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INFLUENCE OF PERFORMANCE APPRAISAL MANAGEMENT ON EMPLOYEES’ PRODUCTIVITY: A CASE 
STUDY ON INDIAN PROFESSIONALS 

 

PRADEEP PANDA 
GM – FINANCE & COMPANY SECRETARY & RESEARCH SCHOLAR 

LG ELECTRONICS INDIA PVT. LTD. 
GREATER NOIDA 

 
Dr. ADARSH ARORA 

ASSOCIATE PROFESSOR 
AMITY COLLEGE OF COMMERCE & FINANCE 

AMITY UNIVERSITY CAMPUS 
NOIDA 

 
ABSTRACT 

This research paper helps to understand the influence of performance appraisal on the productivity of the Indian professionals. Performance appraisal helps to 
evaluate the performance of an employee and thus improves their motivation, engagement, and productivity of employees. Employee engagement or productivity 
is a significant theme that gained consideration from HR experts and specialists in the recent times who call engagement as an eminent driver of organizational 
goal. Assorted definitions of the construct subsist in its theoretical foundations. This generates criticalities for measuring and its use when executing and rating 
strategies aimed at employee productivity. To depict this problem, our paper examines the current approaches to define and measure employee productivity and 
suggests a path forward towards a consensus as to its meaning and measurement. Performance appraisal is a regular look on the employees’ performance and 
their overall contribution to a company. Representative commitment is significant for the accomplishment of authoritative destinations or objectives, and that 
profitability and exhibitions of associations are upgraded through the instrumentality of connected workforce, Performance examination framework is a huge 
segment that can empower associations accomplish worker proficiency. This examination shows an applied model, meaning a positive association between execu-
tion assessment purposes and laborers commitment. It shows an exhaustive audit of writing, this paper advocates that presentation evaluation positively affects 
worker duty, and that associations require to perceive how various workforces are influenced by various components of execution examination as this would 
encourage achievement of vital results, just as adequacy and commitment. The initial segment of the investigation is viewed as legitimate and observational, and 
in this manner can be tried further through assortment and examination of pertinent information by future analysts. The reason of this research paper is to find 
relations between PA fairness and employee productivity.  
 

KEYWORDS  
performance appraisal, satisfaction, influence, employee’s productivity. 
 

JEL CODES 
J24, J33. 
 

1. INTRODUCTION 
t the moment we are living in a time of globalization, where change is guaranteed, and the administration of human investment is imperative for the 
accomplishment of an organization. As the firms encounter enormous competitions, they have recognized the significance of making their workforces 
completely connected with their occupation and the organizations. The fundamental objective of every business organization is to achieve its goals or 

objectives. There is a need to concentrate on performance assessment in order to achieve this. PA not only has a positive influence on the organization staff ‘s 
performance (Bargozzi, 1980), but could also have a negative impact if poorly designed. Performance appraisal is directly linked to every business organization's 
success.  
It is one of the most important instruments for motivating employees to work actively, effectively as well as effectively. Every employee in an organization is 
assigned certain roles and duties to play a role in the overall success of the organization. Performance appraisal helps to assess the performance of an employee 
and thus improves their motivation, engagement, and productivity of employees. In PA performance of employees is assessed by a supervisor or some form of 
judge who, through a set of measures, determines the performance of an employee, attaches a grade or rating to the assessment and then normally notifies the 
employee of his or her overall result. 
Moreover, Performance evaluation is the most critical strategies of human resource management (HRM)and it has been revealed that the effective performance 
evaluation system is the effect of an important part of the effectiveness of employee’s management of an organization in this regard, this paper looks into the 
effects of performance evaluation purposes on the commitment level of employees. Performance appraisal is essential because it helps to make sure that the 
employees will easily understand the system of the organization and managers will effectively put it into action. In particular, the appraisal system is established to 
support decisions on wage and salary increments, transfers, promotions, as well as to effectively communicate for assessment by reviewing their progress. Per-
formance appraisal results are also used to discuss the personnel performance as well as progress in relation to objectives. In distinguishing efficient performers 
from inefficient performers, the PA method used must be sensitive. 
In terms of the success and overall direction of an organization, employee performance plays an important role. Therefore, PA plays an important in the success 
of a business nowadays. Today, organizations use performance evaluation to increase efficiency as well as employee effectiveness at the place of work. Manage-
ment is able to identify the need to motivate, set objectives and goals, train employees and provide performance feedback through performance appraisal.  
Human Resource managers are responsible for maintaining a sound system for performance assessment. in order to achieve the necessary performance by per-
formance assessment, the level of skills, knowledge and skills available to enhance the total productivity of employees must be used efficiently by the organization. 
in general, performance evaluation is now regarded as a critical management method. It assists management in setting goals, selecting and training the appropriate 
staff, and therefore leads to the achievement of the specified goal. It creates acceptable performance levels, and retain workers long enough to Identify any 
discrepancies between real and expected results. 
According to a study it is important to provide employees with proper, performance-based feedback. It is widely recognized that providing employees with feed-
back is a valuable concept that can encourage and allow self-development and thus can be important for the organization as a whole. 
Each organization's output depends on how much as well as how well an employee's performance is assessed and evaluated. Moreover, appraisal procedure 
influences the productivity of employees, under fair working conditions. In this study we are concerned with the impact performance appraisal has on productivity 
of employees in the Indian Pvt. Sector. 
  

A 
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1.1 MANAGEMENT BY OBJECTIVES 
The aim is to improve an organization's performance by clearly defining the goals agreed by both management as well as employees. When employees have a say 
in goal setting as well as action plans, it promotes employee engagement and it also enables communication between management and employees, also 
it aligns goals across the organization. Employees are judged by their results at the end of the review period (quarterly or half-yearly, or annual). Success is re-
warded with promotion or a wage increase, while failure can result in transfer or further training  
1.2 360 DEGREE FEEDBACK 
360 Degree Feedback is an arrangement or process in which feedback is provided to employees from anonymous people. they can be their colleagues, managers 
etc. This tool helps employees recognize their strengths as well as weaknesses and become more efficient. 
1.3 ASSESSMENT CENTRE METHOD 
This method allows staff to get a good overview of how others observe them and the influence it has on their performance. The main benefit of this method is 
that it will not only evaluate an individual's existing performance, but also anticipate their future job performance. 
1.4 BEHAVIORALLY ANCHORED RATING SCALE(BARS) 
To determine the hidden potential of staff, psychological assessments come in handy. This technique focuses on determining the future performance of an em-
ployee rather than their previous work. These assessments are used to analyze seven key components of the performance of an employee, such as, intellectual 
characteristics, leadership abilities, personality characteristics, interpersonal abilities, cognitive abilities, emotional quotient, and other abilities 
1.5 HUMAN RESOURCE (COST) ACCOUNTING METHOD 
The method of HRA analyzes the performance of an employee via the monetary benefits it provides to the company.  
 

2. LITERATURE REVIEW 
TABLE 1 

S. 
No 

Author Year Name of the jour-
nal publisher 

Title Abstract objectives Major argument and meth-
odology 

Findings 

1 V.Karth
ikeyani 

2020 International Jour-
nal of Innovative 
Research in Tech-
nology 

The Effect of Per-
formance Ap-
praisal on Em-
ployee Motivation 
and Productivity 

The focus of this study is 
to discover the impact of 
Performance assessment 
on the performance of 
employees and 
it also examines how mo-
tivation influences the re-
lationship between per-
formance appraisal and 
productivity of employees 

To analyze as 
well as explore 
the connection 
between 
Performance 
appraisal and 
encouragement 

The PA acts as a motivational 
tool 
for a worker in order to im-
prove his productivity. The 
performance appraisal of an 
employee can serve as an in-
centive to enhance his 
productivity.  
 
Methodology: both primary 
as well as secondary data is 
used for the study. Personal 
interview was conducted for 
this purpose. 

It is concluded in 
the study that 
there is a relation 
between PA sys-
tem and motiva-
tion. Performance 
at work can be im-
proved with the 
help of perfor-
mance appraisal 
system. Evaluation 
of performance at 
regular intervals 
can lead to the 
motivation of em-
ployees. 

2 Nyatsa
nga 

2019  An assessment of 
the impact of per-
formance manage-
ment on employee 
productivity. 

 The aim of the study was 
to evaluate the impact 
performance manage-
ment has on the em-
ployee’s productivity at 
the Public Works Ministry 

The paper is 
guided by three 
goals: to assess 
the impact PA 
has on the 
productivity of 
employees, to 
evaluate the re-
ward system's 
effectiveness on 
employee 
productivity 
and to analyze 
the effect per-
formance feed-
back has on em-
ployee produc-
tivity 

Methodology: random sam-
pling technique is used in 
this. Questionnaires as well 
as face to face interviews 
was held to collect the data. 
SPSS was used for data anal-
ysis. 

The results of the 
performance as-
sessment sug-
gested that the as-
sessment led to 
improved produc-
tivity in the em-
ployee’s perfor-
mance. The results 
also indicated that 
the chances of it 
being repeated are 
high when good 
performance is 
recognized and re-
warded and em-
ployees can also be 
rewarded in order 
to meet desired 
targets. 

3 P. He-
mala-
tha 

2019 A Journal of Com-
position Theory 

Effectiveness of 
Performance Ap-
praisal on Em-
ployee Productiv-
ity in Sail, Salem 

PA is important for meas-
uring the performance of 
the workforce and also to 
ensure progress towards 
the achievement of the 
desired objectives as well 
as targets of the organiza-
tion. the analysis investi-
gates the impact of 
PA in SAIL, Salem, on em-
ployee productivity. 
 

 study the im-
pact of perfor-
mance appraisal 
on the produc-
tivity of em-
ployee in SAIL, 
Salem. 

PA is a system to determine 
how well workers perform 
their work, is necessary to 
communicate that infor-
mation to them in order to 
improve their performance. 
 
Methodology: primary as 
well as secondary data was 
used in this. 140 respondents 
were interviewed. For sec-
ondary data company rec-
ords were gone through for 
that. 

For employees to 
work better job 
satisfaction, em-
ployee retention 
etc needs to be ad-
dressed. It is possi-
ble to modify and 
monitor the PA 
system on a regu-
lar basis in order to 
encourage opti-
mistic feedback 
from the staff. 
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4 Adedo-
tun 
Onashil
e  

2017 Seinajoki univer-
sity of applied sci-
ences. 

Impact of perfor-
mance appraisal 
on employee 
productivity 

Studies have suggested 
employee’s dissatisfac-
tion towards their ap-
praisal system which has 
impacted their perfor-
mance. This paper talks 
about the impact that 
performance appraisal 
has on one’s productivity 
in an organization. 

The objective of 
this paper is to 
find the impact 
of performance 
appraisal on 
employee 
productivity in 
Uniliver Nigeria 
PLC and then 
providing rec-
ommendations 
on how to im-
prove their ap-
praisal system. 

The paper talks about the ab-
sence of appraisal policies 
which has resulted in exploi-
tation of employees by their 
employers. Therefore, per-
formance system is used to 
find the limitations of both 
the employer as well as em-
ployee. Methodology: a 
quantitative survey was con-
ducted involving 33 employ-
ees to find out the impact 
that performance appraisal 
has on employee productiv-
ity. 

The finding tells us 
that performance 
appraisal helps to 
assess the behav-
iour, attitude, etc 
of the employee 
towards the organ-
ization. The study 
helped to find out 
the the current 
state of the ap-
praisal system in 
uniliver Nigeria 
PLC. 

5 Akinbo
wale, 
Jinabha
i, 
Louren
s 

2013 Mediterranean 
journal of social 
sciences 

The influence per-
formance ap-
praisal policy has 
on employee per-
formance: a case 
study of guaranty 
trust bank in Nige-
ria 

The paper focusses how 
the performance ap-
praisal policy has an Im-
pact on employee’s per-
formance in guaranty 
trust bank in Nigeria. The 
feedback reports received 
has also improved the 
employee performance. 

The aim in this 
study was to 
find out the 
overall effec-
tiveness of the 
performance 
appraisal policy 
in guaranty 
trust bank and 
also to find out 
the extent to 
which the 
bank’s perfor-
mance appraisal 
policy has con-
tributed to em-
ployee perfor-
mance 

PA is a method by which the 
performance of employees is 
evaluated in terms of quan-
tity, cost, time as well as 
quality. Performance ap-
praisal helps to find the suit-
ability for further training or 
promotion. The appraisal 
policy can have an effect on 
employee’s motivation and 
their satisfaction levels. Its 
existence helps the em-
ployee know that the organi-
zation is interested in their 
performance and develop-
ment, 
 
Methodology: a question-
naire was made and the tar-
get respondents were 150. 
The data was analyzed 
through SPSS.  

It was revealed 
that the participa-
tion of employees 
in the appraisal 
system eas quite 
high which re-
sulted in job satis-
faction and im-
proved employee 
performance. 
Many respondents 
preferred perfor-
mance appraisal 
policy to be used 
for career pathing. 

6 Pearce 
and 
Porter 

2015 Journal of applied 
psychology 

Employee re-
sponse to formal 
performance ap-
praisal feedback 

The study hypothesized 
that employee’s attitude 
towards the performance 
appraisal system and or-
ganizational commitment 
can decrease for those 
who receive low ratings. 
Similarly, those receiving 
higher ratings their atti-
tude towards perfor-
mance appraisal and or-
ganizational commitment 
can increase. 

To investigate 
the response of 
employees to-
wards perfor-
mance appraisal 
feedback. 

Performance appraisal pro-
vides a full performance-
based feedback to the em-
ployees. In this performance 
appraisal system was intro-
duced in 2 companies. 
 
Methodology: data was ob-
tained from a random sam-
ple. Ratings was provided for 
a year 

The findings sug-
gested that there 
was a negative 
feedback from 
those who re-
ceived low ratings 
and a positive 
feedback from 
those who re-
ceived higher rat-
ings. 

7 Singh 
and 
Rana 

2015 International Jour-
nal of Science and 
Research 

The Impact of Per-
formance Ap-
praisal on Organi-
zational Commit-
ment of Bank Em-
ployees 

The study investigates the 
impact performance ap-
praisal has on organiza-
tional commitment of 
employees from a public 
sector bank in Uttarak-
hand. Performance based 
payment practices and 
fairness in appraisal help 
in predicting the organiza-
tional commitment of the 
bank employees. 

To investigate 
the impact of 
performance 
appraisal has on 
organizational 
commitment of 
employees from 
a public sector 
bank in Uttarak-
hand.  

This study was conducted to 
bridge the research gap 
which was that very few 
studies had been conducted 
which predicted the impact 
of performance appraisal on 
commitment of bank em-
ployees. 
 
Methodology: a sample of 
172 bank employees of 10 
public sector banks was 
taken from 2 districts of Utta-
rakhand. 

The study con-
cludes that there is 
a significant im-
pact of perfor-
mance appraisal 
on the organiza-
tional commit-
ment of the bank 
employees. There-
fore, appraisal 
practices should 
be adopted by all 
these banks in or-
der to raise the 
commitment level 
of the employees 
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8 ROSMI
ZA BT 
AHMA
D 

2015  Relationship Be-
tween Perfor-
mance Appraisal 
and Employee En-
gagement Among 
Administrative 
Staff 

the researcher conducted 
a study on University 
Utara Malaysia (UUM), a 
public university in Malay-
sia. In addition, this 
study also takes into ac-
count the level of em-
ployee engagement 
among employees in 
UUM and also does per-
formance appraisal sys-
tem has an impact on em-
ployee engagement  

To identify the 
relationship be-
tween perfor-
mance appraisal 
and employee 
satisfaction 
among adminis-
trative employ-
ees 

Methodology: 400 question-
naires distributed to the ad-
ministrative staff of UUM. 
Pearson Correlation analysis 
was used. 

this research says 
that it is important 
for organizations 
to ensure perfor-
mance evaluation 
is undertaken in an 
effective manner 
since it is part 
of one of the key 
human resource 
areas which may 
also contribute to 
high employee en-
gagement among 
the employees of 
that organization. 

9 Dr.A 
Sel-
varasu 

2014 International jour-
nal of managerial 
studies amd re-
search 

A Study about the 
Impact on Perfor-
mance Appraisal 
on Employee’s En-
gagement in An 
Organization. 

It is said that having a 
high-performance work-
force is quite essential for 
growth as well as survival  

Measure en-
gagement and 
its impact on fi-
nancial results 

Organisation effectively pro-
mote employee commit-
ment and moral than those 
association who don’t en-
courage employee engage-
ment by performance crite-
ria and rewarding them. It 
was found that incentives, 
pay offs and Quality of lead-
ers on engagement which 
had potent connection with 
efficient engaging and moti-
vating workers in the organi-
zation. Employees opinion 
surveys helped in nurturing 
high levels of employee com-
mitment and motivation; this 
was good for organizations 
where workers opinion were 
put in use to bring about 
change. The performance 
appraisal concerns with what 
is expected from the employ-
ees in order to achieve the 
company’s goal. It’s an op-
portunity to review findings, 
generate feedback on how 
goals were obtained and 
confirm expectations. The 
good supervisors understand 
and they don’t wait for sur-
vey to shape what employ-
ees do. For them engage-
ment is not an once-a-year 
importance, and they equal-
ize with the purpose of 
achieving the goal while 
maintain a healthy level. 
 
Methodology: survey 

The study con-
cludes that reward 
structures, pro-
gram etc. influence 
employee engage-
ment which in turn 
has a positive ef-
fect on the fi-
nances of the com-
pany. 

10 Malik 
Shahar-
yar 

2014 Journal of Re-
sources Develop-
ment and Manage-
ment 

Impact of Perfor-
mance Appraisal 
on Employee Per-
formance 

PA has become one of the 
most critical and powerful 
methods that can help an 
organization to achieve its 
objectives by improving 
the efficiency as well as 
effectiveness of the work-
ers. PA allows manage-
ment to recognize the dif-
ference between desired 
and real performance of 
the employees. if any sort 
of deficiency arises it can 
be improved with train-
ing. 

The objective of 
this case study 
is to show the 
importance of 
performance 
assessment in 
the 
Companies as 
well as the 
world of busi-
ness.  
 

The performance of the 
workforce is quite 
essential that the Depart-
ment of Human Resources' 
ultimate objective is to 
achieve sustainable improve-
ment in 
the performance of employ-
ees that they are given train-
ing, rewards etc. 

It is concluded that 
a certain bench-
mark should be 
kept for the em-
ployees. The gap 
between actual as 
well as the bench-
mark performance 
may be due to 
some lack of 
knowledge of em-
ployees, 
Skills or attitude in 
the workplace to-
wards the assigned 
job 
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11 Omuse
be, Ga-
briel, 
Doug-
las 

2013 International jour-
nal of innovative 
research and de-
velopment 

Effects of Perfor-
mance Appraisal 
on Employee 
Productivity: A 
Case Study of 
Mumias Sugar 
Company Limited 

The study investigates the 
effect performance ap-
praisal has on employee 
productivity in Mumias 
Sugar Company Limited. 

To study the im-
pact of perfor-
mance appraisal 
on service qual-
ity and cus-
tomer satisfac-
tion. 

Primary data was obtained 
through questionnaires and 
interviews. Also, secondary 
data was collected from the 
hr. department 

The study con-
cluded that there 
was a positive cor-
relation between 
PA and service 
quality. Therefore, 
if PA is conducted 
well in an organiza-
tion then there are 
chances that the 
service quality will 
improve. Also, 
there was a posi-
tive relation be-
tween the two var-
iable PA and cus-
tomer satisfaction 
too. 

12 Liza 
Estino 
Daoani
s 

2012 International Jour-
nal of Economics 
and Management 
Sciences 

Performance ap-
praisal system: It’s 
Implication to Em-
ployee Perfor-
mance 

PA helps to analyze and 
evaluate the contribution 
as well as the perfor-
mance of an individual 
against organizational 
goals in order to identify 
individual strengths as 
well as opportunities in 
order to imply further im-
provements. The study 
evaluates the perfor-
mance appraisal system 
of Nass Construction 
Company and the impact 
it has on employee per-
formance. 

The study evalu-
ates the perfor-
mance appraisal 
system of Nass 
Construction 
Company and 
the impact it 
has on em-
ployee perfor-
mance in terms 
of responsibili-
ties, skills as 
well as commit-
ments. 

The success for any organiza-
tion depends on the quality 
as well as the characteristics 
of its employees. Employees 
are known to be the heart of 
the company. 
 
Methodology: qualitative as 
well as quantitative research 
was conducted. 55 respond-
ents were selected for this 
process. Financial records of 
the company were also 
checked for this process. Fi-
nally, spss was used. 

The study suggests 
that improvement 
in the appraisal 
system is required 
by giving certain 
motivational bene-
fits to the employ-
ees 

13 Todd 
Grubb 

2007 Journal of Human 
Resource Educa-
tion 

Performance Ap-
praisal Reap-
praised: It’s Not All 
Positive 

It is usually carried out 
with good intentions to 
monitor and enhance the 
efficiency of 
Individual personnel, and 
contribute to improved 
overall organizational 
performance, efficiency, 
and productivity. Sadly, 
it's an exercise in futility. 

It examines why 
formal perfor-
mance manage-
ment and per-
formance pay 
fail to meet 
their goals 
As elements of 
the perfor-
mance improve-
ment program 
of an organiza-
tion, and why 
they are 
It should be re-
pealed. 

PA shows that in order to 
achieve benefits, individuals 
can change. In order to ob-
tain more money, praise or a 
success, they may want to 
correct their performance. 
The belief that peoples want 
to be bribed and held hos-
tage is acknowledged. It ne-
glects 
The influence of intrinsic mo-
tivation, the theory that indi-
viduals essentially want to 
feel good 
They want to learn, develop 
and master their craft, which 
typically often includes 
learning about themselves. 
This implies winning the con-
fidence of their colleagues 
too. Extrinsic motivation cre-
ated by performance pay can 
reduce and decrease intrinsic 
motivation. 
Intrigue, doing the work it-
self 

In this paper 
they’ve concluded 
that performance 
evaluation is ra-
ther desirable. But 
in fact, usually, it 
does 
It does not deliver 
the planned and 
anticipated out-
comes and many 
workers hate it 
even  
Managers too. In-
deed, this paper 
presents proof 
that performance 
assessment can 
decrease effi-
ciency, satisfac-
tion, and commit-
ment of employ-
ees. it's a general-
ized, costly, inef-
fective workout. 
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14 Jose-
phine 
Wan-
gari 
Kihama 

2019 International Aca-
demic Journal of 
Human Resource 
and Business Ad-
ministration 

Performance Ap-
praisal Feedback 
and Employee 
Productivity in Wa-
ter and Sewerage 
Companies In 
Kiambu County, 
Kenya 

This study sought to iden-
tify 
The impact performance 
evaluation system has on 
water and employee 
productivity 
within Kiambu County, 
sewerage companies in 
Kenya 

To identify the 
impact of ap-
praisal feedback 
on employee 
productivity of 
sewerage com-
panies within 
Kiambu 
County,  

Productivity is the final out-
come of an organization’s 
production process. In an as-
sociation,  
Management is responsible 
for motivating their staff at 
all levels to elevate their lev-
els of production, which 
helps to determine an organ-
ization's overall success.  
 
Methodology: a stratified 
sampling technique is used. 
Questionnaire was used for 
the same. 

Appraisal feedback 
was given by their 
managers to em-
ployees. It was 
found by the or-
ganization that 
compared to criti-
cism, positive and 
adequate feed-
back on perfor-
mance is easy to 
share. It's revealed 
that in proving the 
execution of du-
ties, feedback was 
not adequate and 
employees were-
n't interested in 
discussing their 
success with other 
individuals. 

15 Brad 
Shuck 

2010  Employee Engage-
ment and HRD: A 
Seminal Review of 
the Foundations 
 

This a first exact research 
to recommend commit-
ment as an indicator vari-
able for the aim to turno-
ver develop. Likewise 
gives proof that commit-
ment may not be an indi-
cator of the result varia-
ble optional exertion, a 
well-established belief. 
There is space for further 
advancement of commit-
ment hypothesis in the 
HRD scene; be that as it 
may, the functional rami-
fications of creating or up-
grading representative 
commitment in the work-
ing environment appears 
to be very clear 

To find the his-
torical develop-
ment in engage-
ment of em-
ployees 

Surviving writing checked on 
all through this article fea-
tures the kinds of builds rep-
resentative commitment has 
announced associations with 
just as the fundamental 
framework in which commit-
ment is constructed. The 
idea anyway stays in a condi-
tion of advancement. Follow-
ing stages for commitment 
hypothesis and the idea of 
representative commitment 
depend entirely on the head-
ing of developing exploration 
and the 12 eagerness of HRD 
scientists and experts to 
team up as accomplices just 
as the capacity to think past 
customary HRD limits, as rec-
ommended by researchers 
(Reio, 2009). As prove by this 
survey of writing, there exists 
a distinction, maybe a few 
separates, between the 
scholarly way to deal with 
worker commitment and the 
viable application and utility 
of the exploration. This 
doesn't anyway anticipate 
the eventual fate of the idea. 
Interestingly, this article has 
tried to recognize regions of 
distinction and shared trait, 
shortcoming and quality, just 
as inquiries for researchers 
and experts to consider for 
future system building 

As a network of re-
searchers, we 
should build up the 
mental fortitude to 
lead and assemble 
theoretical scaf-
folds that associ-
ate different net-
works of research 
and hypothesis in-
corporating with 
energetic, rising 
structures on 
which to manufac-
ture our future. 
The idea of worker 
commitment is 
power experts 
which impact the 
world. 
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16 Kahn 1990 International jour-
nal of innovative 
research and de-
velopment 

Manage Employee 
Engagement to 
Manage Perfor-
mance 

 It is acknowledged that 
employee engagement 
has many different as-
pects in the organisation 
i.e. cognitive, emotional, 
and behavioral states. 
The employee engage-
ment was defined how 
psychological and physi-
cal experiences of work/ 
job, shape the process of 
occurring or not occurring 
during trade perfor-
mances 

Should engage-
ment be there 
psychologically 
as well as physi-
cally when em-
ployees per-
form a role in 
the organisa-
tion 

Author defines employee en-
gagement as “the equalising 
of organization members’ 
selves to their work roles; in 
engagement, people work 
and express themselves 
while role performing”. The 
cognitive facet affect em-
ployees’ norms and values 
about the association, their 
superiors and working envi-
ronments. The emotional 
purview of employees feels 
about each of these three 
factors and whether they 
possess either a positive or 
negative outlook towards 
the organisation and its su-
periors. The physical aspect 
means the physical zeal and 
energy of the employees to 
attain their tasks to achieve 
the goals of the organisation. 
 
Methodology 
Research is of empirical type. 
Information was gathered 
from 16 counselors, 9 men 
and 7 women, average age of 
25.5 years. Method used are 
qualitative: observation, 
analysis of documents and 
very deep interview 

It is was also 
acknowledged that 
employee engage-
ment has many dif-
ferent aspects in 
the organisation 
ie. cognitive, emo-
tional, and behav-
ioral states. The 
employee engage-
ment was defined 
how psychological 
and physical expe-
riences of work/ 
job, shape the pro-
cess of occurring 
or not occurring 
during trade per-
formances. One of 
the first challenges 
showed is that 
there is no good 
definition of em-
ployee commit-
ment which can be 
used universally. 

 

3. STATEMENT OF PROBLEM 
Human Resource managers are responsible for maintaining a sound system for performance assessment. in order to achieve the necessary performance by per-
formance assessment, the level of skills, knowledge and skills available to enhance the total productivity of employees must be used efficiently by the organization. 
in general, performance evaluation is now regarded as a critical management method. It assists management in setting goals, selecting and training the appropriate 
staff, and therefore leads to the achievement of the specified goal. It creates acceptable performance levels, and retain workers long enough to Identify any 
discrepancies between real and expected results. 
According to a study it is important to provide employees with proper, performance-based feedback. It is widely recognized that providing employees with feed-
back is a valuable concept that can encourage and allow self-development and thus can be important for the organization as a whole. 
Each organization's output depends on how much as well as how well an employee's performance is assessed and evaluated. Moreover, appraisal procedure 
influences the productivity of employees, under fair working conditions. In this study we are concerned with the impact performance appraisal has on productivity 
of employees in the Indian Pvt. Sector. 
 

4. OBJECTIVES OF THE RESEARCH  
1. To study the relationship between performance appraisal and employee productivity on Indian professionals with the help of secondary data (research 

papers etc.). 
2. To understand the effect gender of the respondents has on their satisfaction with performance ratings. 
3. To understand the effect of occupational sector of the respondents on the motivation level. 
 

5. RESEARCH METHODOLOGY 
For the purpose of research both primary as well as secondary data was needed. 
5.1 Primary data: questionnaire was prepared because it is an easy way to collect information from the people. Sometimes it can be difficult because of the 
responses that we receive. 
Sample size: 120 respondents 
Target: Indian professionals  
Tool: Regression is applied to know about the impact age and the organizational sector has on employee satisfaction. 
Likert scale  
It is one of the classic approaches for scaling responses in a survey. the Likert scale is a five and sometimes seven-point scale which is used to allow the individual 
to express how much they agree or disagree with a particular statement. It is named after the inventor “Renis Likert” who was a psychologist. When a respondent 
responds to a Likert scale questionnaire, he/she specifies his/her level of agreement or disagreement. 
Its format is as follows 
1. Agree 
2. Neutral 
3. Disagree 
This scale helps to measure a positive or negative response of the respondent. 
Afterwards an analysis was made which means arranging the raw data to draw an interpretation. In questionnaire analysis usually is done in the form of pie charts. 
Afterwards interpretation is then something that helps to draw the outcome of the analysis. 
5.2 Secondary data: The data was collected through previous research papers, websites, books, magazines, newspaper etc. It is a data that is collected by someone 
else. I’ve also used secondary research data in my literature review and introduction as well.  
Afterwards an analysis will be made which means arranging the raw data to draw an interpretation. In questionnaire analysis usually is done in the form of pie 
charts. 
Afterwards interpretation is then something that helps to draw the outcome of the analysis.  
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6. DATA ANALYSIS 
CHART 6.1 

 
Out of the 120 respondents 61(50.8%) were male and 59 (49.2%) were women. Earlier Indian women were expected to take of their household after getting 
married and were not expected to work outside. But from the graph we can see times have changed and they have broken all stereotypes proving that they can 
multitask. 

CHART 6.2 

 
Among the respondents who’ve taken part in my survey 62 respondents are employed in the private sector and 58 respondents are employed in the government 
sector.  

CHART 6.3 

 
In the above graph 60 respondents are junior staff, 35 respondents are senior staff, 23 are management staff and the rest are others. 
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CHART 6.4 

 
49 respondents are under the age group 18-30 years,52 respondents are under the age group 31-45 years and the rest are 45 years and above. 

 
CHART 6.5 

 
12 of my respondents are higher secondary level qualified, 72 of them are graduates and 36 of them are post graduates. 

 
CHART 6.6 

 
In the above graph only 65% respondents are aware about the PA system in their organization while rest aren’t. 
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CHART 6.7 

 
42.4% of the respondents think that the PA system in their organization is relevant while 22.5% don’t think that it is relevant. 

 
CHART 6.8 

 
34.2% respondents are happy with the way they are being evaluated as well as ranked in the organization while 39.2% respondents are satisfied and dissatisfied 
at the same time. 

CHART 6.9 

 
40.8% respondents are satisfied with their appraisers whereas 31.7% respondents are satisfied and dissatisfied at the same time. 27.5% respondents are com-
pletely dissatisfied with their appraisers. 
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CHART 6.10 

 
39% of the respondents think that performance can be affected if PA is removed from the organization and only 26.3% respondents disagree to the fact that 
performance will be affected if PA is removed from their organization. 

CHART 6.11 
 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

47.5% 
believe that PA system helps to motivate the employees whereas only 16.7% disagree that PA plays a role in motivating the employees. 

 
CHART 6.12 

 
40.8% respondents agree that PA system helps to identify the issues that are related to performance in order to improve the productivity level. 
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CHART 6.13 

 
34.2% respondents agree that PA has an impact on their performance and 29.2% believe that PA has no impact on their performance. 36.7 % respondents have a 
neutral opinion regarding this. 
 

CHART 6.14 

 
34.2% are satisfied by the way they are being evaluated in their organization whereas 26.7% respondents are dissatisfied by the way they are being evaluated. 
 

CHART 6.15 

 
34.2% feel that they are being awarded according to their performance whereas 24.2% feel that they aren’t being rewarded according to their performance. 
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CHART 6.16 

 
42.5% respondents are satisfied with their job and 30.8% are dissatisfied with their jobs. 
 

CHART 6.17 

 
47.5% have a sense of belongingness with the organization and 24.2% don’t. 

 
CHART 6.18 
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Satisfaction with performance ratings is a dependent factor as its dependence upon the gender of the respondents. 
 

TABLE 2: SUMMARY OUTPUT 

Regression Statistics 

Multiple R 0.271957        

R Square 0.073961        

Adjusted R Square 0.066046        

Standard Error 0.795565        

Observations 120        

         

ANOVA 

  df SS MS F Significance F    

Regression 1 5.91438 5.91438 9.344547 0.002772    

Residual 118 74.05201 0.632923      

Total 119 79.96639          

         

  Coefficients Standard Error t Stat P-value Lower 95% Upper 95% Lower 95.0% Upper 95.0% 

Intercept 1.176936 0.228945 5.140703 1.11E-06 0.723523 1.630349 0.723523 1.630349 

2 0.446015 0.145905 3.056885 0.27716 0.157058 0.734972 0.157058 0.734972 

The variability in the first table shows that the value of satisfaction is due to several factors out of which 7.39% is contributed by gender. The strength of the 
relationship is not strong between satisfaction level and gender. 
As we can see in the second table the result is insignificant as far as statistics is concerned as p value is more than the significance level 
 
Motivation due to PA system is a dependent factor as its dependence upon the occupational sector of the respondents. 
 

TABLE 3: SUMMARY OUTPUT 

Regression Statistics 

Multiple R 0.168259        

R Square 0.061963        

Adjusted R Square 0.043962        

Standard Error 0.883501        

Observations 120        

         

ANOVA 

  df SS MS F Significance F    

Regression 1 7.021244886 7.021244886 8.994979834 0.003313541    

Residual 118 90.54655172 0.780573722      

Total 119 97.56779661          

         

  Coefficients Standard Error t Stat P-value Lower 95% Upper 95% Lower 95.0% Upper 95.0% 

Intercept 1.162069 0.255922675 4.540703414 1.37976E-05 0.65518186 1.66895607 0.65518186 1.6689561 

sector 0.487931 0.162689058 2.999163189 0.003313541 0.165704856 0.81015721 0.16570486 0.8101572 

         

The variability in the first table shows that the value of satisfaction is due to several factors out of which 6.19% is contributed by gender. The strength of the 
relationship is not strong between motivation due to PA and occupational sector. 
As we can see in the second table the result is insignificant as far as statistics is concerned as p value is more than the significance level. 
 

FINDINGS, IMPLICATIONS AND FUTURE RESEARCH DIRECTION 
The research shows how performance appraisal effects the productivity of employees. The findings according to certain researchers are as follows: 

 There is a relation between PA system and motivation. Performance at work can be improved with the help of PA system. Assessment of performance at 
regular intervals can lead to the motivation of employees. 

 That the assessment led to improved productivity in the employee’s performance. The results also indicated that the chances of productivity being repeated 
are high when good performance is recognized as well as rewarded and employees can also be rewarded when they meet the desired targets. 

 PA even helps to assess the behavior as well as attitude of the employee towards the organization that they are working in 

 When employees participate in the PA system of their organization then it usually results in job satisfaction as well as improved employee performance. 
Many respondents preferred PA policy to be used for career pathing as well. 

 Organizational commitment of employees decreases to a level who receive negative feedback and low rating from their appraisers, similarly organizational 
commitment of employees increases to a level who receive positive feedback and high rating from their appraisers. 

 Organizations should ensure that performance assessment is undertaken effectively since it is an important part of human resource areas which also con-
tributes to high employee engagement among the employees of that organization. 

 Reward and programs etc. influence employee engagement to a level which in turn has a positive influence on the finances of the company. 

 If PA is conducted in a proper manner in an organization then there are chances that the service quality provided by the employees will improve. The study 
suggested that there is a positive correlation between PA and the service quality which will eventually lead to higher customer satisfaction. Therefore, there 
is a positive effect between PA and customer satisfaction. 

 The findings from the research papers that we referred to showed how PA has an effect on the satisfaction and also the motivation level of employees due 
to which their productivity level is affected. Most of the research papers that were reviewed showed a positive impact between performance appraisal and 
employee productivity. There were quite few papers probably one or two papers that showed the negative impact performance appraisal has on employee 
productivity. 

 In the above data analysis, we have tried to find out whether Satisfaction with performance ratings is dependent upon the gender of the respondents. The 
results stated that the strength of the relationship is not strong between satisfaction level and gender. 

 Further we have tried to find out whether Motivation due to PA system is dependent upon the occupational sector of the respondents. The results stated 
that here also the strength of the relationship is not strong between motivation level and the organizational sector.  
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 As seen in the research paper only 120 respondents were taken due to which we may not be able to get the desired results as 120 respondents is nothing 
compared to the population which is in billions. So, the future researcher can take up more respondents in order to reach a generalized result. He/she can 
also try to apply some other tools such as correlation and also can use some other software if they are not comfortable with excel so that they can have a 
clear view of the difference that occurs in the result. Due to the restriction for the number of words to be used it was difficult to include everything, so the 
future researcher must take care of this from the very beginning. 
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