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Abstract:  The study identified and scrutinized elements that influenced worker performance at Tata- John Deere, Lusaka, Zambia. 

A descriptive survey research design was adopted of which a questionnaire was used to collect primary data, while secondary data 

was obtained from journal articles, reports, web pages, books to understand the subject matter. The targeted respondents were 67 

(Sixty-seven), purposively sampled because of nature of duties, tasks and positions held. Interestingly, out of the study target of 67 

respondents, 54 respondents returned filled questionnaires, that translated into 81 percent response rate. The primary data collected 

was analysed using SPSS version 28.0, Pearson Chi-square and presented in form of figures and tables. 

The study results show that worker’s performance was evaluated using narrative essays, workers were not fairly rated, had no input 

in development of evaluation process and feedback was not given on evaluation reports.  The study indicated progressive influence 

between management level and facilities at work place, management level and work experience, and management level and 

relationship between workers and supervisors, while other elements that showed there is moderate correlation between Overall 

satisfaction with performance evaluation and their communication skills, Conflict Management, delegation and introduction of new 

technology. 

 

The study recommends that company management should develop work policies on how to reduce or mitigate stress at work place; 

employees should have an input in the design and implementation of evaluation process; and assessors or managers, should give 

feedback to evaluated workers within 14 days. 

________________________________________________________________________________________________________ 

 

 

I. INTRODUCTION 

In an organization human resources are an indispensable factor, so people are very cardinal in company administration. This implies 

that people cannot be separated even though the company already has latest machinery (Arifani & Susanti, 2020). Interestingly, 

globalization and scientific evolution has led to increased competition. This act now demands that companies maintain high worker 

performance to continue existing as a business. This calls for the Labour force in a company to  perform more efficiently and 

competently than its opponents (Zafar, Memon, & Khan, 2018). These days, companies have comprehended that they needed to 

develop exceptional dynamic features to advance reasonable compensations to endure in a continually fluctuating market situation. 

Consequently, firms should pay attention to effective exploitation of workers, particularly on worker performance (WP), as a 

http://www.ijrti.org/


© 2022 IJNRD | Volume 7, Issue 8 August 2022 | ISSN: 2456-4184 | IJNRD.ORG 

IJNRD2208155 International Journal of Novel Research and Development (www.ijnrd.org)  

 

1395 

underpinning tactical benefit (Diamantidis & Chatzoglou, 2018a).  Workers should be taken as precious possessions of a company, 

and their output should be highly appreciated and acknowledged, as this helps to meet its premeditated objectives. The company 

can achieve this by execution of workable strategies that would strongly influence performance of personnel (Mesiya, 2019). 

Worker performance can be achieved by people in a company, when the tasks are performed and presented narratively and 

statistically, according to assigned tasks, deadlines and accountabilities. Workers perform tasks with respect to set standards and 

strive not to violate the law but work in agreement with principles and integrities (Arifani & Susanti, 2020).  

 

II. REVIEW OF LITERATURE 

 

Mesiya, (2019), reported that worker performance was influenced reimbursement, incentive, governance, good work setting, 

performance assessment, job know-how, and working while struggle, job strain, and operational times had destructive influence on 

worker’s performance .(Mesiya, 2019). Miah, (2018), reported that there was a robust connection between worker performance 

with job fulfilment, worker elevation and administrative performance (Miah, 2018). Khuong & Tien, (2013), reported that 

consummation, support by managers, unconventional reimbursements, teamwork, good setting, and training significantly 

influenced worker performance (Khuong & Tien, 2013).  Walia, (2019), reported that worker performance was significantly 

influenced by pay, promotion, job security and recognition (Walia, 2019). Diamantidis & Chatzoglou, (2018), reported 

adaptableness and intrinsic inspiration straight influenced work performance while lack of management support to workers’, 

organizational climate and job environment had a straight bad sway (Diamantidis & Chatzoglou, 2018b). Amissah, Gamor, Deri & 

Amissah, (2016), reported that workers were motivated to perform better by a salary, elevation, exercise and progression (Amissah, 

Gamor, Deri, & Amissah, 2016). Nasurdin, Tan & Khan, (2020), reported that job contentment, worker involvement, training and 

reimbursement positively influenced worker performance (Nasurdin, Tan, & Khan, 2020). 

III. OBJECTIVES 

 To determine the employee evaluation method employed at Tata – John Deere. 

 To establish challenges faced when evaluating worker performance. 

 To find the relationship between Overall satisfaction with performance evaluation and their performance. 

 

IV. RESEARCH METHODOLOGY 

A survey was conducted of which primary information was collected using a self-administered questionnaire. The target research 

respondents were 67, sampled purposively from lower, middle and top management respectively. Interestingly, 54 respondents 

returned completed questionnaires that translated into 81 percent as return rate. The secondary information was accessed from 

reports, web pages, journal articles, books and conference papers. The primary information was analyzed using Pearson chi-square 

to test the relationship between management level and elements disturbing worker performance. 

V. DATA ANALYSIS AND INTERPRETATION 

5.1. Worker Evaluation Method 

Table1:  Worker evaluation method 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Narrative essays 43 79.6 79.6 79.6 

Management by objectives 6 11.1 11.1 90.7 

360 degree 5 9.3 9.3 100.0 

Total 54 100.0 100.0  

 

Table 1 revealed that 79.6% workers were assessed using narrative essays, 11.1% management by objectives and 9.3% of 

respondents stated 360 degrees. This implies that workers were evaluated on their strength, weaknesses and suggestions were 

provided at the end of the appraisal which could improve worker performance. 

5.2. Challenges about worker performance evaluation 

Table 2:   Challenges about worker performance evaluation  

 Frequency Percent Valid Percent Cumulative Percent 

Valid Feedback not given 1 1.9 1.9 1.9 

Appraisal done by supervisor 17 31.5 31.5 33.3 

unfair rating 25 46.3 46.3 79.6 

employee has no input in the process 11 20.4 20.4 100.0 

Total 54 100.0 100.0  
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Table 2 revealed that 46.3% respondents were unfairly rated, 31.5% were appraised by supervisors only, 20.4% workers had no 

input in evaluation process, 1.9% feedback was not given to workers. This implies that performance can be negatively affect workers 

since they might not know areas that needed urgent attention or improvement to increase performance. 

5.3. Correlation between Overall satisfaction with performance evaluation and their communication skills 

Ho: There is no correlation between Overall satisfaction with performance evaluation and their communication skills 

 

Table 3:   Correlation between Overall satisfaction with performance evaluation and their communication skills 

 Overall job rating Communication Skills 

Spearman's rho 

Overall satisfaction with 

performance evaluation 

Correlation Coefficient 1.000 .669** 

Sig. (2-tailed) . .000 

N 54 54 

Communication Skills 

Correlation Coefficient .669** 1.000 

Sig. (2-tailed) .000 . 

N 54 54 

**. Correlation is significant at the 0.01 level (2-tailed). 

 

The relationship framework in the above table 3 uncovers that the Pearson Correlation figure which in this case is 0.669. Our figure 

of 0.669 indicates a moderate positive correlation between Overall satisfaction with performance evaluation of employees and their 

communication skills. The more Overall satisfaction of performance evaluation that increase their communication level. 

 

5.4 Correlation between Overall satisfaction with performance evaluation and their Conflict Management 

Ho: There is no correlation between Overall satisfaction with performance evaluation and their Conflict Management 

 

Table 4: Correlation between Overall satisfaction with performance evaluation and their Conflict Management 

Correlations 

 Overall job rating Conflict Management 

Spearman's rho 

Overall satisfaction 

with performance 

evaluation 

Correlation Coefficient 1.000 .687** 

Sig. (2-tailed) . .000 

N 54 54 

Conflict Management 

Correlation Coefficient .687** 1.000 

Sig. (2-tailed) .000 . 

N 54 54 

**. Correlation is significant at the 0.01 level (2-tailed). 

 

 

The above table 4 shows that the Pearson Correlation figure which in this case is 0.687. Our figure of 0.687 indicates a moderate 

positive correlation between Overall satisfaction of performance evaluation of employees and their Conflict management. The more 

Overall satisfaction of performance evaluation that increase their Conflict Management. 

 

 

 

 

 

 

 

 

 

http://www.ijrti.org/


© 2022 IJNRD | Volume 7, Issue 8 August 2022 | ISSN: 2456-4184 | IJNRD.ORG 

IJNRD2208155 International Journal of Novel Research and Development (www.ijnrd.org)  

 

1397 

5.5 Correlation between Overall satisfaction with performance evaluation and their delegation 

Ho: There is no correlation between Overall satisfaction with performance evaluation and their delegation 

 

Table 5: Correlation between Overall satisfaction with performance evaluation and their delegation 

Correlations 

 Overall job rating Delegation 

Spearman's rho 

Overall 

satisfaction with 

performance 

evaluation 

Correlation Coefficient 1.000 .695** 

Sig. (2-tailed) . .000 

N 
54 54 

Delegation 

Correlation Coefficient .695** 1.000 

Sig. (2-tailed) .000 . 

N 54 54 

**. Correlation is significant at the 0.01 level (2-tailed). 

 

 

The above table 5 shows that the Pearson Correlation figure which in this case is 0.695. Our figure of 0.695 indicates a moderate 

positive correlation between Overall satisfaction of performance evaluation of employees and their Delegation. The more Overall 

satisfaction of performance evaluation that increase their Delegation. 

 

5.6 Correlation between Overall satisfaction with performance evaluation and introduction of new technology 

Ho: There is no correlation between Overall satisfaction with performance evaluation and introduction of new technology 

 

Table 6: Correlation between Overall satisfaction with performance evaluation and introduction of new technology 

Correlations 

 Introduction of New 

Technology 

Overall job 

rating 

Spearman's rho 

Introduction of New 

Technology 

Correlation Coefficient 1.000 .681** 

Sig. (2-tailed) . .000 

N 54 54 

Overall job rating 

Correlation Coefficient .681** 1.000 

Sig. (2-tailed) .000 . 

N 54 54 

**. Correlation is significant at the 0.01 level (2-tailed). 

The above table 6 shows that the Pearson Correlation figure which in this case is 0.681. Our figure of 0.681 indicates a moderate 

positive correlation between Overall satisfaction of performance evaluation of employees and their introduction of new technology. 

The more Overall satisfaction of performance evaluation that while introducing new technology. 

 

 

VI. FINDINGS 

 79.6% workers were assessed using narrative essays, 11.1% management by objectives and 9.3% of respondents stated 

360 degrees. This implies that workers were evaluated on their strength, weaknesses and suggestions were provided at the 

end of the appraisal which could improve worker performance. 

 46.3% respondents were unfairly rated, 31.5% were appraised by supervisors only, 20.4% workers had no input in 

evaluation process, 1.9% feedback was not given to workers. This implies that performance can be negatively affect 

workers since they might not know areas that needed urgent attention or improvement to increase performance. 

 There is moderate correlation between Overall satisfaction with performance evaluation and their communication skills 
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 There is moderate correlation between Overall satisfaction with performance evaluation and their Conflict Management 

 There is moderate correlation between Overall satisfaction with performance evaluation and their delegation 

 There is moderate correlation between Overall satisfaction with performance evaluation and introduction of new 

technology 

 

VII. SUGGESTION 

 The evaluators should devise an evaluation system that rates workers fairly with no biases and errors the boosts worker 

moral. 

 There is need for company management to develop work policies that focus on reducing stress at work place. The 

organization should also strive to promote safety culture (SC), give employees reasonable workloads, protective gear which 

in turn could significantly moderate effects of stress and performance relationships 

 There is need for workers to have an input in the design and implementation of evaluation techniques and tools. This could 

be achieved through holding of a workshop, staff meetings were the evaluation process or method could be reviewed or 

revisited. 

 There is need for worker’s evaluators, managers to give feedback to workers immediately or within 14 days, so that weak 

areas or grey areas could be addressed promptly.  

 

VIII. CONCLUSION 
 

The enhancement of worker performance continues to be critical in a private company, Tata –John Deere in Lusaka city, Zambia. 

It is important that companies take workers as valuable assets, have clearly outlined job tasks that can help them to perform better 

than their rivals. The study identified elements that strongly influenced management level i.e. top, middle and lower management 

on worker performance at work place and these included good work facilities, work experience and relationship between workers 

and supervisors. there is moderate correlation between Overall satisfaction with performance evaluation and their communication 

skills, Conflict Management, delegation and introduction of new technology. 
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