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The present study aims at studying the practices and problems of 
performance appraisal in Ethiopian Higher Education Institutions: The 
case of Mettu University. The reason for the study is the continuous 
complaints heard from internal and external customers of the Mettu 
University about the sluggish service of employees. The  researcher  
employed  simple  random  sampling  techniques  in  selecting 
respondents,  while  informants  were  selected  purposively  for  data  
generated  through questionnaires and interviews conducted.  As the 
findings of present study a show, PA is implemented in relatively in a 
better way on the basis of the desired goals. However, the use of PA for 
giving feedback to employee is not at the desired level, and very low. 
Additionally, PA used by employees’ close supervisors is not such a 
motivational approach. Rather, it consists of mixed interests which is 
vague, particularly to be used for the purposes of determining warnings, 
retentions or discharging low performing workers. The study reveals that 
such mixed interests rather discourage workers from competitive 
workings and creativities. Hence, the primary purposes of performance 
appraisal are missing its direction, which is creating competitive working 
systems and giving balanced rewards for workers for their contributions 
to an organization.  In the study, performance  appraisal  is  seen  to  be 
implemented  in  a  biased  manner  based  on  proximity  and  mixed  
interests  as  mentioned before for punishing employees performing at 
the lowest status. Thus, in order to create competitive working 
conditions and systems of balanced benefits for employees, 
performance appraisal should be understood very well particularly by 
heads of human resources and supervisors; and, should be 
implemented in the desired way for the desired purposes. 
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1. Introduction 
 

2. Background of the study 

An organizations success or failure is highly determined by effective and efficient utilization of resources at 
its disposal, such as human, material, financial, and information resources. Among these four resources, the 
human resource is the most important part and crucial of all resources for the survival of an organization or 
business firms.“it is important to remember that people do the work and create ideas that show the organizational 
service’ (Roine, 2018). Therefore, it is agreed thatresources remain unutilized unless the human element is 
involved. Appraisals are judgments of the characteristics, traits and performance of others. On the basis of these 
judgments we assess the worth or value of others and identify what is good or bad. In industry performance 
appraisal is a systematic evaluation of employees by supervisors. Employees also wish to know their position in 
the organization. Appraisals are essential for making many administrative decisions: selection, training, promotion, 
transfer, wage and salary administration etc. Besides they aid in personnel research. Performance Appraisal thus 
is a systematic and objective way of judging the relative worth of ability of an employee in performing his task. 
Performance appraisal helps to identify those who are performing their assigned tasks well and those who are not 
and the reasons for such performance. 

3. Statement of the Problem 

Obviously, PA is one of the most important activities of human resource manager, and itis important to an 
organization, if it is properly appraised, in bringing to handle employees successfully to make effective and efficient 
on their job. The reason for focusing on Mettu University (MeU) is to study the practice being used in the university, 
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and to identify the problems in organizations. Then, analysis was made in light of public institutions employees 
‘performance appraisal and if one can be a learning curve for one another for being in same industry. 

 Moreover, the researcher was initiated to focus on MeU because of the continuous complainants of 
administrative employees from the inside and customers from the outside. Inside employees are heard 
complaining about their pay, working environment, promotion, job assignment, demotion, job description, transfer, 
placement, lay off, and separation. Beyond employees complaint the MeUon its website (http://WWW.meu.edu.et/) 
stated and believed, the inefficiency in its system by emphasizing that it’s organizations inefficient and backward 
system of the Administrative and Support Services. As there is no practical reform that has been undertaken in the 
support services wing so far, the finance, the procurement and property administration services at the center as 
well as at colleges/campus levels are still bureaucratic and inefficient. This predicament has put the daily business 
of the University in indeterminate state. 

4. Objective of the study 

➢ The main objective of the study is to describe Employees Performance Appraisal Practices and Problems 
in Mettu University in Ethiopia. 

5. Scope of the study 

The scope of study was on particularly Mettu University Permanent administrative staff. The sample was 
selected randomly.  This Study ware takes as a respondent only those permanent administrative staff located in 
Mettu University. Hence other staffs like academic staff and Branch located in Different area like Beadle the 
University at the time of the data collection was not considered.  Moreover, the paper was not distinguished 
between Sex, age and Experience among the Sample. From this point of view any permanent Administrative staff 
was considered as a respondent for the questionnaire regardless of any thing. So, the thesis will not consider the 
cultural difference of their aspects of Performance Appraisal and their feeling of evaluation.  

5.1 Significance of the study 

  The output of this study ware assessing the Employees Performance Appraisal Practices and Problems in 
Ethiopian Higher Education Institutions. The identification of these factors is very important for mainstreaming in 
the PA planning to solve them hence, the study is delimited to Performance Appraisal system of the supportive 
staffs of the institutions, because most customer dissatisfaction and complaining emanates from such services 
among others. The other benefit of this study is filling the existing gap of literature which serves as a reference for 
other researchers and provides information for the policy makers. 

6. Research design 

Research design is essentially a statement of the object of the inquiry and the strategies for collecting the 
evidences, analyzing the evidences and reporting the findings.” The purpose of this research is to study the 
practice and problems of employees‟ performance appraisal in Higher Education Institutions of Ethiopia: the case 
of Mettu University, focusing on permanent administrative staff (Singh, 2006).Therefore, to make this practical both 
quantitative and qualitative research methods were used to approach the study subjects. The quantitative method 
was used by considering10% of the population by using simple random sampling method for the universities under 
the study, and questionnaires have been distributed to the respondents. Qualitative method was used by 
conducting interview with human resource department heads of the institution under the study. After the required 
data were collected, it was processed, and analyzed by manually using Calculator, table  

7. Target population and Sampling Methodology 

   Mettu University was established in 2004E.C.underMoE of FDRE in Oromia region IlluAbbaBor Zone, 
Tullube Kebele located to the west of Mettu town. The populations under the study were 1211 permanent 
administrative staff. Participants in the research were 10% of the total population was considered as sample which 
means 122 person samples was selected randomly by employing simple random sampling method; from 
administrative employees in different administrative section of the organization. 

7.1 Sources of Data 

Both primary and secondary data were used. The primary data was collected through survey questionnaire 
and key informant interview. The key informant was the experts and experienced professionals in Mettu university 
human Resource areas. Secondary data was obtained from the documents, newspaper and other literatures on 
the issues of the study area. 

8. Tools of data collections 

The instruments which used to collect data was questionnaire and key informant interview. In this the open 
and close ended questionnaire were administered to the target population. The interview for the key informant was 
semi-structured interview. 

8.1 Tools for data analysis 
After collecting the required data, the data was processed by manual using calculator and presented by 

table and cross tabulation has been used for the purpose of processing and analysis of the results. Descriptive 
statistics based on tables have been used to analyze information on all factors/variables including respondent 
personal information. The descriptive statistics used in the study were based on tables in percentile and 
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distribution presentation for the responses of discussion including personal information of the respondents. 
Regarding interpretations for variables used on  Liekert scale. 

DATA  ANALYSIS AND DISCUSSION 

9. Respondents’ Profile 

9.1 Sex Distribution of Respondents 
 

 Frequency Percent 

 Male 33 28.7 

Female 82 71.3 

Total 115 100.0 

Source: primary data 
9.2 Age Distribution of Respondents’ 

 

Age (in Years) Frequency Percent 

 Under 25 27 23.5% 

 Between 26 up to 35 39 33.9% 

 Between 36 up to 45 37 32.2% 

 Between 46 up to 60 12 10.4% 

 Total 115 100.0 

Source: primary data 

9.3 Objectives of PA 

Information Generated is used to give Feedback to Employees 

 
 
 
 
 
 
 
                
 

Source: primary data 
 

9.3 Performance appraisal is purposefully in evaluate performance of employee 

 Frequency Percent 

Strongly Disagree 7 6.1 

Disagree 28 24.3 

Indifferent 5 4.3 

Agree 25 21.7 

Strongly Agree 50 43.5 

Total 115 100.0 

       Source: primary data 
 

9.4 Uses of PA in determination of Pay and Promotion Decisions 
 
 

 

 

 

 
                 
 

Source: primary data 

 Frequency Percent 

 Strongly Disagree 7 6.1 

 Disagree 28 24.3 

 Indifferent 10 8.7 

 Agree 30 26.1 

 Strongly Agree 40 34.8 

 Total 115 100.0 

 
 

Frequency Percent 

 Strongly Disagree 27 23.5 

 Disagree 26 22.6 

 Indifferent 17 14.8 

 Agree 28 24.3 

 Strongly Agree 17 14.8 

 Total 115 100.0 
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9.5 Knowledge about the Existence and Purpose of PA 

 
 

 
 
 
 
 

                  
Source: primary data 

9.6 The performance criteria used is capable of measuring true performance 

 

 Frequency Percent 

 Strongly Disagree 9 7.8 

 Disagree 37 32.2 

 Indifferent 27 23.5 

 Agree 23 20.0 

 Strongly Agree 19 16.5 

 Total 115 100.0 

 

9.7 Ability of PA to Distinguish Effective from Ineffective performers 

 

 Frequency Percent 

 Strongly Disagree 15 13.0 

 Disagree 29 25.2 

 Indifferent 37 32.2 

 Agree 26 22.6 

 Strongly Agree 8 7.0 

 Total 115 100.0 

Source: primary data 
 

9.8 Avoiding Giving PA Ratings with Negative Consequences 

 

 Frequency Percent 

 Disagree 29 25.2 

 Indifferent 37 32.2 

 Agree 43 37.4 

 Strongly Agree 6 5.2 

 Total 115 100.0 

      Source: primary data 
9.9 The supervisor accurately evaluates without any external or personal influence 

 
 
 

9.10 Appealing to a Performance Rating thought Biased or Inaccurate. 

 

 Frequency Percent 

 Strongly Disagree 13 11.3 

 Disagree 25 21.7 

 Indifferent 30 26.1 

 Agree 31 27.0 

 Strongly Agree 6 5.2 

 Total 115 100.0 

 

 Frequency Percent 

Strongly Disagree 7 6.1 

Indifferent 19 16.5 

Agree 35 30.4 

Strongly Agree 54 47.0 

Total 115 100.0 

 

 Frequency Percent 

Strongly Disagree 10 8.7 

Disagree 16 13.9 

Indifferent 53 46.1 

Agree 18 15.7 

Strongly Agree 18 15.7 

Total 115 100.0 
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             SOURCE: PRIMARY DATA 

9.11 Challenging a Performance Appraisal process if thought Biased 

 

 Frequency Percent 

Strongly Disagree 25 21.7 

Disagree 9 7.8 

Indifferent 57 49.6 

Agree 6 5.2 

Strongly Agree 18 15.7 

Total 115 100.0 

              Source: primary data 
9.12 Comparing Performance Ratings with Coworkers 

 Frequency Percent 

Disagree 30 26.1 

Indifferent 27 23.5 

Agree 33 28.7 

Strongly Agree 25 21.7 

Total 115 100.0 

            Source: primary data    
 
10. Recommendations 

On the basis of analysis and its findings, the following recommendations have been:-given: 

❖ Mettu University as well as other public higher education institutions should base the evaluation of their 
employees’ performance on their accomplishment and achievements. 

❖ Mettu University, as well as, other institutions of higher education should maximize giving feedbacks to the 
subordinate employees, as it benefits both the organizations and the employees. Employees who knew 
where they stand strive to improve their performance. As a result, if their performance is improved 
organization efficiency will be improved. 

❖ Since motivation enhances employees’ moral for creativity and competition, creative mind innovates new 
product or services that shall improve productivity/service quality which as a result brings about 
maximizing efficiency and effectiveness. This eventually brings about the attainment of organizational 
goals. Therefore, the organization understudy and Ethiopian Higher Education institutions in general 
should work hard to use the information generated through performance appraisal for motivation of 
employees. 

❖ From the current scenario of using the information generated through PA for promotion and payment at 
lower level, it is good of the organization to use the information for balanced payment and promotions. 

❖ The organization need to maximize the use of PA in their respective managerial systems, in order to 
correct the behavior of employees with low performance and make them more efficient and effective. If this 
measure could not correct the behavior of their employees, the organization should consider the question 
of retention or discharge in order to minimize cost and maximize benefit of the organizations. 

❖ Biases of different types, such as personal liking and disliking, avoiding giving 
performance rating may have negative consequences to employees, and can be managed by developing 
policy that can guide and control the existence of such practice in organizations. 

❖ The Ethiopian higher education institutions also should develop policy that incorporates the above 
recommendations as a result of this study, in order to be benefited from the employees‟ performance 
appraisal. 

11. Conclusions: 

According to the analysis conducted in chapter four, performance appraisal is implemented in the Mettu 
University at moderate level, to let employees know where they stand at particular period of time in their 
performance. 

❖ The study indicates that in Mettu universities PA existed and also the employee know the existence of PA.   
❖ The information generated through PA is at the somewhat good level in the organization for providing 

incentives and job promotion to those employees’, which their performance, is at the level of the standard 
and above. Also confirm that the result of PA is mandatory for promotion. 

❖ Information generated through performance appraisal is incapable to distinguish effective performer from 
ineffective one. 

❖ Some of the organization employees do not know the way to appeal the performance 
rating they think is biased 

❖ The criteria/instrument to measure the performance of employees is not clearly defined and is not 
objective-oriented to measure the true performance of the employee in the institution. 
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❖ The practice of supervisors accurately evaluating their subordinate to the extent of they 
are being rewarded for doing so and penalized for failing not doing so is low. 
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