
EMPLOYEES' PERCEPTION OF THE 
~ PROBLEMS AND PRACTICES OF 

EMPLOYEE PERFORMANCE 
EVALUATION: a Case study of Awash 

International Bank (AlB) 

BY: )ZELALEM BAYISA GURMESSA 

A project paper submitted to the school of graduate studies 
of AAU in partial fulfillment of the requirements for the 

degree of Masters of Business Administration [MBA] 

Advisor: Dr. TILAHUN TEKLU 

Assistant Professor of Management 

Department of Management 

August, 2007 



Ad dis Ababa University 

School of Graduate Studies 

MBA Program 

Employees' Perception of the Problems and 
Practices of Employee Performance Evaluation: 

A Case Study of Awash International Bank 
(AlB) 

BY 
ZELALEM BAYISA 

Approval Board Committee 

Chairman, Gradua te Studies 

fr~~~ 
Research Advisor 

O/l1fitmL ~ 
Examiner 



Table of content 
Contents . Page 
Acknowledgments .... ... .... .. ..... ....... ... .. .... .. ... .. .. . //.~ ............ ................ .. .. ... ...... 1 

Letter of CertIficate ... ...................... ..... .... ...... ~ ..... '.:~ ...................... .......... 1I 

List of Tables .. ............ ........ ... .............................. ~,~:~~~':\~ .. .. .... ... ...... ........ III 
List of Figures ......... .. .... .... ................... .. ......... ......... 'f'V .,"j~ .~ . . ~ ........ .... ... ..... .lV 

Abstract ........... ... ........ .. ... ... ... .. .... ... .. .. ....... ..... .. .... ... .. . :;~~:::~ ... ~.~ .. .. .... .... ..... v 
Chapter One: Introduction Y 
1.1. Background of the study ............................ ......... .. ..... ... ... ... ..... .... .. .. ... ...... .... .. .... 1 

1.2. Project Description .... ...... ... .................... ........... .............. .. ..... .... .. ... .......... ... ...... 2 

1.3. Statement of the problem and Research Questions ....... .. ......................... .. ....... 3 

1.4. Objectives of the study ...... .... .. .. .. .. ...... .................... ...... ..... ... .. .. .. ... ... ..... ... ......... 4 

1.5. Research Methodology ... .............................................. .. ......... ........................... 5 

1.6. Significance of the Study .. ........ ... ............. ........ .. .. ......... .. ..... ....... ..... .... ..... ......... 7 

1.7. Limitations of the Study ..... ... .. ................. .. ........ ................... ............. ...... .... ... ... 7 

1.8. Scope of the study ............. ........ ... ... ........ ..... .. ......................... .. ...... ... ..... .. ...... ... 7 

1.9. Organization of the paper .. ... .. .. .. ........................ .. .... ............. ............................ 8 

Chapter Two: Review of Literature 

2. 1. Introduction ...... ... .......... .......................................... ... .......... ... .. .............. ... ... ..... 9 

2.2. Definitions of performance Evaluation ...................... ........ ....... ................ ... ... ... 9 

2.3. Purposes of performance appraisal system ..... .. .. ... .. ...................... ... ... ... ... ... ... ... 11 

2.4. Problems in the performance Evaluation process .. .... .... .. .............. .. ... ................ 15 

2.4. 1. System Design and operating problems .... ........................... .. ........................ 15 

2.4.2. Raters's Problems in Performance Evaluation ... .................. ......... ................. 17 

2.4.3. Ratees' Problems in Performance Evaluation ............ ............... ............ .. ....... 21 

2.5 Factors influencing the effectiveness of performance Evaluation ........ ..... ......... 22 

2.5.1 . The appraisal system .. ... ............... .. ... .. ... ... .............. .. ................... .. .... .. .. ......... 23 

2.5.2. Supervisor-subordinate relations ..... .... ..... ... .... ...... ... ....... ............ .. .... .. ..... .. .... 23 

2.5.3 . The appraisal interview ........... ..... ......... ..... .... .. ... ............ ........... ... .. .... ...... .. ..... 24 



Chapter Three: Establishment and Historical Development of Awash International 

Bank (AlB) 

3.1. Establishment and Historical Development of AlB ....................................... .... 26 

3.2. The Human Resource Profile ofthe Awash International Bank (AIB) ..... .... .. ... 26 

3.3 The vision, mission and value statements ofthe Bank (AlB) ..... ... .... ...... .... ...... 28 

3.4 Major activities of Awash international Bank (AlB) ......... .. .... ......... ..... ... .......... 29 

3.5. Employee performance Evaluation Manual of the AlB .. ............. ... ....... .. .... ...... 31 

3.5.1 The aims of employee performance Evaluation ...... .. ..... ... ..... ...... .. ...... ........... 31 

3.5.2. The appraisal system ....................................... .. .............................................. 31 

3.5.3. The Criteria and Guidelines .......... ............................................. ..... ................ 32 

3.5.4. The performance Appraisal Reports .. .. ..... ... ......... .. .. .. .. ......... .... ....... .............. 32 

3.5.5. Grievance on Performance appraisal ............................. ... .. ...... ...... ...... .......... 32 

Chapter Four: Data presentation, Analysis and Interpretation 

4.1. Demographic information of the Respondents ... ..... .. .. ....... .. ............................. 33 

4.2. The Employees' perception of the Pmposes of Performance Evaluation 

in Awash International Bank (AlB) .. .. ....................................................... ......... 35 

4.3 The Attitude of Employees towards the Effectiveness of performance 

Evaluation by Gender in Awash International bank (AlB) .... .......................... ... 38 

4.4. The Employees' perception of the problems and practices of performance 

Evaluation in Awash International Bank (AlB) ................................................. 39 

4.4.1. System Related problems in Performance Evaluation .................................... 39 

4.4.1.1 The Employees' perception towards Goal Clarity and Objectivity 

of performance Evaluation Criteria ........................................ ......... ... ..... ... ... 40 

4.4.1.2. The Employees' perception of the criterion of Evaluation ......................... .41 

4.4.1.3. Employees' perception towards the forms of performance evaluation ..... .43 

4.4.1.4. The Employees' perception towards the Fairness of the performance 

Evaluation system .... ............ ......................................... .............. ..... .......... . 45 

4.4.2. Employees' perception of Raters ' problems in performance evaluation ...... .47 

4.4.2. 1. Employees' perception of the problems of political considerations in 

performance evaluation ...................... .............. ............. ............................. . 48 



4.4.2.2. The Employees' perception of the Documentation and Transparency of 

Performance Evaluation ............................................................................... 50 

4.4.2.3. The Employees' perception towards the Fairness and Qualification of the 

Raters ... .. ..... ... .. ... .... ... ........... ... .... .. .. .. ... .. .. .. .. ......... .. ........... .. ... .. ..... .. .... .. ... ... 52 

4.4.3 . Employees' perception of the Ratees' problems in performance evaluation .53 

4.4.3.1. Employees' perception of the problems of impression 

Management/ingratiation of the Ratees ....................................... .... .... ... .. .. . 54 

4.4.3.2 Employees' perception of the Defensiveness and Resistance towards low 

Performance rating .. .......... ..... .......... ........... ..... ..... ....... .. ... ........ ... ..... .. ..... ... .. . 55 

4.5. The Attitude of Employees towards the importance of conducting performance 

Evaluation in AlB .... .. .. ...................... ..... ........ .. ............ ......... .... ............... ... .. .... . 56 

Chapter Five: Summary, conclusion And Recommendation 

5. 1. Summary and Conclusions ....... ... ... ............................................ ..... ....... ..... .. ... . 58 

5.2. Recommendations ................. .. ............. .. ............. ... ... ..... .................................... 61 

References ... ............................ ...... .. ..... .......... .. ........... ............. .. ........ .... .................... 64 

Annex I .... .. .... ... .... ...... ............. .............. ... ... ......... ..... .... ... ............ ........ ... ... .. ... ..... .... ! 

Annex 2 .. .... .... ... ..... .. ... ... .. ... ... ......... .... .. .. .... ... ........ ... ........... .... .. ....... .... .. ..... ... ........... VII 

Annex 3 .......... .......... ...... .. ... .... .... .. .... ......... .... .......... ... .... .................... .. .. ....... ... .. ... .... !X 

Annex 4 .......... .. ................... ......... ...... ............... ......... ... .................... ..... ..... ... .. ... ...... X 



Acknowledgements 

This paper wouldn't have been completed without the help of Almighty God and a great many 

people. First and for most, my heartily thanks go to Almighty Father, God for his graciously 

provision of knowledge, wisdom, inspiration and diligence required for the successfu l 

completion of this paper and for bringing my dreams into reality. 

I am also greatly indebted to my advisor Dr. Tilahun Teklu for his countless suggestions, 

assistance and invaluable advice. 

I highly appreciate and thank the staffs of Awash international Bank, who were cooperative 

and helpful ; especially, Ato Getachew Megersa; Manager, Human Resource Development 

(HRD) of the bank who provided me with relevant information; Wit Netsanet Asefa, Wlo 

Wubet Regassa, Wit Yodit, Ato Manaye Bimirewand Addisalem Getachew for their 

support and cooperation. 

I would like to extend my love and respect to my father, Ato Bayisa Gurmessa and mother, 

W 10 Soretti Dibaba; who are role models to my life and who showed me love. 

I also would like to extend thanks to my love of life Wit Medhanit Adamu for her support, 

patience and understanding during my study period. 

Lastly but not the least, my warmest appreciation and thanks goes to Ato Nemme Negasa, 

who supported and encouraged me to succeed in my academic progress; and Ato Jabessa 

Teshome cou ld always be counted for his support, courage and motivation 

Thank you, 

Zelalem Bayisa 



Dr. Tilahun Tek Iu 

Assistant Professor of Management 

Department of Business Management 

Faculty of Business and Economics 

Addis Ababa University 

Addis Ababa, Ethiopia 

c E R T I F I c A T E 
This is to certify that this project work, "Employees' Perception of the Problems and 

Practices of Employee Performance Evaluation: A Case Study of Awash International 

Bank (AlB)", undertaken by Zelalem Bayisa for the partial fulfillment of Master' s of 

Business Administration [MBA] at Addis Ababa University, is an original work and not 

submitted earlier for any degree either at this University or any other University. 

Research Advisor 



List of Tables 
Page 

Table 3.1: Human Resource profile of Awash International Bank excluding non 

clerical workers by position and educational qualification, June 2007 ........... ..... ... ..... ... .... .. 27 

Table 3.2: Human Resource profile of Awash International Bank by position and 

Gender, excluding non-clerical workers ....... ... ....... ....... .... ..... .... ..... ... .. ......... .. ...... ... ... ... ..... . 27 

Table 3.3: The core values of Awash International Bank (AlB) and actions 

recommended as per the value .. ... ... ...................... ... .......... .. .... ........... ................. .. ...... ... ...... 28 

Table 4.1: Summary of the number and percentage ofrespondent by 

age and sex ... ..... ....... .. .... .. ... ..... .. ... ..... ...... .............. ... ... ..... .... ...... ......... ... ................. ....... ....... 33 

Table 4.2: Summary ofthe number and percentage of respondents by working 

experience and educational qualification ... .. ......... .. ... ... ...... .... ..... .. .. .. .. ........ ....... .. ................ 35 

Table 4.3 (a) : The employees ' perception towards the controlling 

purposes of performance evaluation AlB ..... .. .... .... .. .. .... ... .. .. ..... .... ........ ..... ..... ..... .. ....... ... .... 36 

Table 4.3.(b):summary of Employees; perception towards the coaching 

purposes of performance evaluation in AlB .......... ... .. .... ..... ........ ....... .. .. ..... ... ... ...... .... .... ...... 37 

Table 4.4 : The attitude of employees towards the ability ofthe criteria used 

measure their true performance by age and sex .. .. .... .. .... ....... ... .. .... ........ ........ .. .. .... ....... ....... .42 

Table 4.5: Summary of employees' perception towards the forms of 

performance evaluation ...... .. ... ... ....... .. .. ......... .. .... ... .... .. ... ... ..... ... .................. ...... ..... .... .. .. ... .44 

Table 4.6: Summary of the employees' perception towards the fairness 

of the performance evaluation .. ... .. .. ...... ..... .. .... .... .. ... ...... ........ ... ... ....... .. ... ..... ... ... ....... .. ....... 46 

Table 4.7: Summary of the employees' perception towards the 

importance of performance evaluation .. ......... ..... ...... .... ..... .......... ..... .. .. .. ..... ..... ...... .. .. .. ... .... 47 

Table 4.8: Summary of the attitudes of employees towards the problems 

of political considerations in performance evaluation ................ ...... ..... ....... ....................... .48 

Table 4.9: Summary of the employees' perception of the documentation and 

transparency of rating by raters .......................... .... ... ... ............ .. .... .... .. .. .... .... ..... ................. 50 

Table 4.10: Employees' perception towards the fairness and qualification of 

the rater .................... .. ...... ..... ................... ... ... ... .. .... .. .. ... ...... ... ..... ... ..... ......... ...... ......... ... .. ... .. 52 

Table 4.11: Summary of the problems of impression management/ingratiation 

of the ratees .. .................. ........... .............. ..... .. .. .... .. .. .................. .. .... .. .. ...................... ......... ... 54 

Table 4.12: Summary of the responses of the participants with respect 

to low performance ratings by sex .......... ...... ... ....... .... ........ ... .... .. ... ....... .. ......... ... .. ............ .... 55 

III 



List of Figures 

Page 

Figure 3.1: The earnings pershare, the number of branches and number of employees 

of AIB ............ ......... ... ........ ...................... .......... ................. ................................. ...........
...... 26 

Figure 3.2: The deposits, loans and advances ant the total assets of AIB ............ ... ... ...... .... 30 

Figure 3.3: The profitability of Awash International Bank Over a period of time ... ......... .. 30 

Figure 4.1: The number of years the candidates has worked in the organization ... .. .. .. .. ..... 34 

Figure 4.2: The attitude of employees towards the effectiveness of performance 

evaluation by Gender ... .... ..... ....... ...... .. .. .. ....... .. ...... .. .. .. .. .. ................. ..... .................. ............ 38 

Figure 4.3: The attitude of employees towards the clarity and objectivity of performance 

evaluation criteria by years of experience .. .... .... ... ............. .... .... .... .... .. .. .... ........... ..... .. .. ..... .40 

IV 

\ 



Abstract 

This project is designed to assess the perception of employees towards the 

practices and problems of performance evaluation in Awash International Bank 

To this end; the study has the objective to assess the perception of employees 

towards the problems and practices of performance evaluation. On the basis of 

data collected through questionnaires and interview which are founded on the 

theoretical assessment of related literatures; I have tried to unearth some of the 

real problems of appraisals based on the opinion of the ratees in that particular 

organization. 

The questionnaire was distributed to 80 employees of the bank working in four 

branches: Bole, Head office, Stadium and Arat Kilo branches in which only 65 

were fully completed and returned. The questionnaire was distributed to the 

employees on the basis of convenience sampling based on the willingness and 

cooperation of the respondents. The data collected were analyzed using SPSS 

sofMare. 

On the basis of the data obtainedJi'om the respondents, the study identified the 

lack of transparency both during the evaluation and after evaluation as its 

major findings. Almost all the participants vented out that they are not allowed 

to see the result of their ratings. As a result, they do not have a confidence on 

the appropriateness of the evaluation to make crucial human resource decisions. 

v 



The lack of clarity of performance evaluation criteria and the subjectivity 

involved in the evaluation which resulted in role ambiguity and frustration 

among the employees were identified to be the other problem of performance 

appraisal in Awash international bank (aib). On the other hand, the subjective 

nature of the standards against which the performance of employees are judged 

lead raters to manipulate the evaluation for their own personal agendas. 

The universal purpose of performance evolutions across the board were also 

common problems in the system. The performance evaluation forms do not 

reflect the performance of the employees as they can be irrelevant for some jobs. 

Moreover, through my research I have discovered that raters usually do not 

continually record or document the performance of employees over the 

evaluation period. In this regard, it was identified that raters evaluate the 

performance of employees on the basis of recent behaviours. 

Based on the findings of the study, I have forwarded some recommendations so 

that if they are used by the bank will give them an insight as to the practice and 

its associated problems of performance appraisal in the organization. 

vi 



1.1 Background of the study 

CHAPTER ONE 

INTRODUCTION 

Employee performance Eva luation has been practi ced by numerous organizations slllce 

centuries. It is one o f the most important requirements for successful business and Human 

Resource po licy or the organi zati on. As employees are one of the most va luable assets o f the 

organization that can make things happen, the practice of performance evaluation is an 

inherent and in separable part of the organizati ons' life. Conducting performance eva luati on 

helps orga ni zations to reward and promote e ffecti ve performers and identi fy ineffective 

perform ers to developmenta l program s or other personne l acti ons that are essentia l to the 

e ffectiveness o f Human Resource Management. 

Longenecker and Fink ( 1999) c ited several reasons that form al performance evaluations are 

to stay in organi zati ons. According to them, fo rma l eva luati ons are requ ired to j usti fy a wide 

rangl.. o f human resource dec isions slich as pay rai ses, promotions, demoti ons, terminations, 

etc. It is al so req uired to determine employees' tra ining need. The authors c ited a study on 

high performance organi zat ions that the practice of performance appraisa l was c ited as one of 

the top 10 vehi c les for creating competiti ve advantage. Moreover, perform ance measure ment 

a ll ows the organi zation to te ll the employee something about their rates of growth , the ir 

competenc ies, and their potential s. 

However, regardl ess o f its panacea, ineffe ctive appra isa l syste m ca n bring many problems 

inc luding low morale, dec reased employee productivity, a lessening of an employee 's 

enthus iasm and support for the organi zati on(Rafikul Is lam and Sh ui b bin Mohd Rasad, 2005). 

Evaluating empl oyee performance is a diffi cult task becau se the job demands the immediate 

superviso rs to understand the nature o f the job and the sou rces o f in fo rmati on, and the 



information needs to be co llected in a systematic way, and it is prov ided as a feedback, and 

intewated into organization 's performance management process for use in making 

compensation, job placement, and training dec is ions and ass ignments. 

The usefulness of performance eva luation as a managerial deci s ion tool depends partly on 

whether or not the performance appra isal system is able to prov ide accurate data on employee 

performance and hence rating accuracy is a crit ical aspect of the appraisal process. A 

difficu lty of getting accu rate appraisals of employee job behavior is most often att ri buted to: 

faults in rating format used, deficiencies in appraisal content, rater res istance to judge others, 

and the im plications of the specific purpose of appraisal for the rater and the ratee (Thomas 

Dece .ii s&Andre Petit, 1978). 

Therefore, the problems of performance evaluat ion arise when the results of the eval uation 

fai l to reflect the actual performance of the employees, whi ch in turn, leads to wrong 

adm in istrat ive decisions that can highly affect the life of the employees. 

Thus, the report is attempted to assess the practices and the real problems that ex ists in Awash 

International Bank . The report also tried to add ress the purposes for which performance 

appra isa l is conducted. 

1.2 Project Description 

The project is designed to eva luate the employees' perception towards the current 

performance eva luat ion practices and the associated problems in Awash International Bank. It 

is also intended to eva luate the degree to w hich the performance appra isa l results are reliable 

and va lid to prepare employees for further responsibi li ty and add itiona l rem unerations; and to 

identify th e role of performance appra isa l in supporting Human resource managers to make 

personne l dec isions. 

2 



Spec ifica ll y, the study critica lly assessed and identified the problems of perform ance 

appraisa l and tried to highlight the major sources of these problems in the Bank. 

T hi s project has three benefic iaries: I) Awash Internati ona l Bank (The I-Iuman Resource 

Management Department). First and for most , the report provides the bank wi th the real 

prob lpms of performance eva luations and thus the recommendations forwarded, if 

im plemented, offers a good insight to tackle the performance eva luation dilemma. 2) The 

academic members of the society (staff members, students of AAU and other local 

uni ve rsit ies). Th is report contributes to the ex isting knowledge in field of Human Resource 

Management and as a result it can be used by the academic members of the uni vers ity to 

conduct bank wide research in the area of performance eva luation. 3) The researcher. 

Personally it gave me the exper ience and added to my know ledge of tackli ng practical 

research problems in my career life and th is will be used as a stepping stone for my future 

project works. 

1.3 Statement of the Problem and Research Questions 

A formal performance eva luation program ca n have a number of obj ectives incl uding 

performance assessment and improvement, prov iding a basis for indi vidual remuneration, 

identifyi ng training needs and, assessing suitability fo r promot ion. Moreover, prod uctive 

performance evaluation serves many purposes, including: letting employees lea rn of their 

wea knesses and strengths, new goa ls and objectives are agreed upon, empl oyees become an 

active participant in the eva luati on process, the re lationship between the supervisor and 

emp ' ·yees is taken to an adult-to - ad ul t leve l, empl oyees renew their interest in being pa rt of 

the organ ization now and in the future, training needs are identified, time is devoted fo r 

di scuss ing qua lity of work without regard to money issues, supervisors become more 

comfortable in rev iewi ng the performance of employees, emp loyees feel that they are take n 

seriously as ind ivid uals and the supervisors are truly concerned about their needs an~ goa ls. 
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On the contrary, performance evaluation suffe rs from so many problems. In most cases, the 

performance eva luation results do not adequate ly reflect the abi lity of the job incumbent. This 

co uld be attributed to the subjective nature of the evaluation cr iteria, the irrelevance of the 

crite ria used to eva luate the performance of the workers, lack o f skill s and knowledge of the 

raters, the subj ecti vity, favoriti sm and bias of the raters, lack of conti nuous doc umentati on 

and inability to provide feedback as to the results of the performance eval uati on. These 

problems are inherent in every organ izat ion where there is a formall y des igned perform ance 

eva luation. 

o 

Based on the data co llected from the employees of Awash International Bank whose 

performance were eva luated for the last one year, it is tried to ana lyze th e extent to which the 

above mentioned problems exist in the Bank. 

To thi s end, the report tried to answer the follo wing research questions: 

I. What are the maj or reasons for conduct in g perform ance eva luati on 111 Awash 

International Bank (AlB)? 

11. What are the rea l problems facing Awash Internati onal Bank with rega rd to the 

performance evaluation practices? 

111. To what extent do employees receive the feedback on th e resul t o f performance 

eval uati on in Awash Internati onal Bank? 

1.4 Objectives of the Study 

The prime purposes of the study were to eva luate the employees' perception of the pract ices 

of performance eva luations and to bring to light the real problem s that the organizati on has 

faced in an attempt to implement its performance eva luation programs. To be more spec ifi c, 

the study was undertaken in orde r to: 

4 
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• Identi fy the perception of employees towards the purposes of perfo rmance 

eva luation in Awash International Bank (AlB ) 

• Ident ify the employees' perception of the factors contri buting to un fa ir 

performance Eva luati on in Awash Internationa l Bank 

• Bring to light the employees' perception of the rea l prob lems that the bank 

has encoun tered in the practice of perform ance evaluation of em pl oyees 

• Know how the perception of empl oyees towards the feedback process 111 

perfo rmance eva luation 

• Based on the fin d ings, to summarize, conc lude, and recommend altern ative 

ways to overcome the prob lems o f performance eva luation based on the 

fi nd ings and the review li terature. 

1.5 Research Methodology 

T he study was conducted based on the qualitative research techniq ue to describe the 

employees ' perception towards the practices of perfo rmance evaluati on in Awash 

Internati ona l Bank. The study was begun by secondary data ana lys is through the detai led 

rev iew of re lated literatu re . To this end, books, Art icles, journa ls, magaz ines, bulleti ns, 

broachers, and the company's perfo rmance eva luati on formats were assessed and eva luated. 

In order to gather primary in fo rm ation, I have deve loped a questionna ire that compri ses three 

parts. The first sect ion is regard ing the demographi c aspect of the respondents, asking the ir 

gend er, age, educationa l qu a lificati on, and the ir experi ence in the organi zat ion. I have asked 

the responde nts to put a ti ck mark if they have been eva luated or not using a ' yes ' or 'No ' 

answer questi on, 

T he second pa rt of the questionnaire consists of 35 statements eva luated on a 1-5 Likert 

sca le , where' I ' indicates strongly agree with the statement, and '5 ' re fers to strongly 

disagree with the statement. T he third part of the questi on naire consists of questi ons where the 
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resp~ndents were asked to describe the answers on the space provided for persona l responses 

and comments. 

In order to gather pertinent in formation with respect to the employees' perception of 

pe rformance evaluation practiced by the bank, the questionna ires were d istributed to 80 

employees who have been eva luated for the last one yea r and working in the four branches of 

the Bank: Head offi ce, Bole, Stadium, and Arat-kilo Branches. The sample was se lected from 

the total popu lation of 1044 employees of the Bank excluding the non-c lerical workers (See 

sub section 3.2 of chapter three of this report). The sample size accounts fo r 7.66% of the total 

pop ul at ion of manageria l, supervisory and c lerica l workers. 

Amon g these questionnaires, only 65 were fu lly completed and returned with a return rate of 

8 1.25% which is acceptable. T he participants were se lected usi ng convenience samp ling 

l11 ethod that is based on the willingness of the respondents to complete the questi on na ire. 

Moreove r, Interview was conducted with eva luators (Raters) and the Human Resource 

manager and ad ministrator of the Bank through open ended questions whi ch is des igned to 

e l ici t thei r perception of the prob lems of perforl11ance evaluation of the bank. 

Fina ll y, the data gathered through questionnaires were coded, entered into computer and 

ana lyzed and presented in the form of charts, diagrams, and tabl es using SPSS So ftware. For 

anal ys is purpose the responses under Likert sca le we re grouped in to th ree major categori es: 

agree, neutra l, and di sagree. 

The results o f the in terview questions were integrated to the responses o f el11pl oyees through 

quest ionna ires and were ana lyzed accord in gly. 
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1.6 Significance of the Study 

The results of thi s study are signifi cant in vari ous respects. First ly, on the basis of the findin gs 

of the study, the report draw some conclusions and identify the problems of performa nce 

eva luation and give signa l to the Human Resource Manage ment of the bank to take rcmed ial 

act ion to minimize the subjectivity of eva luation in prospecting employees for sala ry 

increment and promotion. Second, it is a piece of contribution to the current knowledge in the 

pract ice of perfo rmance eva luation in an enterpr ise wo rk ing in Ethiopia and invites fo r further 

research to bring behaviora l change in the areas of performance eva luation both in the mind of 

the raters, ratees and those parties responsible in the design of the instruments of perfor mance 

evaluation forms that are used to judge the performance of employees. Th irdly, it gives the 

researcher the opportunity to ga in deep knowledge in the practice of perform ance evaluation. 

I. 7 Limitations of the Study 

There were external (U ncontrollable) variables that deter the smooth implementation of the 

project in addition to the limitations of the research design itse lf. For instance, the lack of 

cooperation of the respondents and thei r commitment to complete fill ing the questi onnaires, 

lack of sufficient time by the researcher to inc lude the perception of Raters in the 

questionnaire, and lack of interviewees' cooperation to devote their time to provide the 

researcher with the relevant informati on has seriously lim ited the outcome of the resea rch. 

Moreover, the time pressure faced by the researcher is also the other constraint to undertake 

the orga nization wide study with respect to performance eva luation. The lack of re leva nt and 

Lip to date literature was a lso the major constraint during the study. 

1.8 Scope of the Study 

Thi s report is limited to the data obtai ned from the ratees using questi onnaires and interview 

in the Awash International Bank (A lB). Regardless of the multifarious characteri sti cs of 

performance evaluations and its various uses fo r undertaking different administrat ive 
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dec isions, the report is limited to the employees' perception of th e problems and pract ices of 

performance eva luation in four branches of the bank (namely, Bole, Head office, stadiu m, and 

Arat Kilo Branches). Moreover, the study used managers and clerica l workers as a 

participants of the study and precludes the non-clerical workers. 

1.9 Organization of the Paper 

The report is organi zed into five chapters. Chapter one deals with introduction, chapter two 

dea ls with the review of the re lated literature, chapte r three deals with the estab lishment and 

histori ca l development of Awash International Bank, chapter four is about data ana lysis and 

interpretat ion and finall y chapter five contains summary, conc lusions and Recommendations. 
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2.1. Introduction 

CHAPTER TWO 

REVIEW OF LITERATURE 

The primary purpose of thi s chapter is to get the theoretica l und erstanding of the prob lems 

of performance eva luation. More specifica lly, if focu ses on four primary areas. Fi rst, 

bas in g on th e defin itions give n by d iffere nt scho lars on the term performance appraisa l, I 

have adopted the meaning of the term as it is re lated to the study. Second, the literature 

review examined studies which di scuss the purpose of and the benefi ts that Illay be 

rece ived from conducting performance appra isa ls. Third, review identified the prob lems o f 

th e pe rformance appra isa l process. Fourth, the review of the literature has tried to assess 

the factors influencing the outcomes of performance appra isa l. Fi nally, I have tried to 

summari ze the outcome of the rev iew of the literatu re as it is related to the subj ect under 

study. 

2.2 Definitions of performance Eva luation 

A tormal defin ition of performance apprai sa l is given by Aswathappa, A (2002): 

"It is Ihe syslemalic evaillalion of Ihe individual ,,,ilh respect to his or her pel/orlllance on 

Ihe job and his or her pOlenlial for developllleni. More comprehensively, il is a formal. 

slruClured syslem of measuring and evalllaling an employee's job relaled behaviors and 

Ollicomes 10 discover how and why the employee is presenlly pel/arming on the job and 

how Ihe employee can pel/arm more ~fJectively in Ihe fii/ure so that the elllployee, 

org.,l'I izal ions. and society all benefit " 

From thi s definition one can see that the objective of perfo rm ance eva luation is not only 

designed to check past performance( i.e. controlling) but a lso predicts the promotion 

potential of the candidate in the futu re(i.e. Deve lopment and coachi ng). Fu rther more, the 

system is structured to measure and eva luate e mployee's job re lated behav iors and 

outcomes and thi s is an answer to the question "",hal to lIIeasure" . Th is large ly determ ines 
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