ST. MARS'UNVERSITY
DEPARTMENT OF MANAGEMENT
FACULTY OF BUSINESS

AN ASSESSMENT OF PERFORMANCE EVALUATION AND
APPRAISAL PRACTICE OF REPI SOAP AND DETERGENT S.C

BY

KASECHHIFANOS

JUNE 20014
SMU
ADDIS ABABA



AN ASSESSMENT OF PERFORMANCE EVALUATION AND APPRA4E PRACTICE OF
REPI SOAP AND DETERGENT S.C

A SENIOR RESEARCH SUBMITTED TO
THE DEPARTMENT OF MANAGEMENT
BUSINESS FACULTY
ST.MARY’'S UNIVERSITY

IN PARTIAL FULFILLMENT OF THE REQUIREMENTS
FOR THE DEGREE OF ART IN MANAGEMENT

BY

KECH ESTIFANOS

JUNE 20014
SMU
ADDIS ABABA



ST. MARY’'S UNVERSITY

AN ASSESSMENT OF PERFORMANCE EVALUATION AND APPRAM:
PRACTICE OF REPI SOAP AND DETERGENT S.C

KASECHESTIFANOS

FACULTY OF BUSINESS
DEPARTMENT OF MANAGEMENT

APPROVED BY THE COMMITTEE OF EXAMINERS

Department head signature
Advisor signature
Internal examiner signature

External examiner signature



ACKNOWLEDGEMENTS

Glory to God and his mother for giving me couragd atrength throughout my educational life
next my deepest thanks goes to my advisor Mr. €dfefyera for his attentive follow up advise
kindly approach comments. | want to for ward my rheaknowledgment to all my family
specially my mother kelemwa buli and my husband Pataksew Tefera fune to patience moral
and support me.

My genuine appreciation goes to all staffs of Repap and Detergent S.C

Kasech estifanos



TABLE OF CONTENT

Acknowledgements---

Table of contents-------

List of tables-------

CHAPTER ONE

Introduction

1.1Back ground of the organization----

1.2 Statement of the problem-

1.3Research question ------------

1.4 Objective of the study--------

W NN R R

1.4.1General objectives -

1.4.2 Specific objective - —_

w w

1.5Scope of the study --  -------

1.6 Significance of the study ----

1.7 Definition of terms

1.8Research design and methodology--

A A A D

1.8.1 Research design ---------------------

1.8.2 Population and sampling technique-----

N

1.8.3 Types of data ------ —_

1.8.4 Method of data collection------- ---

1.8.5 Method of data analysis ---

1.9. Limitation of the study------------

1.100rganization of the stud



CHAPTER TWO

2.1Review of related literature--------- — 7
2.2 Overview of performance appraisal- -- S — 7
2.3 Definition of performance appraisal - S
2.4 Nature of performance appraisal -8
2.5 Objective and purpose Of performance appraisal---- ---------8
2.6 Purpose Of performance appraisal----- -8
2.7 Factor affecting performance appraisal SR o |
2.8 Determining objective evaluation criteria- - e 12
2.9 Stipulating job- description---- 12

2.10 Establishing mutual understanding betweestipervisor and the subordinate------------

2.11 Outcome of performance appraisal-----------===------==---- R —— 14
2.12 Method of performance appraisal----- ---15
2.12.1 Past oriented appraisal method------- S — o+
2.12.2 Future oriented appraisal method-  aReEEEEEEE R 18
CHAPTER THREE
s Data presentation analysis and interpretation--------- 21
3.1 Personal information of the respondent ------- ----21
3.2 Analysis and interpretation of interview - -31
CHAPTER FOUR
4 Summary conclusion and recommendations --33
4.1 Summary---------==-==---=----- "
4.2 Conclusion- S [
4.3Recommendation ---------------=--==-mmmmmeemm --36

Bibliography
Appendixes



TABLE

LIST OF TABLE

Table 1 Personal information of the respondent

Table 2 Importance of clear job description smagl company-----
Table 3 Importance of performance appraisal plap-—-----
Table 4 The significance of supervisor action glameasure performance
Table 5 Clear description of performance evaluatiateria
Table 6 Show weather performance appraisal crisggaaccurate or not
Table 7 Show weather the current appraisal rate ewtrk or not -
Table 8 Show feedback level of evaluation---
Table 9 shows non validity of evaluation result
Table 10 Participation of employee in performaneagation criteria
Table 11 Show level of enthusiasm of employee
Table 12 Show employee’s degree of efficiency dfetgveness
Table 13 Show initiation of the attitude of working
Table 14 Punctuality and attendance on the job
Table 15 Salary increment ---------------------

Table 16 Promaotion - -

Table 17 Bonus payment---

Table 18 Medical insurance




CHAPTER ONE

INTRODUCTION
1.1 Background of study
With out an effectiveness appraisal system promotransfers and other employee related
discussions become subiject to trail and error. &€gskanning and human resource development
suffer because there is no systematic performaeeel tback. And the human recourses
department lacks adequate information to evalustperformance objectively. This is lack of
feed back can course the human resource departmentss its objectives. Some times the

consequences of this failure are severe (weath&p80:336).

Using performance assessments for administrativpose helps place employees imposition
were their abilities can be beast used and canelye fall an appropriate future position in
addition administrative dissection linked to pemi@nce have a strong motivational potential.
High performance is encouraged by rewarding théndsg performance with such things as
salary increases and promotional opportunists.hénterminology of expectancy theory such
action strengthen employees instrumentally peroapietween high performance and attractive
rewards (Davor, 1995:143).

Repi Soap and Detergent S.C was established btesk industrialist in 1974 G.C in the town

of Addis Ababa at the place cold kara kore the esltmmpany’s owner ship was transfers the
following year and its management fell under théiomal chemical corporation. It was re

established as publically owned enterprise in 1882 authorized capital at the time of re
establishment was birr 1,525,000.00.

The share company started business as produce pal&tergent, bar soap, 1979 and 1994
respectively. after some expansion and face liffofigthe annual three thousand ton out put in to
2007 has quadrupled into twelve thousand tonespatitin 2011 the company manufacture
detergents for all purpose cleaning and indusgriatie detergents for packing line machines for
food prosing, beverage and the construction industwith over 35 years of experience in
detergent manufacturing the company earned thedfus increasing number of house holders

and instittion,all detergent products from Repi [p@nd Detergent S.C help our customer

clinging services to standardfou 1



1.2 Statement of the problem

Performance appraisal according to Aswathappa ¢2@@% is a formal structured system of
measuring and evaluating an employees job relagbavbors and out comes to discover how
and why the employee is presently performing onjthreand how the employee can perform
more effectively in the future so that the employgganization and society all benefit. The
preliminary interview held with human resource adistration department revealed that the
company is currently facing problem with respedh® following issue:

» Performance appraisals are performed by the depattai human resource management
annually by two consecutive terms the first phasgeoformance appraisal is conducting
in January and the second term is performed in.Jhiogvever during the standard
establishment process human resource managemeatrdept can’'t use procedure of
good monitoring and evaluation system. For exartimedepartment does not follow all
the necessary step of good performance evaluagsiera. A preliminary interview held
with some employees also reveals that they ar@aqympy with the company’s practice of
performance appraisal.

» More over the feed back of daily and weekly staddarcupation assessment result on
performance of employee has not been submittedno@ &nd response has not been
reaching on the spot.

» For every new entrant employee orientation progeard handling over the employee
with job descriptions have not been under takenth® management body of the
company. Thus, the aforementioned problems calbttention of the student researcher
to conduct an intensive study over the performapmaaisal practice of Repi Soap and
Detergent S.C

1.3 Research questions

This study attempted to answer the following resleguestion:
1. How far does the company set objective criterim&asure the performance of employees?
2. To what extent do employees feel that they areuaadl in line with their job description?
3. What are the practical out comes of performancduatian as per the practice of the

company? 2



1.4 Objective of the study
1.4.1 General objective

>

1.4.2

The study entailed to assess the performance iappractice of Repi Soap and
Detergent S.C in the evaluation of performancessadmployees and see how far the
process goes in line with the techniques and methafdperformance appraisal

practice under the management science.

Specific objective
In line with the research questions mentioned altbeestudy addressed the following

specific objective.

To examine the relevance of the criteria up on twhie performance of employees

are measured.

To examine the feeling of employees about the exleg of their job description and

evaluation.

To investigate the extent to which the company patysntion to the out come of

performance evaluation.

1.5 Scope of the study

The study is confined to the practice of perfornearappraisal factors on Repi Soap and
Detergent S.C. Even though the company was edtabli82 years ago the study focused only on
the company’s practice for the last four years.dBese it is possible to find complete data and
recent time practice and facts contribute to imgratridata and to the existing actual problems.

The researcher mainly focuses on over all perfoomaappraisals of employees at different

working position including from top management dépant to lower level employees. The

researcher mainly focuses on determining the fgelh employees within the company

performance appraisal system.



1.6 Significance of the study
This study has an important role by providing infation about employee’s performance
appraisal practice. It may lead further investigatidiscussion and suggestion which may have
due importance for Repi Soap and Detergent S.@ki® ¢orrective and corrective action so as to
achieve its objective. The out put of this study.

» It can provide management with ideas about exisstiggngth and weakness in

performance appraisal and the practice and behavior
» The study is more useful for the researcher imptertieeoretical knowledge on practice
> Finally, it mat also serves as abase or startingtgor future researchers who want to

study on similar topic.

1.7 Definition of term or operational definition

» Performance appraisal is a formal structured systé measuring and evaluating an
employee job related behaviors and outcomes toodéschow why the employee is
presently performing on the job and how the emptogan perform effectively in the
future so that the employee, organization, and etpciall benefits (Aswathappa
,2005:227).

» Performance evaluations are an integral part oft maganizations. Properly developed
and implemented, the performance appraisal prazs$elp an organization achieve its

goal by developing productive employees (Decen@02272).

1.8 Research design methodology

1.8.1 Research design

This research has been designed in such a wayddsatiptive research method is used. This
method is preferred to describe the company’s pedoce appraisal practice.Because of the

very intention of the study to describe the exgstimactice of performance appraisal.

1.8.2 Population and sampling technique

To provide adequate data for analyzing the varsulspopulation of the organization simple

random sampling method was used.



The total employees are 360, among this total @l of the company, only (3§ were
sampled with the conviction that this number capresent the total population. Those total
employees and six management of the study weretedldrom the total population of the
organization through using simple random sampledhniques. This sampling technique gives

equal chance to the total population of the orgation was selected for the study.

1.8.3 Types of data used

For this study the researcher used both primarysaedndary data source data to find or to gain
reliable data. Primary data were gathered througkstipnnaire and also the researcher was
collected its secondary sources of data consishefRepi soap and Detergent S.C documents
related to performance appraisal practice, fromouar published documents such as other

related material of the study.

1.8.4 Method of data collection

In order to get all the necessary information amarider to achieve the objective on the area
under which the research is conducted, both priraad/ secondary data source of information
were used. In order to support some of findingthefprimary data distributed to employees and
in order to triangulate in formations obtained awodgather additional data interview was

conducted with the managers of the organizatiooraltg to their educational back ground.

1.8.5 Method of data analysis
After the data were collected, the student researidtused on processing and analyzing the
data. To this end the collected data were editeghrozed and tabulated. Consequently,

descriptive analysis basically percentage were.used

1.9 limitation of the study
The student researcher faced challenge on complatid backs the distributed questionnaires,
and scheduling mangers to conduct interview. Ttas wanaged through patience follow up in

order to fulfill the requirements.



1.10 Organization of the study

The researcher prepares contained four chapterBrshehapter is an introduction that covers
the back ground the statement of the problem reBequestion objective significance scope
research design definition of terms and organimatd study. In the second chapter related
literature were reviewed in order to get to gebinfation about the subject under study. The
third chapter presents data analysis and intejwatal he fourth chapter considers and attempts

to give summary of finding conclusion and recomnagiwh for problems the company.



CHAPTER TWO
REVIEW ORELATED LITERATURE

2.1 Overview of performance appraisal

Employee performance appraisal technique is saitate been used for the first time during
world war | when water D.sott of U.S army adoptéeé tmain to menstruating system for
evaluating military personnel now merit rating lasg restricted to rating of hurly paid

employees and is used developing criteria for wagadjustments promotion transfer etc.
performance appraisal place emphasis on the dewelopof the individual and is used for
evaluation of technical performance appraisal metiing employees evolution annual rating
etc inter changeable while other interpret someéhef terms differently how ever, the term
performance appraisal is most widely used in humesource management vocabulary
(Goyal,2002:2012).

2.2 Definition of employee performance appraisal

Performance appraisal is the process of evalustti@@bility of individual employee against pre
determined standards usually seat in the job qegamiit replace casual assessment with formal
systematic, objective and professional procedurgl@yees know they are being evaluated and
they are told the criteria that will be used in ttwrse of the appraisal nothing is kept secret.
Appraiser and the appraisal should carry out ke fointly in the cordial atmosphere stressing

on the plus points and finding backs if any of éippraises (Goyal, 2002:212).

Performance appraisal is systematic and objecteréopnance evaluation of labor in order to
recognize and reward their contribution to the oigation and also identification their ability
skill knowledge and motivation steps, those diffees can be reduce but cannot be totality
eliminated, it is there for necessary for managen@rknow this difference are gives to work
who perform better and each according to his eff@yaior, 2004:379).



2.3 The nature of appraisal

An appraisal of an employee is undoubtedly measatable time of his or her employment.
However, an appraisal continuing bases during thikiwg life of such an employee is also very
describe and useful. Actually evolution is condiabéing done through at unconscious level.
Employees evaluate superior, follow colleagues, smdordinate what is needed to generate
proper control is a formal procedure are tim Hare mdividual after comparison with another is
ranked or rated as excellent normal or averagel) g#rsonal merit where exists can help
materially in fixing the person should make sucprafsal as well as prescribing the appropriate
procedure (Dessler, 1995:349).

2.4 Objective and purpose of performance appraisal

Data relating to performance assessment of empdogeerecorded, stored and used for several
purposes. The main purposes of employee assesament
1. To effect promotions based on competence and peaioce
2. To provide information to words strength and weasnef employees in their job
performance
3. To help better allocation of resource
4. To improve communication. Performance appraisaviges a format for dialogue
between the superior and subordinate and improwesratanding of personal goals and
concern.
5. To supply general information on training needtf@ organization or departments.
6. To improve motivation by increased understandinga#l, the means of attaining those
goal and the rewards associated with achievement.
7. To improve performance by developing strengths dedling with weaknesses; and
others. (Aswathappa, 2005:227).

2.5 Purpose of performance appraisal

According to cascico (2006) performance appraitaigan important part in the overall process
of performance management. Hence it's important W& examine it in some detail. It is an
exercise in observational intervention. The purpafggerformance appraisal should clearly to be

known by both managers and supervisor employees.



As explained earlier, it is only when employees emsthnd clearly what the performance
appraisal system is trying to achieve the
Organization that the system it self brings posiand tan gable impacts on the organization in

general appraisal serves.

» To improve employees work performance by helpingytinealize and use there full
potential in carrying out their firms mission

» The proved information to employees and managersuse in making work related
dissensions more specifically appraisal servedhewing purposes

> Appraisals proved legal and formal organizatiortifesition for employment dissection
in this sense it could use to promote outstandiegopmance to train transfer or
discipline others etc. under this context apprassaves as a key input for administrating
a formal organizational reward and punishment syste

» Appraisal used as criteria in test validation fedest results are correlated with appraisal
results to evaluate the hypothesis that test qu@dict job performance

> Appraisals proved feed back to employee it sergesehicle for personal and career
development.

» Appraisal can help establish objectives for tragnprograms this is because appraisal
indicating development.

» Appraisals can help diagnose organizational problemdo so by identifying training
needs and the knowledge rehabilitees and otheacteaistic to consider in hiring and
they also proved a bases for distinguished betwéentive performances.

2.6 Factors affecting performance appraisal

Among the other book salyadin and dessler foundesxribe more on the factors can affect the

performance appraisal, so that more idea have tagen from the authors

» Human Errors: while discussion on the achievement of objectieesises on some of

the deliberate attempts by supervisors to avoith¢gkarsh but realistic decisions, there
are a number of other factors that dilute the apakgrocess unconsciously. Different
authors state the type of error measurement iropaénce appraisal system (Salayadin,
1999:205).



Hallo error: -is not as common as is commonly believed raters edmomit this error
assign their rating on the bases of global (goodaaf) impressions rates. An employee
is rated either high or low on many aspect of jebfgrmance because the rater known
that the employee is high or low on some spec#jmeat is practice hello is probably due
to situational factors on to the interaction ofer a situation (Aswathapha, 2002:208)
Contrast error:- results when rater compares several employeesetoadher than to an
objective standard of performance (Aswathapha, ZUB):

Recent error:- result when a rater assign his or her rating @nlthse of employees
most recent performance it most likely to occur wlagpraisal are done only after long
period(Cassico,2007:355)

Leniency and strictnessithe same problems exists in performance appramsalll
organization some managers will tend to be lenientating all of this subordinates
while others may be extremely strict such diffeemncan create difficult problems for
the organization

Central tendency:- some appraisers are reluctant to rate individuslstier very good
or very poor an appraiser who does not know toohmaloout the behavior of the
individuals being rated may consider rating theavar of the individuals being rated
may consider rating them as average a safe strdtegyproblem is sometimes are
referred to as the central tendency error cengatléncy is the problem of range
restriction range may involve clustering all emmey around any point on scale
(John,etal,1983:230).

Recency vs. primacy effect error: recencyrefers to the proximity or closeness to
appraisal period. Generally an employee takessy éar the whole year and does little
to get by the punishment. How ever, comes appraised, he becomes very active.
Suddenly there is an aura of efficiency. Files mfagter, takes are taken seriously and

the bosses are constantly apprised of the progresproblems.

10



All this created an illustration of high efficien@nd plays a significant role in this appraised
decision. The supervisory gets railroaded in taebelg that the employee is alert and hence
rated him high. (Aswathapha, 2002:308).

Unclear standards error:-unclear standards problem this graphic rating seaéens objective,
but would probably result in unfair appraisal besmauhe traits and degrees of merit are
ambiguous. For example, different supervisor wardbably define “good performance, “fair’
performance, and so on differently. The same is wi trait such as “quality of work” or
creativity. The best way is to develop and inclulisscriptive phrases that define each trait.
There is the form specified what has meant by *iahding” superior and “good” quality of
work. This specificity results in appraisal thae anore consistent and more easily explained.
(Dessler, 2004:254).

» Rater effect error :-this include favoritism ,stereotyping, and hostiktxcessively high
or low scores are given only to certain individoalgroups based in the raters attitude
to wards the rate, not on actual out come or bhemgavsex, age , race and friend ship

biases are examples of this type of error. (Aswatha2002:208).

» Spillover effect: - this refers to allowing past performance appraigal$ngs to
unjustifiably influence current rating, past ragngood or bad result in similar rating for
the current period although the demonstrated behaldes not deserve the rating good
or bad. (Aswathapha, 2002:208).

» General bias - thereare money ways a supervisor can skew everyone’kitevas.
Some supervisors exhibit the central tendencyngaéiveryone as about average and
only deviations in extreme circumstances. By catir@nd evaluator exhibiting a license
bias will rate every one fairly high, perhaps olia@esire to avoid confronting unhappy
employees. An evaluators blaming or praising engdsyfor things that were actually
out their control. (Dessler, 2004:255).

11



2.7 Determining objective evaluation criteria

The dimensions of performance up on which an eng@ayg evaluated are called the criteria of
evaluation. Examples include quality of work qugntif work and cost of work one of the major
problems with many performance evaluation. Thahéy require supervisors to make personnel
evaluations. That is the evaluation criteria sogstesn is the personality of the incumbent rather
than there levels of performance. According to icag2006) for appraisal to be effective the

following criteria needs to be fulfilled.

1. Relevance-implies a direct link between performance staddamd organizations goals
and could also mean to say a clear link betweerajalysis and appraisal form. It also
implies that the periodic maintenance and updatirjgb analysis performance standards

and appraisal system

2. Sensitivity:-implies that performance appraisal system is lolgpaf distinguishing
effective from ineffective performance

3. Reliability :-implies when the appraisal system gets of theararity of acceptance of
those who will be affected by them .this conditleads to more favorable reactions to
the process and actually increases trust for manege

4. Practicality: - implies that appraisal instruments are easyrfangers and employers to
understand and use (Casio, 2007:334-335).

2.8 Stipulating job description
The performance appraisal process beings with sti@kshment of performance standards in
accordance with the organizations strategic gdassshould have involved out of the company
strategic direction and more specifically the ja@sctiption. The job description is a key tool in
the design of pay they serve two purposes.
» They identify important characteristics of each gabthat the relative worth of jobs can
be determine
» From them we can identify, define and weight congadte factors common job
characteristics that an organization is willing pay for, such as skill, effort,

responsibility, and working condition.

12



These performance standards should also be cléaolgactive enough to bee understood and
measured. Too often these standards are articulattbiguous phrases that tells us little such
as “a full day’'s work “or “a good job”. What is dully days work” or “a good job”? the
expectation a supervisor has an interims of womfop@ance by her employers must be clear
enough in her mind so that it will be able to, @ne later date, communicate this expectation to
her employees , mutual agree to specific job peréorce measures ,and appraise their
performance against these established standard=s{Pec2002:272).
The following steps to be followed by the organi@atn the evaluation process

1. Establishing performance standards
Communicate the standards to employees
Measuring actual performance
Evaluating factors affecting performance
Discussing the appraisal with employees

Compression with actual performance with set steshsl

N o ok~ DN

Initiate the necessary corrective action

2.9 Establishing mutual understanding between thsupervisor and the subordinate
The people group usually do the appraising inclthdeimmediate supervisor employee peers
employee themselves and subordinate

» Immediate supervisor:-appraisal of subordinates by supervisor is deenyeidny to be
an essential part of executive job in most situmattee rate is immediate supervisor of the
person to be rated. Because of frequent contashéaeg most familiar with the employee
work and behavior. It also assumed that the supenable to interpret and analyze the
subordinate’s performance in light of the organ@atobjective super visor rating are
often reviewed and approved by higher managemese thy maintaining hierarchical
control over the appraisal Process (Aswathappa2:204).

» Employee peers: the employee peers are in a better position ttuate certain facts of
job performance which the subordinate or supervisan't do such facts include
contribution to work group project interpersonafeefiveness communication skill,
reliability and imitative (Aswathappa, 2002:204).

13



» Subordinates:it is method were by subordinate their superior.idt used more
development aspects of performance evaluation sleame of the other method it is also
useful in assessing an employees ability to comoati@idelegate work allocate resource
disseminate information resolve inter personal loctefl and deal with employees on a
fair basis (Aswathappa, 2002:204).

2.10 Out comes of performance appraisal

Appraisal out comes: employees are privacy to their appraisal scoreauss supervisors are
required to share the out comes of the appraigathi8 time, employees can see how well, or
poorly, they scored. In turns, this will signify &m employee how his supervisor perceives him
(John, 1984:211).

Effects: 4t is human natural for employees to be affected Hoyv well they score on
performances appraisal. According to the out can®gloyees may feel motivated or deflected.
Negative impact:if a supervisor gives an employee a poor score iefhdr appraisal, they
employee may feel a loss of motivation in the wplace. Consequently, this can impact the
employee’s productivity and performance.

Positive impact: -an employee who reserves good score on their aapiaigenerally motivated
to perform well and maintain there appraisal areegally motivated to perform well and
maintain there productivity. Positive feed back rajgal gives employees a feeling of worth and
value, especially when accompanied by a rise (Jb®84:2011).

Communication: - the most effective organizations are those #matourage and rewired
effective communication, both between employeesthaat supervisor, performance appraisals
can help employees’ understand their strengthsvaraknesses in this area and set attainable
goal to bolster their weaknesses while emphasitiag strengths. Resulting development plans

can also provide for enhanced training and comnatiioic opportunities (John, 1984:211).

Improvement:- when employees work together effectively and wamicate appropriately
excellence individual employees need to work togetb find areas where challenges exist, or
where productivity can be improved, performanceraigpl can help employees target areas for

improvement, as well as identify strengths andifiza they can employee to improve managers

14



And employees can work together to identify reladestelopment opportunities such as training
in project management, six sigma and learn metlogyalJohn, 1984:212).

Change: - change is ironically, a constant for organizatiddanagement decisions or outside
factors, including the industry or economy it mistimplemented efficiently and effectively. An
employee can be best act as a change agent wherdbestands the impact of his role and how
his efforts can be optimize and replicated throughloe organization (John, 1984:212).
Leadership: - through team work, communication, improvement arhange, leaders are
developed. An effective organization not only hasrfal leader's managers and executives but
also individual employees who take on rather moargnor long-term leadership role. That
benefit the entire organization when employeesgaren effective feedback on their leadership
they can develop strategies to help them grow lasttan individual and organization (John,
1984:212).

2.11 method of performance appraisal

On performance appraisal methods there are différ@oks mentioned about appraisal methods
but more concepts clarify by Aswathppa. Aswathpuhicated the last to be addressed in the
process of designing an appraisal program is terawbe method (s) of evaluation. Numerous
methods have been devised to measure the quanditgeality for employee’s job performance.
Each of the methods discussed could be effectivedme proposed, organizations none should
Be dismissed or accepted as appropriate excephegsrelate to the particular needs of the
organization of a particular type of employees. d8ilg all the approaches to appraisal can be
classified in to two (1) Past-oriented methods, @) Future oriented methodgAswathappa,
2002:213).

2.6.1 Past oriented appraisal methods

Rating scale: -this is the simplest and most popular techniquesafapraising employee
performance. The typical rating scale system ctsstf several numerical scales, each
representing a job-related performance criterionchSas dependability, initiative, output,
attendance, attitude, co-operation. Each scaleegafigm excellent to poor. The rater checks the
appropriate performance level on each criterioantbomputers they employees total numerical

score. 15



The number of points scored may be linked to salayeases, whereby so many points equal
arise of some percentage. The raters biased alg tix influence evaluation, and the biased are
particularly pronounced on subjective criteria sashcooperation attitude and initiative. Further
more, numerical scoring gives an illusion of prexis that is really unfounded. (Aswathappa,
2002:213).

Forced distribution method: - one of these errors in rating is leniency clustgaiarge number
of employees around a high point on a rating stadeforced destination method seeks to
overcome the problem by compelling the rater tougs the rates on all points on the rating
scale. The method operates consider an assumptberployee performance level conforms to
a normal statistical distribution. (Aswathappal2214).

Generally it is assumed that employees performéanad confirm to a bell-shaped curve. The
major weakness of the forced distribution methogs lén the assumption that employee
performance levels always conform to a normal idistion. In the organization that have done a
good job of selecting and rating only the good qarfers, the use of forced distribution
approach would be unrealistic as well as possie#rdctive to the employee moral. The error of
central tendency may also occur, as the ratertsefs@m placing an employees in the lowest or
in the larger highest group difficulties also arfisethe rater to explain to the rate why he or she
has been placed in a particular group. One metiisfapproach is that it seeks to eliminate the
error of leniency. How ever, the forced choice rodths not acceptable to raters and rate,
especially in small groups, or when group membees al of high ability. (Aswathappa,
2002:214).

Critical incidents method:-the critical incidents method of employee assesdrhas generated
a lot of interest these days the approach focuseotain critical behavior of an employee that

make all the differences between effective and efiective performance of a job.
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One of the advantages of the critical incidentshoe is that the evaluation is based on actual
job behavior. Further, the approach has descriptiothe support of particular rating of an
employee. Giving job related feed back to the imi@so easy. It also reduces the leniency bias,
if raters record incidents throughout the ratinggume Generally, this approach can increase the
chance that the subordinates will improve becaleg earn more precisely what is expected of
them.

The methods however have significant limitation

1. Negative incidents are generally more noticeald@ fhositive ones;

2. The recording of incidents is a chore to the supervand may be put off and easily

forgotten;
3. Overly close supervisor may result;

4. Managers may unload a serious of complaints abagidents during an annual
performance review session.
More appropriately, the management should use emt¢sd performance as opportunities for

punishment or immediate training and controllirgs\athappa, 2002:214).

Essay method: -in the easy method the rater must describe theamelwith in a number of

broad categories, such as

*
0.0

The raters over all impression of the employeei$opmance.

*
0.0

The promote ability of the employee

*
0.0

The jobs that employees are now able to qualifiguetrform.

*
0.0

The strength and weakness of the employee, and

The training and development assistance requiygtidoemployee. It is extremely use full in
filling information gaps about the employees thdtem occur in the better structured
checklist methods. The strength of the essay metlegknds on the working skills and

analytical ability of the rater.
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How ever many raters do not have good writing skillhey become confused about what to say
how much they should state and the depth of theatna. A problem with this method is that
the rates may be rated or quality of the appraigals they give. The quality standard for the
appraisal may be underlay influenced by appearaate than content. This “high quality”
appraisal may provide little useful information abthe performance of the rate. (Aswathappa,
2002:214).

Ranking method - in this the supervisor ranks his or her submaths in the order of their merit,
starting from the beast to the worst. All that thaman resource department knows is that A is
better than B. The “how” and “why” are not questednnot answered. No attempt is made to
fractionalize what is being appraised in to compbne elements.
This method is subject to the hallo and leniendgat$, although ranking by two or more raters
can be averaged to help reduce biases. Its adentaglude ease of administration and
explanation. (Aswathappa002:214).

Behaviorally anchored rating method is some times called behavioral expectation scalee
rating scales whose scale points are determinedtégments of effective and ineffective
behaviors. They are said to be behaviorally anchdamethat the scales represent a range of
descriptive statement of behavior varying from teast to the most effective. A rater must
indicate which behavior on each scale beast descab employee’s performance. Behaviorally
anchored rating method help over come rating etnoigrtunately, this method too suffers from

distortions in here in most rating techniques. Athappa2002:214).

2.6.2 Future oriented- appraisals

According to Aswathappa, this can be assessed tysiiog on employee potential or setting
future performance goals. The commonly used futangented techniques are management by

objectives, psychological appraising and assessoseners. (Aswathappa002:215).
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Management by objectives- the concept of management by objectikefects a management
philosophy which values and utilizes employee dbation application of management by
objectives in the field of performance appraisateésent thinking. The system is flexible since
employees can have different standard of performaven if their job description are similar
unlike rating system used across job positions. ddament but objectives workers can be
described to establish the goals each subordisate attain in some organizations, superiors
establish goal for subordinates. It is extremelydhto write performance standards that are
meaningful and objective ways is an art from gelheraquires training for those involved in
writing standard that may mean training both margad employees. these is no question that
up front work involved with this system is much malemanding than lets say for a narrative or

rating system, where the upfront work can be atrmes.(Aswathapp2002:215).

Assessment centersmainly used for executive hiring, assessment carasx now being used

for evaluated executives or supervisory potenttal. assessment career is a central location
where managers may come together to have theicipatton in job relate exercises evaluated
by rained observers. The participial idea is toleat® mangers over a period of time. The
characteristics assessed in a typical assessmetar ¢geclude assertiveness, persuasive ability,

communicating ability, planning and organizatioahllity. (Aswathappa2002:220).

360 degree feed backas stated earlier, here multiple raters involveevaluating performance,
the techniques is called 360-degree appraisal. 36t —degree technique is understood as
systematic collection of performance data on aividdal or group, derived from a member of
stakeholders. The stake holders being the immediapervisors team members, customers,
peers, and self. Intact any one who has usefulnmdton on “how an employee does the job”
may be one of the appraisers.

The 360 degree appraisal provides a broader péngpebout an employee’s performance. In
addition, the technique family rates greater safaopment of the employees. For ones

development, multi source feedback is highly useful
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It enables an employee to compare his or her pgores about self with perceptions of others.
Besides, the 360-degree appraisal provides forewlizommunication links between an
employee and his/her customer. It makes the emelés®el much more accountable to his/her
internal/external customers. The technique is @aerly helpful in assessing soft skills

possessed by employees. By design, the 360-degmaisal is effective in identifying and

measuring interpersonal skills, customer’s sattgfac and team-building skills. (Aswathappa,
2002:220).

However, there are drawbacks associated with tBed@§ree feedback. Perceiving feedback on
performance from multiple sources can be intimiatilt is essential that the organization

creates a none-treating environment by emphasthi@egositive impact of the technique on an
employee’s performance and development. Furthemsfithat use the techniques take a long
time on selecting the rater, desiring questionnaird analyzing the data. In addition, multiple

raters are less adapt at providing a balanced bjattove feed back then the supervisors, who
are thought to be replaced. Raters can have ensrmablems separating observations from
personal differences and biases. Pitfalls not wiémding, more and more member of firms are
using the 360-degree appraisal technique to adsespérformance of their employees.

(Aswathappa2002:220).
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CHAPTER TREE
DATA PRESENTATION, ANALYSIS AND INTERPRETATION

This chapter deals with presentation, analysis smerpretation of data gathered through

guestionnaire and interview. The questionnairesewstributed to 108 selected respondents.
Out of this 90 of respondents filled out and regaithe questionnaire. In this part of the study
the data collected through questionnaire are téddilaanalysis and interpretation on the other
part these chapter discuses the information oldaim®ugh the administration of interview and

from documents.

Table- 3.1 personal information of the respondents

Item Category No respondent Percentage
Male 48 54%
1 Sex Female 42 46%
Total 90 100%
<20 0 0%
2 21-30 30 33%
Age 31-40 41 46%
41-50 19 21%
51 above 0 0%
Total 90 100%
3 12 complete 25 28%
Diploma 10 11%
Level of education | 18 degree 50 55%
2"%degree and above 5 6%
Total 90 100%
Service year in the0-5 20 45%
company 5-10 40 22%
4 11-15 17 19%
Above 16 13 14%
Total 90 100%
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As clearly described in the above table 48 (54%j)hef respondents are male and the rest 42
(46%) of the respondents are female. The same #@dddereveals that out of the total 90 sample
respondents 30(33%) fall in the age range of 23&4rs; 41(46%) fell in 30-40 years range
,and 19 (21%) Of them are in the category of @gge of 41-50 years .This implies that to
some extent the organization believe that maledlag@eople who fell in the age range of 30-40
are competent enough for the nature of the workfaasas educational qualification of the
Respondents concerned. As shows in item 3 of thle 25 (28%) of the respondents gradel?2
completed 10 (11%) of the respondents have mithgloma 50 (55%) of the respondents are
degree holders on the other hand 6 of the res hraster of art (MA). This may indicates that
the organization as manufacturing company has dnaugk force to operate the organizational
activities, for the student researcher on the oktzed it enables to get efficient information to
conduct this study. When we see item 4 of the aliabke 40 (45%) of the respondents have
been served for 5-10 year in the company 204 2fave 0-5 service year, 17¢Rand 13 (129

of the respondents have 11-15 and above 16 serearan the company respectively.

Table -2 Importance clear job descriptions

The appraisal process requires that performancection be set for Respondents
you during a planning session at the start ohgagieriod No %
Strongly agree 19 22%
Agree 32 37%
Neutral - -
Disagree 20 23%
Strongly disagree 15 18%
Total 86 100

As indicated in table 1 above respondents were dagketheir level of agreement that
performance expectation, that is requirement fopraipal process it set for them during
planning. Accordingly it has been found out that2P%) and 32(3%9 of them rated as “strongly
agree” and “agree” respectively conversely, 20/428d 15 (189 of them rated “disagree” and
“strongly disagree”.
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Although the data shows that the majority have tp@siperception about the organization
practice in setting performance expectation, passible to sense that there are visible gap as

34(43/ of respondents do not have positive impression.

Table 3 importance of performance appraisal plan

The appraisal expectations during the performgrlanning session Respondents
reflect the most important factors In your job egfation No %
Strongly agree 34 44%
Agree 10 13%
Neutral - -
Disagree 15 20%
Strongly disagree 18 23%
Total 77 100%

As can been seen in table 3 above 3244hd 10(129 respondents pointed out by “ strongly
agree “and “agree” respectively that of the expemtaset during the performance planning
session reflects the most important factor oirflo& on the other hand the rest of 130
and 18 (2%9 respondents confirmed that expectation thatdgeng the performance planning
session does not reflect the most important fagtotiseir job it is possible to say that there was

a gap of 33 (49 respondents and the work were done as of theeapplan .

Table 4the significance of supervisor action gtameasure performance

The appraisal process allows you to set the peence standards that Respondents
your supervisor will use to rate your performance No %
Strongly agree 5 6%
Agree 33 36%
Neutral 3 4%
Disagree 30 33%
Strongly disagree 19 21%
Total 90 100%
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In the above table the researcher also tries &sadbe rate whether the appraisal process allows
employees to set performance standard for the fusepervisor to evaluate them or the process
not allows employees. Accordingly 36and 33 (369 of the respondents “strongly agree” and
Agree " respectively and the other respondents3 (339 and 19 (2% are “disagree” and
“strongly disagree” in this regard 3@ of respondents are neutral. From this informatioere

was a deferent among employees that was some efripyees are allows to

Set performance standards but the majority of med@ots were not allows. This implies that
employees do not have equal chance.

Table -5 clear descriptions on performance evalnatriteria

The performance standards are clearly explainedngoyee Respondents
No %
Strongly agree 38 42%
Agree 37 40%
Neutral 3 4%
Disagree 5 6%
Strongly disagree 7 8%
Total 90 100%

Based on the data collected through questionemn frespondents 38(42%) and 37(40%)
respondents replied that “strongly agree” andgfee” conversely 5(6%) and 7(8%) of the

respondent are “strongly agree” and “disagree” thatorganization is not clearly describe the
criteria of performance evolution, the rest of 3j4%spondents are neutral their for the company
has good reputation in this regarded as of thgnita of the respondents agree that the
organization has a good repletion in relatiorclarify performance evaluation criteria. This
implies that employees were not aware their expegtaformance equally, which leads to poor

rate of departmental objectives.
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No %
Strongly agree 6 8%
Agree 11 14%
Neutral -
Disagree 19 24%
Strongly disagree 42 54%
Total 78 100%

Table -6 weather performance appraisal criteriscaaceirate or not

From the response provide in the above table nigjofithe respondent which covers 19(24%)
and 42(54%) were” disagreed “and “strongly disagtee that of the criteria of performance
appraisal are accurate 6(8%) and 11(14%) of theoretents conversely “strongly agree” and
“agree” respectively by the accuracy of performaappraisal evaluation. Thus it is possible to
say that the evaluation and the appraisal givetheéoemployees are not related and senseless,
which leads to high financial and time cost.

Table: 7 show weather the current appraisal rat@ evork or not

The current appraisal does rate the extra workhef| Respondents
employees No %
Strongly agree 9 11%
Agree 4 5%
Neutral -

Disagree 55 69%
Strongly disagree 12 5%
Total 80 100%

When we see weather extra work of the employeeaatvaluate in the current appraisal from
the total respondents 9@jland 4(%4 are said that yes the current appraisal ratenexork by
strongly agree and agree respectively, the reghefrespondents 55(@® and12 (159 are
disagree and strongly disagree by that of the ntappraisal rates extra works. From this truth
one can be says that the organization is not pippegaluate the employees and not understand
their efforts to wards the achievements of its g@ad objectives.
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No %
Strongly agree 15 12%
Agree 8 9%
Neutral - -
Disagree 21 28%
Strongly disagree 31 41%
Total 75 100%

Table: 8 Show feed back level of evaluation

As summarized in the above table the majority @& tespondents i, e 31(41%) and 21(28%)
disagree and strongly disagree that the resultvafuation are discussed and explain to the
employees concern 15 (20%) and 8(9%) of the respusdin like the others strongly agree and
agree by that of result of the evaluation are dised and explain for them. As a result of this
measure of employees can not be known their gapvaa#tness to be improved and strength to

be maintaining the company may use the evaluaésaultronly as personal record.

Table: - 9 the result of evaluation reliable antidva

Result of evaluation are reliable and valid Respondents
No %
Strongly agree 38 42%
Agree 22 24%
Neutral 2 3%
Disagree 18 20%
Strongly disagree 10 11%
Total 90 100%

As indicate the above table that among the tosgardents majority of them strongly agree and
agree that the performance evaluation is reliabte\alid which covers 38(42%) and 22(24%)
respectively, the rest of the respondents i.e.A%®{2and 10 (11%) disagree and strongly agree
by that of the performance evaluation is reliadnel valid As performance appraisal one of a
major human resource activities performance apgrabould be reliable and valid .It may
implies that employees results depends on theaelahip with the immediate supervisor rather

than the capacity they have to do the assigned job.
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Table: 10 Formulation of evaluation criteria

Employees are involved in the formulation of evéiluacriteria Respondents
No %
Strongly agree 4 5%
Agree 2 3%
Neutral - -
Disagree 51 65%
Strongly disagree 22 27%
Total 79 100%

Table: 10 tries to indicate the degree of employeelvement at the time of formulation of
evaluation criteria, accordingly about 51%5and 22(2%) said that the degree of employee
involvement in the formulation of evaluation critedisagree and strongly disagree respectively,
the rest of the respondent i.e. %%and 2(39 confirmed that it was strongly agree and agree.
Accordingly to the majority of the respondent cane that the employee does not have a good

reputation against the employee’s involvement dutire formulation of evaluation criteria.

Table: 11 Enthusiasms in performing their job

Enthusiasm in perform your job Respondents

No %
Very high 45 50%
High 23 25%
Medium 6 7%
Low 12 13%
Very low 4 5%
Total 90 100%

As can be seen the above table the respondents alsyeasked about their enthusiasm in
performing their jobs in this regard 45¢@0and 23(2%9 of the respondents replied that very
high and high enthusiasm to wards their job themwotespondents i.e. 12 @Band 4(39 have
low and very low interest on their job in this redy®(?49 of respondents are medium. This
implies that the majority of the employees weragresd with relation to their field of study and
they work professionally.
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Table: 12 Employee degrees of efficiency and effeoess

Efficiency and effectiveness your job Respondents
No %
Very high 43 48%
High 11 12%
Medium 21 23%
Low 6 7%
Very low 9 10%
Total 90 100%

The above table trays to asses employees degresficiency accordingly of majority of
respondents i.e. 43(#3 and 11(129believed that the efficiency and effectivenesstlod
employees are very high and very high respectige #he data show that 21@3of the
respondents said that employees have medium effigiand effectiveness on their job while the
rest i.e. 6(%9and9(109 confirmed that they have low and very low effratg and effectiveness
on their job respectively from this informationeoman be said that the effectiveness and

efficiency of employees of their job i.e. the comp&as competent enough work force

Table: 13 show degree of work initiation of empleye

Initiation of the attitude of working beyond youssigned Respondents
time No %
Very high 43 58%
High 15 20%
Medium 12 16%
Low 3 4%
Very low 1 2%
Total 90 100%

As indicate in table 13 above respondent were atkedte their level of agreement that show
level of work initiation, accordingly it has beeouhd out result that 43(%8 and 15(2€9 of

them rated as “very high” and “high” respectively
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on the other hand 3%¥ and 1(29 of them replied as “low” and “very low” althougthe
outcome shows that the majority have positive aecege about level of work initiation it is



possible to sense that there are visible gaps 8¥) 4f the respondents do not have good

impression.

Table 14 Punctuality and attendance

Punctuality and attendance on job paedents
No %
Very high 42 46%
High 31 34%
Medium 13 14%
Low 4 6%
Very low - -
Total 90 100%

As indicate in table 14 above respondent were askethte their level of agreement that
punctuality and attendance on their job it has Heend out that 42(48) and 31(349 of them
rated as very high and high respectively converd8i{l449 and 4(649 of them rated medium
and low punctuality and attendance their job algiothe data shows that the majority of the

respondents are very punctuated in their job.

Table 16 salary increment

Salary increment Respondent
No %
Very high 2 3
High 6 7
Medium 38 42
Low 30 33
Very low 14 15
total 90 100

As indicate in table 16 above respondent were askedte their amount of salary increment it
has been found out that 23 and 6(?9 of them replied that “very high” and “high”

respectively.
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Conversely 30(38) and 14(1%9 of respondent rated that “low” and “very low” latugh the
data show that the majority of the respondent megaderception about the amount of salary

increment

Tablel7 promotion

Promotion Respondent
No %
Very high 27 30
High 34 38
Medium 8 9
Low 10 11
Very low 79 12
Total 90 100

As in the above table the respondent were askedtéotheir degree of promotion it has been
found out 27(3@9 and 34(389 of them replied that very high and high respestivconversely
10(11%9 and 79(12%) of respondent rated that low and very low althotigé data show that the

respondent have negative perception about degnewfotion.

Table 18 Bonus payment

Respondent
Bonus payment Number %
Very high - -
High 19 25
Medium 37 48
Low 21 27
Very low - -
Total 77 100

As indicate that in the above table respondentcastgate the award bonus payment

regard 19(2%) of the respondent replied that they have “higl@hiss payment, conversely
21(229 of the respondent rated them as “low” this shdhet the company does not well
performing bounce payment to the employee as theltref this majority of the respondent
negative perception about bonus payment.

30



Table 20 Medical insurance grant

Medical insurance grant faor Respondent
employees No %
Very high 53 62
High 19 22
Medium 13 16
Low - -

Very low - -

Total 85 100

As indicate that in the above table 20 the respohdere asked to rate their medical insurance
grant it has been found out that 53®2nd 19(22) of them rated as “very high” and “high”

Respectively, the data although show that majaritthe respondent positive perception about
medical insurance grant, the company should hageaa trained concerning about medical

grant giving for the employees.

3.2 Analysis and interpretation of interview question

The findings obtained that from the interview thafflsmember of the management believe that
there were problems faced when they conductingpé&n®rmance evaluation and it always done
by the policy of the company unlike employees resps managers are confirmed that
employees are accepting their weakness and strémgiligh clearly communicate the appraise
results and they react positively which stated treihing and other capacity building program
under consider. The response of the managementdnegato the criteria used to evaluate
employees, the criteria are set by management avittussion of employees. To get a good
result of performance appraisal at organizatiorelleyroup team level, individual as well as

employee’s level.
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According to the management interviewed commertatithe practice of performance appraisal
evaluation since it measure on balanced way. That iises generic measures like financial
customer internal business process, learning amatr

This is because corrective actions under takenhy dustomer service department are the
responses for this stated good practice. It watedtalso that the practice of performance
appraisal in Repi Soap and Detergent S.C was apprdc by privatization and public
enterprises. According to the management perfocmappraisal system in the organization
prepare in fairly manner they said that the tépmm they use is scaling method to rate the
employee performance this method deals with evalysgmployee performance by setting a

standard like excellent, very good, good and bededtrage with corresponding numerical value
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CHAPTER FOUR

4. SUMMARY, CONCLUSION, AND RECOMMENDATIONS
This chapter summarizes the main findings of tlhuelystand presents conclusions and suggests
recommendations for the identified problems basethe conclusions.

4.1 SUMMARY

The studies tried to assess and analyze the pexfmgrevaluation and appraisal practice of Rapi
Soap and Detergent S.C research design and metlgydtypes of data used and data tools also
intended to suggest possible solution to the proble

The major findings obtained from this study are marized as follows

% The research has been designed in such a wayabatgtive research method is used

« Types of data used for this research both primata cand secondary data source.
Primary data were gathering through questionnaickiaterview held with managers of
the organization. Secondary data were collect ftbenrelevant organizational polices
guidelines as well as other related documents.

« Data tools used:- to conduct the study differerdti@hary materials and printed
guestioner paper was used to collect and analyzeimahort the following materials was
used to collect data during research preparatoich as notebook, photocopy, flash, pen,
ruler, binder, telephone and transport service.aDptesentation, analysis and
interpretation findings obtained from this studysunarized as follow

s 32(3R4 of respondents response indicate that rated agraée performance appraisal
expectation. Although the data show that the migjdrave positive perception about the
organization practice in setting performance exqtéean.

s 34(444 of respondents rated strongly agree on theegegf expectation during the
performance planning session. The data shows timatekpectation set during the

performance planning session reflects the most itapbfactor on their job.
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33(384 respondents rated agree on the significance fdrsisor action plan. Although
the majority of the respondent were allows to det performance standards that
supervisor will use to rate the performance of eypés.

Respondent i.e. 38(42 rated indicate strongly agree on clear employedopmance
standards. The data show that majority of the nedgots agree that the organization has
a good repletion in relation to clarify performarealuation criteria.

Number of respondent 42(% rated strongly disagree on the criteria of peri@ance
appraisal. Although it is possible to say thatekealuation criteria and the appraisal given
to the employees are accurate.

55(6249 respondent rated disagree on the current appreasa extra work or not.
Although the majority of the respondents were rtéld that current appraisal does not
the extra work of the employees.

Number of respondents 31l rated strongly disagree on the feedback level of
evaluation. The majority of the respondent werat ttesult of evaluation does not
discussed and explained to the employees concern

Respondents i.e. 38#@raters indicate strongly agree on the evaluabioperformance
appraisal reliable and valid. The data show thatrtfajority of the respondent negative
perception about amount of salary increment.

Number of respondents 51@prated disagree on the formulation of evaluatiotega.
The majority of the respondent can agree that ti@l@yee does not have a good
reputation against the employee’s involvement durihe formulation of evaluation
criteria.

Number of respondents i.e. 45¢§0rated very high on the enthusiasm in performance
their job. The outcome of respondent show that rtizgority of the employees were
assigned with relation to their field of study ahdy work professionally.

43(484 respondents rated very high on the employee degrfe efficiency and
effectiveness. from the outcome of respondent faekllof the majority of the employee
performing their task effectively and efficiently.
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« 43(584 respondent rated very high on level Of work atitn. Although the out come
show that the majority have positive acceptanceialevel of work initiation.

s 42(484 respondents rated very high in the level of pualtty and attendance on their
job. The outcome show that the majority of the oesjents say that very punctual in their
job.

s 38(4249 respondents rated as medium in salary incremBmé data show that the
majority of the respondent negative perception abmiamount the salary increment.

% 79(12%) respondents rated as degree of promotioreng low. This implies that the
majority of the respondent have negative perceplmyut degree of promotion

s 37(48%) respondent rated as bonus payment amoumédgum. The data show that the
company does not well performing bonus paymenhé&edmployee as the result of this
the majority of the respondent negative percepioout bonus payment.

« 53(62%) respondent rated as medical insurance gemt high. The majority of the
respondent positive perception about medical imsigagrant the company should have a

good trained concerning about medical grant givarghe employees

Finally, according to the conducted managementvige the most the interviewee agreed that
there is good policy and each employee participatedvery role of performance appraisal
system they stated that challenges is it is veffycdit without very careful management to
ensure that consistent approach is adopted by renmegsponsible for rating and this means that
performance or contribution rating decision wilspected.

Because everyone need better and more resultfwghibeyond the manager level. Management
interview is synchronized with the Questionnairerétfore is almost inevitable that some people
will be more generous than other, while others Wwél harder on their staff because they are
indulging in favoritism or prejudice
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4.2CONCLUSIONS

The above summary of the findings the followingdading remarks were drawn

7
°

3

*

*.
°

The most weak side of the company is that short land term of training and
developmental police are mainly insufficient

Lack of promotion program to those employees wheeharoductive and efficient
on their work position.

Forever new entrant employee orientation prograchlamndling over the employee
with job descriptions have not been under takerth@y management body of the
organization.

The overall result of study indicate the performeam@ppraisal outcomes of in the
organization found to be low and unsatisfactory tiuehe feedback of daily and
weekly standards occupation assessment resulterdormance of employee have
not been submitted on time.

The result of performance appraisal is not use¢hferintended purpose such as salary
increment, promotion, transfer and demotion etc.

Lack of clarity between supervisor and employeeasnduformulation of evaluation
criteria.

4.3RECOMMENDATION

The data processed and information obtained frompl@yees questioner and management

interview revealed that the appraisal practice gpiRsoap and detergent S.C is appreciated

however these exist some weakness and short cortiagshould be corrected. After analysis

made, the researcher has identified core problartisei performance appraisal and suggested the

following recommendation.

* In order to get better results on employee perfogaaappraisal practice should clearly

expected performance by setting good repetitidosnegh mark.
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In order to improve the criteria of performance rapgal senior management should
follow up appraisal implementation that performedaiccordance with Rapi Soap and
Detergent S.C appraisal polices and should deveajihy relationship and engagement

Between each employee and support subordinateda@n rieed, communicate clear

expectations, and constructive feedback has torgetdiate action.

For the sake of meeting the expected performangehvdtated on planning session, the
management should create awareness about theioégeat performance evaluation and

appraisal

The main objective criteria of the organizatioméeds improvement on its performance

appraisal practice area which needs close attefaramprovement

Regarding the evaluations with the employees jatrrijgtions the researcher conclude
that there is problem or limitations within apprape implementations of rule and
regulations which states that every employees shewhluated with regard to job
description.

In order to build employees capacity there sholddtraining and development program
and the company shows allocate enough budget tahmirtraining and development
program.

If employees have above expected performance 8t@uld be intensive, rewards,

promotion and other appraisal forwarded to the eyg#s

In the performance evaluation criteria is not aateithe result with not indicate the real efforts

of the employees. Thus it should be the trainind davelopment program us Rapi Soap and

Detergent S.C has got the area needs for improvenrernheir appraisal rating practice, the

management team should comply with recommendat@mpsolong the organization’s good will.

To wards as per the given recommendation everyregigpe level group should mitigate

injustice rating to keep clarity of the organizatigerformance appraisal practice.
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ST. MARY'S UNIVERSITY
DEPARTMENT OF MANAGEMENT

Questionnaire to be filled by administrative emgey of Rapi Soap and Detergent S.C. this
study is entitled to the practice of performanppraisal on employee administrative behavior of
Rapi Soap and Detergent S.C this questionnaireapeepby & year management student of
st.may’s university to collect data on Rapi Soap and @etatr S.C practice for writing a paper
for a partial fulfillment of the award of bachelof degree in management. so you are kindly
requested to give accurate and relevant informdbothe success of my study. Your answer is
strictly confidential. Thank you in advance for yawooperation in answering the questions by
devoting and sharing your valuable time.

DIRECTION

1. No need to write your name on the questionare.

2. For questions with multiple option,put the sign ¢x) your choice

3. Please feel to give any additional comment that fgmll is important on the back page the
guestionnaire

PART I: BACKGROUND INFORMATION

1.sex male{j Female |:|
2. age |:| 20-3q:| 31-1:|1 41-5|:| 51 amle |:|

3. level of education 12 completD

Diploma I:I

Degree and above [ |

4.service in year the company 0-5-|:| 1 11-|:| 16 and above |:|



1.Carefully consider the following statements d&nel answer that indicates the extent to which

you agree with each statement

s/n| Statement Strongly | Agree| Neutral | Disagree| Strongly
agree disagree
1 | The appraisal process requires that performance

expectation be set for you during a plannjng

session at the start of a rating period

The appraisal process makes sure that yours

performance expectations measures what Yyour

really do for your company

The expectation set during the performance

planning session reflect the most important factors

in your job

The appraisal process allows you set [the

performance standards to set the performance

standard that your supervisor will used to rateryou

performance

Your rater clearly explains to you what he/s

expects in your performance

2. Reflect level your level of agreement to the foliogysystems with reference to Repi Soap

Detergent S.C appraisal system effectiveness

s/n

Statement Strongly| agree

agree

Neutral

disagreement

Strongly

disagreement

The performance standards are clearly

explained to the employee

The criteria of the appraisal system is hot

accurate

The current appraisal does rate the extra

work of the employees




Result of evaluation are discussed and

explained to the employees concern

The result of the evaluation is not reliable

and valid

Employees are involved in the formulation

of evaluation criteria

3. How do you rate the impact of the performance dpgtaon your company in terms of

fostering the following aspects

s/n

Aspect

Very high

high

Medium

Low

Very low

Enthusiasm in performing your job

Efficiency and effectiveness on your job

Initiation in doing your work

Positive attitude towards your assigned task

Punctuality and attendance on job

Loyalty to your company

Motivation in doing your work

0 N| O g1 M| W N|

Initiation of the attitude of working beyond yo|

assigned time

Inter personal relationship among your w

colleagues

prk

10

Work skills and expertise

4. To what extent does the company provide theodollg packages to well performing

administrative employees?

s/n

Aspect

Very high

high

medium

Low

Very low

Salary increment

Bonus payment

Promotion

Al W N

Medical insurance grant
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Interview questions for senior supervisor and &ov

1. What are the problems of performance appraisaltipgaaised in the Rep Soup and
Detergent S.C? Do you think it is done as it sepalice?

2. What is the reaction of employees at the of applaicess approaches?

3. Do workers have access to know results of theiiop@ance appraisal

4. What appraisal criteria (standard are used by énepany) and who develop them is it don
by both the boss and employees?

5. Do you believe the performance appraisal systetharorganization is prepared in fertility

manner?

6. What are the checking points for performance applandicators to measure?
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