
 

      

International Journal of Advances in Engineering and Management (IJAEM) 

Volume 5, Issue 1 Jan. 2023,   pp: 1162-1166 www.ijaem.net    ISSN: 2395-5252 

 

 

 

 

DOI: 10.35629/5252-050111621166     |Impact Factorvalue 6.18| ISO 9001: 2008 Certified Journal     Page 1162 

A Study of Impact of Performance 

Appraisal of the Employees in It Sector 
 

Vanshika Chauhan, Gurdeep K.S, Dr. Rinki Mishra 

Student, MBA-HRM (4
TH

 Semester), Faculty of Management Studies,  Parul University 

Student, MBA-HRM (4
TH

 Semester), Faculty of Management Studies,  Parul University 

(Asst. Prof) Parul Institute of Management & Research, Parul University 

AT & P.O. Limda, Waghodia, Vadodara- 391760 

Gujarat, India 

 

----------------------------------------------------------------------------------------------------------------------------- --------- 

Date of Submission: 25-01-2023                                                                          Date of Acceptance: 05-02-2023 

----------------------------------------------------------------------------------------------------------------------------- ---------- 

ABSTRACT 

The performance appraisal is one of the most 

important components of human resource 

management because it influences important 

choices that are essential to a range of human 

resource activities and outcomes. The goal of this 

essay is to look into the relationship between 

employee engagement and opinions about how fair 

performance reviews are. Business leaders are 

aware that having a team that performs well in 

current economy with its unpredictable cycles is 

essential for growth and survival. Positive 

workplace resources like performance evaluation, 

autonomy, professional development opportunities, 

task variety, welfare, and support from line 

managers, coworkers, and senior management are 

all related to higher levels of employee 

engagement. These resources might function as 

effective engagement boosters. According to the 

research, there is a lot of potential for using this 

connection to improve corporate operations, but it 

takes a lot of work and attention from senior 

management. 

Key Words: Performance appraisal, Employee 

engagement, Performance management. 

 

I. INTRODUCTION 
A formal technique called performance 

appraisal assesses how well a worker performs. 

The appraisal measures abilities and feats with a 

respectable degree of regularity and precision. It 

offers a means of assisting with performance 

improvement and aiding in the advancement of 

one's career. However, it shouldn't be viewed as the 

supervisor's exclusive means of contact. 

Throughout the year, keep the lines of 

communication open to foster productive working 

relationships. The process of evaluating an 

employee's performance and advancement on a 

specific task for his future development is known 

as performance evaluation, and it primarily consists 

of formal procedures. 

Every employee is entitled to a thorough 

and comprehensive evaluation. The ability of the 

employee to respond to constructive criticism and 

cooperate with the manager to achieve future 

objectives, as well as the supervisor's ability to 

conduct an objective and constructive appraisal, are 

both necessary for the process to be successful. 

Performance in an organisational setting depends 

on setting work criteria, choosing employees who 

are capable of carrying out organisational tasks, 

inspiring and training them to advance their skills, 

and preparing them for more responsibility. 

The measurement and enhancement of 

actual performance as well as the employee's 

potential for the future are the main objectives of 

performance reviews. The purpose of this annual 

exercise is to help employees understand their 

responsibilities, objectives, expectations, and 

performance success. It is carried out by a 

supervisor for their subordinates. Both 

administrative and developmental goals can be 

achieved through performance evaluation. It is an 

effective technique for assessing, enhancing, and 

calibrating an employee's talents. In order to 

improve performance, identify an employee's 

strengths and weaknesses, and prepare for future 

training and development needs, performance 

appraisals serve a developmental purpose. The goal 

is to make the employee's behaviour at work better. 

 

Definition Of Performance Appraisal 

Dale S. Beach, "Performance appraisal is 

systematic evaluation of the individual with respect 

to his or her performance on the job and his or her 

potential for development". 
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Randall S. Schuler, "Performance 

appraisal is a formal, structured system of 

measuring and evaluating an employee’s job, 

related behavior and outcomes to discover how and 

why the employee is presently performing on the 

job and how the employee can perform more 

effectively in the future so that the employee, 

organization, and society all benefit." 

Heyel, "It is the process of evaluating the 

performance and qualifications of the employees in 

terms of the requirements of the job for which he is 

employed, for purposes of administration including 

placement, selection for promotions, providing 

financial rewards and other actions which require 

differential treatment among the members of a 

group as distinguished from actions affecting all 

members equally." 

Dale Yoder, ''Performance appraisal 

includes all formal procedures used to evaluated 

personalities and contributions and potentials of 

group members in a working organization. It is a 

continuous process to secure information necessary 

for making correct and objective decisions on 

employees. “Performance appraisal from employee 

point of view - "A performance appraisal is meant 

to help employees realize their strengths and 

shortcomings and receive a compensation 

accordingly." 

Slabbert and Swanepoel “Performance 

appraisal is a formal and systematic process using 

which the relevant strengths and weaknesses of the 

employees are identified, measured, recorded, and 

developed.” 

Spriegel “Performance appraisal is the 

process of evaluating the employee’s performance 

on the job in terms of requirements of the job.” 

Edwin. B. Flippo “Performance appraisal 

is the systematic, periodic, and an impartial rating 

of an employee’s excellence. In matters about his 

present job and his potential for a better job.” 

 

II. LITERATURE REVIEW 
Peter R. Scholtes (1993)The study 

compares overall quality or performance 

evaluations as its foundation. The author argues 

that TQM and performance evaluation are 

incompatible. Systematic thinking, understanding 

of variation, customer awareness, and teamwork A 

review of the literature on performance evaluation 

methods and techniques PJAEE, 18(8) (2021) 

TQM calls for a 4281 appreciation, improvement 

methodology mastery, and an understanding of the 

process of self-motivation and learning. The very 

demands of TQM are hindered by performance 

evaluation. To benefit the customer, TQM demands 

that we understand, regulate, and enhance 

processes. The purpose of performance reviews is 

to make sure that a person's actions are under 

control to the boss's satisfaction. Managers must 

pick one of the two strategies; they cannot use 

both. 

Mark R. Edwards, (1996)discussed how 

improved internal and external customer service 

results from intelligence received from numerous 

sources. Also noted is the fact that a multi-source 

assessment or 360-degree feedback improves the 

quality of the information, offers detailed 

performance feedback, and identifies opportunities 

for improvement. uses data gathered from the 

experiences of numerous businesses that have used 

multi-source assessment to back up these claims. 

suggests that this kind of marketing research, 

which is personalised for each person, encourages 

behaviour change and performance improvement. 

Notes that providing accurate information is 

essential for improving performance and customer 

service, emphasising the power of 360-degree 

feedback to do so. 

Deborah F. Boice, Brian H. Kleiner, 

(1997), said that efficient performance evaluation 

methods helps in developing a motivated and 

devoted staff. To be successful, they need senior 

management's backing to demonstrate their 

commitment and translate organizational goals and 

objectives into tailored, employee-specific goals. 

explains a framework for the implementation of 

performance appraisal, focusing on the necessity of 

suitable training for managers, raters, and 

employees, a system for the regular review of 

performance, accurate record keeping, a clearly 

defined measurement system, and a multiple rater 

group to conduct the appraisal. 

According to Hayes and Clark, managers 

in many manufacturing organisations lack the 

necessary metrics for evaluating factory-level 

performance or for comparing overall performance 

across facilities. They can, of course, utilise the 

conventional cost-accounting data, but frequently 

these figures do not provide them with the 

information they require. Even the best data do not 

accurately reflect the significant contributions that 

managers may make by driving organisational 

change and clearing up systemic uncertainty.. 

VSP Rao (2007)Given three methods, his 

employer will evaluate performance reviews in 

comparison to: 1) absolute standards 2) 

Comparable standards three) Goals. He claims that 

the effectiveness with which employees complete a 

particular set of tasks that are necessary for the 

performance of their employment is the basis for 

employee evaluation. In addition to sound 

technique, a successful performance appraisal 



 

      

International Journal of Advances in Engineering and Management (IJAEM) 

Volume 5, Issue 1 Jan. 2023,   pp: 1162-1166 www.ijaem.net    ISSN: 2395-5252 

 

 

 

 

DOI: 10.35629/5252-050111621166     |Impact Factorvalue 6.18| ISO 9001: 2008 Certified Journal     Page 1164 

system also needs to have unwavering criteria, 

metrics, and ratings. 

Rohan Sing and Madhumita Mahanty 

(2013)conducted a comparison of performance 

appraisal techniques in the manufacturing and 

service sectors with the goal of determining 

whether these practises are related to employee 

performance or not. They surveyed 500 participants 

from various organizations for their study. The data 

were evaluated using a 5-point Likert scale. They 

discovered in their study that there was a strong 

correlation between employee performance reviews 

and job performance, and they made the argument 

that employees needed to understand how they fit 

into the company. They also believed that periodic 

reviews ensured that employees focused on 

performance improvement. 

 

RESEARCH METHODOLOGY  

Qualitative and Quantitative research aim 

to explore the relationship between employee 

productivity and mental health how it is related to 

work-life balance and how it impacts employee 

productivity and mental health. The major focus of 

the design is to collect primary data on the 

employee who is working in companies. The data 

collection is both primary and secondary, which 

was. obtained from qualitative research papers and 

the internet. The evaluation of the data is done to 

understand the relationship between work-life 

balance and its impact onemployee productivity 

and mental health, which can apply to provide 

better work-life balance and can help companies to 

perform better in the future. 

 

OBJECTIVES OF STUDY 

The main objective of performance 

appraisals is to measure and improve the 

performance of employees and increase their future 

potential and value to the company. Other 

objectives include providing feedback, improving 

communication, understanding training needs, 

clarifying roles and responsibilities and 

determining how to allocate rewards. 

 To determine the extent at which effective 

performance appraisal can enhance 

productivity in order to reduce poor 

performance in organization. 

 To determine the efficiency of human resource 

performance appraisal in organizational 

growth. 

 To ascertain that performance appraisal have 

any significant impact on organizational 

profitability. 

 

LIMITATION OF THE STUDY 

The officers are very co-operative but they 

are too busy to give us time to get knowledge about 

practiced activities. Moreover, they have to deal in 

a competitive environment based on money related 

activities. We have to prepare this report alone. 

Every task has some limitation. I faced some usual 

constraints during the course of my comprehensive 

project. These are follow:  

Short term time: we have to complete this 

comprehensive report within a shorter period of 

time. So the time constraint of the study hindering 

the course of vast area and time for preparing a 

report within the mentioned time is really difficult.  

Busy working environment: the officials had 

some times unable to provide information because 

of their huge routine work.  

Inadequate data: some desired information could 

not be collected due to confidentially of business. 

This report did not cover all the foundation of 

human resources. 

 

DATA ANALYSIS 

Research Design: Descriptive 

Research Tool: Questionnaire 

Sample Size: 80 Employees 

Sampling Technique: Random sampling Analytical 

Tool: Graphical Method 

 

III. RESULT 
Interpretation: Multiple-choice questions, 

or MCQ. Are the most commonly used method for 

measuring performance appraisal. The questions 

are very specific. The participant is given a scale on 

which he can rate himself based on the value, level 

of competency, and convenience at work. This is 

the result of a survey questionnaire on performance 

appraisal which is conducted by us and this type of 

responses we get. 

 

Gender 

 
 

27%

73%

Female

Male
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Interpretation:the above mentioned graph 

mention that the organization refers that it has male 

ratio of 73% and female ratio of 27% 

 

What is the objective of performance appraisal? 

 
 

Interpretation: the above mentioned graph 

mention that in the organization 44% of people 

refers that the objective of the performance 

appraisal is to assessing the training and 

development needs and 34% of people refers that 

performance appraisal is done for promotion and 

17% of people refers that performance appraisal is 

done for pay rise and 5% of people refers others 

reasons for performance appraisal. 

 

Which method of performance appraisal is 

implemented in the organization? 

 
Interpretation: the above mentioned graph 

mention that in the organization 50% of people 

refers that the performance appraisal is done by 

grading method and 27% of people refers that 

performance appraisal is done by merit basis and 

23% of people refers that performance appraisal is 

done by others methods. 

 

 

Do you receive any increment in your salary 

after performance Appraisal? 

 
 

Interpretation: the above mentioned graph 

mention that in the organization 78% of people 

refers that they get increment in salary after 

performance appraisal is done and 22% of people 

refers that they are not getting any increment in 

their salary after  performance appraisal is done. 

 

When performance appraisal is done in the 

organization? 

 
 

Interpretation: the above mentioned graph 

mention that in the organization 31% of people 

refers that the performance appraisal is done on 

monthly basis and 25% of people refers that 

performance appraisal is done on quarterly basis 

and 24% of people refers that performance 

appraisal is done on semi annually basis and 20% 

of people refers that performance appraisal is done 

on yearly basis. 

 

IV. CONCLUSIONS 
After reading through the many articles 

and research papers, it is clear that the study's 

primary goal is to analyse the various motivational 

and performance rating strategies and determine 

44%

5%17%

34%

Assessing 
training and 
development 
needs

Others

Pay rise

Promotion

50%

27%

23%

Grading

Merit

Others

22%

78%

No

Yes

31%

25%

24%

20% Monthly

Quartely

Semi 
annually
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how effective they are. According to the HR 

manager of the company's interview, numerous 

performance analysis tools are in use. The multi-

rater/360-degree system, the behaviorally anchored 

rating scale, and the graphical rating scale are some 

of these. In conclusion, a performance evaluation is 

a crucial component of any organisation and an 

excellent instrument for tracking production.Every 

employee must be involved in the process of 

setting goals and objectives for their organisation. 

Additionally, completing a performance review 

will raise staff morale and productivity. A 

management can let the staff know how 

successfully they are carrying out their 

responsibilities by giving them an appraisal. We 

can occasionally become preoccupied with our 

work and fail to recognise everything that the firm 

does to support its employees. Your labour is being 

acknowledged, whether the reward is a subpar 

employee meal or a straightforward thank you note. 

Additionally, workers should be grateful for any 

employment they may have because the business 

did not have to recruit them. 
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