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Abstract - The aim of this study is to understand the underlying ways of performance evaluation system in the Libyan 
commercial banks. In doing so, the study illumines the affect of contextual factors on the rehearsal of apprising employees. 
Looking from an interpretive lens, it explores those factors that assist managers in Libya to take decisions about workers' 
performance. Additionally, it explores how managers in Libya recognize the meaning of their work before and after the 
political change in 2011. This study provides empirical insights of 40 managers at Libyan commercial banks. A qualitative 
approach was employed; data was collected through semi-structured interviews, documentation and direct observation, and 
thematic analysis was used in analysing the collected data. The findings reveal that employees were not very clear about the 
purposes of their performance evaluation system, and the Libyan culture has an important role in the implementation of 
management practices in organizations, including performance evaluation, as managers take their decisions based on their 
relationships with their employees, whether friendship or family related.  
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I. INTRODUCTION  
 
Performance assessment (PA) is an important practice 
of human resource management (HRM) and a 
practice that can directly help organisations to 
achieve their objectives. It is considered as one of the 
essential and significant needs in organizations, as it 
helps businesses to understand their employees’ level 
of performance and whether it has improved or not 
(Jafari et al., 2009). Several human resource scholars 
suggest that the efforts of employees can determine 
the survival and success of organisations. 
Performance assessment is a methodical evaluation of 
staff performance compared to organisational 
performance standards. It includes the assessing and 
development of the performance of employees. Work 
standards are included in the process in order to 
assess the real work performance of employees 
compared to those standards and provide them with 
feedback, putting in mind their motivation to perform 
effectively. Therefore, an efficient performance 
assessment system requires evaluating the current 
levels of performance and enhancing strengths, 
discovering weaknesses, and providing feedback to 
the staff as well as the organisation, in order to have 
better performance in the future (Bratton and Gold, 
2007).  
 
According to Landy and Farr (1983) PA is one of 
HRM tools that has received interest for more than 
seventy years; it is a formal practice that evaluates 
employees’ performance. In this regard, it refers to 
the whole process, starting with the foundation 
standards of performance, assessing employees’ 
behaviours during the period of appraisal, 
determination of performance assessment and 
communication of ratings to the appraises. It includes 
a methodically developed data handling system 

designed to facilitate managerial control by which the 
employees are given feedback on how efficiently they 
are working and what they should do differently 
(Wilson, 2002). Performance assessment is part of the 
overall management process and is considered as a  
process of making judgements about an employee’s 
performance as a basis for effective and objective 
personnel decisions (Jafari et al. 2009). Therefore, the 
process is an activity planned to arrive at individual 
and organisational effectiveness. Thus, it is a 
designed official communication between an 
employee and a manager that takes the form of a 
regular interview (once or twice a year) in which the 
job performance of the employee is methodically 
assessed and discussed, with the aim of identifying 
strengths and weaknesses and providing chances for 
future development and improvement (Zheng et al., 
2012). Usually PA is designed by the function of 
human resources (HR department) and requires that 
supervisors or line managers assess their employees’ 
work performance regularly ‘once, twice or three 
times a year (Hall et al., 1998). Even though the use 
of this practice has grown in both private and public 
organisations, very little was found in the literature 
concerning the insights and perceptions of people 
working in organisations operating in the developing 
countries and in the Middle East. The purpose of this 
research was to explore and generate new insights 
about assessment practice in the Libyan commercial 
banks as well as to identify empirically how 
participants’ experience compares to traditional 
mainstream conceptualisations and functions of 
performance assessment. 
 
II. METHODOLOGY  
 
The philosophical assumption underlying this 
research is the belief that participants’ perceptions 
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regarding their performance assessment emanate 
from their interpretations of their varied assessment 
experiences. Therefore, this research is rooted in an 
interprtivist philosophy which maintains that the 
social world is mostly what individuals perceive it to 
be, and that reality is socially constructed as 
individuals attach meanings to their experience 
(Narcisse and Harcourt, 2008). This approach is 
particularly appropriate for this research, because of 
its potential for providing in-depth insights into the 
underlying phenomenon.  
A qualitative case study strategy was used to obtain a 
rich and holistic understanding of participants‟ 
perceptions regarding their assessment process in the 
Libyan context. According to Patton (2002), the 
purpose of a case study is to “gather comprehensive, 
systematic and in-depth information” about a 
phenomenon (p. 447). It is argued that the case study 
represents one of the main research methods that is 
usually carried out with the interpretivist paradigm. 
Furthermore, the case study method is suitable when 
a researcher wants to inductively to explain, explore 
or describe the phenomenon being studied in its real 
context (Yuosff, 2008). Also, Yin (2009) 
recommends a case study method to answer "how" 
questions and to understand the contextual conditions 
in which interviewees act. The qualitative case study 
strategy is therefore appropriate for this research, 
because it seeks to explore the underlying practices of 
the performance assessment which are relate to the 
participants’ experiences in the Libyan context. 
Sample  
The senior and line managers of Libyan commercial 
banks (LCB) are the primary unit of analysis, since 
they all of them were in charge of the assessment 
process in the sector. All interviewees were employed 
with the organisation at the time the data were 
gathered. Participants were selected by using a 
purposeful qualitative sampling strategy. I 
interviewed only managers who had worked for the 
banks at least five years, on the basis that those 
managers would have a comprehensive understanding 
of the banks’ assessment system. Participants of this 
research were chosen from different brunches, 
activities and educational backgrounds to ensure 
diversify in working experiences and perceptions.  
Initial contact with the targeted banks was made via a 
senior manager, who informally helped me conduct 
the needed interviews. However, official permission 
to gain access to the interviewees was gained. As 
soon as the first participants agreed to participate, I 
made contact with them, usually by phone, 
introducing myself, and the research topic and aims. I 
also explained what we were going to talk about, to 
make them comfortable and familiar with the topics. 
Based on the argument that interview locations are 
important (Adler and Adler, 2003), I attempted to 
interview them at their offices in order to give them 
more power. However, some of them refused, 
because their time was quite limited at work and they 

could not come in the evening, so interviews were 
conducted in cafes and houses. Participants had the 
opportunity to choose the location of the interviews. 
A copy of the interview questions were sent to each 
interviewee before the agreed interview date to give 
interviewees time to familiarize themselves with 
interview questions. Each interviewee was asked 
about the process of performance assessment in the 
selected banks as well as about the meaning of his 
work before and after the Libyan political change in 
2011.  
 
Data analysis  
Braun and Clarke (2006) defined thematic analysis as 
“a method for identifying, analysing, and reporting 
patterns (themes) within data. It minimally organises 
and describes your data set in (rich) detail. However, 
it also often goes further than this, and interprets 
various aspects of the research topic”. Other writers 
have defied thematic analysis as an effective tool in 
anglicising qualitative data, for instance, Gibbs 
(2007) defined thematic analysis as an effective tool 
for analysing qualitative data inductively. The 
processes of analysing my data relied on thematic 
analysis, I started with reducing the large amount of 
data that I obtained from the interviews through 
reading and re-reading the interviews, searching for 
themes and coding them; organizing sub-themes and 
categories, to assist me to answer the questions of my 
research and reveal participants’ perceptions and 
insights regarding to the objectives of my research. I 
began with reading every interview independently 
and taking notes. Then, I emphasized themes and 
gathered them in files. After that, I put all similar 
themes in one group or under one title. Under these 
themes there are sub-themes and factors which are 
elements providing meanings and insights of 
participants in order to reach the research aims.  
Documentary analysis: According to the description 
given by Mason (2002), documentation as a research 
method is considered a meaningful and useful tool for 
collecting qualitative data. Written information is 
likely to be significant to every case study topic (Yin, 
2009). To obtain reliable data, documentary evidence 
is used in the present research to overcome the low 
reliability of the data produced from interviews. The 
documents and records related to performance 
assessment practice such as annual evaluation reports 
and employees work files. Authorised access to the 
filled performance assessment forms in the LCB from 
2005 to 2015 was accomplished. These forms were 
reviewed to confirm evidence gained from the 
participants. A record was taken of all relevant 
comments made by the interviewees regarding banks 
employees’ performance assessment.  
 
III. FINDINGS  
Assessment process  
Although the LCB Performance Assessment Policy is 
rooted in Western notions of obviously defined aims 
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and objective measurement, participants’ believe that, 
in practice; performance assessment is constrained by 
the Libyan culture and environment. 
 
Criteria  
Performance assessment criteria in the LCB do not 
reflect the real level of employees’ performance due 
to their focus on general aspects as well as the 
behaviours of banks staff members. 
 
Aims of performance assessment:  
The study demonstrated that employees are not very 
clear about the aims of their PAS. This means that 
practically this system is not fully supporting human 
resource decisions or fulfilling the intended aims. 
 
Appraisal feedback  
The study provides empirical evidence that managers 
in the LCB do not give their subordinates written 
feedback because the banks strategies do not allow 
managers to offer their employees appraisal feedback. 
 
Assessment cultural challenges  
The study has demonstrated that Libyan culture is one 
of the main problems that face and impede the 
application of an effective PAS in the LCB, as the 
majority of managers in the banks take their decisions 
based on their relationships with their employees, 
whether bases on friendship or family relationship. In 
addition, the study demonstrated that most people 
who are in charge of the PA process exchange 
benefits and interests. It is common in the banks to 
find managers helping their colleagues in order to get 
their help in the future. Furthermore, the study 
supports the argument that Libyan organisations as 
well as Arab companies still suffer from the negative 
aspects of tribal ties and primary group relations. 
Finally, the chosen banks are working in various 
different Libyan cities; therefore, the majority of their 
employees are from local. It was found that banks 
managers prefer to work with employees from their 
own cities and towns, as this guarantees employees’ 
obedience and support. 
 
Meaning of work and Contextual change: In relation 
to the recent situation in Libya, the study reveals that 
the whole Libyan context in general and the LCB 
particularly were influenced by the regime change in 
2011. The study also reveals that before the collapse 
of the former regime, banks work lacked innovation 
and participation; it depended completely on the 
policies and plans of the former regime. 
Administrative instability was very common in the 
banks as people in the important positions could be 
changed after being in these posts for only a few 
months without any type of notification. LCB 
suffered from job dissatisfaction, lack of equal 
opportunity and lack of criteria in the policies for 
appointing people to leadership potions in the LCB, 
also teamwork and enthusiasm were absent. 

IMPLICATIONS  
 
The study employed a qualitative case study 
methodology to gain an in-depth understanding of the 
process of performance assessment and the meaning 
of work in the Libyan context. Data collection 
methods such interviewing participants enabled me to 
capture participants’ perceptions and perspectives 
without predetermining those viewpoints through 
selection of questionnaire categories (Patton, 2002). 
This methodology could also be used to identify other 
relevant factors that affect the assessment process in 
other contexts. Furthermore, qualitative case studies 
could be used to understand how particular conditions 
affect employees’ perceptions. The study supports the 
argument that people’ beliefs and values impact their 
perceptions and attitudes regarding work. 
Understanding these values is very important, since 
they help in predicting and monitoring employees’ 
behaviours in the work place in order to have 
satisfactory performance and productivity. In 
addition, this study provides evidence that culture, 
societies and context influence our understanding of 
performance assessment process and the meaning of 
work and lead to various perceptions of these 
practices, so various forms of assessment could be 
employed. Also the study provides empirical 
evidence that for people from collectivist society, 
social factors have a strong role in shaping the 
meaning of work and explanations of managerial 
practices such as performance assessment the main 
factor of this study.        
 
This research was limited by focussing on the LCB in 
Libya. Hence the generalizability of such 
understandings and explanations is limited because of 
the subjective nature of this study. This highlights a 
need for research involving larger samples, and wide 
range of quantitative data collection methods, which 
could establish the generalizability of the research 
findings. Also the findings of this research were 
based on the collected data from male interviewees 
only, it was not possible to interview female 
participates as all senior and line managers in the 
selected banks were male. However, understanding 
the perceptions of women in leadership positions 
could offer more a holistic understanding of the 
practice and richer data. 
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