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ABSTRACT 

 This paper deals with the factors influencing the performance appraisal in the private 

sector banks. It also speaks the relationship between performance appraisal and productivity 

of an organisation. The researchers have taken demographic variables, dependent and 

independent variables for the analysis. They administered the structured questionnaire to 

collect the data from the respondents. By adopting the stratified random sampling,  

80 respondents have been chosen for the study. The statistical tools viz., correlation,  

chi-square test and regression were applied in this research work. The broad findings of the 

study are that the outcome factors Productivity and job satisfaction are statistically significant 

towards Performance appraisal. 

Keywords: Performance appraisal, Productivity, Teamwork, organisational skills. 

1. INTRODUCTION 

The process of analyzing and determining the employee’s performance of the job effectively 

and efficiently, to understand their working conditions and how they behave with their 

colleagues, the relationship that they maintain with their supervisors and the 

clients/customers and other business etiquettes that they follow is considered as performance 

appraisal. In other terms, performance appraisal is the assessment of the individual with 

respect to his/her job performance, the potential for development and behavior. Performance 

appraisal involves assessing an employee’s exhibition based on the opinion and judgment of 

subordinates, peers, supervisors and other managers. Employees can also carry out rating 

process by self-evaluation. 

Performance appraisal is mostly used to determine the requirement of training and 

development for an employee. It is used for improvising the knowledge and skill of 

employees from their level to a higher level. The employees in the private banks require 

keeping themselves updated with current technology and develop skills accordingly. And in 

order to get a promotion, most of the employees are interested in knowing about their 

performance. Training and development, promotion, hike in salary, rewards and other 

monetary incentives for example benefits in the form of health insurance, housing rent refund 

give a sense of satisfaction and motivation towards their work to help good performance 

appraisal to the employees. A 360-degree appraisal is not followed and was being 

implemented earlier. Now a day’s 360-degree appraisal is followed only in some  

private banks. 
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The banks follow the methodology wherein the supervisor carries out the internal audit. In 

private banks, all the employees including the supervisor are more on task performance. The 

supervisor gives continuous input to the employees about their performance. The information 

about their performance is collected for their improvement in the future performance. This 

practice in the bank is essential for improvising the employee efficiency, minimize expenses, 

and increase the profit of the bank.    

Performance appraisal is also used as a method to keep the employees under control and get 

to do better work and create a better working environment. 

2. PROBLEM STATEMENT 

 For carrying out performance appraisal in the most effective manner at banks, we 

have selected the determining factors having an impact on the performance and collected the 

data to deliver useful information. 80 samples have been collected for this study and it is 

based on convenience method. SPSS (Statistical Package for Social Science) tool is used for 

this analysis.  

3. OBJECTIVES OF THE STUDY 

 To study the association between demographic factors and Performance Appraisal in 

private sector banks 

 To identify the factors/drivers affecting performance appraisal among the employees 

of private sector banks 

 To study the association between the drivers of performance appraisal and outcome 

variables viz. productivity and job satisfaction 

 To examine the effects of drivers on performance appraisal 

 To find out the effects of performance appraisal on productivity and job satisfaction 

 To offer valuable suggestions to strengthen the effective performance appraisal at 

private sector banks 

 

4. CONCEPTUAL FRAMEWORK 

 

 

 

 

 

 

 

 

 

 

 

Figure 1: Conceptual Framework of Drivers of Performance Appraisal 

5. RESEARCH METHODOLOGY 

The explanatory research design has been adopted in this paper. The researchers have 

used both primary and secondary data. The primary data were collected from the  

80 respondents of private sector banks, through a structured questionnaire which has the 

reliability value of 0.774 (77.4 %) by applying Cronbach's Alpha Test. The respondents were 
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chosen by applying random sampling method. The researchers have used statistical tools viz., 

descriptive statistics, Chi-square test, One-way ANOVA & Multiple Regression for data 

analysis 

6. SCOPE & LIMITATIONS OF THE STUDY 

This study helps to determine the factors having an impact on the performance 

appraisal at private banks. It also assists to understand the factors for the performance 

appraisal among the employees of private banks. This study helps to find the satisfaction 

level of performance appraisal. This study was carried out only on the private banks.  

The sample size was restricted to 80 samples. The results of the study are generalized in 

nature. It may vary according to the perception and opinion of the employees. 

7. LITERATURE REVIEW 

1) Jain, S., & Jain, R. (2014). Employee Reactions to Performance Appraisal System. 

The PA reactions were measured with respect to outcomes in terms of performance 

improvement and employee development; fairness of PA rating; the accuracy of PA 

rating; providing feedback; explaining rating decisions, and overall satisfaction with 

appraisal system. 

2) Jain, S., & Jain, R. (2015). Performance Appraisal System and Practices. The study 

measured the perceived satisfaction level of the bank managers pertaining to the 

performance appraisal practices viz., PA outcomes in terms of performance 

improvement and employee development; fairness of PA rating; the accuracy of PA 

rating; providing feedback; explaining rating decisions; and overall satisfaction with 

appraisal system. 

3) Waghmare S Udhav. (2016). performance appraisal practices in private sector banks. 

Performance appraisal (PA) includes all formal procedures used to evaluate 

personalities, contributions, and potentials of group members in an organization. It is 

a continuous process to secure information necessary for making correct and objective 

decisions on employees. 

4) Ibeogu, P. H., & Ozturen, A. (2015). Perception of Justice in Performance Appraisal 

and Effect on Satisfaction. Appraisals could be problematic; nevertheless, they are 

deemed as necessary in organizational management. This is because workers might 

not always view appraisals as a positive measure. When the employees perceive 

appraisals to be fair, it emits positive attitude and vice versa. This study aimed to 

understand the perceptions of employees towards performance appraisals. 

5) Roberts, G. E. (2003). Employee Performance Appraisal System Participation: A 

Technique that Works. Performance appraisal is one of the most complex and 

controversial human resource techniques. Participatory performance appraisal is an 

essential and proven attribute of an effective performance appraisal system.  

6) Salehi, M., Arianpoor, A., & Salehi, F. (2013). Investigating the Effect of Internal 

Audit on the Performance of Private Banks’ System. Internal controls result in 

increased effectiveness, decreased the risk of losing assets, rational ensuring of 

financial statements' reliability and respecting to rules and regulations. 

7) Kuvaas, B. (2006). Performance appraisal satisfaction and employee outcomes: 

mediating and moderating roles of work motivation. The purpose of this study was to 

explore alternative relationships between performance appraisal satisfaction and 

employee outcomes in the form of self-reported work performance, affective 

organizational commitment and turnover intention. 
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8) Banks, C. G., & Roberson, L. (1985). Performance Appraisers as Test Developers. 

Performance appraisal is reinterpreted as a test development task, and the appraiser is 

examined in terms of how well he/she can utilize rate information validly in judging 

performance. 

9) Singh, S. P., & Rana, S. (2013). The Impact of Performance Appraisal on 

Organizational Commitment of Bank Employees. Performance appraisal has a 

significant and positive impact on the organizational commitment of employees. The 

awareness of performance appraisal, fairness in the appraisal & performance-based 

payment practices significantly predicted the organizational commitment of bank 

employees. 

10) Findley, H. M., Giles, W. F., & Mossholder, K. W. (2000). Performance appraisal 

process and system facets: relationship with contextual performance. Appraisal-

related interactions between supervisors and employees may influence more than task 

performance, the authors considered the potential effects of social and interpersonal 

processes in performance appraisal on contextual performance. 

11) Kavanagh, P., Benson, J., & Brown, M. (2007). Understanding performance appraisal 

fairness. Employee reactions to the performance appraisal (PA) process have been 

identified as a potentially important influence on employee acceptance of the 

performance appraisal process. One such reaction is the perceived fairness of the 

performance appraisal experience.  

12) Murphy, K. R., & Cleveland, J. N. (1995). Understanding performance appraisal: 

Social, organizational, and goal-based perspectives. "Understanding Performance 

Appraisal" delineates a social-psychological model of the appraisal process that 

emphasizes the goals pursued by raters, rates, and the various users of performance 

appraisal. The authors apply this goal-oriented perspective to developing, 

implementing, and evaluating performance appraisal systems. 

8. RESULTS & DISCUSSION 

Table 1 

Chi-square test between Demographic variables and Performance Appraisal 

S.No 
Demographic 

Factors 
 (Sig.) Result 

1 Age 0.059 Accepted  

2 Gender 0.034* Rejected 

3 Income 0.046* Rejected 

4 Experience 0.054 Accepted 

5 Qualification 0.032* Rejected 

 

(Source: Primary Data) 

(Significance level: 5 % and p-value is > 0.05, null hypothesis is accepted) 

Ho: There is no significant association between demographic variables of the 

respondents and Performance Appraisal 

From the table, the results show that there is no significant association between 

experience and age of the respondents with the performance Appraisal, since null 

hypothesis is accepted (p>0.05). The results also show that there is a significant 

relationship between demographic factors such as Gender, Income, and Qualification. 
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Table 2 

One way ANOVA for Performance appraisal and outcome variables (Productivity and 

job satisfaction) 

S.No Factors F (Sig.) Result 

1 Performance 3.716 0.000* Rejected 

2 Team work 2.417 0.049* Rejected 
3 Attendance  4.791 0.000* Rejected 

4 Punctuality 9.653 0.000* Rejected 

5 Process Knowledge 2.565 0.005* Rejected 

6 Organizational Skills 3.112 0.000* Rejected 

(Source: Primary Data) 

(
*
= Ho accepted at 5% significance level) 

 H0– There is no variation between the drivers of performance appraisal and the 

productivity and job satisfaction of the employees.
 

 From the above table, it is found that there is no significant difference between the 

drivers of performance appraisal viz., performance, Teamwork, Attendance, Punctuality, 

Process Knowledge, Organizational skills and the productivity and job satisfaction of 

employees, since null hypothesis is rejected (p<0.05). 

Table 3 

Unstandardized Coefficients of Regression Model – Performance appraisal and Outcome 

Variables (Productivity & job Satisfaction) 

S. No Predictors Unstandardized Coefficients 

Sig. 

    B Std. Error 

  (Constant) -0.977 0.454 0.033 

1 Productivity  0.420 0.055 0.012* 

2 Job Satisfaction 0.674 0.103 0.026* 

R=0.774  R Square= 0.542 

(Source: Primary Data) 

(Significance level: 5 % and p-value is > 0.05, null hypothesis is accepted) Ho: There is no 

effect of Performance appraisal and Outcome Variables (Productivity & job Satisfaction) 

The above result of the regression analysis shows that the outcome factors Productivity and 

job satisfaction (p<0.05) are statistically significant towards Performance appraisal. The  

R-value represents the simple correlation and is 0.774, which indicated a high degree of 
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correlation between the outcome factors and Performance Appraisal. The R
2
 value indicated 

that 54 % (0.542) of the variance in the dependent variable “Performance Appraisal” is 

explored by the outcome factors. 

Table 4 

Unstandardized Coefficients of Regression Model – Independent Factors and performance 

appraisal  

S. No Predictors 

Unstandardized Coefficients 

Sig. B Std. Error 

 (Constant) 1.058 0.548 0.050 

1 Performance 0.135 0.150 0.568 

2 Team work 0.152 0.063 0.018* 

3 Attendance  0.077 0.060 0.015* 

4 Punctuality 0.035 0.067 0.605 

5 Process Knowledge 0.067 0.055 0.531 

6 Organizational Skills 0.025 0.074 0.630 

R = 0.796   R Square= 0.633 

(Source: Primary Data) 

(Significance level: 5 % and p-value is > 0.05, null hypothesis is accepted) 

Ho: There is no effect of Independent Factors on Performance Appraisal  

The above result of regression shows that the independent factors viz., teamwork and 

attendance (p<0.05) are statistically significant towards performance appraisal. The 

regression results also show that the variables such as performance, punctuality, process 

knowledge and organizational skills are not statistically significant (p>0.05), since the p-

value is greater than 0.05. The R value represents the simple correlation and is 0.796, which 

indicated a high degree of correlation between the independent factors and Loyalty. The R2 

value indicated that 63 % (0.633) of variance. 

9. FINDINGS AND RECOMMENDATIONS 

The majority of the respondents belong to the category of 20-45 years of age with 53.9%. It is 

interpreted that majority of the respondents are male with 67.5%.  It is proved that 83.7% of 

the respondent’s salary is between less than 10 Lakhs. It is inferred 57.1% of the respondents 

have done a PG degree. The type of resident selected from the urban area was the maximum 

for better accessibility preference. From the results of the chi-square test, there is no 

significant association between experience and age of the respondents with the performance 

Appraisal, since null hypothesis is accepted (p>0.05). The results also show that there is a 
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significant relationship between demographic factors such as Gender, Income, and 

Qualification. The researchers found that there is no significant difference between the 

drivers of performance appraisal viz., performance, Teamwork, Attendance, Punctuality, 

Process Knowledge, Organizational skills and the productivity and job satisfaction of 

employees, since null hypothesis is rejected (p<0.05). 

 The regression analysis shows that the outcome factors Productivity and job 

satisfaction (p<0.05) are statistically significant towards Performance appraisal. The  

R-value represents the simple correlation and is 0.774, which indicated a high degree of 

correlation between the outcome factors and Performance Appraisal. The R
2
 value indicated 

that 54 % (0.542) of the variance in the dependent variable “Performance Appraisal” is 

explored by the outcome factors. In addition to that, the independent factors viz., teamwork 

and attendance (p<0.05) are statistically significant towards performance appraisal. The 

regression results also show that the variables such as performance, punctuality, process 

knowledge and organizational skills are not statistically significant (p>0.05), since the p-

value is greater than 0.05. The R value represents the simple correlation and is 0.796, which 

indicated a high degree of correlation between the independent factors and Loyalty. The R2 

value indicated that 63 % (0.633) of variance. 

10. CONCLUSION  

Performance appraisal is compulsory and gives satisfaction and provides positive attitude 

towards performance appraisal of the employees in private banks. Performance appraisals are 

based on the different factors which affect the efficiency and performance of the employees. 

For the future improvement, feedback is given by superior to the employees. Performance 

appraisal helps to evaluate whether an employee requires training and development. It is used 

for the improvement of knowledge and skill of employees.  
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