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ABSTRACT

Human resources are the biggest asset in any orgsion and effective management of this
resource plays a major role in achieving organiaatl objectives. Performance management is
a continuous process. It helps in identifying, nueag, developing the performance of
individuals and teams and aligning performance vathategic objectives of an organization.
This research is conducted with the objective dfeasing, evaluating and examining the
performance planning and evaluation phases of #réopmance management process at MOHA
Soft Drinks Industry S.C. at Tekelehaimanot Plaoated in Addis Ababa. The research applied
the survey method to collect data from memberkeopopulation under the study. Primary data
was collected from a sample of 125 respondentsteeledandomly through distribution of hand
delivered questionnaires coupled with an interviesid with supervisors. Both qualitative and
guantitative data were used for the study. Secondata, obtained from company documents
and publications, was used to supplement informatibtained from primary source. Data was
analyzed quantitatively using descriptive statstiQualitative data were categorized and
analyzed systematically to come to useful conahssamd recommendations. Results of the study
indicate that the current practice in the perforrosarplanning process at the plant is weak and
lacks open discussion between supervisors and gegso The performance appraisal system is
also criticized and perceived by employees as bemgffective in differentiating good
performers from poor performers and unable to cidmiie towards individual performance
improvement as well as achievement of the plarjectbes. The human resource department at
the plant shares the critics and concerns of engs#eyand is determined to bring change to the
current practices. There is a misunderstanding agnbath supervisors and employees and the
appraisal is used by supervisors to harm employswes employees focus on scoring higher
rankings for salary increment. The situation cafte the design and implementation of
performance management system as well as seri@aisings to all employees to raise
awareness, build capacities and gear objectivesatds/improvement of performance and better
productivity instead of some non-job related megleiss numbers assigned on the evaluation

forms.



CHAPTER ONE

INTRODUCTION

This chapter deals with an introduction of perfonce management, what it consists of and
gives a brief summary of studies carried out in d@nea. It also gives the background of the

organization under study.

1.1 Background of the study

Today’s business environment is changing in manysw@ne of the most noticeable changes is
the fast move towards an international market placeording to Kumar (2006, 6), the human

assets are going to play major role in driving #1& century organizations. This shows that
human resources are the most important resourcarfosrganization. Thus, managing these

resources effectively is crucial in achieving origational objective.

Performance management is a method used to meastdinenprove the effectiveness of people
in the work place Harvard Business Essentials (2806 A performance management system
consists of the processes used to identify, engeyunmeasure, evaluate, improve, and reward
employee performance at work. According to MondypeNand Premeaux (1999, 337),

performance management is described as a threprategss:

1) Performance planning by managers and employeesdé&ermining performance
expectations;
2) Performance coaching, which is an ongoing prodessighout the appraisal period;

3) Performance review, a formal step that resultdénindividual and/or team evaluation.

According to Markus (2004), research consistemttiigates that most performance management
systems are of poor quality and poorly executedvarious surveys, the common problems in a
performance management system are found to be floassign and lack of credibility. In most
cases, the connection between individual objectisad organizational values, goals and

strategies were not made. A survey carried ouhenuS, on the feelings of employees about



performance appraisal, indicated that 70-80% desatjthat their review helped them to improve

personal performance. In addition, many performant@agement systems do not have

objective measurement systems; instead rely onaysrof supervisors and in some cases peers,
which are subject to bias. In this regard, the syishowed that over 60% of the employees felt
that their performance management system did rmtigee honest feedback or set clear goals

(Markus, 2004).

In India, a review of employee engagement datam fncore than 50,000 employees who worked
in 22 companies in 10 major industry sectors, tegtigate the reason for a wide variation in
employee performance, revealed that more than dfathe employees (54%) felt that their

company'’s performance management system was matigt (Oberoi and Rajgarhia, 2013).

In Ethiopia, several surveys and academic researdiave been carried out on various public
and private organizations with regards to the engiés and practices of employee
performance/appraisal system. However, accordingliay (2010), research on performance

management and capacity building is still someMihated within the African context.

Hailesilasie (2009), in a survey he conducted tplar the determinants of performance in
Ethiopian public organizations using primary datdlected from 100 respondents, concluded
that, an increase in role perception i.e. knowleofgehat, how and why to do a given job, has a

strong and positive impact on individual performanc

The researcher believed that MOHA Soft Drinks InduS.C Teklehaimanot Plant would not be
different. Following an informal discussion withmse employees of MOHA at Teklehaimanot
Plant, the researcher learned that employees pertdeit the performance management system
fails to differentiate good performers from poorfpemers. In addition, to the best knowledge of
the researcher, no study had been carried outdefdhis regard. Thus, the researcher believed
that it was worth undertaking the study. The rededried to assess the current practices of
performance planning and evaluation processes atM®Soft Drinks Industry Teklehaimanot
Plant.



Background of the Organization under Study

Nifas Silk Pepsi Cola, in Ethiopia, is the firstg8eCola plant in Ethiopia and was established in

1966 as a share company with an initial capitd! ofillion Birr. The capacity of the bottling line

at that time was 20,000 bottles per hour (bph)L986, the plant was renovated and expanded to
a capacity of 50,000 bph with twin fillers. Tot&novation and expansion investment cost was
Birr 6,647,944.00.

Teklehaimanot Pepsi Cola Plant was established98i las “Saba Tej” Share Company but
nationalized in 1975 replacing the old line andtsthproducing Pepsi cola, Mirinda and Team

brands in January 1978.

Mohammed Hussein Al-Amoudi (MOHA) Soft Drinks IndsS.C. was formed and registered
under the commercial code of Ethiopia on th® a6May 1996. This company was formed after
the acquisition of four Pepsi Cola plants locatedddis Ababa (Nefas Silk & T/Haimanot),
Gondar and Dessie which were purchased by Sheikamated H. Al-Amoudi on the 8of
January 1996, through BID which was tendered byolgtan Privatization Agency. The hand-

over of the factories was finalized on tH&af April 1996.

The business purposes of MOHA Soft Drinks InduSu@. as stipulated in the memorandum of

Association are:

a) To manufacture, buy, sell, bottle, distribute antheowvise deal in non-alcoholic
beverages, mineral and aerated waters and thediegte thereof in Ethiopia and
elsewhere.

b) To manufacture, sell and distribute bottles, cockskscrews and all type of crates.

c) To manufacture, sell and distribute carbon dioxide.

d) To invest in other business enterprises, to estaldnd manage in Ethiopia or abroad,
such subsidiaries, branches or agencies as magdmeed desirable.

e) And generally, to carry on and engage in othewdigts which the Company may deem
necessary incidental or related to the attainmémring of the above purposes. (Source:
MOHA Employees Hand Book)



1.2 Statement of the Problem

Informal discussion with some employees of MOHAt3offinks Industry S.C. Teklehaimanot
Plant revealed that there are some gaps in therpgahce management system. Specifically, the

researcher was able to understand the following:

a) Employees complain of not being engaged in #réopmance planning process and this has

resulted in resistance in accepting performandegsgiven by supervisors;

b) Employees feel that the appraisal system didh&hp them in improving their personal

performance;

c) The appraisal system lacks objectivity as sonpevisors tend to give higher ratings to poor

performers not only for fear of causing damagétemployee but also to avoid confrontation;

d) Employees perceive that the current practiceniployees’ performance management fails to

differentiate good performers from poor performers;

In addition, to the best knowledge of the reseatame study has been carried out previously in
this regard. Thus, the researcher believed thvaast worth undertaking the study. Therefore, this
research paper tried to assess the practices forpance planning and evaluation processes at
the plant. In light of literature review, the resgmalso tried to make a comparison between the
theoretical aspects of performance planning antuatran system and the existing practices in

the company, to identify gaps.

1.3 Basic Research Questions

This research paper tried to answer the followiagibresearch questions:

1) What are the purposes of the performance plannmgexaluation system in place at
MOHA Soft Drinks Indusrty S.C. Teklehaimanot Plant?

2) What are the criteria for measuring performance?

3) What have been the practical benefits of the perémce evaluation system?

4) What are the challenges in performance planningeaathiation?

4



1.4 Objectives of the Study

The general objective of this study was to asshkesperformance planning and evaluation
processes at MOHA Soft Drink Industry S.C Tekleret Plant.

The study discussed the theoretical aspects obymeaince management particularly the planning
and evaluation phases and attempted to make amdlysmaking comparison with the current
practices in MOHA Teklehaimanot Plant. Specificatlye objectives of the study included the

following:

* To find out the purposes of the performance plagrand appraisal system at MOHA
Teklehaimanot Plant;

* To identify the performance measurement criteria;

» To assess the practical implications (benefits/equnences) of the appraisal system so
far;

* To study the challenges in the performance planantyappraisal system;

1.5 Significance of the Study

This research was the first study carried out Bess the practices of the performance planning
and evaluation processes at MOHA Teklehaimanot tPl&hus, it will have a practical
significance as it informs decision makers and mstheoncerned about the strengths and
weaknesses of the performance planning and appsaiseem. The management will benefit
from the recommendations of this study. In additihre study could also serve as a basis to
pursue further studies on the area.

1.6 Scope of the Study

Performance management is a broad concept and tanwmns process that deals with the
identification, measurement and development ofgédormance of individuals and teams by

aligning performance with the strategic goals of thrganization. The researcher, being a
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student of human resource management, and takim@acount the broad nature of performance
management, this research was delimited to foclyisamindividual performance planning and

evaluation aspects of performance management @oces

1.7 Limitations of the Study

The present study mainly relied on quantitativeadatitained from a sample of respondents of
the population under study through distributed fjaesaires and thus is limited in showing the
detailed reasoning behind each response. Thus;us fgroup discussion as well as interview
with more departmental heads and supervisors ieveel to assist in further elaborating the
views and perception of employees on the existiegfopmance planning and evaluation
processes and practices in place at the plant.riaeiu study coupled with a review of past
performance plans and evaluations done for indalidumployees as well as departments/units

will be helpful to better assess gaps and challengée system.



CHAPTER TWO

REVIEW OF RELATED LITERATURE

This chapter defines performance management andsya&ummary of literatures on

performance planning and evaluation phases offarpesnce management system.

2.1 What is Performance Management?

“Organization performance, in basic terms, is thetwal output or results of an organization as
measured against its intended outputs or goals @jdctives. Performance management is the
foundation of any organization that has a visiord &mows where they want to be in the near
and long term future’Lifecycle Performance Professionals (2009).

According to Armstrong and Baron (2003, 1), perfante management is a strategic and
integrated approach to delivering sustained sucdessrganizations by improving the
performance of the people who work in them and éyetbping the capabilities of teams and

individual contributions.

Similarly, the Association of Chartered Certifiedoduntants (ACCA) defined the performance
management process &8 cyclical process organizations adopt to assessd adevelop

employees to ensure effective contribution to oigional objectives(www.accaglobal.coin

According to ACCA, the process of performance managnt normally includes setting
objectives for employees to achieve, rating thégoerance against set objectives and outlining

future development activities to assist with achig\wbjectives.

Thus, it is possible to conclude that a performanaeagement is an endless process that aims to
bring the best out of people for the success ahéaement of organizational objectives, and
continues to exist as long as an organization coa$ to be operational. In this regard, the main
actors are the human assets as no best system Wwooll success unless it is owned and

implemented by people.
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Figure 1 - The Performance Management Sequence (Soa: Armstrong & Baron, 2003)

In general, the broad process of performance managgerequires that three things be done: 1)
Defining performance; 2) Facilitating performan8g;Encouraging performance Cascio (2003,
331). According to Cascio, (2003, 331 — 333), a agan who creates a performance definition
ensures that individual employees or teams knowt wghaxpected of them and that they stay

focused on effective performance. A manager dosskih paying careful attention to goals,



measures and assessment, eliminating roadblockssuttcessful performance through
performance facilitation and encouraging perforneaespecially repeated good performance by
providing a sufficient amount of rewards that enyples really value in a timely and fair manner.
According to Aguinis (2007, 29) there are two intpat prerequisites prior to implementation of
a performance management system:

1) Knowledge of the organization’s mission and strategpals which is the result of

strategic planning and
2) Knowledge of the job in question

On the other hand, Armstrong and Baron (2003, %id ‘4wo simple propositions i.e. the
knowledge and understanding of people of what eebed of them and the capacity to meet
these expectations, provide the foundation upomrchvperformance management is built. These
propositions, imply that the basic aims of perfont@ management are to share understanding
about what is to be achieved, to develop the cépadipeople and the organization to achieve
it, and to provide the support and guidance indinls and teams need to improve their
performance”.

From the strategic objectives of an organizatiore oan understand the purpose or the reason
for the existence of the organization, where it tsao go in the future and how it intends to
achieve these objectives. Accordingly, strategy lmarcascaded down to departmental and unit
level on the basis of the strategic plannit®frategic planning is the process of determining a
company’s long-term goals and then identifyinglist approach for achieving therhifecycle
Performance Professionals (2009). Having a cleawkedge of the job in question helps to
avoid confusion as to what each employee needs to Help the organization get there. Thus, it
is important to fulfill these requirements prioritoplementation of a performance management

system in order to ensure application of the ragid suitable system for the organization.

2.2 Purposes of Performance Management System
According to Aguinis, (2007, 13 - 15), a performanmanagement system can serve the
following six purposes:
Strategic Purpose: A performance management system helps top manageimeachieve

strategic business objectives by linking the orgatnon’s goals with individual goals.



Administrative Purpose: A performance management system provides a legal farmal
organizational justification for employment decrssoto promote outstanding performers; take
measures on low or bad performers; to train, tensbr discipline others; to justify merit

increases or no increases; and as one basis toringdthe size of the workforce.

Informational Purpose: A performance management system serves as an #anmport
communication device. It communicates to employelest is expected of them and against what
their performance will be evaluated. It providesdieack to employees therefore serve as vehicle

for personal and career development.

Developmental Purpose: Feedback is an important component of a well impleted
performance management system. Once the developmens of employees are identified, a
performance management system can help establjsbtiobs for training programs in areas in

which an employee has a deficiency or weakness.

Organizational Maintenance Purpose: A performance management system provides
information to be used in workforce planning, asses future training needs, evaluating
performance achievements at organizational levdl emluating the effectiveness of human

resource interventions.

Documentation Purpose:A performance management system allows organizatiorcollect
useful information that can be used for severalidgentation purposes. Because documentation
issues are prevalent in today’s organizations, mureaource management must ensure that the

evaluation systems used support the legal neetthe arganization.
2.3 Performance Planning

The first stage of the process is planning. Plagoonsists of setting goals, objectives, standards
and direction. The performance plan identifies wikagéxpected (accountabilities); how the job
should be accomplished (competencies); and profesisdevelopment goals. Plans should be
updated at least annually, and, if job responsislipriorities change, more frequent revisions

are appropriate. The planning stage consists of dinelopment of the performance plan,
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discussion of the plan by employee and supervaut, updating the plan as priorities and goals
change for either the employee and/ordtganization.

According to Cardy (2004, 7), effective managemehtperformance first requires a solid
understanding of the performance domain that iswteathe duty areas and tasks that are part of
the job. The technique used to identify what agobsists of is called job analysis. According to
Belcourt and McBery (2003, 112), knowledge of tla® janalysis process and methods of
evaluating jobs are essential components in thadtation of a successful HR planning. A job
analysis refers to the analysis of subdivided wiarkhe organization both at the level of the
individual job for the entire flow of the productigorocess. The result of a job analysis is a job
specification which emphasizes on the identifiaatdd competencies the jobholder must possess
to be a successful performer in the job and a pdrdption which emphasizes on the duties or
tasks to be carried out on the job. Both job desom and job specification are the written
outcomes or documents produced by the job angtysisess Belcourt et al. (2003, 112 - 113).
Job descriptions are a key prerequisite for anjop@ance management system because they

provide the criteria that will be used in measumegformance Aguinis (2007, 35).

According to Cardy (2004, 10), the description gbla, the result of a job analysis, may not be
that important by itself. What makes a job analygisically important is that it is used to
develop standards of performance that helps intiigerg what good or poor level of
performance is. Thus, a job analysis results ilm@thent that provides good knowledge of the
job in question as to what tasks need to be dame,they should be done and what knowledge,
skills and abilities are required. This knowledgemportant for both employees and employers
as it helps in reaching to an agreement on whatsyeebe done, how it is to be done and, how it
should be measured. However, job descriptions rieete revised frequently and updated
accordingly to accommodate changes that might lvaeeirred. According to Markus (2004),
through time, people drift away from their originadderstanding of requirements so that little by
little critical aspects of the job can be overlodk&hus, it is essential that job requirements are

reviewed regularly.
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While a job description is an overview of the day day performance requirements,
organizations have specific periodic and short tebjectives they wish individuals and teams to
achieve. In this regard, the best way to managésgeavithin an individual performance plan.
Performance planning provides a chance for supms/iand employees to come together to
discuss and agree on what needs to be done andt lstnuld be done. According to Markus
(2004), the performance plan should clearly stamnfan organizational objective and clearly
relate the individual objective to it. The objeetigan be written as an activity to be completed,
but as with the job description, there must be scdgtion of the measure and the expected

outcome in writing and in quantitative terms.

According to Markus (2004), research shows thaividdal differences in work output are very
large. These factors causing an employee to perbatter than others are described by Agunis
(2007, 77), as 1) Declarative knowledge which fermation about facts and things including
information regarding a given task’s requiremeiabels, principles and goals; 2) Procedural
knowledge which is a combination of knowing whaidtw and how to do it and; 3) Motivation
which is the willingness to perform. According tagéinis (2007, 85), if any of the three
determinants of performance has a very small vahes performance will have a low level also.
Thus, all three determinants of performance mustpbesent for performance to reach

satisfactory level.

Normally, it is possible to address two of theseedwinants: declarative knowledge and
procedural knowledge through the performance planprocess. According to Aguinis (2007,
35), the performance planning discussion betweepersisor and employee includes a
consideration of both results, behaviors as wel aevelopmental plan. This consideration of
results needs to include key accountabilities oatdrareas for which an employee is responsible
for producing results. Once accountabilities angeciives are determined in the performance
plan, the next step is to determine performanaadstals for measuring results. These standards
are yardsticks designed to help people understandhat extent the objective has been achieved.
These standards provide raters with informationmat to look for to determine the level of
performance that has been achieved. According toirdg) (2007, 95), standards can refer to

various aspects of a specific objective, includqality, quantity and time and each of these

12



aspects can be considered criteria to be usedlging the extent to which an objective has been
achieved.

A consideration of behaviors in the performancenptecludes discussing competencies which
are measurable clusters of knowledge, skills anlttiab (KSAS) that are critical in determining
how results will be achieved Aguinis (2007, 36).dralerstand the extent to which an employee
possesses a competency, indicators that will helmunderstanding the extent to which an
individual possesses the competency in questionldhme determined. Once the indicators are
identified, the next step is choosing an approeriaeasurement system either comparative or
absolute. Comparative systems base the measuremesgmparing employees with one other
and include simple rank order, alternation rank eordpaired comparisons and forced
distribution. Absolute systems include evaluatioh®employees’ performance without making
direct reference to other employees. Such systeolade essays, behavior checkilists, critical
incidents, and graphic rating scales Aguinis (2@®&/; 117).

Job Analysis Performance Performance
Standards Appraisal
Describes work
and personal ==> | Translates job =—> | Describes the job
requirements of a requirements into relevant strengths
particular job levels of weaknesses of
acceptable/unacce each individual
ptable
performance

Figure 2 - Relationships of Job Analysis, Perforoea8tandard and Performance Appraisal (Sourceid;&03)
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2.4 Components of Performance Planning

Components of the Planning Stac

I.  Development of performance plan
II. Plan discussion by employee and supervisor

Ill. Update the plan as priorities/goals change

Source: http://hr.uth.tmc.edu/Training_Developmeerplan/plan.html

The planning stage consists of the developmentbhefperformance plan, discussion of the plan
by employee and supervisor, and updating the mapriarities and goals change for either the
employee and/or the organization. When develophiegplan, the three essential components to
be included are key accountabiliies and objectivesmpetencies; and professional
development. Accountabilities are areas of respditg for which an employee is expected to
produce results. For each of these accountabjlitiksre should be specific performance
objectives with measurable outcomes. Accountaddiire unstable and tend to change as goals
are met or priorities/responsibilities change. Cetapcies are behavioral measures that focus on
how the job is to be accomplished and may includlss knowledge and/or behaviors that
improve job effectiveness/performance. The numlbeéymical competencies ranges from six to
ten. Unlike accountabilities, competencies normediyain stable and do not change over time.
Competencies support accountabilities.

The next component in the planning process is theudsion or the plan by the employee and
supervisor. This is an important step because liothemployee and the supervisor must
understand the plan. This step requires the emelayel supervisor to have a good working
relationship or some type of partnership. Good compation is essential to make this work.
The supervisor must make sure the employee hagdtagtable goals and not ones that he/she is

unable to reach. The supervisor should also berdanand should not dictate frequent changes
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to the plan. The final plan and expectations mestutly understood by all parties. Supervisors

should be clear on how performance expectationgeamdrds are linked.

As employees' priorities and goals change or are(lke accountabilities), plans need to be
updated to reflect these changes. This area, Ilke® previous area, requires regular
communication between the employee and supendisarder to be aware of areas that need to
be updated and changed, regular feedback and rgudaheduled meetings regarding
performance are important. In fact, day-to-day beetk or coaching helps people to be able to

accomplish the goals set in the planning stage.

Thus, the performance planning is a very imporgamase of the performance management
process that provides employees with the knowletdge clear understanding of what they are
supposed to do, how to do it as well as the compeds required in performing these tasks. In
addition, the performance planning, at the samee,tifmelps supervisors to have a clear
understanding as to what to expect from their slibates, determine and implement
developmental plans to fill-in identified gaps imgoyee’s competency to perform assigned
tasks and finally how to measure employee’s perémee against set objectives and standards to

differentiate between acceptable and unacceptafermance levels.

2.5 What is the Measure for Performance?

Performance management is about managing the aegeom. At its best, performance
management is concerned with satisfying the neadseapectations of all the organization’s
stakeholders: owners, management, employees, cagtprauppliers and the general public
Armstrong and Baron (2003, 10-11).

From the perspective of employees, what job perdmwe consists of are essentially behaviors.
From this perspective, performance consists of Wiel® and how well those behaviors are
executed is a critical performance criterion. Fithia perspective of managers, performance on a

job often consists of outcomes. It is the goalsactions achieved, not the activities that are
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important. What is achieved is the critical perfarmoe criterion from an outcome perspective
Cardy (2004, 13).

According to Armstrong & Baron (2003,16), the défon of performance management by
Brumbranch (1998), as behaviors and results, leat®e conclusion that when one is managing
the performance of teams and individuals, both tsiflbehavior) and outputs (results) should be
considered. This conclusion is supported by Ca2i¥4, 15), who saitthe best answer to the
guestion of which approach should be used as padaoce measurement might be both, but in a
contingent and multistage fashionAccording to Cardy (2004, 15-16), in the earlygsis of
learning a new set of responsibilities, correctlyrging out the process is emphasized through
the use of behavioral criteria as this approaabwmalspecific and directive feedback to workers
when a job is new or when responsibilities are ifigantly changed. However, once the process
is learned and an employee is up to speed on Hisraresponsibilities, the performance criteria
can remain focused on outcomes, unless performamcadequate.

According to Aguinis (2007, 85 — 87), the measuneinoé performance using the traits approach
emphasizes on individual traits that remain fastigble throughout an individual’s life span and
may be most appropriate when an organization @aties drastic structural changes. The
behavior approach emphasizes on what employeeswdlasamost appropriate when the link
between behaviors and results is not obvious, owsooccur in the distant future and poor
results are due to causes beyond the employeesokotresults approach emphasizes the
outcomes and results produced by employees anu@tappropriate when workers are skilled
in the needed behaviors, behaviors and resultolaweusly related, results show consistent

improvement over time and there are many ways tinelgob right.

The most common and recommended types of perfornanteria used in organizations are
behaviors and outcomes Cardy (2003, 16). Howewegrding to Mondy et al. (1999, 341), in
practice, the most common sets of appraisal aitare traits, behaviors, and task outcomes.
Many employees in organizations are evaluated enb#sis of certain traits such as attitude,
appearance, and initiative and so on. However, noatlye traits commonly used are subjective

and may be either unrelated to job performanceirtually impossible to define. In such cases,
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the result may be inaccurate evaluations and legdllems as well. As per Cardy (2004, 16), to
be useful, traits need to be defined in behavitmahs. According to Mondy et al. (1999, 342),

when an individual's task outcome is difficult tetdrmine, a common procedure is to evaluate
the person’s task-related behavior. Desired belswitay be appropriate as evaluation criteria
because of the belief that if recognized and reedyrthey will be repeated. On the other hand, if
ends are considered more important than means,otaskbmes become the most appropriate

factor to evaluate.

2.6 Performance Evaluation/Appraisal

Employees’ job performance is an important issue b employers. However, satisfactory
performance does not happen automatically but mikely with a good performance
management system. According to Harvard Businessrigls (2006, xii), competitiveness in
many of today’s industries is based on the effeciss of human assets on the ability of
employees to create, to apply their skills and amdated knowledge, to work effectively
together, and to treat customers well. Thus, thpomance of human assets in business
competition explains why every company and everyagar needs a system for making the
most of the company’s people resources as evenyenefits when an organization has effective

performance management.

“Performance Appraisal is a formal system of pertoceview and evaluation of an individual’s
or team’s job performanceMondy et al, (1999, 336). According to Mondy et @99, 336 —
337), performance appraisal is often a frustratiignan resource management task. This is
because performance appraisal is often perceived aegative disliked activity. However,
though the appraisal process is difficult to devised administer, there is a genuine
organizational and employee need to conduct sualuations. According to Cascio (2003, 334),
appraisal serves a twofold purpose: 1) To improvpleyees’ work performance by helping
them realize and use their full potential in cargyout their firms’ missions, and 2) To provide

information to employees and managers for use iimgavork related decisions.
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Similarly, Ivancevich (2004, 257- 258), puts thegmses that can be served by a well designed

formal evaluation system as follows:

Development— To determine which employees need more traiaimgd) evaluate the results of
training programs as well as to encourage supas/tsoobserve subordinate’s behavior to help

employees.

Motivation — Encourage initiative; develop new sense of nesiadity and stimulating efforts to

perform better.

Human Resource and Employment planning- Serve as a valuable input to skills inventories
and human resource plans.

Communications — Serve as a basis for an ongoing discussion keatwaipervisor and

subordinate about job related matters.

Legal Compliance— Serve as a legally defensible reason for pranotransfers, rewards and

discharges.

HRM Research— Can be used to validate selection tools sut¢bstsig programs.

2.7 When and How Often Should Performance be Evalued?

The performance appraisal process itself contalmeet steps: define the job, appraise
performance and provide feedback Dessler (2005). #eedback is information about past
performance. According to Aguinis (2007, 205), giyifeedback to employee regarding his/her
progress towards achieving goals is a key compaoofetite coaching process. Feedback should
be provided on an ongoing basis and should be etelivas close to the performance event as
possible and includgpecific work behaviors, results and the situatitrere these behaviors and
results were observed. In addition, feedback shbaldonsistent and include information that is
verifiable and accurate and be given at a placetiamglthat avoids any potential embarrassment

for the employee.
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Feedback should be given on both positive and negaerformances. According to Aguinis,
(2007, 219), managers do not feel comfortable giviegative feedback because they fear that
employees will react negatively. However, if negatieedback is a must and managers refuse to
give it, poor performers may assume that their qgarhnce is not bad and eventually the
situation may escalate to the point that the manegeld no more tolerate but to give negative
feedback and then the situation becomes punitidefeadback is not likely to be useful. Thus,
feedback must be given on both positive and negagterformances on a timely manner. In
addition, it is important to keep a record of feacl given to an employee throughout the year
so that it could be used as reference at the tifnappraising performance and avoid any

surprises during a performance review.

According to Ivancevich (2004, 261), in many orgations, performance evaluations are
scheduled for arbitrary dates, such as the datepénson was hired (anniversary date) and
alternatively, employees may be evaluated on or asingle calendar date. However, the single
day approach requires raters to spend a lot of thoeducting evaluation interviews and

completing forms at one time that may lead supersiso want to get it over with that might

lead the evaluation not to be effective. Thus,sitpreferable to make the evaluation at the
completion of a task cycle. Performance evaluatemesmade either annually or semi-annually.
However, instead of making evaluations on anniversait is better to perform evaluations on a
calendar basis for consistency reasons as it mapadeasible to make comparisons between

employees if appraisals are not done at the saneMondy et al. (1999, 345).

2.8 Who is responsible for performance measurement

In most organizations, the human resource depattimeasponsible for coordinating the design
and implementation of performance appraisal progradowever, an essential element is that
line managers play a key role from beginning to. ek employee’s immediate supervisor has
traditionally been the most common choice for eatihg performance. This continues to be the

case and there are several reasons for this apprdae supervisor is usually in an excellent
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position to observe the employee’s job performadgether reason is that the supervisor has
the responsibility for managing a particular unibidly et al (1999, 342 - 343).

According to Cascio (2003, 348), if appraisal isxéat all, it will probably be done by the
immediate supervisor as he or she is probably famsiiar with the individual’'s performance

and in most jobs, has had the best opportunityoeve actual job performance. According to
Mondy et al. (1999, 343), some firms have concludkedt evaluation of managers by
subordinates is feasible. They reason that subat@snare in an excellent position to view their
superior's managerial effectiveness. Advocates o tapproach believe that supervisors
appraised in such a manner will become especialig@ous of the work group’s needs and will

do a better job of managing.

Appraisal by subordinates can be a useful inpuhéimmediate supervisor's development as
subordinates know firsthand the extent to whichstingervisor actually delegates, how well he or
she communicates, the type of leadership stylerlsb®is most comfortable with, and the extent
to which he or she plans and organizes. Howevéings by subordinates tend to have less
impact on supervisors with more cynical attitudasard organizational change than those who
are less cynical Cascio (2003, 349).

Peer evaluation has had proponents who believadstith an approach is reliable if the work
group is stable over a reasonably long period ofetiand performs tasks that require
considerable interaction Mondy et al. (1999, 348)cording to Ivancevich (2004, 262), in peer
evaluation system, co-workers must know the levep@&formance of the employee being
evaluated. Problems with peer evaluations incliereluctance of people who work closely
together, especially on teams, to criticize eatterotAlso, many team members will have little
or no training in appraisal. Peer evaluation wdskst in a participative culture. However, the
approach is not always satisfactory, even in yp& tof environment Mondy et al. (1999, 344).
For the peer evaluation system to work, it is pediee for the evaluating peers to trust one
another and not be in competition for raises amanptions Ivancevich (2004, 262). According
to Cascio (2003, 348), peers can provide a perspeah performance that is different from that

of immediate supervisors. Thus a member of a duwsstional team may be in a better position
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to rate another team member than that team membariediate supervisor. However, to reduce
potential friendship bias while simultaneously easing the feedback value of the information

provided, it is important to specify exactly whiagétpeers are to evaluate.

One system of appraising performance that appedre growing in popularity is the 360-degree
feedback lvancevich (2004, 363). This method useliple appraisers, including supervisors,
subordinates, and peers of the target person. Acwpto Leopold et al. (1999, 180), interest in
and application of 360° appraisal as a performaneeagement practice are increasing. The
intention of 360° appraisal is to give a broaded anore objective assessment of people’s
competence. As per Mondy et al. (1999, 345), the-d&gree feedback is an increasingly
popular appraisal method that involves input fromltiple levels within the firm and external
sources as well. The 360-degree feedback, unli&ditibnal approaches, focuses on skills
needed across organizational boundaries. Howevegppraisal system involving numerous
evaluators will naturally take more time and, there, be more costly. In addition, a high degree
of trust among participants and training in therapgal system is needed regardless of how it is

conducted.

Self evaluation where by an employee evaluateséifnos herself with the techniques used by
other evaluators has often been met with skeptibigmrganizations because the self interests of
the employee could outweigh an objective evaluatiancevich (2004, 363). According to
Mondy et al. (1999, 344), if employees understdrel dbjectives they are expected to achieve
and the standards by which they are to be evalu#ieg will be in a good position to appraise
their own performance. They sd¥elf-appraisal, as a complement to other approa;heas
great appeal to managers who are primarily concdrngith employee participation and
development.”/As per Cascio (2003, 349) there are several argtsrie recommend wider use
of self appraisals. The opportunity to participate the performance appraisal process,
particularly if appraisal is combined with goal tsed, improves the ratee’s motivation and
reduces her or his defensiveness during the appraiterview. On the other hand, self-
appraisals tend to be more lenient, less varialyld, more biased, and to show less agreement

with the judgments of others.
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Another source of performance measurement couldusomers. According to Cascio (2003,

350), in some situations the consumers of indiMiduar organization’s services can provide a
unique perspective on job performance. Althoughdirgtomer’s objectives cannot be expected
to correspond completely to the organization’s diyes, the information that customers provide
can serve as useful input for employment decisisash as those regarding promotion, transfer,
and need for training. Similarly, as per Mondy et(4999, 344), the behavior of customers
determines the degree of success a firm achieesyefore, some organizations believe it is
important to obtain performance input from thidical source. For this purpose, it is important
to have employee participation in setting goals &mdnclude only those factors within the

employee’s control.

2.9 Methods of Performance Measurement

According to Julnes and Holzer (2009, 21), answgerthe question of “Why measure
performance?” may be critical to finding out howaictually measure performance. The various
performance evaluation methods are summarizedlas/&

Rating Scales:is a widely used appraisal method, which ratesleyegs according to defined
factors. This method is popular for its simplicitypich permits many employees to be evaluated
quickly. The factors chosen for evaluation are ¢gfly of two types: job related and personal

characteristics.

Critical Incident Method: A performance appraisal technique that requiresiten record of
highly favorable and highly unfavorable employeerkvdehavior. With this method, the
appraisal is more likely to cover the entire evabraperiod and not focus on the last few weeks

or months.
Essay Method: A performance appraisal method in which the ratetes a brief narrative

describing an employee’s performance. This metleodd to focus on extreme behavior in the

employee’s work rather than routine day-to-day granfince.
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Work Standards Method: A performance appraisal method that compares eaghloyee’s
performance to a predetermined standard or expdeted of output. Standards reflect the

normal output of an average worker operating airanal pace.

Ranking Method: A job evaluation method in which the rater examiti®ee description of each
job being evaluated and arranges the jobs in @deording to their value to the company. It is
also a performance appraisal method in which tter gaces all employees in a given group in
rank order on the basis of their overall perfornganc

Paired Comparison: A variation of the ranking method of performangprisal in which the

performance of each employee is compared with ¢ihagvery other employee in particular
group.

Forced Distribution Method: An appraisal approach in which the rater is reglito assign
individuals in a work group to a limited number adtegories similar to a normal frequency
distribution.

Forced-choice Performance Report:A performance appraisal technique in which therrat
given a series of statements about an individudl iadicates which items are most or least
descriptive of the employee.

Weighted Checklist Performance Report: A performance appraisal technique in which the
rater completes a form similar to a forced-choiegfgrmance report except that the various
responses have been assigned different weights.

Behaviorally anchored Rating Scale (BARS) MethodA performance appraisal method that

combines elements of the traditional rating scat @itical incidents methods.

Objective-Oriented Approaches: In an objective-oriented system, the superior dhe
subordinate jointly agree on objectives for thetregpraisal period. At the end of the appraisal

period, the worker’s evaluation is based on how Wedse objectives were accomplished. One
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advantage of this approach is that the objectioege jointly established, can be used in
coaching subordinates. Objective-oriented appisiaed most often used to evaluate managers,

not workers.
According to Cascio (2003, 346), an extensive n@vid the research literature that relates the

various rating methods to indicators of performamppraisal effectiveness found no clear

“winner”.

2.10 Problems in Performance Evaluation

Many performance appraisal methods have been d$gvenécized. However, many of the
problems commonly mentioned are not inherent imteéhod rather they reflect usage Mondy et
al. (1999, 351-355). Some of the problems in pentorce appraisal process are summarized as

follows:

Lack of Objectivity — A potential weakness of traditional performaaperaisal methods is they

lack objectivity. However, the use of job relatedtbrs increases objectivity.

Halo Error — The perception by an evaluator that one fagtqraramount importance and then

gives a good or bad overall rating to an employaset on this particular factor.

Leniency — Giving undeserved high performance appraisaigdab an employee.

Strictness— Being unduly critical of an employee’s work merhance.

Central Tendency— A common error in performance appraisal thauocevhen employees are

incorrectly rated near the average or middle afades

Recent Behavior Bias- Intentionally or unintentionally, an employe&shavior may improve

and productivity tends to rise several days or weadfore the scheduled evaluation and it is
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only natural for a rater to remember recent behawiore clearly than actions from the more

distant past. However, individual's performancewstidoe considered for the entire period.

Personal Bias— Supervisors doing performance appraisals ma lmases related to their
employee’s personal characteristics. For instapeeple who do not raise serious objections to

results may be apprised more harshly in contratdse who do.

2.11 Characteristics of an Effective Appraisal Syem

The purpose of a performance appraisal systemimmpgoove performance of individuals, teams
and the entire organization. Although a perfecttesysdoes not exist, every system should
possess certain characteristics. The followingoigcare suggested to assist in accomplishing

this purpose according to Mondy et al. (1999, 3366).

Job-Related Criteria — The criteria used for appraising employee perémce must be job

related and more specifically, job information slaooe determined through job analysis.

Performance Expectations — Managers and subordinates must agree on pernficema
expectations in advance of the appraisal periogvatiiating employees using criteria that they
know nothing about is not reasonable.

Standardization — Employees in the same job category under thee saupervisor should be
appraised using the same evaluation instrumentregudarly covering similar periods of time
for all.

Trained Appraisers — It is important to train supervisors as wellemsployees in performance
appraisal as an ongoing process and ensuring temsys The training should cover how to rate
employees and conduct appraisal interviews withitket instructions stressing the importance
of making objective and unbiased ratings.

Open Communication — A good appraisal system provides highly desiieeddback on a

continuing basis with a goal of avoiding surpridesing the appraisal interview.
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Employee Access to Results- For appraisal systems designed to improve pedoce,
withholding appraisal results would be unthinkalidenployees would be severely handicapped
in their developmental efforts if denied accessthis information. In addition, employees’

review of appraisal results allows them to detegterrors that may have been made.

Due Process- Ensuring a due process is vital. If a formaliggotoes not exist, one should be

developed to permit employees to appeal appragsallts they consider inaccurate or unfair.
They must have a procedure for pursuing their gnees and having them addressed
objectively.

According to Casico (2003, 336 — 338), key requarta of any appraisal system legally and
scientifically, are relevance, sensitivity and abllity and in the context of ongoing operations,
acceptability and practicality.

Relevance— Existence of clear links between performancedseds for a particular job and on

an organization’s goals as well as links betweenctitical job elements identified through a job

analysis and the dimensions to be rated on an igpbfarm.

Sensitivity — Capability of the performance appraisal systemdistinguishing effective

performers from ineffective performers.

Reliability — Consistency of judgment.

Acceptability — Obtaining the support of those who will use it.

Practicality — Being easy to be understood and used by em@@m@tmanagers.
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CHAPTER THREE

RESEARCH DESIGN AND METHODOLOGY

In this chapter, the research design and the metloodlata collection and analysis are

discussed.

3.1 Research Design
The type of research for this study was the suresgarch method. A survey is an attempt to
collect data from members of a population in ortterdetermine the current status of that
population with respect to one or more variabldge purpose of a survey research is to seek and
obtain information that describes existing phencendyy asking individuals about their
perceptions, attitudes, behavior or values. Sumesgarch is therefore a type of descriptive
research (Mugenda & Mugenda 2003, 165).

Thus, the survey method was appropriate to obtata for this study that aimed to collect
information on the existing practices of the pariance planning and appraisal processes at
MOHA Teklehaimanot plant and make a report on fihdifigs describing the strengths and

weaknesses as well as causes for underlying pretdech gaps in the system.

Both qualitative and quantitative methods were ug@dalitative research includes designs,
techniques and measures that do not produce distueberical data. More often the data are in
the form of words rather than numbers and thesedsvare often grouped into categories.
Qualitative method is advantageous in that it peymasearch to go beyond the statistical results
usually reported in quantitative research (Mugemtlaal. 2003, 155). On the other hand,
guantitative research includes designs, technigndsmeasures that produce discreet numerical
or quantifiable data (Mugenda et al., 2003, 156).

Quantitative data was collected through distributbd questionnaires believed to address issues

raised in the research questions and objectivéiseo$tudy. Questionnaires were used to help in
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accessing a large sample of the population undelysind address many questions at a time. It
was also important to give respondents the freetdoprovide genuine replies to the questions.
The questionnaires were hand delivered to a saaipkspondents from the target population in
order to obtain information relevant for the stu@milarly, qualitative data was also obtained
from the replies of respondents to open ended igmssin the questionnaires distributed. In
addition, qualitative data was obtained from aemiew with randomly selected supervisors at
the human resource department. The interview helpedinderstanding the flow of the
performance planning and appraisal systems indhgany and at the same time to discuss and
seek clarification and management response on dssaéesed by respondents of the

guestionnaires.

3.2 Population and Sampling Techniques

The target population for this study were employeEMOHA Soft Drinks Industry S.C. at
Teklehaimanot Plant in Addis Ababa. The total of target population was estimated to be
between 620 - 625 employees, out of which arounav@fe estimated to be at a supervisory
level. For descriptive studies, ten percent ofabeessible population would have been enough
to take a sample, as suggested by Gay (1981 citddugenda et al. 2003, 42). However, in
order to account for questionnaires that may neeleeen returned to the researcher for various

reasons, a sample of 20% was taken to represepbthdation under study.

The population was first classified in to two sultgps as supervisors/managers and
supervisees. Taking in to account the small nunobesupervisors, 100% of the population i.e.
20 samples were considered using availability semgpMWith regards to supervisees, a sample
of 20% i.e. 120 samples were taken randomly toessprt the target population. Thus, a total of

140 samples were taken using availability and ssmghdom sampling.

Out of the 140 questionnaires distributed, a tatél 125 questionnaires were returned
representing a response rate of 89.3% and 17.18eofarget population which is enough to

make a generalization on the entire populationraakle a conclusion on the study.
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3.3 Sources of Data

In conducting this research, both primary and séapn data were used. Primary data was
collected through questionnaires distributed anmttiegselected samples of the target population.
In addition, primary data was obtained throughraerview with randomly selected supervisors
based on convenience and availability samplingol@igh the collection of primary data, first
hand information was obtained from employees ampeistisors about their perception, practical

experience and comments on the performance plammdgvaluation systems of the company.

Secondary data was collected from publicationsdoaliments of the company. The purpose of
secondary data was to obtain a better understanalinthe policies and procedures of the
company with regards to performance planning argtagal. In addition, secondary data was

used to capture and fill in information gap thaswat obtained through questionnaires.

3.4 Tools of Data Collection

In order to collect primary data, hands deliveregsgionnaires were distributed to randomly
selected supervisors and employees at the varigpariments of MOHA Soft Drinks Industry

S.C. Teklehaimanot Plant. An interview was also enadth randomly selected supervisors
based on availability and convenience samplings Twas to get a better understanding of the
performance planning and appraisal practices imepl&econdary data was collected from
internet, publications and documents of the compaimns supplemented information obtained

through primary data.

3.5 Procedures of Data Collection

In order to collect data, questionnaires, thatdtrie address the research questions, were
developed based on the objectives of the study.qliestionnaires were first revised by friends
after which were submitted for comments by advisor necessary improvements and
modifications. The questionnaires were then firalibased on comments from the advisor and a

pretest was done.
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Normally, a pretest sample is between 1% and 108émi#ing on the sample size (Mugenda et
al. 2003, 79). Thus, a sample of 4% from the actaanple i.e. (3 % of 140 = 6 samples) was
used for the pretest. Three samples each weretegleandomly from supervisors and
supervisees in order to carry out the pretest.questionnaires were then finalized incorporating
comments and suggestions from the pretest and #elnior advisor's comment after which
were finalized, printed and distributed to the attsample population. After finalization the
guestionnaires prepared in English were translatedo Amharic and distributed in both
languages. Data was collected within a period ob tweeks from distribution of the

guestionnaires.

3.6 Methods of Data Analysis

Data collected through questionnaires were codedaaalyzed quantitatively using descriptive
statistics method. Descriptive statistics is thentgiven to the analysis of data that helps to
describe, show or summarize data in a meaningfyl Wascriptive statistics are very important
because presenting raw data would be hard to vzsualhat the data is showing. Descriptive
statistics, thus, enables to present the data nmoee meaningful way, which allows simpler
interpretation of the data. In quantitative anayshe first step in data analysis is to describe o
summarize the data using descriptive statistice. furpose of descriptive statistics is to enable
the researcher meaningfully describe a distributtdnscores or measurements using a few

indices or statistics (Mugenda et al., 2003, 117).

Accordingly, questionnaires were first numbered semutively to represent respondents.
Responses for each question was then tabulatedosh sheet and analyzed quantitatively using
percentages and frequency distribution. A percentaghe proportion of a subgroup to a total
group or sample and ranges from 0% to 100%. A &aqu distribution shows the distribution of

scores in a sample for specific variable. Qualitatidata collected through open ended
guestionnaires and interviews were categorizedasadlyzed systematically in order to come to

some useful conclusions and recommendations that described qualitatively.
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CHAPTER FOUR

RESULTS AND DISCUSSIONS

This chapter presents the results of data colleatetidiscusses the findings in view of related
literature.

4.1 Organizational Business Facts

MOHA's Teklehaimanot Plant is classified as a medslize plant and is the second largest plant
next to Nefas Silk Plant. As per August 2013 codmklehaimanot Plant has a total of 730
employees out of which 575 are male and 155 fentédle.category of employees is summarized

as below:

Table 4.1 Head Count in the Plant

Category | Management Non- Contract Piece-rate Total
Management
No. staff 25 644 37 24 730

Accordingly, questionnaires were distributed to ample of respondents in the various
departments in order to obtain information on teggrmance planning and evaluation/appraisal
processes of the Plant. The results of the resgdinge questionnaires as well as information
obtained through interview are summarized and dised in this chapter.
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4.2 Demographic Information of Respondents
Table 4.2 (a) Summary of respondents by Age and Gder

Gender
Age Male Female Total
Freq. % Freq. %
18-27 15 12% 4 3.21% 19
28-37 39 31.2% 18 14.4Y% 57
38-47 24 19.2% 9 7.2% 33
Above 47 14 11.2% 2 1.6% 16
Total 92 73.6% 33 26.4% 125 (100%

As can be seen from the above table, the majofitgspondents were male with an age group of

28 — 37 followed by an age group of 38 — 47 ye@wugh, few in numbers as compared to the

male, the majority of the female respondents wése eomposed of the same age group as that
of the male. Accordingly, it is possible to infenat the majority of the work force at

Teklehaimanot Plant is composed of matured indadslu

Table 4.2 (b) Summary of Respondents by Marital Stas and Tenure with the Company

Marital Status
Duration in the Single Married Separated | Divorced | Widowed Total
Company Frq. % Frq. % Frq. | % |Frg.| % |Frq. | %
1-4Yearn 26 | 20.8% | 15 12% 0 0% 0 0% 0 | 0% 38
5-8 Year 12 | 9.¢€% | 1C 8% 2 |16%| O 0% 0 | 0% 24
9-12 Year 9 7.2% 9 7.2% 0 0% 2 |16%] 0 | 0% 20
Above 12 Yeal 3 2% | 34 |27.% | 3 |24% | O 0% 0 | 0% 40
Total 48 40% 67 |54.% | 5 4% 2 |16%] 0 | 0% 12¢
(100%)

As per the above summary, 54.4% of the respondests married and among them 27.2% of
them have duration of more than 12 years with tpmany. The second largest groups of
respondents were single with duration of 1 — 4 y@athe company. It can be inferred from this
that majority of the employees are stable. Thisgases loyalty and reduces turnover at the plant

because as employees stay longer organizatiomedreship increases. Thus, employees consider
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the success of the plant as a success of their awhtend to exert more effort on their
performance towards achievement of those objecteedy the plant. In addition, it is possible
to say that information obtained from data collddiar this study is reliable as majority of the
respondents were employees who have passed ththagbrocesses and accumulated a better

knowledge over the years.

Table 4.2 (c) Summary of Respondents by Funehal Role and Educational Background

Functional Role
Educational Background | Department Head | Supervisor Staff Total
Freq. % Freq. % Freq. %
MA/MSc 0 0% 0 0% 0 0% 0
BA/BSc 5 4% 9 7.2% 4 3.2% 18
Diplome 0 0% 5 4% 58 | 46.4% 63
Certificate 0 0% 0 0% 10 8% 10
10"/12™ Complet 0 0% 0 0% 34 [27.2% 34
Total 5 4% 14 | 11.2% | 10€ | 84.8% | 12 (100%

All of the respondents with department head anesugory role have educational qualification
of BA/BSc and the majority of the staff hold diplarfollowed by 18/12" grade complete. This
shows that in general, the majority of the emplgyae Teklehaimanot plant have completed
secondary education. This helps the plant to rtecgvely as employees could easily understand
guidelines and procedures. It is also possibleyotisat majority of the respondents were able to

easily understand the issues that were raisecigubstionnaires.

Table 4.2 (d) Summary of Respondents by Employmei@ategory

Terms of Employment Freq. %
Permanet 11¢€ 92.8%
Contrac 9 7.2%
Total 12t 100%
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As can be seen from the above i.e., Table 4.2 tfd), majority of the respondents have a
permanent employment status and this shows majofritige employees at the plant also hold a
permanent employment status. This implies thaethployees at Teklehaimanot plant have job
security and this agrees with the longer stay efrtfajority with the plant as seen above on Table
4.2 (b). This is advantageous to the plant becausen employees feel safe, their sense of
responsibility and loyalty towards the plant in@es

4.3 Analysis of Data Pertaining to the Study

Likert-scale type questions were prepared in otdl@btain data from respondents. All questions
in the questionnaire were given a point on a soble to 5 with 5 = Strongly Agree (SA), 4 =
Agree (A), 3 = Partially Agree (PA), 2 = Disagré&® @nd 1 = Strongly Disagree (SD).

Data was collected through questionnaires distetbuAmong the employees at the various
departments of MOHA Teklehaimanot plant using sengindom sampling. A total of 140
guestionnaires, out of which, 20 for supervisorsendistributed. A total of 19 questionnaires
from supervisors and 106 from employees were returmith a total return of 125
guestionnaires. Questionnaires were first numbeogdecutively to represent respondents and
responses for each question was then tabulateaamh €heet and analyzed quantitatively using

percentages and frequency distribution.

Collected data are summarized and presented bgargta the tables that follows:
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4.3.1 Assessment of Employees’ Organizational Anamess
Table 4.3.1 Employees’ Organizational and task knoledge

ltems Responses
SA A PA D SD
F % F % F % F % F %

Awareness of the organization’s missiony79 | 63.2%| 22 17.6% 16 128% b5 4% |3 2.4%

vision and strategic objectives

Knowledge of the objectives of own52 | 41.6%| 32| 25.6% 26 208% 9 7.2% |6 4.8%

unit/department are in line with the strategic

plan of the company

Awareness of the key components of my |[ol89 | 47.2%| 37| 29.6% 1b 129 8 6.4% (6 4.8%
(activities, tasks, products, services,

processes, etc)

Total 190 | 50.7%| 91 24.3% 57 152% 22 59% |15 4%

From Table 4.3.1 above, we can see that overall[%®f the respondents strongly agreed,
24.3% agreed and 15.2% partially agreed that theywell aware about the organization’s
mission, vision and strategic objectives, the kesngonents of their jobs and the objectives of
the unit/department they work in are aligned whie strategic objectives of the organization.
However, a total of 9.9% of the respondents do se¢m to be well aware about the
organization’s mission, vision, strategic objecsivas well as the objectives of their unit and the

key components of their job.

According to Aguinis (2007, 29), knowledge of thganization’s mission and strategic goals as
well as knowledge of the job in question are twostrimportant prerequisites that are required
before implementation of any performance managensgstem. It is very important for

employees to know and for employers to ensure aveaszof the purpose of their organization
and what it aspires to be in the future. Individeiaployees may not need to know the details of
every activity of the organization but need to knefat the organizational objectives are. This
will help them to mobilize their efforts and cobuie towards the achievement of the
organization’s goals. However, if employees dolmete clear understanding of the mission and
strategic objectives of their organization, they ymperform against its objectives not

intentionally but unintentionally.
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Thus, it can be said that the majority of the erypés at MOHA Teklehaimanot Plant know the
organization’s mission and objectives. The orgdron&g mission and objectives are displayed
on a billboard in the Plant’'s compound and in addijtthe business objectives are stated in
employees’ handbook which is distributed to all &gpes. This helps to ensure that employees
get a clear message with regards to their orgaoizatobjectives. Though the majority of
respondents agreed to the questions above, itpsrtant to address those who disagreed and
gave their partial agreement to bring everyone hia btrganization to the same level of

understanding.

4.3.2 Assessment of Employees’ Job Descriptions

Table 4.3.2 Perception of Employees on their Job Beriptions

ltems Responses
SA A PA D SD
F % F % F % F % F %

Existence owritten job descriptior| 58 | 47.2% | 21| 16.8% | 13| 10.4% | 14| 11.2% | 18 | 14.4%

Job description shows the activiti| 4C | 32% | 38 | 30.4% | 17 | 13.6% | 13| 10.4% | 17 | 13.6%
and results that are expected and
the way tasks and results will be

measured

Job requirements are review(| 15 | 12% | 28| 23.2% | 23 | 18.4% | 29| 23.2% | 29 | 23.2%
regularly and thus job description

is updated accordingly

Total 114 | 30.4% | 88| 23.5% | 53 | 14.1% | 56 | 14.9% | 64 | 17.1%

According to MOHA’s employee handbook, employeeallshe given an explanation of the
nature of their position and assigned duties anmbebed standards of performance. From the
above summary, majority of the respondents, a totab4%, agreed to have a written job
description while 10.4% partially agreed and a ltath 25.6% disagreed to having a job

description. In addition to the responses giverehargood number of respondents gave their
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comment to the open ended question that asked “ai@tenges and problems exist in the
performance planning and appraisal systems in ttgan@ation?”, saying that no job

descriptions are available for middle and higheelenanagement group. However, according to
paragraph 9.1 of the collective agreement signédidsn Teklehaimanot Plant and the Labor
Union, it is the obligation of the Plant to providach employee with a written job description
detailing role, duties and responsibilities of @mployee. During an interview with HR officials,

existence of job description for every employee veamfirmed and the reason for these
complaints might be a matter of communication ass ithe responsibility of departments to

officially hand over a job description to an empeyin the respective department.

With regards to regular revision of job requirensemind the corresponding update in job
descriptions, only 12% agreed strongly and 23.2%e dheir agreement while 18.4% partially
agreed. A total of 46.4% of the respondents disbte the updating of job descriptions. This
shows that a majority of the job descriptions renthie same as they were when an employee

was initially hired and this conclusion was alsaftoned during an interview.

According to Cardy (2004, 7), effective managemehtperformance first requires a solid
understanding of the performance domain, that istwahe the duty areas of tasks that are part of
the job. A Job description is a good means of comaoation and needs to be written precisely
So it communicates the activities and the resutfseeted of an employee. This knowledge is
important both to employees and management/supesvas it helps in reaching an agreement
as to what needs to be done, how to do it and thetaw measure it. However, job descriptions
need to be revised frequently and updated accdydingorder to accommodate changes that

might have occurred through time.
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4.3.3 Assessment of Performance Planning Process

Table 4.3.3 (a) Respondents views on Individual PlErmance Planning Practices in the
Plant

Items

Responses

SA

PA

SD

%

%

%

%

%

At the beginning of each performan
cycle, a performance plan is prepa
on the basis of my job description a
cascaded strategic objectives

units/departments

ce?6
ed

of

20.8%

29

23.29

24

19.2

27 21.6%

19

15

2%

At the beginning of each performan
cycle, supervisor and employee
together to discuss and agree uf

what needs to be done, how it sho

ce25
sit
on
ild

be done and what results are expected

20%

30

24%

30

24%

15 129

N

20

Vo

The performance planning discussi
between supervisor and employ
includes the broad areas for which

am responsible

or80

24%

30

24%

28

22.49

19 15.2%

18

14.

A%

The performance planning discussi
between my supervisor and | includ
specific objectives for each of my ke
accountability (i.e. goals to b

reached)

24.8%

37

29.69

21.6

o

18

14,

4%

The performance planning discussi
between my supervisor and | includ
performance standards (i.e. wh
constitutes acceptable af

unacceptable levels of performance)

o0

at
nd

16%

37

29.69

33

26.49

16 12.8%

19

15,

2%

The performance planning discussi
between my supervisor and | includ
a developmental plan (i.e areas t
need to improve and goals | have

achieve in each area)

22.4%

35

28%

32

25.6¢

13 104

L7

13,

6%

Total

21.3%

196

26.49

2%

102 13

6%

116.5%
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The questions in table 4.3.3 (a) above were raisedder to understand the existing practices of
the performance planning process and assess thep#@m@ncy of the process, the level of
employees’ involvement and identify what it conges. Accordingly, a total of 47.7% of the
respondents agreed to the points raised while 233a%ally agreed and a total of 29.1%
disagreed. Looking at the responses for each queséiparately, the level of agreement (both for
Strongly Agree and Agree) is less than 30% for ezade and the level of disagreement (both for
Disagree and Strongly Disagree) is more than 9%gisp to 22%. Moreover, it was noted
during the interview that only the production arades departments use performance planning
based on targets set for their respective depattmdinis shows that the majority of the
departments do not use individual performance phgnto achieve their goals. However, the
best way to manage goals is within an individuafgrenance plan. Obviously staff with goals
outperform those who have no goals. In additiowjlitbe very difficult to measure performance
if there was no goal set to be achieved at thenb@ny of the performance cycle. According to
Aguinis (2007, 35), the performance planning preckslps to address two determinants of
performance called declarative knowledge and pro@dknowledge. The procedural
knowledge includes a combination of knowing whattoand how to do it while a declarative
knowledge is information about facts and thingdudimg information regarding a given task’s

requirements.

Accordingly, the performance planning process setaebring both supervisors and employees
together to have a discussion that includes a derstion of results, behaviors as well as

developmental plan. In addition to setting objessivthe performance planning also helps in
determining accountabilities. When employees knawwthat they are accountable, it is

customary that they give due attention to theiroast This brings consciousness to the fact that
they are expected to achieve set objectives ortleége will be consequences. At the same time,
supervisors will have a chance to listen to the leyg®e and understand situations or skill gaps
that may prevent the individual from achieving tagals and thus, devise a developmental
plan to fill in those gaps. Once accountabilitiag goals are set, it is possible to set performance
standards through the performance planning prodédss.will help both the employee and the

supervisor in that it tells the employee what sghexpected to do and achieve as well as what

performance levels would be acceptable or unacbkeptas for the supervisor, it tells what to
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expect of the employee and how to guide and coaufhér in order to achieve those desired

results.

The non existence of performance planning discassidack of job standard, lack of

developmental plan, lack of willingness to know whtize employee needs and understand the
problem and lack of follow-up where performancenglaxist were points raised repeatedly by a
number of respondents to the open ended questmsked what problems and challenges exist

in the performance planning process.

Table 4.3.3 (b) Respondents views on Team PerformaamPlanning Process in the Plant

Iltems Responses
SA A PA D SD
F % F % F % F % F %

Performance Plans are also prep:| 25| 20% | 37| 29.6% | 33| 26.4% | 15| 12% | 15| 12%
for specific and short term objectives

that teams are required to achieve

Within a team, individual ro |23|18.4%|32|25.6% | 35| 28% | 12| 9.6% | 23 | 18.4%

accountabilities are well defined

Total 481 19.2% | 69 | 27.6% | 68 | 27.2% | 27 | 1.8% | 38 | 15.2%

Almost an equal number of respondents (27.6% an#%)/gave their agreement and partial
agreement, respectively, to the preparation of tparformance plan indicating individual role
accountabilities while 19.2% strongly agreed artdtal of 16% disagreed to this. As is the case
with individual performance plan, it is necessarylkearly identify role accountabilities within a
team. Otherwise, tasks may fall in between becaosene would take the initiative and assume
responsibility. However, if roles are well defineddividual team members would feel obliged
to accomplish their tasks and achieve results had work hard towards that. It also helps the
plant to easily identify problem areas and givaigohs on time in cases where delays or other

problems occur.
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4.3.4 Assessment of Strategic Alignment of Performnae Plans

Table 4.3.4 Alignment of Organizational Objectivesand Individual Plans

ltems Responses
SA A PA D SD
F % F % F % F % F %

Performance plans start from t| 50 | 40% | 34| 27.2% | 22| 17.6% | 11| 8.8% | 8 | 6.4%

company’s strategic objectives

Personal objectives are aligned w| 33 | 26.4% | 37 | 29.6% | 28 | 23.2% | 14 | 11.2% | 12 | 9.6%
the strategic objectives of the

company

Understaning of the value ofown| 65 | 52% | 24| 19.2% |2C| 16% | 7 | 5.6% | 9 | 7.2%
contributions and importance of
work efforts aligned with that of the

organization

Total 14€ | 39.5% | 95| 25.3% | 71| 18.9% | 32| 8.5% | 28 | 7.7%

A total of 66.4% of the respondents agreed that ffegformance plan starts from the company’s
strategic objectives and that their personal objestare aligned with the strategic objectives of
the organization. In addition, 52% of the responslestrongly agreed to have a good
understanding of the importance of aligning thearkveffort and the contributions they make
towards this, while a total of only 12.8% disagregd stated in the management message to all
employees section of the employee handbook (2004CBt over and above the functional
responsibilities of each employee, the company espehe allegiance of all the employees to
clearly comprehend the motto of the company andcdezithemselves to the achievement of its

objectives/motto.

As stated in the employee handbook, Pepsi Bevehatgenational's (PBI) Motto Reads as
follows:
“We are committed to marketing our products togabups, treating all customers with respect,

sensitivity and fairness, while providing somehaf greatest productions on earth.”
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MOHA also follows the same motto with an emphasidheing the biggest soft drinks industry
in the country and remain dominant in its marketrshin this regard, all employees, especially
the sales force who are the first contact with @ustrs are required to maintain acceptable
behavior and appearance to let the customer enOHMs product/service. In addition, they
are required to feel proud of their uniforms, compéogo and other insignia that signify the

image of their company, MOHA.

Looking at table 4.3.4 above, the agreement foatilgmment of personal objectives with that of
the company was not as high as the agreementédaalinment of performance objectives and
understanding the value of own contribution. If éogpes feel that they are not able to achieve
their personal interest/objective (financial, caretc) working in the company, they might lose
interest in their jobs resulting in a decline inrfpemance. Thus, it is important to make
employees feel they are part of the organizatiash @mderstand that they and the organization
are interdependent. Managers can achieve thisghrtihe developmental plan by developing the
employee and the employee in turn working towarelgetbping the organization by achieving

its goals.
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4.3.5 Identification of Performance Measurement Citeria

Table 4.3.5 Respondents Perception on the Performe@ Measurement Criteria Employed
by the Plant

ltems Response
SA A PA D SD
F % F % F % F % F %

Awarenes: of what is expecte| 70 | 56% | 30 | 24% | 14 | 11.2% | 7 | 5.6% | 4 | 3.2%
and against what one will he
evaluated

Performance is evaluated agai| 43 | 34.4% | 40 | 32% | 21 | 16.8% | 12| 9.6% | 9 | 7.2%
certain traits such as attitud

o

personal appearance, initiative,

etc

Performance is evaluated agai| 56 | 44.8% | 30 | 24% | 24 | 19.2% | 8 | 6.4% | 7 | 5.6%
my task related behaviols
(inputs) such as team work,
cooperation, customer service

orientation, reliability, etc

Performance is evaluated agai| 38 | 30.4% | 27 | 32% | 32 | 25.6% | 14| 11.2% | 14 | 11.2%
results (outputs) that must be
produced such as time, quantity,

quality of work etc

Performance is evaluated agai| 43 | 34.4% | 28 | 23.2% | 23 | 18.4% | 1€ | 12.8% | 14 | 11.2%
behaviors (input) and results
(output) produced

Total 25C| 40% | 15€| 25% | 114|18.2% | 57| 9.1% | 48| 7.7%

The above questions were raised in order to idetii# performance measurement criteria used
by Teklehaimanot plant and assess the level of @epk understanding against what their
performances are measured. Accordingly, a tot88086 of the respondents agreed to have a
good knowledge of what is expected of them andrsgavhat they will be evaluated. Only 8.8%

of the respondents disagreed to being aware aflthizking the response rates for measurement
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of performance against traits, behaviors, results a combination of results and behaviors, the
responses have a close percentage level with bagtaement of 66.4% for traits, 68.8% for
behaviors, 62% for results and 57.6% for a commnatf results and behaviors. Looking at the
level of disagreement, 16.8% disagreed on trait%y bn behaviors, 22.4% on results and 24%
on a combination of results and behaviors. From the can understand that traits, behavior and
results are the measurement criteria being usedsadhe plant for measuring employees’

performance.

According to Cardy (2003, 16), the most common asctbmmended types of performance
criteria used in organizations are behaviors artdavnes. However, according to Mondy et al.
(1999, 341), in practice and as is the case ofelakimanot Plant, the most common sets of
appraisal criteria are traits, behaviors, and tagkomes. It is to be noted however, that many of
the traits commonly used are subjective and maitheer unrelated to job performance or
virtually impossible to define. This was in factnéiomed by many of the respondents who
claimed points raised in the performance apprdisah are too subjective that cannot be
measured. In addition, use of unrelated and wroadpation standards/criteria and performance
being evaluated depending on the level of undedstgnand willingness of the evaluator were

some of the issues raised by the respondents.

Absence of clear measurement criteria dependinghemature of a job reduces the level of
confidence of both supervisors and employees asthates confusion on what is to be assessed
and how. This brings difficulty for supervisors ®valuate performance objectively and
employees may be tempted to refuse evaluationtgsegiven to him/her. It is possible to infer
that this might be the reason for employees’ rasst in accepting performance evaluation as

mentioned in the statement of the problem of tesearch.
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4.3.6 Assessment of the Performance Appraisal Presse

Table 4.3.6 (a) Respondents View About Feedbacks ®heir Performance

ltems Responses
SA A PA D SD

F % F % F % F % F %
Ongoing performance feedba| 18 | 14.4% | 3C | 24% | 28 | 22.4% | 26 | 20.8% | 23 | 18.4%
and coaching
Feedback given on positive| 22 | 17.6% | 32 | 25.6% | 18 | 15.2% | 21 | 16.8% | 31 | 24.8%
performance
Feedback given or negative| 26 | 20.8% | 23 | 18.4% | 23 | 18.4% | 24 | 19.2% | 29 | 23.2%
performance
Supervisor keeps a record | 12 | 9.6% | 28 | 22.4% | 18 | 14.4% | 27 | 21.6% | 40 | 32%
feedbacks given throughout the
year
Supervisor encourages a|13|104%| 2C | 16% | 25 | 20% | 14 | 11.2% | 53 | 42.4%
provides with the necessary
resources by allowing budget to
participate in trainings or
classes that are helpful |n
developing / improving ones
performance
Total 91| 14.6% | 133 | 21.3% | 11% | 18.1% | 11z | 17.9% | 17€ | 28.2%

Feedback is information about past performance aswbrding to Aguinis (2007,205), giving

feedback to employee regarding his/her progresarsvachieving goals is a key component of
the coaching process and should be provided omgaoirng basis as close to the performance
event as possible. From table 4.3.6 (a) abovegtred of disagreement for receiving an ongoing
feedback on performance was slightly higher (39.8% the level of agreement (38.4%) while
(22.4%) gave their partial agreement. Feedbacklghmel given on both positive and negative
performances. Accordingly, the level of agreemert disagreement were very close for receipt
of feedback on both positive and negative perfoceanwith a total of 43.2% agreeing and
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41.6% disagreeing to receiving feedback on posipeeformance and 39.2% agreeing and

42.4% disagreeing to receiving feedback on negai@rormance.

According to Markus (2004), positive feedback emages more of the activity that it follows,
negative feedback discourages activity that itole8 but only if the feedback is perceived as
immediate. Thus, feedback must be given on timeiargh ongoing basis. Feedback must be
two way — supervisor to employee and employee pesisor. This will help the supervisor to
know what the employee is doing, what problemsheefncountered and seek solution on time.
Similarly, feedback helps the employee to know l@ishe is doing, what needs to be improved
and the like. Respondents mentioned on the opeedetuaestions that one of the problems in the
performance planning and appraisal systems was tdckaking corrective or appropriate
measure on time and thus resulting in escalatioth@fproblem. Similarly, some respondents
commented that there is a tendency of accumulatistakes or bad performances and using this
to do harm to the employee later. However, if pperformance is not confronted on time, it

continues and spreads.

It is also important to keep a record of feedbagiken throughout the year as this serves as a
basis for the overall evaluation of employee’s perfance. With regards to Teklehaimanot

Plant, more than half of the respondents (53.6%agleed that a record is kept. However, it is

stated in the collective agreement paragraph I&6itnmediate supervisors are required to have
a face to face discussion with their subordinatesyetwo months to give advice and feedback

on their performance and keep a record of thisudision and be able to present it upon request.
If no record is kept of feedbacks given throughitngt year, both supervisor and employee may
forget and this will result in making a performamsaluation that might tend to be subjective. In

addition, supervisors will have nothing to backpoove their decision of employees’ overall

performance ratings.

The other advantage of feedback is that it helgsmkoindividual capacity development so that
where gaps are identified; plans can be made fiviolual development like attending training
courses, on the job training or coaching by peatssupervisors. From the responses above, it

can be said that this is very weak in Teklehaimaant as 53.6% of them disagreed with only
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26.4% agreement and 20% partial agreement to sigpesvencouragement and provision of
necessary resources by allowing budget to parteipatrainings or classes that are helpful in

developing/improving individual performances.

Table 4.3.6 (b) Respondents Views on the Way Appsal Sessions are Conducted

Items Responses
SA A PA D SD
F % F % F % F % F %

The appraisal system provides with a1 | 8.8% | 22| 17.69 26 20.8% 2f 21.6% B9 312%

chance to evaluate own performance

Capability of evaluating own 51 | 40.8%| 32| 25.6% 2( 169 1 56% 15 12%

performance objectively

Performance appraisal is done based5 | 20% | 29| 23.29 37 296% 16 12.8% 18 144%
on objectives/goals and performance
standards as set out in performance

plan

Performance evaluation is done |in24 | 19.2%| 26| 20.8% 3 249 18 14.4% 27 21/6%
reference  to  feedback  given

throughout the year

Performance evaluation is done |in21 | 16.8%| 15| 12%| 2 20.8% 31 24.8% 382 256%
reference to specific or one time

incidents

Performance evaluation is done |inl0 8% 13| 10.4% 25 20% 40 32% 37 29.6%
reference to information collected
from different sources such as peers,

subordinates, etc

The appraisal system in the26 | 20.8%| 19| 15.2% 29 232% 25 20% 6 20.8%
organization  provides with an
opportunity for an open two way

communication with supervisor

Total 168| 19.29%9 156 17.8% 193 22.1% 164 18[/% [192.2%

A total of 52.8% of the respondents disagreed thatperformance appraisal system provides
them with a chance to evaluate their performanceraias 66.4% of them agreed that they are

capable of evaluating their own performance objetyi However, according to information
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obtained during interview, the performance evabrasystem at Teklehaimanot plant does not
give a chance to employees to evaluate themsalviéls.regards to performance appraisal being
based on objectives/goals and performance stan@dardet out in a performance plan, 43.2%
expressed their agreement while 27.2% disagreed28r&%o partially agreed. As it was said
above, under the assessment of performance plarpwement in the performance planning

process could result in an improvement to this e w

In making a comparison between questions of pediooca evaluation done in reference to
feedback given to the employee throughout the yeat performance evaluation done in
reference to specific or one time incidents, altofeb0.4% of the respondents disagreed that
their performance evaluation is done in referencgpecific or one time incidents while a total of
28.8% agreed and 20.8% partially agreed to it. t&ltof 40% of the respondents agreed that
their performance evaluation is done in referencteédback given to them throughout the year

while 36% disagreed and 24% gave their partialegent.

With regards to the gathering of information frofffetent sources for performance evaluation
purpose, a total of 61.6% disagreed on the existasfcsuch practice in the performance
appraisal process and 18.4% agreed while 20% [paidigreed to it. As was confirmed through

an interview and as indicated in the employeesdbank as well as the collective agreement,
immediate supervisors are responsible for comgeparformance evaluations for employees
under their supervision. Performance review andaggl form shall be completed one month
following the initial date of employment and on @amnual and semi-annual basis thereafter for

each management and non-management employee.

A number of respondents raised delay in compledioperformance appraisals and lack of open
communication as some of the problems in the apgiraystem in the plant. In this regard, a
total of 36% of the respondents agreed while 23=2@ressed their partial agreement and a total
of 40.8% disagreed to the existence of an oppdstdior an open two way communication in the
performance appraisal system. One respondent cotathéhat s/he would prefer that the
completion of the appraisal form be done in franher/him and be given explanation and reason

behind each performance rating.
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Table 4.3.6 (c) Respondents’ Perception on the Permance Appraisal Knowledge and

Capability of Their Supervisors

ltems Response
SA A PA D SD
F % F % F % F % F %

Superviso’s  capabiity  of | 40| 32% | 28| 22.4% | 25 | 20% | 12 | 9.6% | 20 | 16%
evaluating performanc

[}

objectively

Supervisor avoids giving lowe| 3 | 2.4% | 13| 10.4% | 23 | 18.4%| 35 | 28% | 51 | 40.8%
ratings no matter how bad

performance is/was

Supervisor avoids giving high¢ 16 | 12.8% | 26 | 20.8% | 24 | 19.2% | 27 | 21.6% | 32 | 25.6%
ratings no matter how we
performance is/was

Supervisor tends to givi 7 | 5.6% | 15| 12% | 30 | 24% | 31 | 24.8% | 42 | 33.6%
average ratings no matter how

good/bad performance is/was

Supervisor gives higher rating 5 | 4% | 4 | 3.2% | 10 | 8% 31 | 24.8% | 75 | 60%

because s/he likes

My supervisor gives lowe| 6 | 4.8% | 4 | 3.2% | 13 | 10.4% | 31 | 24.8% | 71 | 56.8%

ratings because s/he hates

Total 77110.3% | 90| 12% | 12t | 16.7% | 167 | 22.3% | 291 | 38.8%

As per the summary above, the majority of respoteddisagreed to the tendency of supervisors
giving specific ratings due to personal bias. Bameple the highest percentage of respondents, a
total of 84.8% disagreed that their supervisore ghem higher ratings because s/he likes them
and similarly a total of 81.6% disagreed that trseipervisor gives lower ratings because s/he
hates them. With regards to supervisors’ capallitgvaluating performance objectively, a total
of 54.4% agreed, 20% partially agreed and a tdtabdb% gave their disagreement.

As detailed in the collective agreement, perfornearatings are given on a 1-5 point scale
representing 5 = Significantly exceeds all majartdes, 4 = Meets major factors, exceeds in
some key areas, 3 = Meets major factors, 2 = Raileet in one or more key areas, 1 =

Definitely poor performance. The value of thesenois indicated on the collective agreement
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as: 5—3.5=100%, 3.49 — 2.5 = 80%, 2.4 — 2.0% @nd below 2 = 20%. It is also stated under
paragraph 18.8 of the collective agreement thag¢rsignrs must give explanation in cases where
they give a performance rating above and belowRdsvever, the researcher believes that this is
not the best way to rate employees’ performanceuss it could encourage supervisors to
always give average ratings simply to avoid givaxplanation. In addition, the points given to
the performance ratings should not be in a range.ekample, a performance of an employee
that is rated as 5 should not be given the samee\ad the performance of an employee that was
rated as 3.5 as this will discourage those whoestdpmed than others and results in a decline in
their motivation and performance. Thus, there ghook a mechanism that makes clear
differentiation of performance levels.

4.3.7 Purposes of the Performance Appraisal System

Table 4.3.7 Purposes of Performance Appraisal Accding to Respondents

ltems Responses
SA A PA D SD
F % F % F % F % F %

Information obtained through performances2 | 41.6%| 30 24%| 16 128% 11 8.8% [16 12.8%

appraisal is used for decision making like

O

promotion, salary increment, demotign,

punishment, etc)

Information obtained through performance42 | 33.6%| 34 27.2% 21 16.8% 11 880 (17 13/6%
appraisal is used to plan better for the new

performance cycle

N
a1

The result of performance appraisal is used8 | 22.4%| 30 24%| 22 17.6% 20% RO 16%
for future developmental plan to improye

identified gaps in performance

Total 122 | 32.5%| 94 25.1% 5P 15.7% 47 12.5% |53 14{1%

A performance appraisal system serves various gegp@ an organization like to develop,
motivate and communicate employees as well aef@l Icompliance. The above questions were

posed to assess the purpose of the performancaisgdpsystem at Teklehaimanot Plant.
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Accordingly, a total of 65.6% agreed that inforroatiobtained through their performance
appraisal is used for decision making like promatisalary increment, demotion, punishment,
etc while 12.8% partially agreed and 21.6% disatyr&¥ith regards to the use of information
obtained through performance appraisal for bettrpng in the future, a total of 60.8% agreed,
16.8% partially agreed and a total of 22.4% disadreAs for its use to make future
developmental plans to improve identified gapstaltof 46.4% agreed, 17.6% partially agreed
and a total of 36% disagreed. According to infoioratobtained through interview, the main
purpose of the performance appraisal system hasilynéeen for salary increment and
promotion. The fact that the appraisal system rgasrlves for salary increment purpose, seems
to have employees focus on obtaining higher ratemgysome employees said that one of the
improvements they would like to see in the perfaroeappraisal system was for employees to
focus on goal achievement rather than evaluationtgoln addition, many respondents raised
the issue of training on the open ended questideed for planned and regular trainings for
better performance, identification of required lskdnd qualification for developmental purpose

were among the issues raised by the respondents.
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4.3.8 Assessment of the Acceptability and Sensitiyiof the Appraisal System

Table 4.3.8 Employees Perception About the Sensitiy and Acceptability of the Plant’s

Appraisal System

Items

Response

SA

A

PA

SD

%

%

%

%

%

The performance apprais
system in the organization
capable of differentiating goo
performers from poo

performers

o

16

12.&%

22

17.€%

19

15.2%

18

14.4%

50

40%

The performance evaluatis
form used to  evaluat
performance is suitable for th

job

1C

e

8%

13

10.4%

20

16%

35

28%

47

37.%

The performance apprais
system has helped in improvin

my performance

12

19

9.€%

17

13.6%

22

176%

20

16%

52

41.€%

The feedback and performar
appraisal results given to K

supervisor are acceptable

y

26

20.&%

25

2C%

20

16%

13

10.4%

41

32.8%

The performance planning a
appraisal system has be
helpful to the organization i
achieving its objectives

e

-

2C

n

16%

19

152%

18

14.4%

24

19.2%

44

35.%

Total

84

13.4%

96

15.4%

99

15.6%

11C

17.€%

234

37.4%%

The above questions were raised to assess theppercef employees on the acceptability and
sensitivity of the performance appraisal systemthis regard, a total of 30.4% agreed, 15.2%
partially agreed and a total of 54.4% disagreed the performance appraisal system in the
organization is capable of differentiating goodfpemers from poor performers. In addition to

the responses given here, almost 90% of the regpisidorwarded their complaint on the
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performance evaluation form. In addition it was foomed during the interview that the
performance appraisal form has been in use for &¥een years and is used across the
organization for all job types. Further, pointssedd in the performance appraisal form tend to be
subjective and incapable of evaluating employeesedbaon performance. For example, the
performance appraisal form includes issues likenatince and appearance as part of the
evaluation criteria. Though the presence of thestofs is preferable, it does not necessarily
mean that a person who scores high on these autpsriorms a person who scores low on
them. In addition, appreciation of appearance diffeom person to person thus; it only reflects
the rater’s perception rather than evaluating thpleyee’s performance towards achievement of
organizational or departmental goal. Similarly, pleomay be punctual and present all the time

but could be the least performers compared to th®eare not.

In an environment where performance standard isseptat the beginning to differentiate

between acceptable and unacceptable levels of rpafece, performance appraisal entirely
depends on the rater’s judgment to rank an empleygelity and quantity of work. This may

result in non-acceptance of the ratings by the eored employees. In this regard, a total of
43.2% of respondents said they do not accept pedioce ratings by their supervisors, 57.6% do
not believe the appraisal system has helped theémproving their performance and 54.4% do
not believe that the performance planning and aggrasystem have been helpful to the
organization in achieving its objectives. This skdWwat majority of the employees perceive that
the performance appraisal system does not helpifferehtiate good performers from poor

performers, not functioning properly neither to noye individual performance nor to achieve

organizational objectives.

4.3.9 Challenges and Problems in the performanceaiining and

Appraisal processes and Improvements required

Two open ended questions were forwarded to respisidie order to assess the challenges and
problems in the performance planning and appraigstem as well as what improvements they
would like to see on these. Accordingly, resporssesissues raised repeatedly were categorized

and summarized in the table below.
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Table 4.3.9 —Respondent’s Views on Problems & Chaliges and Improvements required
in the Performance Planning and Appraisal System inhe Plant

Challenges and Problems in the Performance

Planning and Appraisal Processes

Improvements employees would like to
see in the Performance Planning and

Appraisal Processes

No performance planning and where there is

of follow-up

adBb description needs to be able to desgribe

exactly what the employee is doing

No performance planning discussion and

developmental plan

mdanned and regular trainings for better

performance

Non alignment of performance plan

performance appraisal

andransparent and timely regular feedback

( to

improve performance instead of

punishment

Setting of unrealistic or unachievable plans. P

setin a rush

afetting objective evaluation criteria. Open

communication on weak performance and
give advice, short trainings to impro

weaknesses.

No job description for department heads g
middle level management. No consideration
change in work/task and no revision of j
descriptions thus giving of same performa

ratings year after year

obiven on positive performances as w

and
be

ell

akvaluation to be based only on the job 4

foot personal relations. Emphasis to

ngestead of only on employee weakness

Lack of performance standards and cleg
defined evaluation criteria. Most of the tin

weaknesses are raised and not pos

performance thus, causing arguments

decreasing employee motivation.

adlyentification  of skills

nqualification for developmental purposes

required an

tive

and

Lack of feedback and comments given not reld

to the work and problems the employee has

tBbviding the necessary resources |for

work. Based on plan, provide necessary

raw materials and spare parts

Mistakes not corrected on time. Accumulat

mistakes/bad performance and using this to h

Ny performance plan that is appropriate for

aime job
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employee

Lowering points due to personal conflict anithiform employees of new work process

giving of undeserved high ratings. Focusing

minor mistakes rather than good performances

@ssess capacity and give training [on

assigned tasks

Evaluation not done on a timely manner and

of inappropriate appraisal form for all job typs

Lack of transparency and accountability in

evaluation process

uBmnsparency and open discussion |on

rperformance plan and appraisal with due
lheonsideration to the company’s operational

reality

Lack of willingness/kindness to help employé

=1

2@3ive timely solution for complaints frorx

improve their performance. Lack of managemestaff. Regular feedback instead |of

control of evaluation process. punishment

Supervisors inability to motivate and not trying tBach employee to have his/her job

understand the problems of employees description and plan on hand aEd
consideration to be given for changes| in
operation and current situations

Lack of leadership, lack of information as to whemployees to focus on goal achievement

is doing what instead of evaluation points

Employees lack of awareness and training| Bngage employees during appraisal and

performance planning and evaluation processe

2gJive explanation on the reasons behind

specific ratings instead of seeking

employees at the end for signature only

Appraisal mainly related with salary increme

rather than performance improvement

both

modern

d

ce

2ritraining  for supervisors  af

employees on performar

management practices

The appraisal system currently in use at Teklehaghalant also applies to all other plants of
MOHA and any change should come from the head efifccording to information obtained
through an interview, the human resource departmants to bring change to align the system
with modern human resource management practicethidiregard, an initiative was taken by
HR staff at head office but did not progress a$idtnot get the required management back up.

However, the HR at Teklehaimanot plant is well aavaf the need to implement a sound
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performance management system and currently trigngursue in raising the issue to top
management stressing its importance for the achiewme of both organizational objectives and

development of individual performance in today snpetitive and global world.
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CHAPTER FIVE

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS

This chapter summarizes the results of the studg @resents the conclusions and

recommendations drawn accordingly. It also triesitow the limitations of the study.

5.1 Summary of Major Findings

The following are the major findings based on thalgsis of data collected:

7
°e

Majority of the employees at Teklehaimanot Plaet\aell aware of the key components
of their job and have good understanding of thesioisand strategic objectives of the
organization as well as the alignment of their depant’s objective with the strategic
objectives of the company. However, not all empésyeonfirmed to have a written job
description which is the best way to communicatertgployees what they should do,
how to do it and what results are expected of therbe achieved. In addition, work
requirements are not reviewed regularly and thugorty of job descriptions remained

as they were at the beginning.

The performance planning process is weak at Tektedret Plant. It works better in the
production and marketing departments that are \edi¢o be the direct means for the
achievement of the plant’s objectives. Other depants in the plant execute their day to
day activities without a formal individual perfornee plan. In addition, employees
complained that where there is plan, there is EHoBpen discussion between supervisor
and employees, lack of setting performance stasdand lack of follow-up. As a result,
developmental plans are weak and in this regakrsisors support and encouragement
in facilitating trainings and employees’ engageméntdevelopmental activities is
confirmed to be low with a total of 53.6% disagresm Team performance planning and
determination of individual role accountabilitieghin a team are also weak.
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7
°o

Identification of performance measurement critésiaveak and this follows the lack of
performance planning in the majority of the deparis. Performance is evaluated
against traits, behavior and results. Though thgonty of respondents gave their
agreement to have a good knowledge of what is ¢ggdexf them and against what they
will be evaluated, this knowledge is not relatedhe actual performance level they are
expected to achieve. Rather, this knowledge seerhavte come from the knowledge of
the performance appraisal form that has been infasenore than fifteen years. The
performance evaluation form does not enable supenvito evaluate employees’
performance objectively. This conclusion is suppdrby the various complaints and
comments that were given to the open ended qusstimith by employees and
supervisors. Many respondents expressed that éxadyzoints in the appraisal form are

too subjective and wished appraisal to be donedbasky on performance.

The practice of giving regular and continuous fesdbto employees about their
performance is weak. In addition, a record of femitls given to employees throughout
the year is not kept. Supervisors focus on punistimagher than coaching and guiding.
There is a tendency of accumulating mistakes anmshgvrdoings to do harm to the
employee later instead of guiding and taking cdivecmeasures like the designing of

developmental plan to address performance gaps.

Majority of the employees believe that they are atd@ of evaluating their own
performance objectively. However, the practicempiyees evaluating themselves does
not exist at Tekelehaimanot plant. Performance apak is done by immediate
supervisors. Employees are required to put thgivagure on the performance evaluation
form after its completion by their immediate supsov. As is the case for performance
planning, the performance appraisal process als#slaopen discussion between
supervisors and employees. In addition, the vattdas performance ratings on a range
basis encourages supervisors to avoid giving htgbesowest ratings for the sake of
avoiding giving explanation to the points they gallee non-updating of job descriptions
has also resulted in giving same ratings year aféar without any consideration to

change in tasks and operational reality.
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«+ The main purpose of the performance evaluatioregyss$ for salary increment. This has
resulted in employees focusing on performance gatirather than goal achievement.

There also exists the effect of personal bias aluating performance objectively.

« Majority of the employees at Teklehaimanot plardl filnat the performance evaluation
system fails to differentiate between good perfosrand poor performers. In addition,
the use of the same performance evaluation fornalfgob types across the plant which
is very much subjective has contributed to this.aA®sult, the performance evaluation
system has not helped employees to improve theforpeance and they think that the
system has not been helpful to the organizatiachieving its objectives.

+ The human resource department recognizes the pmelkl@derlying in the performance
planning and evaluation systems and shares theeomof employees and is determined

to bring change that is in line with modern humasource management practices.

5.2 Conclusions

* Use of job descriptions as means of communicatmeschot exist and this leads to
confusion. If employees are not encouraged andaidchave clear indication as to
how to discharge their day to day activities, thuld become bored and this would

reduce their motivation and make them reluctamischarging assigned tasks.

* There exists a misunderstanding among superviatesér about performance
appraisal. The purpose of giving feedback to eng#gyis to help them improve in
their performance. If negative performance is nobfonted immediately it will
escalate and reaches to a stage where the supetaisano more tolerate and this
could lead to conflict. In addition, if no recomslkept about feedback, this may result

in rejection of administrative decisions made wébgards to employees.
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* If employees are not evaluated based on the cujbrihey are performing and not
given explanation of the reasons behind each rathrey will not be able to know
what was done well and what was missing to makeeféort to improve their
performance. Instead, they will be de-motivated ewlifferent of the whole process

which makes the appraisal system useless and amfste of supervisor’s time.

53 Recommendations

On the basis of the findings and conclusions redclige following recommendations are
forwarded in order to improve the performance piagmand appraisal practices as well as in the
design and implementation of performance managesystg¢m at the plant.

» The plant should make use of job descriptions tonroanicate effectively with
employees of what they are expected to do, howotat énd what results to achieve.
Revision of current work processes and updatinglmtiescriptions accordingly needs to
be done. The human resource department shouldhakead and work collaboratively
with department heads to ensure that this is done.

» Training to all employees on performance manageraent provision of a guideline
detailing processes to be followed in order toycaut performance plans and evaluation
sessions is necessary. This will in raising awaser@ all and builds the capacity of

supervisors in implementing proper planning anduat&éon system.

» Top management should oversee the overall procgegseasure timely completion of
performance appraisals as well as maintenanceexfaad on feedbacks given throughout
the year to back up overall performance ratingaddition, top management should back
the human resource department in its effort towansislementation of performance
management system and work in consultation witleroghants to push the issue to the

management at head office until it gets the atbenti deserves and becomes reality.
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> In the meantime, it is recommended to train stafimprove the current practices of
performance planning and evaluation processes igswhl pave the way to the
implementation of performance management systenteSnajority of the employees at
Teklehaimanot plant are mature people who haveedetve plant for more than twelve
years, they may tend to resist change. Thus, tbenmmended training will serve to
bridge the gap and show the true purpose and aatyardf managing performance to
both employees and supervisors. However, priongéadiesign and implementation of any
system, it is necessary to carry out an assessshém organization identifying strengths
and weaknesses as well as threats and opportuagtideere is no best system that works
for all. It is also important to engage employeethe design process as this will increase
its acceptability and practicality upon implemeiatat
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Appendix |

St. Mary’s University College

School of Graduate Studies

Questionnaire to be completed by employees of MOHBoft Drinks Industry

S.C. Tekelehaimanot Plant

Dear respondent,

The purpose of this questionnaire is to serve asgfaan MBA thesis for a degree in Human
Resources Management that aims to assess thecpgdienefits, challenges and perception of
employees of the performance management systemQtASoft Drinks Industry S.C at

Teklehaimanot Plant with a specific emphasis ofoperance planning and appraisal processes.

Listed below are statements that describe aspdcts merformance planning and appraisal
process. | kindly request you to go through thestjaenaires and provide your genuine
response. All information you provide will be tredtconfidentially and will only be used for

academic purpose. | thank you in advance for yioug tind kind cooperation.

Ayantu Dega
Student

NOTE: YOU ARE NOT REQUIRED TO WRITE YOUR NAME
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Score Points

Strongly Agree (SA) — 5 Pts

Agree (A) — 4 Pts

Partially Agree (PA) - 3 Pts

Disagree (D) — 2 Pts

Strongly Disagree (SD) — 1 Pt

No. Description SA| A |PA| D | SD
G @@ @ Q)
Prerequisites in Performance Management System

1 | am well aware of the organization’s missiorsiemn and

strategic objectives
2 | know the objectives of my unit/ department areine

with the strategic plans of the company.
3 My supervisor and | are well aware of the key pornents

of my job (activities, tasks, products, servicesycpsses|

etc)

Job Descriptions
SAA PA D SD

4 | have a written job description of my work

My Job description shows the activities and tssiliat are

expected of me and the way tasks and results wall b

measured
6 My Job requirements are reviewed regularly andg timy

job description is updated accordingly

Individual Performance Planning
SAAA PA D SD

7 At the beginning of each performance cycle, doperance

plan is prepared for me on the basis of my job mietson

and cascaded strategic objectives of my unit/depert
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At the beginning of each performance cycle, myesusor
and | sit together to discuss and agree upon weadls tQ
be done, how it should be done and what results

expected of me

are

The performance planning discussion between
supervisor and | includes the broad areas for whielm

responsible

my

10

The performance planning discussion between
supervisor and | includes specific objectives facteof my

key accountability (i.e. goals to be reached)

my

11

The performance planning discussion between
supervisor and | includes performance standards ihat
constitutes acceptable and unacceptable levels

performance)

my

of

12

The performance planning discussion between
supervisor and | includes a developmental plan éreas
that | need to improve and goals | have to achiaveach

area)

my

Team Performance Planning

SAA PA D

SD

13

Performance plans are also prepared for speaific short

term objectives that teams are required to achieve

14

Within a team, individual role accountabilitiese well
defined

Strategic alignment

15

My performance plans start from the companytatsgic

objectives

16

My personal objectives are aligned with the tege

objectives of the company

17

| understand very well the value of my contribog and
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importance of my work efforts aligned with that ofy

organization

Measurement Criteria

SAAA PA D SD

18 | | am well aware of what is expected of me arairey what

| will be evaluated
19 | My performance is evaluated against certairtstrsich as

my attitude, personal appearance, initiative, etc.
20 | My performance is evaluated against my tasktedla

behaviors (inputs) such as team work, cooperation,

customer service orientation, reliability, etc.
21 | My performance is evaluated against resultg(dsj that I

must produce such as time, quantity, quality ofkyvetc.
22 | My performance is evaluated against my behayjioput)

and results (output) | produce

Performance Evaluation/Appraisal
Feedbacks SA° A PA D SD

23 | | get ongoing performance feedback and coaching
24 | | get feedback on my positive performance
25 | | get feedback on my negative performance
26 | My supervisor keeps a record of feedbacks gieeme

throughout the year
27 | My supervisor encourages and provides me witd| th

necessary resources by allowing budget to parteipa

trainings or classes that are helpful in develofsngroving

my performance

Appraisal process
SAAA PA D SD

28 | The appraisal system provides me with a chamesdluate

my own performance

67




29 | I am capable of evaluating my own performangeactively

30 | My performance appraisal is done based on obgstgoals
and performance standards as set out in my perfarena
plan

31 | My performance evaluation is done in referencieédback
given to me throughout the year

32 | My performance evaluation is done in referemceptecific
or one time incidents

33 | My performance evaluation is done in reference t
information collected from different sources sushpaers
subordinates, etc

34 | The appraisal system in the organization previtge with
an opportunity for an open two way communicatiorhwi
my supervisor

35 | My supervisor is capable of evaluating my penance
objectively

36 | My supervisor avoids giving me lower ratings matter
how bad my performance is/was

37 | My supervisor avoids giving me higher ratings matter
how well | perform

38 | My supervisor tends to give me average ratimgsnatter
how good/bad my performance is/was

39 | My supervisor gives me higher ratings becauke Bkes
me

40 | My supervisor gives me lower ratings because biites
me

Purpose of Appraisal
SA°A PA D SD
41 | Information obtained through my performance agai is

used for decision making like promotion, salaryrament,
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demotion, punishment, etc)

42 | Information obtained through my performance ajgai is
used to plan better for the new performance cycle

43 | The result of my performance appraisal is usedfuture
developmental plan to improve identified gaps in |my
performance

Sensitivity and Acceptability
SA° A PA D SD

44 | In my opinion, the performance appraisal systemmy
organization is capable of differentiating goodfpeners
from poor performers

45 | The performance evaluation form used to evaluaig
performance is suitable for my job

46 | The performance appraisal system has helped me i
improving my performance

47 | The feedback and performance appraisal resuks ¢go me
by my supervisor are acceptable to me

48 | In my opinion, the performance planning and aispt

system has been helpful to the organization ineatg its

objectives

49. In your opinion, what are the challenges/pnuisien the performance planning and appraisal

processes in your organization?
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50. What improvements would you like to see inghgformance planning and appraisal systems

in your organization?

Personal Data

Please tick f] on the appropriate box accordingly. This persodaia is required only to

categorize and present information collected frespondents in a convenient and meaningful

manner.
1) Age: 018 — 27 028-37 o038-470 o Above 47
2) Sex:o Female o Male

3) Marital Status: o Single o Married o Separated
o Divorced o Widowed

4) Duration with the Company: ©0l1l-4Yrs o5-8Yrs 09-12 o Above 12

5) Functional Role: Department Head o Supervisor o Staff
o Other (Please specify)

6) Educational Backgroundo Read & Write o Diploma
o 10th/12th Complete o BA/BSc

o Certificate o MA/MSc

7) Terms of Employment o Permanent o Contract
o Other (Please specify)
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Appendix Il



()

(4)

@)

* (2

1)

oooooooooooooooooooooooooooooooooooo

oooooooooooooooooooooooooooooooooo

10

11

12
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13

14

15

16

17

18 000 00 0000000 00 000 00000 000 o0 oo000

j_g 000 00000 0000000 000 000 000 0000 0000000

20 000 00000 0000000 00 00 00000 0000 o000 [X1]
21 000 00000 0000000 00000000 000 o000 ee0 oo0 o
22 000 00000 0000000 00 o0 o0000 00 ®e oeccccce

23 0000 00000 00000 00000 0000000 o00000 .oo/o..o

2[1 LXYTTYIYYYY) o.o.oo/oo. o000 o0 oo

25 (XX YTYTY 000../00.0 o000 o0 oo

26 eo0e ocee ooo 00000 00000 000000 oocc00 cooe

27 0000 0000 00000 0000 000000 o0 O [YYTT I YYYYYY)

28 e000e o000 oco00e ooee ooo ® eeee oo ooe oocooe

29 0000 000 00000 00000 000000 000 000

30 0000 00000 0000 000000 000 00000 000 00 o (XYY

31

0000 00000 0000 000000 0000 00 00000 O
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32 | eees seeee seee secces ses see oo see vee o oo
T

T v e

36 |eee eeeee sece eee sec/seccess sese eese o .
e

38

39

40

41 0000 000000 0000 o0 00000 o0 000 o eeoe ooo
42 0000 000000 0000 00 00000 000 00000 000 00000
43 0000 000000 oc0ce o0 o0 oooe ® oo ooee ooccoe

oco./..o.o.
44 000 000000 00000 000 000 000 00000 0000 o000 °
45 000 000000 000000 000000 00 00000 000 o0 ° eoo
46 000 00000 0000 0000 000 000000 000000 00000
47 00000 00000 00000000 000 00000 0000 000 000 (X1}
48 000 000000 00000 000 000 000 00000 o eee oooe

49_ 00000 000000 000 00000 000 00 0000 0000 00 0000 e0000 eoccce cocooe ?
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50 00000 000 00000 000 00 0000 0000 000 00 000000 o000 ooooe 7

900 000 000000 00-0000 00000 00000 000000 0000 o000 (1] V' eeee secece oo ooe

1.ee« [18-27 [28-37 0038 - 47 [ 48 oo soe oo
D. o0 [does  [Jeee
3. eeee oo ] eees/s O] see/e ] sees seee josess
O] see/e [ seefos sesses/osess
4. esees ses seese ooe [11-4 eee [15-8 ees
09-12 [0 13 eee oo oo oo
[ eees [ oo (o000)
[ 10/12 esees ] eefeees

D [IIYTT] Do..o/o.oo.

7. eoo0 oo D (1] Do..oo D (1] /...o/
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