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ABSTRACT

Performance evaluation refers to entirely the proper processes that are utilized to assess a
person, his or her helps, and their probable. In other words, it is a process of determining how
successfully a company has hired and placed an employee. It also involves planning and
evaluating an individual's performance in relation to the requirements of the position. One of
the key organization tools used in this procedure are performance reviews. Convenience
sampling is the sample method employed for this investigation. The organization's welfare
measure is consistent with its corporate values and has increased the employees' sense of
commitment to their jobs.
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1 Introduction

The management of an administration's most valuable asset, the employees who independently
and jointly endeavour to achieve the company's goals, is done through the strategic and cogent
practice of (HRM) [1]. As a description of the procedures involved in overseeing people in
businesses, the phrases human resource management and human resources have largely taken
the place of the phrase personnel management [2]. HRM can be clear as the procedure of
appointment people, fostering their potential, applying, preserving, and recompensing their
facilities in accordance by the demands of the organization and the work [3]. Analysis of
performance evaluation, performance management, and overall performance the process of
classifying particular results within a predetermined timeframe is utilized to research
performance concepts. [4]. The assertion The adage if you can't measure it, you can't manage
it underlines the importance of a thorough and comprehensive performance measurement
system for a business, like the Balanced Scorecard or overall quality performance management.
Utilizing this method, lower level activities from high level objectives can be converted into
actions executed throughout the entire organization. [5]. Following that, measurements are
placed in place to controller in what way well each person is performing their tasks.
Performance standards must be precise, explicable, pertinent to the duties performed by
personnel, and attainable [6]. According to the conventional perspective, leaving a job
voluntarily results from a combination of low job satisfaction and prospects on the alternative
labor market that are viewed as having higher usefulness and relatively easier access to
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alternative employment [7]. Employees require enough pay, job safety, and acceptable
employed circumstances in order to minimize job sadness. Production is a performance
indicator that includes both effectiveness and helpfulness [8]. Labor productivity is a widely
used and simple metric of efficiency and denotes to the output of workers per unit of time [9].
The economic growth rate of labor productivity is essentially equated to the difference between
the growth rates of production and labor hours worked. Technology advancements may be
reflected in increases in multifactor productivity, nonetheless they may also be reflected in any
other growths that lead to higher competence, such as changes in how tasks are organized inside
a company or advancements in the delivery of goods and services [10].

The purpose of the current study was to provide answers to some questions regarding the care
phase of performance appraisal, which involves monitoring an employee's or a team's progress
toward goals on a regular basis.

2 Recent Works

Smith et al. [2017] [11] conducted a British bank’s two departments' pilot and control groups
were used in an exploratory action research project. They discover that good performance
management increases worker engagement and that motivated employees are those who feel at
ease in their jobs. Despite the fact that their study is more pertinent to ongoing research, they
still made mistakes in terms of identifying the empirical relationship. In order to increase
generalizability, they also recommended repeating their exploration background in evolving
saving using more reliable research techniques, such as survey techniques.

Zhong et al [2016] [12] discovered that improving individual performance enhances
administrative performance. Recent developments have seen a shift in the relationship between
individual and organizational influence from technical to social mechanisms. The interpersonal
relationship between individual and organizational control has not changed, although the
technically of control and command is concerned with a structural and bureaucratic trend,
cultural and behavioral characteristics that result in organization outcomes.

Singh et al [2017] [13] gives helpful in guiding decisions about numerous personnel elements,
such as promotions and merit raises, making performance appraisals the most important and
vital tool for an organization. The success of personnel sub-divisions including recruiting,
selection, training, and remuneration can be evaluated using performance measures that link
information collection and decision-making processes. The focus of this study will be on
determining how performance reviews affect both people and companies.

Abbas Umar Ibrahim [2019] [14] looks at employee advancement, motivation, placement,
training, and job satisfaction. The two methods employed in the study were percentage
distribution and chi square analysis. The research study had a time restriction, and the costs
associated with carrying it out and finishing the project work were properly planned. According
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to the study survey's findings, the participants in the appraisal program need to receive training
that is both objective and well-planned in order to maximize their productivity.

Sanjay Karak's (2019) [15] were identified the limitations to presentation assessment in
employees in the organisations. This is based on a survey of the literature and an observational
analysis of the researchers' daily work experiences. This contains the most recent findings from
performance appraisals as well as methodological and theoretical advancements on a given
subject.

3 Research methodology

Research technique is the methodical, scientific search for relevant data on a given subject. It
comprised evaluation, attestation, categorization, organization, and direction, along with
prediction and application.

3.1 Research design

The methodical and scientific quest for precise knowledge on a certain issue is what is referred
to as research. In actuality, research is a form of artistic scientific inquiry, and some individuals
see research as a progression from the identified to the unknown. Finally, the conclusion is
carefully tested to see if it agrees with the hypothesis. A study's basic framework or plan,
known as the research design, directs the data gathering and analysis. Descriptive research
methodology was used for this study.

3.2 Objective

e To research the necessity and significance of routine evaluation.

e To regulate the degree of employee awareness of the performance evaluation process.

e To investigate the company's performance evaluation implementation.

e In order to summarize and find some recommendations regarding the significance of
the worker performance system in the business.

3.3 Sampling Technique

A sampling procedure is the name or another name for the precise process used to choose the
sample's participants. Convenience sampling is the sample method employed for this
investigation. Descriptive analysis is used for the training.

Volume-I | Issue-06 [November]

Page 18 of 24



SEN,

International Journal of Advanced Trends in Engineering and Management (IJATEM)
Vol. 1(06), October 2022, pp. 16-24

Article Title: A Study of a Company's Employee Performance Management System
4  Results and Discussion
4.1 Descriptive assessment
Assessment of individual potential

Table 1: Performance evaluation aids

Frequency | Percent | Valid | Cumulative
Percent Percent
Strongly agree 22 138 138 138
Agree 29 18.1 18.1 319
Neutral 35 219 219 53.8
Valid
Disagree 32 200 200 738
Strongly disagree 42 263 26.3 100.0
Total 160 100.0 100.0

It is implied that 13.8% of respondents strongly agree that performance reviews help determine
an individual's potential, 18.1% of respondents agree, 21.9% of respondents are neutral in their
choice, 20% of respondents strongly disagree, and 26.3% of respondents disagree that
performance reviews influence an individual's potential.

30—

Percent

Strongly Agrees Meutral Disagree Strongly
agree disagree

Figure 1: Performance Appraisal aids

Performance appraisal is rational and fair
Table 2: Rational and fair

Frequency | Percent | Valid | Cumulative
Percent Percent
Strongly agree 29 181 181 181
Agree 38 238 238 419
Neutral 28 17.5 175 59.4
Valid

Disagree 31 19.4 194 78.8
Strongly disagree 34 213 213 100.0

Total 160 100.0 100.0
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Figure 2: Rational and fair
It is deduced that 18.1% of respondents highly agree, 23.8% of defendants agree, 17.5% of
respondents are impartial in their decision, 19.4% of them strongly disagree, 21.25% of them
disagree that the organization's performance rating system is fair and sensible.

Job expectations are informed and superior sets a task

Table 3: Job Expectations

Frequency | Percent | Valid | Cumulative
Percent Percent

Strongly agree 33 20.6 20.6 206

Agree 29 18.1 18.1 38.8

Neutral 72 45.0 45.0 83.8
Valid

Disagree 13 81 8.1 91.9

Strongly disagree 13 81 8.1 100.0

Total 160 100.0 100.0

=0
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Figure 3: Job Satisfaction
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According to the results, 8.1% of respondents highly disagree and 8.1% of respondents dispute
that job experience is informed and superiors establish duties, whereas 20.6% of them strongly

agree, 18.1% of them agree, and 45% of them are neutral.

Performance Appraisal in organization

Table 4: Training and Development needs

Frequency | Percent | Valid | Cumulative
Percent Percent
Strongly agree 28 175 175 17.5
Agree 21 131 131 30.6
Neutral 35 219 219 325
Valid

Disagree 38 238 238 76.3
Strongly disagree 38 238 238 100.0

Total 160 100.0 100.0

Percent

Strongly
agree

Figure 4: Training and Development needs
From the results, 17.5% of them strongly agree, 13.1% of them agree, 21.9% of them are neutral
in their assessment, 23.8% of respondents disagree strongly.

Agree

MNeutral

4.5 Employee adjust for changing circumstances

Disagres

Strongly
dizagrees

Table 5: Employee adjust for changing circumstances

Frequency | Percent | Valid | Cumulative
Percent | Percent
Strongly agree 22 138 138 138
Agree 42 263 263 40.0
Neutral 31 194 19.4 394
Valid

Disagree 33 206 206 80.0
Strongly disagree 32 200 200 100.0

Total 160 100.0 100.0
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Figure 5: Employee adjust for changing circumstances

According to the data, 13.8% of respondents strongly agree that respondents adjust for
changing circumstances, 26.3% of respondents agree, 19.4% of them are undecided, 20.6% of
them strongly disagree and 20% of them disagree that respondents adjust for changing
circumstances.

4.2 Findings

26.3% of respondents disagree that performance reviews influence an individual's
potential.

21.25% of respondents disagree that the organization's performance rating system is
fair and sensible.

8.1% of respondent’s dispute that job experience is informed and superiors establish
duties.

23.8% of respondents disagree that the performance evaluation procedure utilized by
the organization aids in determining the preparation and growth needs of the employees.
20% of respondents disagree that respondents adjust for changing circumstances.

4.3 Suggestions

Plans and systems for implementation are something we advise creating. The field
should test redesigned appraisal forms, which should be quick, discrete, and easy to
use.

When asking for a promotion, employees in regions where the performance appraisal
procedure is being tested should be able to submit the updated forms.

Additionally, systems should be created to enable regional in-service training
coordinators to access data on training requirements from staff performance reviews
and incorporate these requirements into regional training programs.
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5. Conclusions

Every organization's most important resource is its human capital. The effectiveness and
reputation of every company are improved by every employee. Being a unique person, an
employee is valued as an asset by the company. The organization can use a current technique
that would be more effective as a result of the proliferation of new appraisal procedures. The
organization's welfare measure is consistent with its corporate values and has increased the
employees' sense of commitment to their jobs. The efficiency of the performance appraisal
system will be improved if the suggested measures are taken into account.
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