
International Journal of Management and Applied Science, ISSN: 2394-7926                                                 Volume-4, Issue-5, May-2018 
http://iraj.in 

A Study of Performance Appraisal System at Thermo Power Company 
 

48 

A STUDY OF PERFORMANCE APPRAISAL SYSTEM AT THERMO 
POWER COMPANY 

 
1PRAGNA R. PATEL, 2PRITI GARG  

 
1,2Veer Narmad South Gujarat University, Surat, Gujarat, India.-395007 

E-mail: 1pragnarptl@gmail.com 
 

 
Abstract - Although many organizations want to develop its employees based on appraisal outcomes. It has been searched 
that, less than 40% of organizations have perfect performance appraisals system. It is well identified that no matter what the 
organization has resources, the work of the organization is planned and done by people with help of other resources. 
Therefore, an organization that does performance appraisal well gains a competitive advantage. There are four requirements 
for an effective performance appraisal system: relevance, sensitivity, reliability, and acceptability. In this research shown 
that rater and rate view for performance appraisal system. This paper focuses ratee and rater’s view about Performance 
planning session, their expectation and satisfaction towards appraisal system.  
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I. INTRODUCTION 
 
Performance appraisal is a one types of development 
process for employees. it applied to a variety of 
processes that involve the assessment and 
development of an individual with their performance 
at work. It is to a large process for evaluating 
performance of employees's at work. Performance 
Appraisal can defined as the evaluating process of the 
performance and qualities of the employees as per 
requirements of the job. It it’s purposes of system 
such as placement, selection for promotions, 
providing financial rewards and other actions and 
treatment which required among the members. Now 
organization followed new and latest mantra is – "get 
paid as you contribute (www. 
appraisals.naukrihub.com/definition-concept.html on 
13 Dec.2011). The organizations’s focus is turning to 
performance management and specifically to 
individual performance.  
 
II. REVIEW OF LITERATURE 
 
Many writers have identified to frame of performance 
appraisal. Selvarajan (2011) examined the 
relationship between appraisal characteristics such as 
appraisal source, appraisal purpose and feedback 
richness and perceived reactions of employees to the 
appraisal characteristics such as perceived fairness 
and perceived accuracy of appraisals and appraisal 
outcomes such as appraisal satisfaction and 
motivation to improve. Churchill et al. (1985) utilize 
meta-analysis techniques to search the evidence for 
determination of salespeople's performance. His 
results indicate the determinants can be ordered in the 
following way in terms of the average size of their 
association with performance: (1) role variables, (2) 
skill, (3) motivation, (4) personal factors, (5) aptitude, 
and (6) organizational/environmental factors. When 
ordered according to the amount of the observed 
variation in correlations across studies that is real 

variation for example not attributable to sampling 
error the determinants rank as follows: (1) personal 
factors, (2) skill, (3) role variables, (4) aptitude, (5) 
motivation, and (6) organizational/environmental 
factors. George (2012) shows that five factors such as 
Implementation process, interpersonal relationships, rater 
accuracy, informational factors, and employee 
attitudes had a significant positive relationship 
towards performance appraisal system. Rebecca S. 
Ayers (2013) examines the extent to organizational 
factors allow for performance appraisal goal 
alignment and talked about goal alignment.  This 
Goal alignment is operationalized in two ways: first is 
embedding of strategic plan goals into employee 
performance plans second is employee knowledge of 
how their work relates to the agency’s goals and 
priorities. According to Tziner and Kopelman 
(2002) discuss about behavior observation scales and 
graphic rating scales and also indicate about goal 
properties and goal setting. They are effective point 
for performance appraisal. Seok (2011) searched with 
using these three perceived fairness variables such as 
distributive, procedural, and interactional fairness. A 
hierarchical regression analysis was performed. The 
results identified that although all three perceived 
fairness variables positively associated with inner 
motivation. Jawahar I.M. (2010) given idea about 
feedback which is advocated as a means for 
influencing performance, empirical research indicate 
that the effect of feedback on performance is not 
uniformly positive. Organizations should set appraisal 
systems as per framework process and train managers 
when conducting feedback discussions. 
 
III. OBJECTIVE OF STUDY 
 
1. To find out the views of the Raters with regards 

to the performance appraisal system.  
2. To measure the satisfaction level of the Ratees’ 

with regards to the performance appraisal 
system.  
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IV. RESEARCH METHODOLOGY 
 
Research methodology: 
A quantitative approach was adopted for the study. 
Looking to the objectives of the study the Research 
Design adopted was descriptive. 
 
Data Collection: 
Both primary and secondary sources were tapped. 
Review of existing literature related to the topic was 
done. Library sources, magazines, records, journals, 
booklets, record books of organization and electronic 
sources were referred to collect the secondary data. 

Employees of DGVCL both raters and rates were 
contacted to collect the primary data. 
 
Research Methods, Sampling Plan and Instrument 
Used for the Study: 
Survey method was adopted for the descriptive study. 
Structured and undisguised questionnaire was used as 
an instrument for the survey. The sampling plan 
included defining the sample unit, the sample size 
and the sampling procedure. For the descriptive study 
the sample unit were the employees of thrmo power 
company both raters and ratees. 150 raters and 150 
ratees were contacted. Non probability convenience 
sampling procedure was adopted for the study. 

  
Analysis Data 
 

 
 

Figure 1:  Ratee view towards appraisal system. 
 
Above table indicate that company has more effective system than ratee expectation such as performance 
standard, assigned rater qualities, rater behaviour, rating format, system process. 
 

 
 

Figure 2:  Rater view towards importance of appraisal system 
 
Above table showed that raters give importance to developing planning session, duration of appraisal, 
Compensation as per appraisal, standard appraisal form and its utilization as per decided objective such as 
personnel decision. 

0
0.5

1
1.5

2
2.5

3
3.5

Importance given by Rater

Importance given by Rater



International Journal of Management and Applied Science, ISSN: 2394-7926                                                 Volume-4, Issue-5, May-2018 
http://iraj.in 

A Study of Performance Appraisal System at Thermo Power Company 
 

50 

 
 

Figure 3:  Rater view towards perceived by company 
 
Rater perceived more value than they given appraisal system. 
 
V. RESULT AND DISCUSSION 
 
Performance appraisal is essential factor for 
developing to employee properly. In thermo power 
sector, rater and ratee are satisfied with planning 
session, performance standard setting, and their 
development as per appraisal rank. Thermo power 
sector should change their standards when 
employee’s capacity will increase. 
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