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ABSTRACT:

Performance Appraisal System is highly important in the hydraulics industry, where work involves technical
precision, safety, and teamwork. It helps in evaluating employees’ skills, efficiency, and adherence to safety
standards, ensuring high-quality performance in handling hydraulic equipment such as pumps, cylinders, and valves.
It enhances motivation, job satisfaction, and productivity by providing fair feedback and recognition. Overall, an
effective Performance Appraisal System contributes significantly to both individual growth and the overall success
of the organization.
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Introduction:
Performance appraisal is a key part of Human Resource Management (HRM) in any organization. It is a structured,
formal, ongoing process that evaluates an employee's job performance, productivity, skills, behaviour, and overall
contribution over a specific time period. Performance appraisal is not just about judging employees; it helps
understand how well they are doing their jobs compared to set standards and expectations. This process involves
measuring actual performance against established goals, identifying strengths and weaknesses, and providing
constructive feedback. This way, employees can see their performance level and get guidance on how to grow and
develop professionally.
In modern organizations, performance appraisal has progressed from a basic annual evaluation to a more
comprehensive performance management system. It now considers past performance, future development, career
growth, and ongoing improvement. It encourages open communication between supervisors and employees, clarifies
expectations, discusses challenges, and sets new goals.
(a) Regular feedback helps employees learn from their mistakes and get better.

(b)Recognizing good work raises morale and job satisfaction.

(c) Training programs can find and fix skill gaps.

(d) A good appraisal system leads to higher productivity and long-term success for the = organization.

Literature Review Overview
In an investigation conducted by Rao R. S. [1], titled “Performance Appraisal Practices and Employee Satisfaction:
A Study in IT Sector,” it was found that a well-structured appraisal system significantly enhances employee
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motivation and job satisfaction. The study highlighted that transparency and timely feedback are critical elements
influencing employee perception of fairness in the appraisal process.

Kumar P. and Sharma L. [2], in their work “Effectiveness of Performance Appraisal Systems in Manufacturing
Industries,” revealed that systematic appraisal mechanisms contribute to improved employee productivity and
organizational efficiency. The authors emphasized the importance of aligning appraisal criteria with organizational
goals to achieve better outcomes.

Singh A. [3], in the publication “Employee Perception towards Performance Appraisal Systems in Service Sector,”
observed that employees often perceive appraisal systems as biased when communication is inadequate. The study
suggested that involving employees in goal-setting and evaluation processes can improve trust and acceptance.
Mehta R. and Desai K. [4], in their study “A Study on Performance Appraisal and Its Impact on Employee
Engagement,” established a strong relationship between effective appraisal systems and employee engagement levels.
Regular feedback and recognition were identified as key drivers of enhanced performance.

Joseph L. [5], in the research titled “Modern Performance Appraisal Techniques and Organizational Growth,”
highlighted that the adoption of contemporary appraisal methods such as 360-degree feedback leads to holistic
evaluation and development of employees. The study also pointed out that traditional methods may fail to capture
the overall performance accurately.

Patel D. [6], in the report “Performance Appraisal as a Tool for Employee Development,” identified that appraisal
systems play a vital role in identifying training needs and career development opportunities. The author recommended
integrating appraisal outcomes with training programs to maximize employee potential.

Study Objectives:

To study the opinion of employees about performance appraisal system at Wipro infrastructure engineering.

To understand the productivity level of employees towards performance appraisal system at Wipro infrastructure
engineering.

To analyse the factors influencing employee performance appraisal system at Wipro infrastructure engineering.

Research methodology

Primary Data Collection: Primary Data was acquired using a structured questionnaire.

Secondary Data Collection: Secondary data was gathered from various sources, including journals, manuals.
Population size: 462

Sample Size: 107

Analytical Tools:

Visual Representation: Utilization of bar graphs, pie charts and tables for data presentation

Statistical Techniques: Correlation Analysis

Data Analysis:

Performance appraisal system is conducted regularly within the organization.
Responses No of respondents Percentage

YES 84 79

NO 23 21

Total 107 100
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Interpretation:
The table shows that 79% of respondents stated that the appraisal system is conducted regularly in the organization.

Only 21% reported that it is not conducted regularly. This indicates that the majority of employees are satisfied with
the implementation of the appraisal system.

Performance appraisal system motivates to improve performance.

Responses | No of | Percentage
respondents

YES &9 &3

NO 18 17

Total 107 100

% of respondents

Interpretation:

The table shows that 83% of respondents feel that the appraisal system motivates them to improve their performance.
Only 16% of employees believe that it does not motivate them. This indicates that the majority of employees view
the appraisal system positively.
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Performance appraisal system helps to fill performance and skill gaps.

Likert scale No of | Percentage
respondents

Strongly Agree 29 26

Agree 56 53

Neutral 15 14

Disagree 6 6

Strongly disagree 1 1

Total 107 100

% of respondents

60 53%

50
40
30 26%

20 14%
10 6%
] 1
0

Strongly Agree  Agree Neutral Disagree Strongly disagree

Interpretation:

The data shows that a majority of respondents believe the performance appraisal system helps to fill performance
and skill gaps. About 53% agree and 26% strongly agree, indicating a positive perception among employees. A
smaller portion 14% remain neutral, while very few respondents 7% disagree.

Performance appraisal system helps in identifying training and development needs.

Likert scale No of | Percentage
respondents

Strongly Agree 15 12

Agree 41 39

Neutral 25 24

Disagree 15 14
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Strongly disagree 11 11
Total 107 100

% of respondents
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39%
40
30 24%
20 14%
12% 11%
. — H =
0
Strongly Agree Agree Neutral Disagree Strongly disagree
Interpretation:

The table shows that most respondents believe the appraisal system helps in identifying training and development
needs. A majority of employees 39% agree and 12% strongly agree with the statement. However, 24% remain neutral,
while a smaller proportion of respondents 14% disagree and 11% strongly disagree.

Performance feedback ratings are given without bias.

Responses No of respondents Percentage
YES 70 65

NO 37 35

Total 107 100

% of respondents
35%
Yes, 65%

HYES m mNO
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Interpretation:

The table shows employees’ opinions on whether performance feedback ratings are given without bias. A majority

of respondents 65%stated that the feedback is provided without bias, indicating a generally positive perception of

fairness in the appraisal process. However, 35% of respondents believe that the ratings are biased.

Performance appraisal system helps in increasing productivity and work efficiency.

Responses | No of respondents Percentage
YES 92 86
NO 15 14
Total 107 100
% OF RESPONDENTS
\ | Yes,SGy'
Interpretation:

The table shows that the majority of respondents believe the appraisal system helps in increasing productivity and
work efficiency. About 86% of employees responded “Yes,” indicating a strong positive perception of the appraisal
system. Only 14% of respondents feel that it does not contribute to improving productivity.

Organisation should conduct feedback system in regular intervals.

Particulars No. of respondents Percentage
Monthly 27 25
Quarterly 58 54
Annually 22 21
Total 107 100
© 2026, IJSREM | https://ijsrem.com DOI: 10.55041/IJSREM59320 [ Page 6



https://ijsrem.com/

;‘! \za
v IJSREM 3 . . . . 3 .
e gZinternational Journal of Scientific Research in Engineering and Management (IJSREM)
RALoA  Volume: 10 Issue: 04 | April - 2026 SJIF Rating: 8.659 ISSN: 2582-3930

% OF RESPONDENTS

60 54%
50

40

30 25%
21%

20
0

Monthly Quarterly Annually

Interpretation:

The table shows respondents’ opinions on how often performance appraisal should be conducted. Majority 54%
prefer that performance appraisal be conducted quarterly. Meanwhile, 25% believe it should be done monthly, and
21% prefer it annually. This indicates that most employees favour quarterly appraisals as a balanced and effective
evaluation period.

Hypothesis Testing

Relationship between Performance Appraisal and Productivity.

Null hypothesis: There is no significant relationship between performance appraisal and employee productivity
level.

Alternative hypothesis: There is a significant relationship between performance appraisal and employee
productivity level.

Correlation Analysis
Performance Productivity
appraisal
Performance 1 0.65
Appraisal
Productivity 0.65 1

Interpretation:

We can say that there is a statistically a positive relationship between performance appraisal and employee
productivity. This indicates that as the effectiveness of performance appraisal increases, employee productivity also
tends to improve. Therefore, the null hypothesis is rejected, and the alternative hypothesis is accepted.

Findings

79% of respondents stated that the appraisal system is conducted regularly in the organization. Only 21% reported
that it is not conducted regularly. This indicates that the majority of employees are satisfied with the implementation
of the appraisal system.
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83% of respondents feel that the appraisal system motivates them to improve their performance. Only 16% of
employees believe that it does not motivate them. This indicates that the majority of employees view the appraisal
system positively.

53% agree and 26% strongly agree, indicating a positive perception among employees. A smaller portion 14% remain
neutral, while very few respondents 7% disagree.

Appraisal system helps in identifying training and development needs. A majority of employees 51% agree with the
statement. However, 24% remain neutral, while a smaller proportion of respondents 25% disagree.

65%stated that the feedback is provided without bias, indicating a generally positive perception of fairness in the
appraisal process. However, 35% of respondents believe that the ratings are biased.

86% of employees responded “Yes,” indicating a strong positive perception of the appraisal system. Only 14% of
respondents feel that it does not contribute to improving productivity.

54% prefer that performance appraisal be conducted quarterly. Meanwhile, 25% believe it should be done monthly,
and 21% prefer it annually.

Conclusion

Performance appraisal system at Wipro Infrastructure Engineering plays a significant role in improving employee
performance and supporting organizational growth. Most employees recognize the appraisal process as a useful tool
for understanding their strengths, identifying areas for improvement, and receiving guidance from supervisors. It also
contributes to employee motivation and job satisfaction by providing opportunities for feedback and development. A
well-structured and fair performance appraisal system is essential for encouraging employee development, improving
productivity, and helping the organization achieve its long-term goals.

Suggestions
Employee Awareness of Appraisal System: It is important that employees clearly understand the objectives,
procedures, and benefits associated with the system.

Transparency in the Appraisal Process: The organization should ensure greater transparency in the appraisal
process by clearly communicating evaluation criteria, methods, and outcomes.

Minimizing Bias and Ensuring Fairness: The company should make efforts to minimize any perceived bias or
partiality in the appraisal system.

Frequency of Appraisals
More frequent evaluations enable better monitoring of employee performance and provide timely feedback, which
supports continuous improvement and development.
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