
International Journal of Innovative Research in Engineering & Management (IJIREM)  

ISSN: 2350-0557, Volume-8, Issue-6, November 2021  

https://doi.org/10.55524/ijirem.2021.8.6.116 

www.ijirem.org 

 

Copyright © 2021.Innovative Research Publications. All Rights Reserved 531 

 

Performance Appraisal System in Indian Organisations: A 

Study 
Dr. Jyotsna Pahuja 

RIMT University, Mandi Gobindgarh, 

Punjab, India 

Email Id- jyotsnathapar@rimt.ac.in 

 

ABSTRACT 
This paper examines the variables that influence India's 

performance evaluation system. The services industry 

encompasses a broad range of operations, including 

telecommunication, satellite mapping, and software applications. 

The process of detecting, evaluating, and enhancing human 

performance in companies is known as performance assessment 

or evaluation. In order to enhance future performance, a good 

evaluation mechanism should not only correctly assess present 

performance levels, but also provide methods for rewarding 

strengths, detecting shortcomings, and sending such data back to 

rates. We provide an overview of several common performance 

evaluation methods in India in this article. Because managers are 

always under pressure to enhance the performance of their 

organizations, performance management has grown increasingly 

important in recent years. It is now well acknowledged that an 

organization's performance has an impact on its ongoing 

existence and success. 
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1. INTRODUCTION 
The word "performance" refers to judged behaviour that has been 

assessed. As a result, performance assessment is the act of 

watching, recognizing, measuring, and improving human 

behaviour in the workplace [1]. Employee assessment, staff 

evaluation, team assessment, performance evaluation, and other 

terms have been used to describe performance appraisal. There 

are four stages to the evolution of performance assessment. The 

method is known as TEAM (Technical, Extended, Appraisal, and 

Maintenance)[2]. Reviewing previous performance, honouring 

past achievement, establishing targets for 

improving performance, and employee development are all part 

of the performance appraisal process. One of the measures of the 

strength of Human Resource Management (HRM) in a company 

is the employee evaluation system [3][4][5].  

Employee evaluation processes that are well-designed and 

implemented are not only essential for effective employee 

efficiency management, but they also offer useful info for many 

other HRM tasks [6]. Performance appraisal is important because 

it aids in constructive feedback, staff training and development 

determinations, short listing confirmation, layoff decisions, 

remuneration decisions, promotion decisions, Human Resource 

Planning (HRP), professional growth, and interpersonal 

relationship development. Ranking, critical incident, and 

narrative essays are examples of methods that were utilized in the 

past but are no longer used now. Many new advanced roadways 

for performance evaluation techniques, such as MBO, Human 

Resource Accounting, Assessment Centres, have indeed been 

proposed during the course of work time [7].  

The environment and model of success in the organizational 

viewpoint have changed dramatically as a result of the increasing 

globalisation of the international economy [8]. Organizations 

today confront competitive challenges, unpredictability, and a 

changing environment, as well as increasing consumer 

expectations, which encompass both external and internal 

customers. These forces have pushed businesses to monitor 

employee performance in order to achieve and maintain 

competitiveness. Performance is a way of behaving that produces 

outcomes. Employee performance does not occur in a vacuum or 

without sufficient justification. There are unintentional 

influences, such as an employee's desire to do better. Motivation, 

leadership, an evaluation and reward system, a career 

development system, learning & support, and so on are examples 

of such variables. 

2. DISCUSSION 

2.1. Organization 
An organization is a social unit with a common purpose and a 

connection to the outside world [9]. The term comes from the 

Greek word organon, which is derived from the more familiar 

word ergon, which meaning "organ" i.e., a compartment for a 

certain job, an organized and supervised group of individuals who 

get together to fulfil a need or achieve a common objective. Every 

company has a management structure that establishes connections 

between various activities and people, as well as divides and 

allocates roles, duties, and authority for various tasks. 

Organizations are open systems that both influence and are 

influenced by their surroundings. Organizations are social 

systems in and of themselves. It is essential to understand how 

they function if one wants to work in or manage them. Science 

and people technology and humanity are combined in 

organizations. Techniques alone will not generate desired 

outcomes unless we have competent individuals to develop and 

execute them. 

Organizational human behaviour is a little unexpected. Because it 

is based on people's deep-seated wants and value systems, it is 

unpredictable. However, it may be partly comprehended using 

behavioural science, management, and other disciplines as a 

framework. There is no such thing as an idealistic answer to 

organizational issues. All that can be done is to improve our 

knowledge and abilities in order to improve human interactions at 

work. Individuals and activities are structured to accomplish 

specific predefined objectives via division of labour and 

coordination of activities in an organization as a purposeful 

system with many subsystems. The division of labour relates to 

how the work is split among the workers, whereas coordination 
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refers to how all of the separate activities are integrated or brought 

together to achieve the organization's objectives. The word 

organizing refers to one part of a manager's work when he or she 

is planning and arranging the many tasks that must be performed 

in order for the project to be finished. 

2.2. Performance Appraisal or Progress 

Evaluations 
Performance assessment is a method that allows companies to 

determine not only what people's performance levels are, but also 

where those levels need to be improved in order to get the most 

out of their human resources [10]. To make performance 

evaluation successful, every company should guarantee that the 

person is fully informed of his or her duties and obligations. 

Performance assessment is the process by which a company 

assesses its personnel in terms of current performance, aptitude 

and interest of each individual, strengths and weaknesses, and 

development potential. The information gleaned from such an 

activity should be shared with the subordinate as the main 

database for personal growth. 

Since communication is one of the most important aspects of 

performance evaluation, if a person's performance is not 

conveyed to them, there is no chance for that person's productivity 

to prosper, defeating the objective of performance evaluation. In 

an industrial corporation, if a manager fails to convey strengths 

and shortcomings to his subordinate, the subordinate's future 

performance is jeopardized. Heads of departments in a university 

system should convey their subordinates' performance to them at 

the conclusion of each evaluation exercise and discuss the result 

of the appraisal exercise with them during performance 

counselling exercises in order to enhance their performance in the 

future. 

2.3. Performance Appraisal Mean 
Employee performance is evaluated on a regular basis in 

companies via performance appraisals. In general, a scheme's 

goals are as follows: 

• Determine whether or not employees need further training. 

• Employees should be given feedback on their performance. 

• Create a list of the criteria used to distribute organizational 

awards. 

• Allow for the diagnosis and growth of the organization. 

• Establish a foundation for personnel choices, such as pay 

raises, promotions, and disciplinary actions. 

• To comply with government's fair employment opportunity 

standards, validate selection methods and HRP. 

• Make it easier for employees and administrators to 

communicate. 

2.4. Effective Performance Management 

Dimensions 
Processes are the mechanisms for directing, assessing, and 

rewarding individual performance. Performance appraisal must 

be an ongoing activity that is performed out on a regular basis 

[11]. 

2.4.1. Motivation 
It refers to how well companies explain performance appraisal 

and seek employee commitment to it. To enable the interchange 

of development and performance requirements, performance 

appraisal should be participative in character. 

2.4.2. Capability in People Management 
It refers to the information, abilities, attitude, and behaviours that 

managers must possess in order to improve their workers' 

performance standards. Within the broad context of performance 

management, managers and workers should work collaboratively 

in the similar spirit. 

2.4.3. Measurement and Rewarding Behaviour 
It refers to the performance standards or measures that are used to 

assess individual performance as well as the overall system's 

organizational effectiveness, as well as how they are utilized to 

distribute incentives. 

2.4.4. Organization for Learning 
The degree to which companies can objectively reflect on and 

learn out of their own performance management expertise, 

building on what works and fine-tuning where needed. 

2.4.5. HR Professionals' Responsibilities 
The degree to which HR professionals show subject matter 

expertise: rely on applicable theory, available research and 

influence via leaders inside companies to concentrate attention on 

performance management elements that make a substantial 

impact in performance [12]. In order to assist managers and their 

workers in succeeding, human resource professionals should take 

a win-win strategy. 

2.4.6. Clarity of Purpose and Culture 
It refers to the degree to which a performance management 

strategy resonates with and is compatible with the wider culture 

of the company in which it is implemented. Fig. 1 illustrates 

the most important aspects of successful performance manageme

nt. 

 
Figure 1: Illustrates 

the most important aspects of successful performance  

managements [13] 

2.5. The Difference between Appraisal Types 
There are three main kinds of appraisals. We offer private or 

secret appraisals, open appraisals, and partly open and partially 

secret appraisals [14]. Many authors, on the other hand, defined 

two kinds of assessment: confidential and open appraisal [15]. 

2.5.1. Appraisal in the Open 
The appraisee's strengths and shortcomings, contributions and 

failures are revealed in an open assessment method, which are 

addressed with him or her during a performance counselling 

interview. The open evaluation technique will disclose and 

develop self consciousness, which is the act of providing insight 
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into one's own performance. It assists the employee in becoming 

more introspective and objective about himself and future 

planning, resulting in the establishment of an action plan for the 

next year in terms of setting goals, activities, and duties, among 

other things. It also helps the employee understand his main 

performance categories and the value he brings to the company. 

2.5.2. Appraisal that is Kept Private 
The person is not engaged in the evaluation process since the 

appraisal result is not conveyed to the person being evaluated at 

all. In other words, the person's strengths and flaws are kept 

hidden from him. Some supervisors and managers engaged in 

performance appraisals, neglect periodic counselling after an 

event has occurred. 

2.5.3. Appraisal that is Both Semi-open and Semi-

secret 
This is an assessment method in which the performance 

evaluation technique is made public at first and then made private 

afterwards. For example, if an appraiser is requested to complete 

an appraisal form, and the superior evaluates the subordinate and 

returns his rating to the subordinate to sign, the subordinate will 

not learn anything about his ultimate performance result after 

signing. In certain instances, the subordinate is given a form to fill 

out and then gets no more contact after completing and returning 

the form. 

2.6. Performance 

Appraisal Influencing Factors 

2.6.1. The Structure of the Company 
In a flexible framework, initiative, drive, and invention flourish 

best. In a strict framework, these characteristics are not 

encouraged. This is because the power to authorize innovation is 

frequently located many layers above the individuals who invent 

in this kind of organization. This is because the power to authorize 

innovation is frequently located many layers above the 

individuals who invent in this kind of organization. This causes 

the suggestion to move from person to person, robbing it its logic 

and comprehension before it reaches the final decision maker. A 

direct connection between the man of action and the authorizer is 

required[16]. 

2.6.2. Leadership in the Workplace 
The leadership style of a company's senior executives should be 

investigated.[17] The character of top-level leadership affects, to 

a great degree, staff loyalty and dedication to the organization's 

objectives. 

2.6.3. Constraints Imposed by the Environment 
There are many environmental limitations that may be beyond a 

worker's control, and it would be unfair to judge his performance 

without taking this into account[18]. 

2.6.4. Subsystem Interdependence 
Because every organization is a large system with many 

interdependent subsystems, the success or failure of any one of 

them must be understood in the context of all the other systems to 

which it is linked. The low quality of purchases made by the 

buying department, for example, may be the cause of the 

manufacturing department's bad output, or the problem could be 

at a higher level subsystem where the production and purchase 

departments' planning is done[19]. 

2.7. Organizational Benefits of an Effective 

Appraisal System 
Below are the few organizational benefits of an effective appraisal 

system. Further, the appraiser’s and appraisee’s both perspectives 

are also listed [20]. 

• Employees have a stronger feeling of belonging and loyalty. 

• Organizational goals and values are effectively 

communicated. 

• Long-term perspectives and training development 

• Managers can improve their ability to utilize their leadership 

abilities and grow their employees. 

• Ideas for improvement are identified. 

• Improved overall perspective of each member of a group's 

work. 

The appraiser's perspective: 

• Tasks and opportunities for improvement are identified. 

• Opportunity to grow and get a better understanding of 

particular occupations. 

• Possibility of reprioritizing goals. 

• Job satisfaction and a feeling of personal worth have 

improved. 

• Opportunity to explain the team leader's expectations of them. 

• Possibility of tying team and individual goals together. 

The appraisee's perspective: 

• Working connections with the management have improved. 

• Increased awareness of one's own worth. 

• Opportunity to talk about work issues and how to solve them. 

• Clear knowledge of what is expected of you and what you 

must do to fulfil those expectations. 

• Boost employee motivation and work satisfaction. 

• Opportunity to share goals and any necessary advice, support, 

or training to achieve them. 

2.8. Performance Appraisal Approaches 

2.8.1. Systems with Broad Descriptive Capabilities 
They vary from personality-based systems in the kind of 

descriptive word they employ [21]. They often contain 

characteristics such as behaviours of ostensibly excellent 

managers, organizers, aircraft, controllers, motivators, delegates, 

communicators, and so on. Such a system, like the personality 

base system, might be helpful if each term's meaning was 

carefully defined in relation to real outcomes. 

2.8.2. Systems that are Based on a Person's 

Personality 
The evaluation form in such systems consists of a list of 

personality characteristics that are assumed important in the 

occupations of the people being evaluated[22]. Most search lists 

included characteristics like initiative, drive, intellect, 

inventiveness, creativity, loyalty, and trustworthiness. 

2.8.3. Systems that are Focused on the End Result 
These evaluation methods are closely linked to the work [23]. At 

the outset of each work assessment period, they ask the manager 

and subordinate to sit down and establish the work to be done in 

all areas of responsibility and functions, as well as the particular 

performance criteria to be utilized in each area [24]. 
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2.8.4. System for Describing a Person's Behaviour 
Such systems include comprehensive job analyses and job 

descriptions, as well as explicit declarations of the actual 

behaviour that successful workers are expected to exhibit. 

3. CONCLUSION 
Organizations use performance evaluation systems to assess the 

efficacy and efficiency of their workers [25 ]. Because 

each person approaches their job differently, a performance 

appraisal system is required. Employee performance, 

communicating expectations, evaluating employee potential, and 

employee counselling are all improved through performance 

appraisal. As a result, we may infer that there are many 

performance assessment methods. It's impossible to claim one 

method is superior to another since it depends on the kind and size 

of the company. Each method has its own set of advantages and 

disadvantages. Performance evaluation systems must be 

successful in increasing or maintaining employee performance; 

otherwise, the effort and money spent developing and 

implementing them would be wasted. 
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