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[bookmark: _Toc94907945]	Abstract
The effect of appraisal methodologies on academic staff performance at Salaam University in Somalia was investigated in this study. The investigation was sparked by the poor performance of Salaam University's academic personnel. The study's goals were to see how 360-degree feedback affected academic staff performance at Salaam University, how management by objective affected academic staff performance at Salaam University, and how the assessment Center technique affected academic staff performance at Salaam University. The study used both qualitative and quantitative methodologies and used a correlation research methodology. A total of 76 people were contacted, and they all completed the questionnaires. Respondents were chosen using simple random sampling. Data was gathered via questionnaires. For the stepwise the data was examined using the SPSS.
[bookmark: _Hlk95053311]In the effect of the assessment techniques on staff productivity at Salaam University, the data demonstrated that the MBO method is the sole predictor of appraisal methods that influence academic staff performance at Salaam University. The correlation between variables is 97.5 percent, and the link is 100% significant. As a result, the hypothesis is unaccepted in favor of the hypothesis. which indicates that there is a connection between staff performance at SU and appraisal procedures. The other appraisal techniques predictors, such as 360-degree and assessment center, are eliminated. According to the study's findings, implementing the 360-degree strategy will include bargaining with employees, who should be involved in every aspect of the process. Implementing a 360-degree performance review system will require open and honest communication. It was also suggested that the SMART (specific, measurable, ambitious, realistic, and time-phased) criterion be utilized as a guide when creating targets. As a result, employing this rule has the advantage of allowing management by aim to encompass all areas of the work environment. The researcher also suggested that assessment center approaches be implemented using the following six methodologies: (1) Organize the evaluation process around the desired outcomes. (2) Predict behavior by observing it. (3) Have two or more people observe and analyze the situation independently. (4) Create a system that incorporates inputs from a variety of sources and ensures that all desired dimensions are covered. (5) Arrange for a conversation in which more appraisers exchange and debate their behavioral insights and link them to each goal measurement before making a final conclusion. (6) Use simulations to elicit the desired behavior.
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[bookmark: _Toc94907946]Chapter One: Introduction

[bookmark: _Toc94907947]Backgrounds of the Study
The objective of this research was to examine impacts of appraisal methods on academic staff performance at Salaam University in Somalia. The independent variable is appraisal methods, while the dependent variable is academic staff performance. Appraisal Method aspects include 360-Degree Feedback, Management by Objective, and Assessment Centers, according to the study. While student monitoring, making and submitting exam results, finishing course outline on time, involving research and publications, fulfilling targets, commitment, effective time management, productivity, and effectiveness are all considered aspects of academic staff success.
According to Fletcher (2008), formal performance review is an important part of the job. Methods for evaluating work performance first appeared and were employed as a means of justifying an employee's compensation in the early 20th century, around the time of the First World War. In the past, organizations relied on employee-based evaluations from a broad viewpoint, with divisions being expected to provide performance reports showing their accomplishments. While departmental supervision While this was going on, the emphasis on individual performance rate was less essential than it had been in prior years.
Appraisal Methods has evolved as a crucial fundamental and complete instrument for creating and appraising the public and private sectors in African organizations. For example, in South Africa, modern performance appraisal systems have begun to link performance rating procedures to the attainment of established institutional goals. Organizations are attempting to achieve ISO certification, they are focusing more on performance management and expressing strong regular formal and informal performance reviews, results are being improved through the use of modern communication tools such as the internet, and people are willing to learn how to use performance appraisal methods (Robbins, 2003).
Richu (2007) referred to According to Vroom's expectation theory of motivation, The result of conscious judgments among options with the purpose of maximizing pleasure and reducing pain is conduct. According to Vroom's thesis, an individual (employee) will weigh the benefits of several Choose the one that provides the best reward among the various levels of performance. An individual’s belief in according job performance is possible, according to the expectation theory. is heavily influenced by the organization's ability to develop performance-oriented and transparent appraisal methods that employees can depend on. If an employee believes she or he can complete a task, she or he will be motivated to do so.
Blstakova (2010) defines appraisal methods as a systematic assessment of an individual's performance in the workplace and individual development potential.  Appraisal procedures, according to Bourouni (2009), are formal systems, justifications, and measures of future performance. It is a systematic, structured system of measuring, assessing job-related behaviors and outcomes to uncover reasons for performance and how to work effectively in the future, according to Anupama (2011).
Other scholars, such as Strauss and Sayles, classify evaluation approaches as Traditional Methods and Modern Methods of Appraisal, respectively.
As a result, the study's operational definition of evaluation methods was future-oriented methodologies. It consists of three methods: 360-degree feedback, Management by Objective (MBO), and Assessment Centers (ACM). Performance, on the other hand, is defined as a combination of effective and efficient work completion with the fewest possible disruptions created by personnel. 1998 (Decenzo & Robbins).
As a result, the study operational definition implied that academic staff performance includes student supervision, commitment, meeting targets, meeting attendance, marking course works, finishing course outline, time management, productivity, effectiveness, as well as research and publication.
Finally, the adoption of appraisal methods in SU was an effort to motivate, stimulate, and upgrade the productivity of staff in demand to create a favorable competitive environment. Many academic staff members at SU, on the other hand, saw the appraisal methods as a means for introducing rate compensation based on how they were classified. The end of evaluation findings and reports (2010-2014) suggested that most academic staffs were less devoted and de-motivated, jeopardizing good work habits, teamwork, teaching quality, and other academic staff performance in SU, affecting the University's productivity and performance (Appraisal report, 2017).

[bookmark: _Toc94907948]Problem statement
Appraisal Methods assist the organization in observing employee performance, behaviors, skills, and the need for training or further development in order to enable professional learning and advancement. The employee performance gap is identified through the appraisal methods (if any). This gap is a problem that emerges when performance falls short of the organization's standards; without identifying this gap, appraisal methods become useless (Asim, 2011).
Salaam University is one of Somalia's higher education institutions. It offers a variety of educational programs to meet the demands of various groups working in administrative and leadership roles in the both public and private sectors. According to the HR minutes of January 2, 2013, SU management has been working hard and spending organizational funds to improve academic staff performance over the last four years. However, academic staff performance at the university continues to deteriorate, which is expected to take an effect on the excellence of education students get, as well as the qualifications and competence of graduates entering the public and private sectors of Somalia (Appraisal Report, 2014).
As a result, if this scenario is not investigated, low excitement, demotivation, and poor academic staff performance are likely to persist. This would harm the university's reputation, resulting in poor student enrollment. As a result, the purpose of this study is to look into the impact on appraisal methods on academic staff performance at Salaam University.

Objective of study
	The research was directed by objectives.
	General objective of the study. The general objective of the study attempted to analyses the outcome of appraisal methods on the academic staff performance in Salaam University -Somalia.
Specifically, the study was intended to;
i. Evaluate the effect of 360-Degree Feedback of academic staff performance at Salaam University.
ii. Assess the impact of Management by Objective on academic staff performance at Salaam University.
iii.  Investigate the impact of Assessment Centers on academic staff performance at Salaam University.
[bookmark: _Toc94907950]Study Hypotheses 
(i) There is no relation between 360-Degree Feedback and academic staff performance in Salaam University.
(ii) There is no link between Management by Objective and performance of academic staff in Salaam University.
(iii) There is no link between Assessment Centres and performance of academic staff in Salaam University.

[bookmark: _Toc94907951]Scope of the study
The geographical, temporal, and content scopes of the research were all covered.
Geographical scope the effect of appraisal systems on academic staff performance at Salaam University in Somalia was investigated.

[bookmark: _Toc94907952]Importance of the study
The outcomes of this learning, according to the researcher, may aid Salaam University's administration in understanding the triumphs and problems of assessment systems, as well as their impact on academic staff performance. Similarly, the staff appraisal procedure should be improved. Human Resource Experts & Managers that want to learn more how employee performance is affected by employee assessment methods and how universities can use effective evaluation tools to improve academic staff performance.
 The research could potentially contribute to the realm of employee evaluation. Other academics and impending researchers may undertake additional study on some parts of the research findings. The research could aid the government and other stakeholders in determining whether employee appraisal procedures are required in their enterprises.

[bookmark: _Toc94907953]Conceptual Framework

 Independent variable					Dependent variableAcademic Staff performance    
· Supervision of the student
· Marking and submitting exam results
· Completing course outline on time
· Involving research and publications
· Meeting targets
· Commitment
· Time management skills
· Productivity
·  Effectiveness 


Appraisal Methods
· 360- Degree Feedback
· Management by Objective
· Assessment Centres
Intervening variable

· Leadership style
· Academic qualification
· Attitude of individual employees
· Motivation




















Source: Researcher: 2018

The idea implies that the components of appraisal methods, namely 360-degree feedback, management by objectives, and assessment center, have an impact on academic staff performance at Salaam University. The appraisal methods are an independent variable (IV), whereas the performance of the academic staff is a dependent variable (DV). The study hypothesized that appraisal procedures had an impact on academic staff performance at Salaam University.
The assumption is that if the dimensions of appraisal methods such as 360-degree feedback, management by objective, and assessment center are effectively used, academic staff performance in salaam university will improve in terms of student supervision, marking and submitting exam results, completing course outline on time, involving research and publications, meeting targets, and time management skills. However, this is not often the case due to interfering elements such as leadership style, academic qualifications, individual employee attitudes, and motivation, which continue to disrupt the aforementioned ideal relationships. For the above relationship to thrive, these intervening variables must be kept under constant control.
The conceptual framework also revealed that academic staff performance elements such as student supervision, marking and submitting test results, finishing course outline on time, involving research and publications, reaching targets, commitment, and time management skills are all important.


[bookmark: _Toc94907954]Chapter Two: Literature Review

This section deeply examines at literature that was linked to the study's purpose of determining the effect of appraisal methodologies on academic staff performance at Salaam University. The evaluation is organized around the study's specific objectives and focuses on 360-Degree Feedback, Management by Objectives, and Assessment Centers, as well as their connections to academic staff performance. E-journals, reports, textbooks, and paper presentations from university libraries, document centers, and previous investigations were used to compile the literature. The evaluation is structured so that it starts with a thorough comprehension of the primary variables and essential phrases, then moves on to the specific objectives.

[bookmark: _Toc94907955]The effect of 360-degree feedback on academic staff performance at Salaam University.
360-Degree Feedback, as well-defined by Armstrong (2009), is a procedure in which a person's performance is evaluated and response is offered through an amount of people, including their management, assistants, coworkers, and clients. The term 360-Degree Input is occasionally thrown around to denote upward feedback from subordinates to their bosses.  A typical questionnaire might include questions about, among other things, leadership, teamwork, communication, organizational abilities, decisiveness, drive, and flexibility. As a result, 360-Degree feedback will be used to describe how SU management, students, peer groups, supervisors, and subordinates evaluate academic staff performance in this study.
 According to Raju (2004), 360-degree feedback is a systematic method in which a person receives feedback from a number of raters who regularly interact with the individual being accessed, also known as the learner. The goal is to provide feedback on performance behaviors and outcomes, and also their possibilities, and to identify and construct developmental goals. The raters are supervisors, coworkers, subordinates, customers, and, in rare cases, significant others. Standard assessment methods, on the other hand, present an incomplete picture of employee performance and are useless in providing suitable feedback to employees, according to several experts.
 Modern appraisal methods, such as 360-degree feedback, provide a comprehensive review and feedback of a person's performance.

The 360-Degree Feedback Method, according to Church (2005), is preferable to the conventional types because it provides an opportunity for review and feedback a more comprehensive and correct assessment of academic staff competencies, behaviors, then performance results. A traditional performance assessment method, in which one supervisor reviews a colleague who are predisposed and have an inaccurate understanding of their job, is no long considered an effective manner of giving employees honest feedback. The 360-Degree Method provides Instead of subjective judgments from a single person, a circle of raters provides feedback on observed behaviors and performance. As a result, traditional performance approaches provide a single or limited point of view.
According to Prochaska (2009), the 360-Degree Method provides input from a variety of sources, with signals that are frequently repeated and consistent. When a learner detects a trend of regular input, such feedback is more likely to be reinforced and is more difficult to dismiss as false. It's possible that multi-rater evaluation from a 360-degree platform will be more readily accepted by the employee. When someone receives feedback, they are more likely to change their behavior and perform better. Employees may find the 360-Degree Method methodology to be more thorough and objective than traditional performance appraisals. However, one researcher claims that applying the 360-Degree Feedback approach is costly and time-consuming, and that it might be used to humiliate employees.
An empirical study conducted by a distinguished professor at the University of Nebraska's College of Business Administration is backed up by Luthans (2005). According to their findings, combining 360-degree feedback with training focused at improving self-awareness and behavioral management made the feedback more valuable. The impact of 360-degree feedback paired with training on a learner's self-awareness, attitudes, and, as a result, organizational performance was investigated in this study. According to the research, the 360-degree strategy has a beneficial impact on employee performance. However, little study has been done on this topic, particularly on the impact of the 360-Degree Method on academic staff performance. As a result, the influence of 360-degree on academic staff performance at Salaam University was investigated in this study. Academic employees, on the other hand, receive a written performance appraisal each year that can be utilized for administrative purposes.

According to Akinyele (2010), academic employees receive a written performance review once a year, it gives a one-sided assessment of performance and can be used for personnel and administrative purposes such as promotion, demotion, compensation increases, and even dismissal. It's a type of assessment in which a worker or instructor gets feedback from a variety of people, including students, subordinates, managers, supervisors, colleagues, and oneself. Academic staff performance is measured, evaluated, and influenced through performance feedback in the past, present, and future. The 360-Degree Feedback Method entails a member of the academic staff or management obtaining feedback on his or her competencies, activities, and results. However, new study suggests that when 360-degree feedback is unfavorable or not as positive as expected, academic staff may react with wrath and despair, perhaps leading to employee turnover.
Furthermore, the 360-Degree Method's design and functioning are simple to comprehend and not too tough for raters. According to Atkins (2005), n terms of operation and design, the 360-Degree Feedback Method should be broad in scope, simple to understand, and not too difficult for raters. It should be the type of appraisal that takes 20 to 25 minutes to complete online and includes 20 to 25 behavioral aspects that span a wide variety of instructional or leadership competencies. The multiple-perspective technique of 360-degreefeedback could aid self-awareness by exposing what supervisors, peers, subordinates, and students perceive as an individual's strengths and growth issues. The 360-degreefeedback's multiple-perspective and approach could help enhance self-awareness by revealing what supervisors, peers, subordinates, and students see as an individual's strengths and development. As a powerful means for management and academic staff to get information on work performance, the 360-degreefeedback's multiple-perspective and approach could help enhance self-awareness by revealing what supervisors, peers, subordinates, and students see as an individual's strengths and development. The 360-Degree Feedback Method can be used by management to minimize bias and discrimination (complaints of unfair treatment). Despite the foregoing justifications, some researchers believe that the 360-Degree Method is difficult for raters to understand and that it is a costly and time-consuming method.
According to Bookman (2005), the 360-Degree Input Method has been employed by 62 percent of 500 firms to provide developmental feedback since its introduction in the 1950s. A recent literature review conducted by the American Society for Training and Development (ASTD) found that adopting the 360-Degree Feedback Method for employee development is exceptionally beneficial, especially when feedback is combined with one-on-one coaching. "88 percent of its 250 workers believed the process was valuable to them personally; 82 percent said it was valuable to the organization; and 88 percent said they had made changes in behavior as a result of the feedback," according to the results of a survey conducted by Porsche Cars North America Inc. in Reno, Nevada.
However, the research was conducted in North America, which has distinct political and civic situations than Somalia. As a result, the researcher is motivated to conduct research in Salaam to investigate the impact of appraisal systems on academic staff performance at Salaam University.
Positive behavior change and enhanced self-awareness are not the only benefits that the 360-Degree Feedback Method can produce, according to Brett (2001). Performance improvement is not the only effect that can be expected from performance feedback, according to a seminal piece on the impact of performance appraisal feedback on employee performance. In fact, they discovered that feedback resulted in lower performance in one-third of the cases. 
According to Atwater (2000), just half of the supervisors who received upward feedback improved as a result of the intervention. Organizations are unlikely to spend thousands of dollars on a method that helps good managers improve while discouraging and enraging managers who receive bad feedback. The results of the 360-Degree Method, according to most research, include positive behavior change, greater effectiveness, and future performance development.
In addition to what has already been said, there is a relation among appraisal procedures and academic staff performance. Bagozzi (2008) developed Pointed Performance Appraisal techniques that focus on strategies to encourage academic workers and enhance their performance. The performance objective appraisal systems is to improve academic success, initially at the level of individual employee, and then at the level of the organization. Performance appraisal methods are procedures that have been linked to increased productivity, Organizational commitment and job (which has been linked to decreased turnover rates). While there may be a direct and causal relationship between appraisal methods and academic staff performance, their ability to enhance role clarity, communication skills, value pay and administration, expectation and instrumentality evaluations, and equitable perceptions can be attributed to their impact on performance.
In addition, Dubinsky (2003) addressed how role clarity affects both the performance / reward instrumentality assessments and the effort/performance expectancy. As a result, by decreasing ambiguity, performance appraisal approaches may have a favorable impact on employee motivation. More regular appraisal methods and comments allow academic personnel to see how they are progressing, which should motivate them to continue to grow. Appraisal systems are typically thought to have a good impact on academic staff performance, but when they are badly designed or administered, Employee motivation, opinions of their responsibilities, and turnover can all suffer as a result of them.
According to Rashidah (2014), performance feedback should concentrate on improving performance, i.e., enhancing the quantity and quality of information from the employee by increasing motivation and enhancing commitment, and good and actionable feedback is based on some significant beneficial axioms, such as input must be objective and factual. However, the research was conducted in Uganda, which has distinct political and civic situations than Somalia. As a result, the researcher is motivated to conduct research in Mogadishu to examine the impact of appraisal methodologies on academic staff performance at Salaam University.
Kamwine (2004) also highlighted a number of topics, including the evaluation culture, managing work processes, and preparing for training needs, among others. He underlined the importance of emphasizing the organization's assessment procedure in his remarks. It's worth noting, however, that the aforementioned study focused on the administration in government-aided schools, of teacher evaluation schemes and performance, which differs from higher-education appraisal systems. The impact of appraisal methodologies on academic staff performance at Salaam University will be evaluated in this study.


[bookmark: _Toc94907956]Chapter Three: Methodology

The research technique was described in full in this chapter. The term "methodology" refers to the comprehensive procedure that must be tailed in order to accomplish the study objectives. The methodology includes a description of the research concept, study population, sample size, sample procedures, then data collection equipment. This chapter also covers instrument reliability and validity, measurements, data analysis, and presentation.
[bookmark: _Toc94907957]Research Design
The entire plan or approach for performing the research is known as the investigate project. This research was done using a correlation investigate project. Correlation design, according to Yuko and Onen (2008), is the process of determining whether or not, and to what extent, there is a relationship between two or more paired and quantified variables. It entails gathering data from the same group of people on two quantifiable factors and comparing how they differ. The correlation design was chosen by the researcher in order to compare two or more characteristics from the same group, to explain how they differ, and to predict one variable from another. The rationale for the researcher's use of correlation study design is to provide a rigorous and repeatable technique for determining whether and to what degree a relation exists between quantifiable variables.
[bookmark: _Toc94907958]Study population
This research was carried out among Salaam University professors in Mogadishu, Somalia. The participants in the study came from all levels of Salaam University's academic staff. According to Human Resource official data in Appendix (iii), the study population consisted of 96 Salaam University workers (Appraisal report 2020).
[bookmark: _Toc94907959]Sample Size
The approach of (Krejcie and Morgan, 1970) was utilized to control the sample size aimed at investigation. It is said that the size of the randomly selected sample is dictated by the population's size and the amount of mistake. The Krejcie and Morgan table aids the researcher in making a 95 percent sure decision. “According to Krejcie and Morgan (1970)” tables, the minimum “sample size is 76”, as shown in the appendix (IV). These respondents were chosen because they were deemed to be a representative sample.
The breakdown of sample and sampling techniques are summarized in table 3.1
	Category of the respondents 
	Population 
	Sample
	Sampling Technique

	Academic staff
	96
	76
	Simple random sampling

	Total 
	96
	76
	



Source: Primary source, 2018
[bookmark: _Toc94907960]Sampling Techniques
A sample is a set of data that is collected and chosen from a statistical population according to a set of rules. Field (2005) describes it as follows: In quantitative studies, it is common that if the sample is carefully handled in the right way, the results are likely to be applied to the entire population, as suggested by (Willis & Onen, 2002). The following approach was used by the researcher to determine sample size.

[bookmark: _Toc94907961]Random Sampling technique
The researcher used random sampling, which is a sampling method in which every participant of a group has an equal and independent chance of existence chosen (Field, 2002). This method was used on all academic staff members at SU. This sampling approach was chosen by the researcher because it is simple and assures that the population is sampled consistently. This was done to guarantee that respondents from different industries were evenly distributed.
[bookmark: _Toc94907962]Data Collection Instruments
The researcher exclusively employed questionnaires as a information gathering tool in this study. The tool was chosen because it was the most effective at determining the respondents' affective domain. They are the greatest techniques for gathering respondents' perspectives, perceptions, feelings, and attitudes, according to Southerland (2000).
Questionnaires. Even when the universe is big and geographically dispersed, this data collection tool is quite popular and inexpensive (Juppe, 2000). Respondents were given a self-administered questionnaire by the researcher. It was a five-point Likert scale questionnaire, with respondents selecting the option that best suited their viewpoint.
Control of data quality
This is a connection to the method by which the researcher assessed the instrument's validity and reliability. To confirm that the instruments were both valid and dependable, the researcher used a variety of procedures.
The instruments' adequacy. Validity, according to Amin (2005), determines if the The aim of a survey is to see if it measured what it was supposed to measure or if the research findings are reliable. The draft tool was scrutinized by professionals to ensure the research's validity tools. Lecturers in the discipline of knowledge and other HR professionals are among them. Their feedback and suggestions were used to improve the device that was used to collect data. A panel of four people was employed by the researcher to determine whether each question in the questionnaire is essential and beneficial. The questionnaire, together with the study's objectives and research questions, was distributed to these individuals. They were questioned near amount the validity of items in the questionnaire on a scale of one to two in relation to the study's objectives. The scales 1 and 2 denoted 'Not relevant' and 'Relevant', respectively. Manually calculating the Content Validity Index (CVI) yielded a CVI of 0.938 and is computed as follows:
[bookmark: _Toc399172808][bookmark: _Toc399327361][bookmark: _Toc399327472][bookmark: _Toc94907964]Table 3.2: CVI calculation table
	No. of Panel
	No.  of all relevant
 Questions
	Total questions

	1
	42
	48

	2
	46
	48

	3
	45
	48

	4
	47
	48

	Total
	180
	192


So, 180/192=0.938
As a result, the CVI was acceptable because it should be greater than 0.5 (CVI 0.5) and rather greater than 0.7 in most cases. The questionnaire's CVI of 0.938 indicated that it was worthwhile to administer.

The instrument's dependability. The degree to which an evaluation instrument generates steady and consistent outcome is known as reliability. Southerland, Southerland, Southerland, Southerland, Southerland, South the questionnaire's Cronbach's alpha coefficient was used to determine reliability. The system's dependability questions used to collect data for the examination of the effect of assessment methods on academic staff performance at Kismayo University was 0.993, implying that the instrument was 99.3% trustworthy for data collection, much over the permissible minimum of 50%. This implies that the questionnaire was reliable, as the responses were consistent, and the study's conclusion may be used to make decisions. This questionnaire can be used by future researchers to do study in the same field.
	[bookmark: _Toc394091893]Table3.3 Statistics on Reliability

	Cronbach's Alpha
	N of Items

	.993
	51






	
	Source: Primary data, 2019
[bookmark: _Toc94907965] Analyse of the Data Process
The raw data was imported into (SPSS) and variables were created. evaluated after successfully retrieving filled-in questionnaires and conducting interviews. As a main analysis, the results were presented as percentages using the regression approach and tables.

[bookmark: _Toc94907966]Access and Ethical Considerations
Prior to data collection, the researcher is likely to face two major issues: access and ethics. After fully disclosing the study's objective, nature, and benefits and allowing participants to ask any necessary questions, the researcher gained access consent and that of each respondent. The responders were guaranteed of the confidentiality of their information.

[bookmark: _Toc94907967]Limitations of the Study
Only data from questionnaire responses were used in this investigation. There were no interviews or observations requested. The questionnaire's comprehensiveness, on the other hand, mitigated this drawback.


[bookmark: _Toc94907968][bookmark: _Toc94907969]Chapter: Four: Data Findings
This section of the research looks at how data is displayed, interpreted, and further examined. The effect of appraisal processes on employee productivity of Salaam University's academic staff was investigated in this study. The following objectives were pursued during the research: The effects of 360-degree feedback on Salaam University's academic staff, Management by Objective on Salaam University's academic staff, and Assessment Centers on Salaam University's academic staff.
The data was presented utilizing quantitative research technique, which included the use of statistical tools to objectively measure, forecast, evaluate, and describe the relationship between assessment methods and academic staff performance at Salaam University. The research theories that prompted this investigation were the focus of the presentation. The study is divided into three research hypotheses, each of which is presented with its own interpretation.
[bookmark: _Toc94907970]Demographics characteristics of respondent
This section contains detailed information about respondents' gender, age, and educational level, as well as the nature of their responses. The purpose of presenting these features is to inform the reader about the sample's suitability for predicting the essential data for the investigation. The demographic characteristics are shown in the three tables below.




[bookmark: _Toc94907971] Respondents of the Age
		Table 4.1: Age of the respondent

	
	Frequency 
	Precent
	 Valid Percent
	Cumulative Percent

	Valid
	18 -30 
	4
	5.3
	5.3
	5.3

	
	31-40
	36
	47.4
	47.4
	52.6

	
	41-50
	30
	39.5
	39.5
	92.1

	
	50+
	6
	7.9
	7.9
	100

	
	Total
	76
	100 
	100 
	


“Source: Primary data 2018”
As according the research, that respondents aged 31 to 40 years old made-up 47.4 percent (36) of the total respondents. Many others were between the ages of 41 and 50, accounting for 39.5 percent (30), while a significant the majority of those who responded were over the age of 50, accounting for 7.9 percent (6).  The smallest group of responders, however, was between the ages of 18 and 30, accounting for 5.3 percent (4) of the entire sample population. This indicates that the respondents were adults, and hence the data gathered could be believed. The aforementioned viewpoint is consistent with Amin (2005), who suggested that having a majority of respondents above the age of 18 enhances the value of the comments since People who are older are more mature. thoughtful then income more period to consider a topic.
As a result, the respondents in this study were over the age of 18, which adds value and makes the information they provided to the study more reliable.




[bookmark: _Toc94907972] Respondents of the Gender 
	Table 4.2: Respondents of the Gender

	
	Frequency
	Percent
	Valid Percent 
	Cumulative Percent

	Valid
	Male
	60
	78.9
	78.9
	78.9

	
	Female
	16
	21.1
	21.1
	100

	
	Total
	76
	100
	100
	


A Source: Primary date 2018 
Table4.2 illustrates the gender breakdown and those who responded to the survey research. There were 21.1 percent females and 78.9 percent males, according to the data. This signifies that all gender groups of individuals contributed to the research. Mbabazi (2008) argues that data collection that includes replies from both sexes is more reliable than data collection that only includes responses from one sex. However, both females and males participated in the study, potentially making it more legitimate and dependable.





Respondents' educational levels
	Table 4.3: The respondents' educational levels

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Bachelor
	12
	15.8
	15.8
	15.8

	
	Master
	58
	76.3
	76.3
	92.1

	
	PhD
	6
	7.9
	7.9
	100

	
	Total
	76
	100
	100
	


‘Source: Primary data, 2018’
As the table above, 15.8% to the sample population has a bachelor's degree, 76.3 percent has a master's degree, and 7.9% has a PhD. As a result, 76.3 A second degree holders was held by % of the respondents, indicating a high level of education. Because a Master's Degree was held by the majority of respondents, it may be assumed that they provided well-informed replies on the study, which was critical to its success.
This is in line with Uma (2000), who suggested that in social inquiry study, it is critical to include persons who have acquired an adequate level of reading and can perform basic mathematics in order to grasp and evaluate the questionnaire's content. This means that the majority of responders are constrained by their responses. As a result, the responders in this case had a high level of literacy, such as a Master's or a PhD.
[bookmark: _Toc94907974]Null Hypotheses one: there is no connection between 360-Degree Feedback and academic staff performance in Salaam University.
	In order to see if There is a correlation between 360-Degree Feedback and the performance for academic professionals, at Salaam University, the researcher looked at the effect of 360-Degree Feedback on academic staff performance in the following ways: 360-Degree Feedback is used at Salaam University; 360-Degree Feedback is better than other methods used at Salaam University; 360-Degree Feedback the Salaam University management The findings are summarized in the tables and comments that follow.360-Degree Feedback and its usefulness in SU




	Table 4.4: 360-Degree Feedback appraisal is used in Salaam University

	
	‘Frequency’
	Percent
	‘Valid Percent’
	Cumulatives Percent

	Valid
	Strongly Agrees
	4
	5.3
	5.3
	5.3

	
	Agrees
	56
	73.7
	73.7
	79

	
	Neutral
	7
	9.2
	9.2
	88.2

	
	Strongly Disagrees
	9
	11.8
	11.8
	100

	
	Total 
	76
	100
	100
	


Sources: Primary data, 2018
According the outcomes on table 4.4, 5.3 percent strongly agreed and 73.7 percent agree, whereas 9.2 percent of respondents were indifferent and 11.8 percent strongly disagreed. As a result, the above viewpoint was shared by 79 percent of the sample population. As indicated by a statement from one of Salaam University's administrative personnel, the 360-Degree Method is implemented at the university. Brett (2005) noted that the 360-Degree Feedback method is very helpful for widening one's horizons, self-development, and multi-source feedback Interpersonal skills, client satisfaction, and team-building talents can all be assessed using the 360-Degree Feedback appraisal method. The greatest number of the table's participants agreed with the earlier statement. SU uses 360-Degree Feedback as a consequence.

















[bookmark: _Toc94907975]Does 360-Degree Feedback is better than other methods used in SU
	Table 4.5: 360- Degree Feedback is better than other methods used in SU

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree
	3
	3.9
	3.9
	3.9

	
	Agree
	6
	7.9
	7.9
	11.8

	
	Neutral
	7
	9.2
	9.2
	21

	
	Disagree
	32
	42.1
	42.1
	63.1

	
	Strongly Disagrees
	28
	36.8
	36.8
	100

	
	Total
	76
	100
	100
	

		Sourcce: Primary data, 2018


Table 4.5 that shows 36.8% strongly disagreed and 42.1 percent also disagreed, with 9.2 percent remaining neutral, 7.9 percent agreeing, and 3.9 percent strongly agree. As a result, 78.9% of the respondent agreed with the given statement. According to Okafor (2005), 360 feedback has certain limitations in that it can be time consuming and costly to implement because it entails addressing many aspects of an individual. Because it might lead to personal attacks, some employees may see this method as a frightening assessment tool. The most serious problem occurs when the 360-degree feedback system is inadequately planned and implemented, leading to mistrust and uncertainty among employees, co-managers, and department leaders. The majority of respondents disagreed that 360-degree feedback is not superior than other techniques in the case of SU. As a result, the academic staff at SU prefers not to evaluate this strategy, and SU administration must focus on alternative ways such as MBO.



[bookmark: _Toc94907976]The academic staff of SU and their appreciation 360-Degree Feedback 
	Table 4.6: academic staff of SU are likely to appreciate 360-Degree Feedback

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree
	16
	21.1
	21.1
	21.1

	
	Agree
	16
	21.1
	21.1
	42.2

	
	Disagree
	24
	31.6
	31.6
	73.7

	
	Strongly Disagree
	20
	26.3
	26.3
	100

	
	Total
	76
	100
	100
	


‘Source: Primary data, 2018’
According the above table, 31.6 percents for respondents disagreed and 26.3 percent strongly disagrees, whereas 21.1 percent agreed and 21.1 precent strongly agreed. As a result, clear that the majority of the sample population, 57.9% (44) disagreed with the preceding statement. Their point of view is that this strategy has had a detrimental impact on their employment, conduct, and talents. According to Silverman (2005), 360-degree feedback does not assist an individual in gaining a knowledge of their professional strengths and areas for development. It is not possible to use the data to guide their professional growth planning. As a result, the academic staff at SU does not value 360-degree input in evaluating their work. In order to evaluate academic staff performance effectively and efficiently, SU management must employ relevant methods.
[bookmark: _Toc94907977]360-degree method and it’s time to get feedback

	Table 4.7: By using 360-degree method, SU staff get feedback on time

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree
	8
	10.5
	10.5
	10.5

	
	Agree
	12
	15.8
	15.8
	26.3

	
	Disagree
	40
	52.6
	52.6
	78.9

	
	Strongly Disagree
	16
	21.1
	21.1
	100.0

	
	Total
	76
	100.0
	100.0
	

	‘Source: Primary data, 2018’


Shows above the table 4.7, 52.6 percent of respondents disagreed, by 21.1 percent strongly disagreeing, 15.8 percents of respondents agrees, with 10.5 percents of strongly agreeing. On majority of responders (73.7%) disagreed that Salaam University academic personnel receive timely feedback when using 360-degree feedback. 360-degree feedback, according to Alimo (2006), is an expensive and time-consuming strategy. It takes a long time to set up and implement, which means that employees may not receive timely feedback. The 360-degree feedback method of appraisal not only improves information quality by delivering specific and timely performance feedback, but it also improves self-awareness and provides significant motivation for performance improvement.



[bookmark: _Toc94907978] 360-degree feedback and its ability to ensure excellent results
	Table 4.8: 360-degree method can ensure excellent results to SU

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	‘Strongly Agree’
	17
	12.1
	12.1
	12.1

	
	‘Agree’
	12
	16.1
	16.1
	28.2

	
	‘Neutral’
	3
	3.9
	3.9
	32.1

	
	‘Disagree’
	44
	67.9
	67.9
	100.0

	
	Total
	76
	100.0
	100.0
	


‘Source: Primary data, 2018’
Reveals that Table 4.8, 16.1 percent of respondents agreed, with 12.1 percent strongly agreeing, 67.9% disagreed, and 3.9 percent severely disagreed. The majority of responders (67.9%) disagreed that Salaam University can get outstanding results by employing 360-degree feedback. 360-degree feedback, according to Mello (2011), cannot initiate and facilitate a significant Individuals and organizations can both benefit from constructive development. Improvements are circular in nature; as management improves, so does the environment, efficiency improves, employee relations improve, resulting in increased productivity and good results.
[bookmark: _Toc94907979]Null Hypotheses two: There is no link between MBO and the performance of academic staff in SU.
In order to reach a meaningful conclusion to the above research hypotheses, the researcher examined the effect of MBO on academic staff performance in SU in the following ways: this method increases employee commitment to the university mission, this method clarifies employee job responsibilities, MBO provides SU employees with a clear goal that can be achieved, employing this method predicts Salaam University's desired results, and I found this method to be effective. The findings are summarized in the tables and comments that follow.
[bookmark: _Toc94907980]MBO and the commitment of employees to the University mission. 
	Table 4.9: MBO increases the commitment of employees to the University mission

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree
	36
	47.4
	47.4
	47.4

	
	Agree
	24
	31.6
	31.6
	78.9

	
	Disagree
	13
	17.1
	17.1
	96.1

	
	Strongly Disagree
	3
	3.9
	3.9
	100.0

	
	Total
	76
	100.0
	100.0
	


Source’s: Primary date, 2018
According to table 4.9, 31.6 percent of respondents agreed and 47.4 percents strongly by agreed, 17.1 percent disagreed and 3.9 percent strongly disagreed, and 17.1 percent of strongly disagreed. It’s clear that the majority of the sample group, 79 percent (60), agreed with the aforesaid statement. Their viewpoint is based on their personal experience with this strategy, which has increased their devotion to performance. This was revealed by one of the respondents who said. MBO, according to Handy (2003), is the creation of an information system that measures actual performance and achievements against set goals. MBO has several major advantages, including increased employee excitement and dedication as well as improved management-employee communication. Employees are included in the entire goal-setting process, which increases employee empowerment. Last but not least, this improves employee job satisfaction and dedication.
[bookmark: _Toc94907981]MBO and the job responsibility of the employees. 
	Table 4.10: MBO clarifies the job responsibilities of the employee

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree
	44
	57.9
	57.9
	57.9

	
	Agree
	20
	26.3
	26.3
	84.2

	
	Neutral
	3
	3.9
	3.9
	88.2

	
	Disagree
	6
	7.9
	7.9
	96.1

	
	Strongly Disagree
	3
	3.9
	3.9
	100.0

	
	Total
	76
	100.0
	100.0
	


‘Sourc,e: Primary data, 2018’
According to table 4.10, 26.3 percent of respondents agreed and 57.9% strongly agreed, 7.9% disagreed and 3.9 percent strongly disagreed, and 3.9 percent turned neutral. As a result, 84.2 percents of respondents agreed with the preceding statements’. The aforementioned viewpoint is consistent with Hollenbeck (2007), who stated that management by objective is a valid way for valuing employee performance. It includes employee engagement, goal specificity, performance feedback, performance-based incentives, job definition, and participation decision-making. 
Management by Objective establishes a defined goal, specifies roles, and eliminates uncertainty by providing ongoing performance feedback.


[bookmark: _Toc94907982]MBO and achievement of SU goals
	Table 4.11: MBO offers the Salaam University a clear goal which can be achieved

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree
	32
	42.1
	42.1
	42.1

	
	Agree
	35
	46.1
	46.1
	88.2

	
	Disagree
	6
	7.9
	7.9
	96.1

	
	Strongly Disagree
	3
	3.9
	3.9
	100.0

	
	Total
	76
	100.0
	100.0
	


‘Source: Primary data, 2018’
According to the table 4.11, 46.1 percents of respondents agreed and 42.1 percent strongly agreed, 7.9 percent disagreed and 3.9 percents strongly disagreed, and 7.9 percent strongly disagreed. Salaam University has a distinct goal that can be met thanks to management by objective. As a result, 88.2 percenst of the sample population shared the above viewpoint. According to Porras (2001), management by objective provides employees with a clear, attainable goal. It emphasizes what should be done in a company in order to meet its goals. It also ensures employee loyalty and satisfaction in order to achieve organizational objectives.





[bookmark: _Toc94907983]MBO and achievement of desired results of SU
	Table 4.12 MBO predicts the desired results of SU

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree
	24
	31.6
	31.6
	31.6

	
	Agree
	32
	42.1
	42.1
	73.7

	
	Neutral
	11
	14.5
	14.5
	88.2

	
	Disagree
	6
	7.9
	7.9
	96.1

	
	Strongly Disagree
	3
	3.9
	3.9
	100

	
	Total
	76
	100
	100
	


‘Sourc,e: Primary data, 2018’
According the table 4.12, management by objective is superior to other strategies utilized at Salaam University. 42.1 percent of those polled agreed, with 31.6 percent saying they strongly agreed. As a result, 73.7 percent of the sample population agreed with the statement above. 7.9% of those polled disagreed, while 11% remained undecided. According to the data in the table above, management by objective method is the best strategy applied at Salaam University. The broader principle behind management by objective, according to Humble (2008), is to ensure that everyone in the organization understands the organization's goals as well as their personal roles and responsibilities in accomplishing the goals that will help the organization achieve its goals. The goal of the management by objective technique is to get managers and empowered employees to take action in order to implement and achieve their objectives. predicts the intended outcomes and, in the end, accomplishes the organization's objectives.

[bookmark: _Toc94907984]Does MBO is better than other Methods used in SU

	Table 4.13: MBO is better than other methods used in SU 

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree
	16
	21.1
	21.1
	21.1

	
	Agree
	40
	52.6
	52.6
	73.7

	
	Neutral
	11
	14.5
	14.5
	88.2

	
	Disagree
	9
	11.8
	11.8
	100.0

	
	Total
	76
	100.0
	100.0
	


‘Sour,ce: Primary data, 2018’
According to table 4.13, management by objective is superior to other strategies utilized at Salaam University. 52.6 percent of respondents said they agreed, with 21.1 percent saying they strongly agreed. As a result, 73.7 percent of the sample population agreed with the statement above. 11.8 percent of those polled disagreed, while 14.5 percent were undecided. According to the data in the table above, management by objective method is the best strategy applied at Salaam University.
[bookmark: _Toc94907985]The third the null hypothesis is that Assessment Centers have had no impact on academic staff performance in SU. 
In order to arrive at a meaningful conclusion to the above research hypotheses, the researcher examined the impact of AC on academic staff performance in SU in the following areas: Through this method, Salaam University staff receives feedback on time; Salaam University academic staffs are likely to appreciate this method; This method is used to measure employee behavior in the workplace; This method of appraisal is better than other methods used in Salaam University and Us; The results are provided in the tables and comments that follow.
[bookmark: _Toc94907986]Assessment Centres and getting feedback of SU academic staff 

	Table 4.14. Assessment Centres Method, SU staff get feedback on time

	
	‘Frequency’
	‘Percent’
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree
	8
	10.5
	10.5
	10.5

	
	Agree
	20
	26.3
	26.3
	36.8

	
	Neutral
	4
	5.8
	5.8
	42.6

	
	Disagree
	30
	36.3
	36.3
	78.9

	
	‘Strongly Disagree’
	14
	21.1
	21.1
	100.0

	
	‘Total’
	76
	100.0
	100.0
	


Sources: ‘Primary data, 2018’
According to the table 4.14, 36.3 percent of the respondents disagree, with 21.1 percent strongly disagreeing, and 26.3 percent agreeing. 10.5 percent strongly agreed, while 5.8% were undecided. As a result, 57.4 percent of those polled agreed with the preceding statement. This is because providing feedback to employees through the assessment center method can take a long time. This process takes time and may not provide timely feedback to Salaam university employees. Hundreds of industrial enterprises have employed assessment centers to progress individuals, team leaders, and group leaders, according to Byham (2005). These businesses generally complained that this process is complicated, expensive, and time consuming, and that employees may not receive the essential input on time, causing a slew of issues for the business.
[bookmark: _Toc94907987]Academic staff and their appreciation of Assessment Centres Method
	Table 4.15. SU academic staff are likely to appreciate ACM

	
	‘Frequency’
	Percent’
	Valid Percent’
	‘Cumulative Percent

	Valid
	Strongly Agree
	8
	10.5
	10.5
	10.5

	
	Agree
	8
	10.5
	10.5
	21.1

	
	Neutral
	12
	15.8
	15.8
	36.8

	
	[bookmark: _Toc94907988]Disagree
	32
	42.1
	42.1
	78.9

	
	Strongly Disagree
	16
	21.1
	21.1
	100.0

	
	Total
	76
	100.0
	100.0
	



Sources: ‘Primary data, 2018’
According to the table 4.15, their assessment center method is likely to be appreciated by Salaam University's academic personnel. Approximately 42.1 percent of respondents disagreed, with 21.1 percent strongly disagreeing. As a result, 63.2 percent of the sample population had the aforesaid viewpoint. The assessment center method, according to Carnevale (2009), is difficult to conduct and many things can go wrong. The assessment center method is not without flaws. It can tell whether an employee has the ability to perform with uncanny accuracy. However, it is impossible to forecast how the employee will react in that situation. An employee's capacity to perform may be lacking, but he or she lacks the desire or drive to execute the work.  This is why, before making a decision to promote someone, the results of the assessment center technique must be balanced against other variables such as the person's previous work history and supervisory evaluations. As a result, the majority of SU's academic staff is unlikely to enjoy this technique of evaluation.
[bookmark: _Toc94907989]ACM and its measurement of behavior in the workplace
	Table 4.16. ACM used to measure the behavior of the employee in the work place

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree
	20
	26.3
	26.3
	26.3

	
	Neutral
	12
	15.8
	15.8
	42.1

	
	Disagree
	32
	42.1
	42.1
	84.2

	
	Strongly Disagree
	12
	15.8
	15.8
	100.0

	
	Total
	76
	100.0
	100.0
	


Source: Primary data, 2018
The assessment center approach can be used to measure employee behavior in the workplace, as shown in table 4.16 above. Approximately 15.8 percent of respondents strongly disagreed, while 42.1 percent disagreed. As a result, 57.9% of respondents disagree with the aforesaid viewpoint, while 15.8% of respondents are undecided. The majority of responders disagree and strongly disagree with this statement. This means that there isn't a lot of reliance on measuring employee behavior in the workplace. According to Cromwell (2006), the assessment center approach is not a reliable way to examine employee behavior in the workplace. It's a component of a system that supports employees in improving their efficiency. It assesses a larger range of talents, knowledge, and abilities required to work well in the organization, rather than the employees' behavior or attitude.

[bookmark: _Toc94907990]Does ACM is better than other Methods 
Source: primary data, 2018
	Table 4.17: ACM is better than other methods used in SU

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree
	8
	10.5
	10.5
	10.5

	
	Agree
	8
	10.5
	10.5
	21.1

	
	Neutral
	16
	21.1
	21.1
	42.1

	
	Disagree
	24
	31.6
	31.6
	73.7

	
	Strongly Disagree
	20
	26.3
	26.3
	100.0

	
	Total
	76
	100.0
	100.0
	


According to the table 4.17, 31.6 percent of respondents disagreed, with 26.3 percent strongly disagreeing, 10.5 percent strongly agreed, and 10.5 percent strongly agreed, while just 21.1 percent of the sample population remained neutral. Around 31.6 percent of those polled disagreed, with 26.3 percent strongly disagreeing. As a result, 57.9% of the sample population disagreed, as seen in the table above. According to Turnage (2002), assessment centers are one of the future-oriented appraisal approaches that can be used to assess the performance of an employee for promotion as well as for selection objectives. This method has a number of drawbacks, including the difficulty in scheduling assessment interviews, as well as its cost and time commitment. MBO is the least advantageous strategy when compared to other ways such as 360-degree. As a result, the assessment center is not the greatest modern appraisal method.
[bookmark: _Toc94907991]ACM and achievement of SU mission 

	4.18. Using ACM fits the desired mission of Salaam university

	
	Frequency
	‘Percent
	Valid Percent'
	‘Cumulative Percent

	Valid
	Strongly Agree
	8
	10.5
	10.5
	10.5

	
	Agree
	8
	10.5
	10.5
	21.1

	
	Neutral
	16
	21.1
	21.1
	42.1

	
	Disagree
	32
	42.1
	42.1
	84.2

	
	Strongly Disagree
	12
	15.8
	15.8
	100.0

	
	Total
	76
	100.0
	100.0
	


Source: ‘Primary data, 2018’
            According to table 4.18, this strategy may not be appropriate for Kismayo University's objective. Only 21.1 percent of the sample population remained neutral, with 42.1 percent disagreeing and 15.8 percent strongly disagreeing, 10.5 percent agreeing and 10.5 percent strongly agreeing, and 10.5 percent highly agreeing. Approximately 42.1 percent of respondents disagreed, with 15.8 percents strongly of disagreeing. As a result, 57.9% of the sample population disagreed, as seen in the table above.
[bookmark: _Toc94907992]Academic staff of SU and their supervision of the students

	Table 4.19: The student supervision of academic staff is excellence

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree
	16
	21.1
	21.1
	21.1

	
	Agree
	32
	42.1
	42.1
	63.2

	
	Neutral
	16
	21.1
	21.1
	84.2

	
	Disagree
	6
	7.9
	7.9
	92.1

	
	Strongly Disagree
	6
	7.9
	7.9
	100.0

	
	Total
	76
	100.0
	100.0
	


Source: Primary data, 2015
According above the 4.19, 42.1 percents of respondents agrees and 21.1 precents of respondents strongly agreed, 7.9 percent disagreed and 7.9 percent strongly disagreed, and 21.1 percent of respondents remained neutral. As a result, 63.2 percent of respondents agreed with the above statement. This signifies that Salaam University's student monitoring is excellent, making it easier to create students who have received a high-quality education. This viewpoint is supported by Van Houtte (2004), who stated that students are a valuable part of the university's workforce and should be treated as such. You have a high level of trustworthiness and dependability, as well as initiative and originality. The academic staff is responsible for instructing, guiding, motivating, and evaluating the students' performance. They also serve as a model for developing good work habits including timeliness, dependability, teamwork, honesty, and efficiency. In order to generate a high-quality educated student, the academic staff must manage the students' total work in the university while performing all of these obligations. Salaam University's student supervision is good, “according to 21.1 percents of respondents who strongly agree and 42.1 percent who agree”.
[bookmark: _Toc94907993]Academic staff of SU and how they complete course outline on time
	Table 4.20: Academic staff of SU are used to complete the course outline on time

	
	‘Frequency
	Percent’
	Valid Percen’t
	Cumulative’ Percent

	Valid
	Strongly Agree
	16
	21.1
	21.1
	21.1

	
	Agree
	32
	42.1
	42.1
	63.2

	
	Neutral
	19
	25.0
	25.0
	88.2

	
	Disagree
	9
	11.8
	11.8
	100.0

	
	Total
	76
	100.0
	100.0
	


‘Source: Primary data, 2018’
According to table 4.20, 21.1 percent of respondents strongly agreed, 42.1 percent of respondents agreed, 11.8 percent of respondents disagreed, and 25% of respondents chose to be neutral. It may be determined that 21.1 percent of respondents strongly agreed in the aforesaid opinion, while 42.1 percent agreed with it. This means that Salaam University's teaching academic team is accustomed to completing course outlines on time. Salaam University students are able to cover a broad range of topics as a result of this. This viewpoint is shared by Porras (2009), who claims that academic staff must complete the course outline on time because they typically have ample time and resources to do so. This is one of the most essential obligations of academic staff in any institution to ensure that students receive the education they require each academic year.


[bookmark: _Toc94907994]Academic staff of SU and publishing articles 
	Table 4.21: Academic staff of SU are used to publish more than one article every year

	
	‘Frequency
	Percent’
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree
	16
	21.1
	21.1
	21.1

	
	Agree’
	28
	36.8
	36.8
	57.9

	
	Neutral
	12
	15.8
	15.8
	73.7

	
	Disagree
	14
	18.4
	18.4
	92.1

	
	‘Strongly Disagree’
	6
	7.9
	7.9
	100.0

	
	Total: 
	76
	100.0
	100.0
	


‘Source: Primary data, 2018’
According to table 4.21, 21.1 percent of respondents strongly agreed and 36.8% strongly disagreed, 18.4 percent highly disagreed, and 7.9 percents severely disagreed, while others chose to be neutral. 21.1 percent of respondents strongly agreed, and 36.8% agreed with the previous statement. This signifies that Salaam University's academic faculty primarily published academic articles each year. According to Värri (2005), academic staff members in universities primarily publish academic articles in order to increase the quality of their expertise. Academic publications, on the other hand, are critical for students and other groups to benefit from in order to provide positive knowledge to the community.




[bookmark: _Toc94907995]Academic staff and their involvement of research projects

	Table 4.22: Academic staff of SU are involved research projects

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree
	28
	36.8
	36.8
	36.8

	
	Agree
	42
	55.3
	55.3
	92.1

	
	Neutral
	6
	7.9
	7.9
	100.0

	
	Total
	76
	100.0
	100.0
	


Source: Primary data, 2015
According to the above table 4.22, 36.8% of the respondents strongly agreed and 55.3 percent agreed in the aforesaid statement. As a result, 92.1 percent of respondents agreed with the preceding statements. This signifies that the majority of Salaam University's academic faculty is working on a research project. The majority of university academic personnel are involved in research projects that are intended to be written by graduate students. Academic staffs at all institutions of higher education have basic tasks that include research projects. According to Bray (2010), academic staff is utilized to steer the nature of research initiatives and the standard that should be expected. They will also advise students on any additional training possibilities available, such as taught courses and research approaches.



[bookmark: _Toc94907996]Academic staff and their commitment 

	Table 4.23: Commitment of SU academic staff is high

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree’
	16
	21.1
	21.1
	21.1

	
	‘Agree
	32
	42.1
	42.1
	63.2

	
	Neutral
	12
	15.8
	15.8
	78.9

	
	Disagree’
	16
	21.1
	21.1
	100.0

	
	Total
	76
	100.0
	100.0
	


Source’s: Primary data, 2015
According to table 4.23, 41.1 percent of respondents agreed, 21.1 percent strongly agreed, 21.1 percent disagreed, and 15.8 percents of the sample population stayed indifferent. As a result, 62.2 percents of respondents agreed with the stated viewpoint. This indicates that Salaam University's academic staff is primarily dedicated to the institution. According to Gaugler (2011), employees who are passionate about their jobs and committed to their companies provide critical competitive advantages such as greater productivity and lower employee turnover. Policies and processes that enhance employee engagement and dedication have been heavily invested in by businesses of all sizes.


[bookmark: _Toc94907997]Null hypothesis (0): In Salaam University, there is no link between appraisal methods and academic staff performance.
A multiple regression test in SPSS was used to determine the link between appraisal methods and academic staff performance at Salaam University. A stepwise method was chosen. This was done so the researcher could make a clear prediction of the independents factors' effects on the dependent variables. The resulting data is shown in the model summary table below.
	Table 4.24 Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate
	Change Statistics

	
	
	
	
	
	R Square Change
	F Change
	df1
	df2
	Sig. F Change

	1
	.975a
	.951
	.951
	2.41370
	.951
	1450.563
	1
	74
	.000

	2
	.984b
	.967
	.967
	1.98911
	.016
	35.963
	1
	73
	.000

	3
	.986c
	.973
	.972
	1.82373
	.006
	14.840
	1
	72
	.000

	4
	.986d
	.973
	.972
	1.81494
	.000
	.298
	1
	72
	.587

	a. Predictor’s: (Constant), MBO

	b. Predictors: (Constant), MBO, DEGREE
c. Predictor’s: (Constant), MBO, DEGREE, ASSESSMENT
d. Predictor’s: (Constant), DEGREE, ASSESSMENT


	Predictor: (constant) MBO is the stand-alone predictor of appraisal methods that affect academic staff performance in Salaam University, as shown in the model summary above. The correlation between variables is 97.5 percent, and the significance is 100 percent. The correlation between variables is 97.5 percent, and the significance is 100 percent.  As a result, At Salaam University, we reject the null hypothesis that there is no association between appraisal methods and academic staff performance and accept the alternative hypothesis that there is a significant relationship between appraisal methods and academic staff performance at Salaam University.

	

	The other appraisal techniques predictors, such as 360-degree and assessment center, are eliminated. Because 360-degree feedback can only predict academic staff performance when combined with MBO, we do not At Salaam University, we do not reject the null hypothesis that there is no substantial relationship between 360-degree feedback and academic staff performance, nor do we reject the null hypothesis that academic staff performance and assessment center performance are unrelated.
The impact of the link between MBO and academic staff performance on a sample of respondents was 95.1 percent, whereas it was 95.1 percent when generalized to the entire population.

According to the model above, if somebody wishes to improve academic staff performance, they should focus on the MBO technique above all else. If any resources or effort are available to improve academic staff performance, they should be devoted toward the MBO technique.















[bookmark: _Toc94907998]Chapter: Five
[bookmark: _Toc94907999]Conclusions and Recommendations
The research examines at the effects of appraisal systems on the Salaam University's academic staff's performance. The influence of 360-Degree Feedback on academic staff performance at Salaam University, the impact of Management by Objective on academic staff performance at Salaam University, and the impact of Assessment Centers on academic staff performance at Salaam University were all investigated in this study.
 The data for this learning was gathered utilizing questionnaires and interview guides from Salaam University's administrative and academic staff members. According to appendix (iii), the study's population was 96 people, and the researcher used a sample size of 76 people based on the Krejcie & Morgan table from 1970. The findings are summarized in the table below.
[bookmark: _Toc94908000]Conclusions
The ‘objective of this research was to examine the’ impact of appraisal procedures on’ academic employee ‘productivity at Salaam University. The study's goals were to see how 360-degree feedback affected academic staff performance at Salaam University, how management by objective affected academic staff performance at Salaam University, and how the assessment center affected academic staff performance at Salaam University. Three conclusions were drawn from the findings, all of which were related to the specific objectives indicated. They were as follows:


[bookmark: _Toc94908001]The effect of 360-Degree Feedback on the academic staff performance in SU 
The majority of respondents revealed that 360-Degree Feedback is used at Salaam University; this method is not better than other methods used at Salaam University; academic staff at Salaam University are unlikely to appreciate this method; SU academic staff are unable to receive feedback on time using this method; and finally, using this method, Salaam University is unable to ensure excellent results. 360-degree feedback did not predict the relationship between appraisal methods and academic staff performance in SU because it was completely excluded as a predictor of relationship strictly to the null hypothesis that no relationship exists between 360-degree feedback and academic staff performance in Salaam University.

The effect MBO on the academic staff performance in SU
In terms of the effect of MBO on academic staff performance at SU, it can be concluded that this technique enhances employee dedication to the University's mission; it also revealed that this method explains employee job tasks. MBO provides employees at Salaam University with a measurable target that can be met. It was also discovered that this strategy accurately forecasts Salaam University's anticipated outcomes, and that it is superior to other methods employed at the university. In SU, MBO is the most significant predictor of the relationship between appraisal methods and academic staff performance. As a result, the null hypothesis (that there is no link between MBO and academic staff performance at SU) is rejected, and the alternative hypothesis (that there is a link between MBO and academic staff performance at SU) is accepted.

[bookmark: _Toc94908002]The impact of assessment centers at the academic staff performance in SU
According to the findings, Assessment Centres Method, Salaam University staff does not receive feedback on time; Salaam University academic staffs are unlikely to appreciate this method; this method is not used to measure employee behavior in the workplace; this method of appraisal means Assessment Centre is not better than other methods used in Salaam university; and finally, the respondents revealed that using this method does not fit the Salaam university. The Assessment Centre Method did not predict the relationship between appraisal methods and academic staff performance in Salaam University because it was completely excluded as a predictor of relationship strictly to the There is no association between Assessment Centre and academic staff performance at Salaam University, according to the null hypothesis.
[bookmark: _Toc94908003]Recommendations 
As the saying goes, "there is always space for improvement." Some suggestions for improving appraisal methods on academic staff performance are listed below. Recommendations indicate changes in areas where polishing and advancement are possible. The researcher wishes to provide the following recommendations based on the findings of the research, a review of the literature, and an analysis, with the purpose of lowering the detrimental impact of appraisal methods on academic staff performance at Salaam University. The recommendations were compiled after a thorough examination of specific objectives, including determining the impact of 360-Degree Feedback on academic staff performance at Salaam University, determining the impact of management by objective on academic staff performance at Salaam University, and determining the impact of an assessment center on academic staff performance at Salaam University.
[bookmark: _Toc94908004]The effect of 360-Degree Feedback on the academic staff performance in SU.
The researcher advises SU that the 360-Degree Feedback be utilized as a training tool to help academic personnel improve their performance. The researcher goes on to say that implementing this strategy will necessitate bargaining with the employee, who should be involved at every stage of the process. Implementing a 360-Degree Performance Appraisal Method will require open and honest communication.
According to the findings of the study, 360-Degree Feedback did not predict the relationship between appraisal methods and academic staff performance in SU because it was completely excluded as a predictor of relationship strictly to the null hypothesis that no relationship exists between 360-Degree Feedback and academic staff performance in Salaam University. As a result, SU's administration should not devote a lot of time and money to this strategy.

[bookmark: _Toc94908005]The effect of MBO on the academic staff performance in SU.
According to the researcher, when SU implements MBO, the objectives must be challenging for all involved, but yet doable under actual conditions. To get better results than imprecise instructions, objectives must be explicit and specific. The participants should be aware of what is expected of them and what quality is expected of them. Acceptance of the aims is required since it indicates how much the participants have internalized the goal and regard it as their own. And objectives should be linked to the most frequent and immediate feedback on the degree to which they have been met.
According to the study's findings, MBO is the most significant predictor of the association between appraisal methods and academic staff performance in SU. As a result, the null hypothesis of the no association between MBO and academic staff performance at SU is rejected, whereas the alternative hypothesis of a relationship between MBO and academic staff performance at SU is accepted. As a result, the study suggests that SU management concentrate on the MBO method. If any resources or effort are available to improve academic staff performance, they should be devoted toward the MBO technique.



[bookmark: _Toc94908006]APPENDICES
Questionnaire

Dear Respondent
This questionnaire will facilitate the survey on the effect of appraisal system of the performance of the academic staff in Salaam University. The study will use for academic determinations only, and will carry out as requirement partial of the reward of Master’s International Human Resource Management. You've been chosen as a key stakeholder to give important information that will make the study go smoothly.  Your response will be treated with the utmost discretion. 

Section A: Respondents' general backgrounds
Instructions: please tick against the category that best describes you.
1.1 Age of the respondent in bracket
a) 18-30 ……….... b) 31-40………….... c) 41-50………..... d) 50+………….
1.2 Sex of the respondent
a) Male b) Female
1.3 Level of education of the respondent
a) Primary’s b) secondary c) diploma d) bachelor e) Masters f) PhD

Section B: Independent variable: Appraisal Methods 
Instructions:
Kindly check how highly you concur, agree-A, neutral N disagree-D, or strongly disagree-DS to the following statements by clicking the corresponding box.

The Effect of 360-Degree Feedback on the Academic Staff Performance in SU
The impact of goal-oriented management on academic staff performance at SU
	No.
	Statements
	SA
	A
	N
	SD
	D

	1
	360-degree feedback appraisal method is used in salaam university
	
	
	
	
	

	2
	This method makes me fit in salaam university
	
	
	
	
	

	3
	Through this method, Salaam university staff get feedback on time
	
	
	
	
	

	4
	I have ever been appraised through this method 
	
	
	
	
	

	5
	I found this method to better than other methods used in Salaam university
	
	
	
	
	

	6
	This appraisal method improves my attitude towards my job
	
	
	
	
	

	7
	360- degree reduces weakness I have in carrying my responsibilities 
	
	
	
	
	

	8
	360-degree feedback is used to evaluate different perspectives of my behaviour
	
	
	
	
	

	9
	Through this method, the management get the basic information about how employee go about university goals 
	
	
	
	
	

	10
	360-degree is used to evaluate all aspects concerned with my duties
	
	
	
	
	

	11
	The academic staff of salaam university are likely to appreciate this method
	
	
	
	
	

	12
	Using this method of appraisal SU can ensure excellent results
	
	
	
	
	




	No.
	Statement
	SA
	A
	N
	SD
	D

	1
	Management by objective is used salaam in university
	
	
	
	
	

	2
	MBO gives SU employee the chances to participate goal sitting process
	
	
	
	
	

	3
	Using this method Salaam university staff get required feedback
	
	
	
	
	

	4
	I have been appraised through this method
	
	
	
	
	

	5
	This method increases the commitment of employee to the 
university mission 
	
	
	
	
	

	6
	This method clarifies the job responsibilities of the employee
	
	
	
	
	

	7
	This method reduces ambiguity through continuous feedback
	
	
	
	
	

	8
	Using this method, the management can predict value for money from employee service
	
	
	
	
	

	9
	MBO offers the SU employee a clear goal which can be achieved
	
	
	
	
	

	10
	The academic staff in salaam university are likely to appreciate this method
	
	
	
	
	

	11
	I found this method to be better than other methods employed in SU
	
	
	
	
	

	12
	Employing this method predicts the desired result of Salaam university
	
	
	
	
	



Section C:  Dependent variable: Academic staff performance
Instructions 
Please indicate the extent to which you strongly Agree - SA, agree – A, disagree – D, or Strongly Disagree – SD to the following statements by way of ticking.


	No.
	Statement
	SA
	A
	N
	SD
	D

	1
	I supervise all my students
	
	
	
	
	

	2
	The student supervision of academic staff is excellence
	
	
	
	
	

	3
	Iam committed to salaam university 
	
	
	
	
	

	4
	I have been rewarded 
	
	
	
	
	

	5
	I am meet all my targets 
	
	
	
	
	

	6
	I attend all university meetings 
	
	
	
	
	

	7
	I mark the course work on time
	
	
	
	
	

	8
	I complete the course outline on time 
	
	
	
	
	

	9
	I came at my work station on time 
	
	
	
	
	

	10
	I leave my duty station on time 
	
	
	
	
	

	11
	I have published more than one article every year
	
	
	
	
	

	12
	Iam involved in a research project
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