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Abstract— Managing human resources in today's dynamic 

environment is becoming more and more complex as well as 

important. Recognition of people as a valuable resource in the 

organization has led to increases trends in Employee 

maintenance, job security, etc. Because employees are assets 

of an organization. Research deals with "Performance 

Appraisal" as carried out in Seoyon E-Hwa Automotive Ltd. 

In this report, I have studied & evaluated the performance 

appraisal process as it is carried out in the company. The first 

section of paper deals with a detailed company profile. It 

includes the company's history, its activities and operations, 

organizational structure, etc. This section attempts to give 

detailed information about the company and the nature of its 

functioning. The second section deals of research with 

performance appraisal. In this section, I have given a brief 

conceptual explanation of performance appraisal. It contains 

the definition, process and significance of performance 

appraisal. In the third section of my research I have conducted 

a research study to evaluate the performance management 

system SEOYON E-HWA AUTOMOTIVE LTD. This 

section also contains my findings, conclusions, suggestions 

and feedback. 

Key words: Performance Appraisal, Process, Factors 

Influencing, Performance Measures 

I. INTRODUCTION 

Human Resource Management is the process of recruitment, 

selection of employee, providing proper orientation and 

induction, providing proper training and the developing 

skills, assessment of employee (performance of appraisal), 

providing proper compensation and benefits, motivating, 

maintaining proper relations with labor and with trade unions, 

maintaining employee’s safety, welfare and health by 

complying with labor laws of concern state or country. 

A performance appraisal, also referred to as a 

performance review, performance evaluation, (career) 

development discussion, or employee appraisal is a method 

by which the job performance of an employee is documented 

and evaluated. Performance appraisals are a part of career 

development and consist of regular reviews of employee 

performance within organizations. A performance appraisal 

is a systematic and periodic process that assesses an 

individual employee’s job performance and productivity in 

relation to certain pre-established criteria and organizational 

objectives. Other aspects of individual employees are 

considered as well, such as organizational citizenship 

behavior, accomplishments, potential for future 

improvement, strengths and weaknesses, etc. 

To collect performance appraisal data, there are 

three main methods: objective production, personnel, and 

judgmental evaluation. Judgmental evaluations are the most 

commonly used with a large variety of evaluation methods.  

Historically, performance appraisal has been conducted 

annually (long-cycle appraisals); however, many companies 

are moving towards shorter cycles (every six months, every 

quarter), and some have been moving into short-cycle 

(weekly, bi-weekly) performance appraisal. The interview 

could function as "providing feedback to employees, 

counseling and developing employees, and conveying and 

discussing compensation, job status, or disciplinary 

decisions". Performance appraisal is often included in 

performance management systems. Performance appraisal 

helps the subordinate answer two key questions: first, "What 

are your expectations of me?" second, "How am I doing to 

meet your expectations?" 

Performance management systems are employed “to 

manage and align" all of an organization's resources in order 

to achieve highest possible performance. “How performance 

is managed in an organization determines to a large extent the 

success or failure of the organization. Therefore, improving 

performance appraisal for everyone should be among the 

highest priorities of contemporary organizations". 

Some applications of performance appraisal are 

compensation, performance improvement, promotions, 

termination, test validation, and more. While there are many 

potential benefits of performance appraisal, there are also 

some potential drawbacks. For example, performance 

appraisal can help facilitate management-employee 

communication; however, performance appraisal may result 

in legal issues if not executed appropriately, as many 

employees tend to be unsatisfied with the performance 

appraisal process. Performance appraisals created in and 

determined as useful in the United States are not necessarily 

able to be transferable cross-culturally.  

II. BACKGROUND OF THE STUDY 

Performance Appraisal is the systematic evaluation of the 

performance of employees and to understand the abilities of 

a person for further growth and development.  It is a method 

by which the job performance of an employee is evaluated 

(generally in terms of quality).  Performance appraisal is a 

part of career development. An employee appraisal 

performance is a process often combining both written and 

oral elements where by management evaluates and provides 

feedback on employee job performance, including steps to 

improve or redirect activities as needed. Documenting 

performance provides a basis for pay increases and 

promotion. Appraisals are also important to help staff 

members improve their performance and as an avenue by 

which they can be rewarded or recognized for a job well done. 

In addition, they can serve a host of other functions, providing 

a launching point from which companies can clarify and 

shape responsibilities in accordance with business trends, 

clear lines of management-employee communication, and 

spur re-examinations of potentially hoary business practices. 

Yet joelmyers notes in Memphis Business Journal that “in 

many organizations, performance appraisals only occur when 

management is building a case to terminate someone. It`s no 

http://en.wikipedia.org/wiki/Job_performance
http://en.wikipedia.org/wiki/Employee
http://en.wikipedia.org/wiki/Career_development
http://en.wikipedia.org/wiki/Career_development
http://en.wikipedia.org/wiki/Organization
http://en.wikipedia.org/wiki/Organizational_citizenship_behavior
http://en.wikipedia.org/wiki/Organizational_citizenship_behavior
http://en.wikipedia.org/wiki/Interview
http://en.wikipedia.org/wiki/Feedback
http://en.wikipedia.org/wiki/Performance_management
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wonder that the result is a mutual dread of the performance 

evaluation session something to be avoided, if at all possible. 

This is no way to manage and motivate people. Performance 

appraisal is supposed to be a developmental experience for 

the employee and a ‘teaching moment’ for the manager.” 

Performance appraisal is also known as employee 

appraisal.  It is a method by which the job performance of an 

employee is evaluated (generally in terms of quality).  

Performance appraisal is a part of career development. 

Performance appraisal are regular reviews of 

employees performance with their organization, generally, 

the aims of a performance appraisal are to: 

 Identify employee training needs. 

 Document criteria used to allocate organization rewards. 

 Form a basis for personnel decisions, salary increases, 

and promotions. disciplinary actions etc., 

 Provide the opportunity for organization diagnosis and 

development. 

 Facilitate communication between employee and 

administrators. 

 Validate selection techniques and HRP to meet federal 

equal employee opportunity requirements. 

 Give feedback on performance to employees. 

A common approach to assessing performance is to 

use a numerical or scalar rating system whereby managers are 

asked to score an individual against a number of objectives 

and attributes. In some company employees receive 

assessments from their managers, peers, sub-ordinates and 

customers while also performing a self-assessment. This is 

known as 360 degree appraisal is forms good communication 

patterns. 

Performance appraisal offers competitive advantage 

to a firm by improving performance, helping make correct 

decisions, ensuring legal compliance, minimizing job 

dissatisfaction and employee turnover and ensuring 

consistency between organizational strategy and behaviour. 

The objectives of performance appraisal, listed above, point 

out the purposes such an exercise seeks to meet. Specifically, 

performance appraisal helps an organization gain competitive 

advantage edge in the following ways which contribute to 

firms competitive advantages. 

A. Improving Performance 

An effective appraisal system can contribute to competitive 

advantage by improving employee hob performance in two 

ways – by directing employee behavior towards 

organizational goal, as was done by the second beekeeper, 

and by monitoring that behavior to ensure that goal are met. 

B. Making Correct Decisions 

Appraisal is a critical input in making decisions on such 

issues as pay raise, promotion, transfer, training, discharges 

and completion of probationary periods. Right decision on 

each of these can contribute to competitive strength of a firm. 

If promotion, for example, is made on performance, the 

promote feels motivated to enhance his or her performance. 

C. Ensuring Legal Compliance 

Promotions made on factors other than performance might 

land up a firm in a legal battle, thus diverting its focus on non-

productive areas, as it happened to Williamson major 

companies can minimize costly performance related litigation 

by using appraisal systems that give fair and accurate ratings. 

D. Objectives of Performance Appraisal: 

Performance Appraisal can be done with following objectives 

in mind: 

 To maintain records in order to determine compensation 

packages, wage structure, salaries raises, etc. 

 To identify the strengths and weaknesses of employees 

to place right men on right job. 

 To maintain and assess the potential present in a person 

for further growth and development. 

 To provide a feedback to employees regarding their 

performance and related status. 

 To review and retain the promotional and other training 

programs. 

E. Performance appraisal process 

 Job Analysis, Job Description & Job Specification 

 Establishing Standards of Performance 

 Communicating performance standards to employees 

 Measuring actual performance   

 Objective performance measures 

1) Quality of production 

2) Degree of training needed 

3) Accidents in a given period 

4) Absenteeism 

5) Length of service etc. 

 Subjective performance measures 

1) Rating by supervisors 

2) Knowledge about  overall goals 

3) Contribution to socio-cultural values of the 

environment 

 Comparing actual performance with standards and 

discussing the appraisal with employees 

 Initiating corrective action 

1) The one, which puts out the fires immediately 

2) The other one, which strikes at the root of the 

problem permanently 

III. NEED FOR THE STUDY 

Performance appraisal helps to evaluate the performance of 

employee in the organization.  It is highly useful to rate the 

employees such that the productivity can be increased, the 

valuable employee will be encouraged much more to perform 

his job in an efficient way.  The effective system provides 

proper information which helps to understand the problems 

of the employees which in turn lead to set new standards of 

work.  It helps to achieve the target of the organization. This 

study helps to know the Performance and perception of the 

employees. This study also lays emphasis in providing ideas, 

in order to improve the quality of the system. 

IV. OBJECTIVES OF THE STUDY 

 To analyze the existing performance appraisal program 

within the organization. 

 To identify the factors influencing in performance 

appraisal program. 

 To suggest the measures to improve the performance 

appraisal. 
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V. SCOPE OF THE STUDY 

This study emphasis the scope to identify the importance of 

performance appraisal.  This increases the mutuality between 

employees and their superiors so that every employee feels 

happy to work with their supervisor and thereby contributes 

their maximum to the organization. It is useful to find out 

whether any bias in the appraisal system of the organization. 

It helps to understand the attitude of the people towards the 

performance appraisal and understand the impact of the 

performance appraisal on the employees in the organization. 

This can also help the organization to incorporate or redesign 

the current appraisal system for better output of the 

employees.  

VI. REVIEW OF LITERATURE 

Jill cook, et.al., (2004), this study examines the inter‐
relationship between a person's role as appraise and/or 

appraiser in a performance appraisal system (PAS) and level 

of satisfaction expressed with the system. It builds on earlier 

US studies which found that being an appraiser and, 

therefore, also an appraise increased a person's satisfaction 

level compared with those who were appraises only. Data 

were gathered from 382 respondents to examine three aspects 

of organizational justice which are known to influence 

satisfaction with PASs. The results indicate no intrinsic 

difference in satisfaction level linked to role in administering 

a PAS and that the source of satisfaction and/or 

dissatisfaction with the PAS was not equally attributable to 

all aspects of organizational justice. 

June M.L.Poon (2004), there is evidence that 

performance ratings are often manipulated for political 

purposes. The present study examined the effects of 

employees' perceptions of political motives in performance 

appraisal on their job satisfaction and intention to quit using 

survey data from an occupationally heterogeneous sample of 

white‐ collar employees (N=127) from various 

organizations. Regression analysis results indicated that 

when employees perceived performance ratings to be 

manipulated because of raters' personal bias and intent to 

punish subordinates they expressed reduced job satisfaction 

that, in turn, led to greater intentions to quit their jobs. 

Manipulations of ratings for motivational purposes, however, 

had no effect on job satisfaction and turnover intention. 

Clive Fletcher (2005), Performance appraisal has 

widened as a concept and as a set of practices and in the form 

of performance management has become part of a more 

strategic approach to integrating HR activities and business 

policies. As a result of this, the research on the subject has 

moved beyond the limited confines of measurement issues 

and accuracy of performance ratings and has begun to focus 

more of social and motivational aspects of appraisal. This 

article identifies and discusses a number of themes and trends 

that together make up the developing research agenda for this 

field. It breaks these down in terms of the nature of appraisal 

and the context in which it operates. The former is considered 

in terms of contemporary thinking on the content of appraisal 

(contextual performance, goal orientation and self-

awareness) and the process of appraisal (appraiser-appraise 

interaction, and multi-source feedback). The discussion of the 

context of appraisal concentrates on cultural differences and 

the impact of new technology. In reviewing these emerging 

areas of research, the article seeks to explore some of the 

implications for appraisal practice at both organizational and 

individual levels. 

Victor Y. Haines at.el., (2011),although much 

research has focused on the technical or measurement issues 

involved in employee performance management, this study 

investigates the mutual influence of practices and context on 

performance management effectiveness. From a sample of 

312 private and public sector organizations with 200 or more 

employees, the results indicate positive associations between 

practices – training and employee recognition – and 

performance management effectiveness. They further 

underscore the relevance of three contextual variables – 

culture, climate and the strategic integration of human 

resource management – as they are also related to more 

positive performance management outcomes. Implications 

for research and practice are discussed. 

Sally selden et.al.,(2011), to demonstrate their 

effectiveness, nonprofit organizations, like public and private 

sector organizations, are facing increasing pressure to 

demonstrate how well they perform and their plans for future 

improvement. An essential part of this process of measuring 

and fostering effectiveness is managing the performance of 

organizational members; typically this is accomplished with 

performance management processes, as the ability of 

nonprofit organizations to meet their goals is directly 

dependent upon the ability of the staff to perform effectively 

in the management and delivery of services. Performance 

management systems have been studied extensively in the 

public and for-profit sectors but have not been adequately 

explored in the nonprofit sector to surface possible sector-

specific challenges. This study addresses this gap in the 

nonprofit knowledge base by comparing the utilization of 

different components of a performance management system 

from the perspective of management and frontline staff. It 

identifies gaps in the perceptions of management and staff 

concerning performance management and identifies five 

different models of performance management systems, 

concluding with lessons for practice. 

Peter muchiri (2011), the performance and 

competitiveness of manufacturing companies is dependent on 

the reliability, availability and productivity of their 

production facilities. To ensure the plant achieves the desired 

performance, maintenance managers need a good track of 

performance on maintenance process and maintenance 

results. This can be attained through development and 

implementation of a rigorously defined performance 

measurement framework and indicators that are able to 

measure important elements of maintenance function 

performance. The purpose of this paper is to demonstrate that 

performance indicators are not defined in isolation, but 

should be the result of a careful analysis of the interaction of 

the maintenance function with other organizational functions, 

most evidently with the production function. In this paper, a 

conceptual framework that provides guidelines for choosing 

maintenance function performance indicators is proposed. It 

seeks to align maintenance objectives with manufacturing 

and corporate objectives, and provides a link between the 

maintenance objectives, maintenance process/efforts and 

maintenance results. Based on this conceptual framework, 

performance indicators of the maintenance process and 

maintenance results are identified for each category. 
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Kerstin Alfes et.al., (2012), the present study 

examines the interaction between perceived HRM practices 

and trust in the employer on employee performance and well-

being. Specifically, the study tests whether trust in the 

employer moderates the relationships between perceptions of 

HRM practices and task performance (as rated by employees’ 

supervisors), organizational citizenship behaviour, turnover 

intentions and employee well-being. Support was found for 

the majority of the hypotheses using data from 613 employees 

and their line managers in a service sector organization in the 

UK. Trust in the employer moderates the relationships 

between perceived HRM practices and task performance, 

turnover intentions and individual well-being, but not 

organizational citizenship behaviour. Implications of the 

findings for organizations and future research are discussed. 

Anders Dysvik (2012), Perceived supervisor support 

(PSS) has been found to predict employee in-role and extra-

role performance at the individual level of analysis. With 

respect to the unit level of analysis, the research on the 

predictive role of PSS remains limited. In particular, calls 

have been made for research on the role of leadership in 

facilitating perceived HR practices at the business-unit level 

and on the role of line managers as implementers of such 

systems. In response to such calls, this study investigated the 

associations between PSS climate, perceived investment in 

employee development (PIED) climate, and business-unit 

performance among 75 gas stations located in Norway. The 

results showed that the PSS climate was positively related to 

both the PIED climate and the business-unit performance. 

This study contributes to research on PSS by extending the 

prior findings at the individual level to the unit level of 

analysis. Also, the study contributes to the research on 

perceived HR practices by demonstrating the facilitative role 

of the PSS climate. Finally, the study contributes to the 

research on shared perceptions of HR practices generally and 

the concept of the “strength” of the HRM system in particular. 

Implications for practice and future research are discussed. 

Sally Selden at.al., (2012), the purpose of this study 

is to examine the effects of a new approach to performance 

appraisal training. Motivated by split-brain theory and 

existing studies of cognitive information processing and 

performance appraisals, this exploratory study examined the 

effects of a whole-brain approach to training managers for 

implementing performance appraisals. Managers at C.B. 

Fleet (n = 33) were randomly assigned into either the control 

or the experimental group. Fifty-three employees participated 

in the study, with 27 employees reporting to a manager in the 

control group and 26 reporting to a manager in the 

experimental group. Managers in the control group received 

the company's traditional annual performance appraisal 

training that focused on training them to discern performance 

by specific dimensions, which is consistent with left-brain 

activity. Managers in the experimental group received both 

the traditional training and training to stimulate the right brain 

hemisphere. The experimental training guided managers 

through a series of exercises to encourage them to access 

global impressions (person schema) of their subordinates. 

The effect of the experimental training was determined by 

surveying employees before and after the performance 

appraisal review cycle. The findings show that a whole-brain 

approach to performance appraisal training results in positive 

returns from the perspective of the employees. Employees 

receiving performance appraisals from managers who 

participated in the experimental training group perceive the 

performance appraisal feedback and process as more useful. 

Seejeen (2014), the motivation of public managers 

to provide accurate personnel performance appraisals in the 

public sector is an unexplored area of study in public 

administration. This study provides preliminary steps in 

developing a rater motivation model (RMM) for the public 

administration field. The RMM is built using three primary 

determinants of rater motivation (felt accountability, 

incentive structures, and public service motivation). In 

addition, this study examines the variations in raters’ 

perceived rating accuracy depending on the existence of a 

reward system for accurate appraisers and an organizational 

forced distribution rating system. The sample consists of 

public officials working in various levels of the U.S. and 

Korean governments. This study uses confirmatory factor 

analysis to construct measures of rater motivation and 

multiple regression analysis to observe the relationship 

between the determinants and the rater’s perceived 

performance rating accuracy. The findings suggest that raters 

are significantly affected by all three determinants of rater 

motivation as well as by the presence of rewards for accurate 

appraisal and a forced distribution rating system. Implications 

for both the public administration literature and practice are 

suggested. 

VII. RESEARCH METHODOLOGY 

Research refers to a search for knowledge. It can also be given 

as a scientific and systematic search for pertinent information 

on a specific topic. In fact research is an art of scientific 

investigation. The Advanced Learner’s Dictionary of Current 

English lays down the meaning of research as “a careful 

investigation or inquiry especially through search for new 

facts in any branch of knowledge.” Some people consider 

research as a movement from the known to the unknown. It 

is actually a voyage of discovery. Research methodology is a 

way to systematically solve the research problem. It may be 

understood as a science of studying how research is done 

scientifically. In this study the various steps that are generally 

adopted by a researcher in studying his research problem 

along with the logic behind them. The research design 

followed for the study is descriptive type of research. In this 

study Stratified random sampling technique is used for data 

collection among the respondents. Total sample size for this 

research study is 50. The primary instrument used in the study 

is ‘‘Questionnaire ’’. Secondary data is obtained from 

company profile, internet, various other documents, scope 

need and other reports of the company. Statistical tools used 

for this study i.e. Percentage Analysis, Chi square Test, 

Correlation Analysis, and ANOVA 

VIII. DATA ANALYSIS AND INTERPRETATION 

Analysis and interpretation is an important part of any kind 

of inter data analysis the researcher can begin to identify 

relationship between various data that will help to understand 

more about the respondents and guide towards better 

decisions. The tools for this study are chi square, correlation 

and ANOVA and percentage analysis. 
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IX. CHI-SQUARE TEST 

 Null Hypothesis (H0): There is no significant difference 

between the respondent’s qualification level and 

opportunity to explore. 

 Alternative Hypothesis (H1): There is significant 

difference between the respondent’s qualification level 

and opportunity to explore showing respondents 

qualification level* showing respondents opportunity to 

explore 

 
Observed 

N 

Expected 

N 
Residual 

Highly 

satisfied 
7 10.0 -3.0 

satisfied 18 10.0 8.0 

Neutral 15 10.0 5.0 

Dissatisfied 9 10.0 -1.0 

Highly 

Dissatisfied 
1 10.0 -9.0 

 50   

Table 1: Showing respondents opportunity to explore 
 Observed N Expected N Residual 

diploma 19 16.7 2.3 

UG 20 16.7 3.3 

PG 11 16.7 -5.7 

Total 50   

Table 2: Showing respondents qualification level 

 
showing respondents 

opportunity to explore 

showing respondents 

qualification level 

Chi-

Square 
18.000a 2.920b 

Df 4 2 

Sump. 

Sig. 
.001 .232 

Table 3: Test Statistics 

 0 cells (0.0%) have expected frequencies less than 5. The 

minimum expected cell frequency is 10.0. 

 0 cells (0.0%) have expected frequencies less than 5. The 

minimum expected cell frequency is 16.7. 

X. RESULTS 

The significant value must be less than 0.05 (for 95% 

significant level). In this the significance is the calculated 

value 0.232 is greater than 0.05.Therefore H1 is accepted. 

Hence there is significant difference between the 

respondent’s qualification level and opportunity to explore  

 

showing 

respondents 

training& 

education 

Programme 

showing 

respondents 

qualification 

level 

showing 

respondents 

training& 

education 

Programme 

Pearson 

Correlation 
1 .121 

Sig.  

(2-tailed) 
 .401 

N 50 50 

showing 

respondents 

qualification 

level 

Pearson 

Correlation 
.121 1 

Sig.  

(2-tailed) 
.401  

N 50 50 

Table 3: Showing Pearson correlation 

 

showing 

respondents 

training& 

education 

Programme 

showing 

respondents 

qualification 

level 

showing 

respondents 

training & 

education 

Programme 

Correlation 

Coefficient 
1.000 .055 

Sig.  

(2-tailed) 
. .704 

N 50 50 

showing 

respondents 

qualification 

level 

Correlation 

Coefficient 
.055 1.000 

Sig.  

(2-tailed) 
.704 . 

N 50 50 

Table 4: Showing Spearman’s Correlations 

XI. RESULTS 

Pearson’s r is 0.121. This number is very close to 1. For this 

reason, we can conclude that there is a strong relationship 

between the respondents training education Programme and 

qualification level. .This means that changes in one variable 

are strongly correlated with changes in the second variable.  

XII. ANALYSIS OF VARIANCE-ONE WAY-ANOVA 

A. Null hypothesis (H0) 

There is no significance difference between respondents 

experience level and growth of respondents & company while 

evaluating performance appraisal in the industry 

B. Alternate hypothesis (H1) 

There is a significance difference between respondents 

experience level and growth of respondents & company while 

evaluating performance appraisal in the industry 

 
Sum of 

Squares 
Df 

Mean 

Square 
F Sig. 

Between Groups 2.202 4 .551 .861 .495 

Within Groups 28.778 45 .640   

Total 30.980 49    

Table 5: Analysis of Variance-One Way-ANOVA 

 
Fig. 1: Graph 
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XIII. RESULT 

In this significance level is less than 0.05.Therefore H1 is 

accepted. Therefore, there is a significance difference 

between respondents experience level and growth of 

respondents & company while evaluating performance 

appraisal in the industry. 

XIV. CONCLUSION 

“Performance Appraisal” is rival process in the current 

scenario of management. I started my research work in the 

particular area of the organization. I have been successful in 

completing this project work considering almost all the 

factors that found to be relevant to my topic. The research has 

come out with some valuable suggestions, which should be 

adopted in the SEOYON E – HWA AUTOMOTIVE 

PVT.LTD when these suggestions are taken into 

consideration. The wages and salary administration is very 

useful for the employee and also for the employee and also 

for the management and it is useful for evaluation the job, 

performance appraisal and it’s create more job for employee. 

Performance appraisal is the systematic periodic and 

an impartial rating of an employee’s excellence in matters of 

pertaining to his present job and his potential for a better job 

and weakness and that they can improve themselves by 

overcoming their weaknesses. After gathering the 

information, the researcher has given some suggestion to the 

supervisors to develop employee’s on-the-job activities and 

adapting changes to current circumstances means the 

company discipline will be good in future and also they can 

easily achieve their goals. 
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