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ABSTRACT 

 
Performance evaluation is a human resources function that many organizations undertake. Organizations should 

therefore try to understand why many often perceive their performance system to be unfair. The determination was 

to scrutinize employee awareness of outcome appraisal and its relationship with their organizational commitment. 

Using a justice approach, this study considers issues regarding perceived fairness, trust, process clarity, and quality 

of communication regarding the performance appraisal system. Performance assessment is a device, which if 

managed well, will increase work performance. 

 
A quantifiable investigation methodology used cross-sectional field survey generated the primary research data. An 

online survey consisting of 12 questions was e-mailed to 80 staff members who participate in the enactment 

assessment system. Regression analysis was employed to examine the relationship between employee perception of 

performance appraisal and organizational commitment. The outcomes specify that for an organization to obtain 

employee commitment, the organization should ensure that performance appraisal is a company-wide system that is 

well understood, fair and clearly communicated to the employees. Furthermore, managers should create an 

environment within the organization to enhance employees’ perceptions about the performance appraisal system. 

Keywords: Performance Appraisal, Job Performance 

Significance 
 

The study will be of benefits to employees and management in the investment sector as it would show them areas 

where their performance appraisal methods are faulty and how they can improve it in order to inspire increased 

productivity for their employees. 

The study will be significant to the company as the findings and recommendations of the study can be applied to the 

public sector. It will show the company the importance of performance appraisal and how it can be applied in it. 

Furthermore, it will add to the body of knowledge on performance appraisal and employee productivity. 
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LITERATURE REVIEW 
 

Performance Appraisal and Its Purpose: 

 

Performance control represents a strategic and incorporated technique that's geared in the direction of turning in 

organizational achievement via way of means of enhancing the overall performance abilities of each people and 

teams (Armstrong, 2017). 

Performance appraisal is involved with the explanation of personnel` paintings expectations, supporting with person 

worker boom and the collective boom of the complete workforce, in addition to making sure that pay shape designing 

contains overall performance. It guarantees that personnel have a focus of ways groups anticipate them to carry out 

on the subject of organizational dreams after their performances are evaluated (De Waal, 2018). This statement of 

focus advent as referred to via way of means of de Waal (2017) is in consonance with a locating via way of means of 

Gabris and Ihrke (2018) which states that the primary intention of overall performance appraisal is the availability 

of periodic and formal remarks to person personnel members. 

As a proper company event, Performance appraisal is undertaken for sure motives. Malcolm and Jackson (2002) talk 

3 important motives why overall performance value determinations are done: One of the motives is what they time 

period overall performance critiques. They describe overall performance critiques as a possibility for managers to 

keep discussions with their personnel on the subject of development of their contemporary positions, their strengths 

and regions requiring similarly development. Secondly, they point out praise critiques and describe it as normally 

separate discussions however related to the appraisal device wherein the supervisor communicates choices on 

rewards which include pay, blessings or advertising and affords remarks. Finally, they talk capability critiques which 

constitute discussions approximately personnel` possibilities for progression, and the kind of paintings they'll be 

geared up for with inside the destiny and the way this could be achieved. In an associated discussion, Wendy R. 

Boswell and John W. Boudreau (2018) make point out of standard motives for overall performance appraisal: 

evaluative and developmental functions. 

Challenges and Criticisms of Performance Appraisal: 

 

Performance appraisal is confronted with sure demanding situations and has additionally been criticized via way of 

means of researchers and authors alike. The grievance consists of assessment standards, assessment mistakes and 

others which preclude powerful Performance appraisal. Maroney and Buckley (1999) assert that there may be an 

opening among concept And exercise and similarly criticize HR experts for neglecting using psychometric 

equipment in overall performance appraisal. Similarly, Walters (2005) identifies assessment standardsas a project 

confronted via way of means of overall performance appraisal. He claims that the standards may be indistinct and 

indicates that overall performance appraisal standards bedesigned in quantifiable and measurable terms. 
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Performance Appraisal Approaches 

 

Creamer and Janosik (1999) describe the conduct-primarily based totally processes because the sort of overall 

performance appraisal that employs makes use of precise elements of overall performance with inside the assessment 

of personnel. The behaviors may also rangein keeping with the unique sort of task beneath neath assessment. This 

approach is appeared as favorable as it avoids evaluating the overall performance of 1 worker with the overall 

performance of some other worker however alternatively makes a speciality of overall performance yardsticks for 

every worker (Diya Jose, 2013). Secondly, outcomes-centered processes lay emphasis on what outcomes the value 

determinations bring (Creamer and Janosik, 1999). An instance of end result primarily based totally method that is 

extensively used is Management through Objectives (MBO). MBO evaluates overall performance objectively and 

its miles a cutting-edge of overall performance appraisal. With MBO, managers and their personnel have a dialogue 

and each events agree on which dreams to obtain and while to obtain them (Diya Jose, 2013). Diya Jose (2013) 

additionally discusses 360 diploma appraisal and mental value determinations. She describes 360 diploma appraisalas 

one that takes an all-inclusive method. It guarantees that everyone events associated with the worker, this is the 

manager, supervisor, and group individuals provide a remarks at the worker overall performance. It additionally uses 

worker profile and reports. Apart from all these, an in-intensity remarks from the worker himself is likewise used. 

Psychological value determinations, on the opposite hand, are very beneficial in setting personnel in groups because 

it makes use of a mental method in comparing the mental tendencies along with howa worker analyses issues, his 

reasoning ability, his emotional balanceand his intellect. 

Job Satisfaction 

 

Satisfaction is classified as intrinsic, extrinsic or total. According to Wegge et al. (2017), task pride enables 

businesses in figuring out paintings behaviors consisting of organizational citizenship and absenteeism. In like 

manner, (Saari, 2014) asserts that businesses can discover or music worker turnover with task pride. It is likewise 

indicative of task overall performance (Chen, 2016). As a end result, an agency`s efforts in growing its 

personnel`taskpride can mitigate unwanted paintings attitudes like absenteeism (Cohen et al., 2017) 

The observer of organizational dedication has established extraordinarily useful in various ways. It has discovered a 

fantastic dating among organizational dedication and constructs like low turnover, activity pleasure and excessive 

productivity (Cohen, 2003). It is likewise beneficial in predicting overall performance tiers which, through 

extension, facilitates with inside the attainment of organizational goals (Meyer, 2002 

Impacts of Performance Appraisal on Employees 

 

The have a look at through Kumar (2020) in Kenya located that personnel understand little advantage after a overall 

performance appraisal. It claimed that there has been little praise as some distance as overall performance appraisal 

is worried. The have a look at asserted that there may be no big distinction in rewards to personnel on the idea in 

their overall performance. The have a look at wondered why personnel get no tangible blessings from value 

determinations and shows that the reason of value determinations be relooked at. 
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A latest have a look at through Diane Shaffer (2020) famous that overall performance appraisal gadget strongly 

impacts the dedication of personnel in each high-quality and terrible ways. She located that personnel` loyalty are 

strongly affected, for this reason their initiative in doing their paintings. It follows that performance and effectiveness 

of the personnel are strongly affected as they claimed that their motivation in doing their paintings are affected. On 

the high-quality side, responses through personnel found out that they might now no longer thoughts running more 

hours, at the terrible side; however, personnel might beunwilling to paintings for additional hours or past the hours for 

which they may be paid dueto the fact they sense they may be now no longer rewarded sufficiently. This have a look 

at offers credence to the statement through Lee and Bruvold (2019) that personnel are inclined and sense obliged to 

pay off the employer via excessive overall performance ranges if the employer suggests a dedication in phrases of 

rewards and the improvement of personnel. 

Employees will for this reason sense influenced to paintings in the direction of accomplishing organizational goals, 

even the ones which can be great ordinate, and also will purpose a growth of their affective dedication Kuvaas (2020) 

.Finally, a studies on income individuals asserts that giving clean factors at the standards utilized in comparing 

personnel and giving personnel the hazard to partake in designing value determinations has a high- quality courting 

with their dedication. However, if the personnel` roles with inside the employer aren't in reality defined, it's going to 

have a terrible effect on dedication (Pettijohn, 2019). And, on the grounds that overall performance appraisal gadget 

is superior through worker participation and perceived readability of goals (Roberts & Reed, 1996), it could 

additionally be undoubtedly associated with affective dedication, for this reason helping the arguments 

approximately speaking great ordinate goals (Latham, 2013) . Moreover, developmental overall performance 

appraisal is worried with giving personnel an experience of belongingness and that experience of being valued 

through their groups and the employer at massive as that is important in making personnel greater affectively devoted 

to the employer (Levy & Williams, 2004) 

Based at the literatures we are able to finish that desires of overall performance appraisal are: 

1. Knowing the level and the competencies and capabilities of every worker on a normal foundation. 

2. Can be used as a foundation for the making plans of human resources, specifically the development of operating 

conditions, enhancing the first-rate and effects of the work. 

3. Encouraging wholesome reciprocal courting among leaders and subordinates. 

 
4. Knowing the situation of the organization as a whole, specifically the sphere of human resources. 

5. For overall performance appraisal is beneficial to understand the blessings and hazards that may spur to 

domesticate worker overall performance. 

Conclusion and gap of the research 

 
In financial companies, the studies concerning performance appraisal are very rarely to find. 

http://www.ijrti.org/


© 2023 IJNRD | Volume 8, Issue 1 January 2023 | ISSN: 2456-4184 | IJNRD.ORG 

IJNRDTH00009 International Journal of Novel Research and Development (www.ijnrd.org)  

 

594 

Review of Literature: 
 
 

S.No Author Title of paper Findings 

 Dr. K. Pradeep Kumar 

(2020) 

“Effective Performance 

Measurement in 

Organizations”. 

Author, therefore, says 

that it is essential for 

specifying the types of 

performance that are 

necessary for effective 

organizational 

functioning 

particularly in 

accordance with the 

strategy 

2. Kuvaas (2020) Satisfaction with 

performance appraisals 

and employee outcomes: 

work motivation's 

mediating and 

moderating roles 

Employees' intrinsic 

work motivation, on 

the other hand, both 

mediated and 

moderated the link 

between performance 

evaluation satisfaction 

and job performance. 

Employees with low 

intrinsic motivation 

had a negative 

association with the 

moderation, whereas 

those with strong 

intrinsic motivation 

had a favorable link.. 

3. Shah and Murphy (2018) Performance Appraisals 

for Improved 

Productivity 

This report presents the 
findings of a recent 
follow-up study 
designed to identify 
new developments in 
the performance- 
appraisal process. 
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   The survey's findings 

were intriguing in that 

many businesses 

believed that the 

employee-appraisal 

process improved both 

the employee's and the 

company's 

performance. 

According to the poll, 

more companies now 

have formal employee 

assessment procedures 

in place, and the 

majority of 

respondents feel that 

correctly conducted 

appraisals assist 

enhance 

productivity and 

motivation. 

4. Fletcher C (2019) Performance appraisal and 

management 

This article outlines 

and explores a variety 

of topics and trends 

that make up the field's 

evolving research 

agenda. It deconstructs 

these in terms of the 

nature of assessment 

and the setting in 

which it takes place. 

5. Diane Shaffer (2020) Motivation and 

performance appraisal are 

interrelated 

Author has discussed 

here that they should 

implement a successful 

appraisal 

method/system and 

also give reward to 

employees who 

perform good in the 

organization. 

Through this 
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   practice employee 

become motivated 

towards their jobs and 

improve their 

performance and 

performance of 

organization as a 

whole will also 
improve 

6. Wilsted and Taylor 

(2018) 

Identifying Criteria for 

Performance Appraisal 

Decisions 

Individuals function on 

the basis of 

perceptions. 

Accurate perceptions of 

the performance 

appraisal criteria by 

those being evaluated is 

essential to the 

motivational objectives 

of Appraisal. 

7. Jawahar (2018) Correlates of satisfaction 

with performance 

appraisal feedback 

Job satisfaction and 

organisational 

commitment were 

favourably connected to 

evaluation feedback 

satisfaction, whereas 

Turnover intentions 

were adversely related. 

8 Asmu (2019) Performance appraisal on 

employees efficiency 

The connection 
between satisfaction 
with assessment 
feedback and future 
performance was 
modified by 
supervisory position, 
such that it only 
occurred for 
supervisory personnel 
who, in addition to 
getting input 
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   about their own 
performance, also 
offered feedback to 
others. 

   feedback to their 
subordinates 

 Kleiman and Durham 

(2020) 

Performance Appraisal, 

Promotion and the Courts: 

A Critical Review 

The evidence needed 

to justify the 

performance appraisal 

procedures. Among the 

major findings were 

the courts': (1) failure 

to adhere to the 

“applicant flow 

technique” of adverse 

impact determination, 

(2) interest in 

assessingperformance 

appraisal systems 

regardless of their 

adverse impact, (3) 

ignorance regarding 

acceptable validation 

procedures, and (4) 

focus on objectivityin 

lieu of validity. 

10 Dr. Abbas Umar Ibrahim 

(2020) 

The Impact of 

Performance Appraisal on 

Employee Performances 

Management Essay 

In order to accomplish 

this, the organization 

must set an effective 

performance appraisal 

management system 

that accurately and 

reliably measures the 

work performance of 

eachindividual 

employee 

within the 

organization. 
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11. Arwa Hisham Rahahleh, 

Zaid Ahmad Alabaddi, 

(2019) 

The Impact of 

Performance Appraisal 

on Employee 

Performance in Banks 

Operating in the Southof 

Jordan 

The results of the study 

showed that enactment 

assessment primarily 

confident result on 

worker enactment in the 

   investment subdivision 

of South of 

Jordan.There 

association enquiry 

presented that there 

was (Very strong 

association) between 

performance appraisal 

and 

employee performance 

12. Dr.A Selvarasu Ph.D 

(2018) 

A Study of Impact on 

Performance Appraisal on 

Employee’s Engagement 

in an Organization 

The Research is to 

getting Connection 

towards engagement 

tocompany 

effectiveness 

necessitates a 

significant amount of 

work and top 

management 

commitment. with 

enormous opportunity 

available to utilze for 

better function 

of companies. 

13. Impact Of Performance 

Appraisal On Staff 

Productivity 

Monira Abdallah Moflih 

(2019) 

Performance Appraisal 

and its Effect on 

Employees’ Productivity 

in Charitable 

Organizations 

In view of the result of 

the study, the paper 

recommends that 

performance 

evaluations should be 

conducted carefully 

review employee’s 

strengths and 

weaknesses against 

requirements for 

possible future higher 

responsibilities. 
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14. Tekalegn   Girma 

(Ma)1, Solomon 
Lemma  Lodesso 

(Phd)2, Gebre 
Sorsa(Ma) 

The Effect of 

Performance Appraisal on 
Employee Performance: 

A Survey On 

The descriptive and 

inferential analysis 
found that there are 

significant gaps in the 
data. 

 (2019) Administrative Staff Of 

Hawassa Univesity 

Performance standards, 

communication of set 

standards, assessing 

actual performance and 

comparing to 

standards, discussing 

the evaluation with the 

employee, offering 

feedback, and 

signaling corrective 

action are all highly 

connected with 

employee 

performance. 
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15.  Impact of Performance 

Appraisal on Employee 

Performance 

Managers may use 

performance 

evaluation to detect the 

difference between 

desired and actual 

performance, and if 

there is a shortcoming, 

it can be remedied by 

providing the 

necessary training. 

Employees are 

motivated by fair 

performance appraisal 

and effective training, 

which leads to better 

performance and 

organisational 

competitiveness. 

Performance Appraisal, 

Performance 

Appraisal, 

Performance 

   Appraisal, 

Performance Appraisal, 

Performance Apprais 

   Employee Performance 

16. Pr Zehra Roofi 

BUDHWANI 

(Bahria University 

Karachi Campus, 

Pakistan) 

Dr. Amanat Ali 

JALBANI 

(SZABIST, Pakistan) 

(2020) 

Impact of Performance 

Appraisal Systems On 

Employee Productivity 

This study assesses the 

effectiveness of current 

performance 

assessment methods 

before determining the 

importance and 

consequences of 

implementing 360- 

degree feedback as a 

type of appraisal and its 

influence on staff 

productivity. in 

Pakistan’s Banking 

Sector. 
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17. Kanchan Singh Prerna 

Gandharve Samriddhi 

Mishra (2019) 

Impact of Performance 

Appraisal on Employee 

Motivation 

The research revealsa 

positive relationship 

betweenperformance 

appraisal & 

employee’s 
performance. 

18. Gopal Man Pradhan 

(2020) 

Impact of Performance 

Appraisal on 

Organizational 

Performance of Service 

Organizations in Nepal 

Regression coefficients 

of performance 

appraisal positively 

contribute to 

organizational 

performance explained 

by employee 

commitment, quality 

work life and work 

flexibility. It means 

that if Nepalese service 

sector invests a 

significant amount and 

effort for development 

of proper performance 

appraisal system, it can 

improve organizational 

   performance. 

 
19. 

 
YuLing Hong (2019) 

 
A Look Back at the 

Influencing Factors of 

Ratee Performance 

Appraisal Satisfaction 

 
The influence factors of 

performance appraisal 

satisfaction were more 

focused on 

theindividual level at 

the beginning, such as 

the fairness perception 

and participation in 

performance appraisal. 
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20. Ushus Mathew Dr. 

Johney Johnson (2020) 

Impact of Performance 

Appraisal and Work 

Motivation on Work 

Performance of 

Employee: With Special 

Reference to a 

Multispecialty Hospital 

in Kerala 

The system should first 

of all contributeto 

motivate all of the 

employees. 

Hospitals should seek to 

enhance the employee’s 

motivation so that they 

improve their work 

performance. It is also 

concluded that the 

nursing staffs of 

multispecialty hospital 

have high work 

performance due to 

satisfaction towards the 

current performance 

evaluation system 

Statement of the Problem 
 

Performance appraisal is credited with encouraging worker loyalty, fostering teamwork, impacting different Human 

Resource capabilities definitely and additionally definitely concerned in worker motivation. Owing to the position 

those elements play in accomplishing organizational goals, many companies put money into Performance value 

determinations. However, researchers additionally cite loopholes with inside the appraisal machine and additionally 

warn of the risks it poses to control and their subordinates. 

They additionally assert a seeming unanimous (personnel and their supervisors alike) dissatisfaction with 

Performance appraisal. The observe sought to pick out the effects of overall performance appraisal on personnel` 

activity pride and organizational dedication if it's miles properly finished with a focal point at the functions and 

functions of overall performance appraisal. It investigates the effects of overall performance appraisal at the activity 

associated attitudes of personnel, with the supposition that, if the overall performance value determinations are 

finished with a clean reason and hyperlinks overall performance degrees with rewards, then personnel` activity 

associated attitudes – activity pride and organizational dedication– can be consequently definitely influenced. 

 

Objectives and Research Questions 
 

The observe additionally investigated the connection among overall performance value determinations and 

personnel` dedication to an business enterprise and the way overall performance value determinations effect the 

dedication of personnel. 

In the mild of the above stated goals, the observe sought to reply the subsequent studies questions: 

1. what is the connection among personnel, activity pride and overall performance appraisal? 
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2. What is the diploma of effect of overall performance appraisal on personnel` activity pride? 

 
3. What is the connection among overall performance appraisal and personnel` organizational dedication? 

4. What is the diploma of effect of overall performance appraisal on personnel` organizational dedication? 

RESEARCH PROCESS: 

Research process consists of series of actions or steps necessary to effectively carry out research and the desired 

sequencing of these steps. 

Therefore to reach the objectives of my research I even have used quantitative method for research. 

 

SAMPLE SIZE 

It represents that how many candidates you’ve chosen to be filled up your questionnaire or candidates upon 

whom you can study. I had chosen sample of 80 candidates. 

 

SAMPLING UNIT 

The target people for the examination contain of the public in the age group of 23 to 50.This group of population was 

targeted because these populations are the employees of the company. 

 

 

INSTRUMENT FOR DATA COLLECTION 

Questionnaire and interview method 

 
TOOLS 

I have used some charts (Pie chart, column chart, cylinder chart, cone chart) and percentage analysis. 

 

 

SAMPLING PLAN 
 

 Sample Design Descriptive Research 

 Sampling Unit Employees of the Organization 

 Sample Size 80 

 Research Instrument Structured Questionnaire 

 Data Source Primary and secondary data has been collected 

 
 Type of respondents Employees of company 

 Statistical tool Percentage Analysis , charts & Bar Graphs 

CHARACTERISTICS OF PERFROMANCE APPRAISAL 
 

 Performance appraisal is a process. 

 It is the systematic examination of the strength and weakness of employees during the term of his job. 

 It is a scientific and objective study. 
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 It is an ongoing and continuous process wherein the evaluations are arranged periodically according to a definite 

plan. 

 The main purpose of performance appraisal is to ensure information necessary for making objectives and correct 

decision an employee. 

 
THE EFFECTS OF PERFORMANCE APPRAISALS ON EMPLOYEES 
 

1. Encouragement: Any individual's job evaluation might serve as a motivator to increase productivity. When an 

employee's goals are clearly stated, his performance difficulties are identified, and career development solutions are 

in place to assist him progress his career, it motivates him to attain those goals. Creating a complete strategy for 

employee development and providing a goal for employees to aim towards can motivate them to work more 

efficiently. 

2. Incentive: Any individual's job evaluation might serve as a motivator to increase productivity.  When an 

employee's goals are clearly stated, his performance difficulties are identified, and career development solutions are 

in place to assist him progress his career, it motivates him to attain those goals. Creating a complete strategy for 

employee development and providing a goal for employees to aim towards can motivate them to work more 

efficiently. 

3. Job evaluations can act as an incentive for people to work more. It inspires an employee to achieve his or her goals 

when his or her objectives are clearly articulated, his or her performance issues are addressed, and career development 

solutions are in place to help him advance his or her career. Employees can be motivated to perform more effectively 

if a comprehensive staff development strategy is implemented and a goal is set for them to strive for. 

ROLE OF PERFORMANCE APPRAISAL IN Vocation investment security JOB 

SATISFACTION 
 

 

 

Employees will work more if they are happy with the job they are performing, which includes pleasant working 

circumstances, rewards and incentives, recreation facilities, and so on. As a result, their performance can be 

monitored, resulting in increased production, growth, and success. Employees that are happy in their jobs are more 

likely to provide their best effort and improve their performance. 

Job satisfaction is described as that which motivates employees to continue with their daily tasks, makes them want 

to go to work, or makes them desire to start a new job. 

Individuals and supervisors are guided toward specific improvement methods through performance appraisal 

systems, which strengthen the fairness and openness of the evaluation process. They also ensure that employees 

receive fair and accurate feedback and safeguard both the person and the organization from any prejudice. 

These, on the other hand, should be adjusted to the specific needs of the department or organization as a whole. If 

http://www.ijrti.org/
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employees want to have a favorable attitude toward the assessment system, the performance appraisal should be 

reviewed and improved on a regular basis. 

 
Formal versus Informal Appraisal:  
 

Vocation Investments and Securities Pvt.'s first step in designing a performance appraisal Program is to decide 

whether the appraisal should be formal or informal. Formalappraisals usually occur at specific time periods once or 

twice a year. 

Vocation Investments and Securities Pvt encourage a mixture of both formal and informal appraisals. The formal 

appraisal is most often used as primary evaluation. However, theinformal appraisal is very helpful for more 

performance feedback. Informal appraisals should nottake the place of formal performance evaluation. 

APPRAISE PERFORMANCE AND PERFROMANCE REVIEW IN VOCATION INVESTMENTS AND 

SECURITIES PVT. 

Whose performance should be rated? 

 
To the question whose performance should be rated, the answer is obvious- employees. 

 
When Vocation Investments and Securities Pvt. says employees, is it individuals or teams! Specifically, the rate may 

be defined as the individual, work group, division, or organization. It is also possible to define the rate at multiple 

levels. 

 
Central tendency in Vocation Investments and Securities pvt.:  
 

This occurs when employees are incorrectly rated near the average or middle of the scale. The attitude of the ureter 

is to play safe. This safe-playing attitude stems from certain doubts and anxieties are: 

 "Do I know the man sufficiently well to be able to give a fair assessment of him?" 

 
 If I rate the way I think I should, what will be its influence on his relations with me and on his performance in the 

future. 

Close to the error of central tendency is the problem of range restriction Range restriction may involve clustering all 

employees around any point on a scale, often in combination with leniency errors at the very top. 

 

PRE-REQUISITES IN VOCATION INVESTMENTS AND SECURITIES PVT. FOR EFFECTIVE AND 

SUCCESSFUL PERFORMANCE APPRAISAL 

The Vocation Investments and Securities pvt.'s effective performance system is as follows: 

 
Standard Goals - The criteria established should be clear, achievable, motivating, time-bound, and quantifiable. 

Simple, clear, fair, and objective format- The appraisal format should be simple, clear, and fair. Long and 
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convoluted forms take time to read, are difficult to comprehend, and don't yield much usable information. 

Evaluation approach - Choose an acceptable evaluation technique: the appraisal system should be performance-

based and consistent. The assessment criteria should be based on observable and quantifiable features of the 

employee's conduct. 

 
Communication is an essential component of the performance evaluation process. Employees and evaluators should 

both be informed on the intended behaviour or expected outcomes. In a review or feedback meeting, communication 

is also very crucial. Employees are encouraged to engage actively in the assessment process thanks to an open 

communication system. 

Feedback - Rather of being judgmental, feedback should be progressive. To keep it useful, timely feedback should 

be given to employees, and the way in which it is given should have a motivating influence on the employees' future 

performance. 

Personal Bias - Interpersonal interactions can have an impact on performance appraisal evaluations and judgments. 

As a result, evaluators should be well trained in order to conduct assessments without prejudice and efficiently. 

 

PREPARATION FOR PERFORMANCE REVIEW IN VOCATION INVESTMENTS AND SECURITIES 

PVT. 

In Vocation Investments and Securities Pvt. the performance review meeting should not be strictly formal nor should 

it be completely informal in nature. Ideally, the review meeting should be structured, semi-formal meeting which 

needs prior preparation by the appraiser as well as the employee for it to be effective. Following are some points 

that need to be prepared before the review meeting of Performance Evaluation in Vocation Investments and 

Securities Pvt. 

 Inform the concerned employees the date, time and place for the review meeting well in advance. 

 Review and be prepared with each and every employee's 

 
1.Job description 

 
2.Performance standards 

 
3.Planned performance goals 

 
4.Performance measures collected throughout the time period 

 
5.The critical incidents details. 

 
 

ANALYSIS FOR IMPROVING PERFORMANCE IN VOCATION INVESTMENTS AND SECURITIES 

PVT. 

In Vocation Investments and Securities Pvt. performance review process is incomplete without the feedback of the 
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employees. The feedback could be given in the review discussion. Review discussions are semi-formal, scheduled, 

periodic interactions usually bimonthly or quarterly - between a manager and his employee. The basic purpose of the 

review discussion is to analyze the a performance the employee in the past to boost the company's performance 

employee in future. Areview discussion is an opportunity to coach, mentor, learn and understand. The manager 

Encourages his/her employees to critically reflect over progress made on the evaluation of performance plan and to 

develop creative, yet feasible alternatives for problem areas. 

The Vocation Investments and Securities pvt.'s manager uses this opportunity to: 

 
 

 Review the team's performance each employee individually, 

 
 Discuss the problems faced by the workers during the course of action. 

 
 The solutions tried, and the degree of success achieved in solving the problems faced. 

 
 Revisit with the employee, his her annual plan for the remaining time period and develop revised action plans, if 

necessary 

Review discussions reassure the employees that each one of them has structured opportunities for one to one 

interaction with the manager once every two or three months during the year. These opportunities are important as 

they provide an important chance for performance monitoring or development mentoring. 

In Vocation Investments and Securities Pvt., the aim of the performancereview discussions is to share perceptions, 

solve the problem faced during the course of the action,decide on the new goals jointly and provide a feedback to the 

employee for the past performance 

i.e. to look at his strengths and weaknesses and also help to chart out a career plan for the employee. The focus of these 

performance review discussions should not be a judge the employees' past performance rather it should be to 

motivate the employee to improve his future performance and reinforce his good behavior. 

PERFORMANCE APPRAISAL FEEDBACK IN VOCATION INVESTMENTS AND SECURITIES 

PVT.:  

The following are the major discrepancies found in the performance evaluation processes beingfollowed at the 

Vocation Investments and Securities pvt. 

 Most of the indicators used for measuring the performance the employees are not quantifiable in nature, making 

it difficult to measure the performance.

 Due to the lack of accountability and job security, most AIGL employees have a laisse faire attitude towards their 

work.

 Unavailability of the job descriptions for many employees.

 
 Most of the objectives in Vocation Investments and Securities pvt. is unchallenging, unrealistic and not timely 
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reviewed and updated.

 It is challenging to measure the average performance of the Vocation Investments and Securities pvt. Employees.

 

PERFORMANCE APPRAISAL FOR DIFFERENT LEVEL EMPLOYEE 
 

Performance appraisal of Managers:  

Individuals and supervisors are guided toward specific improvement methods through performance 

appraisal systems, which strengthen the fairness and openness of the evaluation process. They also ensure 

that employees receive fair and accurate feedback and safeguard both the person and the organization from 

any prejudice. 

 
These, on the other hand, should be adjusted to the specific departmental requirements or organization as a 

whole. If employees want to have a favorable attitude toward the assessment system, the performance 

appraisal should be reviewed and improved on a regular basis. 

CRITERIA FOR MEASURING PERFORMANCE AT DIFFERENT LEVEL 

 

 Measurement criteria for different levels of performance

As employees' levels and roles and responsibilities vary, so do the criteria for judging performance: 

- For senior management: 

 To what degree which the organisation has grown and expanded 

 To what degree to which the organization's objectives have been met 

 Contribution to the community 

 Profitability and return on invested money 

 

For middle level managers:  

 

 As employees' levels and roles and responsibilities vary, so do the criteria for judging performance: 

- For senior management: 

 To what degree to which the organization has grown and expanded 

 To what degree to which the organization's objectives have been met 

 Contribution to the community 

 Profitability and return on invested money 

 
TREND IN VOCATION INVESTMENTS AND SECURITIES PVT. 
 

The emergence of following concepts and the following trends in relation to performance evaluation can be seen 

in the Vocation Investments and Securities pvt. Scenario:- 

 
 360-Degree Evaluation: 360-degree feedback, also known as'multi-rater feedback,' is the most complete appraisal 

in which input on an employee's performance is gathered from all sources who come into touch with the person on 

the job. Vocation Investments and Securities pvt. is increasingly relying on input a wide range of sources, including 
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peer feedback, client feedback, and superior input. To acquire information on employee performance, numerous 

forms with varied formats are employed. 

 
 Team Performance Appraisal. The majority of performance assessment procedures are designed with people in 

mind, with the goal of measuring and rating each employee's performance. When a result, as the number of teams 

in the Vocation Investments and Securities pvt. Grows, it becomes more difficult to assess and quantify team 

performance. The problem is determining how to distinguish between team and individual achievement. 

 Rank and Yank Strategy: The rank and yank technique, often known as the "Up or out 

policy," is a performance assessment paradigm in which best-to-worst ranking methodologies are utilized to identify 

and distinguish weak employees from strong ones. The poor performers' action plans and possibilities for 

improvement are then reviewed, and they are given time to improve their performance. 

 

EMPLOYEE REACTIONS TOWARDS VOCATION INVESTMENTS AND SECURITIES PVT.’S 

PERFROMANCE APPRAISAL SYSTEM 

Vocation Investments and Securities pvt.'s success often depends on its employee’s performance. Performance 

reviews on staffs need to be conducted regularly in order to improve quality of work. Inappropriately performed 

appraisal can central to employee dissatisfaction and decline in work performance. 

The learning specified that there are significant differences in perceptions between the two employeegroups with 

regard to the appraisal criteria, purposes of performance appraisal, appraisal interview,disclosure of the annual 

appraisal report, and performance appraisal obstacles. With the exceptionof the last category (Performance Appraisal 

Obstacles), the differences indicate that supervisors tend to perceive the act evaluation process more positively and 

are more satisfied with theperformance appraisal process than are non-supervisory employees. 

Possible descriptions for these conclusions are that higher-level employees have greater ability and responsibility so 

that they are able to provide more effective performance appraisals. supervisors may be more motivated to provide 

sound appraisals to subordinates who are also supervisors andfinally, supervisors who are raters themselves, are 

more aware of the difficulties involved in the evaluation process, identify and have empathy with their own raters 

and therefore, tend to be moresatisfied with the appraisal process than are non-supervisors. 

The attitudes and perceptions toward performance appraisal of two groups, supervisory and non- supervisory 

employees are working in Vocation Investments and Securities pvt. In other words, both supervisors and non-

supervisors described their perception and attitudes about how they, personally, were appraised. 

Any significant differences amongst superintendent and non-supervisory responses near performance evaluation 

could have important implications for the design and implementation of appraisal systems in Vocation Investments 

and Securities pvt. 

To the extent that appraisal systems are applied evenly in Vocation Investments and Securities pvt., these findings 

http://www.ijrti.org/


© 2023 IJNRD | Volume 8, Issue 1 January 2023 | ISSN: 2456-4184 | IJNRD.ORG 

IJNRDTH00009 International Journal of Novel Research and Development (www.ijnrd.org)  

 

610 

are likely to be applicable to other agencies as well. But the fact remains that an appraisal system is not an isolated 

activity within the Vocation Investments and Securities pvt. 

DATA INTERPRETATION 
 

Q-1) Are you satisfied with your last performance appraisal? 
 

 

 
 

OPTION RESPONSES 

YES 63 

NO 17 

 

 

 

 

 

INTERPRETATION- 
 

63 employees i.e. almost 80% answered yes, that they are satisfied with their last performance appraisal. 

Whereas 17 employees i.e. almost 20% were not satisfied with their performance rating. 
 

Q-2) Do you think the current appraisal system is a true reflection of employee’s performance? 
 

 

 

OPTION RESPONSES 

STRONGLY AGREE 33 

AGREEE 17 

NEITHER 11 

DISAGREE 9 

STRONGLY DISAGREE 10 

Sales 
 

 
17 

 
 
 
 
 

 
63 

 
 
 

YES NO 
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INTERPRETATION 
 

50 employees i.e. almost 63% of the employees agree with the current appraisal system used by the company. 19 

employees i.e. 23% of the employees are not satisfied the current appraisal system. 10% are neutral. 

 

 

Q-3) Does the performance appraisal system maintains transparence about the evaluation? 

 

 

 
 

OPTION RESPONSE 

Yes 72 

No 08 

 

 

 

 

35 33 
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25 

 
20 

17 
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11 

10 
10 
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0 
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INTERPRETATION 
 

More than 90% of the employees agree that the company maintains a transparent appraisal system as the process is 

carried out online and the employees have access to it. 

Q-4) which is the most important criteria in evaluating your appraisal? 

 
OPTION RESPONSES 

COMMITMENT 10 

LEADERSHIP 11 

REALIABILITY 4 

COMMUNICATION 9 

INNOVATIVENESS 4 

DECISION MAKING 5 

WORK MANAGEMENT 9 

ATTENDANCE 13 

JOB KNOWLEDGE 15 

 

 

 

 

 

 

 

 

 

 

 

 

 

RESPONSE 

Yes No 
 
 

 
10% 

 
 
 
 
 
 

 
90% 
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Responses 

Responses 

 

 

 
 

Commitment          10   
 

             

Leadership           11  

             

Realiability    4         

             

Communication        9     

             

Innovativeness    4         

             

Decision making     5        

             

Work Management        9     

             

Attendance            13 
             

Job knowledge             15 

 0 2 4   6 8  10  12 14 16 

 

 

INTERPRETATION 
 

The most important factor is the knowledge and skill. Followed by attendance and leadership. 

As the employees are evaluated on the basis on these mentioned factors. 

Q-5) Do you think the performance appraisal process covers all the criteria? 
 

 

 

 

 

 
OPTION RESPONSES 

YES 58 

NO 22 
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INTERPRETATION 
 

72% of the employees agree that the company follows the criteria for evaluation, but around 28% feel that the 

company could include other aspects too or not consider some e.g. critical incidents. 

Q-6) Do you think the present appraisal system contributes to the overall organizational effectiveness? 

 

 

 

OPTIONS RESPONSES 

STRONGLY AGREE 33 

AGREE 19 

NEITHER 8 

DISAGREE 11 

STRONGLY DISAGREE 9 

 

RESPONSES 

YES NO 
 
 
 
 

28% 
 
 
 
 

72% 
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INTERPRETATION 
 

Around 65% of the employees agree that the performance appraisal system contributes to the organizational 

effectiveness. 

Q-7) Do you find the present appraisal system effective? 
 

 

 
 

OPTION RESPONSE 

STRONGLY AGREE 31 

AGREE 20 

NEITHER 6 

DISAGREE 14 

STRONGLY DISAGREE 9 

 

 

 

 

responses 
35 
 

30 
 
25 
 
20 

 
15 responses 

10 

Strongly agree Agree Neither Disagree Strongly 
disagree 
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INTERPRETATION 
 

 

Around 64% of the employees feel that the performance appraisal system is effective and thus is satisfied with the 

evaluation system. 

-8) Are you satisfied with criteria used in the current appraisal system? 
 

 

 
 

OPTION RESPONSES 

STRONGLY AGREE 39 

AGREE 13 

NEITHER 6 

DISAGREE 13 

STRONGLY DISAGREE 9 

 

 

 

 

RESPONSE 

35 
31 

30 
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20 

20 
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14 
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5 
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INTERPRETATION 
 

 

Around 65% of the employees are satisfied with the criteria used in the appraisal system, thus satisfied with the 

evaluation system. 

Q-9) Is goal setting an important aspect of performance management? 
 

 

 
 

OPTION RESPONSES 

STRONGLY AGREE 39 

AGREE 15 

NEITHER 7 

DISAGREE 9 

STRONGLY DISAGREE 10 
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INTERPRETATION 
 

Around 68% of the employees feel that the goal setting is an important aspect of the performance management 

system as it is one of the major criteria for evaluation. 

Q-10) Does the current rating system is affected by recent critical incidents/targets? 

 

 

 
 

OPTION RESPONSES 

STRONGLY AGREE 24 

AGREE 11 

NEITHER 15 

DISAGREE 17 

STRONGLY DISAGREE 13 
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INTERPRETATION 
 

 

Around 43% of the employees feel that the recent activities or incidents influence their ratings. On the other hand 

around 38% of the employees feel that critical incidents does not affect their ratings. 

Q-11) your relations with your superiors affect your performance ratings? 
 

 

 
 

OPTION RESPONSES 

STRONGLY AGREE 19 

AGREE 21 

NEITHER 4 

DISAGREE 17 

STRONGLY DISAGREE 19 
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INTERPRETATION 
 

 

Around 50% of the employees feel that the evaluation is affected by their relations with their superiors. 

Q-12) Receiving bonus pay based on performance rating acts as a motivational tool? 
 

 

 
 

OPTION RESPONSES 

STRONGLY AGREE 38 

AGREE 17 

NEITHER 5 

DISAGREE 11 

STRONGLY DISAGREE 9 
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INTERPRETATION 
 

 

 

Around 70% of the employees feel motivated on receiving the bonus based on their evaluation thus it acts as a 

motivational tool for the employees. 

 

Q-13 Recognition and rewards based on evaluation affects your job satisfaction? 

 
OPTION RESPONSES 

STRONGLY AGREE 43 

AGREE 18 

NEITHER 4 

DISAGREE 9 

STRONGLY DISAGREE 6 
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INTERPRETATION 
 

 

 

Around 77 % of the employees feel that their job satisfaction is depended on the rewards and recognitions. 

Q-14) Do you think your job satisfaction will be affected by a negative evaluation? 
 

 

 
 

OPTION RESPONSES 

STRONGLY AGREE 27 

AGREE 15 

NEITHER 10 

DISAGREE 13 

STRONGLY DISAGREE 15 

 

 

 

 

RESPONSES 

50 

45 

40 

35 

30 

25 

20 

15 

10 

5 

0 

  43  

  18  RESPONSES 

9 

4 
6 

STRONGLY AGREE NEITHER DISAGREE STRONGLY 
AGREE DISAGREE 

http://www.ijrti.org/


© 2023 IJNRD | Volume 8, Issue 1 January 2023 | ISSN: 2456-4184 | IJNRD.ORG 

IJNRDTH00009 International Journal of Novel Research and Development (www.ijnrd.org)  

 

623 

 

 

 

 

INTERPRETATION 

Around 54% of the employees feel that a negative evaluation will result in job dissatisfaction. 
 

Q-15) Do you think performance appraisal influences your job satisfaction? 
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INTERPRETATION 
 

 

 

Around 77 % of the employees feel that the performance appraisal will impact their job satisfaction 

i.e. their job satisfaction is affected by their performance appraisal. 

Q-16) An effective performance appraisal system is an indicator of effective employee performance? 
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INTERPRETATION 
 

 

 

Around 62% of the employees agree that a performance evaluation will have an effect on the employee’s 

performance 

Q-17) Do you get to discuss your performance evaluation with your appraiser? 
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INTERPRETATION 
 

 

 

Around 78% of the employees are able to discuss their appraisal with their appraiser thus shows the transparency 

with the evaluation process. 

Q-18) Do you have the liberty for re-evaluation, if you are not satisfied with your ratings? 
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SALES 
 

 
14% 

 
 

 
YES 

No 
 

 

 
86% 

 

 

 

 

 
 

INTERPRETATION 
 

 

 

Around more than 86% the employees have the liberty to ask for a re-evaluation of their rating. 

FINDINGS & CONCLUSIONS 
 

 

 Employee satisfaction with the existing performance assessment system is quite high; none of the employees 

expressed dissatisfaction in the poll. According to the HR department, all employees are entirely cooperative during 

the whole assessment process. The majority of employees also felt that the previous and current assessment systems 

are transparent and devoid of prejudice. 

 The majority of employees stated that performance assessment helped them enhance their performance. It also 

raised motivation since employees thought the corporation cared about their performance and was taking steps to 

enhance it. 

 In this organization, promotion is based on a combination of experience, performance, and educational 

qualifications, with experience being the most important element. 

 The organization also provided opportunities for advancement and development, as well as assistance in 

identifying strengths, weaknesses, and latent talent. 

 The study's goal of determining the current link between performance assessment and employee performance in 

the service and manufacturing sectors was met, and the variance was forecasted. 

 Job knowledge, quality and amount of output, initiative, leadership qualities, supervision, reliability, co-operation, 
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judgement, versatility, health, and other variables are used to evaluate performance. It also aids in the development 

of employees' strengths and the correction of their weaknesses. 

 Employees were cooperative and totally supportive of the institution's performance assessment, which was proven 

to be extremely helpful in improving employee performance. 

 Employee and experienced personnel suggestions can help to improve and make the performance appraisal an 

excellent evaluation system. 

SUGGESTIONS 
 

 

 Increase the number of performance appraisal techniques employed and inform staff about the types of approaches 

used. 

 • More chances should be offered for employees to communicate their ideas and plans to execute their level 

performance in the future, and the entire performance review should be more open and devoid of bias.. 

  More training should be provided to psychologically stressed employees in order to maximize their potential and 

earn top ratings. 

 Overtime should be factored into performance evaluations, motivating staff to work harder for longer periods of 

time. Suggestion could be obtained from employees regarding framing the performance appraisal system. 

  Any performance evaluation scheme relies heavily on appraisal feedback. Should be properly conveyed by 

encouraging good achievers to set higher goals and low performers to gain confidence. 

 
LIMITATIONS 
 

 

 Whatever perfect a thing appears to be, there is always the possibility of failure and incompleteness. This work's 

outcome is also susceptible to various limitations, which are as follows:- 

  Because time was restricted, there was a severe difficulty with time constraints. As a result, the necessary data 

could not be gathered within that time frame. 

 The respondent's data may not be completely correct because they, too, have constraints. 

 A scarcity of data sources for the analytical section. 
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