
IJSRD - International Journal for Scientific Research & Development| Vol. 8, Issue 2, 2020 | ISSN (online): 2321-0613 

 

All rights reserved by www.ijsrd.com 165 

Appraisal System for Employee Performance 

Prof. M. R. Tiwari1 Desale Sanjeewani Pralhad2 Patil Minal Anil3 Bhosale Rupali Rajendra4    
1,2,3,4Department of Computer Engineering 

1,2,3,4Gangamai College of Engineering Nagaon, Dhule, India

Abstract— Employee performance has traditionally been 

accorded prime focus by human resource managers. As a 

result, a number of performance appraisal techniques have 

over time been devised to help establish employee‘s 

performance. This study examined the status of the 

performance appraisal system and its implication for 

individual and organizational growth. Organizational 

performance and its resultant efficiency and effectiveness 
can only be achieved when individuals are continuously 

appraised and evaluated. 
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I. INTRODUCTION 

In normal circumstances, Employees should be appraised by 

their immediate Superiors on one to one basis. Often the 

distinction between Appraiser & Appraise. Assessment 
concerns itself only with the past and the present. The staff 

is being appraised when they are encouraged to look ahead 

to improve effectiveness, utilize strengths, redress 

weaknesses and examine how potentials and aspirations 

should match up. It should also be understood that pushing a 

previously prepared report across and desk Cursorily 

inviting comments, and expecting it to be neatly signed by 

the Employee is not Appraisal- this is merely a form filling 

exercise which achieves little in terms of giving staff any 

Positive guidance and motivation. The success of any 

organization depends on the quality and characteristics of its 

employees. The employees become a significant factor in 
any organization since they heart of the company. 

Organizations simply cannot achieve their goals and 

objectives without them. However, it is a fact that any 

employee for that matter needs something to induce him or 

to look forward to so that he is motivated to work at the best 

interest of the company. This indeed was indicative of the 

more strategic approach to Human Resource Management 

(HRM) policies which sought to connect the aim of the 

organization to the performance of the individual. 

A. Scope 

The scope of any performance appraisal should include the 

following:  

 Provide employees with a better understanding of their 

role and responsibilities. 

1) Increase confidence through recognizing strengths 

while identifying training needs to improve weaknesses. 

2) Improve working relationships and communication 
between supervisors and subordinates.  

3) Increase commitment to organizational goals; develop 

employees into future supervisors.  

4) Assist in personnel decisions such as promotions or 

allocating rewards; and allow time for self-reflection, 

self-appraisal and personal goal setting. 

B. Objective 

1) Appraisal is a judgment which requires definite 
standards. Actual performance is compared with 

standards and goals. Such standards should be worked 

out by organizations and conveyed to all the employees, 

otherwise, judgment will be one way only. In a sound 

appraisal system, goal setting must be high; and 

accordingly high performance is expected. 

2) To judge means to apply a set of values. Value 

judgments without clear, sharp and public standards are 

irrational and arbitrary. Such judgment or appraisal will 

demotivate the manager and subordinates. It should, 

thus, be based on sound and objective appraisal 

standards. 
3) Standards consider what work was assigned, what 

resources were granted and what promises were given 

regarding salary/rewards. They, thus, provide a measure 

of evaluation. 

4) One can only build in strength. One can only achieve by 

doing. One cannot achieve anything with what one does 

not do. Appraisal must, therefore, aim at bringing out 

what a man can do. Only when a man’s strengths are 

known and understood, it makes some sense. 

Weaknesses, by themselves, are of no interest. 

5) It is human tendency to recall only the latest events or 
achievements. Similarly, only latest failures are 

remembered. Appraisals should cover some specific 

periods where an employee was involved fully, or even 

in his absence, how the deputy was doing, to what 

extent there was delegation of authority and 

responsibility. It should reflect a whole picture so that 

corrective measures can be taken. 

6) It provides feedback to employees about their 

performance. Feedback helps in overcoming 

deficiencies in the work, promoting performance and 

relating his work to organizational objectives. 
7) It helps in designing personal improvement plans to 

overcome the weaknesses of employees on the job and 

devising training and development programmers to 

strengthen their capabilities. 

II. PROPOSED SYSTEM 

To remove all the disadvantages of conventional methods, a 

system is proposed which is helpful for appraisal process in 

an organization. 
Employee Performance Tracking System is a 

Project that Monitor the employee performance in an 

organization and helps in appraisal. This system is used to 

computerize all these activities. 

There are three kinds of user: 

1) Administrator 

2) Manager 

3) Employee 
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With the help of this project we reduced task 

deployed for data/information collection to a large extend 

thereby eliminating the human errors considerably. 
Everything that comes into existence must have an 

objective for its existence. .It holds true for our project also. 

It has been conceived as a powerful tool to help maintaining 

the various activities of the organization. 

A. System Design 

A data flow diagram (DFD) is use a very small number of 
primitive symbols to represent the functionality performed 

by the project and the flow data among the different 

functions of the project. 

 
Fig. 1: DFD Level 0 

 
Fig. 2: DFD Level 1 

The data flow diagram depicted in figure B below 

shows the relationship among the entities in the Employee 

Performance Appraisal system. The entity “USER” can 

enter for filling their performance according to the 

organizational goals or their own role for the system. 

III. IMPLEMENTATION 

In computer science, an implementation is a realization of a 

technical specification or algorithm as a program, software 

component, or other computer system. Many 

implementations may exist for a given specification or 

standard. For example, web browsers contain 

implementations of World Wide WebConsortium 

recommended specifications, and software development 

tools contain implementations of programming languages. 

In the IT Industry, implementation refers to post-sales 

process of guiding a client from purchase to use of the 

software or hardware that was purchased. This includes 
Requirements Analysis, Scope Analysis, Customizations, 

Systems Integrations, User Policies, User Training and 

Delivery. Software Implementations involve several 

professionals that are relatively new to the knowledge-based 

economy such as Business Analysts, Technical Analysts, 

Solutions Architects, and Project Managers. 

Now the proposed system is feasible so we proceed 
to the preliminary design of the system. The preliminary 

level design is carried out to the present gathered 

information systematically during the system requirement 

analysis. 

Gathered information is designed into: 

A. Data Object:  

Data Object is an entity, which consumes or/and produce the 

information for system work The data design is the first and 

important of the three design activities conducted during the 

software development.  

B. Input Design:  

During this proposed system design, various format of the 
document used in the system were study. The company’s 

standard structure for sorting data is collected and 

understood. The format of the document requesting daily 

reporting form is designed by considering the existing 

system’s reporting specification. 

C. Output Design:  

During this process the system designed, various report 

format required are studied. Since existing system is 

providing limited number of reports. 

D. Database Design:  

The daily reporting system using Ms Access as a Database 
as a Back-End and .NET as a Front-end. 

IV. CONCLUSION 

In this project our aim to provide a performance of each 

employees. This system able to predict a number of 

employees and their performance, manually for small and 

meddle level organization. 

We have seen the literature survey, evolution from 

initial proposal for perfect understanding and propose a new 
system called as “Employee Performance Appraisal 

System” which is our aim will give helping hand to small or 

middle level organization to calculate the daily work 

performance of the each and every employee and compared 

with the standard of the organization to motivate the 

employee by promoting them and increasing their salaries 

and giving the rewards etc. 
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