





























































































































































































































Employees’ attitude towards performance appraisal and its components in Bank of Abyssinia

TABLE 4.28
Attitude of overall appraisal system of respondents

Cumu[atlve
Valid Percent Percent

Agree
Neither agree or disagree 19 31.7 31.7 38.3
Valid | pisagree 31 51.7 51.7 90.0
Strongly disagree 6 10.0 10.0 100.0
Total 60 100.0 100.0

FIGURE 4.5
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4.3.2 Raters and Ratees Attitude towards and Satisfaction

with Performance Appraisal System

Concerning raters and ratees attitude and satisfaction with the performance appraisal system,
two conflicting research findings were discussed in the literature review part of this study
(see section 2.5). To test whether there is a difference in attitude and satisfaction with
performance appraisal system of BOA, those respondents participated in the study were

classified in to two groups (54 ratees and 6 raters) and their response is presented in table

4.29 below.

TABLE 4.29

Raters and ratees attitude and satisfaction towards performance appraisal system

Respondent status * Overall there is a fair PAS Crosstabulation

AAY Nastors of Business Bminiotration

Overall there is a fair PAS
Neither agree Strongly
Agree or disagree Disagree | disagree Total
Respondent  Ratee Count 0 17 31 6 54
status % within 0
Respondent status .0% 31.5% 57.4% 11.1% 100.0%
% within Overall
0,
thers jsa fair PAS .0% 89.5% 100.0% 100.0% 90.0%
% of Total .0% 28.3% 51.7% 10.0% 90.0%
Rater Count 4 2 0 0 6
dhethin 66.7% 33.3% 0% 0% | 100.0%
Respondent status e o 0 e id
% within Overall
0,
thiere Is & fair PAS 100.0% 10.5% 0% 0% 10.0%
% of Total 6.7% 3.3% .0% 0% 10.0%
Total Count 4 19 31 6 60
% within . - " "
Respondent status 6.7% 31.7% 51.7% 10.0% 100.0%
% within Overall 0 5 5 .
thare'is o fair PAS 100.0% 100.0% 100.0% 100.0% 100.0%
% of Total 6.7% 31.7% 51.7% 10.0% 100.0%
64
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Out of the six managers participated in the study 4(66.7%) were satisfied and claimed that
there is fair performance appraisal system in the organization and the remaining 2(33.3%)
were indifferent. Unlike raters, 37(68.5%) ratees claimed that there is unfair performance
appraisal system in the organization and the remaining 17(31.5%) were indifferent. The
result coincides with the study of mount (1984), who found out that managers are more
satisfied with performance appraisal system than employees because managers do have

greater system knowledge and play a vital role in the system than employees.

4.3.3 Relation between Performance Appraisal satisfaction

and Highest Formal Education Attended

To investigate the impact of formal education on performance appraisal attitude and
satisfaction the respondents highest education level is compared against the variable ‘overall,
I think the PPR system is fair’ and the response of respondents is summarized in table 4.30

below.
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TABLE 4.30
Relation between highest formal education attended and overall satisfaction with

performance appraisal system of the respondents

Highest formal education attended * Overall there is a fair PAS Crosstabulation

Overall there is a fair PAS
Neither agree Strongly
Agree | ordisagree |Disagree | disagree | Total
Highest formal Diploma Count 3 5 10 0 18
education % within High
attended o Highest oM 16,79 27.8% | 556% | 0% | 100.0%
Bachelor degre: Count 1 10 16 5 32
% within Highest form
education attended 3.1% 31.3% 50.0% 15.6% | 100.0%
Masters degree Count 0 4 5 1 10
and above % within Highest forn
educaiion atisndad .0% 40.0% | 50.0% 10.0% | 100.0%
Total Count 4 19 31 6 60
% within Highest form
sdusalion aHERdSY 6.7% 31.7% 51.7% 10.0% | 100.0%

As we can observe from the above table, as the education level of employees increase their
dissatisfaction with the system also increases. This indicates that the more individuals
advance in their career path the more will be their expectation because they are exposed to

much knowledge and experience.
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4.4 Action to be taken by BOA concerning Performance

Appraisal System

Concerning what the organization should do in the future with respect to performance
appraisal system, respondents were asked whether there is a need to adjust or totally change

the existing system and they responded positively to both scales as indicated in table 4.31

below.

TABLE 4.31

Suggestion of respondents about the future action of the organization

.| Neeforadjustingthe | = Need to totally
LA  PAS changing PAS

H B e Count % Count | '%‘
Strongly agree 33 55.0% 32 53.3%
Agree 22 36.7% 23 38.3%
Neither agree or 2 o
disagree 3 5.0% 4 6.7%
Disagree 1 1.7% 1 1.7%
Strongly disagree 1 1.7%
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CHAPTER FIVE
CONCLUSION AND RECOMMENDATION

Based on the findings of the study, the following conclusions, implications and

* recommendations are presented.

5.1. CONCLUSION

% Respondents perceived the performance appraisal system not being able to measure
their true performance (mean=3.65).

% Respondents perceived the overall performance rating process negatively (mean
3.68), but their perception vary among the different aspect of performance rating
process.

v’ Standard setting aspect- respondents reacted to all the items negatively in this
category particularly to the item “Employee participates in setting the
standard” with mean value of 3.57. From this we can conclude the absence of
standard setting and communication of expectations to ratees at the start of an
appraisal period.

v' Rating instrument and its content- respondents perceived the appraisal
instrument inappropriate and the content of the instrument irrelevant. The
mean value of the two items in this category namely Performance expectation
related to job and Performance expectation related to core activity were 3.35
and 3.32 respectively. From this we can conclude that the instrument used by

the BOA is not capable of measuring the job related behavior of employees.
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v' Rater- to the rater aspect of performance rating, respondents were a bit
positive to almost all items in the category. The mean of all the five items
were between 2.77-2.92. From this result we can conclude that employees are
not entirely confident and happy about the raters.

v Accuracy of rating- respondents reacted with strong disagreement to both the
items in this category i.e. Rating related to the work of ratee (mean=3.52) and
Rating reflects the amount of work of ratee (mean=3.35). This leads to the
conclusion that what employees are receiving as their performance result is
not the right reflection of their true performance. The rating of employees lack
reliability and its result cannot be used as a base for any decision. This makes
the rating result of employees inappropriate in other human resource decision

areas like salary increment, promotion, training need identification and etc.

< The perception of respondents to the feedback aspect of performance appraisal was
positive (28.3% in the strongly agreed and 51.7% agreed). The mean value (1.98) of
the overall satisfaction with feedback backs the positive reaction of employees
towards feedback.

v" Providing feedback-respondents were positive particularly to the item ‘My
rater/organization lets me know how I am doing (mean=2.38)’ and showed
negative response to items ‘My rater/organization gives me feedback regularly
(mean=3.42)" and ‘My rater/organization routinely gives me feedback that is
important to the things I do at work (mean=3.33)’. Based on these facts we

can conclude that there exists a working feedback process in the organization.

m
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However, the feedback given to employees lacks regularity and is not related
to what employees are actually doing for the organization.

v Appraisal discussion- Respondents were not happy about the appraisal
discussion particularly to items ‘My rater/organization helps me to understand
the process used to evaluate and rate my performance(mean=3.35)’ and ‘My
rater helps me understand what I need to do to improve my performance
(mean=3.07)’. Respondents were particularly agreed that the raters allow
questions related to performance rating. Therefore, we can conclude that there
is an appraisal discussion between the rater and ratee. However, during the
discussion raters fail to explain to ratees how their performance is measured
and also raters fail to show ways that ratees can use to improve their

performance.

% Respondents were satisfied with the appeal procedure of the organization by
responding positively to almost all the items in this category. All the items were in the
‘agree’ (see table 4.26) category except the item ‘My performance rating can be
changed if I can show that it is incorrect or unfair (mean=2.6)’ in which they were a
bit indifferent. Therefore, it is possible to conclude that the appeal procedure exists

and working properly in the organization.

% From the study we can conclude that managers are more satisfied with performance

appraisal that employees.
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5.2. RECOMMENDATION:

In light of the above conclusions the following recommendations are forwarded

v" Standard against which the performance of employees is going to be measured must
be set and should be communicated so that employees might know what is expected
of them and raters know what factors they need to take in to account when they rate
the performance of their subordinates. If there is a job description for each position,
the responsibilities listed in these documents can serve as good starting points for the™
review. If job descriptions are not available, the evaluation form should provide space
for the manager to list the most critical elements of successful performance of the
individual job.

v" The rating instrument that is being used by the organization requires major
intervention. Since the scales in the form are too general and lack work relatedness, it
is worth to adjust the instrument and its content in such a way that it reflects the work
related behavior of employees. There is also a need to customize the rating instrument

by considering the difference among jobs and positions in the organization.

v" The PAS of BOA should provide the opportunity for the raters and ratees to jointly
develop a plan for future performance. This may include further education for the
employee to improve his/her skills or acquire new ones, or opportunities for the

employee to take on new responsibilities during the coming appraisal period.
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¥" BOA needs to train its raters to enhance their knowledge and experience in
performance rating aspect. Training will help the raters to understand the true
implication of performance appraisal and it also helps to reduce errors that raters
commit while rating the performance of their subordinates,

v" To ensure the rating accuracy, BOA needs to rate the performance of its employees
on regular basis at least twice a year.

v" BOA needs to communicate the result of their appraisal to employees on a regular
basis so that employees can improve their performance. The appraisal discussion
should be an interactive process, giving the ratee the chance to participate, ask
questions, respond to feedback, and offer suggestions for further career development.
The ratee may not always agree with all comments in the review, but should be given
the opportunity to eXpress concerns and request clarification

v' Training must be given to those individuals that conduct appraisal discussion so that
they can communicate with the ratees in the most constructive way. There is also a
need to give training to employees so that they can understand the different facets of
the system.

v" Raters must be oriented and if neeessary trained so that they can suggest how ratees
can improve their performance when ever ratees are not doing well.

v' The management of BOA needs to give a due attention to performance appraisal and
an appropriate policy and procedure must be formulated. While doing so, legal cases

should be taken in to account.

AAY, Neastecs of Business Bministiation 72



Employees’ attitude towards petformance appraisal and its components in Bank of Abyssinia

v Of Course, the formal review 1S not meant to take the place of valuable, informal

praise for a job well done. Ideally, there should be constant communication regarding
employee performance. And there are certain instances in which it is strongly

advisable to give the employee immediate feedback rather than waiting for the annua]

that is disruptive to other employees, it is prudent to address these issues immediately
and take the appropriate disciplinary or rehabilitative action if the situation is not

corrected.

v" Even the most wel] designed performance appraisal system is worthless unless the
company is committed to ensuring that it is used properly and consistently. BOA and,

specifically, its human resources department must take an active role in the process,
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Annex 2

8.

9.

Interview questions

. Is there a formal performance appraisal in your organization?

Is there a goal setting process before the start of any appraisal period?

If there is a goal setting process, are employees involved in the process?
Who rates the performance of employees?

Do you think the raters have the required knowledge, experience and
training that is necessary to rate the performance of employees?

What techniques your organizations use in performance appraisal?

Do you think the techniques applied are capable of accurately rating the
performance of employees? If not what solutions do you suggest?

Is there a feedback process?

Is there an appeal procedure?

10. Are you satisfied with the performance appraisal system of your

organization?

11.1s there a need to adjust or else totally change the process?

12. Any additional comment?



Annex 1 Questionnaire

ADDIS ABABA UNIVERSITY
FACULTY OF BUSINESS AND ECONOMICS
MASTERS OF BUSINESS ADMINISTRATION

MBA PROGRAM
To be filled by Ratees and Raters

This questionnaire is designed to collect information about the practice of employee
performance evaluation in a functioning organization in Ethiopia. The information shall
be used as a primary data in my case research which I am conducting as a partial
requirement of my study at Addis Ababa University for completing my MBA under the

Faculty of Business and Economics

The research is to be evaluated in terms of its contribution to our understanding of the
practices of organizations in contemporary Ethiopia and its contribution to improvements
in these practices. Therefore, I will be willing to submit a copy of my final report to you
when it is ready.
As this project is a case study, I will be willing to get your permission for release of the
information even when it is meant for academic use if such permission is required by
your organization. |
Therefore, your genuine, honest, and prompt response is a valuable input for the quality
and successful completion of the project.
General Instructions
» There is no need of writing your name
» In all cases where answer options are available please tick (¥ ) in the appropriate
box.
» For questions that demands your opinion, please try to honestly describe as per
the questions on the space provided
Thank you, for your cooperation and timely response in advance
Thank you,
Nigatu Teshome



Section One— Demographic Information

1. years of service in the organization
(] Less than one year
() 1-3 years
(J4-5 years
() 6-10 years
(] Greater than 10 years

2. years of service on the current job
(ULess than one year
(J1-3 years
(J4-5 years
(J6-10 years
(Greater than 10 years

3. your age
(118-25
(126-40
(141-50
(51-60
61+

4. sex

(DJMale (JFemale

o

Highest formal education attended
(JHigh school
-Technical school (J1 year
()2 years
(_JOther
- College (] 1year
(J2 years
()3 years
(UBachelor’'s Degree
(LJAdvance Degree studies

6. your status in performance appraisal system of the organization
() Ratee

(] Rater



Section Two — Please indicate the level of your agreement with the

statement below.

Term definition:
PA - Performance Appraisal.
PAP- Performance Appraisal Process

1. Is there a formal performance appraisal system in your organization

(J Yes
() No
(J I do not know

NO

Question

Strongly
agree

Agree

Neither agree
or disagree

disagree

Strongly
disagree

Setting performance expectation/goal

The performance appraisal process requires that
performance expectations be set for me at the start of
a rating period

My rater clearly explains to me what he or she
expects for my performance

My rater regularly explains to me what he or she
expects of my performance

The PAP allows me to help set the performance
standards that my supervisor will use to rate my
performance

Rater confidence

My organization makes sure that I am assigned a
rater who is qualified to evaluate my work

My organization ensures that I am assigned a rater
who knows what I am supposed to be doing

My organization makes sure that my rater
understands the requirements and difficulties of my
work

My organization makes sure that my rater
understands the PAP rating procedures and rating
format

My organization makes sure that I am assigned a
rater that knows how to evaluate my performance




Appraisal format and its content

10 | The PAP makes sure that my performance
expectations measure what I really do for the
organization

11 | The expectations set reflect the most important
factors in my job

Providing feedback

12 | My rater/organization lets me know how I am doing

13 | My rater/organization gives me feedback regularly

14 | My rater/organization routinely gives me feedback
that is important to the things I do at work

15 | My rater/organization reviews with me my progress
towards my goals

Accuracy of rating

16 | My performance rating is base on how well I do my
work

17 | My performance rating reflects how much work I do

Explaining rating decision

18 | My rater/organization helps me to understand the
process used to evaluate and rate my performance

19 | My rater takes the time to my rating result

20 | My rater lets me ask him or her questions about my
performance rating

21 | My rater helps me understand what I need to do to
improve my performance

Appeal Procedure

22 | I have ways to appeal a performance rating that I
think is biased or inaccurate

23 | I can challenge a performance rating if I think it is
unfair

24 | My performance rating can be changed if I can show
that it is incorrect or unfair

25 | I am comfortable in communicating my feelings of
disagreement about my rating to my supervisor

Reaction towards the overall performance
appraisal system

26 | overall, I think the PPR system is fair

27 | T am satisfied with the appeal process of the
performance appraisal system

28 | I am satisfied with the feedback aspect of
performance appraisal system

29 | I am satisfied with the way the PA system is used to
evaluate and rate my performance




My organization needs to make certain adjustments
30 | to the existing PA system
31 | I think my organization should change the way they
evaluate and rate job erformance

Section Three — if you wouldd fike to adyf amy comments about your answers,
or the ®A system, please would You write them below,

T
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