
SCOPE OF PERFORMANCE APPRAISAL

Performance appraisals give your company a chance to monitor employee effectiveness and make plans for their future
development. The process of.

To identify and satisfy the needs of individuals. For instance, development versus rewards, is a cause of
concern. Working relationshipsâ€”This aspect focusses on maintaining professional relationships with
co-workers, subordinates, and managers. Some of the other outcomes are as follows. Image Courtesy :
relationshipeconomics. From the national point of view, human resources may be defined as the knowledge,
skills, creative abilities, talents and aptitudes obtained in the population; whereas from the viewpoint of the
individual enterprise, they represent the total of the inherent abilities, acquired knowledge and skills as
exemplified in the talents and aptitudes of its employees. Personnel aspect-This is concerned with manpower
planning, recruitment, selection, placement, transfer, promotion, training and development, layoff and
retrenchment, remuneration, incentives, productivity etc. Hence managers must strive to achieve results from
the management of human, material, and financial resources all of which should be motivated by setting
standards, measuring performance and taking appropriate action to improve performance by means of training
and helping. The more open the culture, the more likely is the source of feedback to be revealed. Performance
Management Systems and Strategies by Dipak Kumar Bhattacharyya Stay ahead with the world's most
comprehensive technology and business learning platform. To identify and satisfy individual and group needs
by providing adequate and equitable wages, incentives, employee benefits and social security and measures
for challenging work, prestige, recognition, security, status. Merits and demerits Comparing performance
management with appraisal, both lead to enhanced organizational productivity. The researcher used the
qualitative and quantitative approaches to collect, tabulate and analyse data. Assessment Centres consist of
many multiples. They argued that, data is usually fed back to employees in form of ratings against various
performance dimensions. Aiding in the self-development of employees at all levels. This affects all the
performance evaluation actions because they are not certain of consequences. Recruitment, selection and
placement of personnel. Babimpa Nuwagaba Edwin and Mrs. According to the appraisal instrument that is
purported to be used now, areas that are measured include; personality behaviour, performance and
achievement of goals. It is a way of organising a perception. It takes place at a periodic interval and forms the
basis to take corrective action and assign further targets. A basis for decisions relating to salary increases,
promotions, disciplinary actions, bonuses, etc. This approach focused attention on people as a way of
improving organisational effectiveness, and was based not on personal experiences but observation.
Performance management eliminates the rater bias, which is a major drawback of a performance appraisal
system. However the factors that contribute to the failure to embrace the appraisal system have not been
explored. This therefore helps in determining the strengths or weaknesses of the individual workers to increase
productivity. The appraising stage involves making decisions regarding rewards, punishments and possible
training or development needed. These three phases may be termed as welfare, development and
empowerment. This instrument of managing performance fell far below the requirement of modern concept of
performance management. He concluded by saying that, feedback may be presented direct to individuals or to
their supervisors or both. Poor understanding of expectations: Both the manager and employee enter
discussions with a low level of confidence if the appraisal is poorly communicated. Allow time for
self-reflection, self-appraisal and personal goal setting. Balanced scorecard focuses on the measures that drive
performance.


