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 Abstract - Although many organizations want to develop through their employee’s productivity. It has been searched that, 
employee’s productivity is identified by perfect performance appraisals system. It is well identified that no matter what the 
organization has appraisal system, the appraisal system of the organization is planned and implement with perfection. It is 
done by rater who has multiple qualities such as reliability, assurance, tangibles, empathy and responsiveness. If rater is 
qualified for evaluating ratee, organization gain best result by appraisal system. In this research paper showed that rater’s 
view towards performance appraisal system and ratee’s view towards rater. This paper focuses ratee and rater’s satisfaction 
view, planning session, assigning rater, communication, its effectiveness and utilization view towards appraisal system.  
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I. INTRODUCTION 
 
Now a days, organization’s thought has been 
changed, organization considered its employees as 
partner. They are authorizes persons who given share 
in organization’s stock membership. Human resource 
nanageme’s representatives are being appointed as a 
board of directors. This trend’s objective is to create a 
feeling among employees that the organization is 
their own. Now, human resource management is 
creating a special discipline and as a profession 
concept. It is also creating an opportunities such as 
distinct specializations like human resource 
development, industrial relations, etc. Performance 
appraisal is helpful for the development of employee. 
Appraisal means identified level of employee, their 
strengths or weakness towards own activities, 
effectiveness towards their goal as well as 
organizational goal. However, formal evaluation of 
employees existed in the First World War duration. 
Army adopted the rating system for evaluating 
military personnel. During 1920-1930 industrial units 
were evaluated worker on the basis of rating scores 
for giving hour based payment. it was called merit 
rating system. Now days, performance appraisal 
techniques began to be used for technical, 
professional and managerial personnel. 
 
II. REVIEW OF LITERATURE 
 
Performance appraisal system is becoming effective 
by trust, belief and ethic. George Ndemo Ochoti et 
at,(2012) investigated factors such as Implementation 
process, interpersonal relationships, rater accuracy, 
informational factors, and employee attitudes .they 
suggested that if these factors are taken into 
consideration by the ratees, the raters and the 
government policy makers, the PAS can become a 
good performance management tool. Peter Villanova 
(1993) investigated the predictability of rater leniency 
from scores on an instrument designed to evaluate 

rater discomfort with performance appraisal system 
also suggested that future application of the 
Performance Appraisal Discomfort scale (instrument) 
may be utilize for enhancing the validity of appraisal 
ratings and feedback utility. Greenberg (1896) 
explains about trust in the supervisor and found that 
the use of diaries enhances the perceived fairness of 
performance appraisals corroborates identification of 
the rater familiarity with ratee's work factor identified 
in this study such as the supervisor's keeping of a 
performance diary may be seen as increasing and 
developing his or her familiarity with the ratee's 
performance. Robrt (2006) finds that ethical beliefs 
of raters will moderate the biasing influence of results 
on ethical judgment bias was not supported. Training 
is required for raters. Without such types of training, 
managers may do more than good (Armstrong, 
1988).  Dobbins and Vieno (1990) explored the 
moderating organizational variables’s effects on the 
appraisal characteristic-appraisal satisfaction 
relationship and indicated that the appraisal 
characteristics of action plans, frequency, and rater 
training were more positively related to appraisal 
satisfaction when subordinates experienced role 
conflict, were not closely monitored, and supervisors 
had a large span of control. Michael (1994) described 
a model of causes and effects of rater motivation 
towards the performance appraisal context. Gary E. 
Roberts (1992) examines the correlates of perceived 
effective performance appraisal systems with gave 
special importance to the role of perceived rater and 
ratee acceptance. Pulakos (1984) showed that rater 
accuracy training generated the most accurate ratings 
and no-training the least accurate ratings. The 
presence of error training was related with reduced 
halo error, but the presence of accuracy training was 
related with less leniency error. Neal and Rebecca 
(2007) explored how context influences 
accountability in a performance appraisal concept. He 
demonstrate that audience characteristics impact 
rating quality, as raters accountable to higher status 
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and mixed-status audiences provided more accurate 
ratings, whereas those accountable to a lower status 
audience provided more inflated ratings to appraisal 
system. 
 
II. 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 assigning Rater 
 
III. RESEARCH METHODOLOGY 
 
Research methodology: 
A quantitative approach was adopted for the research 
study. Looking to the objectives of the study the 
Research Design adopted descriptive method. 
Data Collection: 

Both primary and secondary sources were used. 
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 thermo power sector 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 research survey. For the 
descriptive study the sample unit were the employees 
of thermo 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:  Rater view towards appraisal system. 

 
Above table indicate that rater gave importance to appraisal system. They gave highest marks to that time and 
effort expended in documenting substandard performance is well worth the costs and weeding out employees 
who cannot properly perform the job. 
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Figure 2:  Rater view towards importance of appraisal system 

 
Above table showed that raters give importance to communication with ratee regars job task and avoid 
irrelevant aspects. Rater can provide the resources needed for them and for achieving individual as well as 
organizational goal 
 

Sr.no Statements Weighted 
Mean Score (I) 

1 My organization makes sure that I am assigned a rater who is qualified to evaluate my work 
(job specifications) 2.8 

2 My organization ensures that I am assigned a rater who knows what I am supposed to be doing 1.9 

3 My organization makes sure that I am assigned a rater who understands the requirements and 
difficulties of my work 2.7 

4 My organization makes sure that I am assigned a rater that knows how to evaluate my 
performance 2.9 

5 My organization makes sure that my rater is familiar with the PPR rating procedures and 
rating format 2.7 

6 My rater treats me with respect 1.9 

7 My rater is courteous to me 1.6 

8 My rater does not invade my privacy 1.6 
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9 My rater does not make hurtful statements to me 1.7 

10 My supervisor is sensitive to my feelings 1.6 

11 My supervisor shows concern for my rights as an employee 1.4 

12 My supervisor treats me with kindness 1.6 

13 My rater clearly explains to me what he or she expects for my performance. 1.2 

14 My rater clearly explains to me the standards that will be used to evaluate my work. 2.5 

15 My rater explains how I can improve my performance 1.7 
Figure 3:  Ratee view towards perceived by company 

 
As per above table ratee are satisfied with rater standards but they are not satisfied with above mentioned first, 
third, fourth and fifth. 
 
RESULT AND DISCUSSION 
 
Performance appraisal is essential factor for 
developing to employee properly. In thermo power 
sector, raters are satisfied with planning session, 
performance standard setting, but rates are not fully 
satisfied with rater qualities. Thermo power sector 
should train to rater as per appraisal process required. 
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