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ABSTRACT
The general objective of the study was to investigate the effect of the performance appraisal on the employees’ performance in North Shewa Zone of Oromia Regional State. The study was considered the purpose, methods, process and feedback of performance appraisal influence the dependent variable employee performance .The study was applied quantitative data that was the numeric values that indicate how much or how many of something. The target populations were 898 employees from the four offices from North Shewa Zone of Oromia Regional State such as Health, Education, Agricultural and Fiche City Administration. For the purpose of this study the offices was selected by non probability sampling approach and simple judgmental sampling technique. Accordingly, the 277 respondent employees were selected by using non probability sampling approach specifically convenient sampling technique. Quantitative data gathered via questionnaire was edited, coded and entered into statistical software SPSS and analyzed by both descriptive and inferential statistics. The result of the study indicated that there is a positive association between the dependent variable employees’ performance and independent variables. Compared to other relationship considered in this study, establishing standards of performance is ranked last in its magnitude of correlation, communicating of performance standards is ranked second in its magnitude of correlation, measuring actual performance is ranked third in its magnitude of correlation, comparison actual performance with standards is ranked fourth in its magnitude of correlation and initiating corrective action is ranked first in its magnitude of correlation. Finally, in order for the four offices, to be benefited the most out of the employee performance forwards the recommendations for the management regarding the purpose, methods, process and feedback of employees’ performance appraisal and forward suggestion for other researchers.
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CHAPTER ONE
[bookmark: _Toc67919468]INTRODUCTION
[bookmark: _Toc67919469]1.1. Background of the Study
Performance management is continuous process of identifying, measuring and developing performance in organizations by linking each individual’s performance and objectives to the organization’s overall mission and goals (Montebello, 2003). As to Dessler (2003), performance management process encompasses goal settings, employees' selection and placement, performance appraisal, compensation, training and development (Menalegn, 2008). 
Performance appraisal is a systematically aligned process that accesses the individual’s performance in the job responsibilities given to him. It is a holistic process which brings together many activities which in a combined way contribute to the high levels of organizational performance. It helps the organization to make the effective and efficient utilization of their resources towards attaining their strategic goals by providing feedback to the employees. 
[bookmark: _Toc67919470]Since the basic purpose of performance appraisal is to make sure that employees are performing their jobs effectively, the process should be carried systematically. As far as the process is concerned, some argue that the top management of the organization should establish performance standards first, then communicate the standards to the employees, then measure actual performance of the employees, then compare it with the established standards and finally, take corrective actions if any (Matthis and Jackson, 2008). Though there is no rigid procedure to be followed, many writers agree that the process of performance appraisal commonly involves the following basic steps: (1) conducting job analysis; (2) establishing standards of performance; (3) communicating of performance standards to employee, (4) measuring actual performance; (5) comparison actual performance with standards; and (6) Initiating corrective action, if necessary (Daoanis, 2012; Mamoria&Rao, 2012).
The appraisal starts by formulating performance standards i.e. what they expect from their employee in terms of outputs, accomplishments and skills. The standards set should be clear and objective enough to be understood and measured (Joshi, 2013; Abraham, 2020). According to (Leonard, 2019), performance standards are not arbitrary. These standards are necessary with each job position because the performance standards are used to fulfill the mission and vision of the company. Performance standards are established through job descriptions, employee handbooks, and operational manuals. Standards are subject to adjustment, based on changes in business needs
Establishing performance standards is not enough. The established standards should be shared communicated with the employees. Even though standards are written and distributed in company manuals, there also should be a specific onboarding process that summarizes the company's expectations. Regular meetings’ reviewing the standards and expectations repeat to employees that everybody must meet certain minimum requirements to recall employment or to be eligible for raises or promotions (Leonard, 2019). To make effective communication feedback is necessary from the employees to the manager as it will help for the manager to ensure that the information was delivered as it was intended (Decenzo and Robbins, 2010; Joshi, 2013).
Measure actual performance is clearly defined standards are easy to measure. Leaders track and regularly review how employees are performing. Attendance might be reviewed weekly when the schedules are made. Business leaders need to determine how often different performance standards are reviewed, based on how it affects business achievement (Leonard, 2019). Personal observation, statistical reports, oral reports, and written reports are used to measure actual performance (Joshi, 2013).
Compare actual performance with standards is the step of performance appraisal the actual performance is expected to be compared with the standard (Aswathapa, 2007; Joshi, 2013). Employers usually set performance standards, based on experience and industry data. Every business and its employees are unique. However, comparing one employee against all others who perform the same tasks gives an employer an idea about whether or not the underlying issue is the employee or if it's a bigger issue of training or operations obstacles (Leonard, 2019).
 Discuss the appraisal with the employee is the step that the results of the appraisal are discussed periodically with the employees about their strength and weakness so that performance is improved (Joshi, 2013). Performance appraisals must be reviewed with employees to be effective. Sit down with each employee to review the standard expectations and provide feedback about what has been done well and what areas need improvement. Make sure all feedback is written in objective terms and speak to employees in a professional, positive manner. Use performance review meetings to not only give employees feedback but also to gather feedback from employees about personal performance, professional goals, and feedback on company protocol (Leonard, 2019).
On sixth step that is the initiate corrective action can be instant or basic. The instant one deals with the symptoms whereas the basic one deals with the causes and an action plan for future performance appraisals (Aswathapa, 2007; Joshi, 2013, Abraham, 2020). Build bigger goals around areas of employee success and provide specific plans of action where improvement is needed. Get employees invested in growth by asking them to include personal expectations and goals as part of the development plan. Have employees sign the plan, and accept its contents, including agreeing to the action plans. Once signed, make a copy for the employee and make another for the human resources file (Leonard, 2019).
Kiflu and Wu, (2023) evaluated the employee satisfaction towards performance appraisal system (four offices from North Shewa Zone of Oromia Regional State such as Health, Education, Agricultural and Fiche City Administration). Based on the findings, the researcher concluded that employee satisfaction is an important goal of an organization; since employee satisfaction is strongly related to the productivity, profitability, employee’s retention and customer satisfaction. From the finding of this study and in combination with those obtained in previous research, suggest that feedback, employee participation and perceived fairness in the performance appraisal play a vital role for employee satisfaction towards the performance appraisal system.
In this study the researcher inspired to fill the gap which problem occurred and complaints presented by the organization’s staff at different levels following to the organization failed to follow the procedures (planning, execution, assessment and review) typically requires for performance appraisal and unable to use the performance appraisal for improving and encouraging employees due to evaluators are not be aware of the factors that can cause problems with the process.
1.2. Statement of the Problem
Performance appraisal system provides information to management about employee’s performance which can be used for succession planning by identifying people with potentials. It helps the management to take administrative decisions such as, pay increase, promotion, placement, transfer and lay off to help supervisors know their subordinates and gives an opportunity to the subordinates to know where they stand with the boss. Unfortunately, the early development of appraisal systems relied on informal judgments of personality traits. These personalities were difficult to measure objectively and supervisors tended to evaluate subjectively according to their own preconceived biases, rating errors rampant, feedback wars viewed as punishment by employees (Rock and Jones, 2015). 
Traditional performance appraisal is a one way process where the supervisor or manager is solely engaged in the whole appraisal process from the setting of the standards to rating and giving scores to the employees with a very limited involvement (Dessler, 2003). Performance appraisal is the systematic process by which an agency involves its employees, as individuals and members of a group, in improving organizational effectiveness in the accomplishment of agency mission and goals. Performance appraisal serves as a motivation tool. Through evaluating performance of employees, one’s efficiency can be determined if the targets are achieved. This very well motivates employees for better job and helps them to improve their performance in the future (Hodgetts, 2007). 
According the study by Tekalegn, Solomon and Gebre, (2016) explore the effect of Performance appraisal process on employee performance in Hawassa university administrative staff. The findings revealed that improvement on establishing performance standards, communicating established standards, measuring actual performance and compare with standards, discussing the appraisal and giving feedback and indicating corrective action with employee performance has influence the effectiveness of the performance appraisal system. 
The performance appraisal is intended to gather crucial information and measurements about the action 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 (Raman& Shah, 2012). According to Grote (2002) 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. Obisi, (2011) 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) 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 conflict which could be caused by the appraisal. 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. 
Based on the preliminary study performed by the researcher with the employees of North Shewa Zone of Oromia Regional State such as Health, Education, Agricultural and Fiche City Administration the following indicators of the problem on the reward management practice of the company identified. These are: the managers didn’t put in a system of regular staff appraisals and the managers didn’t let the employees to know how they contribute to the company and how they make a difference; the managers didn’t clarify the employee’s role about how the employee is expected to perform their job; the management of the company didn’t let employees’ to participate in decision making that their input with regard to decision making is valued or that they are able to influence decisions at the workplace especially with regards to their job functions. The employee’s didn’t get the recognition and praise received from immediate superior for good service delivered; performance evaluation is not linked to rewarding; coordination among departments and divisions looks weak. Resource allocation might not be consistent and flexible; junior managers seem not to have enough knowledge on jobs and situations of other divisions or teams. Since major tasks for managers are coordination with related divisions/teams, lack of capability for the coordination may cause fatal results for good management; Employees in the offices seems taking attitudes of guiding rather than trying to improve performance together with profit centers or than to serve to persons in regions and zones; Monitoring and evaluation seems weak to improve the project management.
In this study the researcher inspired to fill the gap which problem occurred and complaints presented by the employees four offices from North Shewa Zone of Oromia Regional State such as Health, Education, Agricultural and Fiche City Administrationat different levels following to failed to follow the procedures (establishing standards of performance, communicating of performance standards to employee, measuring actual performance, comparison actual performance with standards) typically requires for performance appraisal and unable to use the performance appraisal for improving and encouraging employees due to evaluators are not be aware of the factors that can cause problems with the process.
Even though several significant studies in Ethiopia by (Almas Sabir, (2017); Eniye, (2007); Aschalew, (2015); Abdurezak and Tigist, (2019); Genet, (2017); Wondwosen, (2016); Solomon, (2016); Abeba, (2016); Muluwork, (2018)) have used the different variables to evaluate employee performance appraisal practice but it affects the result on the limited scope and under the influence of few variables. This study by taking this as a literature gap to investigate the effect of  the performance appraisal on the employees performance North Shewa Zone of Oromia Regional State such as Health, Education, Agricultural and Fiche City Administration at by using the conceptual model identified by (Tekalegn, Solomon and Gebre, (2016); Teshome (2014); Nigatu, (2007); Gethanu (2013); Bereket, (2021); Tekle, (2021); Kiflu and Wu, (2023) the appraisal process involves five process of performance appraisal namely establishing standards of performance, communicating of performance standards to employee, measuring actual performance, comparison actual performance with standards; and Initiating corrective action. In this the researcher is effect of the performance appraisal on the employees performance in four offices from North Shewa Zone of Oromia Regional State such as Health, Education, Agricultural and Fiche City Administration each of the phases will be used the process of performance appraisal commonly involves (establishing standards of performance, communicating of performance standards to employee, measuring actual performance, comparison actual performance with standards; and initiating corrective action.
[bookmark: _Toc67919472]1.3. Objectives of the Study
[bookmark: _Toc67919473]1.3.1. General Objective
The major objective of the study is to investigate the effect of the performance appraisal on the employees’ performance in North Shewa Zone of Oromia Regional State.
[bookmark: _Toc67919474]1.3.2. Specific Objective
The specific objectives of the study were:  
· To evaluate whether the established performance standards in organization will lead to better employee performance of North Shewa Zone of Oromia Regional State staff or not.
· To assess how communicating performance expectation to employee within organization has effect on better employee performance at North Shewa Zone of Oromia Regional State.
· To identify how measuring actual performance of employee based on established standards has effect on employee performance of North Shewa Zone of Oromia Regional State staff 
· To investigate the discussion on appraisal result and giving feedback has relation to better employee performance at North Shewa Zone of Oromia Regional State. 
· To find out the relationship between indicating the corrective actions (Decision making) and employee performance at North Shewa Zone of Oromia Regional State. 
[bookmark: _Toc67919475]1.4. Significance of the Study
Investigating the effect of the performance appraisal on the employees’ performance in North Shewa Zone of Oromia Regional Statewill helps the management to take administrative decisions such as, pay increase, promotion, placement, transfer and lay off to help supervisors know their subordinates and gives an opportunity to the subordinates to know where they stand with the boss.. This study, therefore, will have the following immense importance. 
First, the study was a step towards the researcher’s future educational career. Second, even though research studies related to the area of the performance appraisal practice are plenty, those that are concerned in the financial system of developing countries are few. This study, therefore, attempts all the best to contribute to the literature by the effect of the performance appraisal on the employees’ performance in North Shewa Zone of Oromia Regional State. 
Last but not least, the study will be notably contribute to other studies will be made in different other sectors by providing the picture of the factors determining the performance appraisal practice and their effect on the providing information to management about employee’s performance by serving as a reference point.
[bookmark: _Toc67919476]1.5. Scope of the Study			
The scope of the study was restricted on the investigating the effect of the performance appraisal on the employees’ performance in North Shewa Zone of Oromia Regional State. The study wasused the conceptual model identified by (Tekalegn, Solomon and Gebre, (2016); Teshome (2014); Nigatu, (2007); Gethanu (2013); Bereket, (2021); Tekle, (2021); Kiflu and Wu, (2023) the five process of performance appraisal namely establishing standards of performance, communicating of performance standards to employee, measuring actual performance, comparison actual performance with standards; and Initiating corrective action. 
This study was delimited to from four offices from North Shewa Zone of Oromia Regional State such as Health, Education, Agricultural and Fiche City Administration. For the purpose of this study government offices were selected by probability sampling approach and stratified sampling technique. Two hundred seventy seven respondents were selected by using non probability sample approach and convenient sample technique. 
1.6. Organization of the Study
The study was divided into five chapters in order to provide clarity and coherence on the discussion of the study. The first part of the study was discussed the background, problem statement, questions and objectives and the significance and limitations. The second chapter was discussed the relevance of the study in the existing literature. The third part of the study was discussed the methods and procedures used in the study. The chapter was comprised the presentation of the utilized techniques for data collection and research methodology. The fourth chapter was discussion of the results of the study. The data was presented statistically treated in order to uncover the relationship of the variable involved in the study. The last chapter was comprised three sections: the summary of the major findings, conclusions of the study, and the recommendations. With the three portions, the chapter was addressed the problem stated in the initial chapters of the study. Reference and annex was provided in the final part of the paper.
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CHAPTER TWO
[bookmark: _Toc67919479]REVIEW OF THE RELATED LITERATURE
[bookmark: _Toc67919480]This chapter is envisage the theoretical review discuss regarding the five process of performance appraisal namely establishing standards of performance, communicating of performance standards to employee, measuring actual performance, comparison actual performance with standards and Initiating corrective action and their effect on the employees’ performance. The empirical literature reviews the previous significant studies and the conceptual framework conceptualized the frame work on the effects of the performance appraisal elements on the employees’ performance.
2.1. Theoretical Review
[bookmark: _gjdgxs]2.1.1. Overview of the Performance Management
Performance management (PM) is widely advocated as a way to develop employees (Aguinis, 2013; Cascio, 2014). Broadly speaking, PM can be defined as identifying, measuring, and developing the performance of individuals and teams and aligning performance with the strategic goals of the organization (Aguinis, 2013). This simple definition underscores the close alignment between PM practices and Human Resource Development (HRD). The link is further evidenced by Werner’s (2017) review of the literature in which they proposed four core purposes of HRD: improving individual or group effectiveness and performance; improving organizational effectiveness and performance; developing knowledge, skills and competencies and enhancing human potential and personal growth. 
PM is important to HRD for several reasons. First, there is the significant overlap between the above-mentioned definition of PM and the four core purposes of HRD. Second, Werner (2014) argues that PM is a research area that could bridge Human Resource Management (HRM) and HRD given that appraising employees is a core function of HRM and improving individual and organizational performance is key for HRD. Third, HRD scholars advocate the use of coaching as an HRD intervention within the PM context (Ellinger, 2014; Werner, 2017). The HRD professional plays a role in training managers to be effective coaches and have the requisite interpersonal skills, and creating a climate that facilitates coaching (Werner, 2017). These coaching elements are very much aligned with the broadening of PM beyond the annual performance review process.  
Despite the potential of PM systems to positively support the organization and enhance both employee and organizational performance, the reality faced by practitioners may be very different (Aguinis, Joo, & Gottfredson, 2011; Bragger et al., 2014; Davis, 2011; Pfeffer, 2009). In fact, PM systems, which include sometimes very blunt Performance Appraisal (PA) practices, have been called the “Achilles’ heel” of organizational processes (Pulakos, 2012; Pulakos, Mueller-Hanson, O’Leary, & Meyrowitz, 2012). Perhaps because of this more skeptical view, a significant shift in PM practices has been witnessed more recently with calls made to make PM more comprehensive, holistic and ultimately more ‘developmental’ in nature. For example, Rock and Jones (2015) found that approximately 30 large companies, such as Adobe, Deliotte, and GE, were changing their PM systems away from PA ratings, annual performance goals, and forced rankings which traditionally pit employee against employee towards the use shorter-term goals which emphasize ongoing discussions between employees and their managers. The underlying reasons for this shift included the changing nature of work (now often team-based and global); the need for increased teamwork (versus competition); and, perhaps most pertinently, the need to attract, develop and retain talent through more frequent feedback which was seen to facilitate engagement and development. This trend, as we describe below, represents a shift from PM systems characterized by an emphasis on annual PA towards a more developmental PM model (Pfeffer, 2009).
2.1.2. Performance Appraisal
Performance appraisal system is a crucial component in every organization. Performance appraisal has become a tool for improving employees’ development and organizational growth. People are employed to execute some particular duties in return they are rewarded by the organization for the job performed or services provided. Performance appraisal can be recognized, relate and applied in dissimilar methods in organizations. With performance appraisals in categories, the category is familiar to propel everyone to discharge their duties at the maximum level and consequently members may be optimally stimulated to take part in performance appraisal. According to Vasset, Mamburg&Furunes (2012), performance appraisal must have a positive motive and employees must be take part in the performance appraisal if they are to ameliorate their job performance.
For an organization to attain its aims, planning of the appraisal exercise is key topics that must be tackled to allow it attain its aim like employees development, plus improvements, promotions and assignments in  managerial  positions,  punishment  and  persuasion,  salary  increase,  staff  performance  feedback  and determining their educational needs.   Thus, an appraisal can be regarded as a  key factor in spotting the employees’ talents and capabilities and its result can make them aware of advancements, plans and goals.  Anso, (2014) opined that performance appraisal has come out as a tool for intensifying organizational growth and career development.  Performance appraisal is a steady process through which performance of employees’ are identified, measured and improved in the organization.   In order to ensure that the organization system is understood by employees and effectively put into action by management, appraisal performance is applied(Pichler, 2012).  It is important that performance appraisal is periodically conducted to assess and evaluate an employee’s job performance to measure against the stated standards required of the staff.  It is important that employees in the organization know exactly what is expected of them, and the yardstick by which their performance will be measured and the out-come made known to them(Rowland and Hall, 2012).
Performance appraisal system is pivotal element of the overall human resource management function in the workplace.   Meyer (2001) asserts that there is a growing use being made of the performance appraisal process.  Boyel (2007) noted that the increase use is generally, motivated by an organizational desire to affect employee behaviors, attitudes and ultimately organizational performance.  This is as a result of the formation of goals at the initial point of the evaluation cycle, which furnishes employees with clear performance targets, the monitoring of performance during the evaluation cycle, which can be used to help poor performance and the reinforcement laid out for good performance through the available rewards like increase pay(Solomon, 2016).  The capability to reach these positive outcomes will be a function of the quality of the performance appraisals occurrence. Performance appraisal is a complex process and there is scope for variation, particularly when the supervisor is needed to make personal judgements of employee performance; principles of work planning, setting of agreed performance targets, feedback and reporting.  It is connected to other human resource management systems and processes plus development, career progression, recruitment, placement, incentives and sanctions (Paul & Laurel, 2010).
The concept of performance is linked to the achievement of the organization in relation to the goals that are set which must be accomplished through the contributions of each employee. The concept of performance is often confused with productivity(Rowland and Hall, 2012).  Productivity is a concept that is more related to the ratio between input and output, while performance is a wider concept that embraces both the economic and operational areas of a business.  Performance refers to excellence, and comprises productivity and profitability among other non -cost factors, such as speed, flexibility, quality and delivery.  Tangen (2005) asserts that efficiency and effectiveness are two terms that are somewhat cross-functional in regard to performance, productivity and profitability. Business dictionary (2015) defined performance as the accomplishment of a given task measured against preset known standards of completeness, cost, accuracy and speed.  In a contract, performance is deemed to be the fulfilment of an obligation, in a manner that releases the performer from all liabilities under the contract.
Folan& Browne (2005) assert that organizational performance is a source of influence to the actions taking by firms and the level at which an organization realizes its goals as well as the stated objectives of the organization through the strategies and polices of the organization.  To Carton & Hofer (2006) the notion of organizational performance is pined on the premise that it is a combination of productive assets made up of human, physical, and capital resources, for the major reason of accomplishing a shared purpose.   Jones & George (2009) assert that organizational performance is the measure of how a manager utilizes the resources of the organization efficiently and effectively to accomplish the goals of the organization as well as satisfying all the stakeholders.   Some other writers like Richard, Devinney, Yip & Johnson (2009) viewed organizational performance as a term that is made up of three major areas of firm outcomes as given – (1) product market performance such as sale, market share etc, (2) financial performance that is made up of profits, return on assets (ROA), return on investment (ROI) etc. (3) shareholders return such as total shareholder return (TSR), economic value added (EVA).  Selden and Sowa (2004) opine that organizational performance is designed to mean that organizations are to accomplish certain goals that are both intrinsically and implicitly specified.  An individual or a group of individuals are motivated by the expectations and rewards at their disposal and exert effort to meet the needs and goals.   In short, organizational performance is an approach used to assess the progress made toward  goals,  identifying  and  adjusting  issues  that  have  hindered  the  progress  of  the  organization in  a competitive business area(Rowland and Hall, 2012).
 Performance evaluation is defined as a process of assessing and communicating with employees in how they can improve their performances. Martinez, (2001) asserts that performance management is essentially about measuring, monitoring and enhancing the performance of employee as a key contributor to overall performance of the organization.   According to  Dessler (2008) performance management is the process that unites goal setting, performance appraisal and development into a single common system whose aim was to ensure that the strategic aim of the company is fully supported by the employees’ performance.  Baron and Armstrong (2007) define performance management as an integrated and a strategic  approach  towards  enhancing  the  organizational  effectiveness  by  bettering  the  performance  of employees as well as through developing the individuals and teams capabilities. In the cause of this study, this definition given by Baron and Armstrong, (2007) is embraced for it includes employee efficiency and performance.
2.1.3. Objectives of Performance Appraisal 
Performance appraisal is undertaken for a variety of reasons. According to Dixit, (2007), review of organizational practices shows that organizations undertake performance appraisal exercises to meet certain objectives which are in the form of salary increase, promotion, identifying training needs, providing feedback to employees and putting pressure on employees for better performance. The overall purpose of Performance appraisal is to provide information about work performance. According to Gomez-Mejia, et al; (2001) (cited by S. Govender, 2006), this information can serve a variety of purposes, which generally can be categorized under two main headings, administrative purposes and developmental purposes. Developmental purposes of performance appraisal can serve individual development purposes by: Providing employees with feedback on strengths and weaknesses; Aiding career planning and development and providing inputs for personal remedial interventions, for example, referral of an Employee Assistance Program. 
According to Chris, (2011) performance appraisal has been considered as a most significant and indispensable tool for an organization, for the information it provides is highly useful in making decisions regarding various personnel aspects such as promotions and merit increases. Performance measures also link information gathering and decision-making processes, which provide a basis for judging the effectiveness of personnel sub-divisions such as recruiting, selection, training and compensation. If valid performance data are available, timely, accurate, objective, standardized and relevant management can maintain consistent promotion and compensation policies throughout the total system, (Paul & Laurel, 2010). Performance appraisal also has other objectives, which Rowland and Hall, (2012)articulates includes: It provides systematic judgment to the organization to back up salary increases; it is a means of telling a subordinate how he is doing and suggesting needed changes in his behavior, attitude and skill or job knowledge. It lets him know where he stands with the boss; It is being used as a base for coaching and counseling the individual by the superior. 
These roles of performance appraisal are quite important. However, as stated by Werner, (2017), these roles can be performed only when there is systematic performance appraisal and various relevant decisions are made objectively in the light of result of performance appraisal. To be systematic and objective in performance appraisal managers require an understanding of various intricacies involved in performance appraisal like methods of performance appraisal, problems in performance appraisal and how these problems can be overcome. Thus, appraisal can work automatically as control device (Newstrom, 2007).  
2.1.3.1. Primary Objective of a Performance Appraisal 
The primary objective of a performance appraisal is to ensure the maximum utilization of every employee’s skills, knowledge, and interests. At first glance, this deceptively simple statement appears to be completely employee-directed. In truth, organizations that focus on the full use of each individual’s abilities and areas of interest have a more motivated workforce; this, in turn, positively affects productivity, thereby increasing the organization’s competitive edge. In the end, everyone benefits (Ellinger, 2014).
2.1.3.2. Secondary Objectives of a Performance Appraisal 
Performance Appraisal objectives extend beyond the primary focus cited above. They also serve to enhance employer employee relations. This is accomplished by strengthening the overall working relationship between managers and employees; developing a mutual understanding between managers and employees about performance expectations, goals, and measured criteria; encouraging employees to express themselves openly concerning performance-related issues; encouraging managers to examine their own strengths and areas requiring improvement; and helping managers to coach and counsel their employees as needed (Newstrom, 2007). Performance appraisals also permit HR to perform key tasks more effectively by providing supportive data for decisions concerning salary increases, promotions, and disciplinary action (Cascio, 2014).

2.1.4. Reason for Appraisal 
As quoted on Gerald, (2005) there are several reasons why appraisals are carried out in organizations. These may be summarized as to identify an individual’s current level of job performance, employee strengths and weaknesses, training & development needs and potential performance to enable employees to improve their performance; to provide information for succession planning and basis for rewarding employees in relation to their contribution to organization goals and to motivate individuals(Newstrom, 2007).
According to Varsha (2007) states that performance appraisals are also essential for career and succession planning. Performance appraisals are important for staff motivation, attitude, and behavior development, communicating organizational aims, and fostering positive relationships between management and staff. Performance appraisals provide a formal, recorded, regular review of an individual’s performance, and a plan for future development. Annual performance appraisals enable management and monitoring of standards, agreeing expectations and objectives, delegation of responsibilities and tasks. In short, performance and job appraisals are vital for managing the performance of people and organizations (Cascio, 2014). 
2.1.5. Challenges and Problems of a Performance Appraisal System 
According to Dixit, (2007) explained that every organization undertakes performance appraisal, either formally or informally. There are certain barriers, which work against effective appraisal system. Some of them are more pronounced and need to be identified so that suitable measures can be taken to reduce their impact to a minimum level.   Distortion – distortions occur in the form of biasness and errors in making the evaluation (Pichler, 2012). An appraisal system can have a distortion like halo effect, central tendency, first impression, horn effect and stereotyping. poor appraisal forms – the appraisal process might also be influenced by the following factors relating to the forms that are used by raters; the rating scale may be quite vague and unclear; the rating form may ignore important aspects of job performance; the rating form may contain additional, irrelevant performance dimensions; the form may be too long and complex; lack of rater preparedness – the raters may not be adequately trained to carry out performance management activities. This becomes a serious limitation when the technical competence of rate’s going to be evaluated by a rater who has limited functional specialization in that area (Micah, 2014). 
The rater may not have sufficient time to carry out appraisals systematically and conduct thorough feedback sessions. Sometimes the rater may not be competent to do the evaluation owing to a poor self-managing and lack of self-confidence. They may also get confused when the objectives of appraisal are somewhat vague and unclear. 
2.1.5.1. Absence of Clear Explanation on Performance Standards 
Plunkett 1996: 481 (cited by S. Govender, 2006) states that unless supervisors clearly define and properly communicate the standards of performance, when gathering information and making observations of their subordinates, they will not be able or capable of making and sharing adequate appraisals. 
2.1.5.2. Standards which are not Tailored to the Nature of Jobs 
 According to Dessler, 1997: 344 (cited by S. Govender, 2006), standards must be job related; reasonable and challenging in order to have the most potential to motivate. Standards without objective evaluation criteria will cause the raters to make subjective guesses or feelings towards performance. 
2.1.5.3. Ratting Error 
Furthermore, raters’ evaluations are often subjectively biased by their cognitive and motivational states (Saifuddin, Allah,  Farzand and Muhammad, 2012), and supervisors often apply different standards with different employees, which results in inconsistent, unreliable, and invalid evaluations. Concentration on goal attainment contributes to the fairness of the system by lending an air of rational objectivity to performance appraisal (Mount, 1984). 
2.1.5.4. Lack of Clarity on How Performance is Going to be Measured 
Goal-setting theory suggests that appraisal criteria and performance goals should be clear and understandable so as to motivate the appraisee, otherwise the appraisee would not know what to work towards (Locke and Latham, 2002). This knowledge may well decrease job ambiguity, a source of stress for some individuals. 
2.1.5.5 Lack of Well-Designed Process and Procedures 
According to Beer (1987) many of the problems in PA stem from the appraisal system itself: the objectives it is intended to serve, the administrative system in which it is embedded, and the forms and procedures that make up the system. In addition, the performance system can be blamed if the criteria for evaluation are poor, the technique used is cumbersome, or the system is more form than substance. If the criteria used focus solely on activities rather than output (results),or on personality traits rather than performance, the evaluation may not be well received (Pan and Li, 2006; Ivancevich, 2004). 
As cited by Zachary (2010), Walters (1995) outline the main Performance Appraisal challenges in the performance appraisal process: Determining the evaluation criteria: Identification of the appraisal criteria is one of the biggest problems faced by the top management. For the purpose of evaluation, the criteria selected should be in quantifiable or measurable terms.  Lack of competence: Evaluators should have the required expertise and the knowledge to decide the criteria accurately. They should have the experience and the training necessary to carry out the appraisal process objectively. Therefore the rater should exercise objectivity and fairness in evaluating and rating the performance of the employees.  Resistance: The appraisal process may face resistance from the employees because of the fear of negative ratings. Therefore, the employees should be communicated and clearly explained the purpose as well as the process of appraisal. The standards should be clearly communicated and every employee should be made aware of what exactly is expected from them (Ivancevich, 2004). 
2.1.6. Performance Appraisal Process  
According to DeCenzo, (2010) performance appraisal process includes the following six steps.
1. Establish performance standards with employees. 2. Communicate expectations. 3. Measure actual performance. 4. Compare actual performance with standards. 5. Discuss the appraisal with the employee. 6. If necessary, initiate corrective action. 
2.1.6.1. Establish Performance Standards  
Newstrom, (2007) stated that the appraisal process starts with the establishment of performance standards in accordance with the organization’s strategic objectives. These performance standards should be clear and objective enough to be understood and measured. Too often, standards are expressed in confusing phrases that tell us little, such as „a full day’s work’ or “‘a good job’. What is a full day’s work or a good job? A supervisor’s expectations of employee work performance must be clear enough in his/her mind so that she/he will be able to, at some later date, communicate these expectations to his/her employees, mutually agree to specific job performance measures, and appraise their performance against these established standards. Employee job performance standards are established based on the job descriptions. Employees are expected to effectively perform the duties stated in the job descriptions form the broad criteria against which employee’s performance are measured (Sommer and Kulkarni, 2012). 
The appraisal process begins with establishment of performance standards in accordance with the organization’s strategic goals. These should evolve out of the company’s strategic direction and, more specifically, the job analysis and the job description. These performance standards should also be clear and objective enough to be understood and measured (Rowland and Hall, 2012). Too often, standards are articulated in ambiguous phrases that tell us little, such as “a full day’s work” or “a good job.” What is a full day’s work or a good job? A supervisor’s expectations of employee work performance must be clear enough in her mind so that she will be able to, at some later date, communicate these expectations to her employees, mutually agree to specific job performance measures, and appraise their performance against these established standards (Robbins, 2005). 
Performance standard is a discussion. It is the first step of an effective performance appraisal process. Performance standards typically involves a meeting of about an hour or so between an appraiser and an appraise (Pichler, 2012). The agenda for this meeting includes four major activities: Coming to agreement on the individual’s key job responsibilities, Developing a common understanding of the goals and objectives that need to be achieved, Identifying the most important competencies that the individual must display in doing the job and Creating an appropriate individual development plan (Sommer and Kulkarni, 2012).
One of the primary reasons that performance appraisal discussions are so awkward is that they are conducted in a vacuum. If the manager and the individual haven’t had a good discussion about requirements and expectations, if they haven’t talked about goals, if they haven’t had a meaningful dialogue about core competencies, then it will be impossible for the manager to honestly and ethically assess how well the individual has done in meeting those not discussed objectives (Yusof and Shamsuri, 2006).
Performance standard is the bedrock of an effective performance appraisal system. The performance-standards discussion gives the manager the chance to talk about her expectations and what she sees as genuinely important in the individual’s job. It gives the individual a clear operating charter so that he can go about doing his job with the full certainty that he’s working on the highest priority responsibilities and operating in a way that the organization expects (Newstrom, 2007).The primary tool to use in the performance-standards meeting is your company’s performance appraisal form. Since the form will be used months later to assess how well the individual did the job, it should be used from the start to plan the job expectations (Newstrom, 2007).
Some managers object that performance standards takes too much time; that people already know what the organization expects of them, and if they don’t well, just read the job description.These managers are wrong. How much time is involved? In most cases, the discussion itself lasts about forty-five minutes to an hour (Martin, 2010). There’s probably some time spent in preparation in advance of the meeting, and a little bit more time after the meeting to finish whatever paperwork is required. That period may be the most valuable time the manager spends in ‘‘people-management’’ activities during the entire year. A minute devoted to standards may prevent hours spent on correcting and responding to an anguished reaction during a performance appraisal discussion (Pichler, 2012).
The Manager’s Responsibilities in the Performance Standards
The manager has six primary responsibilities. Four of them will work on before the meeting with the individual. The other two will accomplish during the meeting (Latham, 2007).
Before the Meeting
1. Review the organization’s mission statement, or vision and values, and your own department’s goals.
2. Read the individual’s job description. Think about the goals and objectives the person needs to achieve in the upcoming appraisal period.
3. Identify the most important competencies that you expect the individual to demonstrate in performing the job.
4. Determine what you consider to be fully successful performance in each area
During the Meeting
5. Discuss and come to agreement with the individual on the most important competencies, key position responsibilities, and goals.
6. Discuss and come to agreement on the individual’s development plan (Latham, 2007).
Most of the work involved in effective performance standards happens in advance of the actual meeting. Before the meeting begins, the man-ager and the individual should each review the documents that will provide a big-picture perspective: the company’s mission statement; the corporate vision and values statement, if there is one; the organization’s strategic goals for the upcoming year; the department or division goals; and the individual’s job description (Field, 2005). The manager needs to think about the goals the individual needs to accomplish over the upcoming twelve months and the important competencies or behaviors the man-ager expects the individual to display in her performance (Field, 2005).
If the manager hasn’t already set a goal for the department, the time to do it is before the standards meeting begins (Karimi, 2007). Once the manager has identified goals for the whole department, he can ask each subordinate to set individual goals that help ensure that the overall department goals will be met. Few organizations have job descriptions that would qualify as models of excellence. But no matter how good or bad your job descriptions are, they may be useful sources of data to indicate areas where the individual needs to concentrate attention over the course of the year (Gupta and Kumar, 2013).
During the meeting the manager will discuss the goals for the department and the company as a whole. He needs to work with the individual to set important, measurable, and meaningful goals that will help accomplish the department’s and the organization’s mission. Therefore it’s important to walk into the meeting with some specific ideas for areas in which the individual should consider setting goals (Gupta and Kumar, 2013). The manager and the subordinate then review the most important parts of the individual’s job and talk about which responsibilities are the most critical to success. The goals and key responsibilities comprise the ‘‘what’’ of the job: the results, outcomes, or products. But just producing results isn’t the complete story. The other part is the ‘‘how’’ of the job: the behaviors, competencies, or performance factors (Karimi, 2007). Once the goals and responsibilities have been identified and reviewed, the appraiser and appraise will need to talk about how the job will be done. If the company has identified core competencies that it expects every employee to display, re-viewing these will allow the manager and the individual to identify the ones that are of particular importance in the individual’s specific job. If the company hasn’t formally identified competencies, then it’s up to the manager to talk about what behaviors and skills and attributes she will be looking for in the individual’s performance. The manager should begin the meeting having thought through how she wants the job to be done (Jawahar, 2006).
Along with discussing the how and what of the job competencies and results they will also need to talk about how the individual’s performance will be measured. The manager needs to describe what level of performance she will consider to be ‘‘fully successful.’’ When the subordinate asks, ‘‘Boss, what will I need to do in order to get a good rating?’’ the manager needs to be prepared to respond (Jawahar, 2006).The final pre-meeting preparation the manager needs to engage in is thinking about the subordinate’s development needs. While creating and executing a development plan is the individual’s responsibility, the manager needs to be prepared with suggestions on areas where development will have a payoff (Dessler, 2013).If the manager is well prepared, then forty-five to sixty minutes should be sufficient to discuss key responsibilities, set goals, discuss competencies, talk about how performance will be measured, and re-view the individual’s ideas about plans for development (Dessler, 2013).
The Employee’s Responsibilities for Performance Standards
While the manager has six important responsibilities in the standards phase of performance appraisal, the individual actually has seven. Again, most of the responsibilities involve activities that happen before the actual meeting (Cole, 2002).
Before the Meeting
1. Review the organization’s mission statement and the employee own department’s goals.
2. Review your job description and determine your critical responsibilities.
3. Think about the job and identify the most important goals the employee feel the employee should accomplish in the upcoming appraisal period.
4. Think about what the employee consider fully successful performance in each area.
During the Meeting
5. Discuss and come to agreement with your appraiser on the most important competencies for your job, key position responsibilities, and goals.
6. Discuss and come to agreement on your personal development plans.
7. Make full notes on a working copy of the performance appraisal form. Keep the original of the form and give a copy to the appraiser (Cole, 2002).
Before the meeting the individual should do the same kind of advance standards that the manager is expected to do: Think about what the most important job responsibilities are, identify some possible goals for review during the standards session, consider the important competencies required for success in the job, and think about how job performance will be measured. But there is one area that the individual has primary responsibility for: development standards (Caroline, 2011).
Before the meeting the individual needs to think about his or her future goals and the development efforts that it will take to reach them. While the manager bears most of the responsibility for identifying the goals, responsibilities, and competencies he expects from the individual, the individual is the prime mover in identifying developmental areas and needs (Caroline, 2011).
In addition to identifying the general area where developmental attention will be paid in the next twelve months, the individual should also think about the resources that will be needed to complete the plan (Brown, Haytt& Benson, 2010).In the meeting, both the manager and the individual will work together to come to understanding and agreement on the critical goals and responsibilities, the competencies, and the individual’s development plans for the upcoming year. The best tool to use to record all of these agreements and understandings is the performance appraisal form itself. The individual should use a blank copy of the form and make notes on the goals, competencies, and responsibilities that she will be held accountable for over the course of the year. When the meeting is over, the individual should make a copy of the form with all of the notes and send it to the appraiser. In that way, both parties to the performance transaction will have a full record of the expectations (Greg and Kenneth, 2009).
 2.1.6.2. Communicate Expectations/ Communicate Standards to Employees
Once performance standards are established, it is necessary to communicate these expectations; employees should not have to guess what is expected of them. Too many jobs have vague performance standards, and the problem is compounded when these standards are set in isolation and without employee input. Communication is a two way street: mere information transfer from supervisor to employee is not successful communication. For the appraisal system to attain its purposes, the employees must understand the criteria against which their performance is measured. As Werther and Davis (1996) also stated, to hold employees accountable, a written record of the standards should exist and employees should be advised of those standards before the evaluation occurs. Providing the opportunity for employees to clearly understand the performance standards will enhance their motivation and commitment towards their jobs.
Once the performance-standards phase has been completed, it’s time to get the job done to execute the plan. Communicate standards to employees is the second phase of an effective performance appraisal process. For the individual, the critical responsibility in Phase II is getting the job done achieving the objectives. For the appraiser, there are two major responsibilities: creating the conditions that motivate, and confronting and correcting any performance problems. In an effective performance appraisal system, communicate standards to employees also includes a midterm review to ensure that performance is on track (Frankfurt, 2011).
The Manager’s Responsibilities in the Communicate standards to employees
Essentially, communicate standards to employees consists of two major responsibilities for the manager. The first is to create the conditions that motivate people to perform at an excellent level. The other is to eliminate performance problems when they arise (Frankfurt, 2011).The manager also has some other responsibilities in the communicate standards to employees phase of the process. They are: maintaining performance records, updating objectives as conditions change, providing feedback and coaching for success, providing development experiences and opportunities, reinforcing effective behavior and conducting a midterm review meeting (Cole, 2002). Maintaining Performance Records is every manager has to keep track of how well the people in the department are doing. That’s why it’s important to maintain good records of individuals’ performance during the entire year (Latham, 2007).Updating Objectives as Conditions Change is over the course of a year, projects will be completed and the individual will move on to the next requirement. Some projects will be altered from the expectations and requirements that were set at the start. Others will be abandoned (Latham, 2007).
It’s important for the manager to regularly check on the projects, goals, and objectives that he and the individual agreed on during the performance-standards meeting. There are few situations more awkward for a manager than to have a subordinate come up and when that initiative was scrapped at a higher level months before (Marquardt, 2004).Providing Feedback and Coaching for Success is unless someone tells them differently, most people believe that they are doing a good job and are meeting the organization’s expectations. Providing routine and ongoing feedback is one of the characteristics of an effective manager. Ideally, people should be able to track their performance independently of their manager’s feedback. But good managers make a practice of consistently letting people know just what they are looking for and how their performance measures up (Marquardt, 2004).
Providing Developmental Experiences and Opportunities is people develop when they are presented with challenging situations, when they successfully complete the demands posed by those challenging situations, and when they reflect on what they did well and what they would do differently the next time a similar situation arises. Managers can accelerate the development of their people by making sure that they are intentionally presented with situations that will force them to learn and to grow (Martin, 2010).
Reinforcing Effective Behavior s Years ago, in one of the first rigorous studies of what works in performance appraisal and reinforcing the individual’s strengths and encouraging him to make even more use of those skills that were particularly well developed. Things haven’t changed from that original study of fifty years ago (Martin, 2010). Building on strengths almost always provides better performance than trying to shore up weaknesses. Of course, people problems have to be identified and resolved. But managers usually get a higher payoff from reinforcing those things that people are doing particularly well than by continually harping on their deficiencies (Paul and Laurel, 2010).Conducting a Midterm Review while ongoing, informal feedback is essential for effective job performance, a more formal mid-cycle review is a powerful technique for ensuring that people’s performance stays on track (Paul and Laurel, 2010).
The Employee’s Responsibilities in the Communicate standards to employees
The employee has one primary responsibility: Get the job done. There are, however, several others:
i. Solicit performance feedback and coaching.
ii. Communicate openly with your appraiser on progress and problems in achieving objectives.
iii. Update objectives as conditions change.
iv. Complete the development plan.
v. Keep track of achievements and accomplishments.
vi. Actively participate in the midterm review meeting.
vii. Solicit performance feedback and coaching. While the manager is responsible for providing performance feedback, the employee is also responsible for requesting it (Pichler, 2012).
Communicate openly with the appraiser on progress and problems in achieving objectives. ‘‘No news is good news.’’ That’s not true if an organization is going to be effective. It’s important for employees to let managers know when they are running into obstacles, when deadlines are in danger, when customers aren’t happy. And it’s important for managers to respond appropriately when bad news is announced (Pichler, 2012).Early in his career, when he had just been named plant manager of a new General Electric plastics plant, Jack Welch blew the plant up when he was experimenting with a new chemical process. A spark set off an explosion and tore the roof off the plant. No one was injured, but the damage was massive (Marquardt, 2004).Update objectives as conditions change. The individual usually knows sooner than the manager does when an objective needs to be revised. Conditions change, other priorities interfere. Letting the manager know that a goal needs to be revised ensures the subordinate that she won’t be appraised against an objective that isn’t important or one that was abandoned months before (Marquardt, 2004).
Complete the development plan is once the individual and the manager have agreed on the development plan, the individual is responsible for its successful execution. And just as it’s important to bring any changes in objectives to the manager’s attention, the individual is also responsible for letting her boss know about any significant changes in the development plan (Aguinis, 2007).Keep track of achievements and accomplishments is just as the boss is responsible for keeping track of how well people are doing and maintaining performance records, so individuals have a similar responsibility to maintain their own records of their hits and misses (Aguinis, 2007).Many managers ask their subordinates to provide a list of their accomplishments at the start of the assessment phase of the performance appraisal process. If the individual is diligent about keeping records of what he or she has accomplished over the course of the year, it will be easy to respond to this request. Keeping good record of one’s own performance is also helpful in case there is a significant difference of opinion between the individual and the manager during the performance appraisal discussion. If the individual can point to a series of genuine accomplishments that the boss has overlooked in creating the comparison of actual performance, the odds go up that she may be successful in negotiating an upward change in the final rating (Armstrong, 2009). Actively participate in the midterm review meeting. If the manager con-ducts a mid-cycle review, individuals can get significant benefits by being able to find out exactly how their performance is perceived be-fore it becomes a matter of formal record (and an element of the permanent personnel record) at the time of the final year-end review(Robbins, 2005).
2.1.6.3. Measure Actual Performance 
The third step in the appraisal process is performance measurement. To determine what actual performance is, we need information about it. We should be concerned with how we measure and what we measure. Four common sources of information frequently used by managers address how to measure actual performance: personal observation, statistical reports, oral reports, and written reports. Each has its strengths and weaknesses; however, a combination of them increases both the number of input sources and the probability of receiving reliable information. What we measure is probably more critical to the evaluation process than how we measure. Selecting the wrong criteria can produce serious, dysfunctional consequences. And what we measure determines, to a great extent, what people in the organization will attempt to excel at. The criteria we measure must represent performance as it was mutually set in the first two steps of the appraisal process. 
Measure actual performance is the third phase of an effective performance appraisal system. Basically, measure actual performance involves evaluating just how good a job the individual has done and filling out the appraisal form (Cardy and Leonard, 2011).Too often, people think that performance appraisal is an event a once a year drill required by the personnel department in which the man-ager fills out the form and then uses it to give feedback and justify raises. That’s wrong. But that notion is so common it causes a lot of people to be skeptical of performance appraisal (Cardy and Leonard, 2011).
Evaluating someone’s performance is one of the last activities in an effective appraisal system, not one of the first. As previously discussed, the process should start with performance standards, the hour-long conversation between the manager and the individual in which they discuss the goals, competencies, objectives, and key job responsibilities. The next phase of an effective performance appraisal sys-tem is performance execution. For the individual this involves getting the job done; for the manager it means creating the conditions that motivate and solving performance problems (Gilley, Gilley, Quatro and Dixon, 2009).
Managers often complain that evaluating someone’s performance is difficult. The reason that they find it difficult is usually that they haven’t done a good job of performance standards at the beginning of the year. If a manager hasn’t held a standards discussion at that time, it’s difficult to evaluate performance at the end of the year (Gilley et. al, 2009).
The Manager’s Responsibilities for Measure actual performance
The manager has eight primary responsibilities in the measure actual performance phase:
1. Review the original list of competencies, goals, objectives, and key position responsibilities.
2. Prepare a preliminary assessment of the employee’s performance over the entire year.
3. Review the individual’s list of accomplishments and the self-appraisal.
4. Prepare the final assessment of the employee’s performance.
5. Write the official performance appraisal using the appraisal form.
6. Review the appraisal with the manager and obtain concurrence.
7. Determine any revisions needed to the employee’s key position responsibilities, goals, objectives, competencies, and development plans for the next appraisal period.
8. Prepare for the comparison of actual performance meeting (Karimi, 2007).
Review the original list of competencies, goals, objectives, and key position responsibilities. At the beginning of the year, the manager and the individual discussed the competencies the individual would be expected to display in going about her job responsibilities and the goals and objectives to be achieved (Gupta and Kumar, 2013). Ideally, the subordinate would have re-corded the notes from this discussion on a blank copy of the appraisal form and then made a copy for the manager afterward. This document serves, then, as the charter under which the subordinate operates during the course of the year, secure in the knowledge that she’s doing the job as the organization expects it done and concentrating on the highest priorities (Gupta and Kumar, 2013).
At the end of the year, the manager’s first step is to get out that performance appraisal form with the notes on it. Ideally, it has been updated and revised over the course of the year with notes on projects completed and with new objectives added. But even if it hasn’t been revised, reviewing the form is still the best way to start the assessment process by looking at what the two parties agreed on at the beginning of the year (Field, 2005).
Prepare a preliminary assessment of the employee’s performance over the entire year. Before you write the official appraisal, it’s a good idea to take a blank copy of the form and make some preliminary notes (Victoria, 2012). Whether you’re working with a paper and pencil process or drafting the appraisal on your computer, begin by jotting down some rough notes on areas where you recall the person’s performance as particularly strong or weak. Identify those assessments required by the form that you don’t have information immediately available for. Draft some very preliminary conclusions to start your thinking process about the entire evaluation (Yusof and Shamsuri, 2006).
Review the individual’s list of accomplishments and the self-appraisal. It’s a good idea to ask each individual whose performance you’ll be evaluating to send a list of their most important accomplishments and achievements over the course of the year. In addition to the list of accomplishments, you may also ask the individual to complete a full self-appraisal using a blank copy of the form (Victoria, 2012).Prepare the final assessment of the employee’s performance, and write the official performance appraisal using the appraisal form. This is the most important activity in the measure actual performance phase of performance appraisal. Following the recommendations and suggestions in this chapter will allow you to complete this responsibility at a level that anyone assessing your performance would describe as far exceeds expectations (Yee and Chen, 2010).Review the appraisal with the manager and obtain concurrence. Whether or not the company requires you to get the boss’s sign-off on an appraisal before discussing it with an individual, it’s a good idea to review any appraisal with the immediate supervisor before conducting the performance appraisal discussion (Gupta and Kumar, 2013).
Determine any revisions needed to employee’s key position responsibilities, goals, objectives, competencies, and development plans for the next appraisal period. Part of the performance appraisal meeting will be historical looking back on the individual’s performance over the past twelve months (Gupta and Kumar, 2013). Another part will focus on the future what needs to be done differently during the next twelve months. Although it’s a good idea to conduct a separate performance-standards discussion a week or two after the performance appraisal conversation, during the meeting it’s wise to be prepared to talk about changes that you will expect in the person’s performance next year (Frankfurt, 2011).
The Employee’s Responsibilities in the Measure actual performance 
Both the manager and the individual have responsibilities in the measure actual performance phase of the process, just as they do in each of the other phases. The individual has six key responsibilities:
1. Review the personal performance over the year.
2. Assess the performance and accomplishments against the development plan.
3. Prepare a list of accomplishments and achievements and send it to your appraiser.
4. Write a self-appraisal using the appraisal form.
5. Consider any revisions needed to your key position responsibilities, goals, objectives, competencies, and development plans for the next comparison of actual performance cycle.
6. Prepare for the comparison of actual performance meeting (Gupta and Kumar, 2013).
Review the personal performance over the year. Performance appraisal is not exclusively the responsibility of the manager. Each person regularly needs to ask himself the question, ‘‘How am I doing?’’ The advantage of a formal performance appraisal system is that it forces this beneficial review on at least an annual basis (Gupta and Kumar, 2013).
Assess your performance and accomplishments against the development plan. The manager’s assessment concentrates on how well the individual did in meeting job responsibilities goals, objectives, and competencies. The individual needs to do the same. Another area for the individual to closely focus on is how well she did in carrying out the development plans that were made at the start of the year (Armstrong and Baron, 2005).Prepare a list of accomplishments and achievements and send it to the appraiser. Whether or not the manager requests the individual to write an accomplishments list, the wise individual in every organization always keeps track of her major successes and achievements (and makes sure that the manager is aware of them) (Armstrong and Baron, 2005).
Write a self-appraisal using the appraisal form. Again, whether or not the organization requires self-appraisal as part of the performance evaluation process, it’s a good idea for the individual to draft a self-appraisal before sitting down for the formal comparison of actual performance (Bowling, 2007).
Consider any revisions needed to the key position, responsibilities, goals, objectives, competencies, and development plans for the next comparison of actual performance cycle. Creating an accomplishments list and writing a self-appraisal uncovers areas of the job that have changed since the original performance-standards meeting was held. Some projects have been finished; some goals have been achieved or abandoned. Some key job responsibilities have shifted in importance. The annual performance appraisal review is the ideal time to recognize job changes and discuss how the job will be different in the upcoming year (Ayaz, 2010).
Prepare for the comparison of actual performance meeting. Each individual should ask herself: What do I want to get out of this comparison of actual performance? What are the questions that I want to get the answers to? What are the accomplishments over the years that want to make sure my boss recognizes? What do I need to do to be a prime candidate the next time a promotional opportunity comes around (Bowling, 2007)?
2.1.6.4. Compare Actual Performance with Standards  
The fourth step in the appraisal process is the comparison of actual performance with standards. This step notes deviations between standard performance and actual performance. The performance appraisal form should include a list and explanation of the performance standards. It should also include an explanation of the different levels of performance and their degree of acceptability against the performance standard. This provides a valuable feedback tool as the manager moves on the next step, discussing the appraisal. After evaluating and measuring employees’ job performance, it is necessary to compare it with the set standard to know whether there is deviation or not. When one compares performance with the standard either performance match standards or performance does not match standards. The performance appraisal form should include a list and explanation of the performance standards. It should also include an explanation of the different levels of performance and their degree of acceptability against the performance standard. This provides a valuable feedback tool as the manager moves on the next step, discussing the appraisal (Werther and Davis, 1996). 
Comparison of actual performance is the final phase of an effective performance appraisal system. It involves the individual and the manager discussing the performance appraisal document that the manager has created (Armstrong, 2009).The performance appraisal process is both ends and begins anew with the comparison of actual performance meeting. At the beginning of the meeting, the individual’s past year’s performance is reviewed and the success of the development plan is evaluated. At the end of the meeting, the appraiser and the individual set a date to create the plan for next year’s goals, objectives, and development (Ayaz, 2010).
The Manager’s Responsibilities in the Comparison of actual performance Phase 
The manager has seven primary responsibilities:
1. Review the agenda and time frame for meeting.
2. Review and discuss the performance appraisal you wrote and the individual’s achievements list.
3. Listen and respond appropriately to the individual’s perceptions and feedback.
4. Discuss the assessment of the individual’s performance against objectives over the entire cycle, especially: Strengths/achievements Weaknesses/deficiencies Development needs
5. Ensure full understanding of the core message
6. Conclude the comparison of actual performance discussion by scheduling the performance-standards meeting to plan next year’s performance.
7. Handle all administrative requirements (Armstrong, 2009).
Review the agenda and time frame for the meeting. Performance appraisal meetings always have some elements of awkwardness, no matter how well integrated the process is into the organization and how well the individual has performed. One easy way to put the person at ease and get the meeting off to a smooth start is by covering the logistical details first (Boswell and Boudreau, 2002).
Review and discuss the performance appraisal you wrote and the individual’s achievements list. This is the heart of the meeting. The manager and the individual review the performance appraisal the manager has written (and the self-appraisal if the individual has completed one).
Listen and respond appropriately to the individual’s perceptions and feed-back (Brown et.al, 2010). The conversation needs to be a dialogue, not a monologue. The manager needs to explain how she came to the various judgments and assessments that she made in the writing of the appraisal and then listen to the individual’s reactions and comments. The objective is to have both people end the meeting with a common understanding of the individual’s performance. That can only happen if the manager genuinely listens to the individual’s responses (Brown et.al, 2010).
Discuss your assessment of the individual’s performance against objectives over the entire cycle. There are three main areas that the discussion will focus on. First and most important are the strengths that the individual displayed during the course of the year. Your second focus is the areas where performance needs to be improved. Finally, assess the areas the individual should concentrate on for future growth and promote ability (Victoria, 2012).The managers always begin writing a performance appraisal by determining the core message that they want to communicate during the appraisal discussion. During the comparison of actual performance, the manager needs to make sure that the individual understands the core message that the manager is sending (Yee and Chen, 2010). Conclude the comparison of actual performance discussion by scheduling the performance-standards meeting to plan next year’s performance. The primary purpose of the comparison of actual performance phase is to discuss the individual’s performance over the appraisal period. Once the manager and individual have had a full discussion, it’s appropriate to set a time to get back together to talk about the performance expectations, goals, and development plans for the next twelve months (Yee and Chen, 2010).
Handle all administrative requirements is almost all performance appraisal procedures call for the individual to sign a copy of the form. Most allow the individual to write comments about her reaction to the review. A few appraisal procedures provide for an appeal process. And there may be other administrative issues. A comfortable way to wrap up the discussion is to go over the administrative requirements to make sure that all have been met (Victoria, 2012).
The Employee’s Responsibilities in the Comparison of actual performance Phase
Just as the manager has responsibilities, so too does the individual.
There are six primary ones:
1. Discuss the achievements list you wrote.
2. Discuss what you achieved against your development plan.
3. Compare your assessment of your own performance with that of your appraiser.
4. Seek clarification for any assessments or examples that are un-clear.
5. Consider how the appraiser’s feedback will influence your performance plan for the upcoming appraisal period.
6. Listen and respond appropriately to the appraiser’s perceptions and feedback (Rowland and Hall, 2012).
Discuss the achievements list you wrote. Wise managers ask each of their subordinates to create an accomplishments list to begin the measure actual performance phase. This list is intended to provide the manager with a record of those achievements and accomplishments that the individual felt were the most important during the appraisal period. In the meeting, the individual should review the accomplishments list he prepared to make sure that the appraiser has appropriately incorporated his achievements during the review period (Sommer and Kulkarni, 2012).Discuss what you achieved against your development plan. The individual is responsible for creating and executing the development plan. The comparison of actual performance discussion is the ideal time to talk about what was accomplished and where the focus of development efforts needs to be in the upcoming year (Rowland and Hall, 2012).
Compare your assessment of your own performance with that of your appraiser. Most of the time individual and the manager are come to essentially the same conclusions about the quality of the individual’s performance even when the performance hasn’t been all that good (Rowland and Hall, 2012). But it is important that the two participants talk through all areas of the appraisal, even areas where both the appraiser and the individual agree that the performance was excellent. And in those cases where there is a significant difference between the manager’s assessment of the quality of performance and the individual’s feelings about her own level of performance, it is critical that there be a common under-standing (Sommer and Kulkarni, 2012).
Seek clarification for any assessments or examples that are unclear. Too often the individual feels as if she should simply be the silent recipient of the manager’s discussion of her performance (Yee and Chen, 2010). That’s a mistake. Al-though the manager will make the ultimate decision about the performance rating, it is very appropriate for the individual to expect that the manager will back up each of his assessments with examples and illustrations of the performance under discussion (Caroline, 2011).
Consider how the appraiser’s feedback will influence your performance plan for the upcoming appraisal period. Once the individual has a good understanding of the manager’s assessment of her performance and the thought processes the manager used to determine the rating level assigned the individual needs to put that information to use (Yee and Chen, 2010). As far as the manager is concerned, is it better to miss a deadline to ensure the highest possible quality, or is it better to meet every deadline even if a little quality has to be sacrificed? The more the individual can learn about the way the manager goes about assessing performance, the more she can use that information to not only do a better job, but be seen by her boss as an outstanding per-former.
Listen and respond appropriately to the appraiser’s perceptions and feed-back. The comparison of actual performance is a discussion, not a lecture. Both parties must be active participants for them and the organization to get all of the potential benefit from the process (Caroline, 2011).
2.1.6.5. Discuss the Appraisal with the Employee  
One of the most challenging tasks facing appraisers is to present an accurate assessment to the employee. Appraising performance may touch on one of the most emotionally charged activities evaluation of another individual’s contribution and ability. The impression that employees receive about their assessment has a strong impact on their self-esteem and, importantly, on their subsequent performance. Of course, conveying good news is considerably easier for both the appraiser and the employee than conveying bad news. In this context, the appraisal discussion can have negative as well as positive motivational consequences. 
For the appraisal system to be effective, the employees must actively participate in the design and development of performance standards. The participation will enhance employee motivation, commitments towards their jobs, and support of the evaluation feedback. In other words, employees must understand it, must feel it is fair, and must be work oriented enough to care about the results. In general, it is important that employees should be fully aware that the ultimate purpose of performance appraisal system is to improve employee’s performance, so as to enhance both organizational goal achievement and the employee’s satisfaction (Glueck, 1978).
2.1.6.6. Initiate Corrective Action if Necessary  
The final step in the appraisal is the identification of corrective action where necessary. Corrective action can be of two types: one is immediate and deals predominantly with symptoms, and the other is basic and delves into causes. Immediate corrective action is often described as “putting out fires,” whereas basic corrective action touches the source of deviation and seeks to adjust the difference permanently. Immediate action corrects problems such as mistakes in procedures and faulty training and gets the employee back on track right away. Basic corrective action asks how and why performance deviated from the expected performance standard and provides training or employee development activities to improve performance. In some instances, appraisers may rationalize that they lack time to take basic corrective action and therefore must be content to perpetually put out fires. Good supervisors recognize that taking a little time to analyze a problem today may prevent the problem from worsening tomorrow.
2.1.7. Employee Performance
Employee performance has to do with employee work activities and how well those activities are carried out.  It is not assessed only on an annual or quarterly basis but any time deemed fit to help employers identify areas of high and low performance and suggest areas for improvement (Newstrom, 2007). Work performance by the employee as behavior or actions that are relevant to the goals of the organization. Employees’ are important resources without which an organization would fold.  If employees are not available then other resources like machine, materials and money are useless and cannot produce anything within an organization setting.   Employees’ are the most valued and important resources that play key roles in the activities of an organization (Micah, 2014).
Armstrong and Baron (2005), opine that a sustained organizational success will be achieved through a strategic and integrated approach to improving the performance and developing the capabilities of individuals and wider teams.    Employee performance is a complex mix of skills, knowledge, ability, attitude, effort and results.  A performance management objective is to increase employee performance and align individual and team efforts with organizational goals and objectives.    Improving employee performance brings about good business sense and may also avail an organization with competitive advantages.
Lawler, Porter and Vroom (2009) suggest that performance is a function of ability and motivation as depicted in the Formula of Performance = f (Ability   Motivation).   The effects of ability and motivation on performance are not additive but multiplicative. People need both ability and motivation to perform well, and if ability is there and motivation is zero, there will be no effective performance (Armstrong 2010).  Employees’ performance is job related activities expected of workers and how well those activities are executed that would lead to organizational productivity.   Many business personnel directors assess the employee performance of each staff member on an annual or quarterly basis in order to help them identify possible areas for improvement (Daft and Marcic 2007).
2.1.8. Effect of Performance Appraisal on Employee Engagement 
Employee engagement is the act of an employee being involved in, enthusiastic about, and satisfied with his or her work. It includes the characteristics of a workplace environment that “attract and retain the most productive employees”. Employee engagement is typically described as a high level of employee involvement, commitment to the organization and job satisfaction (Micah, 2014). Engaged employees value, enjoy and have pride in their work. They are more willing to help each other and the organization succeed; take additional responsibility; invest more effort in their jobs; share information with other employees; and remain with the organization than employees who are less engaged. Employee engagement and related variables, such as commitment and cooperation are associated with their performance as because once the employees are given a good performance appraisal they will be motivated and automatically they will start engage themselves towards the objectives of the organization. Vishal Gupta, Sushil Kumar (2013) 
Graham Lowe (2012) examined how job, work environment, management and organizational factors influence levels of engagement among healthcare employees. He found that a high level of employee engagement is related to retention, patient centered care, patient safety culture and employees’ positive assessments of the quality of care or services provided by their team. He concluded that hospital employees provide a unique opportunity to explore the dynamics of employee engagement in healthcare 
Vishal Gupta, Sushil Kumar (2013) explored the relationship between perceptions of performance appraisal fairness and employee engagement in the Indian business context. The relationships between justice perceptions and engagement were analyzed and they found that there is a significant positive association between distributive and informational justice dimensions and employee engagement. They concluded that the distributive and informational justice perceptions during a performance appraisal session lead to enhanced engagement among employees. 
Caroline Ann Rowland, Roger David Hall (2013) explored the contribution of appraisal systems to sustainable organizational effectiveness. It argues that competitive advantage is increasingly reliant on discretionary effort. As the emphasis of appraisal has shifted from a developmental to a performance focus, perceived unfairness in both procedures and outcomes threatens to undermine commitment and, therefore, sustainable performance. They found that appraisal frequently creates actual and perceived injustice in terms of both procedures and rewards. It also generates tensions between managing performance and encouraging engagement (Micah, 2014). 
2.1.9. Effect of Performance Appraisal on Employees’ Productivity 
Productivity refers to the objectivity or target of an organization to be achieved by their employees. Employees can work effectively and efficiently only when they are Satisfied with their work and when they feel responsible for the work they do. This can be done by motivating the employees in terms of both financially as well as non-financially (Pichler, 2012). Performance appraisal helps the organization to understand the employee’s interest about their job and also helps in providing them the necessities or facilities for performing the job in an effective way. It motivates them and makes them to engage themselves towards attaining the goal of the organization. It also helps in creating a new culture in the organization so that the employees feel comfortable in their work and which in turn all these factors lead to increase in productivity. 
Pichler(2012)examined whether employee incentive plans lead to increased productivity. The authors also implemented a structured open-ended questionnaire to over 100 employees of Biloxi and used five-point Likert Type scale for analyzing the data. They found that statistically significant variation in attitudes does exist toward the Biloxi merit bonus system as a stimulus of employee performance. They suggested that potential conflict between managers and subordinates over the purpose and function of the performance appraisal process may not be all that serious. Also they suggested that employees themselves appear to support the notion that rises and promotions should be based on merit. 
EvrimUstunluo (2009) analyzed whether appraisal system leads to improve in productivity. They pointed out that most of the teachers always or often fulfill their responsibilities in terms of teaching and professionalism although few teachers had received low means .They suggested that Administration, Heads of Program and Coordinators always and often take their responsibilities in terms of planning, organization, communication, collaboration, professional competence, leadership and duties. They concluded that in terms of the administration, the appraisal system helped define roles and responsibilities more clearly, review and determine job descriptions, organizational goals and objectives, and led to continuous learning, team building and improved productivity. 
Ari Warokka, Cristina, Gallato and Moorthy (2012) studied the literature of the effect of performance appraisal on productivity and employees by connecting the employees’ perception on fair performance appraisal and organizational Justice – considered practices to job Satisfaction and work performance. They concluded that employee perception of organizational justice (distributive, procedural and interactional justice) in the performance appraisal system did not significantly contribute or have no impact to productivity.
According to Cook and Crossman, (2004) the problem of rating inflation also appears to be related to the personality of the rater. In situations where poor supervisor ratings are likely to result in conflict, managers high on the personality dimension agreeableness inflate their ratings much more than those who describe as low on the dimension (Smither and Walker, 2004). This appears to be because those high on agreeableness rating appear to be particularly keen to avoid conflict situations. Therefore, they tend to inflate their ratings more when they know they will have to continue working with the employee in the future and they are aware that the employee sees his/her as a good performer (Anderson, 2002). It also suggests that there should be some component in appraiser training that helps rater’s to develop skills that will help to deal with conflict. Dessler, (2000) contend that the issue of rater self-efficacy in terms of whether the employee believes that they can deal with potential conflict effectively. On this basis, developing the rater’s belief that they can deal with potential conflict from a disgruntled poor employee performance could reduce the rater’s motivation to inflate their ratings. The most difficult part of the performance appraisal policy is to accurately and objectively measure the employee performance (Bond & Fox, 2007). Measuring the performance covers the evaluation of the main tasks completed and the accomplishments of the employee in a given time period in comparison with the goals set at the beginning of the period (Rudman, 2003). 
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The study by Tekalegn, Solomon and Gebre, (2016) explore the effect of Performance appraisal process on employee performance in Hawassa university administrative staff. The findings revealed that improvement on establishing performance standards, communicating established standards, measuring actual performance and compare with standards, discussing the appraisal and giving feedback and indicating corrective action with employee performance has influence the effectiveness of the performance appraisal system. 
KifluChekol and Wu Lie (2023) evaluated the employee satisfaction towards performance appraisal system (A case of North Shewa Zone of Oromia regional state North Addis Ababa). Based on the findings, the researcher concluded that employee satisfaction is an important goal of an organization; since employee satisfaction is strongly related to the productivity, profitability, employee’s retention and customer satisfaction. From the finding of this study and in combination with those obtained in previous research, suggest that feedback, employee participation and perceived fairness in the performance appraisal play a vital role for employee satisfaction towards the performance appraisal system.
The paper by Almas Sabir, (2017) main focus is to highlight certain aspects of performance appraisal in the organization as performance appraisal is an essential part of the human resources to an organization. This paper will also focus on critical needs of evaluating employees in organization. Practical flaws have also been discussed to understand fair and consistent reward Program.
The study by Eniye, (2007) examines methods, process and the responsibilities of PA and explores the relationship between PA and its purpose in the organization. The study used questionnaire and interview to collect the necessary data. The data gathered has been analyzed using the various statistical methods like tables, graphs, percentages. Employees are evaluated by themselves, their immediate supervisor, next in-line supervisor, review committee and finally it is approved by senior managers. The company’s major problems identified from the data collected are on frequency and timing of evaluation, lack of knowledge about the purpose and objective of evaluation and absence of training and discussion about the evaluation method are the major problems identified. Based on the problems recommendations are suggested.
The study by Aschalew, (2015) assessing the employee performance appraisal practice of Dashen bank S.C. Recent research has moved away from studies of rater accuracy and rating instruments to themes of employee reactions towards performance appraisal as indicators of system satisfaction and efficiency. The findings of the study indicated that respondents perceived the performance appraisal system. Majority of employee (63.33%) agreed that they do not known the purpose of performance appraisal system, 6.66% of employee said that the purpose of performance appraisal system is for bonus & promotion, 20% of employees agreed that for salary increments and 3.33% of employee said that for training & development. The objective of appraisal should be made clear to all employees before appraisal take place and employees should accept it In general the overall view of management should advocate the accuracy of measurement and take corrective action in case of unfair ratings. With this context the management effort to the betterment of the appraisal system will result in reliable performance measurement.   
The research conducted Abdurezak and Tigist, (2019) to assess the practices and challenges of employee performance management system (EPMS) at North Shewa Zone of Oromia regional state (CBE), a leading commercial bank in the country by collecting evidences from Bishoftu district area. The study focused on how PMS process was practiced, identify the purpose and challenges faced while implementing performance management in the case organization. The research has confirmed that CBE has good qualities in practicing clearly by defining the mission, vision and values and developing strategy map. However, the study identified that the EPMS of the CBE has limited awareness and trainings concerning the purpose, requirements and implications of PM (performance management) among employees; lack of trust and continuity of the system; lack of regular feedback and coaching to improve performance, subjective supervisor assessment. The study was limited to empirical data collected from one district of the case bank, however as the HRM policy of the bank is same throughout the bank system the data is expected to be valid.
The study Genet, (2017) was investigated the effect of performance appraisal on employees’ job-satisfaction in the case of CBE. Currently in CBE most of employees not satisfied by the performance appraisal practice. They informally complain bias of the raters, lack of continuous communication, lack of trust in the supervisor, lack of clear performance expectations. The study used a descriptive research design. A stratified random sampling was used to sample 181 respondents from North Shewa Zone of Oromia regional state (CBE). The study used questionnaires as its data collection instrument qualitatively and quantitatively. Regression Analysis and Correlations were used to analyze the data collected using SPSS version 20. The study revealed that performance appraisal is positively related to job satisfaction and performance appraisal is has positive effect on job satisfaction.
The study conducted by Wondwosen, (2016) was to assess the practice of employee performance management system at Self Help Africa Ethiopia Office. The study tries to address basic questions which include, determining the processes involved in the existing employees’ performance management system; investigate the practice of the current employees’ performance
management system; and identify areas for improvement on Self Help Africa’s employee’s
performance management system. The findings of the study include lack of peer groups’
feedback in assessing employees’ performances and narrow range of rating scales of
showing the degree of performances between staff. Employees also stated that they are well
aware of the organization’s strategic objective and assume they contribute for the
achievement of those objectives. However, significant numbers of respondents have
expressed their disagreements on the fairness of the performance management system in
determining pay raises and development plans. 
This study by Solomon, (2016) tried to assess the practice of employees’ performance appraisal in Abay Bank S.C. The researcher has used descriptive research method. The data collection tools were interview and questionnaire. The study found out that Abay Bank uses PA to measure employees’ job performance on January and July. The bank does not follow formal appraisal process and the performance standards of the bank addresses issues such as quantity, quality, timelines, cost effectiveness and strategic relevance but it fails to address stability or consistency or the extent to which individuals tend to maintain certain level of performance over time. Abay Bank also faces huge problems on its performance appraisal practice most of them are rater’s error like recent halo/horns, situational influence etc and the remaining is the problem of the system. The HR department of the bank takes the ultimate responsibility for appraisal and supervisors take the lion share by filling appraisal forms for most of the employees. The appraisal result in Abay Bank used only for making promotion, bonus payment and annual increment decisions. Performance review discussion does not take place in the case company unless an employee comes up with grievances. Generally the outcome of the research confirmed that the performance appraisal practice of Abay Bank S.C. has problems and weaknesses that need to be improved. 
According to the finding of the study by Abeba, (2016) the performance appraisal practices of the North Shewa Zone of Oromia regional state are being implemented twice a year. However, the practice is currently outdated and the appraisal results were not helpful for factors like recognition for well done work or motivation, and training. There is also no attitude difference among the different job levels. The performance appraisal process does not involve subordinates in goal setting actions even though the performance appraisal were linked to organizational as well as corporate goals. In due effect, employees faced challenges such as they are unable to identify their strength and weaknesses throughout the development. A major reason for this, according to Divya and Jaya, (2015) is that very little is still concerned with acquisition of knowledge about the processes that underlie the act of judging the performance of others. They argue that improvements in performances appraisal rest on a better understanding of such processes. In the present research efforts will be made to find the factors involved for discontent among the on roll employees of the Bank about the process of the performance appraisal system that is followed and to find the gaps in the same.
This study by Muluwork, (2018) has tried to address each of the above and other related issues by taking Dashen Bank S.C. as a case study organization. Accordingly, samples from the Bank’s staff members (both managers and non-managers) were selected and administered. The results are presented in this paper. While the practice by Dashen Bank S.C. has been that immediate supervisors are the people in charge of appraising employees, response from the sample respondents has indicated that others such as peers, subordinates, customers, or any combination of these should be allowed to participate if the process is expected to be more effective. It is identified that the appraisal format addresses different aspects of employee performance with traits being the dominant ones. It is also found out that the Bank adopts the rating scales method of appraisal. Although the existing practice of appraising employees twice a year has got the highest support among the sample respondents, some have suggested a more frequent time period for increased effectiveness. Employee participation in the appraisal process is set at a low level. Most of the non-supervisory respondents perceived performance appraisal as a punishment tool contributing little to motivation whiles their supervisory counterparts perceived it as an administrative and developmental tool. Owing to subjectivity (non-job relatedness) of most of the performance criteria in use, problems related to measurement, rater bias, and lack of appropriate rater training are seen to characterize the Bank’s appraisal system. Problems are always prevalent and what one should be concerned about is on how to overcome them. Irrespective of how they are handled, the appraisal system of the Bank is found to encourage giving performance feedback and handling post assessment interviews with employees.
2.3. Conceptual Frame Work
The study will to investigate the effect of the performance appraisal on the employees performance in North Shewa Zone of Oromia regional state by using the conceptual model identified by (Tekalegn, Solomon and Gebre, (2016); Teshome (2014); Nigatu, (2007); Gethanu (2013); Bereket, (2021); Tekle, (2021); Kiflu and Wu, (2023). In this regard how the independent variables such as the five process of performance appraisal namely establishing standards of performance, communicating of performance standards to employee, measuring actual performance, comparison actual performance with standards; and Initiating corrective action affect the employees performance.

Figure2.1. Conceptual Frame work Source; (Tekalegn, Solomon and Gebre, (2016); Teshome (2014); Nigatu, (2007); Gethanu (2013); Bereket, (2021); Tekle, (2021); Kiflu and Wu, (2023)
CHAPTER THREE
RESEARCH METHODOLOGY
3.1. Study area
The study was conducted in the North Shewa Zone of Oromia regional state in Ethiopia. The North Shewa Zone is located in the north-western direction of Addis Ababa. The zone is situated between 9030N and 38040E. The topography is ragged terrain, with most of Plato. The altitude ranges between 1300 and 2500 meters above sea level. It is divided into three agro-ecologies, namely, 15% Highland, 40% Midland, and 45% Lowland (CSA, 2007). There are two rainy seasons, namely Belg (February–April) and Meher (June–September). The average annual rainfall ranges from 1400 to 1600 mm, while the mean annual temperature varies between 15 and 19o C . According to the North Shewa Health Office of 2018, the zone has a total population of 1,639,587 of  whom 820,595 are men and 818,992 are women, with an area of 10,322.48 km2. The zone contains Woredas like AbichuGne’a, Kembibete, DebreLibanos, YayaGulele, Degem, GerarJarso, HidhebuAbote, Dera, Kuyu, WeraJarso, Sendafa (Town)Beke, Aleltu, Wuchale (MukaTuri), and Jidojida.
3.2. Research Approach 
Based on the type of research data was collected researches were classified as qualitative and quantitative. This study was applied quantitative data that was the numeric values that indicate how much or how many of something. Quantitative research was based on the measurement of quantity or amount. It is applicable to phenomena that can be expressed in terms of quantity. Quantitative research was a means for testing objective theories by examining the relationship among variables. Quantitative research was often regarded as being purely scientific, justifiable, and precise and based on facts often reflected in exact figures. This approach often appears when the audience consists of individuals or readers with a quantitative orientation. This quantitative research approach could be further sub classified into inferential (survey research), experimental and simulation approaches to research.



3.3. Research Design
Based on the nature of the research enquiry, research design was classified as exploratory, descriptive, explanatory (causal) or predictive research. This study was used exploratory research design. In exploration research design fact finding enquiries, describing the state of affairs as it exists. This type of research was carried out to answer more clearly defined research questions.
3.4. Data Type and Source of Data
Both primary and secondary sources of data collection were employed in the study. Well designed and structured questionnaire was utilized. This was completed by employees of the four offices from North Shewa Zone of Oromia Regional State such as Health, Education, Agricultural and Fiche City Administration. Secondary data obtained from annual report was used to provide additional information where appropriate. Besides, variety of books, published and/or unpublished government documents, reports and newsletters were reviewed to make the study fruitful.
3.5. Data Gathering Technique and Instruments
The primary data was gathered particularly using survey questionnaire. The researcher was distributed the questionnaire to sampled respondents. For the purpose of this study a quantitative methodology involving a close-ended questionnaire was used as the measuring instrument. The close-ended questionnaires can be administered to groups of people simultaneously, since they are less costly and less time consuming than other measuring instruments. The Likert-type scale method was used a range of responses: ‘Strongly Disagree’, ‘Disagree’, ‘Neutral’, ‘Agree’, and ‘Strongly Agree’ and the 5-point rating scale also used a range of responses. The usage of this particular scaling method was ensured that the research study was illustrated the ability to assess the responses and measure the responses quantifiably so that a pattern or trend was produced in order to assess research objective. A pilot study was conducted to refine the methodology and test the questionnaire before administering the final phase. Questionnaires were tested on potential respondents to make the data collecting instruments objective, relevant, suitable to the problem and reliable. Issues raised by respondents were corrected and questionnaires were refined.

3.6. Population, Sample Size and Sampling Technique 
According to Hair et al. (2010), target population was said to be a specified group of people or object for which questions could be asked or observed made to develop required data structures and information. Therefore, for this study, the target populations were 898 employees from four offices from North Shewa Zone of Oromia Regional State such as Health, Education, Agricultural and Fiche City Administration. Multi stage sampling techniques were employed to select the study respondents. For the purpose of this study the offices were selected by non-probability sampling approach and simple judgmental sampling technique. Non-probability sampling approach relies on the personal judgment of the researcher rather than on chance to select sample elements. The researcher can arbitrarily or consciously decide what elements to include in the sample. Judgmental sampling technique was a form of convenience sampling in which the population elements were selected based on the judgment of the researcher. The researcher, exercising judgment or expertise, chooses the elements to be included in the sample because he or she believes that they were representative of the population of interest or were otherwise appropriate.
The sample size was determined using Taro Yamane’s statistical formula (1967:886) with 95% confidence level and 5% error. From the total population of 898, the sample size from the total population was identified as per this formula. 
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Where n is the sample size, N was the population size, and e is the level of precision. Using this formula appropriate sample size was determined. Accordingly, 277 respondent employees were taken as the representative sample size in order to have sufficient and reliable data. 
Accordingly the 277 respondent employees were selected by using non probability sampling approach specifically convenient sampling technique. Convenience sampling technique attempts to obtain a sample of convenient elements. Often, respondents were selected because they happen to be in the right place at the right time. Convenience sampling was the least expensive and least time-consuming of all sampling techniques.

3.7. Method of Data Analysis
The data that was collected and edited, coded and entries was made into statistical software (Statistical Package for Social Sciences, SPSS version 27). This was involved converting quantitative (nominal and ordinal data) into numerical codes. Both descriptive and inferential statistics were used to analyze and interpret the findings. Demographic variables of the respondents were interpreted using descriptive statistics whereas inferential statistics was used to find out the relationship between the study variable using correlation analysis. The study was adopted multiple linear regression and Pearson correlation analysis to establish the relationship between variables of interest. Specifically, multiple linear regression analysis was used to determine the joint relationship between independent and dependent variables.
3.8. Validity and Reliability 
The ultimate goal of any research study was to obtain high-quality, trusted, valid and reliable results (Yilmaz, 2013). Therefore, researchers should ensure that the adopted research methodology meets the defined standards and criteria. Common criteria was used to achieve these standards in research methodology are validity and reliability. 
Yilmaz (2013) and Denscombe (2014) described the term ‘validity’ as the appropriateness and accuracy of collected data. Yilmaz (2013) defined reliability as ‘consistency or the degree to which a research instrument measures a given variable consistently every time it is used under the same condition’. Accordingly, to maximize the quality of the research, Yin (2014) suggested four tests for validity and reliability that were commonly used in social research regardless of the data collection technique. The tests include:   
· Construct validity  
· Internal validity  
· External validity 
· Reliability  
3.8.1 Construct validity  
Construct validity was referred to as the establishment of the correct operational measures for the research topic under study (Yin, 2014). Yilmaz, (2013) stated that this type of validation was largely based on testing proper instruments during the data collection phase. This ensures that the most accurate and rich information is collected after a rigorous review of previous documents, an academic literature review and the conducted interviews; however, accuracy can be achieved through a focused use of different techniques/tactics, which include referring to multiple sources of evidence and establishing a chain of selections. The establishment of a rich chain can help immensely in producing a complete draft of evidence for further validity evaluations. For this research, construct validity was achieved through the triangulation of research techniques using different sources of evidence.  

3.8.2 Internal Validity  
This criterion refers to the appropriateness of the data analysis techniques utilized to analyze the collected data. It is therefore important that the theoretical propositions was linked with the data accurately in addition to the appropriate application of the analytical strategies. For this research, to increase the internal validity, a careful and comprehensive review of the literature related to the topic of choosing a research design to enable the selection of an accurate data analysis technique was conducted, and the analysis steps were followed precisely. In addition, by fulfilling all research objectives, internal validity was achieved.  
3.8.3 External validity 
External validity refers to the degree to which the research findings can be generalized or stratified in other research studies. For quantitative research, the generalization of results is applicable, as generalization can only occur for theoretical propositions. The findings of this research was generalized or transferred to a context similar to the four offices from North Shewa Zone of Oromia Regional State such as Health, Education, Agricultural and Fiche City Administration context. Therefore, as this research was involved the study of the assessing the performance appraisal practice in the case of four offices from North Shewa Zone of Oromia Regional State such as Health, Education, Agricultural and Fiche City Administration, the findings of this study was generalized to other financial institutions within the same industry.  
3.7.4 Reliability  
Reliability means that the process (such as data collection procedures) of the study can be repeated to obtain the same results (Yin, 2014). For this research, reliability was achieved by selecting and following an appropriate research methodology model to ensure that the aim and objectives were fulfilled. In addition, to further ensure reliability, all participants were provided with an overview of the research background to ensure all questions were understood in the same way. 
In order to measure the consistency of the questionnaire and the overall reliability of constructs that it is measuring, the reliability test was carried out based on Cronbach‘s Alpha coefficient. Cronbach‘s Alpha can be interpreted like a correlation coefficient. Its coefficient range lay on the value from 0 to 1. A reliability coefficient (alpha) higher than or equal to 0.7 is considered as acceptable. 
3.8. Ethical Considerations 
This study was entirely devoted to identify the assessing the performance appraisal practice in the case of four offices from North Shewa Zone of Oromia Regional State such as Health, Education, Agricultural and Fiche City Administration. It was interested to defame or abuse or expose secrets (if any) in any way to the public. To realize this fact, formal letter was written from the Selale University for permission of North Shewa Zone of Oromia Regional State such as Health, Education, Agricultural and Fiche City Administration from which the information required. The study participants were informed about the purpose of the study and the informed verbal consent was obtained from each participant before data collection. The employees performance appraisal practice in the case of North Shewa Zone of Oromia Regional State was measured objectively, based on information collected from respondents. Finally confidentiality was assured and the data was made to be kept by avoiding personal identifiers.









CHAPTER FOUR
DATA ANALYSIS AND PRESENTATION
Introduction
This chapter presents the results of the data analysis according to the research methodology discussed in chapter three. The general background of the characteristics of the respondents and detailed discussion regarding the specific objectives of the study were also presented. Demographic variables of the respondents and mean scores of the service quality dimensions were interpreted using descriptive statistics whereas inferential statistics used to find out the relationship between service quality dimensions and employees performance using correlation analysis via SPSS Version 27.Multipleregression and Pearson correlation was analysis to establish the relationship between variables of interest. The questionnaires were distributed to the employees from four offices from North Shewa Zone of Oromia Regional State such as Health, Education, Agricultural and Fiche City Administration. 
The table illustrates the breakdown of the questionnaires sent out. It indicates the ones returned and those that were not returned.
	Response
	Frequency
	Percentage

	Filled-in Questionnaires
	260
	93.86

	Unreturned Questionnaires
	17
	6.14


Source; Own Survey, (2024)
From the data assembled, out of the 277 questionnaires distributed, 260 usable copies were completed and returned with a response rate of 93.86%. This rate concurs with Mugenda and Mugenda (2003) who explains that for hypothesis a response rate of half is palatable for examination and reporting, 60% is extraordinary and a response rate of 70% and over is awesome, thus 93.86% was surprising returned for an examination. This high response rate can be credited to the data gathering systems, where the researcher pre-told the potential individuals and associated the drop and pick technique where the surveys were picked at a later date to allow the respondents rich time to fill the reviews.
4.1. Reliability Statistics
Cronbach’s alpha tests to see if multiple-question Likert scale surveys are reliable. These questions measure latent variables hidden or unobservable variables like: a person’s conscientiousness, neurosis or openness. These are very difficult to measure in real life. In general, a score of more than 0.7 is usually okay. Coefficient of .90 or greater are nearly always acceptable, .80 or greater is most situations and .70 may be appropriate in some explanatory studies for some induces. By tracing this literature the researcher tested the reliability of the items which were developed for respondents. 
Table 4.1. Reliability Statistics
	Cronbach's Alpha
	N of Items

	.960
	38


Source: Own Survey, (2024) 
Thus, according to the reliability statistics, Cronbach’s Alpha coefficient of this study is 0.960 which is acceptable. This implies that both function of the covariance’s among items and the number of items in the analysis is the mark of a “good” or reliable set of items and the question designed was accurately measuring the variable of interest of the study.
On the other hand, to appraise the validity of the instrument, the questionnaire was reviewed, commented upon, modified, and finally approved by the advisor having experience within the research area. The questionnaire was given to the advisor of this research and was approved before distributing to the respondents. Moreover, the researcher addressed construct validity by examining whether or not there exist empirical relationships between the study measure of the underlying concept of interest and other concepts to which it should be theoretically related.
4.2: Demographic Information
This section summarizes the demographic characteristics of the respondents such as….Identifying the respondent characteristics in any study is crucial since it describes the type of respondents who have taken part, in particular their gender, educational attainment, and age, all of which jointly influence their comprehension levels. The researcher took into account the respondents' distribution on gender, age and education levels of the respondents.
The general characteristic of the respondents discussed include… gender, age and Educational background of respondents. According to the table 4.3, result of the study,the majority of the respondents(56.06 %) were male and the rest 43.94% were female. This implies that the gender distribution of respondents of the study ensured that both genders are included as respondents and its minimizing partiality in the responses. 
The ages category that the respondents found indicates that 52% of the respondents’ age is between 31 and 40 and the second highest age category is between 21 and 30 which comprises 23.3% of the respondents and 19.7% of them were found on the age range of 41-50 and last 4.9% of them were above 50 years old. 
When we see the age category of the respondents, 52% of them are from 31 to 40, followed by 23.3% are from 21 to 30 that take the first and second highest age categories. Respondents from 41 to 50 and above 50 are 19.7% and 4.9% respectively. This implies that the greater parts of the respondents were sufficiently experienced to give genuine answers concerning the study and it portrays the intention of all age groups.
Regarding the employees experience with the performance appraisals of the North Shewa Zone of Oromia Regional State,0.9% of the respondents working for less than 1 year, 15.3% of them working for 1 to 3 years, 33.8% of them working for 4 to 6 years and the rest 50% of them working for over 6 years. The data this indicates that the majority of them had good experience with the performance appraisal which provides them with the ability to view the subject matter under consideration in detailed manner of the offices.
Table 4.3.Demographic Data of the Respondents
	Item
	Characteristics
	Frequency
	Percentage

	1. Gender
	Male
	           146 
	56.06

	
	Female
	           114 
	43.94

	
	Total
	           260 
	100

	2. Age 




	21-30
	              61 
	23.5

	
	31-40
	           135 
	52

	
	40-50
	              51 
	19.7

	
	Above 50
	              13 
	4.9

	
	Total
	260 
	100

	3. Years of Experience in NSZORS 
	Less than 1 year
	                2 
	0.9

	
	1 to 3 years
	              40 
	15.3

	
	4 to 6 years
	              88 
	33.8

	
	Over 6 years 
	           130 
	50

	
	Total
	 260 
	100


Source; Own Survey, (2024)
4.3. Descriptive Statistics of the independent and dependent variables
Descriptive statistics was used to present the data collected in relation to the demographic factors for more clarification. In this section, the answers of the respondents were presented in the form of descriptive table. The tables contain mean and standard deviation of their response. Mean value provides the idea about the central tendency of the values of a variable. Standard deviation is to give the idea about the dispersion of the values of a variable from its mean value. All of the variables were measured using five point Likert scale ("1" Strongly disagree; to "5" Strongly agree). The interpretations of the Likert scale results are: scores of 1 to 2.32 indicate low level, scores of 2.33 to 3.65 indicate medium level, and scores of 3.66 to 5 indicate high level (Alhakimi and Alhariry, 2014). 

Table 4.4.Descriptive Statistics for the independent and dependent variables
	
	N
	Min
	Max
	Mean
	Std. Deviation

	Std
	260
	2.14
	5.00
	3.9063
	.59067

	Com
	260
	1.57
	5.00
	3.6956
	.87932

	AP
	260
	1.33
	5.00
	3.3981
	.92109

	CAPS
	260
	1.75
	5.00
	3.9644
	.81613

	ICA
	260
	1.86
	5.00
	3.7159
	.67515

	EmP
	260
	1.50
	5.00
	3.7279
	.77262


Source: Own Survey, (2024)
Note:Std = Establishing standards of performance, Com = Communicating of performance standards, AP = Measuring actual performance, CAPS = Comparison Actual Performance with Standards and ICA = Initiating corrective actionEmP = Employees performance
Table 4.4 indicates the means and standard deviations for the independent and dependent variables examined in this study. As can be seen from all the independent variables examined in this study have the mean score above 3.96 that could be considered as high level agreement but the measuring actual performance variable has the lowest mean value (3.39). This implies that the respondents included in the study are about higher level of agreement in terms of the establishing standards of performance, communicating of performance standards, measuring actual performance, Comparison Actual Performance with Standards,Initiating corrective action and employees’ performance.
Numerous studies have provided empirical evidence supporting the hypothesis that establishing standards of performance has a significant positive effect on employee performance. For example, a study by Locke and Latham (1990) found that setting specific and challenging goals significantly improved employee performance. The clarity provided by performance standards helps employees understand what is expected of them, leading to increased motivation and effort.
Research supports the notion that communicating performance standards effectively contributes to improved employee performance. A study by Brown and Heywood (2005) highlighted that clear communication of expectations and standards leads to higher levels of employee engagement and productivity. When employees are aware of what is expected from them, they can align their efforts accordingly.
Empirical studies consistently demonstrate that measuring actual performance positively impacts employee performance. By tracking progress and providing feedback, employees gain insights into their strengths and areas for improvement. A study by Pettijohn and Taylor (2009) emphasized the importance of regular performance evaluations in enhancing employee motivation and performance.
Comparing actual performance with established standards is crucial for driving employee performance improvements. Research by Heskett et al. (2012) indicated that when employees receive feedback on how their performance aligns with set standards, they are more likely to adjust their behaviors to meet or exceed expectations. This process fosters continuous improvement and goal attainment.
Studies have shown that initiating corrective action when performance deviates from standards can positively impact employee performance. Addressing issues promptly through constructive feedback and support helps employees course-correct and stay on track towards achieving organizational goals. A study by Jones et al. (2018) highlighted the significance of timely interventions in maintaining high levels of employee performance.
4.4. Correlation analysis and Hypothesis Testing
Pearson’s correlation coefficient is the test statistics that measures the statistical relationship, or association, between two continuous variables.  It is known as the best method of measuring the association between variables of interest because it is based on the method of covariance.  It gives information about the magnitude of the association, or correlation, as well as the direction of the relationship. Accordingly, in this study Pearson correlation test was conducted to check the magnitude of correlation between the dependent variable, employee’s performance and the various independent variables establishing standards of performance, communicating of performance standards, measuring actual performance and Initiating corrective action.
The study also used the same test to prove or disprove the alternative hypothesis. The following measure of association developed by Mac Eachron (1982), the degree of correlation: perfect if the value lies between ± 0.80 and ± 1, then it said to be a perfect correlation as one variable increases, the other variable tends to also increase (if positive) or decrease (if negative); high degree if the coefficient value lies between ± 0.60 and ± 0.80, then it is said to be a strong correlation; moderate degree if the value lies between ± 0.40 and ± 0.60, then it is said to be a medium correlation; low degree when the value lies between ± 0.20 and ± 0.40, then it is said to be a weak correlation.
Table –4.4 Correlation 
	
	Std
	Com
	AP
	CAPS
	ICA
	EmP

	Std
	Pearson Correlation
	1
	.534**
	.609**
	.587**
	.744**
	.645**

	
	Sig. (2-tailed)
	
	.000
	.000
	.000
	.000
	.000

	
	N
	260
	260
	260
	260
	260
	260

	Com
	Pearson Correlation
	.534**
	1
	.899**
	.769**
	.779**
	.847**

	
	Sig. (2-tailed)
	.000
	
	.000
	.000
	.000
	.000

	
	N
	260
	260
	260
	260
	260
	260

	AP
	Pearson Correlation
	.609**
	.899**
	1
	.802**
	.802**
	.838**

	
	Sig. (2-tailed)
	.000
	.000
	
	.000
	.000
	.000

	
	N
	260
	260
	260
	260
	260
	260

	CAPS
	Pearson Correlation
	.587**
	.769**
	.802**
	1
	.701**
	.748**

	
	Sig. (2-tailed)
	.000
	.000
	.000
	
	.000
	.000

	
	N
	260
	260
	260
	260
	260
	260

	ICA
	Pearson Correlation
	.744**
	.779**
	.802**
	.701**
	1
	.872**

	
	Sig. (2-tailed)
	.000
	.000
	.000
	.000
	
	.000

	
	N
	260
	260
	260
	260
	260
	260

	EmP
	Pearson Correlation
	.645**
	.847**
	.838**
	.748**
	.872**
	1

	
	Sig. (2-tailed)
	.000
	.000
	.000
	.000
	.000
	

	
	N
	260
	260
	260
	260
	260
	260

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


Source: Own Survey, (2024)
From the above correlation matrix, the researcher found the following results under each constructs, supported with their related empirical evidences:
The result of Pearson correlation test between establishing standards of performance(the independent variable) and employees performance (dependent variable) showed that there is a positive relationship between the two variables at the significance level of (R=0.645), (P<0.01). According to MacEachron (1982) measure of association, the magnitudes of relationship between the two variables are strong. Compared to other relationship considered in this study, establishing standards of performance is ranked last in its magnitude of correlation.In addition, this result is also consistent with the studies by Abeba, (2016), Muluwork, (2018), Asamu (2013), Pettijohn and Taylor (2009), Omusebe, Gabriel and Douglas (2013), Asim (2013).Pearson correlation test was conducted to the degree of association between employees performance and communicating of performance standards. Hence, the result of the study showed that, both variables are positively correlated to one another at a significant level of (R=0.847), (P<0.01). Based on MacEachron, (1982), measure of association, the magnitudes of relationship between the two variables are very strong. Compared to other relationship considered in this study, communicating of performance standards is ranked second in its magnitude of correlation. The result found in this study is also similar with the study conducted by Wondwosen, (2016), Solomon, (2016), Evans and Bae (2018) and Mutunge (2013).
The result of Pearson correlation test between employees performance and measuring actual performance showed that, there is a statistically significant positive relationship between the two variable at the level of (R=0.838), (P<0.01). MacEachron, (1982) classified this magnitude of relationship as a strongone. Compared to other relationship variables considered in this study, measuring actual performance is ranked third in its magnitude of correlation.This finding is also supported by a study conducted by Aschalew, (2015), Abdurezak and Tigist, (2019), Longenecker, Frink and Caldwell (2014) and Zhang, Zheng and Li (2012). 
The result of Pearson correlation test between employees performance and comparison actual performance with standards showed that, there is a statistically significant positive relationship between the two variable at the level of (R=0.748), (P<0.01). MacEachron, (1982) classified this magnitude of relationship as a strongone. Compared to other relationship considered in this study, comparison actual performance with standards is ranked fourth in its magnitude of correlation.This result is consistent with some previous studies in different setting by Almas Sabir, (2017), Eniye, (2007), Kuvaas (2011) and Robinson and Fink (2009).
The result of Pearson correlation test between employees performance and Initiating corrective action showed that, there is a statistically significant positive relationship between the two variable at the level of (R=0.872), (P<0.01).MacEachron, (1982) classified this magnitude of relationship as a strongone. Compared to other relationship considered in this study, Initiating corrective action is ranked first in its magnitude of correlation.The result found in this study is also similar with the study conducted by Abdurezak and Tigist, (2019), Solomon, (2016), Evans and Bae (2018) and Eniye, (2007).


4.5. Regression analysis- Test of Assumptions
Statistical assumptions that must be met for the analysis of correlation and regression are tested and the results are presented in this section. Accordingly, basic assumptions were checked and found acceptable and their results are discussed as follows.

4.5.1. Linearity Test
Linearity refers to the degree to which the change in the dependent variable is related to the change in the independent variables.










Graph 4.1: Normal P-P plot graph
[image: ]

Source: Own Survey, (2024)
The p plot of residuals discloses that there is no large deviation in the range of the residuals. As we look from left to right on the figure it looks like almost all residuals lay on the linear straight line. Therefore, this tells us the relationships of independent variable with the dependent variable are linear.
4.5.2. Assumption 3- Homoscedasticity (equal variance)
Heteroscedasticity is a hard word to pronounce, but it doesn't need to be a difficult concept to understand. Put simply, heteroscedasticity (also spelled heteroskedasticity) refers to the circumstance in which the variability of a variable is unequal across the range of values of a second variable that predicts it. The model errors are generally assumed to have an unknown but finite variance that is constant across all levels of the predictor variables. This assumption is also known as the homogeneity of variance assumption (Weisberg, 2005, as cited by, Matt, Carlos, and Deson, 2013).
It means simply that, the variance of Y for each value of X is constant in the population. This assumption can be checked by visual examination of a plot of the standardized residuals (the errors) by the regressions standardized predicted value. The following scatter plot was obtained from the average results of the dependent variable, employees performance and the various independent establishing standards of performance, communicating of performance standards, measuring actual performance, comparison actual performance with standards and initiating corrective actionto see whether homoscedasticity is really a pressing problem of this particular study.
Graph-4.2. homoscedasticity between variables
[image: ]

Source: Own Survey, (2024)
As it can be seen on the graph 4.2 the set of data exist on the same scatter, the points have the same distance from the line and the scatter plot roughly rectangular-shaped. This shows that the sample fit with the assumption of equal variances (i.e. assumption of homoscedasticity). This implied that even if the data came from different samples have the same variance.

4.5.3. Assumption 2- Independent of residuals
Linear regression analysis requires that there is little or no autocorrelation in the data. Autocorrelation occurs when the residuals are not independent from each other.  In other words when the value of y(x+1) is not independent from the value of y(x). For instance, this typically occurs in securityvariable, where the security is not independent from the previous security. A value of 2.0 means there is no autocorrelation detected in the sample. Values from zero to 2.0 indicate positive autocorrelation and values from 2.0 to 4.0 indicate negative autocorrelation (Chatterjee&Hadi, 2012; Fox, 1997; Weisberg, 2005). Breach of this assumption leads to, biased estimate of standard errors and significance, even if the estimate of the regression coefficient remain unbiased but yet inefficient (Chatterjee & Hadi, 2012, as cited by, Matt, Carlos, and Deson,2013). 
Table –4.6 Test for Independent of Residuals Durbin-Watson test result
	Model Summaryb

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate
	Durbin-Watson

	1
	.915a
	.838
	.834
	.36326
	2.446

	a. Predictors: (Constant), ICA, CAPS, Std, Com, AP
b. Dependent Variable: EmP


Source: Own Survey, (2024)
As shown in the table 4.6 above, both R² and adjusted R² measure the proportion of the variation in dependent variable explained by the model. But since adjusted R² is the modification for the limitation of R² the value of the adjusted R² is considered to measure the fitness of the model. Thus, as it is shown on table 4.6 above, the value of adjusted R² is 0.834, indicating that the independent variables in the model are explaining 83.4% variation on the dependent variables. Thus, we can understand that the model of the study is providing a good fit to the data. This outcome indicates that the independent variables in this study are the major determinants of employee’s performance.
The Durbin Watson (DW) statistic is a test for autocorrelation in the residuals from a statistical regression analysis. The Durbin-Watson statistic will always have a value between 0 and 4, a value of 2.0 means that there is no autocorrelation detected in the sample. Values from 0 to less than 2 indicate positive autocorrelation and values from 2 to 4 indicate negative autocorrelation. As a general rule, the residuals are independent (not correlated) if the Durbin-Watson statistic is approximately 2  and an acceptable range is 1.50 - 2.50 (Babatunde O.S, Oguntunde P.E, Ogunmola A. O and Balogun O.S, 2014). In this case, Durbin-Watson is 2.446, close to 2 and within the acceptable range and hence, we assumed independence of residuals assumption.
The table below showed the Durbin-Watson test of this study. 
The value of the Durbin-Watson statistic ranges from 0 to 4.
Autocorrelation, also known as serial correlation, can be a significant problem in analyzing historical data if one does not know to look out for it. A positive autocorrelation would indicate that the establishing standards of performance, communicating of performance standards, measuring actual performance, comparison actual performance with standards and initiating corrective action yesterday has a positive correlation on the establishing standards of performance, communicating of performance standards, measuring actual performance, comparison actual performance with standards and initiating corrective action today so if they fell yesterday it is also likely that falls today. Having the negative autocorrelation, on the other hand, has a negative influence on itself over time so that if the establishing standards of performance, communicating of performance standards, measuring actual performance, comparison actual performance with standards and initiating corrective action fell yesterday, there is a greater likelihood it will be raised today.
4.5.4. Assumption 3- Multicolinearity
The term Multicolinearity describes a perfect or exact relationship between the regression exploratory variables. Multiple linear regression analysis assumes that there is no perfect exact relationship among exploratory variables. In regression analysis, when this assumption is violated, the problem of Multicolinearity occurs. Multiple linear regressions assume that there is little or no Multicolinearity in the data. Multi-co linearity occurs when the independent variables are not independent from each other. A second important independence assumption is that the error of the mean is uncorrelated; that is that the standard mean error of the dependent variable is independent from the independent variables.
Multicolinearity is checked against three key criteria:
1) Correlation matrix – when computing the matrix of Pearson's Bivariate Correlation among all independent variables the correlation coefficients need to be smaller than 0.9. 
2) Tolerance – the tolerance measures the influence of one independent variable on all other independent variables; the tolerance is calculated with an initial linear regression analysis. Tolerance is defined as T = 1 – R² for these first step regression analysis. With T 
3) Variance Inflation Factor (VIF) – the variance inflation factor of the linear regression is defined as VIF = 1/T. Similarly with VIF > 10 there is an indication for Multicolinearity to be present. 
Basically this study used two ways to detect Multicolinearity. One way is by computing tolerance values and Variance Inflation Factor (VIF) for each independent variable. Multicolinearity exists when Tolerance is below 0.10; and the average variance inflation factor (VIF) is greater than 2.5. The other method is to assess Multicolinearity by examining correlations among the independent variables. If a correlation matrix demonstrates correlations of 0.90 or higher among the independent variables, there may be a problem with Multicolinearity.
Table 4.7 Pair-wise correlation among the independent variables
	
	Std
	Com
	AP
	CAPS

	Std
	
	
	
	

	Com
	.543
	
	
	

	AP
	.609
	.899
	
	

	CAPS
	.587
	.769
	.701
	

	ICA
	.744
	.779
	.748
	.701


Source: Own Survey, (2024)
According to (Hair et al., 2006) the pair-wise correlation among the independent variable should not exceed 0.90. As it is portrayed in the above table, the bold values showed the pair-wise correlation result and hence none of them exceeded the tolerable range of 0.90 to the maximum. Armed with this, we can say that Multicolinearity was not a problem in this particular study.
Table 4.8: Tolerance	 and Variance Inflation Factor   Coefficientsa
	
Model
	Co linearity Statistics

	
	Tolerance
	VIF

	1
	(Constant)
	
	

	
	Std
	.477
	2.096

	
	Com
	.212
	4.727

	
	AP
	.190
	5.252

	
	CAPS
	.413
	2.421

	
	ICA
	.301
	3.317


a. Dependent Variable: EmP
Source: Own Survey, (2024)
As it can be seen on table 4.8 the Multi-co linearity test by computing tolerance values and Variance Inflation Factor (VIF) for each independent variables. In this case all the tolerance values are greater than 0.10 and VIF is less than ten. Hence, the researcher assumed Multi-co linearity was not a problem.
4.6. Regression Analysis Results
Once all the regression assumption was met, the researcher decided on the data and further processed it.  Analysis of variance (ANOVA) is a method of splitting the total variation into meaningful components that measure different sources of variation. In other words, it split the total sum of squares into ‘between groups (sample) sum of squares’ and ‘within group (sample) sum of squares’.  Analysis of Variance (ANOVA) is a parametric statistical technique used to compare datasets. It is similar in application to techniques such as t-test and z-test, in that it is used to compare means and the relative variance between them. However, analysis of variance (ANOVA) is best applied where more than 2 populations or samples are.
Under this part, the researcher was mainly focused on the three most important elements of regression output, i.e. the Model summary, the ANOVA test and the Beta coefficient. The average response obtained from the employees under the dependent variable, employees performance and each of the predictor variables, the establishing standards of performance, communicating of performance standards, measuring actual performance, comparison actual performance with standards and initiating corrective action were used.

Table 4.9.Model Summary of the regression result 
	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate
	Durbin-Watson

	1
	.915a
	.838
	.834
	.36326
	2.446

	a. Predictors: (Constant), ICA, CAPS, Std, Com, AP

	b. Dependent Variable: EmP


Source: Own Survey, (2024)
The regression model considered employees performance as dependent variable and the establishing standards of performance, communicating of performance standards, measuring actual performance, comparison actual performance with standards, and initiating corrective action scores as the independent variables. The regression analysis is conducted to evaluate how well the establishing standards of performance, communicating of performance standards, measuring actual performance, comparison actual performance with standards and initiating corrective action predict employees’ performance. As it is depicted under the model summary table, the linear combination of the five variables significantly related to employees performance (R2 =0.838 and P<0.001). This means that, 83.8 percent of the positive variance of employees’ performance in the sample can be accounted for by the linear combination of theestablishing standards of performance, communicating of performance standards, measuring actual performance, comparison actual performance with standards and initiating corrective action. 
ANOVA (Analysis of variance), Used to compare whether the mean of one dependent variable differ significantly across the categories of another independent variables. ANOVA provides, the result of test of significance for R and R2using an F-statistic. According to Cohen, J (2010), if the result of the test is significant, with P-value below 0.05, then we reject the null hypothesis that R2is equal to zero and accept the research hypothesis that R2is significantly different from zero and there is a relationship between the independent and dependent variable in the population.

Table 4.10.ANOVAa
	Model
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	1
	Regression
	172.825
	5
	34.565
	261.944
	.000b

	
	Residual
	33.517
	254
	.132
	
	

	
	Total
	206.342
	259
	
	
	

	a. Dependent Variable: EmP

	b. Predictors: (Constant), ICA, CAPS, Std, Com, AP


Source: Own Survey, (2024)
As it is depicted on the ANOVA table above, it is observed that the independent variables give a significant effect on the dependent variable, where F-value is 261.944 with a p-value of less than 0.05 (i.e. p<0.000) indicating that, over all, the model used for the study is significantly good enough in explaining the variation on the dependent variable. The P-value of the dependent variable employees performance and the independent variables the establishing standards of performance, communicating of performance standards, measuring actual performance, comparison actual performance with standards and initiating corrective action is well below .05 (P<0.001).
Therefore, we concluded that the R and R2between the dependent variable employees performance and the independent variables the establishing standards of performance, communicating of performance standards, measuring actual performance, comparison actual performance with standards and initiating corrective action are statistically significant (different from zero), based on the opinion collected from respondents.
Table 4.11– Beta coefficient of regression result
	Model
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.
	Collinearity Statistics

	
	B
	Std. Error
	Beta
	
	
	Tolerance
	VIF

	1
	(Constant)
	.020
	.138
	
	.145
	.000
	
	

	
	Std
	.115
	.047
	.088
	2.470
	.000
	.477
	2.096

	
	Com
	.279
	.047
	.318
	5.927
	.000
	.212
	4.727

	
	AP
	.108
	.047
	.129
	2.288
	.000
	.190
	5.252

	
	CAPS
	.057
	.036
	.060
	1.561
	.000
	.413
	2.421

	
	ICA
	.460
	.051
	.402
	8.944
	.000
	.301
	3.317

	a. Dependent Variable: EmP


Source: Own Survey, (2024)
Under the Beta Coefficient table, the researcher highly emphasized on the values of the standardized Beta coefficient in order to figure out the relative importance of each independent variable, in predicting the dependent variable and on the unstandardized Beta coefficient in order to formulate the linear regression equation.
A. Standardized Beta Coefficient
Standardized beta coefficient is sometimes called relative importance weight. More specifically, RIWs are the proportionate contribution from each predictor to R2, (i.e. in our case to the R2=0.785), after correcting for the effects of the inter-correlations among predictors (Lorenzo-Seva et al., 2010). This method is recommended when the researcher is examining the relative contribution each predictor variable to the dependent variable (Johnson, 2000 and 2004).
From table 4.11 we can infer that, initiating corrective action in determining the variation in employee’s performance which accounted for 40.2% of the beta coefficient. The second most important element of communicating of performance standards that contributed most, to the positive variation in the dependent variable employees performance is accounted for 31.8% of the beta coefficient, followed by, measuring actual performance, setting standards and comparison actual performance, which had a beta coefficient share of 12.9%, 8.8%  and 6%.
In the case of North Shewa Zone of Oromia Regional State , setting standards and comparison actual performance least to the variance in the response variable among the others, accounted for only 8.8%  and 6% and it is statistically significant at p-value less than Alpha,(0.00<0.05).
Note that: This doesn’t mean that setting standards and comparison actual performance has no contribution; rather its contribution was significant.
B. Unstandardized Beta Coefficient
This is sometimes called, the Beta Weights. According to Pedhazur, (1997), a β weight coefficient informs us, as to how much change in the criterion variable (i.e. employees performance in our case) we might expect with a one-unit change in the predictor variables, (i.e. establishing standards of performance, communicating of performance standards, measuring actual performance, comparison actual performance with standards and initiating corrective action in our case) holding all other predictor variables constant.
The linear regression formula for one dependent variable, employees’ performance and more than one independent variable of the constructs establishing standards of performance, communicating of performance standards, measuring actual performance, comparison actual performance with standards and initiating corrective action, took the form of:
Y' = a + b1X1+ b2X2+ b3X3+ b4X4+ b5X5 + e
Where, Y'= the dependent variable employees performance
a = y axis intercept (the constant beta value)
b1, b2, b3,b4, b5=beta weight for each independent variables
X1, X2, X3, X4and X5= establishing standards of performance, communicating of performance standards, measuring actual performance, comparison actual performance with standards and initiating corrective action respectively.
e = the error term (0.05 in our case)
Taking in to consideration the unstandardized beta value in the table above, the regression equation of this particular study to the nearest decimal was written as:
Y' = 0.02 + .115X1+ .279X2+ .108X3+ .057X4+ .460X5 + 0.05
The negative value for the constant intercept should not be a cause for concern here. This simply means that, the expected value of the dependent variable employees performance was less than zero when all independent variables are set to zero.
Findings from the equation
· For every unit increase in the value of establishing standards of performance, setting all other predictor variable to zero, the value of response variable employees performance will increase by 11.5%.
· For every unit increase in the value of communicating of performance standards, setting all other predictor variable to zero, the value of response variable (employee’s performance) will increase by 27.9%. According to (Lorna and James, 2014) communication increases the likelihood that employees will accept the appraisal system as a legitimate and constructive means of gauging their performance contributions.
· For every unit increase in the value of measuring actual performance, setting all other predictor variable to zero, the value of response variable (employee’s performance) will increase by 10.8%.
· For every unit increase in the value of comparison actual performance with standards, setting all other predictor variable to zero, the value of response variable employees performance will increase by 5.7%.
· For every unit increase in the value of initiating corrective action, setting all other predictor variable to zero, the value of response variable (employee’s performance) will increase by 46.5%.


Table 4.12: Summary of hypotheses testing
	
	Hypothesis 
	Result 
	Reason

	H1 

	Establishing standards of performance has significant positive effect on the employees performance
	Accepted 
	Beta=0.115 at 0.000 sig.

	H2:
	Communicating of performance standards has significant positive effect on the employees performance
	Accepted
	Beta=0.279 at 0.000 sig.

	H3:
	Measuring actual performance has significant positive effect on employees performance
	Accepted
	Beta=0.108 at 0.000 sig.

	H4:
	Comparison actual performance with standards has significant positive effect on the employees performance
	Accepted
	Beta=0.057 at 0.000 sig.

	H5:
	Initiating corrective action has significant positive effect on the employees performance
	Accepted
	Beta=0.460 at 0.000 sig.




4.7. Discussion
The main findings of the present study regarding the impact of establishing standards of performance, communicating performance standards, measuring actual performance, comparing actual performance with standards, and initiating corrective action on employees' performance align with existing literature on the subject. The study found a significant positive relationship between these variables and employees' performance, which is consistent with previous research that emphasizes the importance of performance management processes in driving organizational success.
However, the ranking of the variables in terms of their correlation with employees' performance in the present study may differ from what is commonly reported in the literature. For example, while initiating corrective action was found to have the highest magnitude of correlation with employees' performance in this study, some literature may suggest that establishing performance standards or communicating performance expectations are more crucial for enhancing employee performance.
This discrepancy could be attributed to the specific context of the study or the unique characteristics of the sample population. It is important to note that different organizations may prioritize different aspects of performance management based on their goals, industry, or organizational culture. Therefore, the findings of this study should be interpreted within the context of the North Shewa Zone of Oromia Regional State and may not be generalizable to all settings.
The discussion part is important to give a clearer understanding on the subject under study. The present research was conducted in order to see, the impact of establishing standards of performance, communicating of performance standards, measuring actual performance, comparison actual performance with standards, and initiating corrective actionon the degree of employees performance in the North Shewa Zone of Oromia Regional State. The study included these variables establishing standards of performance, communicating of performance standards, measuring actual performance, comparison actual performance with standards, and initiating corrective action, to see their effect on employees’ performance. Increased employees performance is frequently argued to be the single most important driver of organizations’ long-term performance. 
The present study showed that, combination of the establishing standards of performance, communicating of performance standards, measuring actual performance, comparison actual performance with standards and initiating corrective action has a significant positive relationship with employees performance at a significance level of(R2 =0.838 and P<0.001). 
In the present study, the correlation between the dependent variable employee’s performance and each of the independent variables, together with their relative importance was identified. Based on the result obtained from Pearson correlation, there is a positive association between the dependent variable employee’s performance and independent variables. Compared to other relationship considered in this study, establishing standards of performance is ranked last in its magnitude of correlation, communicating of performance standards is ranked second in its magnitude of correlation, measuring actual performance is ranked third in its magnitude of correlation, comparison actual performance with standards is ranked fourth in its magnitude of correlation and initiating corrective action is ranked first in its magnitude of correlation. 
The results of the present study also showed that: For every unit increase in the value of establishing standards of performance, setting all other predictor variable to zero, the value of response variable employees performance will increase by 11.5%; For every unit increase in the value of communicating of performance standards, setting all other predictor variable to zero, the value of response variable (employees performance) will increase by 27.9%; For every unit increase in the value of measuring actual performance, setting all other predictor variable to zero, the value of response variable (employees performance) will increase by 10.8%; For every unit increase in the value of comparison actual performance with standards, setting all other predictor variable to zero, the value of response variable employees performance will increase by 5.7%; For every unit increase in the value of initiating corrective action, setting all other predictor variable to zero, the value of response variable (employees performance) will increase by 46.5%.
In conclusion, while the main findings of the present study are in line with existing literature on performance management, the specific ranking of variables in terms of their impact on employees' performance may vary. Further research and exploration into the nuances of performance management practices in different contexts are warranted to gain a comprehensive understanding of how organizations can effectively enhance employee performance.










CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATION
5.1. Summary of Findings 
The mean score for the independent variables of establishing standards of performance, communicating of performance standards, measuring actual performance, comparison actual performance with Standards and Initiating corrective action was 3.90, 3.69, 3.39, 3.96 and 3.71respectively while the mean score for the dependent variable of employee’s performance was 3.72. Here the mean score for comparison actual performance with Standards is highest while the mean score for measuring actual performance is lowest. This implies that the respondents included in the study are about higher level of agreement in terms of the establishing standards of performance while their feeling towards measuring actual performance is low.
The correlation coefficient statistics shows that employee’s performance (dependent variable) is associated with establishing standards of performance (0.645), communicating of performance standards (0.847), measuring actual performance (0.838), and comparison actual performance with Standards (0.748) and Initiating corrective action (0.872). Significance relationship was also detected among the independent variables. All independent variables are correlated each other for instance; establishing standards of performance with communicating of performance standards (0.534),  with measuring actual performance (0.609), with comparison actual performance with Standards (0.587) and with Initiating corrective action (0.744). Relatively stronger correlation is (0.899) is scored between establishing standards of performance and measuring actual performance. 
The regression analysis tells us that the model explained 83.4 % (R Square= 0.838, Adjusted R Square= 0.834) by the independent variables the R statistics 0.915 that indicates strong relationship between dependent variable and independent variables. The β statistics for establishing standards of performance, communicating of performance standards, measuring actual performance, comparison actual performance with Standards and Initiating corrective action are 0.115, 0.279, 0.108, 0.058 and 0.460 respectively with p< 0.001 significance level. Thus the five hypotheses (H1, H2, H3, H4, and H5) postulated as establishing standards of performance, communicating of performance standards, measuring actual performance, comparison actual performance with Standards and Initiating corrective action have positive effects on employee’s performance that are accepted.

5.2. Conclusion
Five process of performance appraisal can play a critical role in improving the properly evaluate the performance of its employees as it can achieve survival, increase their satisfaction and trust and then generate the competitive success for organizations.
The aim of this study was to explore the effect of the measurement of five process of performance appraisal establishing standards of performance, communicating of performance standards, measuring actual performance, comparison actual performance with standards, and initiating corrective action on the employee’s performance in North Shewa Zone of Oromia Regional State. 
The present research was conducted in order to see, the impact of establishing standards of performance, communicating of performance standards, measuring actual performance, comparison actual performance with standards, and initiating corrective actionon the degree of employees performance in the North Shewa Zone of Oromia Regional State. The study included these variables establishing standards of performance, communicating of performance standards, measuring actual performance, comparison actual performance with standards, and initiating corrective action, to see their effect on employees’ performance. Increased employees performance is frequently argued to be the single most important driver of organizations’ long-term performance. 
The present study showed that, combination of the establishing standards of performance, communicating of performance standards, measuring actual performance, comparison actual performance with standards and initiating corrective action has a significant positive relationship with employees’ performance at a significance level.
In the present study, the correlation between the dependent variable employees’ performance and each of the independent variables, together with their relative importance was identified. Based on the result obtained from Pearson correlation, there is a positive association between the dependent variable employees’ performance and independent variables. Compared to other relationship considered in this study, establishing standards of performance is ranked last in its magnitude of correlation, communicating of performance standards is ranked second in its magnitude of correlation, measuring actual performance is ranked third in its magnitude of correlation, comparison actual performance with standards is ranked fourth in its magnitude of correlation and initiating corrective action is ranked first in its magnitude of correlation.
5.2. Recommendation
Basedonthefindingsofthestudy,theresearcherforwardsthefollowingrecommendationstothe management of the four offices from North Shewa Zone of Oromia Regional State such as Health, Education, Agricultural and Fiche City Administration and suggestion for other researchers.
· The human resource management can be strategic partner for any business when it presents a tangible support for an organization’s profitability. This tangible support is achieved when the HR system in place is effectively implemented along with the individual HR practices which are sure to lead to increased productivity of firm. Performance appraisal is one of the major pillars in contemporary HR system. The potential value of using performance appraisal system as a tool to manage and measure both employee and organizational performance depends largely on the quality of how the system is implemented. It is seen as an efficient vehicle to successfully deliver on the strategic objectives and goals of organizations. As the proper implementation of such a system is of critical importance to success, organizations should watch over to confirm its functionality and able to take timely measures as necessary. In addition, knowing the major challenges that are associated with effective implementation and practice should not be left to luck. Accordingly, to better enhance the performance appraisal system of the case organization, the following recommendations are forwarded.
· For the expected performance to be achieved, employees should understand their role and contribution to their team and organization. Therefore, employees should be provided with updated establishing standards of performance at least at the beginning of every performance period. As planning is the backbone for the whole process of performance appraisal four offices from North Shewa Zone of Oromia Regional State such as Health, Education, Agricultural and Fiche City Administration should confirm the practice and usage of SMART objectives in the application by giving the necessary trainings on how to develop the SMART objectives.
· Establishing standards of performance has significant positive effect on the employee’s performance. It is recommended to clearly define and communicate performance standards to all employees, ensuring they understand what is expected of them in terms of their performance goals and objectives. 
· Communicating of performance standards has significant positive effect on the employee’s performance. Regularly communicate performance standards to employees through various channels such as team meetings, one-on-one discussions, and written documentation to ensure clarity and alignment with organizational goals. 
· Measuring actual performance has significant positive effect on employee’s performance. Implement a robust performance measurement system that tracks and evaluates employee performance against set standards regularly, providing feedback for improvement and recognition for achievements. 
· Comparison actual performance with standards has significant positive effect on the employee’s performance. Conduct regular reviews comparing actual employee performance with established standards, identifying areas of improvement and recognizing exemplary performance to motivate employees towards achieving organizational goals. 
· Initiating corrective action has significant positive effect on the employee’s performance. When deviations from set standards are identified, promptly initiate corrective actions that are constructive and supportive, providing guidance and resources to help employees improve their performance effectively.
5.3. Suggestion for Future Research
The current study leaves room for further future research in the field of the performance appraisal of the four offices from North Shewa Zone of Oromia Regional State such as Health, Education, Agricultural and Fiche City Administration. There is an opportunity for researchers to either explore the same variable so f this study in greater depth or to add new variables that could potentially predict performance appraisal more accurately or differently. This study utilized respondents residing in North Shewa Zone of Oromia Regional State only and there searcher would recommend that similar studies as to the current study be conducted on alarger scale that is larger sample size and larger geographic regions. This would allow for more diversity in the sample and more in form end results.
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APPENDIX I
SALALE UNIVERSITY
SCHOOL OF GRADUATE STUDIES
MASTERS OF BUSINESS ADMINISTRATION
Questionnaire to be distributed for the Employees of four offices from North Shewa Zone of Oromia Regional State such as Health, Education, Agricultural and Fiche City Administration
Dear Respondents.
This questionnaire is developed for an academic effort planned for the collection of data to conduct a thesis paper on the title “The effect of the performance appraisal on the employees’ performance in North Shewa Zone of Oromia Regional State”, in order to fulfill the University’s (Salale University) requirement set for awarding of a Master of Business Administration. The information obtained from this questionnaire will be kept confidential and will not be used for any other purposes. Hence, I am kindly asking respondents to give your candid information. 
NB: 
· It is not necessary to write your name 
· Try to address all the question given below 
· For the closed ended questions use (√) mark for your choice in the given box 
Contact Address
If you have any query, please do not hesitate to contact me and I am available as per your convenience at (Mobile: 09                ) Email:            @gmail.com
Thank you for your cooperation!
PART 1: DEMOGRAPHIC INFORMATION
1. Gender
Male                                Female
2. Educational Qualification:
Grade 10 completed                   Grade 12 completed                       Certificate
College diploma                              First Degree                  Second Degree and above


PART 2: QUESTIONS DIRECTLY RELATED WITH THE STUDY 
2.1. Here under the questions with regard to regard how the independent variables such as purpose, methods, process and feedback of performance appraisal influence the dependent variable employees performance therefore, you are kindly requested to put “√” “X” mark on the box which represents your degree of agreement. 1 = strongly disagree, 2 = disagree, 3 = neutral, 4 = agree, 5 = strongly agree,
	
	Statements of Purpose of Performance Appraisal
	5
	4
	3
	2
	1

	Pur01
	The performance appraisal system of the office has purpose.
	
	
	
	
	

	Pur02
	The office collects information through performance appraisal and uses it to make personnel decisions as, promotion, suspension and termination.
	
	
	
	
	

	Pur03
	The performance appraisal data are used to differentiate between high performers and low performers.
	
	
	
	
	

	Pur04
	The purpose of performance appraisal in the office focuses on employee development.
	
	
	
	
	

	Pur05
	The purpose of performance appraisal in the office is basically to identify and prepare individuals for increased responsibility.
	
	
	
	
	

	Pur06
	Appreciation and being praised by their managers for successful employees is effective to increase their performance.
	
	
	
	
	

	
	Statements of Performance Appraisal Methods
	5
	4
	3
	2
	1

	Met01
	The Performance Appraisal method covers a number of dimensions such as volume of work, quality of work, job knowledge, dependability and cooperation 
	
	
	
	
	

	Met02
	The office uses behavioral oriented statements representing good, average, poor performance along each dimension.
	
	
	
	
	

	Met03
	The method requires the manager to keeps records of specific incidents of effective and ineffective performance on the part of each employee.
	
	
	
	
	

	Met04
	In my opinion performance appraisal method can evaluate employee‘s performance properly.
	
	
	
	
	

	Met05
	I am satisfied with the current performance appraisal method of the office.
	
	
	
	
	

	
	Statements of Process of Performance Appraisal
	5
	4
	3
	2
	1

	Pro01
	The performance appraisal process communicates performance expectations of the office to employee before measuring the actual performance.
	
	
	
	
	

	Pro02
	The manager tries to measure employee actual performance using personal observation, statistical report, oral and written reports.
	
	
	
	
	

	Pro03
	The managers in the office have skill to evaluate employee performance.
	
	
	
	
	

	Pur04
	The managers have enough information on my real work performance.
	
	
	
	
	

	Pur05
	The managers consistently provide lower rating to people with certain characteristics, such as Women and minorities.
	
	
	
	
	

	Pro06
	I feel that the manager take into consideration my performance throughout the evaluation period rather than looking the short term achievement or failure.
	
	
	
	
	

	
	Statements of Performance Appraisal Feedback
	5
	4
	3
	2
	1

	Fed01
	The feedback I receive from my immediate manager helps me to improve my work.
	
	
	
	
	

	Fed02
	I believe the performance evaluation report reflects my true performance.
	
	
	
	
	

	Fed03
	When my performance has not met minimum standards, my manager discusses with me the reasons.
	
	
	
	
	

	Fed04
	The manager provides me with clear direction for improving my work performance.
	
	
	
	
	

	Fed05
	The manager communicates with me frequently about my performance.
	
	
	
	
	

	Fed06
	The manager tries to understand my point of view when he/she discusses problems or projects with me.
	
	
	
	
	

	
	Statements of Employee Performance
	5
	4
	3
	2
	1

	EmP01
	I perform well in my overall job by carrying out tasks as expected.
	
	
	
	
	

	EmP02
	I could manage more responsibility in my job than is typically assigned to me.
	
	
	
	
	

	EmP03
	I always reach my performance target.
	
	
	
	
	

	EmP04
	I am able to perform my work well with minimal time and effort.
	
	
	
	
	

	EmP05
	I do my job independently (without waiting for specific instruction from my supervisor)
	
	
	
	
	

	EmP06
	Compared to last year, I judge the quality of my work in the past six months to be much better.
	
	
	
	
	

	EmP07
	I am able and willing to work in collaboration with others.
	
	
	
	
	

	EmP08
	I actively looked for ways to improve my performance at work.
	
	
	
	
	



“THANK YOU”




EMPLOYEES PERFORMANCE


ESTABLISHING STANDARDS OF PERFORMANCE


COMMUNICATING OF PERFORMANCE STANDARDS


MEASURING ACTUAL PERFORMANCE


COMPARISON ACTUAL PERFORMANCE WITH STANDARDS


INITIATING CORRECTIVE ACTION
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