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ABSTRACT 

The study was conducted to access the determinants of performance appraisal on employee performance in case of Bule Hora 
University. Descriptive and exploratory research design was used with mixed research approach. Descriptive statistics like mean, 
standard deviation and percentage was used. Correlation analysis, regression and ANOVA was used as inferential statistical methods 
were employed to analyze the data. Probability sampling was used with simple random technique to collect the desired responses. 
Percentage mean and standard deviation was used to describe the nature of response.  Result from correlation analysis using indicates 
that all four variables like self evaluation; 360 degree feedback, task based evaluation and MBO play a significant role and are 
significantly affecting employee performance. As per the regression analysis competition is the most dominating factor that influences 
the performance appraisal in the study side the most. All four explored determinants played active role in performance appraisal in the 
study area. The role of each determinant is essential for effective assessment of the employee. Therefore, the university officials were 
focus on these four determinants according to their importance in study area.  
 
Keywords: Employee Performance, 360 Degree Feedback, Task Based Evaluation, Self Evaluation, MBO. 
 
1.1 INTRODUCTION 

Maximizing the performance of organizations is the main issue for any organization (Kolawole, 2019). Performance appraisal 
attributes to the success of every business organization. A critical evaluation may lead to the need for training, rewards, development, 
motivation and good interpersonal relationship in an organization ( Ejo-Orusa, Henry, 2019 ). Basically, the reason for conducting an 
appraisal is to improve the performance of the workforce (Mohammad, 2019). The success of the organization itself depends basically 
on a good appraisal system and makes the system vital for identifying recognizing, rewarding and promoting the right people who 
contributed more in achieving organization goal. (Stonner, Freeman & Gilbert, 2021).  

 
Empirical evidences in higher educational institution reveal that Performance Appraisal and Management are confused by 

many universities (Binary & Binary, 2018) it lack clarity and no alignment with the institution vision. Evidences from previous 
research studies also reveal that performance appraisal is not conducted fairly and free from biases because of some subjective 
criteria’s. Hika, Feleke and Alemtshay (2017) suggested that draw backs in performance management and evaluation is rater-bias or 
prejudice which may be unconsciousness or quite intentional.  

 
Most of the organizations; especially in Africa performance appraisal could not give benefits expected because of difference 

between the anticipations and practical applications in the system (M.Bant, 2019). Bule Hora University is one of Ethiopian higher 
education institutions in which practical application of performance appraisal is setback with practical challenges explained above. 
Therefore, this study is initiated to assess and investigate practical application and effects performance appraisal on employee 
performance. 

 
1.2 Statement of the Problem 

Kadiresan (2018) found that employees are not treated well in order to maximize organization’s productivity therefore 
commitment and turnover intention was negatively correlated. Getachew (2020) viewed that performance management activities have 
direct impact  on organizations operations efficiency within the Ethiopian and performance appraisal technique can mean there will be 
more negative inclination of employees towards organizational commitment that effect the organization performance negatively. 
There are findings that suggest performance management practices do have the same benefits to different companies that conduct 
performance reviews every year (Singh et al., 2018). A number of studies have suggested quarterly performance updates (Singh et al., 
2018). From various mixed results, the current study aims to investigate whether continuous performance appraisal review can 
identify poor performance or identify existing issues and corrective measures to be designed to improve employee productivity. From 
a number of studies conducted by Erdogan et. al (2019) and Fletcher (2017) they have established that linking rewards with 
performance leads to commitment employees in the appraisal system. Cawley (2019) recommends that performance feedback should 
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be fair, timely and specific in highlighting the employees progress in carry out their responsibilities (Gupta & Kumar, 2019) and the 
feedback should be often (Lee, 2021). Moreover, as far as the researcher knowledge, a single study corresponding with this research is 
conducted by Alemeneh (2017). However, this study didn’t consider on employee work motivation and also the study is only focused 
on Commercial University of Ethiopia. Accordingly, it indicates that no more researches are conduct related with this issue, due to this 
fact the researcher decided to work on this area so as to be a benchmark for further studies. Hence, due to the severity of the issue and 
absence of sufficient empirical studies on Bule Hora University pertaining to this topic incorporating crucial variables collectively is 
what motivated the researcher to examine the effect of performance appraisal practices on employee work motivation in Bule Hora 
University. 

 
1.3.  Objectives of the Study 

1. To identify the major Performance Appraisal practices employed in Bule Hora University. 
2. To examine the relation between identified Performance Appraisal practices and Employee’s Performance in Bule Hora 

University. 
3. To assess the challenging factors affecting performance appraisal practices of the university not to contribute for positively 

employee performance 
1.4. Empirical Studies 

Study conducted on Pharmaceutical Industry by Sumayya, Mafruha and Mohammad (2017) concludes that self evaluationis 
the most influential factor and consequently this factor affects directly and very sharply the effectiveness of performance. Regarding 
to the performance rating an article written by Harari, M.B., & Rudolph, C.W. et al. (2018) suggested that efforts to develop models of 
contextual determinants of performance ratings should incorporate rater accountability meaning the supervisor should be accountable 
for the reason that it could be used for performance pay decisions. Obiekwe Nduka (2016) concluded that intrinsic factors greatly 
enhance employee Performance.  

 
According to Wellins, Bernthal, Phelps (2006), engagement is defined as a level to which people enjoy and believe in what 

they do and feel valued for doing it. Attitudes or climate in an organization can be used to assess employee engagement. Scores from a 
survey are correlating with various business metrics including staff turnover, absenteeism, productivity and sales. Performance 
appraisal enables the right employees are placed in the right jobs, exceptional leadership and organizational systems and strategies are 
the key drivers of employee engagement Wellins, Bernthal and Phelps (2006). Jackson &Schuller, (2019) indicated that, business 
results are highly related to performance appraisal on employee engagement. However, feedback is failed by some organization 
provided (Jackson &Schuller, 2019). Even poor performance may not be given adequate feedback (Solmon and Podgursky, 2020). 
Many managers often are uncomfortable giving negative feedback to employees.  
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1.5 RESEARCH METHODOLOGY 
            In this research, the researcher used a quantitative research approach widely because, the goal of quantitative research 
methods is to collect numerical data from a group of people, then generalize those results to a larger group of people to explain a 
phenomenon. Both descriptive and explanatory research design was employed to describe characteristics of the phenomena and to 
examine the effect of the predictors (Appraisal performance) on the dependent variable (Employees performance).  The study was be 
used mainly a cross-sectional research survey in which the collection of information from the respondents is carried out at a single 
point in time. 
 
1.5.1 Sample Size 

To get a representative sample for the population, Yamane’s (1967) formula was used to obtain the sample size in the study 
is presented as below:  

                                                                             
The distribution of the sample across the categories was done by the proportionate stratified sampling (PSS) formula 

(ni=Ni/N*n) from each group: 

S/n Strata 
(Sector) 

Total no. of Employees in5 Sub-
division as October 2021 

Sample From 
each 
ni=Ni/N*195 

 
1 

 
Admin and student service Vice 
 

1987 200 

2 Academic Affairs, 
 

1267 124 

 
3 

 
University President, 

 
141 

 
15 

4 Business and Developmental Vice 98 11 

5 Community and   Research Vice 90 10 

 Total 3583 360 

 
1.6 DATA ANALYSIS AND INTERPRETATION 
1.6.1 Reliability Analysis 

Table No-2: Reliability Statistics for each variable 
Variables Cronbach's Alpha if Item Deleted 

Self-Evaluation .919 
Task Based Evaluation .904 
360 Degree Feedback .904 
Management By Objective .903 
Employee Performance .931 

Source: SPSS Reliability test (2022) 
 

The table shows that the coefficient for the procurement practices and employee performance related factors, Self-
Evaluationfactors, Task Based Evaluation, 360 Degree Feedback, Management by Objectivefactors and Employee Performance (.919, 
.904, .904&.903) respectively, and Employee Performanceis .931. Therefore, the overall reliability test indicated that good reliability 
and internal consistency for which is greater than the standard value (i.e., >.70). 
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1.6.1 Inferential statics 
1.7.1 Correlation analysis 

In order to evaluate this relationship, Pearson product-moment correlation coefficient “r” is employed and correlation 
coefficient “r” normally varies between -1.0 to +1.0. The coefficient (r) revealed the magnitude and direction of relationships. 

Table 3: Pearson correlation 
                 Correlations 

 SE_TOTAL TBE_TOTAL DF_TOTAL MBO_TOTAL EP_TOTAL 
SE_TOTAL Pearson Correlation 1 .715** .736** .788** .837** 

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

N 350 350 350 350 350 
TBE_TOTAL Pearson Correlation .715** 1 .833** .826** .838** 

Sig. (2-tailed) .000  .000 .000 .000 
N 350 350 350 350 350 

DF_TOTAL Pearson Correlation .736** .833** 1 .798** .813** 
Sig. (2-tailed) .000 .000  .000 .000 
N 350 350 350 350 350 

MBO_TOTAL Pearson Correlation .788** .826** .798** 1 .913** 
Sig. (2-tailed) .000 .000 .000  .000 
N 350 350 350 350 350 

EP_TOTAL Pearson Correlation .837** .838** .813** .913** 1 

Sig. (2-tailed) .000 .000 .000 .000  
N 350 350 350 350 350 

**. Correlation is significant at the 0.01 level (2-tailed). 
Source: SPSS Regression results output, (2022) 
 

As per above table, there were statistically significant positive relationship between four determinants of Performance 
Appraisal and Employee Performance at p<0.01 level. Therefore, we can say that Employee Performance had statistically significant 
positive correlation with all the four explored determinants. 

 
1.7.2. Regression Analysis 
Assumption of Multicollinearity 

Table 4: Multicollinearity and independence of residual test 
Model Collinearity Statistics 

Tolerance VIF 
1 (Constant)   

Self-Evaluation .354 2.827 
Task Based Evaluation .276 3.622 
360 Degree Feedback .338 2.961 

Management By Objectives .321 3.115 
Source: SPSS output (2022) 

 
As shown on the above table, the tolerance values for each independent variable (Self-Evaluation, Task based evaluation,360 

degree feedback evaluation) were 0.354, 0.276, 0.338 and 0.321 respectively which were not less than 0.10. This is also supported by 
the VIF value, which were 2.827, 3.622, 2.961 and 3.115 respectively which were well below 10. Therefore, the analysis was not 
violated the Multicollinearity assumption. 

 
1. Normality 

As depicted in the figure below; which is an  example  of  a  histogram  with  a  normal  distribution  from  the SPSS software, 
there is no normality problem on the data used for this study. 
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1. Linearity  
 According to Stevens(2009),  linearity  can  be  best  cheeked  by  normal  p-plot  residual.  As shown in the figure below, the 
relationship between the dependent and independent variables is linear. Hence, there was no linearity problems on the data used for 
this study. 

 
 

1. Homoscedasticity   
           The error variance is constant since most scattered plot attributes are around zero and near to the horizontal line. Therefore, 
there is no violation of homoscedasticity assumption.  
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1.8 Regression Model 
Table 5 : Model Summary 
Model R R Square Adjusted R 

Square 
Std. Error of the 
Estimate 

 
Durbin-Watson 

dimension1  .941a .885 .883 1.29603 2.219 
a. Predictors: (Constant), MBO_TOTAL, SE_TOTAL, DF_TOTAL, TBE_TOTAL 
b. Dependent Variable: EP_TOTAL 

Source: SPSS Regression results output, (2022) 
 

As shown on above table, R is the degree of association between Performance Appraisal determinants and Employee 
Performance. On the model summary the values of R, R2 and the adjusted R2 were 0.941, 0.885 and 0.883 respectively. 

 
The results of Multiple Regression analysis, as presented on the above table, model summary revealed that the R2 of 0.885 

indicates that 88.5% of the variation of can be predicted in Employee Performance by the independent variable. This implied that 
Employee Performance is combination influenced by 88.5% by all four exogenous variables in the study area. 

 
Table 6: ANOVAb 

Model 
Sum of Squares df Mean Square F Sig. 

1 Regression 4439.932 4 1109.983 660.822 .000a 

Residual 579.497 345 1.680   
Total 5019.429 349    

a. Predictors: (Constant), MBO_TOTAL, SE_TOTAL, DF_TOTAL, TBE_TOTAL 

b. Dependent Variable: EP_TOTAL 
Source: SPSS Regression results output, (2022) 

 
On the above table, ANOVA shows that the p-value for F-Statistics (0.000) is less than the significance level 0.01 (p<0.01). 

This is to mean that the model is significant/ acceptable from a statistical perspective. To explain more, accepting at least one of the 
independent variables had a significant influential relationship on Employee Performance. 
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Table 7: Coefficientsa 

Model Unstandardized 
Coefficients 

Standardized 
Coefficients 

t Sig. 

Collinearity Statistics 

B Std. Error Beta Tolerance VIF 
1 (Constant) -15.303 .750  -20.391 .000   

SE_TOTAL .590 .071 .259 8.357 .000 .347 2.880 

TBE_TOTAL .307 .068 .170 4.487 .000 .234 4.264 
DF_TOTAL .126 .061 .075 2.057 .040 .254 3.933 

MBO_TOTAL 1.075 .081 .509 13.283 .000 .228 4.390 

a. Dependent Variable: EP_TOTAL 
Source: SPSS Regression results output, 2022 
 

Above table indicates that self-evaluation had statistically significant contribution to Employee Performance at 95% 
confidence level, since their p-values are 0.000 and which was less than 0.01 (p<0.05). also, Task based evaluation and 360degree 
feedback had statistically significant contribution to Employee Performance since their p-value were 0.000 and 0.000 respectively and 
which were greater than the significance level 0.05 (p>0.05).  

 
In general, MBO is the most significant independent variable which has significantly statistical contribution to Employee 

Performance with p-value of 0.000 with followed by self evaluation.  
 
Table indicates that self-evaluation had statistically significant contribution to Employee Performance at unstandardized beta 

at 0. 590.It means one unit change in independent factors leads to influence the Employee Performance by 59.0%. Also, Task based 
evaluation had statistically significant contribution to Employee Performance at unstandardized beta at 0. 307.it means one unit 
change in independent factors leads to influence the Employee Performance by 30.7%. Followed by 360-degree feedback had 
statistically significant contribution to Employee Performance at unstandardized beta at 0.126. It means one unit change in 
independent factors leads to influence the Employee Performance by 12.6%. Similarly, MBO had statistically significant contribution 
to Employee Performance at unstandardized beta at 1.075. It means one unit change in independent factors leads to influence the 
Employee Performance by 107.5%. 

 
Thus, MBO is most dominating factor of Performance appraisal in the study area to decide the Employee Performance. 
 

1.9 Conclusions  
There is a strong positive correlation between Self-Evaluation and Employee Performance held by employees. In other 

words; Self-Evaluation plays a deceive role in holding a Employee Performance by the employees in the study area. There were 
statistically significant positive relationship between Self-Evaluation of Performance Appraisal and Employee Performance at p<0.01 
level. There was found a positive and statistically significant relation between Task based evaluation s and Employee Performance 
holding with (r = .838, p<.01). This implies that there is a positive correlation between Tasks based evaluation as one of the factor of 
Performance Appraisal and Employee performance. In other words, Task based evaluation s have more strong relation with Employee 
Performance and r value of .838 shows a strong positive correlation between variables. There was found a positive and statistically 
significant relationship between 360 degree feedback evaluation and employees Employee Performance with (r = .813**, p<.01). This 
implies that there is a strong positive correlation between 360 degree feedback evaluation as a factor of performance Appraisal and 
employee’s performance. There were statistically significant positive relationship between Self-Evaluation of Performance Appraisal 
and Employee Performance at p<0.01 level since p value is 0.000.Thus, the researcher concluded that 360 degree feedback evaluation 
had stronger positive and statistically significant correlation with Employee Performance than the other dimensions. According to the 
result correlation above, there was found a positive and statistically significant relationship between MBO and employees Employee 
Performance with (r = .913**, p<.01). This implies that there is a strong positive correlation between MBO evaluation as a factor of 
performance Appraisal and employees participation in. There were statistically significant positive relationship between MBO and 
Employee Performance at p<0.01 level since p value is 0.000. Thus, the researcher concluded that MBO evaluation had strongest 
positive and statistically significant correlation with Employee Performance than the other cultural and organizational dimensions. 
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