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ABSTRACT

Performance appraisal is a concept associated with Human Resource Management and by this
association one concept of the broader concept of management. Much work has examined
Performance appraisal practices from a critical stance and this paper provides a brief review with
reference to two banking organizations of India viz, SBI and J&K Bank. The concept of
performance appraisal is still emerging and finding space in both academic and practitioner
spheres. This paper is an attempt to do the empirical evaluation of performance appraisal by
applying some of the strands of critical thinking to performance appraisal practices and discourses.
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INTRODUCTION:

Performance appraisal system (PAS) is an important Human Resource Development (HRD) mechanism
designed and utilized for the all round development and growth of employees as well as organizations.
PAS is being used to evaluate whether employees at various levels perform their assigned jobs as per the
expectations of their supervisors & set standards. The information generated from such performance
appraisal programmes generally help the management to implement certain administrative and
developmental decisions regarding selection, placement, promotion, rewards training and termination.
Additionally, performance appraisal system provides management with information that helps in
identifying employees potentials giving suitable directions to administration decisions. Performance
appraisal is a key in the hands of people to reflect upon their own competencies and issues related to
their performance. The performance appraisal process enables building a resourceful organization
capable of solving its problems and attaining targeted business goals.

Performances appraisal system provides information to management about and employee’s performance
which can be used for succession plan by identifying people with potentialities. It helps the management
to take administrative decisions such as, pay increase, promotion, placement, transfer and lay off to help
supervisors know their subordinates and gives an opportunity to the subordinates to know where they
stand with the boss (Spriegel and Mumma, 1961 Rudrabsavaraj 1969; Levinson 1970; Monapa 1974
Caroll, 1982 Saiyadain, 1985; Mufeed 1995; Robberts, 1995; and Mufeed, 1998), Unfortunately, the
early development of appraisal systems relied on informal judgments of personality traits. These
personalities were difficult to measure objectively and supervisors tended to evaluate subjectively
according to their own preconceived biases, rating errors rampant, feed back wars viewed as punishment
by employees (Gomez Mejia, 1989). Attempt to improve ratings, to increase the extent to which they are
valid indicators of difference in performance, have proved extremely difficult. A major reason for this,
according to Carrol and Schiner (1990) and Landy and Farr (1983), is that very little is still known about
the cognitive processes that underlie the act of judging the performance of others. They argue that
improvements in performances appraisal rest on a better understanding of such processes, a view
supported by Denisi et al (1984), Feldman (1981) and Ilgen and Feldman (1983).

In the recent past, research studies witness that only few organizations are satisfied with their existing
performance appraisal systems and the dissatisfaction is greater enough. Research has also indicated that
quite often appraisal system practices are ill designed in most organizations (Thathachary 1981, Latham
& Wexley 1982 and Rao 1992). This is mainly due to the fact that existing system is not effective, reason
being the objective of this system are not spelled out nor made known to the employees. Many managers
view that PAS occupy too much of their productive time without adequate rewards, quite a few
organizations are in search of perfect performance appraisal system for their organizations to promote
and inculcate a performance culture among the employees. In the present research efforts will be made to
diagnose the factors involved for discontent among the employees at different levels about the operations
of PAS and to know the remedy for the same. The present piece of research is also an attempt to identity
the factors responsible at the employees and also at the organizational levels to make the appraisals more
acceptable, more effective, more workable and more palatable.

REVIEW OF LITERATURE:

Contemporary research reflects several themes, General models of job performance are being developed,
the performance domain is being expanded, research continues to explore the psychometric
characteristics of performance ratings, research is developing on potential bias in ratings, rater training
is examined, and research continues in terms of efforts to attach utility values to the rated performance.
Research studies state that research is progressing in traditional content areas as well as in the
exploration of new ground. Researchers are recognizing that job performance is more than just the
execution of specific tasks and that it involves a wider array of important organizational activities. There
is also an increased optimism regarding the use of supervisory ratings and recognition that such
‘subjective’ appraisal instruments do not automatically translate into rater error or bias.

There is no dearth of literature on the theoretical and conceptual aspects of performance appraisal system
as many researchers and authors have made significant contributions in this field. The streams of
research which are identifiable and which differ in their focus include:- (a)Historical treatment & context
(Landy & Farr; 1983,De Nisi 1997, Cascio 1995;Fletcher 1994, Cardy and Dobbins; 1994),(b)Definition
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of Job performance (Van Scotter 2000, Colemen& Borman; 2000, Rotundo & Sackett; 2002, Pugh 2001
and Fritzche 2000),(c)Those which focus on the rating scales & formats and rating methods (Harris et al;
1995 Yang et al; 1996, Boswell and Boudreau; 2002 Dinesh & Palmer 1998).

(d)Research which focus on the sources of appraisal (Drexler et al; 2001, Bracken, et al; 2001, Atwater
et al; 2002; Luthans & Peterson 2003; (e)Those whose focus is on rating errors (Henessey & Bernardin
2003; Austin & Bermardin 2002, Beatrice et al; 2004, London et at; 2004, Curtis et al. 2005, Oppler et al.
1992)

The categories discussed above provide a basis for the present study. Much research has been done to
measure perceptions of how well the individual components of the appraisal systems are working and
also to gauge perceptions of overall effectiveness of the performance appraisal system practices.
Through most of the performance appraisal systems aim to serve multiple objectives, however not much
of research exist to test the efficiency of such systems in achieving the multiple objectives. Several other
studies have highlighted the main purpose of performance appraisal and identification of training &
development needs, performance feedback (Spiegel & Mumma, 1961, Mayer & French, 1965, Barrel
1996, Latham & Wexley; 1982)

A review of the historical literature concerning personnel evaluation also shows a substantial gap
between research and practice in performance appraisal. This was most obvious in 1980s when many of
the studies in this area were conducted in the laboratory and focused on the cognitive processes in
appraisal and evaluation (Banks & Murphy 1985). After briefly referring to the literature available on
performance appraisal system, it is imperative to state that there are several gaps in the previous research
works relating to performance appraisal system. The past research studies are narrowly focused either on
process or on content of the performance appraisal systems and also were focused on appraisee reactions.
Few researchers have focused on the process variables only (Fulk et at. 1985; Russel and Goode, 1988;
Pooyan and Eberhardt 1989; Roberts 1995; Tziner and Murphy 1999; Lee & Shin 2000; Brown, 2005; &
Elicker 2006). Few studies have been focused on the developmental aspects only (Luthans & Peterson,
2003; Bard kuvaas, 2006 ;). in some of the studies independent variables have not been defined
(Greenberg, 1986, Giles and Mossholder, 1990; I..M Jawaher 2005). Few researchers have taken small
sample size which may not be the true representative of the population (Clayton & Ayres 1997; Tziner &
Murphy; 1999; Manisha Agarwal 2001, Tziner et al; 2001, Wang 2002). In some studies sample features
has not been defined (Mehta 1996; Henessey and Bernardin 2003).In some studies data has been
collected from the different firms making it impossible to control for the variability among these
organizations’ performance appraisal systems (Mufeed, 1999, Tziner et al, 2001; Sinclair and Zairi 1995).
Few of the past research studies are poorly designed or there is a lack of empirical work (Shagufta
Jabeen 1997; Krishnavani and Chandy 2003; Sayeed & Bhide 2003). In some research studies there has
been exclusion of variable (Dobbins, Cardy & Platz ,1990; Giles and Mossholder, 1990;Goodson &
McGee, 1991) .Some research studies have a single company approach which means that sample is not
the true representative of the population.Perceptual difference between appraisers and appraisees were
found to exist by some authors, which might lead to inappropriate inference and actions (Carson, Cardy
& Dobbins, 1991). In some of the studies little flexibility has been given to the respondents with respect
to the response format (Ebrahim Soltani, 2002).

As is evident, there is a little research which examines both the evaluative and developmental roles of
the performance appraisals which focuses on the design, process and outcome components of
performance appraisal systems and which examine the significance of the organizational context to the
design and implementation of performance appraisal system.

However in the present research work an attempt was made to cover all the related variables of all the
our categories of variables i.e.,(a) Design component (b) Process component (¢) outcome component and
(d) organizational content, and assess the appropriateness of the methods and sources of assessment. In
addition majority of studies have taken either only managers or clerical staff into consideration. The
studies have focused on the role of managers as appraisers only. But present study attempted to take
managers as well as clerical staff into consideration to see the perception of both the managerial and
clerical staff towards existing PAS practices in these banking organizations. Additionally an attempt was
made to consider the perception of managers both as appraisees as well as appaisers. Both the sample
study organizations taken for the present research study are the banking organizations keeping in view
the fact that if the organizations taken for the study are similar then the possibility of variability is very
less because more or less employees are assessed on the same variables. In the present study emphasis
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has been made not to ignore any aspect which would hinder to achieve the laid down research objectives.
Therefore the present study is an attempt to ascertain the perception reactions of both managers,
appraisers and appraisees and workers towards the existing performance appraisal systems in two sample
study organizations viz. State Bank of India (SBI) and Jammu & Kashmir (J&K) Bank Ltd.

SELECTION OF SAMPLE STUDY ORGANIZATION:

The selection of the study units i.e. the Jammu and Kashmir Bank Ltd and State bank of India (SBI) Ltd.
has been made on the basis of their being large and foremost banking organizations in this state. The
Jammu & Kashmir Bank (J&K Bank) Ltd is one of the oldest and biggest organizations. The J&K Bank
Ltd. has been ranked among the top the best banks of the country in the survey conducted by business
today -KPMG a leading international combine on banks and 5" among all the banks including foreign
banks press release (Dec. 10,2002) on the stock exchange the banks stock has been doing very well as
compared to other. The detailed description of J&K Bank and its operations has been given in chapter 4.
The State Bank of India is the largest bank in India in terms of profits, assets, deposits, branches &
Employees. It has a network of over 900 branches in India and 51 foreign offices in 32 countries. The
bank commands about one fifty of the total deposits and loans in all scheduled commercial banks in the
country. The available literature on PAS reveals that as far as India is concerned the term HRD was
introduced for the first time in the State Bank of India in (1972) though the term came into use only in
the early 70’s, it is believed that the concept of HRD has not been imported in India. It was the State
Bank of India which has introduced performance appraisal systems for the first time for their employees
which includes both managers and clerical staff.

Keeping in view the paramount significance of the aforesaid sample study banking organizations, large
in their size, nature of ownership, operations and control in the country in general and J&K state in
particular, it would be a learning experience to know the satisfaction level of employees with the
existing PAS of the aforesaid large banking organizations.. It was found that there is an interest among
employees to have a well -designed and result- oriented performance appraisal system to be free from
biases and prejudices. However it may be mentioned that some amount of dissatisfaction among
employees has been seen regarding the existing performance appraisal system in the recent past years.

OBJECTIVES OF THE PRESENT STUDY:

In the light of the domain for research identified so far, the following objectives have been set for
the present study:
1) to see the satisfaction level of employees, towards the existing performance appraisal system in the
sample study organizations viz. SBl & J&K Bank Ltd.
2) to find out the factors that are responsible for the dissatisfaction of managers towards PAS in the
respective organizations

HYPOTHESIS:

In view of the above stated objectives, and the existing review of literature available on PAS and its
effectiveness, the following hypothesis has been laid down for the present study purpose:

On the basis of past research evidence, and pilot study conducted, it is hypothesized that the level of
satisfaction of employees with the existing performance appraisal system of sample study organizations
is far from satisfactory.

RESEARCH METHODOLOGY:

In order to elicit the required information from the employees of sample study organizations regarding
their overall satisfaction with the HRD mechanism namely PAS in the respective organizations was
collected by framing a systematic and pre-tested questionnaire. The study involved a questionnaire
survey of managers at appraiser and appraisee level and of clerical staff. All the questionnaires contained
various questions in each set relevant to important dimensions of perceived characteristics of appraisal
system in terms of Design, Process, Outcome variables and Organization content which influence
satisfaction with the performance appraisal system.

The questionnaire has been developed based on the past research studies of some similar nature (Mufeed,
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1998; Srinivasan ,1994; Rao 1990,). The questionnaire has two sections. The first section “section A” is
about Design, Process, Outcome and Organizational content variables and “ section B” sought some
personal information like Name, Designation, Years of experience etc. which was for analytical purposes.
Secondary sources of data like internet, past literature, books and magazines were also used for the
collection of information.

EMPIRICAL RESEARCH EVIDENCES OF THE PRESENT STUDY:

The data colleted from various sources/ quarters for the present study purpose has been gathered from
both the primary as well as secondary sources, which has later on statistically analyzed. The method of
summary statistics, such as, mean scores and standard deviations, percentage comparisons were arrived
at through the application of simple formulas. Similarly, mean differences and perception co-efficient
was obtained by application of Rank differences, method of correlation, wherever needed. T-test values
and z-test values were applied in order to ascertain the level of significance of differences relationships
in mean scores. The perceptional data thus generated was statistically processed, tabulated and analyzed
manually as well as with the help of computer packages ‘SPSS’ and ‘Minitab’.

Table 5.1 and 5.2 are indicative of mean scores, standard deviations, percentage of mean scores of
variables, Z-values and P-values of variables used in the present study which go a long way in
determining the overall perception of managerial and non- managerial staff towards the performance
appraisal system existing in the two sample study organizations viz J& K Bank and SBI.

Table 5.1 and 5.2: These tables present an over all view of the performance appraisal system in the
sample study organization viz. J&K Bank and SBI on 50 statements concerning the various dimensions
of performance appraisal system. The scores for each item vary from 1 to 4 where the score value 1.00
shows extremely poor performance appraisal system and the score of 5.00 the extremely good
performance appraisal system. Mean score of 2.6 indicates an average performance appraisal system,
while the score value of 2 shows a poor performance appraisal system and 3 a good performance
appraisal system.

The tables under reference reveal that the mean scores range between 2.07 and 3.14 in J&K Bank. The
highest mean score in this banking organization has been shown by performance planning, statement
No.2. The performance planning is followed by ‘scope for self appraisal and reflection’ with mean score
(2.95), ‘scope for superior- subordinate communication’ (2.9), ‘administrative purpose of P.A report’
(2.96). The lowest score is marked for ‘Support variable’ (2.07), followed by ‘Implementation’ (2.2) &
‘Reward mechanism’ with mean score (2.29). Like J&K Bank, The highest mean score in SBI Ltd, is
marked by the variable ‘performance planning’(3.4), followed by ‘clarity of performance objectives’
with mean score (3.23), ‘communication character’ (3.14). The lowest mean score is marked by the
variable ‘Participation’ (2.4), followed by ‘Developmental use of P.A report’ (2.43). In SBI, most of the
statements have recorded above the average score i.e. 2.6.0nly a few variables have recorded below the
average value, which include ‘Grievance Redressal’ (2.55), Implementation (2.48), Feedback, Support
(2.55).

On the whole the J&K Bank has performed below average on most of the variables and the over all mean
score in case of J&K Bank is 2.59(64.75%). In case of SBI, most of the variables have scored above
average and overall mean score is 2.79 (69.75%).

Z-test has been made concerning the 48 statement to assess the employees’ perception on the existing
performance appraisal system in the sample study organization. The hypothesis laid down has been
tested using the technique of z-test. For the present study in order to check the validity of the laid down
hypothesis in relation to the objectives of the present study Ho (null hypothesis) and Ha (alternative
hypothesis) stands for:

Ho: The satisfaction level of employees with the existing performance appraisal system of the sample
study organizations is satisfactory.

Ha: The satisfaction level of employees with the existing performance appraisal system of the sample
study organizations is not satisfactory.
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Table 5.1: Percieved Views of Employees (Managerial & Non-Managerial) towards the Overall
Performance Appraisal System in J & K Bank Ltd.

N=200
S.No STATEMENTS %age Z- .
M.S SD to M.S Value Sig.
1. Employees have a clear understanding of what is expected from them | 2.79 0.84 69.75 3.2 1.00
regarding their performance in this banking organization
2. Performance appraisal system helps in planning employee’s
performance well. 3.14 0.63 78.5 12.03 1.00
3. Performance appraisal system provides an opportunity for supportive
superior-subordinate communication to facilitate the employee’s job | 2.87 0.69 71.75 56 1.00
performance.
4. The Performance appraisal system provides scope for self-appraisal | 2.95 0.73 73.75 6.7 1.00
and reflection to the employees
5. The objectives of Performance appraisal system are clear to both 2.7 0.75 67.5 1.2 0.96
superior and subordinate.
6. The Performance appraisal system encourages common understanding | 2.74 0.76 68.5 2.6 0.99
between the superior and the subordinate of the factors affecting the
employees performance.
7. Performance appraisal system provides an opportunity for discussing | 2.9 0.72 72.5 5.9 1.00
the expectations, achievements, failures, constraints and improvements
needed between superiors and subordinates.
8. Performance appraisal system provides scope for reflection and | 2.77 0.67 69.25 3.7 1.00
assessment of the employee’s personality factors and attributes required
for their job performance.
9. Performance appraisal system encourages open communication | 2.5 0.71 62.5 -1.87 .0
between superior and subordinate through performance review
discussions.
10. Performance appraisal system provides scope for employee’s | 2.86 0.75 715 4.97 1.00
expression on their developmental needs.
11. | Performance appraisal system provides an opportunity for the redressal | 2.52 0.81 63 -1.3 0.08
of employees grievances.
12. Performance appraisal system aims at strengthening mutual | 2.63 0.77 65.75 0.64 0.74
understanding and relationship between superiors and subordinates.
13. Performance appraisal system helps employees to gain insights into | 2.86 0.65 715 5.72 1.00

their strengths and weaknesses.
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S.No. STATEMENTS M.S SD vwage | 2 | 519
Value .
14. Performance appraisal system helps employees in discovering their | 2.81 0.77 70.25 394 | 1.0
potential for preparing themselves to take up future likely roles of 0
higher level.
15. Performance appraisal system provides scope for communicating the | 2.47 0.79 61.75 | -2.24
overall business goals and plans to the employees. 0.0
13
16. Periodic orientation programs on performance appraisal system are | 2.2 0.89 55 -6.25
conducted.
0.0
17. The performance appraisal system works the way it is designed to | 2.42 0.81 60.5 -3.03 0
work.
18. 2.37 0.95 59.25 | -3.34
Superior spends time and discusses subordinates performance. 0.0
19. 2.39 0.92 59.75 | -3.14 | 01
Superiors help their subordinates in planning subordinates performance
in the beginning of the performance period. 0.0
20. 2.59 0.77 64.75 | -0.09 0
Performance review discussions on KPAS/ KRAS/Tasks/Targets are
educative to both superiors and subordinates. Superiors take .00
performance appraisal seriously. 1
21. 2.66 0.69 66.5 1.21
Employees work through a self- appraisal in terms of reviewing,
reflecting and analyzing the factors affecting their performance. 0.4
22. 25 0.93 62.5 -1.43 6
Superiors take special efforts to be objective and unbiased while
making their comments on subordinates performance.
23. 2.39 0.89 59.75 | -3.31
Superiors devote sufficient time to performance review discussions. 0.8
24, 2.46 0.8 61.5 -2.36 9
Performance review discussions are of high quality and conducted with
care.
25. 2.36 0.84 59 -3.93 | 0.0
Employees take active part in performance review discussions. 76
26. 2.96 0.6 74 8.54
The P.Areport in this bank is used for administrative purposes.
27. 2.39 0.62 59.75 | -4.75 | .00
The P.Areport in this bank is used for developmental purposes. 05
28. 2.52 0.77 63 -1.38
Superiors and subordinates take corrective actions for improvement .00
based on the outcome of performance. 9
29. 2.58 0.84 64.5 -0.25
HRM/HRD/Personnel Department does follow up work on training
needs as identified through appraisals. .00
01
1.0
0
0.0
00
.08
5
0.4
0
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Z-

0
S.No STATEMENTS M.S S.D Yoage Value

Sig.

30. Performance appraisal is a useful tool for weeding | 2.84 0.83 71 4.16 1.00
out the poor performance in this bank.

31. HRM/HRD/Personnel Department as well as | 2.47 0.8 61.75 -2.29 011
supervisors overcome their personal biases

32. Appraisal data are used for recognizing and | 2.58 0.78 64.5 -0.36 | 0.36
encouraging high performance and desirable
behavior.

33. 2.62 0.79 65.5 0.35 0.64
Performance appraisal system facilitates growth and
learning of both superiors and subordinates in this
banking organization.

34. 2.57 0.68 | 64.25 -0.52 | 0.30
Employees tasks are clearly defined.
35. 2.54 0.72 63.5 -1.18 | 0.12
Employees tasks are such that their performance can
be clearly defined and measured.

36. 2.46 0.79 61.5 2.51 .006
Rewards and encouragements outweighs the threats
and criticism in this bank.

37. 2.29 0.85 | 57.25 -5.17 | 0.00
People are rewarded in proportion to the excellence
of their job performance.

38. 2.07 0.8 51.75 -9.26 | 0.00
Management makes an effort to talk with employees
about their career aspirations within the company.
39. 2.46 0.75 61.5 -2.64 | .004
The Philosophy of management emphasizes the
human factor, how people feel etc.

40. 2.57 0.66 | 64.25 -0.64 | 0.26
There is a great deal of criticism in this banking
organization.

41. 2.78 0.79 69.5 3.32 1.00
The standards of performance are very high in this
42, bank. 2.31 0.81 | 57.75 -5.05 | 0.00

The superior knows and understands the problems
43, faced by the employees. 2.57 0.78 | 64.25 -0.54 | 0.29

44, The superiors show confidence and trust in| 243 0.79 | 60.75 -2.97 | .0017
employees.

45, The superiors show supportive behavior towards | 2.45 0.75 | 61.25 -2.71 | .0036
employees.

46. The superiors share information with the employees | 2.56 0.83 64 -0.68 | 0.25
to high extent.

The superiors seek information and inputs from
employees towards achieving organization’s
objectives.
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Z-

S.No STATEMENTS M.S S.D %age
Value

Sig.

47. The employees have confidence and trust in the | 2.74 0.75 68.5 2.63 0.99
superior.
253 | 0.68 63.25 | -1.34 | .091
48. The Banking organization makes an effort to
communicate about the organizational policies and
practices

Overall satisfaction across all the above statements | 2.59 0.39 64.75 -0.43 0.30

Notes
1) Scoring Scale. 4=Strongly Agree, 3=Agree, 2=Disagree, 1=Strongly Disagree.
2) Higher mean score indicates to more favorable perception of employees towards the overall
performance appraisal system in J&K Bank Ltd. & lower mean score indicates vice versa.
3) M.S=Mean Score, SD=Standard Deviations, Sig. =Significance. for onward references as well.
4) The bold figures indicate the highest and lowest mean scores recorded against the given statements.

Table 5.2: Percieved Views of Employees (Managerial & Non-Managerial) Towards The Overall
Performance Appraisal System In Shi Ltd.

N=130
[0)

S:No STATEMENTS M.S S.D tf,ffes Z-Value Sig.
1. Employees have a clear understanding of what is expected from them | 3.23 0.73 80.75 9.83 1.00

regarding their performance in this banking organization

Performance appraisal system helps in planning employee’s | 3.4 0.6 85 15.08 1.00
2. performance well.

Performance appraisal system provides an opportunity for supportive | 3.03 0.76 75.75 6.4 1.00
3. superior-subordinate communication to facilitate the employee’s job

performance.

The Performance appraisal system provides scope for self-appraisal | 3.04 0.7 76 7.05 1.00
4. and reflection to the employees

The objectives of Performance appraisal system are clear to both | 3.07 0.66 76.75 8.16 1.00
5. superior and subordinate.

The Performance appraisal system encourages common understanding | 2.98 0.66 745 6.65 1.00
6. between the superior and the subordinate of the factors affecting the

employees’ performance.

Performance appraisal system provides an opportunity for discussing | 2.96 0.59 74 7.06 1.00
7. the expectations, achievements, failures, constraints and improvements

needed between superiors and subordinates.

Performance appraisal system provides scope for reflection and | 3.07 0.59 76.75 9.18 1.00

assessment of the employee’s personality factors and attributes
8. required for their job performance.

Performance appraisal system encourages open communication | 2.9 0.66 725 5.3 1.00

between superior and subordinate through performance review
9. discussions.

Performance appraisal system provides scope for employee’s | 3 0.71 75 6.4 1.00

expression on their developmental needs.
10.

Performance appraisal system provides an opportunity for the redressal | 2.55 0.65 63.75 -0.8 0.19

of employees’ grievances.
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11.
Performance appraisal system aims at strengthening mutual | 2.84 0.75 71 3.73 0.99
understanding and relationship between superiors and subordinates.

12.
Performance appraisal system helps employees to gain insights into
their strengths and weaknesses. 3 0.69 75 6.58 1.00

13. Performance appraisal system helps employees in discovering their
potential for preparing themselves to take up future likely roles of | 3.03 0.83 75.75 6.82 0.00
higher level.

14.

%age
S.No STATEMENTS MS SD to Z-Value Sig.
M.S

15. Performance appraisal system provides scope for communicating the | 2.95 0.89 73.75 4.54 1.00
overall business goals and plans to the employees.

16. Periodic orientation programs on performance appraisal system are | 2.48 0.85 62 -1.53 0.055
conducted.

17. The performance appraisal system works the way it is designed to | 2.56 0.76 64 -0.57 0.27
work.

18. Superior spends time and discusses subordinates performance. 2.58 0.88 64.5 -0.2 0.39

19. Superiors help their subordinates in planning subordinates performance
in the beginning of the performance period. 2.76 0.85 69 2.16 0.98

20. Performance review discussions on KPAS/ KRAS/Tasks/Targets are
educative to both superiors and subordinates. Superiors take | 2 .86 0.73 715 4.06 1.00
performance appraisal seriously.

21. Employees work through a self- appraisal in terms of reviewing, | 2.79 0.64 69.75 341 1.00
reflecting and analyzing the factors affecting their performance.

22. Superiors take special efforts to be objective and unbiased while | 2.73 0.9 68.25 1.75 0.94
making their comments on subordinates performance.

23. Superiors devote sufficient time to performance review discussions. 2.55 0.69 63.75 -0.76 0.20
Performance review discussions are of high quality and conducted with

24. care. 2.65 0.66 66.25 0.92 0.80
Employees take active part in performance review discussions.

25. 2.4 0.69 60 -3.31 0.00
The P.Areport in this bank is used for administrative purposes.

26. 2.97 0.54 74.25 7.78 1.00
The P.Areport in this bank is used for developmental purposes.

27. 2.43 0.6 60.75 -3.23 0.00
Superiors and subordinates take corrective actions for improvement

28. based on the outcome of performance.

2.79 0.7 69.75 3.13 1.00

HRM/HRD/Personnel Department does follow up work on training

29. needs as identified through appraisals. 2.65 0.66 66.25 0.92 0.8
Performance appraisal is a useful tool for weeding out the poor

30. performance in this bank. 2.86 0.72 715 412 1.00
HRM/HRD/Personnel Department as well as supervisors overcome

31. their personal biases 2.57 0.71 64.25 -0.37 0.31
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%age to Z- .
S.No STATEMENTS M.S S.D M.S Value Sig.

32. Appraisal data are used for recognizing and encouraging high | 2.83 0.66 70.75 3.98 1.00
performance and desirable behavior.

33. Performance appraisal system facilitates growth and learning of | 2.79 0.66 69.75 3.28 1.00
both superiors and subordinates in this banking organization.

34. Employees tasks are clearly defined. 2.77 0.72 69.25 2.81 0.99

35. Employees tasks are such that their performance can be clearly | 2.67 0.75 66.75 1.17 0.85
defined and measured.

36. Rewards and encouragements outweighs the threats and | 2.66 0.76 66.5 0.92 0.81
criticism in this bank.

37. People are rewarded in proportion to the excellence of their job | 2.61 0.85 65.25 0.21 0.55
performance.

38. Management makes an effort to talk with employees about their | 2.56 0.75 64 -0.58 0.27
career aspirations within the company.

39. The Philosophy of management emphasizes the human factor, | 2.63 0.69 65.75 0.63 0.68
how people feel etc.

40. There is a great deal of criticism in this banking organization. 2.55 0.73 63.75 -0.71 0.21

41. The standards of performance are very high in this bank. 2.74 0.76 68.5 2.19 0.98

42. The superior knows and understands the problems faced by the | 2.65 0.74 66.25 0.82 0.77
employees.

43. The superiors show confidence and trust in employees. 2.79 0.77 69.75 2.83 0.99

44, The superiors show supportive behavior towards employees. 271 0.75 67.75 1.75 0.95

45. The superiors share information with the employees to high | 2.64 0.71 66 0.74 0.73
extent.

46. The superiors seek information and inputs from employees | 2.82 0.8 70.5 3.17 0.99
towards achieving organization’s objectives.

47. The employees have confidence and trust in the superior. 2.73 0.7 68.25 2.12 0.98

48. The Banking organization makes an effort to communicate | 3.14 0.7 78.5 8.75 1.00
about the organizational policies and practices.
Overall satisfaction across all the above statements 2.79 0.39 69.75 5.77 1.00

Notes

1) Scoring Scale. 4=Strongly Agree, 3=Agree, 2=Disagree, 1=Strongly Disagree.

2) Higher mean score indicates to more favorable perception of employees towards the overall performance

appraisal system in J&K Bank Ltd. & lower mean score indicates vice versa.

3) M.S=Mean Score, SD=Standard Deviations, Sig. =Significance. for onward references as well.4) The

bold figures indicate the highest and lowest mean scores recorded against the given statements.
The Z-values recorded against 17 statements in the table 5.1 are below -1.645 which means that 17 statements have
recorded dissatisfaction level in case of J&K Bank. The highest Z-value (12.03) is recorded for ‘Performance
Planning’ showing high satisfaction level and the lowest Z- value recorded in case of J&K Bank is -9.26 showing
high dissatisfaction. The overall Z-value is -0.43, which falls in the acceptance region at 0.05% level of significance,
therefore the null hypothesis (Ho) is accepted and subsequently alternative hypothesis (Ha) suggesting that, the
satisfaction level of employees with the performance appraisal system in the sample study organizations is far from
satisfactory, is rejected. In case of SBI only 3 statements have a Z-value below -1.64 showing dissatisfaction. The
overall Z-value is 5.77 which falls in the acceptance region at 0.05% level of significance, which is indicative of the
acceptance of null hypothesis and rejection of alternative hypothesis. This is also indicative of the fact that SBI
employees both at the managerial and clerical level have shown higher level of satisfaction than the J&K Bank
employees towards existing performance appraisal system.
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CONCLUSION:

The main finding of the research supports the view that performance appraisal system should be HRD oriented.
Besides being a base for making administrative and developmental decisions, performance appraisal can be
useful instrument for a) building a good relationship with employees, b) planning employee performance, c)
discovering employee potential and improving organizational effectiveness.

The present study shows that employees of the sample study organizations feel less threatened when they have a
prior knowledge of assessment criteria. Various sources of employee appraisal have been suggested by the
researchers to minimize the rater bias. Organizations are increasingly implementing the self-appraisal and 360
degree appraisal instead of traditional top-down appraisal in hopes of improving satisfaction towards PA practices.
This study suggests that 360 degree appraisal system including multiple appraisal and developmental value based
appraisal system can overcome the threat of personal bias. The developmental oriented PAS is expected more
likely to produce positive and less likely to produce negative outcomes than the existing PAS in both the sample
study organizations that are used for control and administration purposes. This developmental-oriented PAS if
implemented effectively is expected to improve the performance appraisal climate which will have a positive
impact on overall organizational climate and job satisfaction of banking human resources. The need to improve the
human resources of this service sector to face the emerging challenges and high competition arising out of present
techno economic scenario can be met only through the implementation of development-oriented and free from
human errors 360 degree performance appraisal system. The present study reveals that overall mean values across
the given statements in case of JK Bank is 2.59 and in case of SBI 2.79. The higher mean score across the
statements indicates that performance appraisal system is perceived to be superior and effective system and lower
mean scores across the statements means that employees have a poor opinion on the effectiveness of appraisal
system practices. Therefore it becomes evident that SBI employees have expressed more satisfaction with the
existing performance appraisal practices than JK Bank employees. It is evidenced by the present study that
performance appraisal climate is comparatively better in SBI than in JK Bank.

SUGGESTIONS AND POLICY IMPLICATIONS:

The main implication of this research is that the management should involve manager appraisees & appraisers
and non-managerial staff in overall performance planning and review processes. The survey results of both
manager appraisers & appraisees including non-managerial staff feel that PAS should have an important role
and accomplish a number of objectives vital to the organizational effectiveness. The research also shows that
performance appraisal system is an important tool in the management of human resources, which facilitates
overall organizational effectiveness by defining performance tasks and goals, by providing avenues for the
guality of informal and formal feedback, appraisal participation and grievance redressal mechanism, by setting
clear performance standards and distributing rewards and other personnel and developmental decisions fairly
and equitably with respect to the status of employees regarding their promotion, transfer, career planning,
employee training and developmental needs, salary increases , termination or demotion. Therefore, PAS should
be a key link in overall human resource management climate, strategy and its policies.
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