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Abstract
Thepurposeofthisstudywastoassesstheemployee'sattitudetowardsperformance

appraisalincaseofEthioTelecom wolkitebranch.Severalaccessibleperformance

appraisalsystems require a coordinated effort between the human resource

departmentandthemanageroftheorganizationwhoareresponsibleforconducting

performanceappraisal.Thestudywasconducted on primaryand secondarydata

sourceusedtocollectdata.Inordertocollecttheprimarydatatheresearcherused

closedendedandopenendedquestionandstructuredinterview.Andalsosecondary

datatheresearcherusedethio-telecom document.Theresearcherhasbeentaken37

employeesintheorganization.Sotheresearcherusedcensusmethod.Theanalysis

incorporated both quantitative and qualitative approaches,with results presented

throughdescriptivestatistics,frequencydistributions,andpercentages.Theresearcher

has made an endeavorto find outeffective employees attitude on performance

appraisal,therelationshipbetweenemployeesattitudeandperformanceappraisalis

positiveandthetechniquesofevaluationusedintheorganizationwasmanagementby

objectives.Thisresearchwashelpedtoobtainenoughknowledgeregardingemployee's

attitudetowardsperformanceappraisalintheorganizationandforthefuture.Atthe

endsomeideawereforwardedasconclusionsandrecommendation.
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CHAPTERONE

INTRODUCTION

1.2Backgroundoftheorganization

Ethio-telecom isestablishedinthecapitalcityofEthiopiaandflowtowardeachregional

stateandotherscitybyopeningitsbranchestoaddressallcustomersinthecountry.In

ordertoconnecteveryEthiopianthroughICT,toprovideproductandservicethat

enhancethedevelopmentofournationandtobuildasuccessfulbrandknownforits

customerconsideration(www.ethiotele.com.et)

AtthetimebeingEthio-telecom serviceisspreadingtowardsallregionsandotherscity

butthewholeiscontrolledbytheheadquarterstelecommunicationheldcapitalcity.

Thecompanyaworkingcapitalandsomanyemployeeswithpermanentworkplace

conditionandpaymentaswellastemporaryworkers.

ThewolkitebranchofEthiotelecom startsperformingitswillintendactivityatthetime

whensuchconvenesarenotwildlyusedknowamongthepopulationofthecountryits

establishment.willapparentlyinresponsetobetriggeredbythedevelopmentofthecity.

WolkitebranchislocatedinGuragezone,approximately160km ofAddisAbaba.

Geographically,wolkiteislocatedat9.5922degreeNorthLatitudeand41.8607degree

EastLongitude

VisionofEthio-telecom:

Tobeaworld-classtelecom serviceprovider.

MissionofEthio-telecom:

1.ConnectEthiopiathroughstate-of-the-arttelecom services.

2.Providehigh-quality,innovative,andaffordabletelecom productsandservicesthat

enhancethedevelopmentofournationandensurehighcustomersatisfaction.

3.Buildareputablebrandknownforitscustomerconsideration.

4.BuildmanagerialcapabilityandmanpowertalentthatenablesEthio-Telecom to

operateataninternationallevel.

5.Supportcommunityandenvironmentaldevelopment.

GoalofEthio-telecom:
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1Torehabilitate,extend,repairandmaintainthetelecommunicationfacilitiesof

Ethiopia

2Toengageinthebusinessoftelecommunicationforprofit

3ToacceleratedigitaltransformationofEthiopia

ValuesofEthio-telecom

1.Leadwithvision.

2.Becommittedtounderstanding,meeting,andexceedingthetelecom needsand

expectationsofthecountryatlargeandcustomersinparticular.

3.RespectcustomersandrecognizethattherevenuegeneratedallowsEthio-Telecom

tooperate.

4.RecognizeemployeesofEthio-Telecom asthemostvaluableassetsandcreatea

conduciveworkingenvironmentthatallowsthem todevelopandgrow.

5.Excellence:Becommittedtohigh-levelperformance,customerservicequality,

organizationalexcellence,andcontinuousimprovementofservicequality.

6.Integrate:Beethicalandhonestinallassignments.

7.Accountability:Beaccountabletoallstakeholders.

1.1BackgroundoftheStudy

Aperformanceappraisalisindeedawayofmeasuringanemployee’sperformance.As

ofnowtherearenoalternativestomeasuringanemployee’sperformance,inwhichever

newwaytheemployertriestoevaluatetheemployee’sperformance,itwillstillbecalled

asdoingtheemployeeperformanceappraisal.TheevolutionofPerformanceappraisal

practicestartedasoldashumanbeingstartedsociallifebutwelldesignedandplanned

performanceappraisalsystem hasemergedduringIndustrialrevolutioninEurope.

Performance appraisalcan be defined as the formalassessmentand rating of

individuals by theirmanagers at,usually,an annualreview meeting based on

predeterminedgoals(Armstrong,2006).

Performance appraisalis the systematic process ofweighting and measuring of

employee performance againststandards setorpredetermined goals and these

standardsareobtainedbythehelpofjobanalysis.Performanceappraisalmeans
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evaluating an employee currentand orpastperformance relative to his orher

performancestandards(Desseler,2013).

Performanceappraisalisthemeasurementofworkanditsresultsbyusingthescale

andindexthatwecanmeasurethedesiredquantityandqualitywithprecisionandfree

ofpersonaljudgmentsandvaguecriteriaofevaluation.Measurementofanactivityis

donebyactivityandcomparisonofitsresultswithacriterionthatwecanevaluatethe

desired quantity and quality precisely.Performance is the way through which

employeesperform theirdutiesand theevaluation isjudging theperformanceof

employees,(Scott,2009).

Accordingto(Desseler,2013)themainreasonstoperformanceappraisalarethe

following:-Mostemployerstillbasepay,promotionandretentiondecisionsonthe

employees appraisal,Appraisalplaya centralrole in the employers performance

managementprocess,Appraisalletsemployerandthesubordinatedevelopplanfor

correctinganydeficienciesandtoreinforcethethingsthesubordinatedoesright,

Appraisalshouldfacilitatecareerplanningtheyprovideopportunitiestoreview the

employeescareerplaninlightofhisorherexhibitedstrengthsandweaknessand

Supervisoruseappraisaltoidentifyemployeestraininganddevelopmentneedsand

appraisalshouldenablethesupervisortoidentifyifthereisaperformancegapbetween

theemployees’performanceandhisorherstandardsanditshouldhelptoidentifythe

causesofsuchgapandtheremedialstepsrequired.

FAO (2013) stated that Performance appraisal(PA) is one among a strong

managementtoolformotivating people,increasing productivityand attainmentof

organizationalalsoasemployees‟objectives.Eventhoughperformanceappraisalscan

bequiteeffectiveinmotivatingemployeesandresolvingperformanceproblems,in

reality,onlyasmallnumberoforganizationsusetheperformanceappraisalprocessto

itsfullpotential.Performanceappraisalsystemsarekeyleversthatcanbeusedto

motivateanddriveemployeeperformance.Sysoieva,I.(2020).PerformanceAppraisals

isthattheassessmentofindividual’sperformanceduring a scientificway.It’sa

developmentaltoolused forallround developmentofthe workerand thus the

organization.Theperformanceismeasuredagainstsuchfactorsasjobknowledge,
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qualityandquantityofoutput,initiative,leadershipabilities,supervision,dependability,

co-operation,judgment,versatilityandhealth(A.Decenzo,1999).

Ingeneraltheresearcherwasconductedonemployee’sattitudetowardsperformance

appraisalinEthioTelecom wolkitebranch.

1.2StatementoftheProblem

Performanceappraisalisoneofpowerfulmanagementtoolsformotivatingpeople,

increasing productivity and attainmentoforganizationalas wellas employee's

objectives.Effectiveperformanceappraisalsystem encouragesemployeeswhowork

energetically and creatively towards the accomplishmentoforganizationalgoals

becomethesignificantassetsand powerfultoolsfortheorganizationalsuccess.

Employeeperformancehasbeenprimaryfocusareabyhumanresourcemanagers.As

aresult,anumberofperformanceappraisaltechniqueshaveovertimebeendevisedto

help establish employee's performance.In the contemporary times,the use of

performance appraisals has been extended beyond rating of the employee's

performancetoaspectssuchasattitude(Idowu,2017).

Despite the importance ofunderstanding employee attitudes toward performance

appraisalpractices,therewaslimited research onhow theseattitudesshapedand

wereshapedbytheappraisalprocessatEthioTelecom.Alackofinsightintothese

perceptionscanhindereffortstoimproveappraisalpractices,ultimately employee

satisfaction,retention,andorganizationalsuccess.Thisstudysoughttoaddressthis

gapbyassessingemployeeattitudestowardperformanceappraisalpracticesatEthio

Telecom'sWolkitebranch,exploringkeyfactorssuchascompetence,evaluationerrors,

and the availability ofwork facilities.The findings aimed to provide insightful

recommendationsforenhancingtheeffectivenessandfairnessoftheperformance

appraisalsystem,therebyfosteringamoremotivatedandengagedworkforce.

The study deals with the attitude and reaction employee’s towards the overall

performanceappraisalsystem basedontheJobknowledge,concernfororderand

quality,productivity,Interpersonalskills,analysis and appraisalprocedure in the

organization.
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InGeneraltheresearchwouldanswerthemethodsofperformanceevaluationusedin

theorganization,therelationshipbetweenattitudeandperformanceappraisal,how

employee attitude affectperformance appraisaland whatis the standard setting

processoftheorganization.

1.3.ResearchQuestions

1.How does the company uses assessmenttechniques to evaluate employee

performance?

2.Whatisrelationshipbetweenemployeesattitudeandperformanceappraisal?

3.Howemployeesattitudeaffectperformanceappraisal?

4.Whatisstandardsettingprocessoftheorganization?

1.4.ObjectiveoftheStudy

1.4.1GeneralObjective

Thegeneralobjectiveofthestudywastoassesstheemployee'sattitudetowards

performanceappraisalpracticeincaseofEthio-Telecom wolkitebranch.

1.4.2.SpecificObjectives

Thespecificobjectiveofthestudywouldincludethefollowing

 Toinvestigatetheassessmenttechniqueofevaluationusedbytheorganization

 To examine the relationship between employees attitude and performance

appraisal

 ToAssesshowemployeesattitudeaffectperformanceappraisal

 Toreviewtheperformancestandardsettingprocessoftheorganization.

1.5SignificanceoftheStudy

Thestudyexpectedtohavethefollowingimportance

Itwouldhelptheorganizationtoimproveitsperformanceappraisalpracticeandhelpit

wouldgivecluesforemployeestosolvetheexistingproblem.
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 Thestudywasrecommended somepossiblesolution thatcan probably

increasetheemployee’sperformance.

 Thisstudywouldbealsohavingbenefitsforfutureresearchwhowantsto

conductfurtherstudyupontherelatedproblem.

 Thestudyalsowouldbeconsiderablyservingreaderstoknow aboutthe

relationship between employees attitude and performance appraisalfor

employeesintheorganization.

1.6ScopeoftheStudy

Thestudywasdelimitedorrestrictedwithonlytoassessemployee'sattitudetoward

performanceappraisalin caseEthio-Telecom wolkitebranch.Theresearcherwas

conductedtheresearchbasedonemployeesattitudetowardperformanceappraisal

Ethio-Telecom atwolkitebranch.

1.7ExpectedLimitationoftheStudy

Inundertakingthisworktheresearcherfacedmanydifficultiesatatimeofdata

collection.Suchas

 UN willingness ofthe respondentto give relevantinformation,Lack of

cooperationoftheemployees,Workersunabletoreturnthequestionontime,

MissunderstandingofthequestionandShortageoftimefordatacollection

1.8OrganizationofthePaper

Thestudywasorganizedintofivechapters,thefirstchapterdealswithintroductory

partsofthestudywhichincludes;backgroundofthestudy,backgroundofthe

organization,statementoftheproblem,researchquestion,Objectiveofthestudy,

significanceofthestudyandexpectedlimitationsofthestudy.Thesecondchapter

focusesonrelatedliteraturereview whichmainlybasesassessmentofperformance

appraisalandemployeesattitude.Thethirdchapterdealswithresearchmethodology

thatincludes:Descriptionofthestudyarea,Researchdesign,Descriptionofpopulation,

samplingtechnique,sourceofdata,datacollectionmethod,dataanalysismethodand

Ethicalconsideration.ThefourthchapterdealswithdatapresentationandAnalysisand

thefifthchapterincludesconclusionandrecommendationthattheresearchercomesup
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with.Finally,everyworkthatwouldbereferredtobeincludesreferenceandappendix.

CHAPTERTWO

2.AnOverviewofPerformanceAppraisalandEmployeesAttitude

2.1.PerformanceAppraised

2.1.1DefinitionofPerformanceAppraisal

PerformanceappraisalisprocessesbywhichorganizationsevaluateemployeesJob

performance appraisal expand the Human resource management department

informationbased.Itisacriticalactivityofhumanresourcemanagement.Itgoalisto

provideanaccuratepictureofpastandfutureemployeeperformance(dasandDavis

1993).

Performanceappraisalisaprocessthatinvolvedtormentingandcommunicatingto

employeeshowtheyareperforatingtheirJobsandestablishingaplanforimprovement.

Someofthem arecommonusesofperformanceappraisalaretomakedecisionrelated

tomeritpayincreases,Promotion,layoffs,andfirings(Byarsandrue,2005).

Performanceappraisalmeansevaluatinganemployeecurrentorpastperformance

relativetotheperson’sperformancestandards(Dressler2003)

2.1.2.ImportanceofPerformanceAppraisal

According to dasand Dave’s1993 thefollowingsareimportanceofperformance

appraisal.

 Performanceimprovement:-performancefeedbackallowstheemployee,the

manager,and
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 Compensationadjustments:-performanceevaluationhelpsdecisionmarker’as

determinewhoshouldreceivepaypauses.

 Placementdecision:-Promotion,transferanddemotionsareusuallybasedon

pastoranticipated performance.Often promotion is a reward forpast

performance.

 Traininganddevelopmentneeds.Poorperformancemayindicatetheneedsfor

training.Likewise,good performance may indicate untapped potentialthat

shoulddeveloped.

 carrierplanninganddevelopment:-performancefeedbackquiresCarrdecision

aboutspecificcareerpathoneshouldinvestigator

 Deficienciesinstaffing process:-good orperformanceimpliesstrengthor

weaknessinthehumanresourcedepartmentsstaffingprocedures.

 Informationinaccuracies:-PoorperformancemayindicateKarrooinjabanalysis

informationhumanresourcedepartmentsstaffingprocedures’/Avoidanceof

discrimination:-accurate performance appraisalthatactually measure job

related performance Insure that internal placement decisions are not

discriminatory.

2.1.3.DeterminantsofPerformance

Jobperformanceistheneteffectofanemployees’effortasmodifiedbyabilitiesrole

perceptions,andresultprocedure.

 Effortwhichresultsfrom beingmotivatedreferstotheamountofenergyan

employeeusesinperformanceajob.

 Abilitiesarepersonalcharacteristicsusedperformingajob.Abilitiesusuallydo

notfluctuatewidelyovershortperiodoftime.

 Roleperception:-referstothedirectioninwhichemployeesbelievetheyshould

channeltheireffortsontheirJobs.
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2.1.4WhyshouldPerformanceAppraisal?

Thecriticallyperformanceappraisalinformationuponwhichpromotionandsalary

decision can bemadeperformanceappraisaloffersan opportunityto review the

pardon’scaterplaninlightofstrengthandweaknesses(www.Consultelicde)

2.1.5StepsinAppraisingperformance

Theperformanceappraisalprocesscontainsthreesteps(Dessler,2003)

 DefineJobmeansmakingsurethatsureandyoursubordinatedagreeonhisor

dutiesandJobstandards.

 A Appraising Performance, means comparing you subordinate’s actual

performancetothestandardsthathavebeenset:thisusuallyinvolvessometype

ofratingform

 Feedbackssession:-heretwotypesofdiscussthesubordinatesperformance

andprogress,andmakeplansforanydevelopmentrequired.

2.1.6PerformanceAppraisalMethods

Therearedifferentmethodsofperformanceappraisal(Rueandbyars,2005)

A.EssayAppraisalMethod

TheEssayAppraisalMethodrequiresthemanagertodescribeanemployee’s

performanceinwrittennarrativeform.Instructionisoftenprovidetothemanagersatto

thetopictobecovered.AtypicalessayappraisalquestionmightbequalityofworkJob

knowledge,andabilitytogetalongwithotheremployees.

Theprimaryproblem withessayappraisalsisthattheirlengthandcontentcanvary

considerabledependendingonthemanager)andmethodcanbeverysubjective(where

asobjectivemeasuresaremoredefensible)

B.GraphicRatingScaleMethod

Withthegraphicratingmethod,themanagerassessesanemployeefactorssuchas

quantityofwork,dependability,jobknowledge,attendance,accuracyofwork,and

cooperation.Graphicratingscaleincludesbothnumericalrangesandwritten

description.
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Thismethodisusedwhenitbaconnecessarytocomparetheperformanceoftwoor

moreemployeesrankingmethodscanbeused.Treeormorecommonlyusedranking

methodsarealternationpairedcomparisonandfaceddistribution(Rule&byars2005)

 Alternationsranking:-inthisrankingmethodtherenamesoftheemployeesto

beevaluatedarelisteddowntheleftsideofasheetpaper.Themanageristhe

downtheleftsideofasheetpaper.Askedtochoosethemostvaluableemployee

onthelist,crossthatnameoffthelefthandlist&putitatthetopofthecommon

oftherightsideofthepaper.Themanageristhenaskedtoelectandcrossthe

mostoftheleastvaluableemployeefrom thelefthandcolumnandmoreittothe

bottom oftherighthandcolumn.

 Pairedcomparisonranking:-Thismethodisbestillustratedwithanexample

supposemanageristoevaluatesixemployees.Thenameofthiscomparesthe

firstemployeework.Thenthemanagerthinksthefirstemployeeasproduced

moreworkthanthesecondemployee,sheorheplacesacheck,markbyfirst

employee’sname.Thefirstemployeeisthencomparedtothethird,fourth,and

sixtheemployeesonthesameperformancecriterion.

 Forced distribution:- This method requires the manager compare the

performanceofemployeesinplaceacertainpercentageofemployeesatvarious

performance level. It assumes the performance level. It assumes the

performancelevelinagroupofemployeesisdistributedaccordingto able

shapedornormalcurveoneproblem withtheforceddistributionmethodisthat

forsmallgroupsofemployee,ableshapeddistributionofperformancemakes

notbeapplicable.(RueandByars(2001)D/managementbyobjective(MBO)

-Managementbyobjective(MBO)requiresthemanagementtosetspecific

measurablegoalwith each employeeand then periodicallydiscusthelater

progresstowardsthesegoals.Theterm MBOgenerallyreferstocomprehensive,

organizationalwidegoalsettingandappraisalprogram committingofsixsteps.

 Settheorganizationalgoal:-establishanorganizationwideplanfornextyearand

setcompanygoals
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 Setdepartmentalgoals:-nextdepartmentheadstakethiscompanygoalsand

withtheirsuperiorsjointlysetgoalsfortheirdepartments.

 Discussdepartmentalgoals:-departmentheadsdiscussthedepartmentgoals

withallsubordinatesoftenatadepartmentwidemeeting.

 Defineexpectedresults:-departmentheadsandtheirsubordinatessetshort

term individualperformancelarger.

 Performancereview.Departmentheadseachemployeesactualandtargeted

performance

 Providefeedback:-departmentheadsandemployeesdiscussandevaluatethe

lettersprogress.(Dossier2003)

2.1.7CharacteristicsofanEffectivePerformanceAppraisalSystem

Accordingtodasanddevelopments(1993)thebasiccharacterticsofaneffective

performanceappraisalare:-

1.Validity(relevance):-isofutmostimportanceinvalid(Jobrelevant)criterialeads

tobasedassessmentresultsarethemostvalidcriteriasincetheytendtobe

objective.

2.Reliability(consistency):-althoughhighlydesirableisdifficulttoachieveinkan

organizationalsetting between of differentraters,differentinstruments and

changingworkenvironment

3.Controlofstandard

4.Frequencyoffeedbackgivenbythesupervisorimmediatelyaftereffectiveorin

effectiveJobbehaviorisobserved.However,thisisunrealisticinanorganization

setting.

5.Ratertraining:-ratesneedtotrainedinobservationtechniquesandcategorization

skills.Rattersalsohavetobefamiliarwiththemoneypotentialratingerrors.

6.In putin to interview process:-alolling employeesto havehigh levelof
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participationintheappraisalinterviewincreasesemployeesatisfactionandmorale.

7. Appraisal consequences: - appraisal without consequences less their

effectiveness veryquickly.Employee as wellas supervisors have to see that

appraisalresultsaretheseriouslybymanagementandfollowedupon.

8.Acceptablegoals:-performancegoalsareoftensetunilaterallybymanagers,

sometimestoohighforanemployee.

9.Deferencesources(rates):-relayingonthejudgmentofonepersonincreasesthe

riskofbiases(ratingerror)

2.1.8GuidelinesforEffectivePerformanceEvaluationInterviews

AccordingtodasandDavis1993,therearedifferentguidelinesforeffective

performanceevaluationinterview.

 Emphasizepositiveaspectofemployee’sperformance

 Telleachemployeethattheevaluationsessionistoimproveperformancenot,to

discipline.

 Conducttheperformancereviewsessioninprivatewithminimum interruption.

 Makecriticismsspecific,notgeneralavague.

 Focuscriticism onperformance,notonpersonalitycharacteristics.

 Staycalm anddonotarguewiththepersonbeingevaluated

 Identifyspecificactionstheemployeecantaketoimproveperformance

 Emphasizetheevaluator'swillingnesstoassisttheemployee’sefforttoimprove

performance.

 Endofevaluatorssessionbystressingthepositiveaspectsoftheemployee

performanceandreviewingplanstoimproveperformance

 Topreparefortheinterview,themanagershouldanswerthefollowingquestions.
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 Whatresultsshouldtheinterview?

 Whatgoodcontributionsistheemployeemaking?

 Istheemployeeclearaboutthemanager’sperformanceexpectations?

 Istheemployeeworkinguptohisorherperformance

 Whattrainingdoestheemployeeneedtoimprove?

 Whatstrengthdoestheemployeehavethatcanbuiltorimproved?(Rueand

Byars:2005)

2.1.9DevelopingPerformanceImprovementPlans

 Definedtheperformanceissueputtheproblem inwritingspecifyiftheemployee

islackinginaparticularskill,oritisabehavioralproblem thatneedstobe

addressed

 Establishexpectations,definetheareaofperformanceorbehaviorthatneedto

beimproved.Listthechangesofskillsarerequiredfrom theemployee

 Establishtimelines.Lines.Theperformanceimprovementplanmustinclude

deadlinesandscheduleofpriorities.Identifythetimeperiodsinwhichactions

aretobetakenandchangesaretobemade.

 Developanactionplanthatincludesgoalandobjectives.Assignspecifictasksto

boththeswervingande/employeetomaketheimprovementsoutlinedinthe

expectations.

 Decideonamethod ofevaluation.Includeplansforhow thereemployee’s

improvementswillbereviewedandhowfrequentlyevaluationswilloccur.

 Review theperformanceimprovementsplanwiththeemployee.Makesurethe

employeeunderstandalltheelementofthehelp,andispreparedtoacceptthe

consequencesthatarelaidoutifsatisfactoryemployeeperformanceisnot

achieved(www.wikihow.com)
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2.1.10.PotentialErrorsinPerformanceAppraisal

ThefollowingarepotentialerrorsintheperformanceappraisalRueandbyars

2005)

Leniency:-isthegroupingofratingsatthepositiveendofthepositiveendofthe

scaleinstatedofspeedingthem throughthescale,

Centraltendency:-occurswhenperformanceappraisalstaticsindicatesthatmost

employeesareevaluatedsimilarlyasdoingaverageoraboveoverawework.

Recency:-occurswhenperformanceevaluationarebasedonworkperformance

mostrecently,generally,workperformedonetotwomonthsbeforeevaluation

Halloeffect:-occurswhentheinter-layorallowssingleprominentcharacteristics

dominantJudgmentofallothertrains.

2.1.11OvercomingErrorsinPerformanceAppraisal

Promisingapproachtooverawingerrorsinperformanceappraisalsistoimprovethe

skillsofmanagerssuggestionsonthespecifictrainingmanagesshouldreceiveaere

oftenvague,buttheyusuallyemphasizethatmanagersshouldbegiven,butthey

emphasize thatmanagers should be governmenttraining to observe behavior

accuratelyandjudgeitfairly.

Moreresearchisneededfordefinitivesetoftopicsformanagerstrainingcanbe

established.However,ataminomanagershouldreceivetrainingin.

 Theperformancemethodsofthecompany,

 Theimportanceofthemanager’sroleinthetotalappraisalprocess.

 Theuseofperformanceappraisalprocessand

 Thecommunicationskillsnecessarytoprovidefeedbacktotheemployee

(rulebyars2005)
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2.2EmployeesAttitudeandBehavior

2.2.1DefinitionofAttitude

Anattitudecouldbedefinedaslearnedpredisposingtorespondincosisterlyfavorable

orunfavorablemannerwithrespecttoagivenobject(kreinterandkicky,2006).

Attitudeshavetraditionallysidedasarationalprocessofanalyzingthevalueand

expectancyofoutcomesoftheattitudeobjective.Thusbeliefpredictfeeling,which

predict,behavioralinsertions,whichpredictbehavior(Shaneandclinow,2005)

2.2.2ComponentsofAttitude

Thefollowingarecomponentsofattitude(Shaneandalinow2005)

 Beliefs-theseareyourestablishedperceptionsabouttheattitudeobjectwhat

youbelievetobetrue.Forexampleyoumightbelievethatmergesresultin

layoffs,oryou mightbelivethatmergesensuresurvivalin an areaof

globalization.Thisbeliefdevelopsfrom pastexperienceandlearning

 Feelings:-representyourpositiveornegativeevaluationsoftheattitude

object.Some people think mergers are good.Otherthinks them bad.

Behavioralintention:-theserepresentyourmotivationinaparticularbehavior

withrespecttotheattitudeobject;youmightplantoquiteratherthanstay

withcompanyduringthemerge(ShaneandGlinow,2005).

2.2.3EffectsofParticularAppraisalTechniquesofEmployeesAttitude

Formotivatingemployeesbyprovidingthem feedbackaonnew theyaredoing.The

managementbyobjectivesorworkstandardsapproachseemstobegoodchoices;if

theyinvolverealparticipationitismostlikelytobeleadtoinnercommitmenttoimprove

performance(Referent,atLast.)

2.2.4.StrategicImportanceofEmployeeRelationsPractice

Employeerelationpracticeisimportancebecausethefollowingmajorreasonscanbe

offered(DasandDavis,1993).

 Goodemployeerelationpracticeimproveproductivityissignificantlyaffectedby

twofactorsabilityandattitude.Abilityissimplywhetherornottheemployeeis
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abletoperformancetheJob.Attitudeontheotherhand,referstoanindividualis

willingnessto perform theJobabilityinfluencedbysuchthingsastraining

education,innateattitude,toolsandworkenvironments,Attitudeisinfluencedby

myriads of factors such as levelof motivation Job satisfactions and

commitmenttowork.

 Goodemployeerelationensuresimplementationoforganizationalstrategies?

Goodemployeesandreceivetheircommitment.

 Good employee relation practice reduces employee costs good employee

relationpractice,significanceandinterestintheemployees.Whenbecomespart

oftheorganizationalculture,significantcostsavinginthetermsofreduced

absenteeism andturnovercanemerge.

 Good employeerelation help top achievethepersonalgoalsofthehuman

resourcefunction:-akeeninterestintheemployeesworkrelatedandcareergoal.

Noneonlybringsbenefitstotheorganizationinternsofimprovedemployee

morale,improvedproductivityofskilledpersonnel.

CHAPTERTHREE

3.RESEARCHMETHODOLOGY

3.1DescriptionoftheStudyArea

ThestudywillbeconductedinwolkiteTown,GurageZone,ofthesouthernNation,
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Nationalities,whichislocatedincentralpartofEthiopiaandabout160km from Addis

Ababa.Thezonesharescommonfrontierwithsododistrict,nearwestofkembata

Tembarozone,northofbutajiraandsouthofHadiyazone.Wolkitetownhaslatitude

and longitude of8°17′N and a longitude of37°47′E.In decimalformat.These

coordinatesareapproximately8.2833°Nand37.7833°E.wolkiteTown isknown by

vibrantculture andeconomicsactivitiesthetownhasadiverse populationthat

engageesinvariousform ofagriculture,tradeandsmall-scaleindustries.

3.2ResearchDesign

Inthisstudytheresearcheruseddescriptivetypesofresearchdesigntodescribethe

characteristicsofthestudypopulation.Sharma(2000)describethatadescriptive

surveyisappropriateforthestudyofattitude,opinion,preferenceandpracticeofthe

subjectunderinvestigationbesidesitwasusefulinshowingtheimmediatestatusof

observable fact.The researcherwas fully convinced thatthis method is more

appropriate to study the research by assessing employee's attitude towards

performanceappraisalpractice.

3.3Researchapproach

Theresearcherwasusedqualitativeandquantitativeresearchmethod.Quantitative

method was used to apply percentage ofrespondents data collected through

questionnairetechniquesbytheuseoftableandpercentageanalysisusingresults.In

particularquantitativeapproachwasemployedtoexplainthedataextractingfrom key

informantinterviewsandquantitativeapproachestodescribethequestionnaireswhich

therespondentsrespond.

3.4DescriptionofPopulation

Thetargetpopulationofthestudywasemployeesandmanagerof Ethiotelecom

wolkitebranch.Thepopulationsizeofthisstudywas37includingthemanager.From

thispopulation23weremalesand14werefemales

3.5SamplingTechniquesandSampleSizeDetermination

Theresearcherwasusedcensusmethodsbecausethetotalpopulationsofthestudy

weresmallinnumber.A censusistheprocedureofsystematicallyacquiringand

recordinginformationaboutthemembersofthegivenpopulationandalsoCensusis
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basedonallitemsofthepopulationandthendataareanalyzed.Censusisstatistical

methodsofdatacollectionandusedwhencompleteenumerationofthepopulationis

neededandwhenthetargetpopulationofthestudyissmallinnumber.Censusisan

appropriatethansamplethereasonbehindwhytheresearcherusedcensussurvey

method,itisattractiveforsmallpopulation,eliminatessamplingerror,Providedetailed

informationonanallindividualpopulation.Inadditiontothisitispossibletoobtainhigh

qualityandreliableinformationfrom therespondent.Therefore,anadvantageofthe

censusmethodisthateventhemostremoteoftheunitsofthepopulationgetincludes

inthecensus.

SourceofData

Thestudywasconductedbasedonprimaryandsecondarydata.Theprimarydatawere

collectedthroughinterview andquestioners.Secondarydatahasbeengatheredfrom

differenttheoreticalaswellasempiricalreviews.Sourcesofthesecondarydatawere

Ethiopia-telecom annualperformanceappraisalsystemsandemployeeattitude;aswell

asdifferentbookshavebeenusedforreference.

3.7DataCollectionMethod

Theresearcheruseddifferentdatacollectionmethodsinordertocollecttherelevant

dataforthepurposeofthisstudywhichwerequestionnairesandinterview.Openedand

closedendedquestionerwasdistributedtoemployeesatEthio-Telecom ofwolkite

branchandinterviewwasconductedwithmanageroftheEthio-Telecom.

3.8MethodsofDataAnalysis

Thisstudywasconsistedofbothquantitativeandqualitativedatasincetheresearcher

wascollectedtherelevantandreliabledatafrom primarysources.Theresponseofthe

question wasinterpreted and analyzed using descriptive statistics.The data was

presented by using tables including elements like frequency distribution and

percentagesinordertoshowtheresulteasily.

3.9EthicalConsideration

Theresearcherwasfreefrom unethicalbehavioralmeansthattheaggressiveness,

hostilitysidesoastogettingrespondentsconsentandallowingthem toleaveanytime
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theywants.Andalso,theresearcherwaspolitelyasktherespondentsandgivehigh

degreeofpolitenessfortargetstudytoconductandinformationtobedeliveredtothe

subjectofstudyonlythosebutalsotheinformationobtainedfrom respondentsinthe

studybekeptconfidentiality.

CHAPTERFOUR

4.RESULTSANDDISCUSSIONS

In thischapter,thedataarepresented in tabularform and percentages,and are

analyzedandinterpretedtoexplainthefindingsofthestudy.Theprimarydatawere

collectedfrom employeesofEthioTelecom wolkitebranch.Theresearcherdistributed
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questionnairestotheemployeesandconductedinterviewswiththemanagersofthe

organization to obtain relevantinformation forthe study.Questionnaires were

distributedto37employees,ofwhom 23weremaleand14werefemale.Outofthese,

20maleand14femalerespondentsreturnedthequestionnaires,while3respondents

didnotreturnthem.

4.1.AnalysisofPrimaryData

4.1.1.GeneralInformationoftheRespondents

Asindicatedintable4.1.1initem 1.1.Thenumberofmaleemployeeswas59%where

asthenumberoffemaleemployeeswere41% outoftotalemployees.Thisindicates

thatthenumberofmaleemployeesofEthio Telecom wolkitebranchwashigher

comparedtofemaleemployees.

Item 1.2furtherclassifiesemployeesbyagegroup.Accordingtotherespondents,74%

ofemployeeswerebetween26-35yearsold,14% wereunder25yearsold,and12%

were between 36-45 years old.This implies thatmostemployees fallwithin the

productiveagegroupintheorganization.

Item 1.3describesacademicstatusofemployees.Accordingtothedata,88% of

employeesholdafirstdegree,whiletheremaining12% holdaMaster’sdegree.This

indicatesthatthemajorityofemployeesarefirstdegreeholders,showingthatthe

workforceofEthioTelecom wolkitebranchisgenerallywell-educated.

Thisimpliesthatmostoftheemployeesacademicstatuswas1stdegreeholders.This

showsthattheworkersofEthioTelecom wolkitebranchweremostlywelleducated.

Item 1.4presentsthemaritalstatusofemployees.Thedatashows79%ofemployees

aremarried,while21%aresingle.Thissuggeststhatmostworkersaremarried,which

may contribute positively to the organization,as married employees are often

consideredmorestable,responsible,andbetterabletofocusonextendtaskswithinthe

organization.

Lastly,item 1.5revealsinformationaboutemployees'workexperience.Thehighest

percentageofemployees(35.3%)havemorethan3yearsofworkexperience,35.3%
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havebetween1-2yearsofexperience,and29.4%havelessthanoneyear.Thisshows

thatthe majority ofemployees have considerable experience,allowing them to

graduallyunderstandtheorganization'ssocial,political,cultural,andenvironmental

dynamics,whichhelpthem,accomplishtaskseffectively.

No Item PersonalProfile Frequency Percentage
11. Sex Female 14 41

Male 20 59
Total 34 100

1.2 Age Below25 5 14
26-35 25 74
36-45 4 12
Above45 - -

Total 34 100
1.3 Educational

level
Grade10/12completed - -
Diploma - -
Certificate - -
1stdegree 30 88
Master 4 12
PhD - -

Total 34 100

1.4 Maritalstatus Married 27 79
Single 7 21
Total 34 100

1.5 Work
experience

Below1year 10 29.4
1-2years 12 35.3
Above3years 12 35.3
Total 34 100

Source:questionnaire,2025

4.2.AnalysisRegardingEmployeesAttitudetowardsPerformanceAppraisal.

4.2.1.EffectivenessofPerformanceEvaluationusedatyourOrganization

No Item Response Frequency Percentage

1 How do you rate the

effectiveness of

performance evaluation

method used as your

organization?

High 12 35

Medium 22 65

Low - -

Total 34 100

Source:questionnaire2025
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Asindicatedintable4.2.1,65% oftherespondentrepliedthattheeffectivenessof

performanceevaluationmethodusedintheorganizationwasmedium.While35%ofthe

respondentsbelievethatperformanceevaluationmethoduseintheorganizationwas

high.Theresearcherconcludedthattherateofeffectivenessofperformanceevaluation

methodusedintheorganizationwasmedium.

4.2.2.EffectofEmployeesAttitudetowardsPerformanceAppraisal

No Item Response Frequency Percentage

2 Doyouthinkthatemployees

attitudeaffectperformance

appraisal?

Stronglyagree 5 15

Agree 27 79

Disagree 2 6

Strongly

disagree

- -

Total 20 100

Source:Questioner2025

Accordingtotheabovedata,79%oftherespondentsrespondedagreedtothepointthat

employeesattitudeaffectperformanceappraisal,15% oftherespondentrepliedthat

stronglyagreedandtheremains6%oftherespondentsreplieddisagreewiththepoint

ofemployee'sattitudeaffectperformanceappraisal.Thisimpliesthatemployee's

attitudeaffectperformanceappraisalintheorganization.

4.2.3.ChangeinPerformanceAppraisalSystem

No Item Response Frequency Percentage

3 In what extent the

organization current

performance appraisal

system differentfrom the

formerone?

Fundamentally 5 15

Insomeextent 20 59

Nodifference 9 26

Total 34 100

Source:questionnaire,2025

Asshownintable4.2.3,59% oftherespondentsrepliedthatcurrentperformance

appraisalsystem differfrom theprevioussystem usedintheorganizationinsome

extentand26% oftherespondentrepliedthecurrentandthepreviousperformance

appraisalsystem is the same,and also 15% ofrespondents states thatcurrent
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performance appraisalsystem differs from the previous system used in the

organizationfundamentally.Thisshowsthatthecurrentperformanceappraisalsystem

isdifferentfrom thepreviouslyusedinorganization

4.2.4.ThePeriodofEvaluatingEmployeesPerformance

No Item Response Percentage

4 Howoftenorganizationdoes

evaluates its employees

performance?

Onceayear

Twiceayear 24 71

Quarterly 10 29

Monthly - -

Total 34 100

Source:questionnaire2025

Asindicatedintheabovetable4.2.4,71%oftherespondentsansweredthattheethio-

telecom evaluatesitsemployee'sperformancetwiceayear.Butonly29% ofthe

respondents also answered that the ethio-telecom evaluates its employee's

performancequarterly.From thistheresearcherconcluded thattheethio-telecom

evaluatesitsemployee'sperformancetwiceayear.

4.2.5.MethodsofEvaluatingEmployeesPerformance

No Item Response Frequency Percentage

5 What methods does the

Ethio telecom used to

evaluate its employees

performance?

Graphical

method

- -

Alternative

ranking

method

4 12

Force

distributed

method

10 29

Management

byobjectives

20 59

Total 34 100

Source:questionnaire2025

Asshownintheabovetale4.2.5,59%oftherespondentsstatedthatthemethodused
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to evaluate employees performance in the Ethio telecom was managementby

objectives,12% oftherespondentsrepliedthatalternativerankingmethodwasused

and29%ofrespondentsrepliedthatforceddistributionmethodwasusedtoevaluate

employeesperformance.

4.2.6.ThePrimaryCriteriausedbyaCompanytoEvaluateEmployeesPerformance

No Item Response Frequency Percentage

6 In whatcriterion doesthe

Ethio telecom primary

evaluates its employee's

performance?

Jobknowledge

ofemployee

5 15

Behavioral

flexibility

- -

Personal

attitude

- -

Customer

orientation

4 12

Select all

simultaneously

25 73

Total 34 100

Source:questionnaire,2025

According totable4.2.6,73%oftherespondentssaidthatselectingallsimultaneously

was the primary criteria to evaluate the employees performance,15% ofthe

respondentsrepliedthatjobknowledgeofemployeesand12% ofrespondentswere

repliedcustomerorientationcriteriatoevaluateitsperformance.Thisimpliesthatmost

ofthetimethecriteriaprimaryevaluateemployee'sperformancebasedonselectingall

simultaneously.

4.2.7.MeasuresofEmployeesPerformance

Item response Frequency Percentage

7 Howtheorganization

doesmeasures

employee's

performance?

By job

position

25 74

By dividing

sex

- -
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By work

experience

9 26

Total 34 100

Source:questionnaire,2025

Table4.2.7,indicatesthat,74% oftherespondentsanswereditmeasuresemployees

performancebasedonjobpositionwhereas26% ofrespondentssaidthatbasedon

workexperience.Thisimpliesbyjobpositionwasthemainperformancemeasureinthe

organization.

4.2.8.PerformanceAppraisalchangeEmployeesAttitude

No Item response frequency Percen

tage

8 Doesperformance

appraisalchange

employee'sattitude?

Yes 27 79

No 7 21

Total 34 100

9 Ifyouranswerto the

abovequestionis“Yes”

how did it change

performanceappraisal?

Bycreating awareness

on the job of each

employees

15 44

Lettingemployeeslearn

punctuality

5 15

Bydevelopingwork

experienceinthefuture

4 12

Select all

simultaneously

10 29

Total 34 100

Source:questionnaire,2025

Accordingtothetable4.2.8,item 8,79% ofrespondentsstatedthatperformance

appraisalchangeemployee'sattitudewhereas21%employeesstatedthatperformance

appraisaldoesnotchangeemployees'attitude.

Generallythisshowsthatperformanceappraisalchangeemployeesattitudeinthe



26

ethio-telecom

From table4.2.8,item 9,44%oftherespondentsrepliedthatduetocreatingawareness

on the job position ofeach employeesperformance appraisalchange employees

attitude,15% oftherespondentssaidthatalltheabovelistscanbeperformance

appraisalchangeemployeesattitude,12%ofthem alsobydevelopingworkexperience

inthefutureandtheanother29%aresaidthatlettingemployeeslearnpunctualitydue

performanceappraisalchangeemployeesattitudeduetothiscreatingawarenessand

thejobpositionofeachemployeeswasthemainchangesofemployees.

4.2.9.PerformanceAppraisalasaDeterminantfactorsforEmployeesAttitude

No Item Response Frequency Percentage

10 Doyouthinkthat

performance

appraisal will

determine

employees

attitude

Yes 20 59

No

Tosomeextent

5

9

15

26

Total 34 100

11 If the above

question is yes

how does it

determine?

By changing the existing

workhabitemployee

10 29

Byincreasing the previous

paidsalary

5 15

By bringing peaceful

cooperation between

employees.

5 15

Selectbothbychangingthe

existing work habit of

4 41



27

employeesandbybringing

peaceful cooperation b/n

employees.

Total 34 100

Source:questionnaire,2025

As indicted in the above table 4.2.9,item 10,59% ofrespondents stated that

performance appraisaldetermine employees attitude and 26% ofthem replied

sometimesperformancedetermineemployeesattitudeand15%ofrespondentsstated

performanceappraisalisnotdetermineemployeesattitude.Inadditiontotheabove

from item 11,15% ofthe respondents replied thatperformance appraisalwould

determineemployee'sattitudebybringingpeacefulcooperationbetweenemployees,

15%oftherespondentsansweredthatbyincreasingthepreviouspaidsalary.Wereas

15% ofthe resporndentsanswered thatboth bychanging existing workhabitof

employees and by bringing peacefulcooperation ofemployees would determine

employeesattitudeand41%ofrespondentsrepliedthatperformanceappraisalwould

determineemployee'sattitudebychangingtheexistingworkhabitofemployees.From

thisanalysistheresearcherconcludedthatperformanceappraisalwoulddetermine

employee'sattitudebybringingpeacefulcooperationbetweenemployeesintheethio

telecom

4.2.10.RelationBetweenEmployeesPerformance&RewardSystem

No Item Response Frequency Percentage

12 Do you think thatapprising

employee's performance

closely related to the

organizationrewardsystem?

Yes 20 59

No 5 15

Tosomeextent 9 26

Total 34 100

13 Ifabovequestion12answers

are yes how employee's

performance closely related

Iftheemployee's

performance is

good, their

10 29
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therewardsystem? employeewillget

goodreward.

Iftheemployee

performance is

good, the

organization

performanceand

employees

satisfaction

improve the

system.

18 53

And employee's

satisfaction

improves atthe

sametime.

6 18

Total 34 100

Source;questionnaire,2025

Asshownintheabovetable4.2.10,item 12,59% oftherespondentsreplayedthat

appraisingemployee'sperformancewascloselyrelatedtotheorganizationreward

system.26%oftherespondentsrespondedthattosomeextentappraisingemployee's

performancewascloselyrelatedtotheorganizationrewardsystem.Theremaining15%

ofthem wereappraisingemployeesperformancenotcloselyrelatedtheorganization

rewardsystem.

From theabovetableitem 13,29%ofrespondentsrespondedthereasonofemployees

performancecloselyrelatedtotherewardsystem becausetheemployeesperformance

wasgood,theemployeeswouldgetgoodreward,wereasother53%oftherespondents

respondthatthereasonforemployeesperformancecloselyrelatedtherewardsystem

wastheemployeesgethighrewardthentheorganizationperformanceandemployees

gethigh reward then the organization performance and employees satisfaction

improvedatthesame,18%oftherespondentalsoselectallsimultaneously.From this
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analysistheresearcherconcludedthatthereasonforemployeesperformanceclosely

relatedtotherewardsystem wasiftheemployeesperformancewasgoodemployees

wouldgetgoodrewardintheorganization.

4.2.11.PotentialPerformanceObstaclesintheOrganization

No Item Response Frequency Percentage

14 Which one is the

common potential

performance

obstacle in your

organization?

Conflict demand

employeestime

8 24

Inadequate work

facilities and

equipment

15 44

Restrictive

policies.

10 29

Lack of

cooperation

1 3

Total 34 100

Source:questionnaire,2025

Asindicatedintheabove4.2.11,44% oftherespondentrespondedthatinadequate

workfacilityandequipmentwasthecommonpotentialperformanceobstacle,29%of

therespondentsrepliedthatrestrictivepolicywasthecommonperformanceobstacle

and24%oftherespondentwasrepliedconflictdemandemployeestimeandother3%

were replied lack ofcooperation was the common performance obstacle in the

organization.From thistheresearcherconcludedthatthemostcommonperformance

obstacleintheorganizationwasinadequateworkfacilitiesandequipmentintheethio

telecom

4.2.12.PerformanceAppraisalandEmployeesAttitudeRelation

No Item Response Frequency Percentage

15 Do performance

appraisal and

employees attitude

Yes 25 74

No 9 26



30

have positive

relation?

Total 34 100

16 Ifyouranswerfor

question15is“yes”

how doyouexpress

theirrelationship?

Iftheperformance

appraisalisbetter,

the employees

attitudealsogood.

19 56

Iftheperformance

appraisalisbetter

the employee's

attitudealsopoor.

10 29

Iftheperformance

appraisalis poor,

the employees

attitudealsopoor

Selectallbothfirst

thirdalternatives.

5 15

Total 34 100

Source:questionnaire2025

From theabovetable4.2.12,item 15,74% oftherespondentsrepliedperformance

appraisalandemployeesattitudehavepositiverelationandtheremaining26%ofthe

respondentsrespondedperformanceappraisalandemployee'sattitudedoesnothave

positiverelation.From thistheresearcherconcludedtheperformanceappraisaland

employeesattitudehavepositiverelationintheorganization.

Accordingtotable4.2.12,items16,56% therespondentssaidthattheperformance

appraisalisbettertheemployeesattitudealsogoodand29%oftherespondentssaid

thatbothiftheperformanceappraisalisbettertheemployeesattitudealsogoodandif

performanceappraisalispoortheemployeesattitudealsopoorwereexpressthe

relationship.

From thisitispossibletoconcludetherelationshipbetweenperformanceappraisaland

employeesattitudeexpressduetoifperformanceappraisalisbettertheemployees
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attitudealsogoodintheorganization.

Table4.2.13.ObjectiveofPerformanceAppraisal

No Item Response Frequency Percentage

17 Which one of the

following item can

beconsideredasthe

main objectives of

performance

appraisal in your

organization?

To determine

promotion

24 70

Toincreasesalary - -

To supply data to

themanagementof

performance

employees.

3 9

To determine

trainingneeds.

2 6

Selectboth the 4th

and3rdalternatives.

5 15

Total 34 100

Source:questionnaire,2025

From the above table 4.2.13,70% ofthe respondents replied thatto determine

promotionasthemainobjectiveofperformanceappraisal,9% oftherespondents

statedthattosupplydatatothemanagementofperformanceemployeesand6%ofthe

respondentreplayed thatto determine training needs was the main objective of

performance appraisal.The rest15% ofthe respondents believed thatboth to

determinetrainingneedsasindicatedtheabovetable70%oftherespondentsreplied

thenresearchconcludedthatto determinepromotionwasthemainobjectivesof

performanceappraisalintheorganization.

Table4.2.14.MethodsofStandardSettingProcess

No Item Response Frequency Percentage

18 Which method of
standards setting process
usedinyourorganization?

Performance
Target

28 82

Qualityofwork 2 6
Team
collaboration

4 12



32

Total 34 100

Source:questionnaire,2025

Asitisindicatedintable4.2.14,82%oftherespondentssaidthatperformancetarget

wasthemethodofstandardssettingprocessusedintheorganization,12% ofthe

respondentsbelievedthatteam collaborationwasthemethodofstandardsetting

process,6% ofrespondentsrepliedqualityofworkismethodsofstandard setting

processintheEthio-Telecom.

Table4.2.15.EmployeesSatisfactionforPerformanceEvaluation

No Item Response Frequency Percentage

19 Doyouthinkthatmajority
of Employees satisfied
performanceevaluation?

Yes 25 73
No 3 9
To some
extent

6 18

Total 34 100

Source:questionnaire,2025

According to the above data,73% ofthe respondents believed thatmajority of

employees was satisfied by performance evaluation and 9% ofthe respondents

believedthatdoesnotsatisfiedbyperformanceevaluation.Andtheremaining18%of

respondents believed thatto some extentemployees satisfied by performance

evaluationinorganization.Thisinformationshowsthemajorityofemployeessatisfied

byperformanceevaluationintheorganization.

How do Employees Perceive Performance Appraisalin Relation to work in an

Organization?

Mostoftherespondentsrespondtheperformanceappraisalevaluateshow muchthe

job knowledge experience committing the work and how much the organization

evaluates according to experience performance appraisalis also common good

knowledgeandtoinitiateforbetterjob.

Performanceappraisalandemployeeshavepositiverelationbecauseafterevaluation

workersgetgoodresult.Theemployeesalsodotheirworkseffectivelyandviceversa.
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Inotherwordssomerespondentsbelievedthatperformanceappraisalevaluatedbythe

management body or evaluated by checking and understanding the value of

performanceofeachemployeesotherthantheevaluators.Thisimpliesthatemployees

perceivedperformanceappraisalrelationtoworkbypositively.

4.3.AnalysisoftheDataCollectedThroughInterview.

Inadditiontothequestionnairesdistributedtotheemployeestheresearcherconducted

aninterviewwithkeypersonthatmeansthemanagerofEthio-telecom wolkitebranch

abouttheassessmentofemployee'sattitudetowardsperformanceappraisalsystem in

theorganization.Thisinterviewembracesfivequestionsandanalyzedasfollows.

• Whattechniques do you use to improve the performance appraisalin your

organization?

• Whatistherelationshipbetweenemployeesattitudeandperformanceappraisalin

yourorganization?

Themanagerimpliedthatemployee'sattitudeandperformanceappraisalisaffirmative.

Thatisthesupervisortriestojustifyforalltraininggiventoemployeesundertheir

supervision.Thereforemostofthetime,theirreactionispositive.Thisshowsthat

employeesattitudeandperformanceappraisalhavepositiverelationintheorganization.

• How doyouthinkdoesemployee'sattitudeaffectperformanceappraisalinyour

organization?

The generalmanagerresponded thatobjectivityis relative thatis whetherhe

answeredthattheirappraisalsystem isobjective.Theleversofobjectivitydepend

from one evaluatorto anotheragain some evaluators tried the reaction of

employeesundersupervision.Becauseoftheirnegativereactionwhentheappraisal

isbelow theirexpectations.Basedontheabovedescriptionwecanconcludethat

employee'sattitudeaffectperformanceappraisalinthestudyarea.

• Whatistheobjectiveofperformanceappraisalintheorganization?

• Themanagerbelievedthatthepurposeofperformanceappraisalwastoevaluate

theperformanceofemployeesperiodicallyandapprisingthoseemployeeswho
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performedwellandtakingremedialmeasuresforthosewhoperformedpoorly

throughtrainingandotherdisciplinarymeasureswhenthereasonbehindpoorin

misbehaving.

• Thisshowsthattoevaluatetheperformanceoftheemployeesperiodicallyand

appreciationthoseemployeeswhoperformedwellandtakingremedialmeasure.

CHAPTERFIVE

5.Summary,ConclusionandRecommendations

5.1Summary

Thisstudyhasassessedontheemployeeattitudetowardsperformanceappraisalin

EthioTelecom ofEthiopiawolkitebranch.Tofindouttheproblem oftheorganization

theresearcheruseprimarydatalikeinterviewandquestionnaire.Sofrom thestudythe

followingsummaryareforwarded.

 65% oftherespondentsrepliedthatofeffectivenessofperformanceevaluation

methodusedintheorganizationismedium.

 79%oftherespondentstatedthatemployeeattitudeaffectperformanceappraisal.

 71% oftherespondentsrespondtheorganizationevaluateemployeeperformance

twiceayear.

 59% of the respondentresponds the methods of evaluate performance is

managementbyobjectivesintheorganization.

 73% oftherespondentsrespondthatthecriteriatoevaluateperformanceareby

selectingallsimultaneously.

 79%respondentssatedthatperformanceappraisalchangeemployeeattitudebythe

wayofcreatingawarenessonthejobpositionofeachemployee.

 59% oftherespondentbelievesthatapprisingemployeeperformanceisclosely
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relatedtheorganizationrewardsystem bytheway,iftheemployeeperformanceis

goodtheemployeeswillgoodreward.

 74% oftherespondentsrepliedthatperformanceappraisalandemployeeattitude

alsogood.

 82% oftherespondedbelievethatamethodofstandardprocessusedinthe

organizationisperformanceTarget.

 73% ofthe respondentanswered thatemployee are satisfied to performance

evaluation.

5.1Conclusion

Thefindingsofthispaperprovideseveralimportantimplications.Themainfindingsof
thestudyareoutlinedindetail.Basedonthestudy'squestionnaire,thefollowing
conclusionsaredrawn:

 Theprimaryobjectiveofperformanceappraisalintheorganizationistosupply
managementwithdataonemployeeperformance.Thecriteriaforevaluating
performanceincludeknowledgeandjobposition.

 The currentperformance appraisalsystem has been affected by previous
policiesandregulatorychanges.

 The method used to evaluate performance is managementby objectives.
However,theeffectivenessofperformanceappraisalmethodsismoderate.A
common challenge in performance appraisalis the lack ofadequate work
facilitiesandequipment.

 Employees’ attitudes influence performance appraisal, and performance
appraisal,inturn,affectsemployees’attitudes.

 Employees’attitudescontributetopeacefulcooperationamongstaff.Thereisa
positive relationship between performance appraisal and employee
attitudes—whenperformanceappraisaliswell-conducted,employeeattitudes
tendtobemorepositive.

 Thestandard-settingprocessusedintheorganizationisperformanceTarget,
andthemajorityofemployeesaresatisfiedwiththeperformanceevaluation
system.Mostrespondents believe thatperformance evaluation encourages
commitmenttowork,enhancesknowledge,andmotivatesemployees.
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5.2Recommendation

Inview ofthefindingsandtheproblem mentionedabovecoupledwiththereview of

relatedliteraturethefollowingrecommendationsaresuggestedfortheorganization

andotherpractitioners.

 Thefindingshowsthatpotentialperformanceobstacleintheorganizationis

conflictingdemandinemployee’stime.Themanagershouldbeproperlyused

timeandresourcetoreducetheorganizationconflictingdemand.

 To satisfying the ethio-telecom managerthe condition of performance

evaluationandsetobjectivesbyassessingpresentandfutureopportunitiesto

satisfyemployees.

 Itisnotadvisabletoevaluatetwiceayear.Itshouldchangeintoquarterlyina

yearevaluateemployeesduetoenhancetheworkingcapacityofemployees.

 To minimize the employee’s attitude affectperformance appraisalin the

organizationisthemanagershouldgivetrainingforemployeestochangethe

attitudeofemployees.

 Introducetime-managementtrainingandtoolstoreduceconflictingdemandson

employees.

 Organize team-building activities and recognition programs to strengthen

cooperation,reduceworkplacefriction,andcultivateapositiveattitudetoward

appraisals.

 Develop a structured follow-up process to monitorthe implementation of

performanceimprovementplans.Regularcheck-inswillensureaccountability

andsupportemployeesinachievingtheirtargets.
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AppendixI
QUESTIONNAIRETOBEFILLEDBYEMPLOYEES

WOLKITEUNIVERSITY

COLLEGEOFBUSINESSANDECONOMICS

DEPARTMENTOFMANAGEMENT

ThisQuestionnaireispreparedtobefilledonlybyEthiotelecom employeesWolkite

branch

DearRespondents

Thepurposeofthisquestionnaireistocollectprimaryinformationonassessmentof

employee'sattitudetowardsperformanceappraisalpracticeincaseofethiotelecom

Wolkitebranch.

Hence,yourcooperationinprovidinginformationwillhelpforthesuccessofthisstudy.
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Pleasegiveyourhonestandcompleteresponsestoallquestionsprovided.Besurethat

yourrespondswillbekeptconfidential.

Thankyouinadvance!!

Generalinstruction

Noneedtowriteyourname

Pleaseselectyourresponseforcloseendedquestionbyputting“”andforopenended

questionbywritingappropriateresponseonthespaceprovided

PartIGeneralInformationoftheRespondents

1.Sex:- A.Male B.Female

2.AgeCategory:-A.below25 B.26-35

C.36-45 D.Above45

3.Educationallevelcertificate A.Diploma B.1stdegree

C.Masters D.PhD

4.Workexperience.Below1year B.1-2yearC.above3years

5.Maritalstatus A.Married B.Single

GeneralQuestionsofPartII

1.Howdoyouratetheeffectiveofperformanceevaluationmethodusedasyour

organization?

A.High B.Medium C.Low

2.Doyouthinkthatemployee’sattitudeaffectsperformanceappraisal?

A.Stronglyagree B.Agree

C.Disagree D.Stronglydisagree

3.inwhatextenttheOrganizationcurrentperformanceappraisalsystem differentfrom

theformerone?

A.FundamentallyB.NodifferenceC.Insomeextent
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4.HowoftenOrganizationdoesevaluateitsemployeesperformance?

A.Onceayear  B.TwiceaYear C.Monthly D.Quarterly

5.WhatmethodsdoestheOrganizationusetoevaluateitsemployeesperformance?

A.GraphicalMethod B.Alternationrankingmethod

CManagementbyobjectivesD.Forcedistributedmethod

6.Inwhatcriteriondoesthebankprimaryevaluatesitsemployee'sperformance?

A.Jobknowledgeofemployee B.Behavioralflexibility

C.Personalattitude D.Customerorientation E.Selectall

simultaneously

7.Howdoestheorganizationmeasureemployee'sperformance?

A.ByjobpositionB.Bydividingsex C.Byworkexperience

8.Doesperformanceappraisalchangeemployee’sattitude?

A.Yes B.No

9.Ifyouranswertotheabovequestionis“yes”howdiditchangeperformance

appraisal?Specify--------------------------------------------------------------------------------------------------------------

-------------------------------------------------------------------------------------------------------------------------------------------

--------------------------------------------------------------------------------------------------------------

10.Doyouthinkthatperformanceappraisalwithdetermineemployeesattitude

A.Yes B.No C.tosomeextent

11.Iftheabovequestionisyeshowdoesitdetermine?

Specify-------------------------------------------------------------------------------------------------------------------------------

-------------------------------------------------------------------------------------------------------------------------------------------

-----------------------------------------------------------------------------------------------------------------------------

12.Doyouthinkthatapprisingemployee’sperformancecloselyrelatedthe

organizationrewardsystem?

A.Yes B.No C.tosomeExtent

13.Ifabovequestion12answersareyeshowemployees'performancecloselyrelated
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therewardsystem?

Specify-------------------------------------------------------------------------------------------------------------------------------

-------------------------------------------------------------------------------------------------------------------------------------------

-----------------------------------------------------------------------------------------------------------------------------

14.Whichoneisthecommonpotentialperformanceobstacleinyourorganization?

Specify-------------------------------------------------------------------------------------------------------------------------------

-------------------------------------------------------------------------------------------------------------------------------------------

-----------------------------------------------------------------------------------------------------------------------------

15.Doesperformanceappraisalandemployeesattitudehavepositiverelation?

Specify------------------------------------------------------------------------------------------------------------------------------

-------------------------------------------------------------------------------------------------------------------------------------------

------------------------------------------------------------------------------------------------------------------------------

16.Ifyouranswerforquestion15is“yes”howdoyouexpresstheirrelationship?

Specify-------------------------------------------------------------------------------------------------------------------------------

-------------------------------------------------------------------------------------------------------------------------------------------

-----------------------------------------------------------------------------------------------------------------------------

17.Whichoneofthefollowingitem canbeconsideredasthemainobjectiveof

performanceappraisalinyourorganization?

A.Toincreasesalary B.Todeterminetrainingneeds

C.Tosupplydatatothemanagementofperformanceemployees

18.Whichmethodofstandardsettingprocessusedinyourorganization?

A.PerformanceTarget B.QualityofworkCTeam collaboration

19.Doyouthinkthatmajorityofemployee’ssatisfiedperformanceevaluation?

A.Yes B.No C.TosomeExtent
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AppendixII
WOLKITEUNIVERSITY

COLLEGEOFBUSINESSANDECONOMICS

DEPARTMENTOFMANAGEMENT

InterviewwithcurrentemployeeofEthiotelecom wolkitebranch

PartIII:BasedonInterview

1.Whatistheobjectiveofperformanceappraisalintheorganization?

2.Whatistherelationshipbetweenemployeeattitudeandperformanceappraisalin

yourOrganization?

3.Howdoyouthinkdoesemployeesattitudeandperformanceappraisalinyour

organization?

4.Howdoyouthinkdoesemployee'sattitudecontributesforhisimportantandsuccess

oftheOrganization?



43


