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ABSTRACT

Overseeing human resources in the present unique condition is turning out to be increasingly 

intricate and just as signi�icant. Acknowledgment of individuals as a signi�icant resource in the 

association has prompted expansion and keen interest in representative support, employer stability, 

and so forth. This paper presents the consequences of an investigation of work environment 

performance of executives through performance appraisal frameworks in signi�icant government 

owned business associations of India. The performance appraisal processes followed in these 

associations has been surveyed and its role in workplace performance management assessed.

Employees need more knowledge about the performance management system and performance 

review techniques that are used in assessing their performance, awareness ought to be created for the 

same. 
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HR professionals ought to communicate well and involve the employees during the performance 

management reviews. This will create a climate where a proceeding with exchange between 

managers and members of their teams takes place to de�ine expectations and share data, strategic, 

and objectives.

Organization can likewise use other methods of performance appraisal (like. Assessment Center, 

Critical incident Assessment, MBO) for assessing performance of employees.  

Keywords: Performance Appraisal, BARS,MBO,PMS, INR, MTR & PAR.

SCOPE OF FUTURE RESEARCH

With the reference of my research paper scope of future research could be on following segments:

1. First segment of future research could be organization speci�ic. It incorporates the 

 organization's history: its exercises and tasks, hierarchical structure, and so on. This segment 

 endeavors to give detailed data about the organization and the idea of its working.

2. The second segment could be on performance appraisal scenarios and methodologies as per 

 organization speci�ic criteriaThis future research likewise containsdiscoveries, decisions, 

 recommendations and criticism solely based on the future research.

RESEARCH OUTCOME FOR INDUSTRY/COMMUNITY/GOVERNMENT/POLICY MAKERS

 To assess the current level of employment performance.

 Assess preparing and development needs.

 Identify potential for undertaking higher responsibility.

 Develop a system of performance-based rewards. 

 Counsel and address employees on areas of improvement. 

 Explicit working time.

INTRODUCTION

What does the term performance mean? Representatives are performing great when they are 

bene�icial. Pro�itability suggests both worry for adequacy and productivity, viability alludes to 

objective achievement. Anyway, it does not talk about the expenses acquired in arriving at the 

objective. That is the place productivity comes in. Effectiveness assesses the proportion of data 

sources expended to yields accomplished. The more noteworthy the yield for a given info, the more 

noteworthy the productivity will be. It is not alluring to have target proportions of pro�itability, for 

example, hard information on viability, number of units delivered, or percent of violations tackled, 

and so on and hard information on effectiveness (normal expense per unit of proportion of deals 

volume to number of calls made and so forth.) In addition to pro�itability as estimated as far as 

viability and productivity, performance additionally incorporates work force information, for 
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example, proportions of mishaps, turnover, nonappearances and lateness. That is a decent worker is 

one who performs well as far as pro�itability as well as limits issues for the association by being to chip 

away at time, by not missing days, and by limiting the quantity of business-related mishaps.

What is Appraisal?Appraisals are decisions of the attributes, characteristics and performance of 

others. Based on these decisions we evaluate the value or estimation of others and recognize what is 

positive or negative. In industry performance appraisal is a deliberate assessment of representatives 

by administrators. Representatives likewise wish to know their situation in the association. 

Appraisals are fundamental for settling on numerous regulatory choices: choice, preparing, 

advancement, move, compensation and pay organization, and so forth other than they help in faculty 

explore.

What is Performance Appraisal?Performance appraisal is a methodical and target method for passing 

judgment on the overall worth of capacity of a representative in playing out his undertaking. 

Performance appraisal assists with recognizing the individuals who are playing out their allotted 

undertakings well and the individuals who are not and the explanations behind such performance. 

Performance Appraisal is a target evaluation of a person's performance against all around 

characterized benchmarks.

According to Flippo, "Performance Appraisal is the ef�icient, intermittent and a signi�icant rating of a 

representative's greatness in issues relating to his current occupation and his potential for a superior 

activity." 

According to Michael Armstrong, "Performance appraisal is a proper evaluation and rating of 

individual by their directors at for the most part at yearly audit meeting."

Performance appraisal according to an employee – "A performance appraisal is intended to assist 

workers with understanding their qualities and inadequacies and get pay appropriately.”

Methods of Performance Appraisal

Ranking Method: Under the ranking method, the chief thinks about a worker to different 

representatives, as opposed to a standard estimation. 

Graphical Rating Scale: Under this method, center attributes of representative relating to his activity 

are painstakingly characterized like Attitude, Knowledge of Work, Managerial Skills, Team Work, 

Honesty, Regularity, Accountability, Interpersonal connections, Creativity and Discipline, and so on. 

These attributes allocated with numerical scale to arrange the scores picked up by representative.

Assessment Centers: An assessment place normally includes the utilization of methods like 

social/casual occasions, tests and activities, task given to a gathering of workers to evaluate their 

capabilities to take higher obligations later on.
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Behaviorally Anchored Rating Scales (BARS): Behaviorally Anchored Rating Scales is a moderately 

new procedure, which joins the realistic rating scale and basic episodes method. It comprises of 

foreordained basic territories of occupation performance or sets of social proclamations depicting 

signi�icant employment performance characteristics as positive or negative. These announcements 

created from basic occurrences. 

Human Resource Accounting Method: Human Resource Accounting is a method to gauge the viability 

of staff management exercises and the utilization of individuals in an association. HRA is the way 

toward Assigning, planning, and announcing the expense of human resources caused in an 

association, including wages, pay rates and preparing costs. 

Management by Objectives (MBO): MBO is a method of common objective setting, estimating 

progress towards the objectives, making a move to guarantee objective ful�illment, criticism, and 

interest. It is an outcome situated way of thinking empowering a representative to gauge progress 

toward an objective which the worker regularly has helped set. In the objective setting period of MBO, 

an unrivaled and subordinate examine work performance issues and an objective settled upon. 

Alongside shared objective setting, a signi�icant part of MBO is the performance survey meeting 

between the prevalent and subordinate, which happens consistently to assess progress towards 

indicated objectives. 

Self-Appraisal Method: Self-appraisal is a signi�icant piece of the Performance appraisal process 

where the worker themselves gives the criticism or their perspectives and focuses with respect to his 

performance. Normally this is �inished with the assistance of a self-appraisal structure where the 

representative rates themselves on different parameters, tells about their preparation needs, 

assuming any, discusses their achievements, qualities, shortcomings, issues confronted etc.

360 Degree Appraisal: 360 Degree Appraisal is a sort of representative performance appraisal where 

subordinates, partners, associates, and chiefs all secretly rate the worker. This data joined into that 

individual's performance audit.

180 Degree Appraisal: 180 Degree Appraisal method is like the one of 360 Degree. The diverse is that 

the principal line boss and he survey an assessed individual distinctly.

Review of Literature

I.Grote (2002) depicts performance appraisal as a proper management instrument that assesses the 

performance nature of a worker. Schneier and Beatty as referred to in Patterson (1987) characterize 

it as a procedure, which separated from assessing also, distinguishes and creates human 

performance.

II.According to Karol (1996), performance appraisal incorporates a correspondence event arranged 

between a chief and a representative explicitly to survey that worker's past action performance and 

discussing zones for future improvement.
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III.Study by Hewitt Associates (1994), the effect of performance management on Organizational 

achievement substantiates that performance management framework can essentially affect 

monetary performance and productivity. The examination utilized the Boston Consulting 

Group/HOLT monetary database to follow the money related performance of 437 publicly held U.S. 

associations from 1990 through 1992. 

IV.The study results demonstrated that: Companies with performance programs have higher 

bene�its, better incomes, more grounded money related exchange performance and a more 

noteworthy stock an incentive than associations without performance management. Bene�it in �irms 

without performance management is essentially beneath the business ordinary, while ef�iciency in 

�irms with performance management is keeping pace with the business typical. Associations with 

performance management altogether improved their money related performance and ef�iciency in 

the wake of executing performance management.

V.A essential de�iciency in the execution of performance management frameworks noted by de Waal 

(2004)is the emphasis just on the "helper side", that is, "the structure that ought to be set up to have 

the alternative to utilize performance management, for example, fundamental achievement factors 

and key performance markers, conceivably upheld by a parity scorecard". 

VI. De Waal (2004) contends that productive execution likewise expects consideration regarding the 

"lead side" that is, the essential performance-driven direct required from hierarchical people to 

achieve the ideal targets.

VII.According to de Waal (2004), �itting practices, including mentalities and feelings, rely upon a 

scope of variables including management style, the apparent signi�icance of performance markers, 

how much workers feel they can affect change, and the nature of correspondence inside the 

af�iliation. 

Material & Methods

RESEARCH METHODOLOGY

To achieve the objectives of the examination, it is essential to articulate in the manner in which it is 

to be conducted, i.e., the research process is to be carried out in a certain framework. The research 

methodology, which follows, is the backbone of the investigation.

Sampling Plan

Sample Size = 60 Employees 

Sample Area = Dehradun of�ice.

Data Collection

Data Sources
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(i) Secondary data: Company's website Company's HR Manual Company's circulars Internet 

 search.

(ii) Primary data: Structured Questionnaire.

Research Design

The research design of this study considering its objectives, scope and coverage was Exploratory as 

well as Descriptive in nature. The primary assumptions: 

- Voluntary participation 

- Integrity

- PAC: Privacy, anonymity and con�identiality.

Research Instrument

The fundamental research instrument utilized was a poll comprising of 20 inquiries. It included 

proposals given by representatives and the open-�inished inquiries. It likewise encouraged in up 

close and personal to collaboration with the respondents. 

Following focuses were remembered while structuring the poll: 

- The respondents assured that the data will be utilized for scholarly reason and it will not be 

 spilled out.

- The individual data of the representative is discretionary. 

- The perception and casual connection are made when the workers were topping off the 

 review

LIMITATIONS OF THE STUDY

Reluctance of workers to give information and to �inish off the survey. 

The time factor in gathering the reactions as in leading the examination study has restricted factor. 

The example size chose is constrained. 

PRESENTATION OF DATA IN PIE CHART & IT'S INTERPRETATION

Section A: Personal details

GENDER NUMBER OF RESPONDENTS PERCENTAGE
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Interpretation-From the above pie chart, it tends to be presumed that, out of 60 respondents, 72 

percent respondents are male and 28 percent are female.

AGE GROUP NO. OF RESPONDENTS PERCENTAGE

Interpretation-From the above pie chart, it very well may be inferred that, out of 60 respondents,

55 percent respondents fall in the age bunch 46+ years, 22 percent are in the age gathering of 

36 –45 and 23 percent are in the age gathering of 25-35.

DESIGNATION � NO. OF  RESPONDENTS PERCENTAGE

Interpretation-From the above pie chart, it tends to be inferred that, out of 60 respondents, 72 

percent respondents were having a place with E1 – E6 level and 28 percent had a 

place with EO, class III and IV.

EPERIENCE(YEARS)   NO. OF  RESPONDENTS PERCENTAGE
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Interpretation-From the above pie chart, it tends to be reasoned that, Out of 60 respondents, 

66 percent respondents have an encounter of over 15 years; 12 percent have an encounter of 

10 – 15 years; 10 percent have an encounter of 5 – 10 years; though 12 percent 

have an encounter of under 5 years.

Section B: Questionnaire on Performance Appraisal Report (PAR) System 

Q1.  Which method of Performance Appraisal is used in your organization?

Ranking Method

Graphic Rating Scale

Assessment Centers

BARS

HRAMBO

Self-Appraisal Method

360 Degree Method

180 Degree Method

Not Aware

Interpretation-From the above table and pie chart it tends to be presumed that, Out of 60 

respondents, 42 percent respondents said that Self-Appraisal is the strategy that is utilized for 

execution survey and on contrasting and the assignment the representatives had a place with E1 – E6 

level, 19 percent said Ranking Method; they had a place with Class III and IV, 15 percent said 360º 

Appraisal; they had a place with E6 Level, 8 percent said HRA Method, 6 percent said Assessment 

Centers, 5 percent said 180º Appraisal; they had a place with E1 – E5 level, 3 percent said MBO, 1 

percent said Graphic Rating Scale and 1% said that they didn't know.  

Q2.  Do you think ratings/feedback of other employees should be disclosed?
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Interpretation- From the above pie chart, it very well may be inferred that, out of 60 respondents, 60 

percent respondents feel that the evaluations/input of different representatives ought to be unveiled 

in order to keep up straightforwardness in the examination framework. 40 percent feel that that the 

evaluations/criticism ought not to be unveiled to other people.

Q3.  Do you think that performance appraisal helps to provide an atmosphere where all are 

encouraged to share one another's burden?

Interpretation-From the above pie chart, it tends to be inferred that, out of 60 respondents, 72 

percent respondents said that exhibition examination urges to share each other's weight; though 28 

percent said that presentation evaluation does not urges to share each other's weight.

Q4.  Your appraiser knows your personality, talents and potentials?

Interpretation-From the above pie chart, it very well may be inferred that, Out of 60 respondents, 92 

percent respondents said that their appraiser knows their character; abilities and possibilities; while 

8 percent said that, their appraiser does not have the foggiest idea about their character, gifts and 

possibilities.

Q5.  Your superior appreciates you when you do a good job?
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Interpretation-From the above pie chart, it tends to be presumed that, Out of 60 respondents, 63 

percent respondents said that they are valued by their bosses when they work admirably; 32 percent 

said that their bosses not in every case except some of the time acknowledges them when they work 

admirably; though 5 percent said that their bosses don't value them when they work superbly.

Q6.  Are you rated on your competencies-knowledge, skills and attributes?

Interpretation-From the above pie chart, it very well may be presumed that, out of 60 respondents, 52 

percent respondents said that they are evaluated on their ability's information, aptitudes qualities; 

though 48 percent said that they are not appraised on their capability's information, aptitudes 

properties.

Q7.  Do you think performance appraisal give constructive criticism in a friendly and positive manner

Interpretation-From the above pie chart, it is inferred that, out of 60 respondents, 72 percent 

respondents said that exhibition evaluation give valuable analysis in a neighborly and positive way; 

while 28 percent said that presentation examination does not give helpful analysis in a benevolent 

and positive way.

Q8.  Are you provided with the genuine feedback?
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Interpretation-From the above pie chart, it tends to be reasoned that, out of 60 respondents, 70 

percent respondents said that they are furnished with certi�ied criticisms; though 30 percent said 

they are not furnished with extremely obvious inputs.

Q9.  Are you aware of your roles and responsibilities?

Interpretation- From the above pie chart, it tends to be reasoned that, out of 60 respondents, 93 

percent respondents said that they know about their jobs and obligations; though 7 percent said that 

they are ignorant of their jobs and duties.

Q10. Whether the performance appraisal carried out impartially by the Superiors?

Interpretation-From the above pie chart, it very well may be reasoned that, out of 60 respondents, 

73 percent respondents said that their bosses complete the evaluation unbiased while 27 percent 

said that their bosses do the examination mostly.

Q11. Do you think that PRP's given to you are appropriate as per the PAR grading?
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Interpretation-From the above pie chart, it very well may be reasoned that, out of 60 respondents, 92 

percent respondents feel that the PRP's given to them are �itting according to their PAR reviewing; 

while 8 percent feel that the PRP's given to them are wrong according to their PAR evaluating.

Q12.  Employees are provided with the opportunity to respond to the feedback of the appraisal?

Interpretation-From the above pie chart, it tends to be inferred that, Out of 60 respondents, 63 

percent respondents said that they are given the chance to react to the input of the evaluation; while 

37 percent said that they were not furnished with the chance to react to the criticism of the 

examination.

Q13.  Is the Appellate authority necessary?

Interpretation-From the above pie chart, it very well may be presumed that, out of 60 respondents, 

93 percent respondents feel that Appellate Authority is important. Re-appraising Authority deals 

with any disappointment identi�ied with execution appraisal.7 percent feel that there is no need of 

Appellate Authority.

Q14.  Is the Appellate authority responsive?
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Interpretation-From the above pie chart, it very well may be inferred that, out of 60 respondents, 85 

percent respondents feel that Appellate Authority is responsive. 15 percent feel that it is Appellate 

Authority is not responsive.

Q15.  Do you �ind appraisal system effective/bene�icial for future development?

Interpretation-From the above pie chart, it very well may be reasoned that, out of 60 respondents, 87 

percent respondents discover examination framework viable/gainful for future advancement 

though 13 percent discover evaluation framework inadequate/non-advantageous for future 

improvement.

Q16.  Do you think management take a serious note of training requirement shown in the appraisal?

Interpretation-From the above pie chart, it very well may be presumed that, Out of 60 respondents, 53 

percent respondents said that administration take a genuine note of preparing necessity appeared in 

the examination; though 47 percent said the executives doesn't take a genuine note of preparing 

prerequisite appeared in the evaluation.

Q17.  Do you want the system of 360-degree appraisal in which you can appraise your superior?
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Interpretation-From the above pie chart, it very well may be inferred that, Out of 60 respondents, 70 

percent respondents said that they need the arrangement of 360-degree evaluation wherein they can 

assess their predominant also; though 30 percent said that they did not need the arrangement of 360-

degree examination.

Q18. Performance Appraisal should be carried out.

Interpretation- From th e above pie chart, it very well may be presumed that, Out of 60 respondents, 

63 percent respondents said Performance Appraisal ought to be completed every year; 18 percent 

said Performance Appraisal ought to be done Half – Yearly; 12 percent said Performance Appraisal 

ought to be done quarterly; though 7 percent said Performance Appraisal ought to be done Monthly.

Q21.  According to you what kind of feedback should be given after performance review?

Interpretation- From the above pie chart, it very well may be presumed that, Out of 60 respondents, 

40 percent respondents said Numerical + Grades ought to be given as input; 35 percent said Written 

(positive + negative) ought to be given as criticism; 22 percent said Combination of all ought to be 

given as input; though 3 percent said Written (all positive) ought to be given as criticism.

Results & Discussion�

The very concept of performance appraisal marketed all through the association; people have 

accepted it and understood its importance to the association.

 

 

 Number + Grades 

Written (all positive) 

Written (positive & negative) 

Combination of all 
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Results

Ignores performance in terms of reaching objectives, which can be heartbreaking for the association. 

The occupation and role expected from the employees ought to be decided well in advance and that 

too with the consensus with them. 

A neutral panel of people ought to do the appraisal and to keep away from subjectivity to a marked 

extent, objective methods ought to be employed having quanti�iable information. 

The period for directing the appraisal ought to be revised, with the goal that the exercise becomes a 

ceaseless phenomenon.

Transparency into the system ought to be ensured through the conversation about the employee's 

performance with the employee concerned and attempting to discover the hazy areas so preparing 

can be implemented to improve on that. 

Superiors' response tends to be predisposition, which makes employees unsatis�ied. In this way, a 

better system can be installed. 

Training ought to be given to average or below average performer. Superiors concerned can advise on 

which preparing system can be enrolled for. 

PRP do motivate employees yet not to a large extent, some other methods can be used.

Appellate Authority is active however, it should give as early as possible feedback to the aggrieved 

party as it might lead to severe disappointment among employees and they may lose hope and may 

not perform better. 

Discussions

Employees need more knowledge about the performance management system and performance 

review techniques that are used in assessing their performance, awareness ought to be created for the 

same. 

HR professionals of the association ought to apply strategic and integrative way to deal with 

performance management. 

HR professionals ought to communicate well and involve the employees during the performance 

management reviews. This will create a climate where a proceeding with exchange between 

managers and members of their teams takes place to de�ine expectations and share data, strategic, 

and objectives. 

After performance reviews, the employee ought to be rewarded with incentives that will be 

commensurate with their efforts. These will help far in boosting the morale of the employee's.

Performance review directing so that all employees are rated consistent, reasonable and unbiased. 
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Organization can likewise use other methods of performance appraisal (like. Assessment Center, 

Critical incident Assessment, MBO) for assessing performance of employee's. 

Organization should direct periodic performance review for better performance of employees and 

improved competitiveness.

Proper remarks ought to be given by superior to their subordinates for further improvement with the 

goal that they are able to give their 100%.

Training need ought to be identi�ied and ought to be given to those who really need it. 

Accepting and reviewing of�icer must have a knowledge about the scope of work of the appraise

One to one conversation with appraise with controlling of�icer regarding work ful�illment, 

improvement areas, etc. 

Regular sectional meeting regarding work process, suggestion, conversation with team members etc. 

This will help to improve pro�itability and team building.

On the off chance that every one of these recommendations are set up by association, this has a great 

ability to pivot the fortunes of this corporation. It would likewise enable them to achieve the 

objectives for which they were set up just as remain in�luentialinstruments of open service delivery 

and development.

Conclusion

It is concluded from the survey that employees are aware about the performance management 

system and are not very satis�ied with the current system. Creating a trust among employee about 

performance review techniques and keeping up great relationship with employees for improving 

their performance and achieving objectives and objectives of the association ought to be taken care of. 

This examination has indicated that performance management is a comprehensive way to deal with 

arranging and continuing improvements in the performance of employees to meet the gauges.

Correlation with Ancient Indian Literature

HR origin is dated back to 1800 BC., when wage & incentive plans were included in the Babylonian 

code of Hammurabi. Even the world's �irst management book, titled “Arthasastra” written by Kautilya 

(the most repuated economist & management guru of Indian History, advisor to King Chandragupta 

Maurya) during Chaldens in 400 B.C.,codi�ied many aspects of human resourse practices in Ancient 

India.
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