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Abstract

Performance appraisal is one of the most commonly employed human resources instruments for evaluating the performance of workers and organizations. Finding a suitable evaluation of performance technique has constantly been a source of concern for the majority of academics along with executives throughout every organization. The major objective of the study is to identify what is the most beneficial and appropriate performance appraisal technique in the workplace sector. The emphasis on that industry has been mainly due to the student's interest as well as his primary occupational area and how they conduct performance appraisal. A number of sources were explored and examined in order to analyze and understand the principles and idea behind the appraisal system throughout different sectors. Information from the vast majority of these works demonstrates that staff members prefer through the internet systems for performance evaluations compared to traditional appraisal systems. Furthermore, the study highlights the proof that utilizing the correct manner of appraisal method can enhance satisfaction among workers. The present research investigation examines the appraisal system in the organisation sector and attempts to derive factors from the current appraisal system that can strengthen the link between current and developed techniques. This will result in improved employee and organizational performance, reduced bias, and the creation of a favorable atmosphere for work, all of which will increase productivity within the company.

INTRODUCTION

I. Background about Performance Appraisal


Human resources (HR) are critical resources in every organization. A sufficient HR management is critical in any organization in order to successfully accomplish the organizational objectives and goals. In order to take advantage of employees' recognition of the turnover intention, a human resource management behavior influences collaboration among staff members and relationships of trust. In accordance to research, training, development, and reward systems have a direct and positive impact on emotional participation (Ju and Li, 2019). According to Ahmad (2018), better job content and job context an assessment by workers increases an understanding of responsibility and affiliation towards the organization, diminishing their intentions to contribute to conflict organizational membership in the organization.

A highly divisive but crucial HR tool that has piqued the interest and attention of many researchers around across the globe is unambiguously "Performance Appraisal." Despite its broad and diametrically opposed applications (Cleveland, Murphy, & William, 1989), performance appraisal is the only tool employed throughout numerous industries for assessing and regulate worker efficiency in many different kinds of organizations (Locker & Teel, 1988; Murphy & Cleveland, 1991). Despite widespread criticism, this tool is the most commonly used by HR professionals for making decisions regarding promotion, salary management and implementing education and training initiatives in organizations (Cleveland, Murphy, & William, 1989). The performance appraisal system has historically been critiqued, not considering it is bad or inefficient, but because of how it is used. The procedures and method of administration have frequently been mentioned to as biased, and thus there is significant disagreement on the use of performance appraisal. All of these debates fueled researchers' desire to better understand the system and identify parts where bias can be diminished while also improving the tool. Various researchers attempted it through numerous processes, some of which are listed below, in their studies. 

Performance appraisal is an procedure that guarantees that a corporation is capable of providing high-quality services while also meeting the needs of its customers. The primary goal of appraisal is to make certain that all employees, new and old, are knowledgeable in handling the basic responsibilities of their role and keep learning and acquiring abilities that are new. If worker performance corresponds to the appraisal system, it will foster a positive mindset onto the organization; otherwise, it will produce dissatisfaction and might affect organizational productivity. When it comes to the topic of performance growth, one of the least difficult tasks for HR professionals is developing an effective performance appraisal system (Harrington and Lee, 2015).  As a result, investigation into how to make systems for performance assessments more accessible to employees in addition to how they impacts employee performance is critical. (Sharma & Sharma, 2017; Sabiu et al., 2018)




II.  The Purpose of Performance Appraisal in the Workplace 

In my chosen organization, the purpose of PA is divided into two categories: developmental and evaluative. The PA's developmental goal is to improve employees' work skills and experiences, which includes identifying individuals' strengths and weaknesses as well as recognizing their needs for training. The evaluation objective of the PA, on the contrary hand, pertains with evaluating the work of a person to an established standard, his or her previous performance, or the efficiency of other members of the organisation.




PERFORMANCE APPRAISAL USE IN MILLENIA 


As I conducted this assignment, I asked the head of Human resources of the company I’m working for, they sometimes use a behavioral method, the checklist scale, it claimed that it is perhaps the most popular choice for performance evaluations. The aforementioned kind of assessment lists job-related characteristics and requests the source to rate the individual on each one, in every department of the company and job they’re assigned to. A discrete scale displays a number of distinct points. The ratings can be on a scale of 1-10; excellent, average, or poor; or meets, exceeds, or fails to meet expectations. A continuous rating system displays a scale on which the manager places a mark that best embodies the employee's performance. It ask whether the employee excels in their job and performs it better or not. The major drawback of this particular kind of scale is the possibility of subjectivity. This scale focuses on behavioral traits and is insufficient for some jobs because there is some job that are easier than in every department and some are not. Some of the scale includes asking if the staff member gets along well with the majority of her coworkers and has only had a few interpersonal conflicts, or if this worker takes initiative when doing the job, the employee consistently produces subpar work, and other employee always meets or exceeds deadlines, the scale can be from asking Above average, Average or below expectation. The manager will tick the right column designated to the question asked. 

Another potential outcome is that a work expectations approach could serve as a more efficient method of assessment employees in positions where efficiency is critical. This results-oriented approach establishes a minimum level and bases the worker's achievement evaluation on it. For example, if a salesperson of my organisation fails to meet they given quota they have to sale to a buyer, this would be showed as nonperforming. The major drawback of using this approach is that logical variations are not permitted. As an illustration, if the quota is not met, it is possible that the employee simply had a bad month but normally performs well. This method works best in long-term circumstances where an acceptable indicator of performance can be obtained over a set period of time.
	The last one is that the HR told me is when employees in a specific department are assigned a rank in a ranking method system (also known as stack ranking) based on their value to the manager or supervisor. This technique is a comparative method for evaluating performance whether they are doing their job perfectly and showing off good attitudes within the organisation. The manager will have a list of all employees and will select the most valuable employee and place their name at the top and the least employee. Then he or she will pick the least valuable employee and move his or her name to the bottom of the list. This procedure would be repeated with the remaining employees. But of course, they will take an action for the least employee of the company and will therefore plan how they can help the employees. 



PROPOSE THEORY FOR PERFOMANCE APPRAISAL TOOLS AND TECHNIQUES 


Greenberg (1986) was a pioneer in applying organizational justice theory to PA. He posed basic research inquiries about what makes a PA appear fair. He further discussed whether what one receives on a how a decision is made, or both make Performance Appraisal appear fair. Beginning with the two distinct ideas of sequential and equitable distributive justice, he outlined seven criteria that supported views of equal treatment. In addition to his the five procedural classifications are supervisors looking for data before appraisal and using the input during the assessment, two-way interaction within supervisor and subordinate during the appraisal interview, an employee's ability to disagree or oppose a rating, rater qualities such as the durability when establishing requirements, and rater becoming acquainted with the work subject of the evaluation. The occurrence of performance-based assessments along with beneficiary promotion results based on the ratings were included in the distributional category. Korsgaard and Roberson (1995) examined the role of subordination voice (the practice of allowing persons influenced by a decision access to readily accessible data significant to the choice) for developing positive attitudes in the Performance Appraisal framework. The investigation focused on both instrumental and non-instrumental voices. When having complete authority is impossible, the instrumental voice is defined as the feeling of not having direct control over decisions. The recently suggested paradigm (social-distributive) includes perceptions of systemic, informational, configurational, and interpersonal justice. Employees' perceptions of equality along with fulfillment with their organisation's performance evaluation methods are consequently in some way linked to these four primary elements (models). Organizational justice theory has been applied in a variety of organizational systems, and it supplies a theoretical foundation for exploring deeper into the challenges of performance evaluation.


According to an earlier study, the resource-based view theory (RBV) is a solid rationale for implementing strong HR practices (Newman & Sheikh, 2014). According to statements made previously (Kuvaas, 2007; Qi and Wang, 2106), "human resource systems can help achieve sustained competitive edge by facilitating the acquisition of qualifications that are consulting company-specific, deliver complex interpersonal connections that are ingrained in a company's history and culture, and provide tacit organizational knowledge." The RBV method appears to provide a solid theoretical foundation for investigating differences in organizational performance, particularly in human resources. This is because procedures related to human resources can help employees develop expertise and skills that improve their competitiveness and performance (Mu et al., 2018). In the event it pertains to the strategic use of HRM as it relates to human resources and associated HR practices influences business performance, the concept has gained popularity. The RBV takes into account intellectual estate, human resource strategy, and organizational performance in the context of human capital. RBV has made an essential contribution to the rapidly developing field of human resource management, and it has been enthusiastically accepted by both professionals as well as academics in the HRM profession.

CONCLUSION

In many cases, Performance Appraisal can result in a high level of dissatisfaction. One of the most important factors in Performance Appraisal is employee willingness. As a result, management ensures active employee participation in the PAS definition and implementation. Furthermore, organizations should use different methods of performance evaluation for different levels of employees. It assists various types of employees in increasing their level of satisfaction. Another crucial aspect of PA is performance appraisal constructive criticism. The essence of PAS is performance appraisal feedback. The prevalent and ongoing suggestions will assist the organization in overcoming the shortcomings of the current PA system. It also allows for a transparent system of communication within the organization. Employee performance appraisal is an important tool for evaluating employee performance and thus improving organizational performance. PAS employs various organizations from various sectors as organizational development tools. Different sectors employ various PAS methods. The investigation found that Performance Appraisal (PA) is an effective tool for improving organizational effectiveness. The system's application varies by company, but in general, it serves as a development tool for the achievement of organizational goals. The general impression of fairness and justice in performance appraisal varies by industry.

APPENDIX A
	Development  Objectives 
	Priority 
	Activities  
to be  
undertaken 
	Resources 
	Target  
Start  
Date 
	Target  
End  
Date 
	Evaluation 

	· Learn a new skill that directly or indirectly relates to employee current position

	2
	-Skill-based training 
	-Human resources
-Trainers
-Time and money
	Year round
	Year round
	Was the facilitator and trainor are helpful and knowledgeable?
What new skills you discover in yourself?

	· Develop a system that improves cross-departmental collaboration

	2
	-Team Building
	-Human resources
-Trainers
-Time and money
	June 4, 2023
	June 11, 2023
	Did you gain confidence after doing the training?
Was all the activities in team building meet your expectations?


	· Attend personal resilience training to learn how to deal with problems professionally. 
	2
	-Approach to professional development
- Job assignments
	-Human resources
-Trainers
-Time and money
	August 2023
	September 2023
	How the training and guidance of the HR department change your attitude towards dealing your problems?

	· Improve communication skills with the customers and throughout inside the company 

	3
	-Team Building
-Negotiation skills 
-Web-based/ In person training 
	-Human resources
-Trainers
-Time and money
	July 2023
	October 2023
	Was the training effective during the time?
What is the changes you gained from the training?

	· Undergo training related to their job 
	3
	-Inclusion workshops and trainings with team leader 
	-Human resources
-Trainers
-Time and money
	May 2023
	December 2023
	Was the facilitator and trainor are helpful and knowledgeable?
What new skills you discover related to your job?
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