
AN ASSESSMENT OF 360 DEGREE PERFORMANCE APPRAISAL SYSTEM-  

A STUDY WITH SPECIAL REFERENCE TO PRIVATE BANKS 

Dr.V.Vijay Anand* Dr. V. Badrinath*Dr. R. Renganathan*, K.Siva Bharathi**,  

R. Manjula**, E. Nallisai ** 

*Asst. Professor, School of Management, SASTRA Deemed University,  

Thanjavur – 613 401 

** MBA Students, School of Management, SASTRA Deemed University,  

Thanjavur – 613 401 

ABSTRACT 

The 360 Degree performance appraisal is most commonly used to evaluate performance level 

of the employees. This method is very reliable because the evaluation is done by different 

members working in an organization. This analysis helps to find a solution to the problem 

that arises. An appraisal can be made by top management people, superior, subordinate, 

peers, and customers. It is a full circle system of obtaining information from internal as well 

as external sources of an organization. This feedback will focus on developmental efforts of 

an individual and group. The satisfaction level of employees and retention level of employees 

who undergo this feedback assessment process is the determinant factor of outcome. 

Keywords: 360 Degree Feedback, Internal and External Sources, Satisfaction, Retention 

I INTRODUCTION 

A performance appraisal is a process of evaluating employee performance based on work 

done by them. A performance appraisal is a formal and structured way of getting interaction 

between both subordinate and supervisor.The periodic interview helps to assess the 

employee‟s performance on annual or semi-annual basis based on the organization. In order 

to achieve organizational goals and sustaining its growth is a difficult task in present 

situation. The performance of each and every employee is mandatory to achieve 

organizational goal. The performance evaluation should be a continuous process to great 

extend. A performance appraisal is one of the critical areas of human resource management. 

A performance appraisal helps to find a solution to the problem that arises in an 

organizational context. 

II STUDY VARIABLES: 

The study includes demographic variables such as Age, Gender, Qualification,  

Designation, Experience, Income and the independent factors such as Self-Management, 

Learning, Action, Performance, Quality, Customer Focus and Decision Making. To measure 

the 360-degree performance Appraisal, the variables were used which lead to the Outcome 

variables viz., Satisfaction Level and Retention. 

III PROBLEM STATEMENT: 

The problem that arises in performance appraisal system is what method has to be 

implemented and when to evaluate the performance of the employees and whose performance 

had to be measured within the organization. This performance appraisal system had difficulty 

in identifying the problem and how to solve that problem to achieve results. 
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IV CONCEPTUAL FRAMEWORK: 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

V OBJECTIVES OF THE RESEARCH: 

 To study the relationship between demographic factors  and performance appraisal 

 To understand the difference between the independent factors and performance 

appraisal among the private banking sector. 

 To study the effect of independent factors over performance appraisal 

 To understand the effect of performance appraisal system on the outcome variables 

 

VI RESEARCH METHODOLOGY: 

This study is mainly based on the analysis made from the data collected. The data will 

be primary in nature with a sample of 80 collected from private banks in Trichy. The tools 

used for the analysis are ANOVA, Chi-Square, Regression, and Correlation. The outcome of 

this study is intended to be Satisfaction Level and Retention.  

 

VII SCOPE AND LIMITATIONS OF THE RESEARCH: 

The scope of 360-degree performance appraisal will help to take a strategic decision 

with organizational goals to with stand-in competitive environment. The performance 

appraisal helps HR to build a better understanding of competitive advantage as well as 

disadvantage of available resources. This study is based on 80 samples collected from some 

of the selected private banks at Trichy. The results may vary as per the opinion of various 

respondents. 

VIII HYPOTHESIS STATEMENTS: 

 

1. There is no association between the demographic factors and performance appraisal 

2. Individual factor does not vary with the demographic characteristics of the 

respondents. 

3. There is no significant effect of individual factors on performance appraisal. 

4. There is no relationship between performance appraisal and outcome variables. 

Performance 

Appraisal 

Independent Factors 

 
Self-Management 
Learn and Succeed 
Action 
Performance 
Quality of work 
Customer Focus 
Problem Solving  
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IX LITERATURE REVIEW: 

Manuel London, Edward M. Mone, John C. Scott (2004)This paper deals with 

performance appraisal systems in organizations and evaluate how it follows the principles of 

good management supported by extensive research in organizational psychology and human 

resource management. This paper mainly focuses on two key elements of performance 

management systems such as rate accuracy and goal setting.  

 

Michael E. Gordon, Lea P. Stewart (2009) In this paper author describes clearly about 

dissatisfaction level with performance appraisal methods and it is widespread with no 

consensus about an outcome  of  the problem. The AI is a communicative act with situated 

outcomes, this communication theory will offer to a reassessment of the AI process. 

 

G Meenakshi (2012)This paper focus on internal and external customers which emphasis on 

different dimensions of performance (leadership, innovation, teamwork, initiative, emotional 

intelligence, entrepreneurship, etc). This paper will evaluate the performance of any 

individual based on their skills and often they include examples and evidence to support this 

information system. 

 

Powell T.C, Lovallo and Caringal C (2006)This study deals with “causal ambiguity” it was 

first used in Lippman and Rumelt ‟s analysis to know uncertain immutability and interfirm 

profitability differentiation. Lippman and Rumelt‟s mathematical model deals with 

uncertainty in self-assessed capacity to imitate the cost functions of incumbents. 

 

Silva Karkoulian (2010) This paper discuss deploying effective strategies and analyze how 

it support knowledge sharing activities. This effective appraisal system acts as the primary 

concept for the measurement of management change. Appraisal system occupies a major role 

in human resource management in the organization. 

 

Sara Rynes, Arthur Brief, and James Walsh (2008)In this project, Friedman describes how 

American companies are hiring Indian to various job sectors like x-rays, in a financial 

company, a computer experts in many other sectors of their domestic services into 

international services. 

 

Mostafa Jafari, Atieh Bourouni, Roozbeh Hesam Amiri (2009) The performance appraisal 

is the most important method in human resource management because it has a great impact 

on both the financial and program components for an organization. In this paper, author 

propose a new framework for the selection of appraisal methods and in order to facilitate the 

selection process for organizations. 

 

Nystrom, David C.(2001) This paper evaluate leadership development and performance 

appraisal. 360-degree feedback is a powerful multi-dimensional leadership development tool 

which will provide better output. Research in 360-degree feedback reveals effective 

conditions, design and implementation considerations, and four categories of potential 

benefits.  

 

Deanna Geddes, Alison M Konrad (2003)The author reveals the effectiveness of similarity 

and dissimilarity on perceptions of performance appraisal reactions to negative feedback. 

When organizational members accept task-relevant feedback, then they must follow or 

modify their behavior in the way of organization‟s future growth. 
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Kuttner A, Achenbach S, Becker C (2005)This paper presents a performance evaluation of 

employees who recently introduced dual-source computed tomography system, which will be 

equipped with two X-ray tubes and two corresponding detectors, mounted onto the rotating 

gantry with an angular offset.  

 

Ms. Daphne T. Fernandes, Dr. Vijay Pithadia (2012) The author deals with performance 

appraisal, it is the process of obtaining, analyzing and recording information about the 

relative factor of an employee. A performance appraisal takes into account the past 

performance of the employees and focuses on how to improve the future performance of the 

employees. 

 

McDowall A & Kurz R (2008) The first part of this paper provides a review of a 360-degree 

feedback with a focus on effects on individual development and making explicit links to the 

implications for coaching practice. The term „Feedback‟ systems from communications 

theory refers to a process where a „sender‟, relays a „message‟ which is some information, to 

a „recipient‟. 

 

Harvie Ramsay, Dora Scholarios and Bill Harley (2000)This paper focus on high-

performance work systems that have a direct relationship between management practices and 

performance outcomes. This paper utilizes data from the survey conducted to construct 

indicators of employment outcomes and of organizational performance. 

 

G. A. Bhosale, Dr. R. V. Kulkarni (2013) This researcher considers all over the world and 

they are continuously working on finding out an efficient way to measure the performance of 

the employee. Various employment decisions like promotions, terminations, transfer depend 

upon the performance evaluation method. All these factors are commonly used to evaluate a 

teacher‟s performance. 

 

Stefanie K. Halverson, Scott Tonidandel, Cassie Barlow, Robert L. Dipboye (2002) This 

study investigates the relationship between promotion rate and self-supervisor, self-peer, and 

self-subordinate agreement on a leadership scale. we found that agreement between self and 

subordinate was more important in predicting promotion rates. 

 

Nelson U. Alino, Gary P. Schneider (2012) This project proposes that budgets and control 

systems that are implemented as a part of the management accounting structure of an 

organization which can reduce conflict in the decision-making process by small 

groups.Existing research on group decision-making behavior which defines conflict as 

disagreement about decisions or differences in viewpoints, ideas, and opinions. 

 

Roger C. Mayer, James H. Davis (1999)This project deals with the importance of trust with 

in the organization.  It is important for both theoretical and practical reasons to understand 

how to build trust among employees. The authors consider the relationship between 

performance appraisal and trust.  

 

Douglas Cederblom (1982)This paper organized and examines accumulate findings of the 

research concerning the process. Building this model is very difficult and a review made of 

several aspects of the appraisal interview as they are affected by the employee and 

employee‟s job. 
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Anthony Anderson, Shawn M. Carraher (2011)This paper talks about Customer 

satisfaction and service.It also Analyzes Industries and Competitors. Porter‟s thesis was that 

there were only two ways to compete successfully that is Cost Leadership and 

Differentiation. He called these “generic competitive strategies.” Porter also offered a matrix 

of these strategies.  

 

Mir & Watson, Priem & Butler (2001) This paper deals with a resource-based view which 

stressed the importance of barriers in resource imitation and in particular scenario of causal 

ambiguity. Causal ambiguity is not used in any form because it is not an effective one. This 

may arise because a competence is complex when working in the system. 

 

X DATA ANALYSIS AND DISCUSSION: 

 

Table No:1 

The demographic profile of the respondents 

 

S.No Demographic Factors 

1. Age (Yrs) 
20-30 30-40 40-50 Above 50 

22 39 17 2 

 % 27.5 48.8 21.2 2.5 

2. Gender 
Male Female 

37 43 

 % 46.2 53.8 

3. 
Qualificati

on 

Diploma UG PG Others 

0 38 42 0 

 % 0 47.5 52.5 0 

4. 
Designatio

n 

Cashier Clerk 
Financial 

Analyst 

Financial 

manager 

Loan 

office 
PO SO 

11 17 8 1 16 18 9 

 % 13.8 21.2 10.0 1.2 20.0 22.5 11.2 

5. 
Experienc

e  

1-10 years 11-20 years 21-30 years 
Above 30 

years 

47 30 0 3 

 % 58.8 37.5 0 3.8 

6. 

Income  

 

Below 20000 21000-30000 Rs 31000- 40000 Rs 
 Above 

40000 Rs 

16 29 23 12 

 % 20.0 36.2 28.8 15.0 

Source: Primary Data 
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The above table depicts that 48.8% of respondents are in the age group 

of 15-30years.  The table also shows that 53.8% of respondents are female and the rest of 

respondents are male. 52.5% of the respondent's qualification is PG and the rest of 

respondents are UG. 

Table 1 also depicts  13.8% of the respondents were a cashier, 21.2% were a clerk, 

10% was a financial analyst, 1.2% was a financial manager, 20% was a loan officer and the 

rest 22.5% were PO, 11.2 % SO were a designation. This table also shows that  58.8% of the 

respondents are 1-10 years, 37.7% of 11-20 years,0% of 21-30 years, 3% of above 30 years 

of experience. 36.2% of respondents are drawing an income group of Rs.21000 to Rs. 30000. 

 

Table No: 2 

Chi-Square Test between Demographic factors and Performance Appraisal 

S.No Factors 
2
 Value Sig. Decision 

1. Age 34.900 0.000 Accept 

2. Gender 0.450 0.502 Reject 

3. Qualification 0.200 0.655 Reject 

4. Experience 36.925 0.000 Accept 

5. Income 8.500 0.037 Accept 

(Ho accepted at 5% significance level) 

Hypothesis (H0): There is no association between demographic factors of respondents and 

the performance appraisal.  

From the above table, it was found that null hypothesis is rejected (p<0.05) and it was 

concluded that there is an association between the demographic factors viz., Gender and 

qualification of the respondents with the performance appraisal. The researcher also 

concluded that there is no association between age, experience, and income of the 

respondents with that of the performance appraisal, since the null hypothesis is accepted 

(p>0.05).  

 

Table No: 3 

Independent Factors and the Position of the respondents – One way ANOVA 

Independent Factors   F Significance Value Result 

Self-Management 4.22025 0.15975* Accepted  

Passion to learn and succeed 4.903 0.045* Rejected 

Action 3.5248 0.231* Accepted 

Performance 2.95775 0.19625* Accepted 

Quality 2.9243 0.135* Accepted 

Customer Focus 1.5374 0.3222* Accepted 

Problem Solving And Decision 

Making 
4.555 0.0474* Rejected 

Result Orientation 

 
2.64625 0.13425* Accepted 

(*=H0 accepted at 5% significance level) 
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Hypothesis (H0): There is significant difference between experience and independent factors 

of performance appraisal.  

From the above table, it was found that null hypothesis is rejected (p<0.05) and it was 

concluded that there is significant between the experience viz., problem-solving and decision 

making, passion to learn and succeed of the respondents with the performance appraisal.From 

the table, the researcher found that there is a significant difference between the experience of 

the respondents and independent factors of performance appraisal such as self-management, 

action, performance, quality, customer focus and result orientation 5% significance level 

(p>0.05).  

Table No: 4 

Unstandardized Coefficients of Regression Model – Independent factors 

and Performance Appraisal 

 

S. No Predictors Unstandardized Coefficients Sig. 

    B Std. Error 

  (Constant) -5.67 0.794 0.479 

1 Self-Management 0.01725 0.14275 0.535 

2 Passion to learn and succeed 0.0488 0.15025 1.38855 

3 Action -0.0288 0.153 0.2618 

4 Performance -0.00075 0.13475 0.7335 

5 Quality 0.063 0.1053 0.517 

6 Customer Focus 0.0144 0.1548 0.3866 

7 Problem Solving And Decision Making 0.0154 0.1666 0.6588 

8 Result Orientation 

 
-0.20525 0.145 0.4757 

R=0.769   R Square= 0.591 

* = significance at 5%level  

Hypothesis (H0): There is no significant effect of independent factors on performance 

appraisal. 

 The above result of regression shows that the independent factors viz., self-

management, passion to learn and succeed, action, performance, quality, customer focus, 

problem-solving and decision making and result orientation(p<0.05) are not statistically 

significant towards performance appraisal since the p-value is greater than 0.05. The R value 

represents the simple correlation and is 0.769which indicated a high degree of correlation 

between the independent factors and performance appraisal. The R
2
 value indicated that 59.1 

% (0.591) of the variance in the dependent variable “Performance appraisal”, is explained 

by the independent factors. 
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Table: 5 

Chi-Square Test between Performance Appraisal and Outcomes 

S.No Factors 
2
 Value Sig. Decision 

1. Retention 19.94 0.024 Reject 

2. Satisfaction level 36.667 0.0003 Reject 

(* = Ho accepted at 5% significance level) 

Hypothesis (H0): There is a significant relationship between the performance appraisal 

and outcome factors. 

 The table 5 shows that significance of the chi-square values are less than 0.05, hence 

the null hypothesis is rejected and it is inferred that there is no significant relationship 

between performance appraisal and outcomes – Retention and Satisfaction level. 

 

Table No:6 

Unstandardized Coefficients of Regression Model – Performance Appraisal 

And outcomes (Retention and Satisfaction level) 

S. No Predictors Unstandardized Coefficients 
Sig. 

    B Std. Error 

  (Constant) -0.176 0.565 0.757* 

1 Retention 0.003 0.104 0.325* 

2 Satisfaction level -0.0535 0.121 0.251* 

R= 0.498  R Square= 0.248 

Hypothesis (H0): Hypothesis (H0): There is no significant effect of performance appraisal 

on the outcome factors. 

 

The above table shows that the R-value which represents the simple correlation and 

is 0.498 which indicated a high degree of correlation between the outcome factors and 

performance appraisal. The R
2
 value indicated that 24.8 % (0.248) of the variance 

independent variables “Retention and Satisfaction level” is explained by the independent 

variable viz., performance appraisal 

 

From the table, it can be inferred that there is (p<0.05) statistical significant effect of 

performance appraisal on the outcome factors viz., Retention and Satisfaction level. 

 

XI MAJOR FINDINGS: 

 

Researchers found that 48.8% of respondents are in the age group 

of 15-30years.  The table also shows that 53.8% of respondents are female and the rest of 

respondents are male. 52.5% of the respondent's qualification is PG and the rest of 

respondents were UG. 

The analysis also reveals that 13.8% of the respondents are a cashier, 21.2% were a 

clerk, 10% was a financial analyst, 1.2% was a financial manager, 20% was a loan officer and 
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the rest 22.5% were PO, 11.2 % were a designation. The above table also shows that  58.8% 

of respondents are 1-10 years, 37.7% of 11-20 years,0% of 21-30 years, 3% of above 30 

years of experience of the respondents. 36.2% of respondents are drawing an income amount 

of Rs.21000 to Rs. 30000. 

From the analysis made by the researchers, the null hypothesis is rejected 

(p<0.05) and it was concluded that there is an association between the demographic factors 

viz., Gender and qualification of the respondents with reference to performance appraisal. 

The researcher also tries to conclude that there is no association between age, experience, and 

income of the respondents with that of the performance appraisal, since the null hypothesis is 

accepted (p>0.05).  

Analysis by the researcher found that null hypothesis is rejected (p<0.05) and it was 

concluded that there is significant between the experience viz., problem-solving and decision 

making, passion to learn and succeed of the respondents with the performance appraisal.From 

the table, the researcher found that there is a significant difference between the experience of 

the respondents and independent factors of performance appraisals such as self-management, 

action, performance, quality, customer focus and result orientation at 5% significance level 

(p>0.05).  

The outcome of regression shows that the independent factors viz., self-management, 

passion to learn and succeed, action, performance, quality, customer focus, problem-solving 

and decision making and result orientation(p<0.05) are not statistically significant towards 

performance appraisal since the p-value is greater than 0.05. The R value represents the 

simple correlation and is 0.769 which indicated a high degree of correlation between the 

independent factors and performance appraisal. The R
2
 value indicated that 59.1 % (0.591) of 

the variance in the dependent variable “Performance appraisal”, is explained by the 

independent factors. 

The significance of the chi-square values inferred that there is no significant 

relationship between performance appraisal and outcomes – Retention and Satisfaction 

level.The R value which represents the simple correlation and is 0.498 which indicated a 

high degree of correlation between the outcome factors and consumer behavior. The R
2
 

value indicated that 24.8 % (0.248) of the variance independent variables “ Retention and 

Satisfaction level” is explained by the independent variable viz., performance appraisal 

 

From the table, it can be inferred that there is (p<0.05) statistical significant effect of 

performance appraisal on the outcome factors viz.  Retention and Satisfaction level. 

 

XII RECOMMENDATIONS: 

 

In this study, the researcher has found the importance of performance appraisal 

system. The managers can more easily communicate with their employees that will support o 

company objectives of the banking sectors. The data can be maintained to decide salary 

packages, increment, pay structure etc. It helps to know the strengths and weaknesses of the 

resources. To understand the interests of the employees for future development.To give 

feedback to the manpower about their performance. It will analyze and provide training 

programs for the promotion of the employees. In order to collect more feedback so as to 

ensure justice to the job performed by the employees. 
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XIII CONCLUSION:  

In the current situation, organizations will do some unique idea to beat the competitors in the 

market in order to sustain their customers.Performance Appraisal is an important factor that 

contributes to increasing the productivity of an organization. 360-degree performance 

appraisal is also known as multi-rate appraisals, multi-source feedback. It is an essential 

process which helps to receive much feedback from people around them. The success of the 

performance appraisal depends on its transparency and clear objectives. 
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