks transparency. ” the majority 22.0% of respondents were also agreed, 22.0% were in Neither
agree nor disagree, 17.0% were disagreed and 19.2% were strongly agree and 19.8% strong
disagree,.these question indicated that the Employees Response towards confidentiality
&transparency confidentiality & transparency is not confidential and transparent due to
performance appraisal process when they applied , so that this criteria’s could not applied on

this company . (Table4.14 summary Employees Response towards confidentiality&transparency)
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Table 4.14- Summary of response about Confidentiality& Transparency

All the information obtained from

Performance appraisal is Highly

Performance appraisal 1s subjective process and lacks
confidential. transparency.
Frequency Percent Frequency Percent
Strongly agree 44 24.2 35 19.2
Agree 40 22.0 40 22.0
Neith
Valid oo Agreenor 32 17.6 40 22.0
disagree
Disagree 38 20.9 31 17.0
Strongly Disagree 28 154 36 19.8
Total 182 100.0 182 100.0

Table 4.15-Descriptive Statistics of respondents Summary about Confidentiality&
Transparency

N

Minimum

Maximum

Mean

Std. Deviation

All the information obtained from
Performance appraisal is
confidential.
Performance appraisal is Highly
subjective process and lacks
transparency.
Valid N (list wise)
Total

182

182

182

1.00

1.00

5.00 2.81

5.00 2.96

2.89

1.410

1.400

1.405

From the above analysis result, this study finding is supported by the studies of

Zaidatol&Bagheri (2009) described their level of satisfaction with mean score. these two

questions are the result below which is <3.39 so that is low level of satisfaction when the

company applied these criteria’s of PA also their agreement the result is low .thus, in these

questions their agreement is less than 50 % this means that there isn’t applied these criteria’s in

the company with Confidentiality & Transparency form of criteria’s especially concerned

question one. But in question two we expected disagreement that is because it is a negative
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statement so that, it is also their response for this question more biased it is indicated Neither

agree nor disagree and also agreed more the result as shown above it is low satisfaction..

4.3.6 Employees Response towards Mutually Set Goals.

To measure Mutually Set Goals of the performance appraisal system as criteria two questions
were asked. In the first question participants were asked “Since participating in the Performance
Appraisal process, I have developed personally.” And the majority 33.0% were agree, 26.4%
were strongly agreed, 6.0% were strongly disagree and 15.9% Neither agree nor disagree and

18.7% were disagree.

In the second question they were asked “I am involved in my company the process of setting
objectives and targets of my future performance.. ” the majority 31.9% of respondents were also
agreed, 15.4% were in Neither agree nor disagree, 20.9% were disagreed and 22.5% were
strongly agree and 9.3% strong disagree,. The most respondent agreed according to their
numbers Employees Response towards Mutually Set Goals. This indicated to some extent hey
have applied this criteria’s through the PA process with mutually set goals. (Table4.16 summary
response of about providing Mutually Set Goals.)

Table 4.16- Summary of response about Mutually Set Goals.

Since participating in the [ am involved in my company the
Performance Appraisal process, I [process of setting objectives and]
have developed personally. targets of my future performance.
Frequency Percent Frequency Percent
Strongly agree 48 26.4 41 22.5
Agree 60 33.0 58 31.9
Neith
Valid o asreeior 29 15.9 28 154
disagree
Disagree 34 18.7 38 20.9
Strongly Disagree 11 6.0 17 93
Total 182 100.0 182 100.0
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Table 4.17-Descriptive Statistics of respondents Summary about Mutually Set Goal

N | Minimum | Maximum | Mean Std. Deviation

Since participating in the
Performance Appraisal
process, I have developed
personally.

182 1.00 5.00 245 1.233

I am involved in my company
th f setti

¢ process of SeTnS 182 1.00 500 2.63 1293
objectives and targets of my
future performance.
Valid N (list wise) 182

Total 2.54 1.263

From the above analysis result, this study finding is supported by the studies of
Zaidatol&Bagheri (2009) described their level of satisfaction with mean score. these two
questions are the result below which is <3.39 so that is low level of satisfaction when the
company applied these criteria’s of performance appraisal in Mutually Set Goals even though the
result is low but in these two questions their agreement is more than 50 % this also indicated that
is not enough according to Zaidatol & Bagheri (2009) to described their level of satisfaction with
mean score.

4.3.7 Employees Response of Level of Work Performance

It is clear from the results tabulated in table 4.18 below this 10 (Ten) questions have involved
Thus, from this result, the study finding is at NTE Share Company respondents “I consider my
performance is better than the average employee in this company.” in this regard majority of the
respondent 50.5% were Neither agree nor disagree, 22%were in agreement, 33.0 % were in
disagreement,. This is an indication that the Level of Work Performance majority of the
respondents who took part in this study they are undecided that is some biased. and also the
second one is that “I almost always perform better than what can be characterized as acceptable
performance” .This is in line with the response provided by most of the respondents that in this
regard majority of the respondent 45.6% were Neither agree nor disagree, 21.9%were in
agreement, 32.4 % were in disagreement, and also the other question is “I always reach my

performance target” by most of the respondents that that in this regard majority of the respondent
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47.3% were Neither agree nor disagree, 20.8%were in agreement, 31.9 % were in disagreement,
It was also clear from the study that most of the respondents agreed that their performance target
was reached the target. The forth question is “Overall, I am a very good performance “ that in
this regard majority of the respondent 45.1% were Neither agree nor disagree, 22%were in
agreement, 33% were in disagreement, The respondents also indicated that the Overall, a very
good performance even though it needs a total overhaul. The fifth also “I feel that my
performance result is reflective of my abilities “This was supported that in this regard majority of
the respondent 51.1% were Neither agree nor disagree, 22%were in agreement, 16.5% were in
disagreement, The findings from the study also “My current level of work quality is high,
generally considered acceptable”. This was supported that in this regard majority of the
respondent 62.1% were Neither agree nor disagree, 30.7%were in agreement, 7.1% were in
disagreement, the respondents believe that the current level of work quality is not high this
means that they didn’t satisfied by their work quality it is based from the company way of work
system. “I often expend extra effort in carrying out my job”. That in this regard majority of the
respondent51.6 % were Neither agree nor disagree, 36.3%were in agreement, 12.0% were in
disagreement,

The researcher also established that using the work performance level of satisfaction to those
who are “I intentionally expend a great deal of effort in carrying my job.”” That in this regard
majority of the respondent51.6 % were Neither agree nor disagree, 41.2%were in agreement,
7.1% were in disagreement,

This is a confirmation that most of the respondents indeed an indication that majority of the
respondents are average not satisfied according to expected of level of satisfaction to a great
deal of effort in carrying my job that the work performance level of satisfaction is abused who
are to expend extra effort in carrying out their job. It was also evident that in this regard
sequentially 31.3% and 32.4% majority of the respondent 52.7% and 51.6 were Neither agree
nor disagree, 41.8% and 41.8 % were in agreement, 5.5% and 6.6% were in disagreement,
both questions was obtained I try to work as hard as possible appraisal system and the quality of
my work is superior. This is a confirmation that most of the respondents indeed an indication that
majority of the respondents are average not satisfied according to expected

of level of satisfaction to these questions .as indicated in (table 4.18 below)
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Table 4.18 - Summary of response about Employees’ Level of Work Performance

Valid
2| < | Z288|A |2aA|F
I always reach my performance target Frequency 15 23 36 78 30 182
et 82 |[12.6 473 154 | 16.5 | 100.0
I consider my performance is better than the | Frequency 8 22 92 40 20 182
average employee in this company. Percent 4.4 12.1 50.5 22.0 | 11.0 100.0
Overall, I am a very good performance Frequency 18 22 82 32 28 182
Percent 9.9 12.1 45.1 17.6 | 154 100.0
I feel that my performance result is reflective | Frequency 29 30 93 20 10 182
of my abilities Percent 15.9 16.5 51.1 11.0 | 5.5 100.0
I often expend extra effort in carrying out my | Frequency | 28 38 94 15 7 182
job. Percent 15.4 209 |51.6 8.2 3.8 100.0
My current level of work quality is high, Frequency 21 35 113 7 6 182
generally considered acceptable. Percent 11.5 19.2 | 62.1 3.8 33 100.0
I try to work as hard as possible Frequency | 32 44 96 6 4 182
Percent 17.6 242 |52.7 33 |22 100.0
The quality of my work is superior Frequency | 36 40 94 6 6 182
Percent 198 |25 51.6 3.3 33 100.0
I intentionally expend a great deal of effort Frequency | 33 42 94 7 6 182
in carrying my job. Percent 18.1 23.1 | 51.6 3.8 33 100.0
I almost always perform better than what can | Frequency | 15 25 83 25 34 182
be characterized as acceptable performance | Percent 8.2 13.7 | 45.6 13.7 | 18.7 | 100.0
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4.3.8 Descriptive Statistics of Summary about Employees’ Level of Work

Performance

It is clear from the results tabulated in table 4.19 below this 10 (Ten) questions have involved
Thus, from this result, the study finding is at NTE Share Company respondents “I consider my
performance is better than the average employee in this company.” had a mean of 3.23 This is an
indication that the Level of Work Performance majority of the respondents who took part in this
study. And the second one is that “I almost always perform better than what can be characterized
as acceptable performance” .This is in line with the response provided by most of the
respondents that had a mean of 3.21.and also the other question is “I always reach my
performance target” by most of the respondents that had a mean of 3.19 It was also clear from
the study that most of the respondents agreed that their performance target was reached the
target. The forth question is “Overall, I am a very good performance “had a mean of 3.16.The
respondents also indicated that the Overall, a very good performance even though it needs a total
overhaul. The fifth also “I feel that my performance result is reflective of my abilities “This was
supported by a mean of 2.74. The findings from the study also “My current level of work quality
is high, generally considered acceptable”. This was supported by a mean of 2.68 the respondents
believe that the current level of work quality is not high this means that they didn’t satisfied by
their work quality it is based from the company way of work system. “I often expend extra effort
in carrying out my job”. had a mean of 2.64, an indication that majority of the respondents are
average not satisfied according to expected of level of satisfaction to expend extra effort in
carrying out their job.

The researcher also established that using the work performance level of satisfaction to reward
those who are “I intentionally expend a great deal of effort in carrying my job.”” had a mean of
2. 51. This is a confirmation that most of the respondents indeed an indication that majority of
the respondents are average not satisfied according to expected of level of satisfaction to a great
deal of effort in carrying my job that the work performance level of satisfaction is abused who
are to expend extra effort in carrying out their job. It was also evident that a mean of 2.48 both
questions was obtained I try to work as hard as possible appraisal system and the quality of my
work is superior. This is a confirmation that most of the respondents indeed an indication that
majority of the respondents are average not satisfied according to expected of level of

satisfaction to these questions. This was supported by a mean of 2.48. I always reach my
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performance target, I consider my performance is better than the average employee in this

company, Overall, I am a very good performance and I almost always perform better than what

can be characterized as acceptable performance those which was supported their level more

than the others questions but the result below which is <3.39 as indicated low satisfaction of

work performance mean score is 2.83 . Their level of satisfaction with mean score those all

questions are the result below which is <3.39 so that, the company’s employees work

performance level of satisfaction is low that is because below 3.39 as indicated in ( table 4.19

below )
Table 4.19-Descriptive Statistics of respondents Summary about Employees’ Level of Work
Performance
N Minimum | Maximum | Mean [ Std. Deviation
I always reach my performance 182 100 5.00 319 1113
target
I consider my performance is better
than the average employee in this 182 1.00 5.00 3.23 953
company.
Overall, am a very good 182 1.00 500  3.16 1.135
performance
I feel that my perfo'rr'n'ance result is 182 1.00 5.00 574 1.034
reflective of my abilities
often expend extra effort in 182 1.00 5.00| 2.64 969
carrying out my job.
My current level of work quality is
high, generally considered 182 1.00 5.00 2.68 852
acceptable.
I try to work as hard as possible 182 1.00 5.00 2.48 .896
The quality of my work is superior. 182 1.00 5.00 2.48 956
I 1ntent10‘nally ex.pend a great deal 182 1.00 5.00 )51 945
of effort in carrying my job.
I almost always perform better than
what can be characterized as 182 1.00 5.00 3.21 1.147
acceptable performance
Valid N (list wise) 182
Total 2.83 1.000]
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4.3.9 To assess the level of employees’ overall performance appraisal system

satisfaction in relation to distinctiveness

To measure Distinctiveness of the performance appraisal system affect on level employees’
satisfaction five questions were asked. In the first question participants were asked “The system
is simple to understand.”. And the majority 37.4% were agree, 29.7% were strongly agreed ,
9.9% were strongly disagree and 13.7% Neither agree nor disagree and 9.3% were disagree.

In the second question they were asked “The system is relevant to the Organization.” The
majority 28.6% of respondents were also agreed, 30.2% were strongly agree, 16.5% were
disagreed and 10.4% were Neither agree nor disagree and 14.3% strong disagree, in the third
question “Performance appraisal system is salient and visible.” .” The majority 27.5% of
respondents were also disagree, 23.6% were strongly disagree, 18.1% were agreed and 15.9%
were Neither agree nor disagree and 14.8% strong agree. the fourth question is agree “The
system is not well structured and lacks relevant content” The majority 33.0% of respondents
were agree, 28.6% were strongly agree, 18.1% were disagreed and 12.6% were Neither agree
nor disagree and 7.1% strongly disagree. And the final question is “the performance appraisal
system takes legal issues in employment” ” The majority 73.1% of respondents were strongly
disagree e, 14.3% were disagreed, 2.7% were agreed and 8.2% were neither agree nor disagree
and 1.6% strongly agree. This is a confirmation that most of the respondents indeed an indication
that majority of the respondents were strongly disagree there is no the performance appraisal system
takes legal issues in employment through the company. Thus, the result is highly disagreed that is not
the cause through performance appraisal process employee conflict with employer. In other hand
it needs something that can cause conflict between the appraiser and appraise, of little value and
debilitating to the development of employee performance (Redman and Wilkinson, 2009).

(Table 4.20 summary response of about providing Distinctiveness.)

66



Table 4.20- Summary of response about on level employees satisfaction with

Distinctiveness
The system is |The systemis [Performance  |The systemis |The
simple to relevant to the  |appraisal system| not well performance
understand Organization. fis salientand | structured and |appraisal
visible. lacks relevant | system takes
content legal issues in
employment
Frequency|Percent |[Frequency [Percent |[Frequency |[Percent [Frequency [Percent |Frequency [Percent
Strongly agree 541 29.7 55| 30.2 27| 14.8 52| 28.6 1.6
Agree 68| 37.4 52| 28.6 331 18.1 60| 33.0 5 2.7
Valid cither agree nor 25| 13.7 19| 104 29| 159 23] 126 15| 82
disagree
Disagree 17 9.3 30| 16.5 501 27.5 34| 18.7 26| 143
Strongly Disagree 18 9.9 26| 143 43| 23.6 13| 7.1 133| 73.1
Total 182 100.0 182 100.0 182 100.0 182 100.0 182 100.0

Table 4.21-Descriptive Statistics of respondents Summary about on level employees

satisfaction with Distinctiveness

N [ Minimum | Maximum | Mean Std. Deviation
The system is simple to 182 1.00 5.00 232 1.266
understand.
Th t is rel t to th

© SySIET IS Tefevant 1o e 182 1.00 5.00 2.56 1.431

Organization.
Performance appraisal systemis | | o) 1.00 5.00 3.27 1.390
salient and visible.
The system is not well structured

182 1.00 5.00 2.43 1.276
and lacks relevant content
The performance appraisal
system takes legal issues in 182 1.00 5.00 4.55 .883
employment
Valid N (list wise) 182 3.78 1.562
Total

From the above analysis result, this study finding is supported by the studies of

Zaidatol&Bagheri (2009) described their level of satisfaction with mean score the result >3.80
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is High which is 4.55 mean sore so that, high level of satisfaction when the company applied
this question The performance appraisal system takes legal issues in employment the respondent
result is High this means there is no conflict between the evaluator and employees through
performance appraisal result and such things as literature stated it needs something that can cause
conflict between the appraiser and appraisee, of little value and debilitating to the development
of employee performance (Redman and Wilkinson, 2009). Otherwise the Company’s couldn’t
able their performance based on these authors’ and the others questions are not satisfied except
Performance appraisal system is salient and visible is majority respondent agree by this question

the others low level of satisfaction.
4.3.10 To assess the level of employees’ overall performance appraisal system

satisfaction in relation to consistency.

To measure Consistency of the performance appraisal system affect on level employees’
satisfaction three questions were asked. In the first question participants were asked “The
system 1s objective thus does not allow subjectivity.” And the majority 40.7% were Neither
agree nor disagree, 23.1% were strongly agreed , 10.4% were strongly disagree and 17.0%
agree and 8.8% were disagree.

In the second question they were asked “The system has been consistent over time.” The
majority 28.0% of respondents were also agreed, 25.3% were strongly agree, 19.8% were
disagreed and 13.2% were Neither agree nor disagree and 13.7% strong disagree, in the third
question “I feel that the time spent on performance appraisal is well worth while.” .” The
majority 33.0% of respondents were also strong agree, 7.7% were strongly disagree, 26.4% were
agreed and 19.8% were Neither agree nor disagree and 13.2% disagree This is a confirmation
that most of the respondents indeed an indication that majority of the respondents were strongly

agree their opinion and response the performance appraisal system the time spent is well worth

while. (Table4.22 summary response of about providing Consistency.)
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Table 4.22- Summary of response about on level employees’ satisfaction with Consistency

The system is objective thus

The system has been

I feel that the time spent

|does not allow subjectivity. |consistent over time. [on performance
appraisal is well worth
while.
Frequency Percent Frequency [Percent Frequency [Percent
Strongly agree 42 23.1 46 253 60 33.0
Agree 31 17.0 51 28.0 48 26.4
Valid cither agree nor 74 40.7 24 132 36 19.8
disagree
Disagree 16 8.8 36 19.8 24 13.2
Strongly Disagree 19 10.4 25 13.7 14 7.7
Total 182 100.0 182 100.0 182 100.0

Table 4.23-Descriptive Statistics of respondents Summary about on level employees
satisfaction with Consistency

N | Minimum | Maximum [ Mean Std. Deviation

I feel that the time spent on
performance appraisal is well 182 1.00 5.00 2.36 1.275
worth while.
Th tem is objective th

@ system is objective thus 182 1.00 500] 2.6 1.223
does not allow subjectivity.
The system has been consistent 182 1.00 5.00 5 69 1397
over time.
Valid N (list wise) 182
Total 2.57 1.29§]

From the above analysis result, this study finding is supported by the studies of

Zaidatol&Bagheri (2009) described their level of satisfaction with mean score. these three

questions are the result below which is <3.39 so that is low level of satisfaction when the

company applied these factors to influence the employees behaviors’ that is one of these factor is

consistency among this question of Performance appraisal system even though the total result is
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low according to Zaidatol&Bagheri (2009) but the respondents were strongly agree and agreed
their opinion and response the performance appraisal system the time spent is well worth while.

4.3.11 To assess the level of employees’ overall performance appraisal system
satisfaction in relation to Consensus

To measure Consensu s of the performance appraisal system affect on level employees’
satisfaction four questions were asked. In the first question participants were asked “The
performance appraisal process is fair to all employees”. And the majority 61.0% were Neither
agree nor disagree, 11.0% were strongly agreed , 4.4% were strongly disagree and 7.1%
disagree and 16.5% were agree. . This is a confirmation that most of the respondents indeed an
indication that majority of the respondents were neither agree nor disagree this shows that there
is low satisfaction of fairness the most of employees through the performance appraisal process.

In the second question they were asked “The entire system needs overhaul.” The majority
35.7% of respondents were strongly agreed, 25.8% were agree, 3.3% were disagreed and
34.1% were Neither agree nor disagree and 1.1% strong disagree, . This also confirmed that
most of the respondents indeed an indication that majority of the respondents were the PA
system needs and maintain the internal system the third question “Performance appraisal system
is not based on any realistic ideals.” The majority 28.0% of respondents were also strong agree,
17.0% were strongly disagree, 24.2% were agreed and 21.4% were Neither agree nor disagree
and 9.3% disagree. the fourth question is agree “The system has no loopholes for subjective
evaluation” The majority 31.9% of respondents were disagree, 21.4% were strongly disagree,
15.4% were agreed and 22.5% were Neither agree nor disagree and 8.8% strongly agree. This is
a confirmation that most of the respondents indeed an indication that majority of the

respondents were strongly disagree there is no the performance appraisal system takes legal issues

in employment. (table4. 24 summary response of about providing Consensus.
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Table 4.24- Summary of response about on level employees satisfaction with Consensus

The performance The entire system | Performance appraisal | The system has no
appraisal process is needs overhaul system is not based on |loopholes for
fair to all employees any realistic ideals subjective
evaluation
Frequency [Percent [Frequency [Percent[Frequency |Percent |Frequency |Percent
Strongly agree 20 11.0 65| 35.7 51 28.0 16 8.8
Agree 30 16.5 47| 25.8 44 24.2 28 154
Valig either agree nor 11| 61.0 62| 34.1 39 21.4 41 22.5
disagree
Disagree 13 7.1 6 33 17 9.3 58 31.9
Strongly Disagree 8 4.4 2 1.1 31 17.0 39 214
Total 182 100.0 182 100.0 182 100.0 182 100.0

Table 4.25-Descriptive Statistics of respondents Summary about on level employees
satisfaction with Consensus

N [ Minimum | Maximum | Mean Std.
Deviation

The entire system needs overhaul 182 1.00 5.00( 2.08 963
Performanc.e ?pPralsal system is not based 182 1.00 s00l 263 1419
on any realistic ideals
The sys:tem has no loopholes for subjective 182 1.00 so0l 342 1231
evaluation
The performance appraisal process is fair to 182 1.00 s00l 277 297
all employees
Valid N (list wise) 182
Total 2.73 1.127

From the above analysis result, this study finding is supported by the studies of

Zaidatol&Bagheri (2009) described their level of satisfaction with mean score. these four

questions are the result below which is <3.39 so that is low level of satisfaction when the

company applied these questions of PAS which is affected by consensus and also the result in
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general is low thus, in The system has no loopholes for subjective evaluation the majority
respondents Strongly Disagree and Disagreed their level of satisfaction with mean score 3.40 -
3.79 it is Moderate. This is an indication that the opinion of majority of the respondents the
system loopholes for subjective evaluation is negative that mean it has subjective evaluation in

the Company according to respondent of disagreed .

4.3.12 Summary of Descriptive Results
For analyzing the effect of performance appraisal system on employees work performance in

NTE Share Company, the data has been analyzed descriptively. The descriptive results of study

have been elaborated as below: Table 4.26 summary of descriptive results

VARIABLES N MEAN [ STD.

DEVIATION
Fairness 182 2.84 1.005
Employee- leader Relationship 182 2.72 1.292
Rewards Linked To Appraisal 182 2.91 1.315
Accurate Feedback 182 2.62 1.309
Clearly Defined Goals 182 2.74 1.388
Confidentiality and Transparency 182 2.89 1.405
Mutually Set Goals. 182 2.54 1.263
Distinctiveness 182 3.78 1.562
Consistency 182 2.57 1.298
Consensus 182 2.73 1.127
Group Mean And Std. Deviation(Gross) 182 2.83 1.296
Employees’ Level of Work Performance 182 2.83 1.000

From the above all analysis descriptive result, this study summary of finding is supported by the
studies of Zaidatol&Bagheri (2009) described their level of satisfaction with mean score. these
independent variables questions are the result below which is <3.39 so that the majority
employees respondent is low level of satisfaction when the company applied these factors except
Distinctiveness factors which is with mean score the result >3.80 is High which is 4.55 mean
sore so that, high level of satisfaction when the company applied this question The performance
appraisal system takes legal issues in employment the respondent result is High this means

there is no conflict between the evaluator and employees through performance appraisal result
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and such things . But in the literature the critics of performance appraisal and appraisal
ineffectiveness, it revealed that many academics viewed performance appraisal as an expensive
process, something that can cause conflict between the appraiser and appraisee, of little value
and debilitating to the development of employee performance (Redman and Wilkinson, 2009).

And the others questions are not satisfied in Distinctiveness factors except Performance
appraisal system is salient and visible is majority respondent agree by this question the others

low level of satisfaction.
4.3.13 Correlation Analysis
Tab le 4.27 Correlation Between Effective Elements (Fairness ,Rewards Linked To Appraisal

Specific & Accurate Feedback, Distinctiveness, Consistency And Consensus) On Employee

Work Performance.

Variables Pearson
Correlation
Current Pearson 1
performance Correlation
appraisal is fair :
and unbiased Slg' (2-
tailed)
N 182
My company Pearson -
ayment and : 863 1
paym Correlation
benefits Sie. (2
opportunities 18- (2- .000
based on your _ tailed)
performance N 182 182
ratings
My manager Pearson . .
- .854 951 1
dlsaissles Correlation 83 75
regularly my :
: Sig. (2-
job ie. ( 000 | 000
performance tailed)
with me. N 182 182 182
Performance Pearson
appraisal Correlation 894" | 934 | 902" 1
system is Sig.
salient and (2-tailed) .000 .000 .000
visible. N 12 | 1s2 | 182 | 182 ]
The systemis ~ Pearson 915%™ 928" 920" 912™
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objective thus  Correlation
does not allow  Sig.

subjectivity (2-tailed) 000 | .000 | .000 | .000

N 182 182 182 182 182
The entire Pearson
system needs | Correlation 8527 | 9167 | 880" | .8917 | 873" 1
overhaul Sig.

(2-tailed) 000 .000 .000 .000  .000
| N o2 | 12| 12| 182 | 182 | 182 |
My current Pearson
level of work  Correlation 9297 788" 7627 833 8417 800"
quality is high, Sig.
| generally (2-tailed) | 000 | .000 | .000 | .000 | .000 | .000 |
considered
acceptable. 182 182 182 182 182 182 182

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

The above table 4:27 shows that current performance appraisal is fair and unbiased (Fairness)
ratings (r = .929" , (p>0.05). my company payment and benefits opportunities based on your
performance ratings (Rewards Linked To Appraisal) (r = 788", (p>0.05). my manager discusses
regularly my job performance with me (Specific & Accurate Feedback). (r = .762"", (p>0.05). ,
performance appraisal system is salient and visible (Distinctiveness) (r = 833", (p>0.05). the
system is objective thus does not allow subjectivity (Consistency) (r = 8417, (p>0.05).and the
entire system needs overhaul (Consensus) (r = 8007, (p>0.05). Have Very strong association
between the performance appraisal elements (factors )and employees work performance in NTE
Share Company. Since there is a significant positive relationship between the performance
appraisal system and of Employee Work Performance NTE Share Company.

From the above Correlation result, According to Cohen (1998 as cited by Warokkaand Gallato,
2012), the correlation coefficient (r) ranging from 0.10 to 0.29 may be regarded as indicating a
low degree of correlation, r ranging from 0.30 to 0.49 may be considered as a moderate degree of

correlation, and r ranging from 0.50 to 1.00 may be regarded as a high degree of correlation
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4.3.14 Regression analysis

This is analysis that is almost a continuation of correlation the researcher has been used linear
Regression in which (consensus) have each independent variable used to predict one dependent
variable. The result of the regression analysis between the independent variables performance

appraisal system affect (consensus) which predict the employees work performance presented

as follow:-

Table 4.28 Model Summary

Mod R R Square Adjusted R Square Std. Error of the Estimate

el

1 956" 914 912 25295

a. Predictors: (Constant), The system has no loopholes for subjective evaluation, The entire
system needs overhaul, The performance appraisal process is fair to all employees,
Performance appraisal system is not based on any realistic ideals

The Regression equation between performance appraisal system (Consensus) and employees
work performance had a strong regression.
In the above table the needed measure is the R square (model summary) in which it is the
measure of the success of the model. It shows how much variance of dependent variable is
capture. In this case the R square =.914 and it can be interpreted as the weighting combination of
performance appraisal system (Consensus) explained approximately 91 percent of the variance
in employees work performance.

Table 4.29 ANOVA of performance appraisal system (Consensus) and employees work

performance
ANOVA®
Model Sum of Squares df Mean F Sig.
Square
Regression | 120.192 4 30.048 469.631 |[.000°
1 Residual |11.325 177 .064
Total 131.516 181
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a. Dependent Variable: My current level of work quality is high, generally considered
acceptable.

b. Predictors: (Constant), The system has no loopholes for subjective evaluation, The entire
system needs overhaul, The performance appraisal process is fair to all employees,

Performance appraisal system is not based on any realistic ideals

The above table revealed the Sig (ANOVA) and it is the significance of the model. .000 means

we reached significance.

Coefficient Table 4.30
Coefficients”
Model Unstandardized Standardized |t Sig.
Coefficients Coefficients
B Std. Error | Beta
(Constant) .083 .069 1.202 231
The entire  system
Heeds overhaul 246 .045 278 5.456 .000
The performance
appraisal process is fair|.775 .041 815 18.734 |.000
to all employees
1 Performance appraisal
system is not based on|-.174 .038 -.290 -4.632 1.000
any realistic ideals
The system has no
loopholes for].115 .043 167 2.675 .008
subjective evaluation

a. Dependent Variable: My current level of work quality is high, generally considered

acceptable.

The above coefficient table 4.30 indicates the degree of relationship between each variable that

represents the performance appraisal system (Consensus). The constant is .083 while the
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variables which are statistically significant for: The entire system needs overhaul (.000), The
performance appraisal process is fair to all employees (.000), Performance appraisal system is
not based on any realistic ideals negatively influences employees work performance (My current
level of work quality is high, generally considered acceptable) (.000), The system has no
loopholes for subjective evaluation (.008). The result of regression analysis can be presented as

performance appraisal can be significantly Predict employees work performance.

4.4 Interpretation and Discussion of Results

In terms of measuring whether the performance appraisal process in the company’s is effective,
the researcher will look into whether the process includes fundamental elements of an effective
appraisal according to the literature. The elements that will be discussed are fairness, employee-
manager relationship, rewards linked to appraisal, accurate feedback, clearly defined goals,
confidentiality and mutually set goals.

The First Objective: To identify the criteria/factors in use by the company to measure their
effectiveness from performance appraisal system.

Fairness

According to the responses of the survey in the first question, in total of 25.3% of employees
agreed that the performance appraisal system is not fair and also the second question also33%
employees agreed that the performance appraisal system is not fairness total. Bretz et al (1992)
stated that fairness of the appraisal system has emerged as the most essential issues to be faced
by companies. Fletcher (2004) also listed fairness as a crucial element of effective appraisal.
Overall, fairness of the appraisal is not a major issue for the organization as it seems to be a vital
part of their system and is an element of appraisal the company values.

Pettijohn, Pettijohn, Taylor & Keillor (2001) identify participation and perceptions of fairness as
integral to employees' perceptions of job satisfaction and organizational commitment. They
conclude that Performance Appraisal Systems can be used to actually improve employees' levels
of job satisfaction, organizational commitment, and work motivation. But in practice the
company couldn’t to apply the fairness. Unfair procedures used in performance appraisals create
job dissatisfaction A Performance appraisal system should be fair and must provide accurate and
reliable data (Karimi et al, 2011). Therefore it is important that performance management

systems are fair to staff so that the organization can reap the benefits. Finally ,If performance
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appraisals are perceived as unfair, therefore, the benefits of performance appraisals can diminish
rather than enhance employee’s positive attitudes and performance (Thomas & Bretz, 1994).
Leader — Appraisee Relationship

A total of two questions sequentially 52.2% and 53.8% of the employees agreed that the system
improves their relationship with the manager. Fisher (1995) lists better relationships as a major
benefit of performance appraisal for all parties involved. Having meetings with a manager in
relation to performance, gives employees the opportunity to discuss past performance and new
targets and can often be a chance to speak about employees are getting on in the role. This may
not be something many employees get the opportunity to do in this company with their
evaluator’s relationship and if they do more consequently this can help build relationships and
improve communication.

The respondents to some extent seem happy with the relationship their manager as a result of the
Performance Appraisal, and so this is not more implemented in National Tobacco Company’s
effectively to use.

Rewards tied to appraisal

32.4% of the employee’s surveyed stated that their Promotion is not based on the performance
appraisal .and also 35.2% of employees stated they did not know whether appraisal results were
their Promotion based on the performance appraisal. When employees were asked in question
My company payment and benefits opportunities based on my performance ratings, 45.6% of the
respondents chose that payment and benefits opportunities, it was to determine based on their
performance ratings.

As mentioned, various organizations like to keep rewards and pay separate from appraisal as it
can distract employees from the developmental elements of appraisal. Nevertheless, tying
rewards to performance is commonplace across all industries and is widely recognized as an
effective measure. And also , it is important that the company makes participants aware of what
they are using the appraisal for From looking at the responses, the organization in question
Bonuses increase my performance does appear to use the appraisal as a method for determining
Bonuses,51.7% this is necessarily Bonuses increase their performance,. But 38.4% of employees
stated they did not agreed appraisal results were linked to bonus. And 9.9% of employees stated
they did not know whether appraisal results were linked to bonus ,so that according to Bannister

and Balkin (2010) have reported that those appraised seem to have greater acceptance of the
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appraisal process, and feel more satisfied with it, when the process is directly linked to rewards.
Such findings are a serious challenge to those who feel that appraisal results and reward

outcomes must be strictly isolated from each other.

Specific and Accurate feedback

this study finding is supported by the studies of Zaidatol&Bagheri (2009) described their level of
satisfaction with mean score. These four questions are the result below which is <3.39 the
majority of the respondents either agreed or strongly agreed that the feedback received was
accurate and specific, it is less than 3.39 mean . Fletcher (2004) also noted that ensuring
feedback is specific and accurate is one of the most important elements of performance appraisal.
Even though some volume of the respondents agreed feedback was specific, this element seems
to be present in some appraisals but not in others. Performance Appraisals need to be parallel
across the board for the system to be effective throughout the whole organization. As sated
Schraeder, Becton and Portis (2009) suggest that performance feedback can serve as way of
knowing the employees strength and weaknesses. And also from the literatures, the purpose of
goal setting and feedback within PA process is to increase individual performance (Pettijohn et
al., 2001). Thus, there could be a positive relation between employee satisfaction with PA and
work performance

Clearly defined goals According to the results of the survey, a total of two questions
sequentially 52.2% and 51.6% of the employees agreed that the system clearly defined goals.
sequentially 52.2% and 51.6% agreed somewhat with the statement that the goals are clearly
defined for them in the appraisal meeting. sequentially 31.3% and 32.4% of the respondents
disagreed; they felt the goals were not clearly defined in the appraisal process. But what is
evident in these figures is that sequentially 16.5% and 12.1%  were Neither agree nor disagree
whether the goals were clearly defined or not. This shows a lot of variation in how the appraisal
is carried out by managers within the company, with some staff members agreeing strongly with
how clear their goals are and some disagreeing. In order to create effective performance
appraisal system the first one is clarity of performance expectations, which shows the scope to
which employees are familiar with the purpose and role of the performance appraisal. This will
involve precision and clearness of the role of performance appraisal that will play in shaping an
employee’s fate within the organization and the performance appraisal process. (Brown, Haytt,

Benson, 2010)..
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these two questions are the result below which is <3.39 so that is low level of satisfaction when
the company applied these criteria’s of performance appraisal even though the result is low but
in these two questions their agreement is more than 50 % this also that is not enough according
to Zaidatol & Bagheri (2009) to described their level of satisfaction with mean score.
Confidentiality and Transparency

As mentioned in the analysis of Question this, Piggot-Irvine (2003) named confidentiality as a
vital element for effective performance appraisal. The respondents mean in total questions 2. 89
these two questions are the result below which is <3.39 so that is low level of satisfaction when
the company applied these criteria’s of performance appraisal. In order to have effective
appraisal, the process must be embedded completely throughout the organization where the
values shape part of the fabric of the everyday life of the workplace (Piggot-Irvine, 2003).that
performance appraisal is not confidential process, shows the company’s aim is not doing enough
to ensure that the process is confidential at all times. Thus with a number of employees having
disagreed.

Mutually Set Goals

The importance of employee participation in performance appraisal is colossal for the
effectiveness of the procedure. Cawley et al (1998) stated that staff participation in the appraisal
procedure has a major consequence on employee satisfaction and their acceptance of the
performance appraisal. Accordingly, including the employees in the process of setting goals is
fundamental to the effectiveness of performance appraisal. When the respondents were asked
whether they were involved in the process of setting goals in both questions, sequentially 59.4%
and 54.4% stated that both they and the manager set the goals collectively they agreed. This is
another to some extent strong response in terms of mutual involvement in the goal setting, but
the inconsistency in how appraisal seems to be carried out is unmistakable, and needs to be dealt
with.

Looking at the company’s appraisal in terms of the above elements, it is evident that all of them
not exist within the companies aims, but some more than other.

The literature the critics of performance appraisal and appraisal ineffectiveness, it revealed that
many academics viewed performance appraisal as an expensive process, something that can
cause conflict between the appraiser and appraisee, of little value and debilitating to the

development of employee performance (Redman and Wilkinson, 2009).
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The organization needs to clearly set out what they want to achieve from the appraisal and what
it should encompass. At the moment there is low satisfaction of response in the appraisals and
what they aim to do. Pritchard (2007) argued that organizations need to eliminate performance
appraisals that just go through the motions. Looking at the company’s appraisal in terms of the
above elements, it is evident almost all of them not exist within the companies aims. Some
author study concluded that PA factors do influence job satisfaction, which, in turn has the
potential to lead to higher levels of performance (Babin & Boles, 1996; Brown & Peterson,
1994).

They need to take time to question the current procedure and the way things are done and build a
performance appraisal methodology that is fair and effective.

The Second Objective: To find out the effect of performance appraisal system on
employee’s work performance.

It is clear from the results tabulated in table 4.19 above this 10 (Ten) questions have involved
Thus, from this result, the study finding is at NTE Share Company respondents as I stated above
Overall, their level of satisfaction with mean score those all questions are the result below which
is <3.39 so that, the company’s employees work performance level of satisfaction is low that is
because below 3.39 as indicated in (table 4. 19)

This is a confirmation that most of the respondents indeed an indication that majority of the
respondents are average not satisfied according to expected of level of satisfaction to these
questions .as indicated in (table 4. 19) .

Based on this ,Klein and Snell (1994) noted that goal setting in performance appraisal process
had a greater impact on attitudinal reactions for poor performers, probably because these
employees needed goal setting to clarify what was needed in order to improve performance. This
study revealed that there exist a relatively weak relationship between performance appraisal
satisfaction and work performance. Thus, whereas the ultimate goal of performance appraisal is
to improve the effectiveness of employees (Kuvaas, 2006), the findings from this study suggest
that it is more effective of employees for increasing work performance level. This is because
employee work performance is relatively strongly influenced by individual abilities and skills
The study done by Kuvaas (2007), indicated that there is a strong belief that as long as
employees accept or are satisfied with performance appraisal or when performance appraisal is

properly managed, performance appraisal will be positively related to work performance. Kuvaas
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(2007) studied different relationships between perceptions of developmental performance
appraisal and work performance. If the performance appraisal system is evaluated fairly and
without bias then it will satisfy the employee and when the employee is satisfied with the
performance appraisal system then the employee will produce better work performance. This is
how performance appraisal satisfaction is related to work performance. Smither (1998) further
noted that one factor that contributes to an effective PA system entails ensuring that the system
focuses on performance. Therefore, a relationship between HR practices such as PA and work
performance would be very obvious As I stated above the criteria mostly haven’t done in this
Company so that how is related more we observed most of the criteria (factors) not to be applied

in this Company and also the result of work performance level also low level of satisfaction.

The Third Objective: To assess the level of employees’ satisfaction overall performance
appraisal system in relation to distinctiveness consistency and consensus

Employees’ Level Satisfaction with Distinctiveness

It was also clear from the study that most of the respondents agreed that the performance
appraisal system was simple to understand. Simplicity of the system had a mean of 2.32. The
respondents also indicated that the system is relevant to the organization even though it needs a
total overhaul. This was supported by a mean of 2.56. It was also evident that a mean of 2.43 was
obtained against lack of proper structuring and lack of relevant content in the performance
appraisal system. This is a confirmation that most of the respondents agreed that the system is
not well structured and also lacks relevant content. However, most of the respondents were not
certain on some of the satisfaction aspects that were provided to them. For instance the aspect of
performance appraisal system taking into account legal issues in employment had a mean of 4.55
an indication that most of the respondents were sure it actually doesn’t. This confirms that most
of the respondents in performance appraisal system takes legal issues in employment the
respondent result are High this means there is no conflict between the evaluator and employees
through performance appraisal result and such things. But in the literature the critics of
performance appraisal and appraisal ineffectiveness, it revealed that many academics viewed
performance appraisal as an expensive process, something that can cause conflict between the
appraiser and appraisee, of little value and debilitating to the development of employee

performance (Redman and Wilkinson, 2009).
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The study further established that the performance appraisal system in not such visible since it is
not based on realistic ideals. This is in line with the findings of Bowen and Ostroff (2004) who
argued that salience and visibility are the basic conditions for the employees to make sense of
performance appraisal system in other word the employees will be high level of work
performance. They also contended that for the desired effects of practices to occur, they should
be visible throughout the considerable part of employees’ daily work activities. To enhance their
work performance.

Employees’ Level Satisfaction with Consistency

The findings from the study also reveal that the performance appraisal system has been
consistent over time. The respondents mean 2.69 believe that the practices used in the
performance appraisal have been consistent over time. According to the findings of Kelley &
Michela (1980), in the performance appraisal system context, it can be inferred that for the
employees to make sense of the expected behaviors and attitudes, the outcomes of such
behaviors should be consistent across the time, practices, and employees.

A Mean of 2.66 was also obtained against performance appraisal system’s ability to promote
objectivity instead of subjectivity. This confirms that most of the respondents were no certain
whether the system promotes objectivity, and also the performance appraisal system the time
spent is well worth while the respondents were strongly agree and agreed their opinion and
response. The respondents agreed it is important as instrument used Most of respondents
believed.

Employees’ Level Satisfaction with Consensus

The respondents mean score 2.77 were also not so sure whether all employees are involved in the
preparation of the performance appraisal system. It was also established that the respondents
were not sure whether the performance appraisal system was fair to all the employees in the
organization. This confirms that the respondents have doubts as far as fairness of the system is
concerned.

The respondents mean score 2.63 were that the system is not based on realistic ideals and it may
not be beneficial to their career growth objectives. It is clear from the results tabulated in table
4.25 above that the need for the performance Appraisal system at NTE Share Company to be

completely overhauled had a mean of 2.08.
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This is an indication that the majority of the respondents who took part in this study is that the
entire system should actually be overhauled since it does not meet the objective it is supposed to
meet. This is in line with the response provided by most of the respondents.

Evident from the study also was the fact that the performance appraisal system at the NTE Share
Company needs entire system a total overhaul. The study revealed that there are reasons as to
why a total overhaul of the system may be important the reason is that the respondents are not
certain whether all the employees of the NTE Share Company are involved in developing the
performance appraisal system that is used. And many factors which are the above stated.

The main challenge with the system according to the findings is the fact that it has loopholes the
respondents mean score 3.42were that May lead to subjective evaluation of the employees
involved. Despite all the negative respondents that were noted, it was clear that the performance
appraisal system used by the NTE Share Company has been consistent over time and that the
same standards are normally applicable to all the employees of the Company. Smither (1998)
further noted that one factor that contributes to an effective PA system entails ensuring that the
system focuses on performance. Therefore, a relationship between HR practices such as PA and
work performance would be very obvious . In general the researcher observed the system of this
Company couldn’t be focused an effective PA system and also didn’t entails ensure that the
system focuses on performance. Finally, Pearson correlation coefficient showed a significant
correlation .827 between the variables the entire system needs overhaul. And Overall, I am a
very good performance. The result of regression analysis can be presented as performance

appraisal can be significantly Predict employees work performance.

84



CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATION, RESEARCH

LIMITATION AND AREAS OF FUTURE RESEARCH

Based on finding of the research the following summary, conclusion, and recommendation

research limitation and areas of future research are presented.
5.1 SUMMARY

Supervisors were done nothing to make performance appraisal practices easy for employees and

provide assistance when needed.

Employees were not given clear and useful the criteria of the performance appraisal practice

being applied in this company.

The performance appraisal practices of NTE Share Company were not creating a participative

environment for employees.

The study found that employees were not initiated and satisfied with PA practices of NTE Share
Company.

The study indicated that the NTE Share Company does not provide people with the good
prospects for promotion and advancement and Employees were not benefited from NTE Share

Company PA practices.

Performance Appraisal is not confidential process, shows the company’s aim is not doing enough
to ensure that the process is confidential at all times. Thus with a number of employees having
disagreed. the company’s appraisal in terms of the elements, it is evident that all of them not
exist within the companies aims, but some more than other. This shows that their existing
effective PA factors applied low satisfaction level.

This is Study confirmed that most of the respondents indeed an indication that majority of the
respondents are average not satisfied according to expected of level of satisfaction to these work

performance level of satisfaction.

The study further established that the performance appraisal system in not such visible since it is

not based on realistic ideals. Most of the respondents were no certain whether the system
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promotes objectivity, and also the performance appraisal system the time spent is well worth
while the respondents were strongly agreed and agreed their opinion and response. The
respondents agreed it is important as instrument used Most of respondents believed. The
performance appraisal System on level employees’ satisfaction with Distinctiveness the majority
response was positive so, to some extent satisfied. And also Consistency and Consensus low
level of satisfaction in general the level of PAS low level satisfaction thus, indicates with low

employees work performance.

5.2CONLUSION

The aim of the study is to assess the effect based on its seven basic features of performance
appraisal system these criteria applied and the three factors of influence performance appraisal
system these are distinctiveness , consistency and consensus their satisfaction towards the
employees work performance in NTE Share Company. Performance appraisal system on
employees work performance conducting this study, the required data obtained through closed

ended questioners.

The First Objective: To identify the criteria/factors in use by the company to measure their
effectiveness from performance appraisal system.

Employees are found to be low satisfaction on the criteria (factors) of the effective performance
appraisal practice being applied in this company. The criteria (factors) mostly haven’t done in
this Company so that how is related more we observed most of the criteria (factors) not to be
applied in this Company.

The result indicated which is the result dissatisfied from the respondent. Looking at the
company’s appraisal in terms of the effective elements those are fairness, employee-manager
relationship, rewards linked to appraisal, accurate feedback, clearly defined goals,
confidentiality and mutually set goals. it is evident almost all of them not exist within the
companies aims.

The Second Objective: to find out the effect of performance appraisal system on
employee’s work performance.

The research findings indicated that there is low level work performance in the Company .The

analysis of as a result the effect indicated that there is no performance appraisal satisfaction in
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the Company and work performance relationship that is weak or low level of the work
performance.

The Third Objective: To assess the level of employees’ satisfaction overall performance
appraisal system in relation to distinctiveness consistency and consensus

The three factors of influence performance appraisal system these are distinctiveness,
consistency and consensus their satisfaction towards the employees work performance the
question all about the overall system of PAS thus, the response about the effect of performance
appraisal System on level employees’ satisfaction with Distinctiveness the majority response was
positive so, to some extent satisfied . And also Consistency and Consensus low level of
satisfaction

In General the analysis indicated that the majority respondent who took part in this study the
entire PAS should actually be over hauled since it does not meet the objective, it is supposed to
meet. This is in line with the response provided by Most of respondents. PAS that go through

motion to build new Performance appraisal system to apply properly and used effectively.
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5.3RECOMMENDATION

The findings have revealed numerous potential weaknesses that are preventing the effectiveness
of the PAS system in order to employees work performance. A number of challenges have been
identified and need to be manifested if the whole process is to be beneficial and fair to all
involved.

The NTE Share Company stands to reason on risk it needs to improve the appraisal and to build
a new PAS Design accordingly if it is to be successful in carrying out its objective. Below are
these recommendations the researcher has made for the Company to make their appraisal system
more effective and to establish a new design PAS in order to enhance employees work
performance.

The First Objective To identify the criteria/factors in use by the company to measure their
effectiveness from performance appraisal system.

Level Greater Employee Involvement

For the appraisal to reach its potential and be of benefit to all involved there needs to be a higher
level of employee involvement in the system than there is at present When employees are
involved they take a greater interest as they are given more of a voice.

More Development of employees in the appraisal

With poor results from the research in terms of how the appraisal developed the employees being
appraised and how it enhanced performance, the Company needs to ensure the system spends
more time helping to develop employees, from identifying training needs, providing coaching
and giving more accurate, constructive feedback.

The Company should look to introduce a framework for Performance Appraisal within the
company that sets out a number of important objectives such as fairness, employee-leader
relationship, rewards linked to appraisal, specific & accurate feedback, clearly defined goals,
confidentiality and mutually set goals the Distinctive, Consistency and Consensus and dependent
variable employees work performance.

This framework would need to be explained to all involved in the process and training provided
so as to ensure managers and employees are aware of how the system works and can stick to the

guidelines.
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The performance appraisal is important, the fairness and others Criteria (factors) are influential
too during the performance appraisal process. Without these, it will create a high level of
dissatisfaction with the performance appraisal system. Hence, as the evaluator, the immediate
supervisor must be always in a neutral mood, so that there is no bias or unfairly rated
performance appraisal.

The company should conduct frequent meeting for employees to discuss on performance
appraisal practice and it should be open and transparent so that information can be flow
smoothly in all direction in the company

The Second Objective to find out the effect of performance appraisal system on employee’s
work performance.

This study contributes to this research by providing support to the opinion that performance
appraisal satisfaction may enhance employees® work performance.

the management staffs should be set goal and to do more the relation between PAS and
employees work performance relation in order to be effective PAS for increasing level of
employees work performance.

The Third Objective: To assess the level of employees’ satisfaction overall performance
appraisal system in relation to distinctiveness consistency and consensus

The study has confirmed that the system has loopholes that may lead to subjective evaluation. It
will be important for the NTE Share Company to review the PA system and ensure that the
loopholes have been sealed in order to make it objective.

The study has revealed that the system is not based on realistic ideals. It will be important to
change the system so that it can focus on realistic ideals that can motivate the employees in the
NTE Share Company.

The study has also revealed that most of the respondents want the entire system to be overhauled.
It will be important for the NTE Share Company to conduct a survey and establish whether all
the employees are of this opinion.

The NTE Share Company must design a performance appraisal system so that it works well with
the organization's structure. Employees should conduct can give input into the design and feel
committed to a new system. The executed should do correctly; managers should be able to give

appraisals to employees under their supervision.
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These are the Very important which is for NTE Share Company for their effect of PAS on
employees work performance .Accordingly all factors at above Recommendations the Company
the PAS that go through motion to build new Performance appraisal system to apply properly

and used effectively in order to save from the risk of this Company’s failure .

5.4 RESEARCH LIMITATION AND AREAS OF FUTURE RESEARCH

To carry out the research, the researcher used quantitative research methods alone; this was
chosen as it suited the aims and objectives of the research. In hindsight, if the researcher was to
carry this investigation again, they would look at using both quantitative and qualitative research
methods in a combined approach. And also included management staffs.

Combining both types of research methods is known to give a more rounded view and can look
at the research aims more comprehensively.

The researcher wouldn’t have like to look at the perspective of the managers carrying out
performance appraisal also, for future research it may be interesting to look at both the manager
and employee perspectives and analyze them in contrast.

Future research, by utilizing quantitative research techniques and a examining a greater
population could investigate the effect of performance appraisal system on employees’ work
performance, in the form of work performance across a larger industry and encompass more than
one Company. This would give the research more validity in the findings. This research is
accurate in terms of the Company studied, but as the research was limited it cannot be applied to
other Companies or industries.

It is the belief of the researcher that if the recommendations revealed above were to be
implemented by the NTE Share Company, they would dramatically assist the Company to ensure
their appraisal system on employees’ work performance is of high quality and is effective for all

parties.
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Annex 1 Questionnaire:

Addis Ababa University
College of Business and Economics
School of Commerce

A Questionnaire For Non Management Staff of National Tobacco Enterprise Share Company.

Dear respondent,

I thank you very much in advance for your willingness to spend some of your valuable time to

respond this survey questionnaire.

This questionnaire is aimed to obtain information on the “The Effect of Performance Appraisal
System on Employees’ Work Performance; In National Tobacco Enterprise (Ethiopia) Share

Company”.

I am a student of Addis Ababa University School of Commerce and am currently studying a

Master of art in Human Resource Management.

I have designed this survey on issues related to this topic. I would really appreciate if you could
spend a few minutes of your time filling in this survey.

The research is being conducted for academic purpose, your answers are very important for the
proper analysis of the research. Your answers will be treated confidentially and anonymously.
Finally, you are kindly requested to return the questionnaire by answering every possible item at
your earliest time.

General Instructions

] There is no need of writing your name
For more information you can contact me by phone: +251936543124 or email;
eyuelberhanu@yahoo.com

Thank you, for your cooperation and timely response in advance.

Eyuel Berhanu Hassen
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PART I-Demographic Information

(Please put \ to indicate your answer)

1. Sex

|:| Male |:| Female

2. Age
A. D Under 35 B. D 35—39 C.40-44 D D. 45& above D

3. Length of employment in the company:
A. I:I 0-4 year B.5-9 years I:I C. 10-19 years I:I D. 20 years or longer I:I

PART II: The Effect of Performance Appraisal System on Employees’ Work performance; In National

Tobacco Enterprise (Ethiopia) Share Company

Please indicate the extent to which you agree with the following statements concerning your
satisfaction on the Effect of Performance Appraisal System on Employees’ Work performance;

In National Tobacco Enterprise (Ethiopia) Share Company.

Appraisers treat me fairly during performance appraisal process.

Current performance appraisal is fair and unbiased .

It improves the relationship with my leader.

There is good communication from evaluators to employees in The Company.
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5 | Promotion is purely based on Performance Appraisal.

6 | My company payment and benefits opportunities based on my performance
ratings.

7 | Bonuses increase my performance

8 | I receive specific and accurate feedback from my leader on my past
performance.

9 | I clearly understand my leader 's comments and opinion during the feedback.

10 | My leader discusses regularly my job performance with me.

11 | I always get adequate feedback on my performance.

12

I clearly understand the purpose of performance appraisal.

13

Performance appraisal makes me better understand what I should be doing.
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All the information obtained from Performance appraisal is confidential.

Performance appraisal is Highly subjective process and lacks transparency.

Since participating in the Performance Appraisal process, I have developed
personally.

I am involved in my company the process of setting objectives and targets of
my future performance.

18 | I almost always perform better than what can be characterized as acceptable
performance
19 | I always reach my performance target

20 | I consider my performance is better than the average employee in this
company.
21 | Overall, I am a very good performance

22 | I feel that my performance is reflective of my abilities

23 | I often expend extra effort in carrying out my job.

24 | My current level of work quality is high, generally considered acceptable.

25 | I'try to work as hard as possible

26 | The quality of my work is superior.

27 | I intentionally expend a great deal of effort in carrying my job.
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28 | The system is simple to understand.

29 | The system is relevant to the Organization.

30 [ Performance appraisal system is salient and visible.

31 | The system is not well structured and lacks relevant content
32 | The performance appraisal system takes legal issues in employment

33 | The system is objective thus does not allow subjectivity.
34 | The system has been consistent over time.
35 | I feel that the time spent on performance appraisal is well worth while.

36 | The performance appraisal process is fair to all employees

37 | The entire system needs overhaul

38 | Performance appraisal system is not based on any realistic ideals
39 | The system has no loopholes for subjective evaluation

Thank you very much for your assistance in completing this questionnaire.
It surely will be of great help to me.
Wish you the very best in your future.
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Annex 2 Amharic questioner
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B mmBd pryEmt 400 A0 wiAE U PULmant PRad THY yme:

PERNATE PmumBd mAfiT T

MhEwe Phls YRI5RY AShEdn™ Amahy HALFE ST mag T iU mmed yeai

NmamHE hodl Py YRI5y AhGaal::

PHA mmEd PyE 9am paE pA8RYY YUHG HE NRGEE PUAEET Phd. 28890 ARSmT HA

(MPeTit bMG w5 Foaokt Ntmadt) AR famt ARAT PUeagd YRt HRt etmant

PRAA CTEE AWASY AARAT, FYMIGY %A QR PHHOE hm zaa 9aw pamym

OHAY® wmudd paNAEE PL@PF PaFly amy+d dal T7MLT amedetT amA5 dumbht

HETINRNN 1Mt hmEdalSccNaka ann ewdtat 1R hd baE PAGYT BUL YLk

(MAm WA P4 AAL AYMIGY hEQ) AemSL AW CPSEY dnmand AL1TTORE PyrmPom

amrvd NEG PRSTE YAEE med Qued OMATAPLHRm AYRWmie A% RYramtye il

pFamat PTEY: Aam QR eeme wrRIY vme:

Atmme  meE  hadPRE Mo ®TE: +251936543124  mEYr NaMa AReAR

eyuelberhanu@yahoo.com w1%% +FaaTik::

WaANe:- AP WRE ASALOTYN::

AYRLFAN MG hmAE YRI5eYT amIag hm&alk:

nEN 1 AmpaR Puudd pRpyR

anny ardd 1-3 0HHAEY aPEF maT o mant 0MELT 0THEY 0RPF R

1. 94z wnr [ ] atr [ ]

2. a®", = 1n35 N [ ] 035-39 wmt [ | 040-44 mt [ | n45 wmt me [ |

3. NECE+ Pdent efe Hwyz [ h0-4 9mi( Pmend TR Pmén wdt¥ ) [ | 05-9
qut ] 110-19 %mt [ ] h20%mtnag

hEQ 2 madte Prit TPt

110


mailto:eyuelberhanu@yahoo.com

anh? et Atemmet HGHE UADT/FART aGa? Pt a&k miirt Pmammd/amam et REEPH
Nthmmoe A Pomam 0 AR P97 Mapt NWELT eaR:

NP aeRRY" YUHG 4.8+ AR PRGA anh@ Da7an RRYE0

Al fame PP adRRYT YUHG Aba0G PMREWIE thhad ym

ik G N2 aeRRYT PUHY AT0E A% whd® YR an®

NEGEE wiT NP4 AeRRYT 1Y1ME Qwdt$F mhhn PAMLTTFIT A0

5 PRLE 4Rt NP AdRRYT mAn? modt 0708 PULAL. Yok

6 PEGEE PULY RERE PPR™ TeTF QR 1M GdRRYT mmtmadt o

7 M NP GdRRAY™ YUHGR PIam @ &b] PRETED

8 NMe mh met e PP adRRYT YUHY YUafi taTiEn

111



A% adRRY" YUHE N7MIL maa mbt and@ Pam™ antfet  thadd ym

10

mpky Amie Wk 02 Gd8RY" YUHGR A% hantk® G mR&T ASREINY

11

PUTRYY NPER AdRRYT AR I ML man aTEalN

PRECERY PP adRRYT YUHY 92 D704 kdRal

PP DERRYT YUHG PR AmuaddPrEn 7ML LTERE0

DA RERRYT YOHG PULTRE mAKYSR meq anbmm GEm

PRGEE PP ACRRYT VUHY wmidGt PAAm A% "LHEERT MRame o

A% aeRRY" YUHG at700G AR tath an™ELT Pad amahhty  aallenm

A% AR YUHG a4l AR bdghe Doy Pad a®RT 10 HLEFAER

18 | kA BHfR AR08yt fame P2 mmAS Pt ahmHmam

19 | MMGFmy™ "0 Padel MY add™nm

20 | PP mmdmyE hteT amh wdr F BN AR adlanr
21 [ nrea aRkR PP adRRYM hhmw T4 @RI ayrsaln

22 | vPY R memek PTG R PULRRNGE Yo

112




23 | HmAG AR D aWELD bl NAR CTAt aRGInm

24 | Phde BERRML Ry RAHR B Mulfr 041R94T benRvt aThE0

25 | NP% ndRRYT mn PR AWhGmY EFAR fUQ mhhd Tet ARGIam
26 | MMnSorym P PP TAT adA8™ NmYt PR /R0 RamE

27 | HmAG PR D aWELD N&A Brafitt hhIme R Tat ARGInm

28 | PEGEEY Phde HcHRYT YUHY HA Ndan miRt RFa

29 | Pt HERRYT YUHG HA ARGEEY ATOOEYT A% memrt Same 7Y oo

30 | PRGEE PP GLRRYT HE MM PULRRTORMERE fam A% h a™it G
PHHmE pRRaym

31 [ PRLEE P RLRRYE YUHY HA NFOU PULRRY Amnd am'ihh PRHY PG ORL
TG Y PR e

32 | NP% ndRRYT YUHY HE namemnt Rt au? RAETFY oGl amdaoe

33 | PEGEE PY RIRRYT O YUHS OHA QYT YUY OCPIGR RAADYS ah® ot
PURGRPL NUAST St Alad® wdART Nabed PG YO

34 | PP BCRRYT YUHGS HA NEGE+E wTd PULAN AI0TR-t dnur

35 | PEGE+ Phd. ACRRYT VUHG HRAm NATOR POtRAE Y madi® tHWE
fm PP adABY PG5 YantT ardt LRRnk

113




36

PRGEE: Phde GeRRYT YUHY HA U wdb$F PAAte PUad. yur

37

PRLEE mbaa Pade ALRAYT YUHG HA hld™ A%t ARG PAdYAYT A-tu0d
a’r 0 % R7Ta

38

PECEE Phd ALRRYT YUHG HEAm Namyt aRdS 0t@0® oemcmit ag
prmadt akRay

39

PEGEE Pl AcARYT YUHG HAm Y4y 98%%: h0 A"t G PHHmE hEbt
oy

Iy mmed atan’t AT vrhndF Pmmld maiF au PRAa TET and&TFER hal
WA e mahmey by RImTE aahe® ranty et amanm::

114




	Topic List of Acronyms………………………………………………………………..…..……….     xi List of Tables………………………………………………………………......…..………                      x i i

	List of Figures……………………………………………………………………………                       x v

	Abstract........................................................................................................................... ...                    x v i

	Chapter one…………..……………...……………………...………………….......…...…                     1

	Introduction ………………………….…………………………………………..…….....…                   1

	1. 7 Scope of the Study………………………………………………………..………………………….7

	1. 8 limitation of the Study………………………………………………………..……………...............8

	1. 9 Definition of Terms ………………………………………………………..……………................  8

	1.10 Organization of the Study………………………………………………..………………………… 9

	  Chapter Two Literature Review……………………………......………………............................ …11

	2.1 Introduction ………………………………………..….....…..……………………………………....11

	2.2 Performance Appraisal………………………………………..….....…..………………………….   11                               2.3 Performance Appraisal And Performance Management ……………………...................................  12                          2.4 Performance Appraisal System …………………………………………..................…….................13                            2.5 Effective Performance Appraisal…………………………………………..................…….............. 14                        2.6 Performance Appraisal and Feedback System ……………………..………………………………. 14

	2.7 Why Performance Appraisal Is Needed............................................................................................  19

	2.8 Design of Performance Appraisal System………………………………………………………….. 20

	2.9 The Essential Criteria for Effective Appraisal…………………………………………………..….. 22

	2.10 Factors Affecting Employee Perception of Performance Appraisal System………………….…... 24

	2.11 Appraisal Ineffectiveness ……………………………………………………………………….....25

	2.12 Benefits of Performance Appraisal ……………………………………………………………..…26

	2..13 Definitions of Work Performance………………………………………………………………....27

	2..14 Performance Appraisal and Work performance …………………………………………………. 30

	2..15 Performance Appraisal Satisfaction with Work Performance………............................................. 33

	2..16 High Performance Work System…………………………………………………………………. 34

	2.17. Empirical studies………………………………………………………………………………….. 36

	2. 18. Experience of other Organization in Ethiopia ……………………………………………….…...37

	2.19 Conceptual Frame Work of the Study………………………………………………………….…..38

	Chapter Three Research Design and Methodology………………….……………......………….     40

	3.1 Introduction…………………………………………………………………..….....…..…………....40

	3.2 Research approach …………..……………………………………………………………………   40

	3.3 Research Design……………………………………………......................………… .... ....             40

	3.4 Population and Sample ………………………………………………..................…………………40

	3.4 .1 Population……………………………………………......................………… ….…                   40

	3.4 .2 Sample size……………………………………………......................………… …...                   41

	3.4 .3 Sampling Technique………………………………......................………… ………....                42

	3.5 Data Sources and Types …………………………………………………...…….….....…………..  42

	3.6 Data Collection Procedures……………………………………………..………....................... …...43

	3.7 Ethical considerations ………………………………………………….......................……………  44   

	3.8 Data Analysis………………………………………………………………………….…...…..        44                                              Chapter four Results of the Study……………………………………....……….…….…..…..            48                             4.1 Introduction Summary of response……………………………………….                                        48                                                                                                    4.2 Demographic Characteristics of Respondents’……………………………………..…...........          48                            4.3.0 Employees Response about Fairness ......……..…......……..…......……..…......                            50                                                                                                                      4.3.1 Employees response Employee- leader Relationship..…......……..…......……..…......                  51                             4.3.2 Employees response about Rewards Linked to Appraisal .……..…......……..…......                    53                                         4.3.3 Employees response about accurate feedback.……..…......……..…......                                       55                              4.3.4 Employees response towards Clearly Defined Goals.……..…......……..…...... .….....                 57                4.3.5Employees Response of Employee towards confidentiality(transparency...... .…..... .….....        58                     4.3.6 Employees Response of Employee towards Mutually Set Goals. ...... .…..... .…..... .....              59                                   4.3. 7 Employees Response of Employees’ Level of Work Performance.…..... .…..... .....                   60                                                                                                    4.3. 8 Descriptive Summary Employees Response of Employees’ Level of Work Performance........  64                                                                                                                          4.3.9 To assess the level of employees’ overall performance appraisal system satisfaction in relation to distinctiveness.……..…......…….. .…......…….. .…......…….. .…......…….. .…......……..                  66                                                                                                                                 4.3.10 To assess the level of employees’ overall performance appraisal system satisfaction in relation to Consistency.……..…......…….. .…......…….. .…......…….. .…......…….. .…......……..                     68                                       4.3.11 To assess the level of employees’ overall performance appraisal system satisfaction in relation to Consensus …..... .…..... …..... .…..... …..... .….....  …..... .….....                                                             70                                                                                                                             4.3.12 Summary of Descriptive result of all variables......……..…......……..…...... .….....                     72                                                                               4.3.13 Correlation Analysis.......... ........... ..……..…......……..…...... .….....                                           73                                                                                                                                                                                                 4.3.14 Regression Analysis.......... ........... ..……..…......……..…..... ........... ..……..…......……..          75                                                                                                                             4.4. Interpretation And Discussion Results ........... ..……..…......……..…..... ........... ..……..…......     77                                                                                                                                                                                                                                                                          5. Chapter Five Summary, Conclusion and Recommendation Research Limitation                                                                                                                                                                                                                       And Areas of Future Research  …………...…………………………...                                               85                                                                                                                                                                               5.1 Summary…………………………………………………...…………………………...….…           85                                           5.2 Conclusion………………………………………………………...………………...……......           86                                           5.3 Recommendation………………………………………………………………………..........           88                                   5.4 Research Limitation and Area of Future Research…………………………………………             90  References………………………………………………………………….………………….               91   Annexes…………………………………………………………………………………...             105-114        

	         1.6 Significant of the Study 

	           3.3 Research Design




