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                               Abstract  

   The purpose of this study was to assess the practices of performance management system and 

its effect on employment performance the case of debre brhan poly technical college .The study 

was used both descriptive and explanatory method with cross sectional survey. This study was 

used non probability sampling comprehensive techniques to select respondents and purposive 

sampling to select interviewees. The research objectives were to assess the practice of 

performance management system and its effect on employment performance management system, 

specifically to investigation the extent of performance management practices in debre brhan ploy 

technical college, challenges faced in implementing the system, to assess employees’ perception 

towards employee performance management system. Primary and secondary data were used. 

The analysis was done by the help of SPSS and presented using descriptive statistics; frequency 

tables, percentages, bar and pie charts and using inferential statistic correlation and Regression. 

The findings of the research indicated that employee performance management system; lake of 

awareness of the strategic objective of organization, limited opportunity to participate in 

performance planning, the system has also helps to motivate employees and encourage 

development through creating communications between the employees and their supervisor or 

managers, no fair employment transfer one college to other based on evaluation efficiency, lake 

of sufficient resource allocation to execute their job properly, Furthermore, the result of 

evaluation did not attach with reward and recognition schemes.  
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                              CHAPTER ONE 

                            1.1 Introduction 

     The human resources management is said to be system of any organization. It coordinates and 

controls each activity either directly or indirectly for the purpose of organizational development 

and growth. Among all the tools of HRM, Performance Management is a system that ensures and 

maintains the proper flow of lifeblood in every section and unit of organization, which is human 

capital (person‟s knowledge, skills, experience and abilities). Performance Management does not 

only evaluate the employ performances but achieve organizational goals through improving 

employee performance, employee development, employee engagement and retaining them 

(Mansoor Ahmed Junejo, 2010). 

   Achieving effective performance of human resources is primary goal of every organization. In   

this regard, performance management practice of human resource management provides the 

sound basis of evaluating and developing employee performance in order to get enhanced 

organizational success. Similar to any organization, college evaluates their employees/teachers 

performance for effective human resource management.( Danial Aslam, 2011) 

      Technical and Vocational Education and Training (TVET) plays vital role in preparing the 

current and future labor forces that could enhance economic and social development of a 

country. It becomes imperative that the development and expansion of Technical and 

Vocational Education as continuing education, both within and outside the formal education 

system, with either public or private funding, and within the framework of lifelong learning, 

should be a prioritized objective of all educational strategies (UNESCO, ILO.2010).  A quality 

education providing institute is always proves to be a model for modern civil society. Therefore, 

to achieve world-class standards, effective performance management of collage 

teachers/instructors is always major concern in any college. A sustainable and progressive 

performance evaluation mechanism for teaching staffs of the collage ultimately benefits major 

stakeholders who are students in terms of enhancement of employment opportunities, 

improvement of education and training of upcoming human capital, flourishing the learning 

environment and enriches academic and intellectual knowledge management of college as a 
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whole. Quality of higher education in universities and college cannot be achieved without 

continuous assessment and improvement of teacher‟s/ instructors performance. One way to 

undertake this activity is through performance management which has been defined by Plachy 

(1988) cited in Michael Armstrong (2009) as a process of communication through which a 

manager and an employee arrive together at an understanding of what work is to be 

accomplished, how it will be accomplished, how work is progressing toward desired results, and 

finally it evaluates whether the performance has achieved the agreed-upon plan”. 

According to the resource-based view, employees are the resources and assets of an                    

organization. Consequently, organizations need to figure out strategies for identifying, 

encouraging, measuring, evaluating, improving and rewarding employees' performance at work. 

According to this respect, performance management and appraisal systems have come to play an 

indispensable role in helping organizations to reach their goals of productivity (Stevers & Joyce, 

2000). In fact, human resource management practices could influence the behaviors of individual 

employees. The impact of Human Resources (HR) practices on employees' commitment and 

performance depends on employees' perception and evaluation of these practices (Guest, 1999 In 

this research, the researcher will assess the effect of performance management system on 

employee performance. 

1.2 Problem statement 

  According to Clinton (1992) as cited by Richard Bitange Nyaoga et al, (2010) performance 

appraisal programs sometimes yield disappointing results. The primary reasons includes, lack 

of top management information and support, unclear performance standards, rater bias, too 

many forms to complete, and use of the program for conflicting purposes. The same study 

identified that, performance appraisal used in college is not effective and they exist just as a 

matter of formality. 

Another study (C. Haslam, et al. 1993) also found that performance appraisal in college had little 

impact on staff motivation, efficiency, and performance. One reason for this is, the ambiguity 

surrounding the intentions of staff appraisal in college, it is neither a management tool, nor is it 

wholly focused on staff development. As a result, the staffs believed that the exercise was time 

consuming and costly for college with little tangible benefits. 
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  Performance management is important for an organization, as it helps organizations improve 

employees are working hard to contribute to achieving the organization's mission and objectives. 

Performance management sets expectations for employee performance and motivates employees 

to work hard in ways that is expected by the organization. Moreover, performance management 

system provides a completed and professional management process for organizations to assess 

the performance results of organizations and employees. Employee performance could be 

expected, assessed and encouraged Improving employee performance by using performance 

management system is a way to improve organizational performance. So, in investigate the 

relationship between performance management system and employee performance empirically. 

(Macky and Johnson 2000) .The issue of performance evaluation in the Amhara Region has not 

given much attention by researchers there is a lack of empirical investigation into the 

issue(Samuel Kebede2015); Hence, from studies mentioned and from the formal and informal 

observation debre Birhan poly technical College that there is lack of staff awareness about their 

evaluation criteria, most teachers usually raise complains regarding performance evaluation 

trustworthy and right and Performance evaluation is not attached with reward and recognition. 

 Many researches show that performance management system on employees. Thus, these 

indicate there should be thorough study conducted on such area to increase the level of 

understanding as well as to narrow such gap to the smallest level. Thus, the study has been 

performance management system and its effect of employment performance debre brhan poly 

technical college. 

1.3 basic research questions 

1 to what extent (level) performance management system practices in debre brhan poly technical 

college? 

2 What are the major challenges that affect the employee performance management system? 

3. What are the perceptions of employees towards employee performance management system? 

4.   How does the performance management system effect employee performance? 
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1.4 Objective of the study 
The overall objective of this study is to examine the practices of performance management 

system and its effect on employment performance in the case of debre brhan Poly technical 

college. 

 Specifically the study will address the following objectives: 

 To assess the extent of performance management practices in debre brhan poly technical 

college 

 To investigate the challenges while implementing employee performance management 

system. 

 To assess employees perception toward employee performance management system 

 To examine the effects of performance management system on employees performance 

1.5 Research Hypothesis 

 The following hypotheses are formulated to address the above research objectives: 

H1:  There is a significant and positive relationship between planning phase and employment 

performance  

H2:  There is a significant and positive relationship between execution phase and employment 

performance  

H3:  There is a significant and positive relationship between evaluation phase and employment 

performance  

H4:  There is a significant and positive relationship between review and employment 

performance  

 1. 6 Significance of the study 

 The study will enable; Poly technical collage to obtain the necessary feedback and take 

corrective measure to ensure the successful implementation of performance management system, 

to broaden the knowledge of the researcher about the subject matter with a range of practices 

application of performance management system, Point out the important purposes of effective 

employment performance system, which have a positive contribution to achievement of 

organizational goals 
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1.7 Scope and limitation of the study 
   It is necessary to study all aspects of college institutions depends upon both teaching and non 

teaching staffs working in it, yet major responsibility comes upon teachers who are the source of 

student‟s knowledge, learning and development. This compels such institutions to have 

systematic performance appraisal systems, to evaluate and enhance teacher‟s performance 

(Muhammad Imran Rasheed, et al. 2011). Therefore, this study was carried out to assess 

performance management practices of academic staffs in debr brhan, this study was emphasized 

on performance planning, performance execution, performance assessment and performance 

review and challenge, whereas other related factors of employment performance management 

and non teaching staff of is beyond the de limitation scope of this study.  

 The study is limitation It is difficult to say that one research study hundred percent accurate 

and complete without any difficulties. It is also true of the present investigation. Hence, some of 

the most important limitations of this research are; the challenge in obtaining well organized data 

both qualitative and quantitative data regarding the study variables as related to the concerned 

body and Lack of interest in filling the questioners by the respondents. However, the researcher 

exerted maximum effort to overcome the problem and addressed all research objectives. 

1.9 Operation definition terms 

Performance: is the level of output or result accomplished against a given targets and the way 

how it accomplished According to Smither and London, 2009. 

Performance management   is a continuous process of identifying, measuring and developing 

performance in organizations by linking each individual‟s performance and objectives to the 

organizations over all mission and goals(Aguinis, 2009 

Employee performance management system: a mechanism designed to aligning the strategic 

objectives of the organization to that of individual level so that each individual employee 

performance will be tracked in relation to the targets or goals given to the respective place of 

assignment. 

Technical and Vocational Education and Training (TVET): a training program provided by 

training institution with a view to acquiring or upgrading his/her technical and vocational skills 

(FGN, March 1, 2004, No. 391,2004:2553). 
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HRM – Human Resource Management Human resource management can be defined as a 

managerial philosophy, policies, procedures and practices related to the effective management of 

people for the purpose of facilitating the achievement of the results within an organizatio 

1.10 ORGANIZATION OF THE PAPER 
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CHAPTERTWO 

2 RELATED LITRATURE REVIEW 

INTRODACTION 
 In this part of the study, the researcher has reviewed related literatures. This chapter includes the 

theoretical review, empirical review from previous related works and finally conceptual 

framework has formulated. Furthermore, lessons drawn from literature were forwarded. 

2.1TheoreticalLiteratureReview 

2.1.1 Definition of Performance 

 Performance can be defined as „the act or process of performing a task or an action that involve 

a lot of effort‟ (Oxford Advanced Learner Dictionary, 2006). According to Smither and London, 

(2009) it can be also defined as a combination of both results (what need to be achieved) and 

behaviors (how to be achieved). In a simple way performance can be also regarded as a record of 

an outcome or accomplishment achieved by a person or a team (Armstrong, 2009). Therefore it 

is possible to say that when managing performance both inputs (behavior) and outputs (results) 

need to be considered since they are interrelated. And, behaviors emanate from the performer 

and transform performance from abstraction to action. 

2.1.2 Performance Management 
Performance management is a continuous process of identifying, measuring and developing 

performance in organizations by linking each individual‟s performance and objectives to the 

organization‟s overall mission and goals (Aguinis, 2009). Therefore performance management is 

a tool which enables to improve organizational performance by clearly aligning the general 

objectives and mission of the organizations with each individual/ team goals. In most cases 

performance management system and performance appraisal are interlinked with each other. 

However, performance management is the broader one which identifies measure, manage and 

develop performance of the human resource in an organization whereas performance appraisal is 

the sub set of performance management in which we use it for evaluating the competence of 

employee‟s (Robert and John, 2013).  

Performance management is an integrated and systematic process of sustaining the success of 

organization by improving the performance of the people who work in them and also it is 

developing the capacity of individuals and team who contribute to the organization. It is also a 
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strategic process in a sense that it deals with the broader issue of the organization efficiency to 

meet the market demands and long term goal (Smither and London, 2010). 

      (Pulakos, 2004)say performance management is an integrated process, first it is linking of the 

organization objective with the teams and individual competences as well as integration of 

different aspects of human resource management including, organizational development, human 

resource development, reward and recognition to ensure excellence in the management and 

development of people. Performance management is based on the agreement of objectives, 

knowledge, skill and capability (competence) requirements, performance improvement, and 

personal development plans. It involves the joint and continuing review of performance against 

these objectives, requirements and plans and the agreement and implementation of improvement 

and further development plans. Many factors will impact the effectiveness of an organization‟s 

performance management system, but three are most important. First, the system needs to be 

aligned with and support the organization‟s direction and critical success factors. Second, well-

developed, efficiently administered tools and processes are needed to make the system user 

friendly and well received by organizational members. Third, and most important, is that both 

managers and employees must use the system in a manner that brings visible, value-added 

benefits in the areas of performance planning, performance development, feedback and 

achieving results. 

2.1.3 Performance management system 

   In different literature, there are various models of performance management. Each model has 

its importance as a system for managing organizational performance, managing employee 

performance, and for integrating the management of organizational and employee performance. 

Performance management involves multiple levels of analysis, and is clearly linked to the topics 

studied in strategic HRM as well as performance appraisal. Different terms refer to performance 

management initiatives in organizations, for example, performance-based budgeting, pay-for-

performance, planning, programming and budgeting, and management by objectives (Heinrich, 

2002). 

        A performance management system, according to Rudman (2003), is increasingly seen as a 

means of integrating HRM activities with the business objectives of the organization, where 

management and HR activities are working together to influence individual and collective 

behavior to support the organization's strategy. Besides, he also stressed that the performance 
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management system must fit with the organization's culture. Performance management system is 

a kind of completed and integrated cycle for performance management. The emphasis of 

performance management systems is on continuously improving organizational performance, 

and this is achieved through improved individual employee performance (Macky & Johnson, 

2000). Similarly from the suggestion of Lawler (2003), the objectives often include motivating 

performance, helping individuals develop their skills, building a performance culture, 

determining who should be promoted, eliminating individuals who are poor performers, and 

helping implement business strategies. 

2.1.4. Performance Management Processes 

   Most authors have agreed on the meaning of performance management that, it is a continuous 

process that engages both the manager and an employee to set out how they can best work 

together to achieve the required results. Performance management system has its own process in 

order to execute the system effectively. Even though there are different processes of performance 

management system indicated by different authors, the most common and concrete one is a 

process which encompasses four phases which are performance planning, performance 

execution, performance assessment and performance review stages to ( Smither and London 

2009). Each phase will be discussed briefly as follows. 

2.1.4.1 Performance Planning 

     According to Smither and London (2009), the performance planning cycle of performance 

management system is the first stages where employees will be enable to have a clear knowledge 

about the system. It is the first cycle where supervisor and employee meet to discuss and agree 

on what is to be done and how it is to be done by combining the result, behavior and 

development plan. By results we mean the outcomes that an employee must perform quality 

products and services with time in accordance to personal accountabilities. On the other hand, 

behavior is an important measure of results on how employees do their job by discussing on 

competencies, which are measurable clusters of knowledge, skills, and attitudes (KSAs) that are 

critical in determining how results will be achieved. The third component of a planning phase is 

development plan. It is identifying areas of improvement and setting goals to be achieved in each 

area. It usually includes both results and behaviors. Such plans highlight an employee‟s strengths 

and the areas in need of development, and they provide an action plan to improve in areas of 
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weaknesses and further develop areas of strength. And it helps employees to identify how 

continually learn and grow, to see the possibility of being better in the future and helps them to 

avoid performance problems faced in the past.  

        To show the difference between result and behavior Grote, (2002) identified that, results 

include actual job outputs, countable products, measurable outcomes and accomplishment, and 

objectives achieved. It deals with what the person achieved. However, behaviors include 

competencies, skills, expertise and proficiencies, the individual‟s adherence to organizational 

values, and the person‟s style, manner and approach. Behaviors deal with how the person went 

about doing the job.  

        Performance planning is a discussion between supervisor and employee with the agenda of 

coming to agreement on individual‟s key job responsibilities, developing a common 

understanding of the goal and objective that needs to be achieved, identifying the most important 

competencies and creating an appropriate individual development plan (Grote, 2002). While 

conducting the performance planning cycle, there are some responsibilities which will be 

expected both from the supervisor and the employee before the discussion and during the 

discussion. The responsibilities of the supervisor before the meeting is first to review the 

organization‟s mission, vision and values statement and department‟s goal, the second one is 

reading the individuals job description and thinking about the goals and objectives which the 

employees is expected to achieve in the appraisal period. The third and the forth responsibilities 

of the supervisor is identifying the most important competencies and determining what 

consideration should be taken to the successfulness of performance in each area respectively. In 

addition to these during the meeting the supervisor will be responsible to discuss and come to an 

agreement with the individual on the most important competencies, key position responsibilities 

and goals and also he/she is responsible to come to an agreement on the development plan of an 

employee. On the other hand the employee has also the same responsibilities while conducting 

the performance planning stage in order to make the performance management system effective 

and successful. 

Components of Performance Planning 

Performance planning is the process of setting goals in relation to the key accountabilities 

associated with your role. Commonly, setting performance goals involves having an 
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understanding of your key accountabilities, setting goals in relation to these accountabilities, and 

deciding how you will measure the achievement of your goals (L. Kirkpatrick, 2006). In general 

according to Armstrong (2009) performance planning among others includes: agreement on 

goals/objectives, performance standards, performance measures, key result areas, and agreement 

on personal development needs. 

1. Goals/ objectives 

According to Grote, 2002 goal setting is one of the key elements of performance planning. In 

addition to identifying the key responsibilities of the individual‟s job and the competencies or 

behaviors that the organization expects everyone to display, another critical element is setting 

appropriate goals for the upcoming year. 

Setting goals produces several important results 

 It forces the identification of critical success factors in the job. 

  It mobilizes individual and organizational energy  

 It forces concentration on highest priority activities 

  It increases probability of success. 

  It generates increases in productivity. 

Characteristics of effective goals/objectives 

If goal setting isn‟t a part of the performance management process, then it will be easy to get 

caught in the activity trap spending time on activities that don‟t generate a lot of return but are 

done because they‟re familiar. If we have set clearly stated and measurable goals and objectives, 

we are less likely to work on low-priority tasks because we will be aware of what our high 

priority responsibilities are (Grote 2002). In general effective goals/objectives should be SMART 

Specific: clear, unambiguous, straightforward, understandable and challenging.  

Measurable: the manager and the employee must have some way of determining whether the 

employee met the goal (quantity, quality, time, money). 

Achievable: challenging but within the reach of a competent and committed person 

Relevant: the goal must make sense in terms of what the employee and the department are trying 

to accomplish. 
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Time bound: there must be a time limit on how long the employee has to accomplish the goal 

(Grote 2002; Armstrong 2009; Amy Delpo, 2007). 

2. Performance standards 

 Performance standards are management approved expressions of the performance threshold(s), 

requirement(s), or expectation(s) that employees must meet to be appraised at particular levels of 

performance (United States Office of Personnel Management, January 2001). Standards of 

performance are different from objectives. Objectives should be set for an individual, rather than 

for a job. Therefore, a manger who has several employees who do the same job will have one set 

of standards for the job but may have different objectives for each person (for mediocre or 

outstanding), based on that person‟s experience , skills, and past performance 

Characteristics of effective Standards 

There are eight characteristics of effective standards (Donald L. Kirkpatrick 2006): 

They are based on the job and not the person(s) in the job- Standards of performance should be 

established for the job itself regardless of who occupies the job 

They are achievable- It means that practically all employees on the job should be able to reach 

the standard. 

They are understood- The standard should be clear to manager and employee alike. 

They are agreed on- Both manager and employee should agree that the standard is fair. 

They are as specific and as measurable as possible- Some people feel that standards must be 

specific and measurable. They insist that they must be stated in numbers, percentages, dollars, or 

some other form that can be quantifiably measured. 

They are time oriented- It should be clear whether the standard is to be accomplished by a 

specific date or whether it is ongoing. 

They are written- Both manager and employee should have a written copy of the standards that 

are agreed on. 

 They are subject to change- Because standards should be achievable and agreed on, they 

should be periodically evaluated and changed if necessary. 
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3. Performance measures 

In identifying what the key responsibilities of a position are; the manager and the individual 

need to discuss how the person‟s performance will be measured and evaluated. There is a 

difference between output measures and outcome measures. An output is a result that can be 

measured quantifiably, while an outcome is a visible effect that is the result of effort but 

cannot necessarily be measured in quantified terms. According to Grote, 2002) there are four 

general measures of output: Quality, Cost, and Timeliness. Armstrong (2009) suggested that 

measures of outcome include: changes in behavior; completion of work/project; acquisition 

and effective use of additional knowledge and skills etc. 

  Employee participation in performance planning  

Getting employees involved in the planning process will help them understand the goals of the 

Organization, what needs to be done, why it needs to be done, and how well it should be done 

(Grote, 2002). Employee participation is a very important element for successful performance 

evaluation systems. Employees must play a key role, participating in everything from writing job 

descriptions, to identifying their own goals and standards, to assessing how well they have 

performed. When employees are involved in goal setting, the goals they set are higher and more 

demanding than goals that managers set alone. Employees will push the envelope, often 

demanding more of themselves than the managers might demand of them .Employee 

participation promotes teamwork. It gives the employee and the manager a sense of working 

together rather than being on opposite sides of the fence. Participation in goal setting improves 

performance, not because participation by itself is inherently motivating, but because it provides 

the employee with an increased understanding of expectations and strategies for goal 

accomplishment (Armstrong 2009). 

2.1.4.2. Performance execution 

Once the performance-planning phase has been completed, it‟s time to get the job done to 

execute the plan. Performance execution is the second phase of an effective performance 

management process. For the individual, the critical responsibility in phase two is getting the job 

done achieving the objectives. Even if the line share of this phase will be taken by the employee, 

but the appraiser have also two major responsibilities: creating the conditions that motivate, and 

confronting and correcting any performance problems. In an effective performance management 
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system, performance execution also includes a midterm review to ensure that performance is on 

track (Grote, 2002) 

Smither and London (2009), has also mentioned the following responsibilities of supervisor in 

the execution stage of performance management system. 

1. Observation and documentation: - it is an observation and documentation of employee‟s 

performance in a daily basis which helps to keep track of both good and poor performance. 

1 Updates: - when there is a change in organizational goal, supervisors must update and revise 

the initial planned objectives, standards, key accountabilities and key competencies accordingly. 

2 Feedback: - in order to improve performance, feedback should be provided regularly before 

the time of assessment and also supervisors should coach and mentor employees every time. 

3. Resources: - without sufficient resource it is difficult for employees to achieve the planned 

objective. Thus supervisors have a responsibility of ensuring the availability of the necessary 

supplies and funding to perform the job properly. 

4. Reinforcement: - supervisors must let employees know that their outstanding performance is 

noticed by reinforcing effective behaviors and progress toward goals. Also, supervisors should 

provide feedback regarding negative performance and how to remedy the observed problem. 

Observation and communication are not sufficient. Performance problems must be diagnosed 

early and appropriate steps must be taken as soon as the problem is discovered 

2.1.4.3. Performance Assessment  

In the assessment phase, both the employee and the manager are responsible for evaluating the 

extent to which the desired behaviors have been displayed, and whether the desired results have 

been achieved. Although many sources can be used to collect performance information (for 

example, peers or subordinates), in most cases the direct supervisor provides the information. 

This also includes an evaluation of the extent to which the goals stated in the development plan 

have been achieved. It is important that both the employee and the manager take ownership of 

the assessment process. The manager fills out his or her appraisal form, and the employee should 

also fill out his or her form. The fact that both parties are involved in the assessment process 

provides better information to be used during the review phase (Smither and London, 2009). 
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When both the employee and the supervisor are active participants in the evaluation process, 

there is a greater likelihood that the information will be used productively in the future. 

Specifically, the inclusion of self - ratings helps emphasize possible discrepancies between self 

views and the views that important others (that is, supervisors) have. It is the discrepancy 

between these two views that is most likely to trigger development efforts, particularly when 

feedback from the supervisor is more negative than are employee self - evaluations. The benefit 

of self-appraisal is to reduce an employee‟s defensiveness during the assessment meeting and 

also in increase employee‟s satisfaction and trust in the performance management system. The 

time for the formal performance appraisal nears, the manager reflects on how well the 

subordinate has performed over the course of the year, assembles the various forms and 

paperwork that the organization provides to make this assessment, and fills them out. The 

manager may also recommend a change in the individual‟s compensation based on the quality of 

the individual‟s work (Grote, 2002). 

     Habitually, people think that performance appraisal is an event required by the personnel 

department in which the manager fills out the form and then uses it to give feedback which is 

totally wrong. Rather performance assessment is one of the most important processes in 

performance management system in which supervisors are assessing their subordinates regarding 

their performance in the past which lays a ground for keeping the strength and improving on the 

weaknesses and working on the development plan for the future. Managers often complain that 

evaluating someone‟s performance is difficult. The reason that they find it difficult is usually that 

they have not done a good job of performance planning at the beginning of the year. If a manager 

has not held a planning discussion at that time, it‟s difficult to evaluate performance at the end of 

the year (Smither and London, 2009). 

Methods of Assessment 

According to Armstrong, 2006 there are seven ways of assessing performance: 

1. Overall analysis of performance: An overall analysis is a form of assessment, as it will 

reveal strengths and, possibly, weaknesses, which indicate where development can usefully take 

place. 

2. Narrative Assessment A narrative assessment is simply a written summary of views about 

the level of performance achieved. This at least ensures that managers have to collect their 

thoughts together and put them down on paper. 
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3. Rating A rating scale is supposed to assist in making judgments and it enables those 

judgments to be categorized to inform performance or contribution pay decisions or simply to 

produce an instant summary for the record of how well or not so well someone is doing. Rating 

scales can be defined alphabetically (a,b,c etc) or numerically (1,2,3 etc).  

 Exceptional performance: exceeds expectations and consistently makes an outstanding 

contribution that significantly extends the impact and influence of the role. 

Well-balanced performance: meets objectives and requirements of the role; consistently 

performs in a thoroughly proficient manner. 

Barely effective performance: does not meet all objectives or role requirements of the role; 

significant performance improvements are needed. 

Unacceptable performance: fails to meet most objectives or requirements of the role; shows a 

lack of commitment to performance improvement, or a lack of ability, which has been discussed 

prior to the performance review. The number of rating levels can be three, four, five or even six 

levels. 

4. Forced distribution Forced distribution means that managers have to conform to a laid-down 

distribution of ratings between different levels. 

5. Forced ranking Forced ranking is a development of forced distribution. Rankings can be 

generated directly from the assignment of employees to categories (eg A, B and C) or indirectly 

through the transformation of performance ratings into groups of employees. 

6. Quota systems Quota systems lay down what the distribution of ratings should be and adjust 

the ratings of managers after the event to ensure that the quota in each level is met. 

7. Visual methods of assessment An alternative approach to rating is to use a visual method of 

assessment. This takes the form of an agreement between the manager and the individual on 

where the latter should be placed on a matrix or grid, 

In the performance assessment stage supervisors have the following major responsibility which 

helps them to evaluate their subordinate effectively and fairly (Armstrong, 2006) 

 Review the original list of competencies, goals, objectives, and key position 

responsibilities: -since performance assessment is made based on the goals, objective and 

competencies listed in the performance planning stage, supervisors should review them so as to 

cascade the assessment from them. 
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1. Prepare a preliminary assessment of the employee’s performance over the entire 

year:- it helps to have a clear picture on the performance of the employee while 

accomplishing their planned objective as well as achieving organizational goal. 

2. Review the individual’s list of accomplishments and the self-appraisal: - assessing 

the accomplishment made by the employee and referring to self-appraisal will help 

supervisors to remind every accomplishments and failure so as to make an accurate 

evaluation accordingly. 

3. Prepare final assessment of the employee’s performance: - after reviewing the data 

gathered through self-appraisal, peer appraisal and self-evaluation made by supervisors, 

the final assessment should be prepared with fair judgment. 

4. Write the official performance appraisal using the appraisal form 

5. Review the appraisal with the manager and obtain concurrence:- the assessment 

filled on the appraisal form should be reviewed by the higher supervisors in order to cross 

check the fairness of the evaluation. 

6. Determine any revisions needed to the employee’s key position responsibilities, 

goals, 

objectives, competencies, and development plans for the next appraisal period: - 

based on the past performance point out the areas which needs revision on the 

responsibilities, objectives, goals, competencies and development plans. This is highly 

appreciated when performance gap is identified. 

7. Prepare for the performance review meeting: - employees and supervisors should 

have a meeting to talk about the assessment as well as performance review for the next 

period. Likewise supervisors‟ individuals have also the above stated responsibilities in 

the performance assessment phase of the process. 

   Performance appraisal forms 

     While the specific design and construction of the form varies from one organization to 

another, five elements should appear in every performance appraisal form (Grote, 2002) 

    Organizational core competencies- should includes specific competencies that the 

organization expects all of its members to display. 

  Job family competencies- consists of competencies needed for different job families (e.g. 

professional/ technical, managerial/supervisory job families) 
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   Key job responsibilities- The key job responsibilities section of the appraisal form focuses 

more specifically on what the individual is expected to do. 

  Projects and goals- These are the individual‟s activities that are beyond the specific tasks and 

duties outlined on a job description. 

  Major achievements- help the manager to identify the major accomplishments that the 

individual was responsible for over the course of the year. 

2.1.4.4. Performance Review 

The performance review stage involves the meeting between the employee and the manager to 

review their assessments. This meeting is usually called the appraisal meeting or discussion. The 

appraisal meeting is important because it provides a formal setting in which the employee 

receives feedback on his or her performance. In spite of its importance in performance 

management, the appraisal meeting is often regarded as the most difficult of the entire process 

because many managers are uncomfortable providing performance feedback, particularly when 

performance is deficient. This high level of discomfort, which often translates into anxiety and 

the avoidance of the appraisal interview, can be mitigated through training those responsible for 

providing feedback (Smither and London, 2009). 

          Providing feedback in an effective manner is extremely important because it leads not only 

to performance improvement but also to employee satisfaction with the system. At this point, 

however, let‟s emphasize that people are apprehensive about both receiving and giving 

performance information, and this apprehension reinforces the importance of a formal 

performance review as part of any performance management system. The performance review 

meeting is the basis for assessing the three key elements of performance (the three Cs), namely 

contribution, capability and continuous development. Such meetings are also the means through 

which the five primary performance management elements measurement, feedback, positive 

reinforcement, exchange of views, and agreement can be put to good use.   

        Performance review should be rooted in the reality of the employee‟s performance. The 

latter is concrete, not abstract, and it allows managers and individuals to take a positive look 

together at how performance can become even better in the future and how any problems in 

meeting performance standards and achieving objectives can be resolved. Individuals should be 

encouraged to assess their own performance and become active agents for change in improving 
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their results. Managers should be encouraged to adopt their proper enabling role (Armstrong 

2000).  There should be no surprises in a formal review if performance issues have been dealt 

with as they should have been, namely as they arise during the year. In one sense the review is a 

stocktaking exercise, but this is no more than an analysis of where those involved are now, and 

where they have come from. This static and historical process is not what performance 

management is about. The true role of performance management is to look forward to what 

needs to be done by people to achieve the overall purpose of the job, to meet new challenges, to 

make even better use of their knowledge, skills and abilities, and to help them to develop their 

capabilities and improve their performance. This process also helps managers to improve their 

ability to lead, guide and develop both individuals and teams for whom they are responsible 

(Armstrong 2000). 

Objectives of performance review 

Among different objective of performance review the followings are some of them which can be 

mentioned as the most important one (Smither and London 2009). 

i. It gives motivation to provide positive feedback, recognition, praise and opportunities for 

growth; to clarify expectations; to empower people by encouraging them to take control over 

their own performance and development. 

ii. It encourages development by providing a basis for developing and broadening capabilities 

relevant both to the current role and any future role that the employee may have the potential to 

carry out. Note that development can be focused on the current role, enabling people to enlarge 

and enrich the range of their responsibilities and the skills they require, and to be rewarded 

accordingly. This aspect of role development is even more important in flatter organizations, 

where career ladders have shortened and where lateral progression is likely to be the best route 

forward. 

iii. It gives a chance for communication to serve as a two-way channel for talking about roles, 

expectations (objectives and capability requirements), relationships, work, problems and 

aspirations. Performance management represents a more holistic view of performance in which 

performance appraisal or review is almost always a key part of the system (D. Torrington, et al. 

2008). In his attempt to clarify the activities to be carried out in this key part (appraisal) of the 
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system and the responsibilities of the company, the manager, and the employees, Amy Delpo 

(2007)  

2.1.5 Aims and objectives of teacher’s evaluation 
Teacher evaluation has typically two major purposes. (Dean W. and Scott N, 1999) First, it seeks 

to improve the teacher‟s own practice by identifying strengths and weaknesses for further 

professional development – the improvement function. Second, it is aimed at ensuring that 

teachers perform at their best to enhance student learning – the accountability function. 

Teachers evaluation for improvement (formative evaluation) focuses on the provision of 

feedback useful for the improvement of teaching practices, namely through professional 

development. It involves helping teachers learn about, reflect on, and improve their practice. 

This typically occurs with account of the school context so professional development 

opportunities of an individual teacher are aligned with the school development plan. Without a 

link to professional development opportunities, the evaluation process is not sufficient to 

improve teacher performance, and as a result, often become a meaningless exercise that 

encounters mistrust – or at best apathy – on the part of teachers being evaluated. 

The accountability function (summative evaluation) of teacher evaluation focuses on holding 

teachers accountable for their performance associating it to a range of consequences for their 

career. It seeks to set incentives for teachers to perform at their best. It typically entails 

performance-based career advancement and/or salaries, bonus pay, or the possibility of sanctions 

for underperformance. (Dean W. and Scott N,1999) 

Combining both the improvement and accountability functions into a single teacher evaluation 

process raises difficult challenges. When the evaluation is oriented towards the improvement 

practice within schools, teachers are typically open to reveal their weaknesses, in the expectation 

that conveying that information will lead to more effective decisions on developmental needs 

and training. However, when teachers are confronted with potential consequences of evaluation 

on their career and salary, the inclination to reveal weak aspects of performance is reduced, i.e. 

the improvement function is jeopardized. In practice, educational institutions rarely use a pure 

form of teacher evaluation model rather they use a unique combination that integrates multiple 

purposes and methodologies (OECD Reviews December 2009). 

Methods of evaluating personnel in education 
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There are four basic types of evaluation: summative, normative, norm-referenced, criterion 

referenced. 

Summative evaluation- is evaluation that is conducted at the end of the activity or period of time 

and is designed to assess terminal behaviors or overall performance. It is used to make personnel 

decisions regarding such matters as contract renewal, tenure, merit pay assignment to levels of 

carrier ladders, and termination. The person being evaluated is not involved in summative 

evaluation process and only be informed of the result of the decision. 

Formative evaluation- is an ongoing evaluation designed to provide feedback to the person 

being evaluated for the purpose of self improvement. The formative evaluation involves the 

person being evaluated because its purpose is the improvement of performance. 

Norm-referenced evaluation- is evaluation that compares the individual‟s performance with that 

of other employees or with the average of the larger group. 

Criterion-referenced evaluation- compares employee‟s performance not to any other person/s 

but to an established standard and allows for tracking of an employee‟s attainment of specific 

objectives (Dean W. and Scott N. 1999) 

2.1.6 Assessment criteria of academic staffs 
Like most public and non-profit institutions, institutions of higher education need to define 

measures of success in the process of managing their performance. They often don‟t have fully 

defined mission statement and their business goals are intangible and vague, making it difficult 

to identify critical success factors and performance indicators. However, based on the nature of 

their activities, performance is measured through the use of numerous qualitative indicators, 

which are difficult to quantify (Ana Maria, 2010). The "products" of the university and college 

should flow from the mission statement of the university. They are multi-dimensional and 

include: an educated workforce (through teaching), additions to the body of knowledge via 

research; and community service. 

Attempts to measure the educational product focus on the measurement of the teaching process 

(using student evaluation, peer evaluation, self-evaluations etc.) 

The product of research is much easier to evaluate and quantify. It is evidenced by the number of 

publications. Some methods are as simple as number counts, the use of weighted indices to 

identify refereed and non-refereed journals or books, ranking journals by reputation, and 
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counting the number of citations given to a published work. Although all methods have their own 

limitations, they at least provide a more general guide to measure research responsibilities. 

Service can be defined as the use of professional expertise in activities which further the goals of 

the university. Service is divided into two components: internal (serving on campus) and external 

(off-campus service) such as taking on responsibility in a professional organization (Melissa 

Wiseman, 1999) 

According to Ana Maria (2010) understanding, planning, measuring and evaluating performance 

of an organization and its processes is impossible without identifying critical success factors, 

performance indicators and, especially, the key performance indicators. Key performance 

indicators are a set of measures focused on those aspects of organizational performance that are 

most critical for current and future success of the organization. Therefore, teacher evaluation 

procedures require setting up evaluation criteria to determine the level of performance of 

individual teachers for each of the aspects assessed. This typically implies the development of 

indicators and/or standardized forms to record teacher performance (OECD Reviews, 2009). 

On the other hand McBride, Grant (2006) identified seven teachers performance standards 

related to teaching. 

Data-Driven Planning- teachers use data to plan appropriate curricula, implement instructional 

strategies, and use resources to promote learning for all students. 

Instructional Delivery-The teacher promotes student learning by addressing individual learning 

differences and by using effective instructional strategies. 

Assessment- The teacher analyzes assessment data to measure student progress and guide 

immediate and long-range instruction. 

Learning Environment-The teacher provides a well-managed, safe student-centered 

environment that is academically challenging. 

Communication-The teacher communicates effectively with students, staff, parents/guardians, 

and the community. 

Professionalism-The teacher maintains a professional demeanor, participates in professional 

growth opportunities, demonstrates an understanding of the curriculum, and contributes to the 

profession. 
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Student Achievement- The work of the teacher results in acceptable, measurable student 

progress. 

2.1.7 The importance of performance management system 
There are many advantages associated with the implementation of a performance management 

system in the organizations. According to Aguinis, 2009, a performance management system can 

make the following important contributions: 

1. Motivation to perform is increased: Receiving feedback about one‟s performance increases 

the motivation for future performance. Knowledge about how one is doing and recognition of 

one‟s past successes provide the fuel for future accomplishments. 

2. Self-esteem is increased: Receiving feedback about one‟s performance fulfills a basic need to 

be appreciated and valued at work. This, in turn, is likely to increase employees‟ self-esteem. 

3. Managers gain insight about subordinates: Direct supervisors and other managers in charge 

of the appraisal gain new insights into the person being appraised 

4. The job definition and criteria are clarified: The job of the person being appraised may be 

clarified and defined more clearly. In other words, employees gain a better understanding of the 

behaviors and results required of their specific position. Employees also gain a better 

understanding of what it takes to be a successful performer (i.e., which criteria define job 

success). 

5. Self-insight and development are enhanced: The participants in the system are likely to 

develop a better understanding of themselves and of the kind of development activities of value 

to them as they progress through the organization. Participants in the system also gain a better 

understanding of their strengths and weaknesses, which can help them better define future career 

paths. 

6. Personnel actions are more fair and appropriate: Performance management systems 

provide valid information about performance, which can be used for personnel actions such as 

merit increases, promotions and transfers, as well as terminations. In general, a performance 

management system helps ensure that rewards are distributed on a fair and credible basis. In turn, 

such decisions based on a sound performance management system lead to improved 

interpersonal relationships and enhanced supervisor–subordinate trust. 

7. Organizational goals are made clear: The goals of the unit and the organization are made 

clear, and the employee understands the link between what he or she does and organizational 



 

24 
 

success. This is a contribution to the communication of what the unit and the organization are all 

about and how organizational goals cascade down to the unit and the individual employee. 

Performance management systems can help improve employee acceptance of these wider goals 

(i.e., organizational and unit level). 

8. Employees become more competent: An obvious contribution is that the performance of 

employees is improved. In addition, there is a solid foundation for developing and improving 

employees by establishing developmental plans. 

9. There is better protection from lawsuits: Data collected through performance management 

systems can help document compliance with regulations. When performance management 

systems are not in place, arbitrary performance evaluations are more likely, resulting in an 

increased exposure to litigation. 

10. There is better and timelier differentiation between good and poor performers: 

Performance management systems allow for a quicker identification of good and poor 

performers. Also, they force supervisors to face up to and address performance problems on a 

timely basis (i.e., before the problem is too costly and cannot be remedied). 

11. Supervisors’ views of performance are communicated more clearly: Performance 

management systems allow managers to communicate to their subordinates their judgments 

regarding performance. Thus there is greater accountability in how managers discuss 

performance expectations and provide feedback. 

12. Organizational change is facilitated: Performance management systems can be a useful 

tool to drive organizational change. Employees are provided with training in the necessary skills, 

and are also rewarded for improved performance so that they have both the knowledge and the 

motivation to improve product quality and customer service. 

2.1.8 Challenges of Performance Management System 
 The performance management challenge in organizations has many dimensions in today‟s 

business environment and creating focused initiatives to overcome these challenges is not a 

silver bullet approach. In many cases remuneration schemes are driving the performance system, 

which creates a number on long term consequences in organizational behavior and culture. 

       1. Lack of Alignment The first challenge is the lack of alignment due to various organizational 

processes being created in isolation. The link between Strategy development, budgeting and 

operational planning is developed by different groups of people with different frameworks being 
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used. The performance management system lacks alignment between individual performance, 

departmental performance and organizational delivery and so all systems default back to financial 

measurements. 

2. Lack of Measurements The second challenge happens at various levels of the organization in 

that poor measures are developed, in many cases targets are set but no relevant measure is put in 

place. In other cases no data can be collected or is kept as evidence to track performance. 

3. Leadership and Management commitment The Leadership and Management challenge has a 

huge impact on integrating and aligning a management system to deliver a comprehensive 

performance management system. The commitment and understanding of leadership and 

management of the requirements for achieving a workable performance system is critical to pe0-

orformance success. 

4. Managing of the performance system Managing a performance system in an organization 

requires a disciplined framework; it requires the organization to work off one master plan broken 

down into relevant parts and areas of responsibility. The management responsibility at various 

levels needs to understand the contracting, measurement development and appraisal process very 

well and apply it consistently. Secondly management needs to appreciate that performance 

management is not an event but something that is managed daily but recorded and reported at 

certain times through reviews and appraisals. 

2.2 Empirical Literature Review 
In this section empirical evidence supporting the performance management system has been 

presented. However, only few studies are undertaken, of which most of them are not on the 

education institution. 

  According to Munzhedzi (2011), performance management system in the organization has a 

valuable impact if the system is well established and common understanding is created between 

employees and managers and if objective of the organization cascaded accordingly. He has tried 

to find out that, performance management has a great role on organizational productivity even if 

it was on industrial other than government offices. According to Matlala (2011) is that 

employees at the organization have a negative perception of the fairness of their organization‟s 

performance management system. How ever since this study has made on in South Africa the 

context might differ and the researcher has to be investigate the study. According to Boipono, 

Tsomele & Mogadime (2014) a study made on implementation of performance management 
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system (PMS) in Schools states that, though PMS is faced with implementation challenges, 

participants interviewed appreciated the need for a system like PMS that could be used to 

measure their performance. However, the feeling is that the system should be redesigned to suit 

the context of environment and not the current one size fit all approach. Effective 

communication and timely feedback are also important success factors for a performance 

management system like PMS as they are formative and help employees to continuously 

improve their processes towards achieved their set objectives. 

2.3 Conceptual Framework 

 

 

 

 

  

 

  

 

Figure 2.1: Conceptual framework of independent variable and its employment performance 

  Source: Zhang ying (2012) The impact of performance management system on employment 

performance 
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CHAPTER THREE 

3. Methodology of the Study 

3.1. Research Site and description 

 Debre brhan city located in 130KM from the capital city of Ethiopia, of Addis Ababa, 693 KM 

from the capital city of Amara ,Bhar dare .Debre Birhan poly technical College in Amhara 

Region is selected as research site. The region a total of 82 and north show zone 8 technical and 

vocational education training (TVET) the researcher selected college purposely for it is the 

second largest central regions of the country where large number of teachers and students reside 

in and the researcher selection considers the cost and time constraints and to better access to 

information.  So, the researcher believed that these samples are representative for this study. 

3.2 Research design 

  Research can be classified as descriptive and exploratory depending on the specific purpose that 

the research tries to address. Descriptive research sets out to describe and to interpret what is. It 

looks at individuals, groups, institutions, methods and materials in order to describe, compare, 

contrast, classify, analyze and interpret the entities and the events that constitute the various 

fields of inquiry. It aims to describe the state of affairs as it exists. On the other hand, 

explanatory research, aims at establishing the cause and effect relationship between variables. 

The researcher uses the facts or information already available to analyze and make a critical 

evaluation of the data/information. (Creswell, 1994) 

Accordingly, the researcher has employed explanatory research design with employment 

performance was explained using the four dimensions and the relationship between employment 

performance, overall planning, execution, evaluation, review.  

3.3 Research Approach 

There is a tendency to divide research into qualitative and quantitative when approach to research has 

been considered as the criterion of classification. Qualitative research involves studies that do not 

attempt to quantify their results through statistical summary or analysis. Qualitative research seeks to 

describe various aspects about behavior and other factors studied in the social sciences and humanities. In 

qualitative research data are often in the form of descriptions, not numbers. Quantitative research is the 

systematic and scientific investigation of quantitative properties and phenomena and their relationships. 



 

28 
 

The objective of quantitative research is to develop and employ mathematical models, theories and 

hypotheses pertaining to natural phenomena. The process of measurement is central to quantitative 

research because it provides the fundamental connection between empirical observation and mathematical 

expression of an attribute (Creswell, 2012). 

The researcher has employed multiple regression analysis, correlation that hypotheses in order to establish 

relationship between the research variables, As a result, quantitative research approach was followed. 

3. 4 Study population 

 The target population of the research considered all academic employees of the college. At the 

time of exploratory survey there were 237 teaching staff and management bodies. 

3.5 Sampling technique and Sample size 

      This study has used non probability or comprehensive sampling to choose for this technique 

target population limited, manageable as the technique has given him the option to select the 

teachers that have been selected through equal chance.( Dr Catherine Dawson 2002) 

  Debre brhan poly technical college has eleven departments under study was on academic staffs, 

the total number of the staff 237. Hence; the total sample size 237 and Interview one college 

dean, one department head, and Human resource head were selected through purposive 

sampling. According to Louis Cohen et al. (2007), purposive sampling is used in order to access 

knowledgeable people‟ those who have in-depth knowledge about particular issues, may be by 

virtue of their professional role, power, and access to networks, expertise or experience. The 

primary concern in such sampling is to acquire in depth information from those who are in a 

position to give it. That is why the selection of the above mentioned respondents was made 

through purposive sampling. 
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Table.3.1 Summary of population and sample size 

No. Field of Training Number trainees 

1 Textile and Garment 25 

2 Surveying and Drafting 23 

3 Automotive Technology 19 

4 Electrical Electronics 21 

5 Hotel Management and Tourism 19 

6 building construction  28 

7 Agriculture 17 

8 Information technology 21 

9 wood working  22 

10 Road and Installation   26 

11 Manufacturing 16 

 Total 237 

Source: 2018 secondary sources  

3.6 Data sources and collection instruments 
 The purpose of the study in order to achieve started objective the respondent was used both   

primary and secondary sources of data .The primary sources include: instructors, department 

head, faculty dean, and human resource head. Secondary data source comprises: instructor‟s 

evaluation form, books, reputable journals, online international conference papers, and other 

pertinent sources. From primary sources information was collected through questionnaire closed-

ended and semi-structured interview (Creswell, 2012). 

3.7 Data Analysis and Presentation 

Descriptive statistics was used as one method of data analysis and the statistical tool that was 

used for analysis was SPSS (Statistical Package for Social Science) version 20. The analyzed 

data will be presented as pie charts, graph and tables wherever appropriate. In analyzing 

questionnaire questions, which are close ended questions and Linker scale based was converted 

for data entry and analysis. The Linker scale types of questions were converted from 1-5 codes. 

The strongly disagree (not at all) was converted to “1”, sometimes (least disagree) to “2”, on 
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average (not accept or reject) to “3”, agree most of the time to “4” and strongly agree (always) to 

“5” The presentation was made to appear in the form of mean, Percent, standard devotion, 

frequency distributions regression and correlation coefficient (r) this study to explore the 

relationships between dependant variables with independent variables. 

3.8 Validity and Reliability Analysis  

    The content validity of the instrument for the present study was ensured as performance 

management system the questionnaires were developed forwarded subject matter experts, 

literature, using other researchers and also my advisor to comment on the content as well the 

measurement incorporated were. Before showing the results, it is very important to test the 

reliability of the questionnaires. Cronbach‟s alpha, a statistical test used to examine the internal 

consistency of the attributes, was determined for each dimension. This statistical test shows how 

strongly the attributes are related to each other and to the composite score. The composite score 

for each section of the questionnaire was obtained by summing the scores of individual 

statements.  

  Table below shows the cronbach‟s alpha scores for each dimension of employment 

performance management system. 

Table 3.2 Cronbach's alpha scores 

 

 

 

 

 

 

 

 

Source: SPSS data analysis output, 2018 

 Apparently, the cronbach‟s alpha for employment performance system 0.83 which all are 

exceeding Nunnally‟s reliability criterion of 0.70 levels (Nunnally, 1978). Therefore, the 

reliability tests for employment performance system to be acceptable. 

Employment performance management system 

Dimension Cronbach‟s α 

Performance planning 0.85 

Performance execution 0.84 

Performance Assessment 0.79 

Performance review 0.82 



 

31 
 

3.9 Ethical issues   
   Ethical issues will be considered in this research. In the first step, the researcher was fully 

information participants about the nature of the research and the activities in order to obtain their 

consent. The researcher was made clear to participants that their consent may be withdrawn and 

they may elect to discontinue the activities at any time. Also as Cresswel (2003) reveals, the 

rights, privacy, dignity, and sensitivities of participants shall be respected so that their integrity 

to the research process was achieved. Hence, the study participants were reassured of 

confidentiality by explaining to them, their name and other identifier of their status were not 

documented in the questionnaires. Moreover, the researcher will give training for them about the 

procedure of data collection and data management. In addition, participants were given rewards 

for their involvement in the research process.  
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   CHAPTER FOUR 

4 DATA ANALYSIS AND INTERPRETATION 
  This chapter presents the data collected from both primary and secondary sources. Secondary 

sources are HR manuals and report issued by the poly technical college and other related 

literature. Primary sources are data that have been collected by undertaking survey from 

employees of the college. Moreover; an interview is made with the human resource development 

officer of the college. The questionnaire was distributed to 237 respondents and out of which 

respondent only 211(i.e.89%) e respondent ware returned the questionnaire. Therefore the 

analysis is made based on the 211 respondents‟ data only. The data collected through 

questionnaire, interview and secondary data sources wearer analyzed using descriptive analysis 

method. The output of the analysis presented using tables and graphs in order to make the topic 

more understandable. 

4.1 Demographic characteristics of Teachers 
Participant teachers were requested to provide information on their demographic and personal 

profile. The detail of the analysis is given in below. 

 

 

 

 

 

 

 

  

Based on 

Table 4.1: Sex of respondents  

 

 Frequency Percent Valid Percent Cumulative Percent 

Males 153 72.5 72.5 72.5 

Females 58 27.5 27.5 100.0 

Total 211 100.0 100.0  

Source: SPSS data analysis output, 2018 

Table-1 illustrates the following: of the total of 211 teachers, the males were in the 

majority (N=153, 72.51%), and females made up the rest (N=58, 27.49%) which 

shows the male dominancy of college. 
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Table 4.2 : Education qualification with the college 

 

Frequency Percent Valid Percent 

Cumulative 

Percent 

Diploma 76 36.0 36.0 36.0 

Degree 118 55.9 55.9 91.9 

Master 17 8.1 8.1 100.0 

Total 211 100.0 100.0 
 

Source: SPSS data analysis output, 2018 

 The table 4.2 also shows that the majority respondents ware 1
st
 Degree (N=118, 55.9%). 

Diploma (N=76, 36%). master (N=10, 7.3%). This result shows the technical vocational 

education training system that requires of teachers who teach to have a minimum qualification of 

at least a diploma. A reason for education level can have improves literacy, social and 

communication skills an effect on the performance of college. 

Table 4.3 : Respondent age with the college 

 

Frequency Percent Valid Percent 

Cumulative 

Percent 

18-24 20 9.5 9.5 9.5 

25-34 122 57.8 57.8 67.3 

35-44 51 24.2 24.2 91.5 

above45 18 8.5 8.5 100.0 

Total 211 100.0 100.0  

Source: SPSS data analysis output, 2018 

 

Table 4.3 shows the age composition of respondents. As expressed in the table, more than half 

57.8(62.5%) of respondents belong to the age range of 25-34, next between 35-44 category 

contains 51 (24.2%) 18-24, 20 (9.5%) and above 45 18(8.5%) of the total respondents of the 

college this that majority of the respondents are less than thirty five years younger people implies 

productive age of the employment was one of the most important characteristic effects on the 

performance. 
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Table 4.4 : Respondent experience college 

 

Frequency Percent Valid Percent 

Cumulative 

Percent 

Less than 

1year 
12 5.7 5.7 5.7 

1-5 year 57 27.0 27.0 32.7 

6-10 year 101 47.9 47.9 80.6 

more than 10 

year 
41 19.4 19.4 100.0 

Total 211 100.0 100.0  

Source: SPSS data analysis output, 2018 

Table 4.4 Observe in the above table, the largest portions 101(47.9%) of respondents have six to 

ten years services in the college. Also, the second largest respondent 57(27%) have one to five 

years service. In addition, 41(19.4%) of the respondents have served more than ten years. The 

remaining, only 12(5.7%) of the respondents have less than one year work experience this 

indicates the respondents‟ years of service in the college respondent‟s experience of the college 

highly determines to what extent the respondent understood his /her organization performance 

management system relevant experience helps to become a successful college.  

4.2 Descriptive Statistics of Scaled Type Questionnaires 

   In this part descriptive statistics in the form of mean and standard deviation were presented to 

illustrate the level of agreement of the respondents with their implications of the college. The 

responses of the respondents for the variables indicated below were measured on five point 

Likert scale with: 1= strongly disagree, 2= disagree, 3 = neutral, 4=agree and 5= strongly agree. 

But, while making interpretation of the results of mean and standard deviation the scales were 

reassigned as follows to make the interpretation easy and clear. 1 - 1.8= Strongly Disagree, 1.81 

– 2.6 = Disagree, 2.61 – 3.4= Neutral, 3.41 – 4.20=Agree and 4.21 – 5 = Strongly Agree (Best, 

1977, as cited by Yonas, 2013). 
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4.2.1 The extent of performance management practices  

4.2.1.1 Performance Planning 

The performance planning cycle of performance management system is the first stages where 

employees will be enable to have a clear knowledge about the system. It is the first cycle where 

department head and employee meet to discuss and agree on what is to be done and how it is to 

be done by combining the result, behavior and development plan. 

Table 4.5 sample statistics – performance planning  

 

Item  N Mean 

Std.  

Deviation 

Employee‟s awareness of strategic objectives of 

the Polly technical college 211 3.63 1.08 

Employees participation in performance planning 211 2.72 1.31 

Specific and time related goals  211 3.71 1.2 

Realistic and achievable goals  211 3.41 .965 

Overall  3.36 1.14 

Source: SPSS data analysis output, 2018 

      The table 4.5 shows that, scored mean of 3.63 with standard deviation 1.08 the respondents 

agreed that they awareness the strategic objectives of the college, remaining replied that they are 

not aware of the college strategic objectives. Even though above average respondents are clear 

with the strategic objectives of the college, this is not enough for the institution to make its 

employees more focused on its key activities the employees‟ lack of awareness about the 

strategic objective might be due to communication gap in the college as a whole or due to the 

gap at departmental level.  

   Regarding participation planning scored mean 2.72 and standard deviation 1.31 disagree as we 

can see from the respondents they were not given opportunity to participate in performance 

planning to analyze the extent to which goals set in the college are specific, measurable, 

attainable, realistic, time bound respondents were asked to indicate their level of agreement on 

five point rating scale. Accordingly with respect to goal specific and time relate scored mean 

3.71and standard deviation 1.2 agreed that goals are specific and time related. As shown on item 

two, the respondents answered that goals are realistic and achievable scored mean 3.31and 
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standard deviation 0.965 In both, item one and two, the mean score 3.7and 3.3 respectively are 

above average  which implies that department goals have the specified characteristics. 

4.2.1.2 Performance Execution  

It is the second phase of performance management system which allow to observing, providing 

continuous assessment, follow-ups and feedbacks to performers by department head/managers 
 

Table 4.6 sample statistics – performance execution  

 

Item  N Mean 

Std.  

Deviation 

My performance is regularly assessed 

based on the plan cascaded to me 
211 3.44 1.29 

I‟m clear with my job responsibilities  211 3.54 1.19 

I have received feedback regularly for my 

performance from my manager  
211 3.55 1.21 

Overall  3.52 1.23 

Source: SPSS data analysis output, 2018 

   As indicated from the above table 4.6 we can see from the respondents scored mean 3.44 and 

standard deviation 1.29 agreed that their performance is regularly assessed based on the 

plan/target cascaded for them. We can see I‟m clear with my job responsibilities, the respondents 

scored mean 3.54 and standard deviation 1.19 a significant number of employees were agreed 

that they clearly know their job responsibilities. Employees understanding of their main 

responsibilities are very essential in avoiding confusions and help employees focus on key 

activities rather than wasting time and energy on trivial activities. 

 We can see I have received feedback regularly for my performance, the respondents scored 

mean 3.55 and standard deviation 1.21  From this we can implies that, feedbacks from their 

department head and upper level units are properly communicate . 

4.2.1.3 Performance Assessment  

In the assessment phase, both the employee and the manager are responsible for evaluating the 

extent to which the desired behaviors have been displayed, and whether the desired results have 

been achieved.  
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Table 4.7 sample statistics – performance assessment 

 

Item  N Mean 

Std.  

Deviation 

 

My department head evaluates my work 

based on recorded evidence only  

211 2.45 1.29 

employment evaluation are done free of 

bias and based on the plan 211 3.54 1.19 

Employees become more competent 
211 4.35 1.21 

Overall  3.45 1.23 

 

Source: SPSS data analysis output, 2018 

 

According to table among the respondents response scored mean 2 .45 and standard deviation 

1.29 we can implies that employees are not evaluated their work based on recorded evidence 

only in the college. Among the total respondents the statement saying employment evaluation are 

done free of biases scored mean 3.54 and standard deviation 1.19 we can implies the statement 

saying processes are done free of bias. From this we can understand that, employee performance 

management processes are not implemented without biases and objectively in the organization. 

 Scored mean 4.35 and standard deviation 1.21 we can implies strongly agreed that after 

employee performance managements system was implemented in the college employees became 

competent .employees to improve their performance due to the plan given for them and to 

become competition among employees will enhanced and obviously performance can be 

improved and employees become more competent. 

4.2.1.4 Performance Review  

It is a process where enables to give motivation to provide positive feedback, recognition, praise 

and Opportunities for growth. Furthermore, it involves the meeting between the employee and 

the manager to review their assessments. 
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Table 4.8 sample statistics – performance review 

 

Item  N Mean 

Std.  

Deviation 

Performance evaluation is attached with reward 

and recognition 
211     2.2118 1.29967 

It helps to motivate employees and encourage 

development 211      3.6507 1.01898 

There is better differentiation between good and 

poor performers 

All performance management processes in 

Polly technical college is trustworthy and right 

211                     

 

 

 

         211 

      3.4692                                                                                 

 

     3.3156 

1.21898 

 

1.17704 

                    Overall  3.12 1.056 

Source: SPSS data analysis output, 2018 

 

According to table 4.8 below, among the total respondents Scored mean 2.21 and standard 

deviation 1.29  we can implies disagreed with statement; performance evaluation is attached with 

reward and recognition schemes. From these we can say that even if employee performance 

management system has been implemented in the organization still not attached with the 

employees‟ reward and recognition programs. Data collected from interviewees have also 

confirmed that the employee performance management system has not still attached with reward 

and recognition program in the college. Employee performance management system has helps to 

motivate employees and encourage development. The respondents response Scored mean  3.6507 

and standard deviation 1.02 we can implies agree .From this we can infer that employee 

performance management system can make employees target oriented and motivated to achieve 

effective perform employment. Performance management system has made a better 

differentiation between good and poor performers. The respondent‟s response agree Scored mean 

3.467 and standard deviation 1.22 we can implies that employee performance managements 

system implemented in college enable to differentiate those best performers and poor performers 

so that personnel actions can be made. 

   The statement says all performance management processes college is trustworthy and right 

result respondents have agreed Scored mean 3.312 and standard deviation 1.78 we can implies 
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this shows employees in the college believe that it is possible to say that all performance 

management system processes are trustworthy and right in the college.                                        

4.2.2 Challenges implementation employee performance management system  

Table 4.9 sample statistics – employment performance challenges 

 

Item  N Mean 

Std.  

Deviation 

There is lack of alignment between organizational and 

individual goals.  
211 2.3 1.1 

There is no fair employment transferee one \college to 

other college based performance evaluation. 
211 2.96 1.12 

Performance assessment is not based on written 

evidences only.  
211 2.94 1.12 

The college doesn‟t provide employees sufficient resources 

to execute the job. 
211 2.95 1.19 

Overall  3.36 1.14 

Source: SPSS data analysis output, 2018 

  As indicated in table 4.9 below, the statement says there is lack of alignment between 

organizational and individual goals Scored mean 2.3 and standard deviation 1.1the mean score 

implies that there is alignment between organizational and individual goals.  

  The statement says there is no fair employment transferee in one college to other based on 

performance evaluation respondents response Scored mean 2.96 and standard deviation 1.12 we 

can implies that there is no fair employment transferee in one  college to other based on 

employment performance. Again Performance assessment is not based on written evidences only 

respondents Scored mean 2.94 and standard deviation 1.12 we can implies that Performance 

assessment is not based on written evidences.  

    The statement of the college doesn‟t provide employee‟s sufficient resources respondents‟ 

response Scored mean 2.95 and standard deviation 1.19 we can implies that employees are also 

challenged by no sufficient resource allocation to execute their job properly. Without sufficient 

resource it is difficult for employees to achieve the planned objective. Thus college dean and 

department head have a responsibility of ensuring the availability of the necessary supplies and 

funding to perform the job properly. 
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4.2.3 1 Overall Descriptive Statistics  

Table 4.10: Descriptive statistics 

 

N Minimum Maximum Mean 

Std. 

Deviation 

performance 

planning 

211 1 5 

3.36 1.14 

performance 

execution 

211 1 5 

3.52 1.23 

performance 

assessment 

211 1 5 

3.45 1.23 

performance 

review 

211 1 5 

3.12 1.056 

1 ‘strongly disagree’; 5 ‘strongly agree’  

The maximum and minimum responses are 1 and 5 respectively, for all variables stated in the 

above table. The mean value shows the average of all respondents‟ response on a certain 

dimension. While, standard deviation shows that how diverse are the responses of respond ants 

for a given construct. For instance, high Standard Deviation means that the data are wide spread, 

which means that respondents give variety of opinion and the low standard deviation means that 

customers express close opinion.    

4.3 Tools of Analysis  

4.3.1 Testing assumption of regression analysis 

Absence of Multicolinearity: the predictor variables in the model should not be linearly 

correlate with each other; if this happens there is a problem of Multicolinearity which is also a 

series problem of data should be treated before analysis to get a reasonable result. This can be 

checked by Tolerance and VIF. Tolerance the tolerance measures the influence of one 

independent variable on all other independent variables; in the model calculated using the 

formula 1–R2 for each variable. If this value is greater than 0.10, the other value given is the VIF 
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(Variance inflation factor), which is just the inverse of the Tolerance value (1 divided by 

Tolerance). VIF values less than 10 would be a concern here, indicating multicollinearity (Julie 

Pallant, 2005).  

Table 4.11: Collinearity Statistics 

Model   Tolerance Variance Inflation Factor (VIF) 

Constant  - - 

performance planning .614 1.628 

performance execution .608 1.644 

performance assessment .438 2.286 

performance review .398 2.512 

Dependent Variable: employment performance 

 

Normality: the second assumption of regression analysis is error terms must be normally 

distributed with mean zero and constant variance. This can be checked by histogram or pp-plot. 

To attain this assumption the histogram should be approximately normal or it must be bell 

shaped distribution. And the distribution of points should be lies around the 45 degree straight 

line in the pp-plot. As it has shown below both graphs attain the assumption of normality. 
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                 Figure 4.3normal p-p plot of regression 

 Figure 4.2 normality assumption checks up of regression 

Thus, from an examination of the information presented in all the three tests I conclude that there 

are no significant data problems that would lead to say the assumptions of multiple regressions 

have been seriously violated. 

4.3.2 Pearson correlation Analysis technique 

To find out the relationship between employment performance and in dependant variable 

Pearson‟s correlation coefficient (r) measures the strength and direction of a linear relationship 

between two variables is used. Values of Pearson‟s correlation coefficient are always between -1 

and +1. A correlation coefficient of +1 indicates that two variables are perfectly related in a 

positive sense; a correlation coefficient of -1 indicates that two variables are perfectly related in a 

negative sense, and a correlation coefficient of 0 indicates that there is no linear relationship 

between the two variables. A low correlation coefficient; 0.1-0.29 suggests that the relationship 

between two items is weak or non-existent. If r is between 0.3and 0.49 the relationship is 
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moderate. A high correlation coefficient i.e. >0.5 indicates a strong relationship between 

variables. (Cohen, Lawrence, & Keith, 2005). The direction of the dependent variable's change 

depends on the sign of the coefficient. If the coefficient is a positive number, then the dependent 

variable will move in the same direction as the independent variable; if the coefficient is 

negative, then the dependent variable will move in the opposite direction of the independent 

variable. 

The table below presents the result of the correlation analysis made using bivariate correlation. 

Table 4.12 Pearson correlation of overall employment performance and the four dimensions 

 performa

nce 

planning 

performanc

e execution 

performan

ce 

assessmen

t 

performan

ce review 

employme

nt 

performanc

e 

performance 

planning 

Pearson 

Correlation 

1 .428
**

 .589
**

 .539
**

 .649
**

 

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

N 211 211 211 211 211 

performance 

execution 

Pearson 

Correlation 

.428
**

 1 .491
**

 .613
**

 .783
**

 

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

N 211 211 211 211 211 

performance 

assessment 

Pearson 

Correlation 

.589
**

 .491
**

 1 .707
**

 .703
**

 

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

N 211 211 211 211 211 

performance 

review 

Pearson 

Correlation 

.539
**

 .613
**

 .707
**

 1 .565
**

 

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

N 211 211 211 211 211 

employment 

performance 

Pearson 

Correlation 

.649
**

 .565
**

 .674
**

 .783
**

 1 

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

N 211 211 211 211 211 
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The 1st hypothesis of the study was performance planning has positive and significant 

relationship employees Performance.  Coefficient of correlation is 0.649 this indicates as 

indicated in the table there is positive relationship between performances planning and 

employee‟s performances. Hence the first hypothesis was supported by the result. (H1) 

      The 2
nd

 hypothesis of the study was performance execution positive and significant 

relationship on employees Performance Coefficient of correlation is 0.783 as indicated in the 

table there is strong positive relationship between performance execution and employees 

performances Hence the 2nd hypothesis was supported by the result. (H2) 

    The 3
rd

 hypothesis of the study was performance evaluation has positive and significant 

relationship on employees Performance. Coefficient of correlation is 0.703 this indicates   there 

is positive relationship between performance evaluation system and employee‟s performances. 

Hence the 3rd hypothesis was supported by the result. (H3) 

     The 4
th

 hypothesis of the study was performance review has positive and significant 

relationship on employees Performance Coefficient of correlation is 0.565 indicate that positive 

relationship between performance review and employees performances. Hence the 4
th

 hypothesis 

was supported by the result. (H4) 

4.3.2 Regression Analysis 

  Regression analysis is a statistical process for estimating the relationships among variables. It 

includes many techniques for modeling and analyzing several variables, when the focus is on the 

relationship between a dependent variable and one or more independent variables. More 

specifically, regression analysis helps one understand how the typical value of the dependent 

variable changes when any one of the independent variables is varied, while the other 

independent variables are held fixed. 

    As it can be depicted from the below table there is a positive and statistically significant 

relationship between the independent variables (planning, execution, assessment and review) and 

the dependent variable (employment performance).  
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Table 4.13 Model Summary 

Model R R Square 

Adjusted R 

Square 

Std. Error of the 

Estimate 

1 .834
a
 .696 .690 .44250 

a. Predictors: (Constant), Overall  performance planning, performance execution, performance 

assessment, performance review 

b. Dependent Variable: employment performance 

In above model summary table R-Square value is 0.696 which means that 69.6% overall 

employment performance was explained by the variation in the four Employment performance 

dimensions. The contribution of each employment performance dimension can be seen from the 

results of multiple regressions in the coefficient table below. 

 Performance planning (Beta value of =0. .274) 

 Performance execution (Beta value of = 0. .282) 

 Performance assessment  (Beta value of = 0. .117) 

 Performance review Beta value of = 0. 217) 

 

Table 4.14: Regression analysis with overall employment performance as independent variable 

Model   Un standardized 

coefficient 

Standard 

error 

Standardized 

coefficient 

T Sig. 

Constant  
.229 .149 .229 1.532 .027 

performance planning 
.234 .042 .274 5.600 .000 

performance execution 
.081 .048 .282 1.663 .008 

performance  assessment 
.127 .063 .117 2.010 .046 

performance review 
.518 .063 .217 8.252 .000 

R-square = .696; F = 118.000 
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Performance planning:-  On the coefficient table we find the beta value which measures of how 

strongly each Independent variable influences the dependent variable. Thus a unit increases in 

effective planning leads to 0.274 increases in employment performance other things being constant. 

Therefore the more the college invests on its effective goals/objectives should be SMART, 

participation employment planning more it employment performance  

Performance execution:- On the coefficient table we find the beta value which measures how         

strongly each independent variable influences the dependent variable. Thus a unit increases in 

execution leads to 0.282 increases in employment performance other things being constant. The 

college should invest to effectively to observing, providing continuous assessment, follow-ups and 

feedbacks to performers by supervisors/managers to increase in employees performance.   

Performance Assessment:- On the coefficient table we find the beta value which measures how 

strongly each   independent variable influences the dependent variable. Thus a unit increases in 

execution leads to 0.117 increases in employment performance other things being constant. The 

college should invest to e effectively to observing, providing continuous assessment, follow-ups and 

feedbacks to performers by supervisors/managers to increase in employees‟ performance. 

         Performance review:- On the coefficient table we find the beta value which measures of how 

strongly each   independent variable influences the dependent variable. Thus a unit increases in 

review leads to 0.217 increases in employment performance other things being constant. Therefore 

the more the college gives care after assessments to give employment motivation to provide 

positive feedback, recognition, praise and capacity building have been achieved increase in 

employee‟s performance. 

Table 4.15: ANOVA 

Model Sum of 

Squares 

Df Mean Square F Sig. 

Regression 92.418 4 23.105 118.000 .000
b
 

Residual 40.335 206 .196   

Total 132.754 210    

a. Predictors: (Constant), performance planning, performance execution, performance 

assessment, performance review 

b. Dependent Variable: overall : employment performance 



 

47 
 

 From the ANOVA table it has been determined that F = 118 and Sig. is .000 which confirms 

that employment performance dimensions have significant and positive effect employment 

performance, the significance value of the F statistic is less than 0.05 

Regression Equation 
Y = a + bX1 + bX2 + bX3 + bX4… 
E p m s = 0.229 + 0.274P + 0.282E + 0.117A + 0.217R 

Where, 
E p ms = employment performance management system  
A=constant 
p = planning 
E =execution  
A= assessment 
 R=review 
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CHAPTER FIVE 

5.1 SUMMARY OF FINDINGS, CONCLUSTION, AND RECOMMENDATION 

This chapter is devoted to the discussion of the research findings, summary of some important 

points of the study, and the possible remedies for the problems or gaps identified in the current 

performance management practices of the college. 

5.1.1 Findings 

Based on the data analysis presented in chapter four, summary of different findings are presented 

here. Analysis of the data resulted in both positive and negative findings.  

5.1.1.1 Employee performance management system practices in college 

 From the processes of performance management system cycle, performance planning is the first 

stages where employees will be enable to have a clear knowledge about the system. Based on the 

sample participants‟ response, more employees claimed that they were not aware of the strategic 

plan, objectives and the processes of performance management system other employees asserted 

that, there was a limited opportunity to participate in performance planning.  

The second phase of employee performance management system is performance execution, 

which allow to observing, providing continuous assessment, follow-ups and feedbacks to 

performers by department head /managers. According to the respondents‟ feedback, their 

performance is regularly assessed based on the plan/target cascaded for them and they received 

regular feedback for their performance from their department head or manager. In the assessment 

stage of performance management system which helps to evaluating the extent to which the 

desired behaviors have been displayed, and whether the desired results have been achieved. 

Based on the sampled employees‟ response, the result not employment evaluates their work 

based on recorded evidence only. As a final stage of performance management process review, it 

enables to give motivation to provide positive feedback, recognition, praise and opportunities for 

growth. According to participants‟ response, there is a meeting between managers and 

employees to review their results after they made performance evaluation. However, the sampled 

employees responded that it is impossible to say that all performance management system 

processes are trustworthy and right in the college and performance evaluation is not attached 

with reward and recognition schemes.  
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5.1.1.2Challenges that employee performance management system implementation in Polly 

Technical College 

 Based on the responses given by sampled employees, there are different types of challenges 

encountered during employee performance management system implementation. For instance, 

there is a tendency giving unbalanced goals for similar positions. This is usually happened due to 

when giving different goals and targets for employees who are at the same department .As 

participants responded, there is no fair transfer one college to other college based on efficiency. 

The employees are also challenged by sufficient resource allocation to execute their job properly. 

Without sufficient resource it is difficult for employees to achieve the planned objective. Thus 

department head /manager have a responsibility of ensuring the availability of the necessary 

supplies and funding to perform the job properly. 

5.1.1.3Perception of employees towards performance management system of the college  

This study has also tried to assess the employees‟ perception towards the performance 

management system in the college. The sampled participants responded that they are clear with 

their roles and responsibilities .They said feedbacks from their department head and upper level 

units are properly communicated to the respective individuals. However, they responded 

performance management processes are not done free of biases and objectively as a result; they 

are not feeling fairly treated in processes of employee performance management system.  

5.1.1.4The performance management system influence on employee performance 

Descriptive statics was used to indicate that the mean planning  execution assessment review 

 The first regression analysis results with overall employment performance as the dependent 

variable; revealed that the four dimensions planning, execution, assessment and review explained 

about 69.6 percent of the variation in overall employment performance of the college and The 

Pearson correlation results of indicates that there is a positive and significant correlation between 

employment performance and independent variable dimensions (P<0.05).  From which has 

higher correlation with performance execution (0.783) and lower correlation with review (0.565) 

dimensions of employment performance. 
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  5.2 Conclusion 

  Performance management is a continuous process of identifying, measuring, and developing the 

performance of individuals and teams, in order to align them to the strategic goals of the 

organization. This study has practices from employee performance management system, challenges/ 

constraints faced as a result of its implementation, employees‟ perception towards the system and 

effect employment performance. To get these findings, the researcher has collected primary data 

through questionnaire from 211 (89%) sampled employees and using interview from purposively 

selected college dean and was analyzed using SPSS version 20 to get descriptive statistics and 

inferential statistics. Secondary data such as reports, manuals and performance rating formats, have 

also been used to triangulate the information gathered through primary data collection instruments 

and techniques. Effective implementation of performance management in academic institutions 

teachers‟ evaluation has two major functions: the improvement function (provide feedback useful 

for the improvement of teaching practices) and the accountability function (holding teachers 

accountable for their performance). 

Finally review after the evaluation results based on the evidences obtained from the analysis part, 

employee‟s claimed that they are not participating in performance planning. That is why employees 

are not aware of the performance evaluation objectives, performance standards. 

5.3 Recommendation  
 To help employees understand the objectives, goal and the processes of the performance 

evaluation, the institution in general and the departments in particular should 

communicate with employees about, why the evaluation is needed, what purpose does it 

serve, and the evaluation procedures before asking them to rate someone. Moreover, 

staffs must be oriented to the evaluation instruments and its components. Such conditions 

will clarify the procedures and there by enable employees to develop a sense of 

ownership of the evaluation system.  

 Employee‟s participation is a very important element for successful performance 

evaluation system. Thus, the institution should create a platform through which 

employees participate in performance planning process. Performance planning should not 

always be a sole activity of department head and higher officials, rather active 

involvement of the employees (implementers) should be encouraged.  
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 The college has to be implement fair employment rotation one college to other based on 

performance efficiency  and allocation of equal resources for all employees  

 Performance result should attach with reward and recognition system to increase 

employees‟ motivation and to prevailing performance accountability in the college.  

 Finally one quality of good evaluation system is its ability to distinguish high performers 

from under performers. Therefore departments should use the system for: 1) identifying and 

rewarding those who are performing at an acceptable level of performance, 2) identifying 

those who deviate from the expected behavior and results for which providing feedback and 

coaching are necessary so as to bring them to the expected performance standards.  
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                                                                                                                          Appendix 1 

                                                                                                               

                 DEBRE BERHAN UNIVERSITY 

               COLLEGE OF BUSINESS AND ECONOMICS 

              MANAGEMENT PROGRAM 

 

Dear respondent 

General Guideline: This questionnaire is prepared to collect information relation to the 

performance management system in organization. The researcher is currently undertaking a 

Master thesis titled Practices of Performance Management System and its effect on employee 

performance (in a case of Debre berhan poly technical College) as part of requirement for 

fulfilling MBA business administration at debre brhan University. Please note that all your 

response will be kept confidential and do not write your name on the questionnaire. Put „√’ sign 

on the box provided based on your level of agreement for each statement for close-ended.  

           L will like to thank you in advance cooperation! 

I. Personal Information 

1.   Sex  

                Male                              Female   

 

2. Educational Qualification 

Diploma        master  

                   Degree        other (please specify)   …………… 
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 3.   Age 18-24  

    35-44  

25- 34 above45 

 

4. How many years have you worked for this college? 

 

Less than 1 year                            6 years-10 year 

 

1year- 5 years       more than 10 years 

5. What is your current position in the college? _______________ 

II. Main research questionnaire 

Instruction place tick the number that you feel most appropriate, using the scale form 1to 5 (where   1= 

Strongly Disagree, 2= Disagree, 3= Neutral, 4= Agree and 5= Strongly Agree) 

 practices of Employee performance management 

system in poly technical college  

1 2 3 4 5 

1 I know what the strategic objectives of the Polly technical 

college  

     

2 My department head gives me a chance to participate in 

performance planning (agreeing on goals, objectives and 

measurement standards) 

     

3 My organization goals are specific and measurable       

4 My organization goals are time related and realistic       

5 My performance is regularly assessment based on the plan 

cascaded to me. 

     

6 My department head clearly explains to me the standards that 

will be used to evaluate my work. 

     

7 My department head evaluates my work based on recorded      
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evidence only 

8 In my opinion, Employee Performance Management System is 

clearly defined in the organization. 

     

9 All performance management processes in Polly technical 

college is trustworthy and right. 

     

10 I think the current performance rating is a west of time.      

 Challenges that Employee Performance Management 

System Implementation in the college 

1 2 3 4 5 

11 There is lack of alignment between organizational and 

individual goals. 

     

12 There is a tendency of giving unbalanced targets for similar 

positions. 

     

13 There is no fair employment transfer one college to other 

college. 

     

14 The college doesn‟t provide employees sufficient resources to 

execute the job. 

     

15 Performance assessment is not based on written evidences.      

16 There is no clear mechanism to address underperformance.      

 Perceptions of Employees towards Performance 

Management System  

1 2 3 4 5 

17 I am clear with my roles and responsibilities.      

18 There is similar rating mechanism among department and 

employees. 

     

19 The feedbacks are properly communicated to our department      
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and me. 

20 Performance management system evaluation are done free of 

bias and based on the plan 

     

 The performance management system influence employee 

performance 

1 2 3 4 5 

21 I am clear about how my role fits into the college strategic 

goal 

     

22 It helps to motivate employees and encourage development      

23 It contributed to improve individual and the college 

performance at large. 

     

24 Employees become more competent      

25 Performance evaluation is attached with reward and 

recognition 

     

26 There is better differentiation between good and poor 

performers 

     

27 My performance assessment was very important in performing 

my job. 

     

28 It is mater of formality      

 

28  lf you have any idea please write if below          

             

             

          .. 
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Interview questions  

1 , Do academic staff‟s employment participate in performance planning?  

2 Do you think there is a full alignment between employment performance and the college 

mission?  

3. Do you think performance is properly attached to recognition & reward programs?  

4. What major challenges implement employee performance management system? 

                                                                                                               

 

                                                                                             Thank you!!! 
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                                                                                               Appendix 2 

Spss Data output 

Collinearity Statistics 

 performanc

e planning 

performance 

execution 

performance 

assessment 

performanc

e review 

employment 

performance 

performance 

planning 

Pearson Correlation 1 .428
**
 .589

**
 .539

**
 .649

**
 

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

N 211 211 211 211 211 

performance 

execution 

Pearson Correlation .428
**
 1 .491

**
 .613

**
 .783

**
 

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

N 211 211 211 211 211 

performance 

assessment 

Pearson Correlation .589
**
 .491

**
 1 .707

**
 .703

**
 

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

N 211 211 211 211 211 

performance 

review 

Pearson Correlation .539
**
 .613

**
 .707

**
 1 .565

**
 

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

N 211 211 211 211 211 

employment 

performance 

Pearson Correlation .649
**
 .565

**
 .674

**
 .783

**
 1 

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

N 211 211 211 211 211 

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

Model Un standardized Coefficients Standardized 

Coefficients 

t Sig. 

B Std. Error Beta 

1 

(Constant) .229 .149  1.532 .027 

performance planning .234 .042 .274 5.600 .000 

performance execution .081 .048 .282 1.663 .008 

performance assessment .127 .063 .117 2.010 .046 

performance review .518 .063 .217 8.252 .000 

a. Dependent Variable: employment performance 

 

Model Summary 

Model R R Square Adjusted R 

Square 

Std. Error of the 

Estimate 

1 .834
a
 .696 .690 .44250 

a. Predictors: (Constant), performance review, performance planning, 

performance execution, performance assessment 

 

ANOVA
s
 

Model Sum of Squares Df Mean Square F Sig. 

1 

Regression 92.418 4 23.105 118.000 .000
b
 

Residual 40.335 206 .196   

Total 132.754 210    

a. Dependent Variable: employment performance 

b. Predictors: (Constant), performance review, performance planning, performance execution, 

performance assessment 

 

Reliability Statistics 

Cronbach's Alpha N of Items 

    .830 4 

 

Case Processing Summary 

 N % 

Cases 

Valid 211 100.0 

Excluded 0 .0 

Total 211 100.0 

 


