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Abstract

The study investigates assessment of employeerrparfce appraisal practice: The case of
Addis Ababa Water and Sewerage Authority. Andeékearch is employed on descriptive type of
research, and it was conducted in convenient simgtelom sampling technique to make the
result valid before the research undertaken andaalivity has been done as much as it was
possible system that influences employee behawoaro organizational performance. The
source of data are primary and secondary that eggioboth quantitative and qualitative types
while data gathering tools are structured and sestnuctured from the organization record
documents and through close and open ended queaties. All in all the organization move
for ward to achieve its mission, vision and valoeiteate resourceful environment. Performance
is a development variable of the organizationaltund and environment around the employee
and management, which affects individually his er performance at work change in skill,
education and experience produce positive impacinfimencing the development variables.
Here the role of managing employees and organimatiperformance becomes more significant
and inevitable element to reach the ultimate gddhe organization. The study finding shows as
a gain follow modern style of leadership visionn@ximize value, create strong competent
activities in the sector, and ensure organizatiormahployees performance to achieve its
objectives. There fore, conclusion will be encoesagerformance as an important in put for
best value adding benefit, and practicing governmegaolicy rules and regulations of the
organization through standardizing and challengei@aes defects of organization performance
appraisal problems for the future.
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CHAPTER ONE

1. Introduction

1.1  Background of the Study

Organizations seem today to be regularly chandieg PA systems in the hope that they will
find the right answer. And also an tempt to diagnibe factors responsible of the employees and
organizational level to make the employees appsaisare acceptable, more effective and more

result oriented.

Addis Ababa water and sewerage Authority is onéhefpublic organization established under
the municipality of Addis Ababa for the supply déan water and provide west water disposal

service to the inhabitants of the capital city dfiEpia, Addis Ababa.

AAWSA headed by city administration council boafdnmanagement, and have eight branches

and a project office in the city.

AAWSA'’s objective and responsibility as public onggation lies manly in the supply and
provision of water and sewerage service which ar®rg the most basic human needs.
Considering the growth of the service both in voduamd complexity following the rapid growth
and expansion of the capital the challenges todoend are enormous and too heavy. The
involvement of workers in the development process the role played is enormous. Employee
of AAWSA has symbiotic roles to play. As a consurtiey need its services and as employees

of AAWSA give the services.
Vision, Mission and Core values

AAWSA strides for excellence in its business fuos and processes. Its vision, mission and
core values call for the utility business help awghiits ultimate business goals and objectives to
provide dependable customer services as a leadohgediable center of excellence in the sector.
AAWSA'’s corporate vision, mission, and core value important tools in enhancing the
authority in which employee are united by commoalg@nd in shared ambition. The vision and

mission statement imply that AAWSA strives for ellegce in providing reliable, accurate,



secure, accessible and innovative customer servitdle being candid, fair, transparent and

responsive.
Vision of AAWSA

“To see Addis Ababa having sufficient clean, potabhd reliable water supply and modern
waste water disposal system that benefit its statub to line it among the best 5 African’s

Metropolis”
Mission of AAWSA

To deliver sustainable and adequate clean wateliguid waste disposal service in line with the

city’s speedy development via working hand in hesitth stakeholders.
Values of AAWSA

- We shall supply clean water to all citizen of Addisaba

- We share create a city free from the hazardousdpmgéhe liquid waste

- Inrelentless change and improvement we trust

- With knowledge and faith we lead

- Providing instant reaction is integral part of service

- Cooperative work is fundamental in put to the lon of our missionAAWSA, (2006)
Providing this all an organization’s Assessmenit®©tmployee performance appraisal is

very essential so as to succeed in its objectives.

1.2  Statement of the problem

Good practice of the way to development is to attamne’s organization goal achievement
sustainable development requires optimizing andgusie capacity of human resource. Unless
an organization assess their employee performappeaigal it is difficult to enrich in to its
objectives. The process of the enhancement of graplappraisal of Addis Ababa water and
sewerage authority must be assessed in how manisefunctioning and whether or not related
and useful for its ultimate goal of the organizatiand this study should focus on if AAWSAS

management ensure that the appraisal system igejabed, performance based, uniform,



consistent, fair and the appraisers are honedgnedtand objective in their approach and

judgment.

Appraisers should be well trained in the art andrsx® of PA to ensure uniformly consistency

and reliability of the process.

Performance appraisal is the principal medium tghowhich human talent in an organizations is

most effectively utilized. Ignou (n.d)

1.3 Research Questions

» Is there an appropriate performance appraisal systeAAWSSA?

» How do the employee and management perceive theemreperformance appraisal
practice?

» What is the purpose of employee performance aremmducted in AAWSA?

» What are the major problems related in AAWSA'’s emgpke performance appraisal?

» How employee performance is goes with objectiveBAWSA?

1.4  Objective of the Study

The main objective of the study is to assesses@maplperformance appraise practice. The case
of Addis Ababa Water and Sewerage Authority, areldtudy attempts to explore the existing
employee performance appraisal practice is whetlaets as an input to the general objective of
an organization in the effective and efficient waygromote and enhance overall endeavor of
AAWSA.

So, investigations will be conducted in the serfsegponsibility in order to assists in answering
the problem questions. Hence the general objeofitiee study investigates the practical activity

of human resource (employee performance appraisatjibution to the organization.

Finally, after assessing the performance evaluationrecommend alternative measures that

should be taken based on findings of the study.



1.4.1. Specific objectives

* To identify whether AAWSA under take its employesfprmance appraisal according
to the existing policies and procedures.

» To assess the current performance appraisal peaafti@BAWSA.

» |dentify the effect of performance appraisal preeion an objective of AAWSA.

* To forward conclusion and recommendation basedheriindings of the study.

* And finally, after assessing the performance evaoato recommended alternative
measures that should be taken based on findintee aftudy.

1.5 Significance of the Study

It is expected that this study may be helpful ¢tve problems around performance appraisal
systems and it serve’s as a reference materiahdademicians and practioners and also it
initiates the targeted organization to assessxittieg performance appraisals practice and use
for change as a development to better human res@edormance appraisal functions and meet
its objectives more over it initiates for otherdrdsted researchers to carry out more extensive
studies in the area finally these, study may befhklo attempt to generate new ideas useful

strategies, plans use upon human resource perfeamappraisal functions.
1.6  Research Design and Methodology

Research is an on going process that begins waitrétical foundations. Here lies the relevance
of the research process. It clarifies the existimpry, which might lead to its reinforcement or

reformulation and it could be a theory.

The research process includes a series of stepmbagwith the identification of a problem and
the study of the target in the universe. The stafyelata collection involves the scientific
methods and techniques so that the research gcyinlds reliable and valid results (Ignou,
2005).

The research out lined the population, sample setecsampling techniques, data collection,
data processing and analysis, interpretation anghrgrizing. This study is designed to assess

the employee’s performance appraisal practice. dds=s of AAWSA to collect the required



data, both primary and secondary data sourcestiired. And also qualitative and quantitative

types of data will be collected.
Rational of survey research method

Social science research techniques often clarifieth two categories, namely qualitative and
guantitative. Qualitative research enables to witded the subtle aspects of social relations.
They are particularly useful when one is interestegrobing a specific question in depth, its
meanings and their different interpretations. Hosvewualitative methods also have their
limitations. They are, for example, more suitableew research is being carried out in small
setting in forced on a specific group or commun@ualitative research method are not very
useful when we need to know about macro phenon®rd, as the demographic structure of a
population or the extent and nature of povertyisease quantitative research method or survey
research enables as to study these questions areaaomprehensive manner. Depending up on
the requirement, survey research can be extendadatge area population as a whole nation or
even the entire world. When the universe of theysia large and the researchers are looking for
broad trends or patterns in a given population thfegn resort to survey method. In other words,
gualitative and quantitative research methods awe aopposed to each other they are

complementary. The two can be combined, one ethelother (Ignou, 2005).
The descriptive research approach

When it is desirable to provide information for Riadion of alternative research approaches, the
descriptive research approach with in the conctusiesearch is often used. The descriptive
research method requires more basic knowledgeea$ubject than the explanatory one. State of
things are surveyed and the properties of a nurobesbjectives are described the aim of
descriptive research is to describe how things faregxample, by mapping or observations

without explaining why and that must not only bewed as a fact gathering expectations.
Explanatory research approach

In an explanatory research method, the aim is @mockefurther for connections between cause
and effect. An explanatory study can be done witferént focus as the following “In depth”

study by focusing on specific research on developra@d changes over time the difference



between descriptive and explanatory is quite sn#dhnost all descriptive research contains
explanatory parts as well. The main difference leetwthe two is that an explanatory research
usually is contracted on relatively few variabldsile/ the descriptive research careers a broader
perspective. In order to study in a satisfactorywnea, thus finding answers to the problem and
give recommendations on how to improve, much infgram is needed. Therefore the researcher
has to broaden his knowledge in this subject aleaugh literature review, observation,
interview and feed back from the respondents wieceanployees and the managerial staff have
to be taken in to account.

The researcher chosen descriptive, survey reseaetihod and explanatory method because it is
suitable to describe to gather data’s to help g#silnterpret the results of the findings and give

meaning out of it.
Simple size

A question often asked is of the size of the samigtev large should it be? The best answer
could be “it depends”. That means there is no cbesiranswer to this question. However, the
literature on survey sampling does give generaicadto prospective survey researchers. For
some people, sample of thirty is the bare minimdirthé researcher plans to some form of
statically analysis of the data. However, the 93fdhe sample depends on the plans of the
researcher and how accurate the sample has to rbéidopurposes, and on population
characteristics. It may be stated here that a lasgmple alone does not guarantee a
representative sample. Further when we increassetingle size we increase costs. Large sample
means increase costs. A researcher may keep inaltitteese considerations while judging the
size of the sample (Ignou,2005).

To collect primary data, both questionnaires andrinews will be employed. Quantitative data
will be collected by questionnaires distributing iBO employees which are 10% out of 1800
employees of AAWSA by using questionnaires quatitgaand qualitative data. In addition to

this observation will be conducted through intewiieg the management staff members.

The researcher used SPSS /statistical packageowal science/ to out puts of the reporting
respondents information in different tables likequencies and percentages used to summarize

and analyze the data’s.



1.7  Scope/Delimitation of the Study

The study is focused on the assessment of emplyegformance appraisal practice and it is
limited to AAWSA'’s employee performance appraisaqtice to assess the present situation and
how it looks like and how well is the productivilg AAWSA conducted in it's eight branches
and one project office and head office. For this thsearches selected descriptive research

techniques to process the collected primary andrelry data’s from the organization.

1.8. Limitation of theStudy

The problem that the study encountered while cotgigichis research was unavailability of

information that enables to fulfill all needed datéoreover, time and resource constraints are
also mentioned, as one factor, and problem of gatheuestionnaires fully and timely are some
of the limitations encountered. Besides, becausgeofgraphical set up different parts of the
organization, need to be travel repeatedly from eme to the other unit. In order to collect the

distributed questionnaires and conduct some obsemgaare also the limitation of this thesis.
1.9. Organization of the Study

The study is organized in to four chapters. Chaptes deals with background of the study,
statement of the problem, basic research questabjective of the study, significance of the
study, Research design and methodology, scopeftiion of the study and limitation of the

study.

Chapter two deals with review of the related litere, chapter three deals with the data
presentation analysis and interpretation the Fehapter four contains of findings, conclusions
and recommendations.



CHAPTER TWO

2.1 Review of the Related Literature

What is important is that the formal comprehensiggiews be supplemented by frequent
progress or periodic reviews. These reviews cashoet and relatively informal, but they help
identify problems or barriers that hinder effectperformance. They also keep communication
open between the superior and subordinates. Fortrer priorities can be rearranged and
objectives can be renegotiated if warranted by gbdrsituations. It certainly is inappropriate to
pursue obsolete or even unsuitable objectives Wee agreed on in an environment of

uncertainties.

Finally, there is continuous monitoring or perfomoa. Which this system, when performance
deviates from plans, one does not have to waitHernext periodic review to correct it. The
superior and the subordinate discuss the situatiomediately so that corrective actions can be
taken at once in order to prevent a small devidtiom developing into a major problem (Harold
and Heinzw 2004).

Fig. 1The appraisal process

Actual performance

i
Outputs Y
Inputs

Measuring performance against standards
Setting verifiable

objectives that become 1. Formal comprehensive review (e.g

standards annual)

2. Progress or periodic reviews (e.g for
mile-stones, quarterly, monthly)

3. Continuous monitoring (daily with

emphasis on self-control).
Corrective actions for
undesirable deviation from

standards

(Harold and Heinzw 2004)



The purposes of appraisal

The reason why appraisal has had problems in sogenizations is that the purpose of the

whole concept has become rather blurred and camfusas arisen between the three important

and worthy functions: performance potential and {yrthy and Stwort, 2003).

Performance

The most common reason for implementing an apgrad@geme is so that there is a regular,

once or twice a year, review of a person’s workgpess. This is usually conducted between the

individual and their immediate manager, though®360becoming popular now, involving the

views of other people with whom the individual hasrk contact. These might include

colleagues, subordinates and even customers aptiessp

The PA offers the following four benefits:

1.

It can be likened to an annual car service, a tleftack-up or a review of personal
finances in that it enables the person’s work tavimmitored on an overall, rather than
day-to-day basis. The whole pattern of that pessarork can be discussed and put into
context. Normal, more frequent, work reviews wilicis more on the specific tasks
currently being performed.

It is an opportunity for everyone concerned to aéscproblems that have been happening
and to make adjustment for even better performamdeature. The changes could be
related to the organizations of the departmerg, ptiocedures or policies. By taking stock
from the over all position, decisions can be matickvare untainted by the urgency of
immediate tasks in hand.

Training needs are often identified at the apptasawhen the individual takes stock of
their performance, and underlying cause for anyblpmas might be realized to be

deficiency in certain knowledge or skills

The appraisal is a chance for all parties to give receive feedback on their performance, what

they are doing well, what is not so good and whahimneed to be changed. The feedback

aspect is very motivating for most people, everthiére are complaints about parts of the



standard of their work. Research studies have stomralusively that it is more motivating to be

reproved occasionally than to be ignored (Dorthy Stwort, 2003),
4. Potential

A second common reason for appraisal is to asseshtml. This enables the person being
appraised to discuss their career aspirations @amdrmpare these with the future direction and
the manpower and succession plans of the compamy.appraise can review their personal
strengths and weak-nesses, likes and dislikes,camgdider in what direction they might want for
most staff it is unlikely that they will have motiean six or eight major goals for the year of
these, most will be maintenance goals’ aimed atimoimg the way they are currently working.

The one or two development goals will be for newkvthat is being planned (Dorthy and

Stwort, 2003).

It the staff member is involved in setting thesgeotives, there is a far greater chance that they
will be committed to their achievement for the sa®son, the staff member should keep a copy

of the completed forms (Dorthy and Stwort, 2003).

At the meeting to review last year's performancd smplan next year’'s a discussion should be
held to consider any problems that affected theiemelment last year which might also
negatively affect next year. These problems mightl] for example, to a change in the way the
product, policies and procedures operate, a chem¢g@w the individual or their manager do

their work, or to some coaching or more formalrtirag in specific knowledge or skills.

Some appraisal form ask the manager to rate tifienséanber on various scales and on various
characteristics,. The global one which asks fooweer all assessment of performance on a scale
of 1 to 5 or ‘First class’ to ‘inadequate’ is pwrdbr the purpose of pay, as it is from this score
that percentage pay rises are calculated. It hgslae® in the discussion of the goals and only
serves to distract the appraise from the interviéwhe score is given at the beginning of the
interview, the appraise tends not to listen too moicthe following discussion as they are either
relieved or are trying to bargain for a higherngtilf the score is withheld until the end of the
interview, they are trying to anticipate what itgising to be. The discussion of the achievement

of the goals is not served will by an assessmeimgaf the individual.



In some cases, a more refined assessment of thactdrastics of the appraise is required. This
also hinders the performance review and contansrtagfindings. If a manager is asked to rate,
on a scale of 1to 10, how, say, ‘reliable’ the fstaémber is, it is a reflection of the manager’s
definition of ‘reliable’ that is recorded. A relilbperson could be some one who is accurate
‘trust worth’ or can work with minimum supervisioriThese are three quite different
interpretations of the same word, and so it islyikinat the appraise would be rated very
differently by different managers with differentfihétions. For this type of appraisal, it is true
that the appraisal says more about the appraiser ithdoes about the appraise. For such an
appraisal to have any place at all, it could ordyilb an assessment of the person’s potential for
another job (Dorthy and Stwort, 2003).

2.3 The Performance Appraisal System

It is sometimes said that the best appraisal fam blank piece of paper. This can be rather
formidable for some managers, though, and overydas in an attempt to help simplify the
process, HR department have provided headings leewt theadings have evolved into forms.
Unfortunately, in some cases, this has over comfdienatters, with the implication that the
whole process is for the benefit of the HR depantimeather than for the benefit of the mangers

and their staff as it should be.

The best forms for performance appraisal, rathean for any other purpose, operate on a rolling
basis and attempt to be objective and specific. folne should be a working document that
records the goals agreed between the manager argfath member for the next year. It should
be referred to frequently to monitor progress amdilert to any problems that are adversely
affecting the achievement of the objectives, anghibuld then be used at the end-of-year
appraisal to ascertain whether or not the goal® leeen met. This is also the time when goals

for the following year should be agreed.

So that goals set are easy for all parties to waled and easy to measure, they should be

written in the SMART format as follows.

S- Specific
M- Measurable
A- Agreed



R- Realistic and reachable
T- Time bound
(Dorthy and Stwort, 2003)

2.4 Management by Objective (MBO)

A method of management where managers and emplaolgfieéng goals for every department,

project and person and use them to monitor subségeeformance.

1. Set goals:This is the most difficult step in MBO setting goalolves employees at all
levels and looks beyond daily activities to anster question, “What are we trying to
accomplish?” A good goal should be concrete anlisteaprovide a specific target and
time frame and assign responsibility. Goals maygbantitative or qualitative. Goals
should be jointly derived-mutual agreement betwermaployee and supervisor creates the
progress commitment to achieving goals. In the cdséeam, all team members may

participate in setting goals.

Fig. 2 Model of MBO process

e  Corporate strategic goal .
«  Departmental goal Action plan
¢ Individual goals

A

Review progress

Take corrective

B e o

------- action

Appraise performance <

Appraise overall performance
(RechardL. Daff and Maricic n.d)

2. Develop action plans An action plan defines the course of action ndeideachieve the
stated goals. Action plan are made for individwzald department.
3. Review progress:a periodic progress review is important to enghesaction plan are

working this review can occur informally betweenmagers and subordinates, where the



organization may wish to conduct. Three monthnsonth, or nine month review during
the year. This periodic check up allows managedseanployees to see whether they are
on target or whether corrective action is neces®danager and employees should not be
locked in to predefined behavior and must be wijllito take what ever steps are
necessary to produce meaningful result. The pdiMRO is to achieve goals. The action
plan can be changed whenever goals are not beiteg ma

Appraise over all performance: The final step in MBO is to evaluate whether ahnua
goals have been achieved for individuals and deants, success or failure to achieve
goals can be come part of the performance appystgdm, and the designation of salary
increases and other rewards. The appraisal of teearal and over all cooperate
performance shapes goals for the next year. The Ml repeats it self on an annual
bases. Managers behave they are better orienteddswgoal achievement when MBO is
used. In recent years the U.S congress has reqinaedederal agencies use an MBO
system to focus government employees on achieyiegific out comes, rather than

focusing only an activities and work process. (RéhBaff and Marcic, n.d)

2.5. Performance Management & Evaluation

Performance management is the process by whicluexes, managers, and supervisors work to
align employee performance with the firm’'s goalsa Affective performance management
process has a precise definition of excellent perémce uses measurements of performance and
provides feed back to employees about their pedioge. Thus, it defines, measures monitors
and gives feed back. Performance evaluation is wiar part of a firm’s performance

management process (lvancevich, 2008).

Performance appraisal is not a precise sciencesutjective judgment. There are some guide
lines that may, however, increase an employee’smance of the appraisal process and

intention to improve performance in the future @aand Gold, 2007).
Appraise interview

1. Is the appraisal process effective fair?
2. Did the activity illustrate the problems of appedis

3. How might you system improving the appraisal precé&snployee



2.6. Employee Assessment Method

In order to achieve the appraisal purposes objstia considerable number of employee
appraisal methods are frequently used to adjudderatividual’s performance in terms of needs
of the Jobs for which they are employed. Theseablgs can be achieved if the merit rating
scales are first evaluated and based in suchtatatifoundations and the raters are adequately
trained in the evaluation process. Research stindies emphasized that organizations today do
not have a choice of whether or not to examiner thegsent performance appraisal the choice
actually is between the alternatively availablarteasure the affections of appraisal (Field and
Barnett, 1976).

Performance appraisal effectiveness appraisal Bas perceived differently by psychologist’s
personal administrative and other by this term veamthe ability of the system of appraisal to

meet various demands made from the existing systeéhe organization.

Effectiveness v/s efficiency

In are appraisal system both the efficiency andatiffeness an applied to performance appraisal
should be measured according to Sutton and Mailig9) state that efficiency deals with how
well done is producing out put. It is concernedwitaximizing out put of a given resource of a
given in pout level.

This concept constrains with effectiveness whiclalglevith achieving a desires objective
efficiency measures includecomputer utilization amount of programmers protkechours (i.e
reduce idle firm, absents etc). Key stokes datayenperators, projects developed with in
estimated cost and variety of other measurementsleVils ‘effectiveness” is measure which
include quality of programmer out put, user satista, operational quality, plan to recover from
disaster etc (Ahamed, 1998).

2.7 What is the Purpose of Staff Appraisal

The purposes of staff appraisal are manifold, bethain thing is that both the employer and the
employee should be satisfied; the employer shoalddtisfied that the employee is functioning
well in terms of the needs of the organization;eéh®loyee should be satisfied that the employer

and the organization are looking after their needs.



But what do we mean by need? Need is a difficul ambiguous term which means very
different things to people-especially when thosepbe are employers and employees, who have
traditionally sat on opposite sides of the factt o should be working in a cooperative

venture.
The employer needs the employee to:

e Turn up on time and do a full day’s work
* Work effectively and efficiently

* Generate profit
The employee needs the employer to provide:

» A safe and pleasant working environment;
» Appropriate opportunities for training and develan

» other suitable motivators, eg money, annual ledlexibility

They both need a little give and take; the emplayéght book a holiday using the company’s

internet but they take work home at night and tie& bwn printing facilities.

Staff appraisal is one means by which both the eygpland the employee try to ensure that
their respective needs are satisfied. Unfortunatelymany organizations the staff appraisal
system leaves a lot to be desired. It is neithigzieft nor does it satisfy needs; and no one yeall
takes much notice of it. This is true in organiaas which take a perfunctory view of appraisal,
either not bothering at all or just having the adfibrmal interview-perhaps in a corridor. It is

also true in organizations that attempt to impleimdetailed and effective appraisal systems
where the appraisal is full prepared for, carried io detail and does not consist just of one
interview in a year. The problem with the formeplain to see, so what is the problem with the
latter? (Nigelhunt, 2007).

Problems of effective staff appraisal

The problem with many organizations, and this idigalarly true of large organizations, is that
even when they have detailed appraisal policiesfdlow up is not effective. Many employees

do not take appraisal seriously because they khaty tor instance, if a training need has been



identified, the organization will often ignore thecommendation and will not implement what
has been agreed. Alternatively, the appraiser nayhave the authority to make promises
regarding training needs and has to refer it tagadr authority. Through bureaucratization the
appraisal system fails. The end result is thatndavzidual appraise feels that the organization is
just paying lip service to the appraisal systend #re truth is, it is. The organization has the
appraisal system, because if feels it should dberahan because there are good reasons for

implementing such a system.

How many organizations that you have worked inl#e this? Appraisal is simply not taken
seriously. Years of research shows appraisal cgmowe the productivity of the organization
and the satisfaction of the individual employee wicarried out effectively, yet organizations
still do not take it seriously.

There are a number of reasons why this may be soad/all a little averse to bureaucracy-form
filling-we just can’t be bothered. There are somgaaizations which genuinely do not care
about their employees. There are employees whootl@are about-or trust-their organization.
The way round this is the open organizing whicholugs the individual employee at all levels,

which consults over major decisions, recognizes ltbmework relationship, and ultimately

respects the needs of the individual. This is dised in detail in the next chapter. For now it is
enough to pint out that appraisal will not be trefffective except in the open organization.
(Nigelhunt, 2007).

Training the appraiser, Training the appraise

In many organizations it is though that appraisa straight forward task that can be carried out
by any one, such as a junior member of the humaaurees them or a recently appointed

supervisor. It is not; requires a range of skitig attributes. The appraiser must have negotiating
skills, counseling skills, bargaining skills. Thenay need to be aware of company law, of what
they can offer by way of training etc. The apprakeuld also have some of these skills they too
need to know how to negotiate and bargain, in otaeet the best individual deal. These issues
will be explored in a later chapter. (NigelhuntQZ.



Ethical issues

All appraisal systems should be ethical; they sthinal fair to all parties involved in the appraisal
system. The organization should not open itselthitarges of unfair treatment, whether to do
with legal issues such as sex, age or race distaion, or general matters of fairness across
staff, such as access to training and developmahpeomotion. The system should not just be

concerned with legal issues, but with moral andcatlones too.

The appraisal system should also be fair to everyowolved in the system. That is not to say
that all employees should receive the same kirappfaisal that may not be appropriate, but that
within the system all are treated equally. The spmeedures and guidelines should be used for
everyone, and the same means of evaluating themsy#tthe system is well designed, then this

will not present a problem.

Ethics is also about openness but openness alsemsnthe ways people treat each other. The
appraiser should be open with the appraise. Feéanns, do not promise training if you know it
will not be available, do not make any promises gannot keep. ( Nigelhunt, 2007).

What can go wrong with appraisal?

It is useful from the outset to think about thesk@s why appraisal can go wrong, so these can
be borne in mind when preparing or improving thprajsal system. There are many things that

can go wrong with appraisal. Appraisal fails at snlavels. For example:

* Provide conflicting messages to employees

* A poor or inappropriate system

* Inadequate training of participants (both employs®$ managers)
* Failure to implement the system properly

» Conflicting aims of the appraisal the system prlype

» Conflicting aims of the appraisal interview

» Failure to get people on board

» Takes too much time.

* Takes to little time;

» Poor follow up (eg providing promised training)



* No validation of the system

It does not provide a blueprint for any particudapraisal system, just the general rules which, if
you follow them, will ensure you have an apprasatem acceptable to all and effective for the

individual and for the organization (Nigelhunt, Z00
A service application: Field of flowers

Field of flowers is a retailer of flowers and reldtitems located in Dave, Florida. Its president
and top management studied Deming’s theory of mamagt and structured the company

according to those principles

At the time the company was fits organized, a perénce appraisal system had to be
developed, Since the leadership of Field of floweasted it to be in keeping with the system of
profound knowledge, a cross-functional team comgasethe top management of selected
department was formed. They used the five-stepseffasctional management model discussed

in ‘implementing cross-Functional Management”.

First, the team stated a mission for the proposafiopnance appraisal system. It was "To
develop a performance appraisal system consistéhttie system of profound knowledge."

This mission was made clear to all employees.

Third, the team constructed an integrated flowcbhae traditional human resource system, with

special attention to the performance appraisaltfancas shown (Denton, 1998 .

2.8. Performance Measurement

Performance measurement is based on the belietspdrdormance can be Measured by
objective indicators. Stress is not so much oneweh and ‘activities’ as ‘ends’ of behavior and

activities.

Behavior or activities are seen rather as a ‘metintiie important ‘end’ results. Emphasis is an
tangible value-added measured in terms of tangibferibution to the organization that can be

expressed on number.



This is known as performance measurement. The &uébrs in performance measurement are
development of objective measurement is developroémbjective measures for quantifying

performance.

Performance measurement is necessary to enforargebility to results. In government,
accountability means the responsibility of civingnt or unit for achieving a mission and the
functions to support that mission. They have toabeountable to tax player for prudence in
expenditure. In other words the civil servants tarée responsible for their results, not just for
their efforts (Marchington and Wilkenston, 2006).

Obsbome and Gaebler (1992) have referred to thiewiblg as reasons for measuring

performance:

What gets measured get done

If you don’t measure results, you can't tell suscieem failure
If you can’t see success, you can't reward it.

If you can’t reward success, you are probably rengrfailure.
If you can’t see success, you can'’t learn from it.

If you can’t recognize failure you can’t correct it

N o o b~ 0w DD P

If you can demonstrate result you can win publiopsut.
As its limitations performance measurement alsonh@®r problems as.
It may be difficult to measure because

> Result could be un reliable
» Organizations are rapidly changing
» Human desires are heavy handed and impersonansidte

» They may be employee resistance on the ground.
Performance appraisal and Feedback

The recruitment/selection and training/ developmeoimponents of a human resource
management system ensure that employees havedidekige and skills needed to be effective

now and in the future. Performance appraisal aerdlidack complement recruitment, selection,



training, and development. Performance appraisalthis evaluation of employees’ job
performance and contributions to the organizatiterformance feedback is the process through
which managers share performance appraisal infavmatith their subordinates, give
subordinates an opportunity to reflect on their geenformance, and develop, with subordinates,
plans for the future. Before performance feedbamkformance appraisal must take place.
Performance appraisal could take place with ouvidnog performance feedback, but wise
managers are careful to provide feedback becausmitontribute to employee motivation and

performance.

Performance appraisal and feedback contributege@tfective management of human resources
in several ways. Performance appraisal gives masaggortant information on which to base
human resource decisions. Decisions about pagsamnuses, promotions, and job moves all
hinge on the accurate appraisal of performancdoPeance appraisal can also help managers
determine which workers are candidates for trainamgl development and in what areas.
Performance feedback encourages high levels of @mel motivation and performance. It lets
good performers know that their efforts are valaed appreciated. It also lets poor performers
know that their lackluster performance needs imenoent. Performance feedback can provide
both good and poor performers with insight on ts&iengths and weaknesses and ways in which

they can improve their performance in the futumnés and George, 2009).

2.9. Management Approaches to Performance Appraisal

Performance appraisals (PA) may use relative judgmeabsolute judgment approaches.

In relative judgment’s employee are compared toamaher. Supervisors may be asked to rank
subordinates from best to worst, or they may beecsio create a forced distribution by
classifying a given percentage of employees inat@ous groups, such as exceptional, standards,

room for improvement, and not adequate.

The advantage of the relative judgment approaci iequires supervisors to make difficult
choices. Supervisors who want their subordinatelikéothem typically prefer to rate most as

excellent, which may not be valid.



The relative judgment approach has serious disadgas; however, performance distribution
may vary among units. The performance of a perstimeatop in one unit may rank at the bottom
of another. These systems can force managers te @makealistic performance distributions,
which creates dissatisfaction in the work force jjMeBakin, and Cardy, 2008).

2.10. Performance Appraisal and Compensation

Although helping others improving their performariseone of the manger's most important
tasks, most managers freely admit performance gggbrand improvement coaching gives them
difficulty, judging an employee’s performance a@tety is not always easy. Often it is even
hard to convey that judgment to the employee iromastuctive and painless manner and to
translate feedback on past performance in to futomerovement. Determining appropriate
compensation is a related task of great importéRcgeman and Gilbert, 1998).

2.10.1. Pre-Post-Training Performance with Control Groyp Method

The most sophisticated evaluative approach is teeppst-training performance with control
group method. Two groups are established and etealua actual job performance. Members of
the control group work on the job but do not undengstruction, but the experimental group
does. At the conclusion of training, the two growgse reevaluated. If the training is really
effective, the experimental group's performancel vmhve improved and will perform
substantially better than the control group. Ttppraach attempts to correct for factors, other

than the instruction program, that influence jobfgenance (Decenzo and Robins, 2007).

2.11. Enhancing Staff Well-Being for Organizatioal Effectiveness

The European Protestant work ethic in combinatiah the American gift for self-promotion,
captured well by Ted Turner, seems to define winattypical CEO would consider the key
ingredients for high performance in their organarat The idea that they should be concerned
with the well-being and health of their staff, alsusiness or organizational performance issue,
still seems to be a curious notion to many. Thim@st likely to be true for businesses with
Boards that believe that anything that is outsideaow definition of shareholder value or
Return on Investment (ROI) should not be their eoncThis chapter argues that staff well-
being should be considered as an essential detmimand metric of organizational and
business effectiveness.



The healthy, happy, productive worker is a wellbbshed new notion. However, in our
work - helping organizations improve staff well+hgi- we keep being asked for its business
case. In our experience the assumption among #ssimanagers is often that you can attend
to staff happiness and well-being, as a "touchyyfeElR issue, or you can drive high

performance and productivity, but it is not usuglssible to reconcile.

In fact, this distinction between issues that eelat high performing workforces versus issues
concerned with improving the well-being of workfescis purely academic - in the worst sense of
the word! It does not reflect the realities of orgational life. The problems that confront
practitioners, on a day-to-day basis, are not ypesghregated in this way. Absenteeism, for
instance, provides a good example of a problem tilaaiscends this artificial distinction and
relates to both productivity and well-being. Pragiee employers are beginning to recognize the
important issues involved here. The remainder isf ¢hapter examines the issues and signposts a

progressive way ahead for employers and HR prawéts (Burke and Cooper, 2008).

2.11.1 The Process of Performance Management

This chapter first considers the basic model ofggerance management, the processes involved,
the conceptual framework and the contributions mhbgethe organization and individuals
respectively. It then examines in more detail twiotlee key components of performance
management; namely, managing expectations (i.einidgf objectives and competence
requirements and spelling out corporate valuestagheld) and conducting performance review
meetings. Consideration is given in the last twaieas of the chapter to performance rating and

documentation (Armstrong, 1988).

2.12. The Process of Evaluating Employee Performaa@gainst the Desired Standards

One of the most common methods of providing feekllmac employee performance is through
performance appraisal, the process of evaluatingeraployee’s actual performance against
desired performance standards. Most performanceiggp programs strive to accomplish three
goals.

1) To give employees feedback about how they anegdiheir jobs, this can be an important

source of motivation;



2) To provide a business owner and an employeeotiportunity to develop a plan for

developing the employee’s skills and abilities &mdmproving his performance; and

3) To establish a basis for determining promotiand salary increases. Although the primary
purpose of performance appraisals is to encourage help employees improve their
performances, too often they turn in to un comfadaconfrontations that do nothing more
than up set the employee, aggravate the businessrpand destroy trust and morale. Why?
Because of most business owners don’t understandtbiaonduct effective performance

appraisals.

Although American business owners have been comduperformance appraisals for more than
90 years, most companies, their managers, and ehgloyees are dissatisfied with the entire
process. Common complaints include unclear stasdardl objectives; manager who lacks
information about employees’ performances, managbsare unprepared or how lack honesty
and sincerity's and managers who use general, ambgyterms to describe employees’

performances (Zimmerer & Scarborough, (2005).

2.13. Performance Appraisal as a Scientific Approdct

Employees performance appraisal is a fairly imgecierm (not giving exact detail) and
performance management process manifest themselvemny different forms. There is no
ways of managing performance, it depends on thanmzgtional context, culture, structure and
technology the view of stakeholders and the typkegeawmple involved to define employee
performance appraisals practice effect on organizgbierformance mean you should have to
provide important concepts and practice as an agttipersonality, because it was realized as a

process of managing performance (Armstrong andrBdr@92).

2.13.1 Performance Management

The aim of performance management is to establa@litare in which individuals and groups take
responsibility for the continuous improvement ofimess processes and of their own skills and

contributions.

Performance management systems can be used to cocateuand reinforce the organization's

strategies, values and norms, and to integrateithdil and corporate objectives. But they also



enable individuals to express their own views oratithey should be doing, where they should
be going and how they should be managed. Thuspiteeyde a means whereby expectations can
be shared between managers and their staff. Managarclarify their expectations of what they

want their staff to do and staff can communicagrtexpectations on how they should be treated
(Armstrong and Baron, 1992).

2.13.2. Conditions for Success

A full performance management system as describedeamay be difficult to introduce. When
developing such a system the following are the tmms which must be satisfied to achieve a

successful outcome:

m Top management commitment.

m Line management ownership and commitment.

m General belief among staff that the process isafiadl beneficial to them as individuals.
m Cultural fit.

Appropriate management style.

A shared process of strategic management.

High levels of skill in objective setting and measg performance and contributions
(both managers and individuals).

A head of personnel who has the capacity to playagor and innovative role in ensuring that
these conditions are satisfied (Armstrong, 2005).

2.14. Performance Appraisal as Practiced

Employee PA practice effect on organization perfamoe through excellent work activity are,
an expected phenomenon of our world today. Anéébimes necessary element to the owners as
a power of tools to use. Literature review of tbpi¢ will be determined and evaluated by the
whole organizational activities based on operatipten of the company against performance, in
terms of administrative, behavioral and culturdiesof the working atmosphere could provide to

manage duty and responsibilities with such an ingmbrstyle of motivation activities.

To see employee and company performance, in théqosf one particular business, they are
one and the same, or couple to explain these phem@roompany without employees and

employees without company existence well look liez=dle without thread. Therefore to have



better and fast growth of company products in tt@nemy, according to the business plan and
policy of one particular firm through calculategkihelp to achieve the common goal the
organization. Research mapping currently trendmpleyee’s performance appraisal practice
and analyzing the attitude of appraisers and apgfrisave some negative comments about
attitude and practices of organization it perforoeamanagement and its effect. We talk about
what an organization, team’s manager, team leaaedsindividuals that could do better to

manage the issue in order to win success.

The study initiated to evaluate the considerableeldgpment of the organization to explore, the
new realities and capabilities of the employee9 hel improve effectiveness over critical

problems.

Employees always do these activities on the assampf value they hold. The basic aim of
employee performance appraisal practice and iecetin organization are to share what to be

achieved and to be developed.

Capacity of employees and organization could perfarontinuously. Profitability is an
important measure of excellence for a company ashaacteristic, to know whether the

company position strong or weak (Baron and Gol®,720

2.15. Overview of the Components of HRM

After recruiting and selecting employees, manageses the second componehgining and
development, to ensure that organizational memdevelop the skills and abilities that will
enable them to perform their jobs effectively ire thresent and the future. Training and
development is an ongoing process: changes in témiym and the environment, as well as in an
organization’s goals and strategies, often reqthia¢ organizational members learn new tech-
niques and ways of working. At Microsoft, for exdmmewly hired program designers receive
on-the-job training by joining small teams thatlude experienced employees who serve as
mentors or advisers. New recruits learn first-hfxoth team members how to develop computer

systems that are responsive to customers' prognagnneeds.

The third componentperformance appraisahnd feedback,serves two different purposes in

HRM. First, performance appraisal can provide mamagvith the information they need to



make good HR decisions — decisions about how fa,traotivate and reward organizational
members. The performance appraisal and feedbackament is thus a kindf control system
that can be used with MBO. Second, feedback fromfopwance appraisal serves a
developmental purpose for members of an organizatMhen managers regularly evaluate their
subordinates' performance, they can provide empbyedth valuable information about their

strengths and weaknesses and the areas in whichéled to concentrate.

On the basis of performance appraisals, managsirbditepayto employees, part of the fourth
component of an HRM system. By rewarding high-penfag organizational members with pay
rises, bonuses etc., managers increase the likelitittat an organization’s most valued HR will
be motivated to continue their high levels of cimition to the organization. By linking pay to
performance, high-performing employees are morelyliko stay with the organization, and
managers are more likely to fill positions that @m@e open with highly talented individuals.
Benefitssuch as health insurance are important outcomesethployees receive by virtue of

their membership in an organization.

Last, but not leastlabor relationsencompass the steps that managers take to devetbp a
maintain good working relationships with the lalbimions that may represent their employees'
interests. An organization’s labor relations comgrdrcan help managers establish safe working

conditions and fair labor practices in their ofSand plants.

Managers must ensure that all five of these commusngt together and complement their
company's structure and control systems. If masagecide to decentralize authority and
empower employees, they need to invest in traiaimgd) development to ensure that lower-level
employees have the knowledge and expertise thay toemake the decisions that senior man-

agers would make in a more centralized structwedgd and George, 2003).

2.15.1. Rules, Standards and Objectives

In order to the directive managers, you need tetmsget of clear, fair, and relevant guidelines
against which to measure the performance of yoentsg We tend to work with three types:
rules, standards, and objectives. All three of ¢hesteria can be used to measure both
productivity and quality. Rules are the most steingof the three (Deming and Friedman, 2003).



2.15.2. Job Description

This is an essential type of information, particiyavhere you are not fully conversant with the
job. The job description should be up-to-date amumete; otherwise you will not be certain of
the nature of the nature of the appraiser’s job.efficient organizations up-to-date job
descriptions are available, but unfortunately thisot often the case. If there isn’t one, you will
have to devise one. The more you know about theagggs’'s job in the first place, the easier it is
to devise a job description.

The process of formulating a job can be very timesoming, and you may need help to do it. If
the appraisal system is going to succeed, the tfethe personal department in ensuring job
descriptions are up-to-date is essential. A spsti@bpraiser won't have the time to devise these
job descriptions.

What follows is a sample method of desiring a jesatiption. The description should be revised
regularly using the same process job can changhanacter over quite short periods of time,
partly because of the individuals involved in tlod,jwho share tasks, transfer tasks, etc. and
partly because of the organization which may chdahgeasks involved. Many of these changes
are peripheral, but it is important to incorportttem in the up to date job description. They may,
for example, effect the personality requirementshef person carrying out the job. (And hence
the person specification for it) (Nigalhunt, 1997)

2. 16. Internal Sources of Candidates

Although recruiting may bring to mind employmenteagies and classified ads, current
employees are often your largest source of recr8iisne surveys even indicated that up to 90%
of all management positions and filled internalllfig open positions with in inside candidates
has several advantages. Employers see that andrparfce may thus be enhanced. Having
already been with your firm for some time, insidendidates may be more committed to
company socials and les likely to leave. Promotfoom with in can boost employee
commitment and provide managers a longer-termsppetse when maturing lousiness
decisions.



It may also be safer to promote employees form withsince you're likely to have a more
accurate assessment of the person’s skills tharwypaild otherwise. Inside candidates may also

require less orientation and training than outsidBessler, 1997).

2.16.1 Assessing the Training Needs of New Employee

Task analysis is used for determining the traimegds of employees who are need to their jobs.
Particularly with lower-echelon workers it is commto hire in experienced personal and train
them. Here your aim is to develop the skills andwdedge required for effective performance,
and so the training is usually based on task amsalgsletailed study of the job to determine what
specific skills-like soldering (in case of assembiprker) or interviewing (in case of a
supervisor) are required (Dessler,1997).

2, 16.2. Performance Target Setting

The task of setting targets of performance is thet jresponsibility of both managers and their
subordinates. When the target is jointly set byhisetperior and the subordinate, the subordinate
will be motivated to shrive towards the attainmehthe target in as much as the way partly in
its establishment (Yalokwu, 2002).

2.17.The role of Cognitive Factors

The cognitive factors involved in the exaggeratestimction between ability to learn and
learning performance and including motivation, @tyi cautiousness, rigidity and speed. Adults
are middle age are unique learners. They know rflayreirtue of there experiences). Also, thee

many life responsibilities present them with tinmitation for any activity (Jagguis, n.d).

The distinction between competence and performanigeportant when considering learning in

middle age. Competence is what the individual kmowould do performance is represented by
what the individual actually does in the task ahdaAs adults grow older, there is greater
likelihood of an increasing gap between competerad performance due to cognitive factors
(Jaguish, n.d).



CHAPTER THREE

3. Data presentation Analysis and Interpretation

3.1. Introduction

Research involves collecting relevant data thathm@analyzed and designed for the purpose of
adding usable knowledge. Research is not casdahefcuff activity. Rather it is built up on a
solid foundation of philosophy, practical experienccultural characteristics, and social
institutions and traditions. (E. Mcnabb 2008).

3.2. Research design

The research design is the master of plan by usitly descriptive and quantitative data sources.
These will be set and specifying as a popular ntethved procedures to practice primary and

secondary data sources. And the primary data sowmece interviews, group discussion and

guestionnaires, collected by the research, andehendary data source and data gathered from
published data, internet, books, news paper anthgdsietc. there fore, after the research decide
the type of data and information to be collectexhfithe two basic sources are helpful to explore
and analyze the needed fact through those reseasd) regulation and methodology process as

a specification of the study (Zikumund, 2002).
3.3.  Procedure of Data Collection

Researcher use both primary and secondary datmthuct the study. The primary data collected
by means of questionnaires distribution to the sadpnt at the time and data collection period.
The study collected the needed data in two waysettion one it was personal and demographic
factors and in section two through questionnairesnfthose who are concerned employees.
Secondary data has been collected from administratifice and different stations of the

organization, books, journals which are relatetheotopic used for searching related literature.



3.4. Data Analysis Technique

The pattern to follow data analysis techniqueseotlland summarized through descriptive
statistical tools by means of open ended questsorerd allow the respondent to ask or probe
for further feels to clarify the issue and to gaswer about the expected information by the
respondent in his own or her own word. And alsoadebllected by means of closed
guestionnaires. Which the respondents choose atimaitgd alternatives given responses, with
his or her own view, which take less time and gkilanswer. In the analysis the collected data
has been stored out through applicable tablesuaadhe necessary device such as percentage
and frequency, and communicative percentage. Surapgropriate for descriptive studies
sample questionnaires good, sample and visualipeaaimg layout are must for male surveys
and useful in personal and telephone interviewetalse respond. Stratified sampling break the
sample in to various sub groups of strata and sammg@ among some of the methods that the
research use (Zikumund, 2002).

In this chapter the result from the study is présgm@and analysis in graphical and tabular formats

based on the responses given by the respondents.

A total of 180 employee received the questionensaduvhich 1800 organization employees
10% sample has been taken by simple random sampdicgniques as the organizations
employees are homogeneous type, and out of thiel@@adistributed number of questionnaires,

130 respondents or more than 72% of them arenediuiully completed questioners.

Part I. Demographic profile of respondents

Table 3.2.1. Age of respondent

Frequency| Percent| Valid Percent | Cumulative Percent
20 -35 66 50.8 50.8 50.8
36-45 39 30.0 30.0 80.8
46-55 21 16.2 16.2 96.9
>56 4 3.1 3.1 100.0
Total 130 100.0 100.0




When we see the age of the respondent group distibfrom the table and pie chart above,
those represented from the range of 20-35 agendreated 58.8%, respondents 36-45 years age
group are 30% and only above 56 years age grouB.af from this we can understand
AAWSA'’'S employees’ age more than 80% are with inductive age which is 20 up to 45 of
age group. This organization can benefit from tinelicated work force. Because the
organizations human resources collection we caenstahd almost all of the employee found to
be in high productive age status.

Table 3.2.2. Gender group of respondents

gender
Frequenc| Percent| Valid Percent Cumulative Percent
y
male 91 70.0 70.0 70.0
female 39 30.0 30.0 100.0
Total 130 100.0 100.0

When we see the demographic variable of gendesidiviof respondents in the table and pie
chart above, Out of the total number of respond@htare male in numbers and 39 are female,
which indicates 70% and 30% respectively. What ae Isere is the female involvement in this
organization according the respondent sex reprasentfemale has been not proportional to the
opposite gender group.

Table 3.2.3. Marital status of responads

Frequency| Percent Valid Cumulative Percent
Percent
married 85 65.4 65.4 65.4
divorce 3 2.3 2.3 67.7
unmarried 42 32.3 32.3 100.0
Total 130 100.0 100.0




As indicated in the table and pie chart, the mhastatus of the respondents group are 85 in
number are married which are 85 (65.4)% of the grd@ from the group are un married which
are 32.3%, and only 3(2.3%) divorced out of theime @bove data indicates that large part of the
respondents which is 65.4% is married means aluader responsibility of family and to this
status also they can receive obligation from tlgaoization.

Table 3.2.4. Qualification of respondents

educational back ground
Frequenc| Percent Valid Cumulative
y Percent Percent

below grade 10 6 4.6 4.6 4.6
a_bove grade 10 below 3 23 23 6.9
diploma

diploma 37 28.5 28.5 35.4
degree 83 63.8 63.8 99.2
masters and above 1 .8 .8 100.0
Total 130 100.0 100.0

As we observe in the table and in pie chart. Thecation back ground of the respondents are,
below grade 10, they are 6 in numbers which arg&4dbove grade 10 and below diploma 3 in
number which are 2.3%, diploma level are 37 in nemthich are 28.5%, those who qualified in

degree are 83 in number which 63.8% out of thd tegpondents 1 in number is master degree
and above which is 0.8%.

The educational background from above data is gend distribution which is 63% out of the

total respondents are degree holders and abovefferedt qualifications so that it highly
benefits AAWSA.

From the above table and pie chart explanation tldta can show individual or group
qualification how much helpful to support the orgation work program having 63.85% of the
organization having a qualification above degreeelledue to this collection of educational
background, AAWSA can manage to bring a developrfwerthe sector.



Table 3.2.5. Job status of respaamts

Frequency| Percent Valid Cumulative
Percent Percent
employee level 86 66.2 66.2 66.2
lower level management 26 20.0 20.0 86.2
Middle level managemet 18 13.8 13.8 100.0
Total 130( 100.0 100.0

In the distribution of job status indicated in ttable and pie chart above, out of the total
respondents 86 in number 66.2% are employee |@6eln number and 20% are lower level
management, and 18 in number 13.8% are only in lmidel management. For this we can

judge the status or the structure in an organiaaeems good.

Table 3.2.6. Job experience of respondsnt

Frequency | Percent Valid Cumulative
Percent Percent

0-5 20 15.4 15.4 15.4
6-10 45 34.6 34.6 50.0
11-15 19 14.6 14.6 64.6
16 years and 46| 354 354 100.0
above

Total 130 100.0 100.0




Respondents job experience as indicated in the @hdl pie chart, 0-5 yeas of experience are
15.4%, 6-10 years, are 34.6%, 11-15 yeas are 14f6fbabove 16 years service are found to be
the highest number 46 which is (35.4%) of expeeenout of the total respondents. From this

we can understand that AAWSA employee is mostlghiéa an experience.

So, all in all as the study clearly shows the aadated experience, in an organization could

support to perform on the objective of the orgatiraso as to meet its goal.

Table 3.2.7 Monthly income of respondents

monthly income
Frequency Percent| Valid Percent Cumulative Percent

below 2000 birr 7 54 5.4 54
2001-3000 birr 21 16.2 16.2 215
3001-4000 birr 38 29.2 29.2 50.8
4001-5000 37 28.5 28.5 79.2
above 5001 birr 27 20.8 20.8 100.0
Total 130 100.0 100.0

As indicated in the above table and pie chart diggrthe monthly income of respondents are as
follows, who earns below birr 2000 are 5.4%, whmeairr 2001-3000 are 16.2%, who earns
birr 3000 -4000 are 29.2% and who earns abovesbidd are 20.8%. This indicates AAWSA's
salary scale is not sufficient, even those whongote than the higher scale 5001 above are only
20% from the total respondents.

For this, in all together the above pay scale ofVA@A is not fair, and it is not competent
enough and shows low level payment that acceleratployee turnover, dissatisfaction and
inefficiency. There fore without any delay and tatton proper pay scale and hesitation to be
made in order to invite success.

The final result of demographic summary of respomdeategory, age, sex marital status,
education, job status and experience of the empleyplain the rational manner that makes the
representation in the employ performance appransplt situation of the organization level in
the context of AAWSA.



So, planned study of employee performance managesystem should be implemented in this
regard and the right measures of the comments bmusaken at the right time to bring work

performance at the objective level of the orgainrat



Part 2 Multiple choice questionnaires subject to eployee performance appraisal practice in AAWSA

No ltems Frequency %
1 | Why you become employee of AAWSA
- To get benefit from salary 48 36.9
- Because of luck of job 26 20
- To gain an experience 35 26.9
- Having no alternative job 21 16.2
Total 130 100
2 | Disadvantage of poor performed employee
- High probability to disobedient 11 8.5
- Failure to organization 23 17.7
- To be bad example to the rest of employee 15 115
- All of the above 81 62.3
Total 130 100
3 | How much the rules and regulation are practiced
- Fully 15 12
- Partially 59 45.4
- Rarely 29 22.3
- Mostly 27 20.8
Total 130 100
4 | When do employee are productive
- When capable and sufficient knowledge 11 8.5
- When supported by training 6 4.6
- When there is good and attractive remunerationmgays 4 3.1
- All of the above 109 83.8
Total 130 100




Performance appraisal practice is

- Enhancing skill and carriers 29 22
- Aim to achieve economic benefit of employees ardatganization 31 24
- Means to succeed objective with limited resources 18 14
- All of the above 52 40
Total 130 100
Employee performance useful to accomplish huraaaurces objective
- Increase productivity and family feed back 25 19
- Help organizations to make value added decisions. 35 27
- Protect organization law suit by employee 19 15
- All of the above. 51 39
Total 130 100
The positive impact of performance appraisanimaganization and employees
- Good communication having common shared vision 14 10.7
- Define individual capacity and expectations 6 4.6
- Reduce conflict and ambiguity between workers 7 54
- All of the above 103 79.3
Total 130 100
Impact of training in performance appraisal pcact
- Brings some of knowledge difference at work place 11 8.5
- Enhance organizational work ethics 9 6.9
- it can be used as one factor, to develop performappraisal 23 17.7
- All of the above 87 66.9
Total 130 100




Analyses of multiple choice questionnaires from par2

Subject to employee performance appraisal practiégéAWSA when we see part 2 questioners
number 1 regarding why respondents are become ga®lof AAWSA is benefit from salary
indicate 36.3%, because of lack of job is 20% to gaperience is 26.9%under due to having no

alternative is 16.2%.

For disadvantage of poor performance in employesvstthat 17.7% are indicate failure to the
organization, 8.5% are indicated that disobedi2b%o are indicated to be bad example to the
rest of employees, but 81 in number out of 130aedpnts which is 62.3% of them are chosen

as all are the disadvantage of poor performed eyeplo

For the questionnaire as how much is the rulesragdlations are practiced in AAWSA. The

respondents are answered as fully 12% partiallg%5rarely 22.3% and mostly 20.8%.

For the questionnaire, when do employee are productWhen capable in knowledge are
answered 8.5% when supported by training 4.6% where is attractive remuneration 3.1% and

log of the respondents out of 130 are 83.8% chaHexi the above.

Performance appraisal practice is according theoregents choice indicated, enhancing skill are
22%, aim to achieve economic benefits are 24%, m&asucceed the organizations objectives
14%, and all variables are in need of performarppraasal practice are answered by the 40%

out of the whole respondents.

Regarding the employee performance to accomplisiahuresource objective is responded 19%
are as increase productivity and timely feedbadb62answer as in helps as value added
decision, 15% of them answered protect organizatiow suit, and 39%are answer back as for

all of the above which is necessary to accompligindn resources objectives.

Regarding positive impact of performance apprafealan organization and employees are
respondents gave an answer, 10.7% good commumcatid common shared vision, 4.6%

individual capacity and expectations, 5.4% redum&lict and ambiguity between workers, and



79.3% indicates as all of the above as the positiveact of performance appraisal in an
organization and employees.

Impact of training in performance appraisal is 8.8#%swer brings luck of some knowledge
deference, 6.9% enhance organization work ethnic§% it is one factor to develop
performance and 66.9% of them answered back a$ e above.



Part 3. Likert scale five point approach data presetation

SA A N DA SDA Total
No ltems F % F % % F % % %
1 | When employees rights and privilege kept resub% | 49.2 | 40 | 30.8 12 9.2 11 8% 3 2.3100
for an organization improved exceedingly
2 | Role of employee can only be known by hisjoi® | 14.6 | 60 | 46.2| 27 20.8 18 138 6 4.6100
standing performance and out put of the
organization
3 | Recognized reason of employee for resignatibh | 11.5 | 64 | 49.2| 22 16.9 22 169 7 5.4100
and grievance will be solved by organization
leaders
4 | Organizational work culture influences pA4 | 33.8 | 57 | 43.8| 14 123 9 6.9 4 3.1100
employee performance results
5 | Employees knowledge is a wealth as a base foi6éll | 46.2 | 45 | 34.6| 16 123 8 6.2 1 0.8100
expected result of the organization and the natjons
6 Strong and high skill capacity work force of the3 | 48.5 | 45 346/ 14 10.8 4 3.] 4 3.1100
organization can create knowledge, experignce
and good working environment




SA A DA SDA Total

No ltems F % F | % % F % F % %

7 | Policies, rules and regulations are basic supgaft | 46.2 | 45| 34.6 9| 6.9 11 85 5 3.§ 10(¢
for employees, management and organizatipnal
well being

8 | PA management process is demonstrated meadsit| 28.5 | 59| 45.4 25 192 8 6.2 1 0.8100
can enhance productivity of the organization

9 | Training and development have direct relation4d4 | 33.8 | 58| 44.6 14 10.8 10 7.7 3 2.3100
improvement of employee performance appraisal

10 | A good remuneration have direct relation| Bv | 28.5 | 61| 46.9 24 185 5 3.8 2 1.5100
employee performance appraisal practice.

11 | Job description is one of the potential factor 42 | 32.3 | 53| 40.8 19 146 12 9.2 4 3.1100
assessing of employee performance appraisal

12 | A good pay scale can be a means for an imprpgéd | 35.4 | 47| 36.2 1 123 17 131 4 3.1100
performance appraisal practice.




Part 3. Likert scale five points approach questionaires analysis table

In an item number 1, at an average 80% of respda@ea answered strongly agree and agree on
when employees rights and privileges are kept t&$oit an organization improved, while 9.2%
are respond neutral and only 10.8% of the averatg® tespondents disagree and strongly

disagree.

In an item number 2. At an average 60.8% of thpardents replay agree and strongly agree on
when role of employee can only be known by his siahding performance and out put of the
organization, 20.8% are respond neutral and ofatlerage 18.4% replay on strongly disagree

and disagree.

In an item number 3. At an average 60.7% of theaedents reply, recognized reason of
employee for resignation and grievances are sdbyedrganizations management while 16.9%
are answer in neutral side and 22.3% of the respusdat an average reply on disagree and

strongly disagree.

In an item number 4, at an average 77.6% of theoredents reply strongly agree and agree on
organizational work culture influences on employssformance results, while 12.3% are

answer neutral and only 10% are in average replayrongly disagree and disagree.

In an item number 5, at an average 80% of the refgus replay strongly agree and agree on
employees is a wealth as a base for all expectdtref the organization, while 12.3% of them

replay neutral and at an average of only 7% aregoee and strongly disagree.

In an Item number 6, at an average 83.1% of respurdeplay strongly agree and agree up on
high capacity and skills work force of the orgatima can crate knowledge, experience and
working environment, while 10.8% of them answerenitral side and 6.2% are respond as

disagree and strongly disagree.

In an item number 7, at an average 80.8% resposideptay that agree and strongly agree on
policies, rules and regulations are basic supmoremployees, management organizational well
being, while only 6.9% of them are neutral and rataserage of 12.3% answer disagree and

strongly disagree side.



In an item number 8, at an average 73.9% of respuadare replay agree and strongly agree up
on PA management processes demonstrated meansn iterdaance productivity of the
organization, while 19.2% of them are neutral, ahdn average of 7% replay on disagree and

strongly disagree.

In an item number 9, at an average 78.4% of resgpgusdare replay, agree and strongly agree
upon training and development have direct relaitioan improvement of employee performance
appraisal while 10.8% of them are neutral in answethis item and only 10% replay disagree

and strongly disagree.

In an item number 10, at an average 75.4% of redgus replay on agree and strongly agree up
on a good remuneration have direct relation in eyg® performance appraisal practice, while

18.5% are neutral and 5.3% are only respond disagd strongly disagree.

In an item number 11, at an average 73.1% of thporedents answer agree and strongly agree
up on job description is one of the potential faamoassessing of employee PA, while 14.6% are

neutral and on an average of 12.3% of them repgkggdee and strongly disagree.

In an item number 12, at an average 71.6% of redgads agree and strongly agree up on a good
pay scale can be a means for an improved perforenamraisal, while 12.3% of them stand by
neutral side and at an average of 16.2% of theagdée and strongly disagree by this idea

As from the above various data we can understaat like employee right and privilege kept
well the organization production or service incesasits quantity or quality of work change can
be observed. Other wise, aggrieved and dissatisfjiayee can desire to leave the organization
for an alternative better life and working enviremh Since knowledgeable, trained, and
experienced work force is a vital for an organimatiso rules and regulation like collective
agreement should be respected regarding the bepéiimployee. Moreover the payment due to
merit under collective agreement never deliver ioretfor this all in all the responsible party

required to adjust the above events on time.

As indicated in this study the employee have nbtdescriptions in the organization and also
there is no real employee performance system &g tbserved on the ground, it is only the so
called forced ranking employee performance measeménhat couldn’t be fulfill the criteria of



employee performance assessment and it is madeéOip&formance assessment system. So it
doesn’'t show difference up on the industrious worikethe competition to show individual

difference to measure merit and demerit of the eyg# performance.

Then the management of the organization has t@cbtine above jobs with in fastest possible
time and it requires establishing a true performeaaygpraisal system in an organization so as to
add value to the objective of AAWSA.



Part 4 yes or no answer data presentation

Yes No Total

No ltems F % F % F %

1 | Do appraisers trained the context of AAWSA 18 813. | 112 | 86.2 130/ 100

2 | Is there an appropriate performance appraisdesysn AAWSA | 34 26.2 9 | 73.8 130 100
currently?

3 | It AAWSA benefited from its employee perform amgpraisal as ap50 39.5 80 | 615 130 100
input to its objective

4 | Do employee who perform excels in his/her dutyodmrewarded? 26 20 104 80 130 100
Do employee performance guided against plan andrgm of the 41 31.5 89 | 685 130 100
organization

6 | Do employee benefited from the organizational uahncapacityl 52 40 78 | 60 130/ 100
achievement

7 | What ever merit employee have, it is deliverethwut delay 49 37.6 81| 624 130 100
Does AAWSA have a resource problem to accomjtissbbjective 64 49.2 66 50.8 130 100

9 | Is there good relationship between employee lagid leaders 50 38.5 80| 615 130 100

10 | Is there chronic problem, so as to dissatiséyetmployee 76 58.4 54| 45.6 130 100




Yes or no answer questionnaires data analysis forgpt four

In an item number 1. Do performance appraisersvedeaining in the con text of AAWSA.

13.8% of the respondents gave an answer “Yes” 6298 of them answer “No”

In an item number 2. Is there an appropriate perémice appraisal system in AAWSA currently

26.2% of the respondents answer yes and 73.8%eof #mswer no.

In an item number 3. Under questioners is AAWSAdied from its employee performance
appraisal as an in put to its objective? 39.5% haf tespondents answer “Yes” and 61.2%

respond “No”.

In an item number 4. Under questioner as employbe performs excels in his/her duty
awarded? 20% of the respondents are answering ye8d% of them answer “No” as not

awarded or rewarded.

In an item numbers 5. Do employee performance guiggainst plan and program of the

organization. 31.5% the total respondents answeagd 68.5% of them answer no this.

In an item number 6. Under questionnaire do emm@olenefited from the organizations
achievement annually? 40% of the respondents ang¥eand the other 60% of them answer no

with different comments.

In an item number 7. Under the questionnaires veliat merit employee have, it is delivered
without delay 37.6% of the respondents replay “Yasd 62.4% are answer “No” with different

comment.

In an item number 8. Under the questionnaire, d&AYVSA have a resource problem to
accomplish its objective? 49.2% of the respondamsver “Yes” and 50.8% of the answer
“NO".

In an item number 9. Under questionnaire is theadgelationship between employee and their

leaders? 38.5% of the respondents answer “Yesbario are answer “No”.



In an item number 10. Under this questionnairethexe chronic problem in as to dissatisfy
employee? 58.4 % the respondents replay “Yes” ditferent comments and the other 45.6%

replay as “No”.



CHAPTER FOUR

4. Summary of Findings, Conclusion and Recommendain

4.1. Summary of Findings

Below are summary of findings gathered from theyoeslents about performance appraisal

practice of AAWSA. Employee performance appraisaacpices the case of AAWSA

organization findings have been analyzed detailgithie response of employee.

Employee performance appraisal is popular sinceatfeeof the organization. It is necessary to

change the present system of performance appeaisatding to the study of findings.

>

The study shows employees need a strong desirapimve the organization in modern
style as to win the development of the organization

The organization to empower employee and maintaiality services, good relation
between employee and management, increase effyGiéme organization need to have
active organizational structure and competent gatarale to encourage employee
performance.

In order to achieve the objective of the organ@atind government expectation ensuring
employees needs in terms of giving quality servaoed productivity and growth
employees benefit status must be kept.

To create a strong and competent organizationitm lar sustainable development in the
sector, need to have good work man ship and mamhgetations, proper decision
making is vital above all.

In order to enhance the organization objectivemarily the study shows as to correct
human elements and related issues.

As training and developments are a key factor targutee for development of the
organization employees believe to be trained togoa high performance and add value
to the organization as the study reveals.

In relation to work performance, job must be meedufor measured job, in order to

control the job through performance appraisal adescription must be implemented for



individual workers. As the study reveals thereagaob description implemented yet, and
this is subject to poor leadership adjustment @rtratter is left for management.
Employees’ benefits are not paid on time being ©amned as rules and regulations puts
on a period limit, due to this facts litigation pliges are happened in different times, due
to some wrong doings against the benefit of em@pygecording the observation and
study reveals.

As the study findings indicated rules and regulaiare not respected due to this facts,
working environment become violated the consequencé subject to employee
dissatisfaction and mismanagement happenings ogliio

Poor organizational structure and pay scale. Wotikiies are not done in interested and
responsible way legally and in acceptable way gblegees payments are not practical to
meet the work program. The study shows the empkyae dissatisfied due to
remuneration made in the organization.

The assessment of performance appraisal of employse be related with the objective
of the organization and to be measured in real soras be bringing change and to add
value in the sense of the organization.

As the study indicates out there employees wholsxaehere performance not rewarded
the organization should follow the merit and demes carrot and the stick management
application and rewarding and awarding should bgliegble. When poor performed
employee differentiated the consequence is faildisgbedient, and bad example to the
rest of employee. So that poor performed employse assisted to bring change in
different ways.

The study revealed the positive impact of perforoeamppraisal can made among
employee and its management to have common shasssh,vimprove individual
capacity and expectation, reduce conflict betweerkers are findings from the study.
Employee turn over should not be seen as simpleuse it brings bad working draw
backs management have to detect and correct date=mployee dissatisfy and leave the
organization.



4.2. Conclusion

On the basis of major findings the following corsitins are forwarded. Employee performance
appraisal practice the case of Addis Ababa Watdr@awerage Authority, study area revealed
the existing condition as was expected. The stiidys that even though performance appraisal
of employee is subjective it is remedy to remowve tinganization problem, in all the way an

employee and organizational perform ace shouldsbessed continuously.

As a system performance appraisal must be implesdentgood manner as it is essential part of
management activities to bring change in humanuresoside and also appraisers need to be
trained. So far AAWSA could not be benefited frois @mployee performance as an input to its
objectives.

It is obvious that an organization should assesseployee performance and measure its

organizational out come. Otherwise, the consequsnagbject to failure.
As Absome and Gacbler (1982) have put it, reasonsiéasuring performance

What gets measured gets done
If you don’t measure results you can't tell sucdess failure
If you can’t see success you can’t reward it.

If you can’t reward success, you are probably revngrfailure

AN NN

If you can’t recognize failure you can’t correct it

So, AAWSA required implementing good performanc@rasal system in order to monitor,
evaluate, and measure the organizational and emldynctions accordingly. Then to be
competent you should have to work under plan ofratpe with skilled and professional man
power by allowing competent salary and other bémefivhen plans are designed the entire
organization workforce must come together and @pdte in the process the employee fills

sense of ownership and a good leaders and followedasionship also will be created.

As a result the study indicate the existing poiuts as a key solution to achieve to planned
activities that could reduce risk and uncertaingimproblems are to correct competent salary
scale, and structure, to follow the dynamic natfrenanagement style and employee turnover

problems of the organization, and keep thoroudhdyttenefits of the employee as well.



In the other side the employees have no job ddgamijin the organization and also there is no

real performance appraisal system as has beenveldsand known by the study.



4.3. Recommendation

The researcher suggest and recommend that empl@grésmance appraisal has his own
objective, help to know and to spell out their ednttion performance appraisal focuses more of
current issues to evaluate and rate what have theles, at what level and in what quality and

volume or quantity against time standard.

At the end of this study we can able and gain ara@derstanding of what we plan and perform
to improve performance of the period which ressliaa effect of employee performance in an

organization.

Employee performance appraisal is a continuousegs®@im to improve the organizations
business, effectiveness, efficiency and timelinasd, economic condition by adding value to the
organization through individual or group activitibg acceptable level of standards and avoid

dissatisfaction of employee and organizational éesd

When we are referring employee performance appraigsem for the organization, the first

concern should be to set up system as much asf#se process refers to the objective of the
company. A person must perform must be judged ag#ie objective of the organization. Judge
the person by his work not his personality as tmedamental rule of performance appraisal

practice as follows:

Eliminate un even standard that can vary from petsgerson
Remove the temptation to judge employees by theopetity.
Motivate employee with the appraisals (fair judgbr&spect your system)

Create the most productive work force as much asiple (use measurable standards)

YV V V V V

Beter to use and to follow approval as part of nganaent by objectives, program, need
personal policies and procedure to make perfoceamd to achieve company goal and

objective and to make employee beneficiary to pi®guccessful return of the period.

In general the researcher recommends to improvedh®rmance evaluation system, must be
implemented according to the AAWSA'’s objective. Tineanagement needs to design specific

and directly related criteria with the objective tife organization and that can measure



employees job, duty, and responsibilities spedlficaere should be a way employee to evaluate

themselves in a correct manner in avoiding biasranavaluators properly.

In performance evaluation system in order to mimemanagement related problems should be
avoided, especially by training managers. Therailshbe rules and regulation for performance

record that should be a bench mark numbers to awaithger’s inconsistency.
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Indira Gandhi National Open University
Masters of Public Administration (MPA)

Questionnaire to be filled by employees that ateseaior staff groups of AAWSA

Dear respondent my name is Wondwosen Amare cuyreath pursuing in partial fulfillment of
MPA (Masters of Public Administration) at Indira &h National Open University.

| am doing project work on assessment of employpegormance appraisal practice: The case
of AAWSA.

| do have great respect for you and value yourtigsuyou are staff of AAWSA, and | kindly
invited to share your opinion by answering thedwaling question.

In answering the question you may be requestedtta phick mark (') in the box provided you
think is right. All questions are equally importamtd should be answered.

| thank you before hand, for devotion of your timwed thoughtful feedback and your are not
required writing your name.

Demographic profile:

1.

Respondent age

a. O 20-35years

b. O 36-45years

Respondent sex

a. O Male

Marital status

a. g Married

b. [ Divorce

Educational background

a. 0 Below 18 grade

O Above 18 grade below diploma
1 Diploma

0 Degree holder

. O Master degree and above

Job status

a. 7 Employee level

b. O Lower level management

c. O Middle level management

Job experience

a. O O0-5years C.
b. O 6-10years dO

®oo0o

46 - 55 years
56 — years drava

1 Female

c  Unmarried

11 - 15 years
16 years and/@bo



7.

Respondents income
a.1 Below 2,000 Br 1 3,001 -4,000 Br.e.7 5001 — above
b.o 2,001 — 3,000 Br do 4,001 -5,000

Part 2: subject to employee Performance AppraisdPractice in an Organization (AAWSA)

1.

Why you become employee of the organization (AAWSA)

a.[1 To benefit from the salary payment

b.L] Because of in availability of job

c.[0 To benefit from an experience achieved

d..0 Because of no having alternative due to mygssibn.

What is the disadvantage of poor performed empldyee

a. [] Failure to the organizations progress.

b. [] High probability to be disobedient to managetucisions

c. 1 High probability to be bad example to the ifstmployee

d. I All of the above

How much is the rules and regulation practicedropleyee of AAWSA

a. [ Fully c1 Rarely

b.— Partially d— Mostly

When do employee are productive

a.d0 When employee are capable and have sufficiemwladge

b.d0 When employee are supported by training

c.O When there is good and attractive remuneration

d.O All of the above

A performance appraisal practice is

a.d Enhancing skill and carriers

b. O Aim to achieve organizational goal and econdbeicefit of employee

c.O It is a means to succeed objective with limitesburce

d..J All of the above

Employee performance useful to accomplish humaoures objective

a.J Increase productivity and timely feed back

b.O Help organizations to make value added d®w@sabout pay, promotions, training
and development

c. Protect the organization against law suitselmployees who have dissatisfied and
denied merit.

d.O All of the above

Impact of positive performance appraisal in an oizgion and employees

a. ] Communicate through out the organizatiovidgaa common shared vision

b. [ ] Define individual capacity and expecas

c. [] Itreduce confusion and ambiguity betwaenkers

d. [] Allof the above



8. What is the impact of training in performance apgak
a. [ ] Brings luck of same knowledge differencevatk place
b.[] Itenhanced the organization work ethics

c. [ ] It may be used as one factor to develofopeance appraisal

d. [] All of the above

Part 3: Please give your answer by rating on eacttatement using the 5 points liker scale

approach and tick (v') on the space

No

Statements

Strongly
agree (5)

Agree
(4)

Neutral

®3)

Disagree

)

Strongly
disagree (1)

When employees rights and privilege kept

excellent results for an
becomes also improved exceedingly

organizations

Role of employee can be only known by
outstanding performance and output of
organization

his
the

the recognized reason of
resignation and grievance will be solved
organizations leaders

employees

by

Organizational work culture influence
performance result

DN

Organization without employee and v
versa will not able to exist. But employ
knowledge is a wealth as a base for
expected result of the organization as wel
for the nation

ce
ce
all
as

Strong and high skill capacity workforce
the organization can create knowled
experience and good working environmen

of

ge,
[.

Policies, and rules and regulations are b
support for the management and employe
well as the organizations s well being

Asic
e as

Impact of PA management
demonstrated and enhance productivity
the organization

process

of

Training and development
relation in employee PA

have direct

10

A good remuneration have got a hig
influential up on performance Appraises

11

One of the potential factor to an input

of




employee performance appraisal
conditioning is job description for the
employee

Good remunerative pay scale can be |one
means for an improvement of performance
appraisal practice.

Part 4: Yes or No answer question please tick’() in the box

1. Do appraisers trained in the context of AAWSA?

Yes [] No ]

2. Is there an appropriate performance appraisal systeAAWSA currently?
Yes [] No ]
3. Is AAWSA benefited from its employee performancepragsal as an input to its
objective?

Yes [] No ]
4. Do employee who perform excels in his/her dutyotrjewarded?

Yes [] No ]

If your answer is yes, how

5. Do employee performance guided against plan progfaime organizations?

Yes [] No ]
6. Do employee benefited from the organizational ahoapacity achievement?
Yes [] No ]

If the answer is yes how

7. Whatever merit employees have, it is delivered aitidelay?
Yes [] No ]

If your answer is No, please discuss

8. Does AAWSA have a resource problem to accomplsblijectives?

Yes ] No ]



9. Is there a good relationship between employeestaidleaders?

Yes ] No ]
10. Is there chronic problem, so as to dislsatiee employee?
Yes ] No ]

If your answer is Yes, please how




T w NP>

Observation check list

Is there a good system establishment of performappeaisal in AAWSA?

Do management follows up regarding merit and ddméemployee?

Does AAWSA invite employee in participation of dgon making process?

Interview questions

1. What is the core problem in employee’s performaaperaisal?

2. How employee performance appraisal is goes witlgdmeral objective of AAWSA?
3. How do some employees feel about PAP currentlyAWSA?
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CHAPTER ONE

2. Introduction

2.1  Background of the Study

Organizations seem today to be regularly chandieg PA systems in the hope that they will
find the right answer. And also an tempt to diagnibe factors responsible of the employees and
organizational level to make the employees appsaisare acceptable, more effective and more

result oriented.

Addis Ababa water and sewerage Authority is onéhefpublic organization established under
the municipality of Addis Ababa for the supply déan water and provide west water disposal

service to the inhabitants of the capital city dfiEpia, Addis Ababa.

AAWSA headed by city administration council boafdnmanagement, and have eight branches

and a project office in the city.

AAWSA'’s objective and responsibility as public onggation lies manly in the supply and
provision of water and sewerage service which ar®rg the most basic human needs.
Considering the growth of the service both in voduamd complexity following the rapid growth
and expansion of the capital the challenges todoend are enormous and too heavy. The
involvement of workers in the development process the role played is enormous. Employee
of AAWSA has symbiotic roles to play. As a consurtiey need its services and as employees

of AAWSA give the services.
Vision, Mission and Core values

AAWSA strides for excellence in its business fuos and processes. Its vision, mission and
core values call for the utility business help awghiits ultimate business goals and objectives to
provide dependable customer services as a leadohgediable center of excellence in the sector.
AAWSA'’s corporate vision, mission, and core valuw® important tools in enhancing the
authority in which employee are united by commoalg@nd in shared ambition. The vision and

mission statement imply that AAWSA strives for ellegce in providing reliable, accurate,



secure, accessible and innovative customer servitéle being candid, fair, transparent and

responsive.
Vision of AAWSA

“To see Addis Ababa having sufficient clean, potabhd reliable water supply and modern
waste water disposal system that benefit its statub to line it among the best 5 African’s

Metropolis”
Mission of AAWSA

To deliver sustainable and adequate clean wateliguid waste disposal service in line with the

city’s speedy development via working hand in hesitth stakeholders.
Values of AAWSA

- We shall supply clean water to all citizen of Ad@isaba

- We share create a city free from the hazardousdpogéhe liquid waste

- Inrelentless change and improvement we trust

- With knowledge and faith we lead

- Providing instant reaction is integral part of service

- Cooperative work is fundamental in put to the lon of our missionAAWSA, (2006)
Providing this all an organization’s Assessmenit®©tmployee performance appraisal is

very essential so as to succeed in its objectives.

2.2  Statement of the problem

Good practice of the way to development is to attamne’s organization goal achievement
sustainable development requires optimizing andgusie capacity of human resource. Unless
an organization assess their employee performappeaigal it is difficult to enrich in to its
objectives. The process of the enhancement of gmaplappraisal of Addis Ababa water and
sewerage authority must be assessed in how maniseflunctioning and whether or not related
and useful for its ultimate goal of the organizatiand this study should focus on if AAWSAS

management ensure that the appraisal system igejabed, performance based, uniform,



consistent, fair and the appraisers are honedgnedtand objective in their approach and

judgment.

Appraisers should be well trained in the art andrsx® of PA to ensure uniformly consistency

and reliability of the process.

Performance appraisal is the principal medium tghowhich human talent in an organizations is

most effectively utilized. Ignou (n.d)

2.3 Research Questions

» Is there an appropriate performance appraisal systeAAWSSA?

» How do the employee and management perceive theemreperformance appraisal
practice?

» What is the purpose of employee performance aremmducted in AAWSA?

» What are the major problems related in AAWSA'’s emgpke performance appraisal?

» How employee performance is goes with objectiveBAWSA?

2.4  Objective of the Study

The main objective of the study is to assesses@maplperformance appraise practice. The case
of Addis Ababa Water and Sewerage Authority, areldtudy attempts to explore the existing
employee performance appraisal practice is whetlaets as an input to the general objective of
an organization in the effective and efficient waggromote and enhance overall endeavor of
AAWSA.

So, investigations will be conducted in the serfsegponsibility in order to assists in answering
the problem questions. Hence the general objectiibe study will investigates the practical

activity of human resource (employee performangeaipal) contribution to the organization.

Finally, after assessing the performance evaluatmnrecommend alternative measures that will

be taken based on findings of the study.



1.4.1. Specific objectives

» To identify whether AAWSA under take its employesrfprmance appraisal according
to the existing policies and procedures.

» To assess the current performance appraisal peaufti@BAWSA.

* Identify the effect of performance appraisal p@enn an objective of AAWSA.

* To forward conclusion and recommendation basedheriindings of the study.

* And finally, after assessing the performance evalnato recommended alternative
measures that will be taken based on findingsefthdy.

2.5  Significance of the Study

It is expected that this study may be helpful ¢tve problems around performance appraisal
systems and it serve’'s as a reference materiahdademicians and practioners and also it
initiates the targeted organization to assessxitgieg performance appraisals practice and use
for change as a development to better human res@andormance appraisal functions and meet
its objectives more over it initiates for otherdrdsted researchers to carry out more extensive
studies in the area finally these, study may befbkelo attempt to generate new ideas useful

strategies, plans use upon human resource perfeanappraisal functions.
2.6  Research Design and Methodology

Research is an on going process that begins watbrétical foundations. Here lies the relevance
of the research process. It clarifies the existirepry, which might lead to its reinforcement or
reformulation and it could be a theory.

The research process includes a series of stepmibegwith the identification of a problem and
the study of the target in the universe. The stafyelata collection involves the scientific
methods and techniques so that the research gcyinlds reliable and valid results (Ignou,
2005).

The research out lined the population, sample setecsampling techniques, data collection,
data processing and analysis, interpretation anghgrizing. This study is designed to assess

the employee’s performance appraisal practice. dds=s of AAWSA to collect the required



data, both primary and secondary data sourcestiired. And also qualitative and quantitative

types of data will be collected.
Rational of survey research method

Social science research techniques often clarifieth two categories, namely qualitative and
guantitative. Qualitative research enables to witded the subtle aspects of social relations.
They are particularly useful when one is interestegrobing a specific question in depth, its
meanings and their different interpretations. Hosvewualitative methods also have their
limitations. They are, for example, more suitableew research is being carried out in small
setting in forced on a specific group or commun@ualitative research method are not very
useful when we need to know about macro phenon®red, as the demographic structure of a
population or the extent and nature of povertyisease quantitative research method or survey
research enables as to study these questions areaaomprehensive manner. Depending up on
the requirement, survey research can be extendadatge area population as a whole nation or
even the entire world. When the universe of theysia large and the researchers are looking for
broad trends or patterns in a given population thfegn resort to survey method. In other words,
gualitative and quantitative research methods awe aopposed to each other they are

complementary. The two can be combined, one ethelother (Ignou, 2005).
The descriptive research approach

When it is desirable to provide information for Riadion of alternative research approaches, the
descriptive research approach with in the conctusiesearch is often used. The descriptive
research method requires more basic knowledgeea$ubject than the explanatory one. State of
things are surveyed and the properties of a nurobesbjectives are described the aim of
descriptive research is to describe how things faregxample, by mapping or observations

without explaining why and that must not only bewed as a fact gathering expectations.
Explanatory research approach

In an explanatory research method, the aim is @mockefurther for connections between cause
and effect. An explanatory study can be done witferént focus as the following “In depth”

study by focusing on specific research on developragd changes over time the difference



between descriptive and explanatory is quite sn#dhnost all descriptive research contains
explanatory parts as well. The main difference leetwthe two is that an explanatory research
usually is contracted on relatively few variabldsile/ the descriptive research careers a broader
perspective. In order to study in a satisfactorywnea, thus finding answers to the problem and
give recommendations on how to improve, much infgram is needed. Therefore the researcher
has to broaden his knowledge in this subject aleaugh literature review, observation,
interview and feed back from the respondents wikaarployees and the managerial staff has to
be taken in to account.

The researcher chosen descriptive, survey reseaetihod and explanatory method because it is
suitable to describe to gather data’s to help g#silnterpret the results of the findings and give

meaning out of it.
Simple size

A question often asked is of the size of the samigtev large should it be? The best answer
could be “it depends”. That means there is no cbesiranswer to this question. However, the
literature on survey sampling does give generaicadto prospective survey researchers. For
some people, sample of thirty is the bare minimdirthé researcher plans to some form of
statically analysis of the data. However, the 93fdhe sample depends on the plans of the
researcher and how accurate the sample has to rbéidopurposes, and on population
characteristics. It may be stated here that a lasgmple alone does not guarantee a
representative sample. Further when we increassetingle size we increase costs. Large sample
means increase costs. A researcher may keep inaltitteese considerations while judging the
size of the sample (Ignou,2005).

To collect primary data, both questionnaires andrinews will be employed. Quantitative data
will be collected by questionnaires distributing iBO employees which are 10% out of 1800
employees of AAWSA by using questionnaires quatitgaand qualitative data. In addition to

this observation will be conducted through intewiieg the management staff members.

The researcher used SPSS /statistical packageowal science/ to out puts of the reporting
respondents information in different tables likequencies and percentages used to summarize

and analyze the data’s.



2.7  Scope/Delimitation of the Study

The study is focused on the assessment of emplyegformance appraisal practice and it is
limited to AAWSA'’s employee performance appraisaqtice to assess the present situation and
how it looks like and how well is the productivilg AAWSA conducted in it's eight branches
and one project office and head office. For this thsearches selected descriptive research

techniques to process the collected primary andrelsry data’s from the organization.

1.8.0rganization of the Study

The study is organized in to four chapters. Chapte deals with background of the study,
statement of the problem, basic research questaijective of the study, significance of the
study, Research design and methodology, scopeftiion of the study and limitation of the
study.

Chapter two deals with review of the related litere, chapter three deals with the data
presentation analysis and interpretation the Fehapter four contains of findings, conclusions
and recommendations.



CHAPTER TWO

2.1 Review of the Related Literature

What is important is that the formal comprehensiggiews be supplemented by frequent
progress or periodic reviews. These reviews cashoet and relatively informal, but they help
identify problems or barriers that hinder effectperformance. They also keep communication
open between the superior and subordinates. Fortrer priorities can be rearranged and
objectives can be renegotiated if warranted by gbdrsituations. It certainly is inappropriate to
pursue obsolete or even unsuitable objectives Wee agreed on in an environment of

uncertainties.

Finally, there is continuous monitoring or perfomoa. Which this system, when performance
deviates from plans, one does not have to waitHernext periodic review to correct it. The
superior and the subordinate discuss the situatiomediately so that corrective actions can be
taken at once in order to prevent a small devidtiom developing into a major problem (Harold
and Heinzw 2004).

Fig. 1The appraisal process

Actual performance

i
Outputs Y
Inputs

Measuring performance against standards
Setting verifiable

objectives that become 4. Formal comprehensive review (e.g

standards annual)

5. Progress or periodic reviews (e.g for
mile-stones, quarterly, monthly)

6. Continuous monitoring (daily with

emphasis on self-control).
Corrective actions for
undesirable deviation from

standards

(Harold and Heinzw 2004)



The purposes of appraisal

The reason why appraisal has had problems in sogenizations is that the purpose of the

whole concept has become rather blurred and camfusas arisen between the three important

and worthy functions: performance potential and (yrthy and Stwort, 2003).

Performance

The most common reason for implementing an apgrad@geme is so that there is a regular,

once or twice a year, review of a person’s workgpess. This is usually conducted between the

individual and their immediate manager, though®360becoming popular now, involving the

views of other people with whom the individual hasrk contact. These might include

colleagues, subordinates and even customers aptiessp

The PA offers the following four benefits:

5.

It can be likened to an annual car service, a tleftack-up or a review of personal
finances in that it enables the person’s work tavimmitored on an overall, rather than
day-to-day basis. The whole pattern of that pessarork can be discussed and put into
context. Normal, more frequent, work reviews wilicis more on the specific tasks
currently being performed.

It is an opportunity for everyone concerned to aéscproblems that have been happening
and to make adjustment for even better performamdeature. The changes could be
related to the organizations of the departmerg, ptiocedures or policies. By taking stock
from the over all position, decisions can be matickvare untainted by the urgency of
immediate tasks in hand.

Training needs are often identified at the apptasawhen the individual takes stock of
their performance, and underlying cause for anyblprmas might be realized to be

deficiency in certain knowledge or skills

The appraisal is a chance for all parties to givé rceive feedback on their performance, what

they are doing well, what is not so good and whahimneed to be changed. The feedback

aspect is very motivating for most people, everthidre are complaints about parts of the



standard of their work. Research studies have stomralusively that it is more motivating to be

reproved occasionally than to be ignored (Dorthy Stwort, 2003),
8. Potential

A second common reason for appraisal is to assestml. This enables the person being
appraised to discuss their career aspirations @amdrmpare these with the future direction and
the manpower and succession plans of the compamy.appraise can review their personal
strengths and weak-nesses, likes and dislikes,camgdider in what direction they might want for
most staff it is unlikely that they will have motiean six or eight major goals for the year of
these, most will be maintenance goals’ aimed atimoimg the way they are currently working.

The one or two development goals will be for newkvthat is being planned (Dorthy and

Stwort, 2003).

It the staff member is involved in setting thesgeotives, there is a far greater chance that they
will be committed to their achievement for the sa®son, the staff member should keep a copy

of the completed forms (Dorthy and Stwort, 2003).

At the meeting to review last year's performancd smplan next year’'s a discussion should be
held to consider any problems that affected theiemelment last year which might also
negatively affect next year. These problems mightl] for example, to a change in the way the
product, policies and procedures operate, a chem¢g@w the individual or their manager do

their work, or to some coaching or more formalrtirag in specific knowledge or skills.

Some appraisal form ask the manager to rate tifienséanber on various scales and on various
characteristics,. The global one which asks fooweer all assessment of performance on a scale
of 1 to 5 or ‘First class’ to ‘inadequate’ is pwrdbr the purpose of pay, as it is from this score
that percentage pay rises are calculated. It hgslae® in the discussion of the goals and only
serves to distract the appraise from the interviéwhe score is given at the beginning of the
interview, the appraise tends not to listen too moicthe following discussion as they are either
relieved or are trying to bargain for a higherngtilf the score is withheld until the end of the
interview, they are trying to anticipate what itgising to be. The discussion of the achievement

of the goals is not served will by an assessmeimgaf the individual.



In some cases, a more refined assessment of tihactdristics of the appraise is required. This
also hinders the performance review and contansrtagfindings. If a manager is asked to rate,
on a scale of 1to 10, how, say, ‘reliable’ the fstaémber is, it is a reflection of the manager’s
definition of ‘reliable’ that is recorded. A relilbperson could be some one who is accurate
‘trust worth’ or can work with minimum supervisioriThese are three quite different
interpretations of the same word, and so it islyikinat the appraise would be rated very
differently by different managers with differentfihétions. For this type of appraisal, it is true
that the appraisal says more about the appraiser ithdoes about the appraise. For such an
appraisal to have any place at all, it could ordyilb an assessment of the person’s potential for
another job (Dorthy and Stwort, 2003).

2.3 The Performance Appraisal System

It is sometimes said that the best appraisal fam blank piece of paper. This can be rather
formidable for some managers, though, and overydas in an attempt to help simplify the
process, HR department have provided headings leewt theadings have evolved into forms.
Unfortunately, in some cases, this has over comgienatters, with the implication that the
whole process is for the benefit of the HR depantimeather than for the benefit of the mangers
and their staff as it should be.

The best forms for performance appraisal, rathean for any other purpose, operate on a rolling
basis and attempt to be objective and specific. folne should be a working document that

records the goals agreed between the manager argfafh member for the next year. It should

be referred to frequently to monitor progress amdilert to any problems that are adversely
affecting the achievement of the objectives, anghibuld then be used at the end-of-year
appraisal to ascertain whether or not the goale leeen met. This is also the time when goals
for the following year should be agreed.

So that goals set are easy for all parties to waled and easy to measure, they should be
written in the SMART format as follows.

S- Specific
M- Measurable
B- Agreed



R- Realistic and reachable
U- Time bound
(Dorthy and Stwort, 2003)

2.4 Management by Objective (MBO)

A method of management where managers and emplaolgdieéng goals for every department,

project and person and use them to monitor subségeeformance.

4. Set goals:This is the most difficult step in MBO setting gaaVolves employees at all
levels and looks beyond daily activities to ansther question, “What are we trying to
accomplish?” A good goal should be concrete anlisteaprovide a specific target and
time frame and assign responsibility. Goals maygbantitative or qualitative. Goals
should be jointly derived-mutual agreement betwermaployee and supervisor creates the
progress commitment to achieving goals. In the cdséeam, all team members may

participate in setting goals.

Fig. 2 Model of MBO process

e  Corporate strategic goal .
«  Departmental goal Action plan
¢ Individual goals

A

Review progress

Take corrective

B e o

------- action

Appraise performance <

Appraise overall performance
(RechardL. Daff and Maricic n.d)

5. Develop action plans An action plan defines the course of action ndeideachieve the
stated goals. Action plan are made for individwzald department.
6. Review progress:a periodic progress review is important to enghesaction plan are

working this review can occur informally betweenmagers and subordinates, where the



organization may wish to conduct. Three monthnsonth, or nine month review during
the year. This periodic check up allows managedseanployees to see whether they are
on target or whether corrective action is neces®danager and employees should not be
locked in to predefined behavior and must be wijllito take what ever steps are
necessary to produce meaningful result. The pdiMRO is to achieve goals. The action
plan can be changed whenever goals are not beiteg ma

Appraise over all performance: The final step in MBO is to evaluate whether ahnua
goals have been achieved for individuals and deants, success or failure to achieve
goals can be come part of the performance appystgdm, and the designation of salary
increases and other rewards. The appraisal of teearal and over all cooperate
performance shapes goals for the next year. The Ml repeats it self on an annual
bases. Managers behave they are better orienteddswgoal achievement when MBO is
used. In recent years the U.S congress has reqinaedederal agencies use an MBO
system to focus government employees on achieyiegific out comes, rather than

focusing only an activities and work process. (RéhBaff and Marcic, n.d)

2.5. Performance Management & Evaluation

Performance management is the process by whicluexes, managers, and supervisors work to
align employee performance with the firm’'s goalsa Affective performance management
process has a precise definition of excellent perémce uses measurements of performance and
provides feed back to employees about their pedioge. Thus, it defines, measures monitors
and gives feed back. Performance evaluation is wiar part of a firm’s performance

management process (lvancevich, 2008).

Performance appraisal is not a precise sciencesutjective judgment. There are some guide
lines that may, however, increase an employee’smance of the appraisal process and

intention to improve performance in the future @aand Gold, 2007).
Appraise interview

4. Is the appraisal process effective fair?
5. Did the activity illustrate the problems of appedis

6. How might you system improving the appraisal precé&snmployee



2.6. Employee Assessment Method

In order to achieve the appraisal purposes objstia considerable number of employee
appraisal methods are frequently used to adjudderatividual’s performance in terms of needs
of the Jobs for which they are employed. Theseablgs can be achieved if the merit rating
scales are first evaluated and based in suchtatatifoundations and the raters are adequately
trained in the evaluation process. Research stindies emphasized that organizations today do
not have a choice of whether or not to examiner thegsent performance appraisal the choice
actually is between the alternatively availablarteasure the affections of appraisal (Field and
Barnett, 1976).

Performance appraisal effectiveness appraisal Bas perceived differently by psychologist’s
personal administrative and other by this term veamthe ability of the system of appraisal to

meet various demands made from the existing systeéhe organization.

Effectiveness v/s efficiency

In are appraisal system both the efficiency andatiffeness an applied to performance appraisal
should be measured according to Sutton and Mailig9) state that efficiency deals with how
well done is producing out put. It is concernedwitaximizing out put of a given resource of a
given in pout level.

This concept constrains with effectiveness whiclalslevith achieving a desires objective
efficiency measures includecomputer utilization amount of programmers protkechours (i.e
reduce idle firm, absents etc). Key stokes datayenperators, projects developed with in
estimated cost and variety of other measurementsleVils ‘effectiveness” is measure which
include quality of programmer out put, user satista, operational quality, plan to recover from
disaster etc (Ahamed, 1998).

2.7 What is the Purpose of Staff Appraisal

The purposes of staff appraisal are manifold, betmhain thing is that both the employer and the
employee should be satisfied; the employer shoalddtisfied that the employee is functioning
well in terms of the needs of the organization;eéh®loyee should be satisfied that the employer

and the organization are looking after their needs.



But what do we mean by need? Need is a difficul ambiguous term which means very
different things to people-especially when thosepbe are employers and employees, who have
traditionally sat on opposite sides of the factt o should be working in a cooperative

venture.
The employer needs the employee to:

e Turn up on time and do a full day’s work
* Work effectively and efficiently

* Generate profit
The employee needs the employer to provide:

» A safe and pleasant working environment;
» Appropriate opportunities for training and develan

» other suitable motivators, eg money, annual ledlexibility

They both need a little give and take; the emplayéght book a holiday using the company’s

internet but they take work home at night and tie& bwn printing facilities.

Staff appraisal is one means by which both the eygpland the employee try to ensure that
their respective needs are satisfied. Unfortunatelymany organizations the staff appraisal
system leaves a lot to be desired. It is neithigzieft nor does it satisfy needs; and no one yeall
takes much notice of it. This is true in organiaas which take a perfunctory view of appraisal,
either not bothering at all or just having the adfibrmal interview-perhaps in a corridor. It is

also true in organizations that attempt to impleimdetailed and effective appraisal systems
where the appraisal is full prepared for, carried io detail and does not consist just of one
interview in a year. The problem with the formeplain to see, so what is the problem with the
latter? (Nigelhunt, 2007).

Problems of effective staff appraisal

The problem with many organizations, and this idigalarly true of large organizations, is that
even when they have detailed appraisal policiesfdlow up is not effective. Many employees

do not take appraisal seriously because they khaty tor instance, if a training need has been



identified, the organization will often ignore thecommendation and will not implement what
has been agreed. Alternatively, the appraiser nayhave the authority to make promises
regarding training needs and has to refer it tagadr authority. Through bureaucratization the
appraisal system fails. The end result is thatndavzidual appraise feels that the organization is
just paying lip service to the appraisal systend #re truth is, it is. The organization has the
appraisal system, because if feels it should dberahan because there are good reasons for

implementing such a system.

How many organizations that you have worked inl#e this? Appraisal is simply not taken
seriously. Years of research shows appraisal cgmowe the productivity of the organization
and the satisfaction of the individual employee wicarried out effectively, yet organizations
still do not take it seriously.

There are a number of reasons why this may be soad/all a little averse to bureaucracy-form
filling-we just can’t be bothered. There are somgaaizations which genuinely do not care
about their employees. There are employees whootl@are about-or trust-their organization.
The way round this is the open organizing whicholugs the individual employee at all levels,

which consults over major decisions, recognizes ltbmework relationship, and ultimately

respects the needs of the individual. This is dised in detail in the next chapter. For now it is
enough to pint out that appraisal will not be trefffective except in the open organization.
(Nigelhunt, 2007).

Training the appraiser, Training the appraise

In many organizations it is though that appraisa straight forward task that can be carried out
by any one, such as a junior member of the humaaurees them or a recently appointed

supervisor. It is not; requires a range of skitig attributes. The appraiser must have negotiating
skills, counseling skills, bargaining skills. Thenay need to be aware of company law, of what
they can offer by way of training etc. The apprakeuld also have some of these skills they too
need to know how to negotiate and bargain, in otaleet the best individual deal. These issues
will be explored in a later chapter. (NigelhuntQZ.



Ethical issues

All appraisal systems should be ethical; they sthinal fair to all parties involved in the appraisal
system. The organization should not open itselthiarges of unfair treatment, whether to do
with legal issues such as sex, age or race distaion, or general matters of fairness across
staff, such as access to training and developmahpeomotion. The system should not just be

concerned with legal issues, but with moral andcatlones too.

The appraisal system should also be fair to everyowolved in the system. That is not to say
that all employees should receive the same kireppfaisal that may not be appropriate, but that
within the system all are treated equally. The spmeedures and guidelines should be used for
everyone, and the same means of evaluating themsy#tthe system is well designed, then this

will not present a problem.

Ethics is also about openness but openness alsemsnthe ways people treat each other. The
appraiser should be open with the appraise. Feéanns, do not promise training if you know it
will not be available, do not make any promises gannot keep. ( Nigelhunt, 2007).

What can go wrong with appraisal?

It is useful from the outset to think about thesk@s why appraisal can go wrong, so these can
be borne in mind when preparing or improving thprajsal system. There are many things that

can go wrong with appraisal. Appraisal fails at snlavels. For example:

* Provide conflicting messages to employees

* A poor or inappropriate system

* Inadequate training of participants (both employs®$ managers)
* Failure to implement the system properly

» Conflicting aims of the appraisal the system prlype

» Conflicting aims of the appraisal interview

» Failure to get people on board

» Takes too much time.

* Takes to little time;

» Poor follow up (eg providing promised training)



* No validation of the system

It does not provide a blueprint for any particidapraisal system, just the general rules which, if
you follow them, will ensure you have an apprasatem acceptable to all and effective for the

individual and for the organization (Nigelhunt, Z00
A service application: Field of flowers

Field of flowers is a retailer of flowers and reldtitems located in Dave, Florida. Its president
and top management studied Deming’s theory of mamagt and structured the company

according to those principles

At the time the company was fits organized, a perénce appraisal system had to be
developed, Since the leadership of Field of floweasted it to be in keeping with the system of
profound knowledge, a cross-functional team comgasethe top management of selected
department was formed. They used the five-stepseffasctional management model discussed

in ‘implementing cross-Functional Management”.

First, the team stated a mission for the proposafiopnance appraisal system. It was "To
develop a performance appraisal system consistéhttie system of profound knowledge."

This mission was made clear to all employees.

Third, the team constructed an integrated flowcbhae traditional human resource system, with

special attention to the performance appraisaltfancas shown (Denton, 1998 .

2.8. Performance Measurement

Performance measurement is based on the beliefspdrdormance can be Measured by
objective indicators. Stress is not so much oneweh and ‘activities’ as ‘ends’ of behavior and

activities.

Behavior or activities are seen rather as a ‘metintiie important ‘end’ results. Emphasis is an
tangible value-added measured in terms of tangibferibution to the organization that can be

expressed on number.



This is known as performance measurement. The &ugbrs in performance measurement are
development of objective measurement is developroémbjective measures for quantifying

performance.

Performance measurement is necessary to enforargebility to results. In government,
accountability means the responsibility of civingnt or unit for achieving a mission and the
functions to support that mission. They have toabeountable to tax player for prudence in
expenditure. In other words the civil servants tarée responsible for their results, not just for
their efforts (Marchington and Wilkenston, 2006).

Obsbome and Gaebler (1992) have referred to thiewiblg as reasons for measuring

performance:

8. What gets measured get done

9. If you don’t measure results, you can't tell suscieem failure
10.1f you can’t see success, you can't reward it.

11.1f you can’t reward success, you are probably remgrfailure.
12.1f you can't see success, you can't learn from it.

13.1f you can’t recognize failure you can’t correct it

14.1f you can demonstrate result you can win publigpsurt.
As its limitations performance measurement alsonh@®r problems as.
It may be difficult to measure because

> Result could be un reliable
» Organizations are rapidly changing
» Human desires are heavy handed and impersonansidte

» They may be employee resistance on the ground.
Performance appraisal and Feedback

The recruitment/selection and training/ developmeoimponents of a human resource
management system ensure that employees havedimekiye and skills needed to be effective

now and in the future. Performance appraisal ardlidack complement recruitment, selection,



training, and development. Performance appraisalthis evaluation of employees’ job
performance and contributions to the organizatiterformance feedback is the process through
which managers share performance appraisal infavmatith their subordinates, give
subordinates an opportunity to reflect on their geenformance, and develop, with subordinates,
plans for the future. Before performance feedbamkformance appraisal must take place.
Performance appraisal could take place with ouvidnog performance feedback, but wise
managers are careful to provide feedback becausmitontribute to employee motivation and
performance.

Performance appraisal and feedback contributege@tfective management of human resources
in several ways. Performance appraisal gives masaggortant information on which to base
human resource decisions. Decisions about pagsamnuses, promotions, and job moves all
hinge on the accurate appraisal of performancdoPeance appraisal can also help managers
determine which workers are candidates for trainamgl development and in what areas.
Performance feedback encourages high levels of gmel motivation and performance. It lets
good performers know that their efforts are valaed appreciated. It also lets poor performers
know that their lackluster performance needs imenoent. Performance feedback can provide
both good and poor performers with insight on ts&engths and weaknesses and ways in which

they can improve their performance in the futumnés and George, 2009).



Research work schedule & Time budget

The table below summarizes the major activitiesundertaking the study and time budget

associated with each activity of the research m®ce

Task

Months in year 201

April

May

June

July

August

Sept

Oct.

Nov.

Selecting the research t

Preparing research propo
and submission

Gathering data from differel

sources

Analyze and interpret theate

Incorporating commen
proofreading and finalizing the

research

Submitting the final repc
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