
 

9 X October 2021

https://doi.org/10.22214/ijraset.2021.38673



International Journal for Research in Applied Science & Engineering Technology (IJRASET) 

                                                                                           ISSN: 2321-9653; IC Value: 45.98; SJ Impact Factor: 7.429 

                                                                                                                Volume 9 Issue X Oct 2021- Available at www.ijraset.com 

     

 
1705 © IJRASET: All Rights are Reserved 

Performance Appraisal 

Sheema Dwivedi
1
, Dr Arun Jadoun

2
, Dr Savita Dwivedi

3 

1, 2, 3
Research Scholar Monad University Hapur 

Abstract: The term Performance evaluation alludes to the customary audit of a representative's work execution and in general 

commitment to an organization. Otherwise called a yearly audit, execution survey or assessment, or worker examination, a 

presentation examination assesses a representative's abilities, accomplishments, and development, or deficiency in that 

department. Organizations use execution evaluations to give representatives higher perspective criticism on their work and to 

legitimize pay increments and rewards, just as end choices. They can be directed at some random time yet will in general be 

yearly, semi-yearly, or quarterly. 
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I. INTRODUCTION 

Appraising the presentation of people, gathering and associations is a typical act, all things considered. The exhibition evaluation 

might be organized and officially authorized, in others, they might be casual and necessary piece of day-by-day exercises. 
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Trends in Performance Appraisal 

          Item  Former emphasis  Present emphasis  

Terminology  Merit rating Performance appraisal  

Purpose  Determine wage increase, 

promotion, transfer, layoff   

Development of the individual improve 

job performance  

Application  For rank-and-file workers  For managerial and technical  

personnel 

Factor rated  Personal traits  Performance, result or accomplishments. 

Techniques  Rating scales with emphasis upon 

scores.  

Mutual goal setting, critical incidents, 

group appraisal. 

Post appraisal interview Superior communicates rating to 

the subordinate and seeks to have 

the employee accept the 

Superior stimulates employee to analyses 

himself and set down goals with the help 

and counsel of the superior. 

     

II. MEANING AND DEFINITION 

Which means: Performance Appraisal is a technique for assessing the conduct of representatives in the work spot, regularly 

including both the quantitative and subjective parts of occupation execution.  

Definition  

1) "I t is the methodical assessment of the person regarding his work or her exhibition at work and their potential for 

advancement."  

2) "Execution Appraisal is a formal, organized procedure for estimating and assessing a workers' work-related conduct and results 

to find how and why the representative is as of now performing at work and how the representative can perform all the more 

viably in the future with the goal that the worker, association, and society all advantage."  

 

A. Characteristics of Performance Appraisal  

1) Performance Appraisal is an interaction.  

2) It is an orderly assessment of a worker's qualities and shortcomings.  

3) It is a logical (or objective) study.  

4) It is a going or persistent cycle.  

5) Main intention is to get data fundamental for settling on even-handed and restorative choices on representatives.  

 

B. Objectives of Performance Appraisal  

1) To give criticism to workers so they come to know where they stand and can further develop their work execution.  

2) To give a legitimate information base to work force choices, similar to arrangements, pay, increases, move, discipline, and so 

on  

3) To analyse the strength and shortcomings, so that further preparing can be arranged.  

4) To give instructing, directing, profession arranging and inspiration to subordinates.  

5) To foster positive prevalent subordinate relationship.  

6) To work with research in faculty the executives.  

7) To test the adequacy of enlistment, determination, position and acceptance programs. 

 

C. Performance Appraisal is a Process  

1) Stage 1: Establishing Performance Standards.  

2) Stage 2: Communicating the Standard.  

3) Stage 3: Measuring the Performance.  

4) Stage 4: Comparing the Actual with The Standard.  

5) Step 5: Discussing the Appraisal.  

6) Step 6: Taking Corrective Actions.  
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D. Uses of Performance Appriasal  

1) Provides important data for work force choices. 

2) Helps to pass judgment on the viability of enlistment, determination, arrangement and direction, and so on  

3) Useful in dissecting preparing and advancement needs.  

4) Helps in further developing execution through fitting criticism.  

5) Facilitates human asset arranging.  

6) Promotes a positive workplace.  

7) Competitive soul is made and representatives are roused.  

8) Helps to foster certainty among representatives.  

 

E. Problems In Performance Appriasal  

1) Errors in Rating (Halo Effects, Stereotyping, Central Tendency, Constant Error, Personal Bias, Spill Over Effects)  

2) Lack of Reliability.  

3) Incompetence.  

4) Negative Approach.  

5) Multiple Objectives.  

6) Resistance.  

7) Lack of Knowledge.  

 

F. Solutions  

1) Mutual Trust.  

2) Clear Objectives.  

3) Standardization.  

4) Training.  

5) Job Relatedness.  

6) Documentation.  

7) Feedback Participation.  

8) Individual Differences.  

9) Post Appraisal Interview.  

10) Review and Appeal.  

 

G. Essentials of a Good Appraisal System  

1) Easy to comprehend and regulate.  

2) Open to participative – include the representatives in objective setting process and give criticism.  

3) Valid and Reliable.  

4) Built on impetus – award ought to follow good execution.  

5) Contain a subsequent system for recognizing representative's development needs.  

6) Periodically looked into and refreshed.  

7) Established with the help of all line individuals who direct the framework. 



 


