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Abstract 

Performance appraisal is used in organizations for a variety of purposes. However, little a research has 

been conducted to determine the extent to which performance appraisal is used for each of several 

purposes in industry. Performance appraisal is Systematic and objective way of judging the relative worth 

or judging the value, excellence, qualities or status of some object, person or thing                           

individually and collectively, it is a part of all the other staffing process, i.e. requirement, Selection, 

placement and indoctrination. Thus performance management is a managerial function for planning, 

managing, improving, appraising and rewarding ones performance. 

Many companies use ratings committees to evaluate employees. These consist of supervisors, peers and 

subordinates. Everyone on the committee is a person who is able to intelligently evaluate some aspect of 

the employee’s performance. 

1.Introduction 

The ability to use appraisal to develop and 

motivate employees is a core management skill. 

Regular, constructive feedback on performance 

is vital if staff is to build on their strengths, 

achieve their full potential, and make the 

maximum contribution to their organization. 

Appraising staff equips you with all skills and 

techniques you need to conduct successful 

appraisals. It clearly explains the key aims and 

benefits of the appraisal process, and leads you 

step-by-step through the preparation, 

management, and follow-up of the appraisal 

interview. The section is packed with advice to 

help you encourage open discussion, interpret 

body language, build confidence, deal with 

performance problems, and more. 

     During and after world war-1, the systematic 

performance appraisal was quite prominent. 

Credit goes to Walter dill Scott for systematic 

performance appraisal technique of man to man 

rating system (or merit rating). It was used for 

evaluating military officers. Industrial concern 

also used this system during 1920 and 1940’s for 

evaluating hourly paid workers. However with 

the increase of training and management 

development programs from 1950’s 

management started adopting performance 
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appraisal for evaluating technical, skilled, 

professional and managerial personnel as a part 

of training and managerial development 

programs. With this evolutionary process, the 

term merit rating and been charged into 

employee appraisal or performance appraisal. 

This is not mere change in the term but a change 

in the scope of the activity as the emphasis of 

merit rating was limited to personnel traits, 

whereas performance appraisal covers result, 

accomplishment and performance. Therefore 

performance appraisal enables employee to get 

incentive treatment according to their potential, 

sincerity and capabilities. They get motivated by 

which, performance appraisal benefits not only 

employee but also the management in the form 

of greater productive efficiency.  

2. Objective of the study 

 To find out the different appraisal 

systems followed by Sumega 

Technologies. 

 To identify the criteria and measures 

adopted to evaluate employee 

performance 

 To study whether the employees are 

satisfied with the present performance 

appraisal system. 

 To find out who appraises the 

employees. 

3. Need of the project: 

The purpose of performance management is to 

help and encourage everyone to raise their 

performance, develop their abilities, increase job 

satisfaction and achieve their full potential on 

desire level skill set of an individual to the 

benefit of the individual and the organization as 

a whole.  

Performance appraisal is the one of the most 

important way by which an organization can 

understand its employees and evaluate their 

desiring skill set to perform a specific task. A 

good employee appraisal system helps an 

organization to understand its human capital 

needs and its weakness. It also highlights an 

individual’s weakness and strength. With the 

help of different appraisal technique an 

organization can achieve the organizational 

objectives, individual objectives and also mutual 

objectives. 

4.Research Methodology 

To achieve the objective of research, a planned 

and strategic descriptive investigation is carried 

out. Descriptive study is helpful to know the 

proportion of people in the given population 

who have behaved in a particular manner 

making projection of a certain things or 

determining the relationship between two or 

more variables. Descriptive study tends to be 

rigid and its approach cannot be changed every 

now care should be taken only in the initial 

stages of planning and research otherwise data 

collected with the study a training programs 

conducted for the employees in the organization. 

Data sources: 

http://jespublication.com/


 

Vol 10, Issue 9, Sept / 2019  

ISSN NO: 0377-9254                                  

  

 

www.jespublication.com 
Page No:171 

 

 

  

 

 

Data is collected from primary and secondary 

sources. Collection of the data is primary aspect 

in the research process. Data which is collected 

for the purpose of research helps in proper 

analysis to develop findings which are help full 

to conduct research effectively. The data source 

which is very important in the collection of data 

is both primary and secondary. 

Primary data: 

The data that is collected through administrating 

the questionnaire by direct contact and also 

involved in personal discussions to obtain the 

sides of the information. 

 Secondary data: 

This data collected from records, manuals and 

broachers, maintained by the personal 

department 

5.REVIEW OF LITERATURE 

 Fletcher C, Performance appraisal 

and management, November 4, 2001: 

Performance appraisal has widened as a concept 

and as a set of practices and in the form of 

performance management has become part of a 

more strategic approach to integrating HR 

activities and business policies. As a result of 

this, the research on the subject has moved 

beyond the limited confines of measurement 

issues and accuracy of performance ratings and 

has begun to focus more of social and 

motivational aspects of appraisal. This article 

identifies and discusses a number of themes and 

trends that together make up the developing 

research agenda for this field. It breaks these 

down in terms of the nature of appraisal and the 

context in which it operates. The former is 

considered in terms of contemporary thinking on 

the content of appraisal (contextual 

performance, goal orientation and self 

awareness) and the process of appraisal 

(appraiser–appraisee interaction, and multi-

source feedback). The discussion of the context 

of appraisal concentrates on cultural differences 

and the impact of new technology.  

      Gregory H. Dobbins, Performance 

Appraisal as Effective Management or 

Deadly Management Disease, 1990: 

Understanding person and system sources of 

work variation is
 
fundamental to performance 

appraisal. Two divergent perspectives
 
on this 

issue, the traditional human resource 

management view
 

and the statistical process 

control view (Deming, 1986), are
 
contrasted. 

Two studies are reported that investigate two 

specific
 
questions that arise from a broader view 

of the appraisal process.
 
Results indicate that 

managers and subordinates believe that
 
typical 

poor performance has different causes and that 

actual
 
productivity levels far outweigh person or 

system sources of
 

performance variance in 

appraisal judgments.  

 Gregory H. Dobbins, A Contingency 

Approach to Appraisal Satisfaction, 1990: 

The present study explored the moderating 

effects of organizational
 

variables on the 
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appraisal characteristic-appraisal satisfaction
 

relationship. Analyses indicated that the 

appraisal characteristics
 

of action plans, 

frequency, and rater training were more 

positively
 
related to appraisal satisfaction when 

subordinates experienced
 
role conflict, were not 

closely monitored, and supervisors had
 
a large 

span of control. The results provide substantial 

support
 
for conceptualizing appraisal satisfaction 

as a contingent function
 

of both appraisal 

characteristics and organizational variables.
 

Implications of the findings for the design of 

appraisal systems,
 
appraisal effectiveness, and 

future research are discussed.
 

 Taylor Cox, Differential Performance 

Appraisal Criteria, 1986 : Performance 

appraisal ratings of 125 first-level managers 

were
 
analyzed to investigate the degree to which 

the criteria used
 

to evaluate the overall job 

performance of black managers differs
 
from that 

used to evaluate white managers. The 

performance appraisal
 
form included items that 

measured both the social behavior dimen
 
sion 

and task/goal accomplishment dimension of job 

performance.
 

The appraisal ratings of both 

groups on each dimension were
 
correlated with 

measures of overall job performance and promot
 

ability. Results indicated that social behavior 

factors are
 

more highly correlated with the 

overall job performance of black
 
ratees than for 

white ratees. Implications of these results
 
for 

both black managers and organizations are 

discussed.
 
 

 David A. Waldman, Predictors of 

Employee Preferences for Multirater and 

Group-Based Performance Appraisal, 1997: 

This study conceptualizes and measures user 

preferences for
 
360-degree appraisals and group-

level performance management
 
(PM). Users are 

defined as either recipients of PM processes
 
or 

those whose job it is to administer the process. 

Aspects
 
of individual users, their work design, 

and current appraisal
 

context were used to 

predict preferences. Two studies were conducted
 

involving data collection in a large Canadian 

telecommunications
 

conglomerate and a 

department of the Canadian government, 

respectively.
 

Predictors explained significant 

amounts of variance in user
 

preferences, 

especially those pertaining to group-level PM.
 

Practical implications are suggested with regard 

to collecting
 

and using user preferences. In 

addition, suggestions for future
 

research are 

offered concerning the need to examine a broad
 

range of users in different organizational settings 

and to measure
 
actual system design features and 

their effectiveness. 

Dennis W. Organ, A Restatement of the 

Satisfaction-Performance Hypothesis, 1988: 

This article reviews recent evidence in support 

of Organ’s (1977)
 

argument that satisfaction 

more generally correlates with organizational
 

prosocial or citizenship-type behaviors than with 

traditional
 
productivity or in-role performance. 

An attempt is then made
 
to interpret just what it 

is in satisfaction measures that provides
 
this 
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correlation, leading to the suggestion that 

fairness cognitions
 
comprise the major factor. 

Implications of this interpretation
 
for theory, 

research, and management practice are offered. 

6.THEORETICAL FRAME WORK 

“WHO” THE APPRAISAL? 

The appraisal can be accomplished by one or 

more individuals involving a combination of 

immediate supervisor, other managers 

acquainted with the assesses work, a higher level 

manager, a personal manager, the assesses peers, 

the assesses himself and the assesses about 

ordinates. 

Usually the immediate supervisor must be 

entrusted with the task of rating the assesses 

because he is most familiar with his work and 

because he is also responsible for providing a 

feedback of performance appraisal to the sub 

ordinate. Because of these reasons, supervisor’s 

appraisal is relatively easy and also make sense. 

In such rating hierarchical control is maintained 

over the appraisal process.  

Sometimes self evaluation is also employed for 

evaluating performance. Self ratings emphasize 

human relations, while superiors focus on 

technical knowledge and initiative. 

But this approach had its disadvantages i.e., the 

individual may rate himself excessively high 

than it would be if I his superior rated him. 

Because of this fairly. For counseling and 

developing sub ordinates. They are not useful 

for madding salary and promotion decisions. 

Many companies use ratings committees to 

evaluate employees. These committees consist 

of supervisors, peers and subordinates. Everyone 

on the committee is a person who is able to 

intelligently evaluate some aspect of the 

employee’s performance. Many discrepancies in 

the ratings may occur (very strict or lenient 

ratings) when evaluations are by individuals. 

TOWARDS 360 APPRAISAL 

Probably the most significant development 

likely to influence the nature of performance 

appraisal in the future is the shift away from 

conventional appraisal Undertaken typically by 

the line managers towards the concept of 360-

degree appraisal the concept builds on multi 

appraisal and refers to a situation where 

appraisal data is collected “all around” an 

employee, from his or her manager, 

Subordinates, peers and customers. 

A numbers of factors are encouraging 

organizations to introduce or to seriously 

consider the introduction of 360 appraisals. 

 

 

 

 

 

http://jespublication.com/


 

Vol 10, Issue 9, Sept / 2019  

ISSN NO: 0377-9254                                  

  

 

www.jespublication.com 
Page No:174 

 

 

  

 

 

7. DATA ANALYSIS 

 

Awareness of the new performance appraisal 

system 

 

INTERPRETATION; 

From the above table it is inferred that 95% of 

the employees were strongly agreed that they 

were aware of the new performance appraisal 

system. Whereas 5% only agree. 

Opportunity for each appraise to know what 

is expected from them. 

8.Conclusion 

The major implications are to know the different 

appraisal systems adopted in the software 

industry and its level of effectiveness when 

implemented in the various organizations. From 

the research, certain suggestions could be 

arrived at with the help of available and relevant 

data. This in turn could enable one to understand 

the growth and development of a company and 

that of its employees. 

The common type of appraisal system is the 

open system and the management by objectives; 

some of the companies followed the 360-

feedback process. The point-based system of 

appraisal is also very popular among the 

software companies, with the 5-point scale being 

widely used. One of the companies followed 

personal interaction evaluation personal business 

commitment program. None of the companies 

followed one single system of appraisal. 

Performance appraisal is followed in most of the 

companies annually and half yearly while a less 

percentage follows the quarterly system. 
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S.NO Parameters No. Of. 

Respondents  

% Of 

Respondents 

1 Strongly 

agree 

89 77 

2  Agree 10 9 

3 Neither 

agree nor  

Disagree 

10 9 

4 Disagree 4 3 

5 Strongly 

disagree 

3 2 

 Total  116 100 
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