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ABSTRACT

This research dives into how employees feel about performance appraisals and how those feelings affect their work
performance, using Vocation Investments and Securities as a case study. In today’s competitive financial services
sector, performance appraisals are more than just evaluations—they’re tools that can either motivate or discourage
employees depending on how they’re done. To understand this better, the study used both numbers (quantitative data)
and personal stories (qualitative interviews). Surveys were sent out to gather broad feedback from staff, while in-depth
interviews were used to really understand their personal experiences. The focus was on areas like fairness, clarity,
usefulness of feedback, alignment with company goals, and how appraisals affect motivation and job satisfaction. The
research revealed a mixed bag of insights—some employees saw appraisals as a positive opportunity to grow, while
others felt they were vague, biased, or not helpful. Based on these findings, the study suggests practical ways the
company can improve its appraisal process: make feedback more specific and constructive, ensure transparency, involve
employees more in the process, and better train managers. By addressing these issues, organizations like Vocation
Investments and Securities can build a workplace where employees feel valued and driven to perform better, ultimately
leading to greater success for the company.

INTRODUCTION

In any organization, how people perform directly affects how well the business does—and that's especially true in the
fast-paced world of financial services. One of the most commonly used tools to manage employee performance is the
performance appraisal. At first glance, it's just a review of how someone has been doing at their job. But in reality, it
can influence how motivated people feel, how connected they are to the company, and whether they choose to grow—or
leave.

This study takes a close look at Vocation Investments and Securities, a well-known firm in the financial services
industry. The aim is to understand how employees perceive performance appraisals—do they see them as fair? Useful?
Encouraging? Or just a formal process with little impact? What employees feel about these appraisals can strongly
affect how they perform at work.

The idea for this research came from a simple but powerful observation: sometimes the way a performance review is
carried out can make employees feel empowered, while at other times, it can leave them frustrated or unmotivated. So,
it’s important to look not just at the process itself, but also at how it’s received.

The goal of this research is to explore both the strengths and weaknesses in the current appraisal system at VVocation
Investments and Securities. By doing so, the study hopes to recommend practical changes that can help the company
create a more engaging, fair, and growth-focused environment.

In short, this is about understanding the real impact of performance appraisals—not just in theory, but through the eyes
of the people who experience them every day.

RESEARCH METHDOLOGY

To truly understand how employees at Vocation Investments and Securities feel about performance appraisals, this
study used a mixed-methods approach. That means we didn’t just stick to numbers—or just conversations. We
combined both to get a full, well-rounded picture.
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1. Why Mixed Methods?

We wanted facts and feelings. So, we gathered quantitative data through surveys and qualitative insights through
interviews and discussions. This helped us not only identify patterns but also understand the stories behind them.

2. Quantitative Phase: The Survey

A structured questionnaire was shared with employees across different departments and job levels. It included questions
on how fair, transparent, helpful, and motivating they found the appraisal process.

° The survey used a Likert scale (where participants rated how much they agree or disagree).

. The data collected was analyzed using basic statistics, as well as correlation and regression analysis
to find relationships between variables—Ilike how fairness might affect motivation.

3. Qualitative Phase: Interviews & Group Discussions

To dig deeper, semi-structured interviews were conducted with selected employees. These conversations allowed
them to express their honest thoughts, concerns, and suggestions about the appraisal process.

We also held focus group discussions with managers and HR professionals to understand their side of the story.

All the responses were analyzed using thematic analysis—we looked for common themes, repeated ideas, and powerful
guotes that captured what people really felt.

4. Ethical Considerations

We took participant privacy seriously:

° Everyone gave informed consent before participating.
. All responses were kept anonymous and confidential.
° Participation was voluntary, and anyone could opt out at any point.

5. Limitations Acknowledged

Like any research, this one had its boundaries. The sample size was modest, and not every employee could be reached.
We also acknowledged the possibility of biases—some people might give “safe” answers instead of honest ones. Still,
combining surveys with real conversations helped reduce this risk and build trust.

FINDINGS

After analysing the survey responses and interview insights, a clear picture started to emerge about how employees at VVocation
Investments and Securities truly feel about their performance appraisal process. While there were positive points, there were
alsoareasthat clearly need improvement.

1. Feedback Matters — But Needs Work

Many employees said they appreciated getting feedback, especially when it was timely and specific. Good feedback helped
them know what they were doing right and what to improve.

© 2025, IJSREM | www.ijsrem.com DOI: 10.55041/IJSREM49466 | Page 2


http://www.ijsrem.com/

e
'{IJSREN:{'
h.e0 7 International Journal of Scientific Research in Engineering and Management (IJSREM)
W Volume: 09 Issue: 06 | June - 2025 SJIF Rating: 8.586 ISSN: 2582-3930

However, some also mentioned that feedback was sometimes:

° Vague or generic
. Delivered too late to be useful
° Focused only on what went wrong

Employees expressed that they’d prefer feedback to be more constructive, more frequent, and tied to their actual goals and
work.

2. Fairnessand Bias Are Big Concerns

Fairness came up alot. While some felt their managers were impartial and supportive, others believed appraisals were:

° Influenced by favouritism
. Affected by personal opinions rather than objective performance
. Lacking transparency in how scores or decisionswere made

This sense of unfairness left some employees demotivated and even distrustful of the process.

3. Alignmentwith Organizational Goals Needs Strengthening

Employees didn’t always see how their personal goals aligned with the company’s bigger objectives. Some felt like they were
working hard, but couldn’t see how it connected to the organization’s direction.

When goals were clearly linked to team or company success, motivation was stronger. But that wasn't happening
consistently across all departments.

4.  Performance Ratings Feel Overemphasized

Several employees said that too much focus was placed on ratings and numbers—and not enough on meaningful
conversations or development planning.

This created a competitive or stressful environment, where people felt pressured to "score well" rather than genuinely grow
in their roles.

5. Appraisals Are Seen asa Formality by Some

A few employees described the appraisal process as something that’s done just to check a box— without much impact
afterward. This made the process feel less valuable and more like a routine administrative task than a tool for real
improvement.

C. Employees Want More Development Opportunities

There was a strong desire among employees for performance reviews to be tied to learning and career growth. Many wanted
their appraisals to lead to:

. Training opportunities

. Promotions or career paths
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. Mentoring or coaching

RECOMMENDATIONS

1. Make Feedback More Useful and Ongoing

° Train managers to give specific, helpful, and timely feedback—mnot just once a year, but continuously.
. Encourage regular check-insthroughout the year so employees aren't surprised at appraisal time.
° Create a culture where feedback is normal, not nerve-wracking.

2. Increase Fairness and Transparency

° Clearly define and communicate evaluation criteria—everyone should know what they’re
being measured on.

° Provide biastraining for managersto avoid favouritism or assumptions.

. Let employees participate more actively in self-assessments and appraisal discussions.

3. Link Individual Goals to Company Goals

° Help employees understand how their work contributes to the bigger picture.
. Align individual and team targets with the company’s mission so people feel connected to a purpose, not just a
task.

4. Focus Less on Ratings, More on Growth

° Don’t let appraisal meetings become all about scores. Use them as a chance to have meaningful career
conversations.

° Shift some focus from “what went wrong” to how we can growand improve together.

5. Build Career Developmentintothe Process

. Use performance appraisals to create personal development plans.

. Offer employees access to training, workshops, mentorships, or even short-term projects to build new
skills.

. Make it clear that appraisals are about growth, not just judgment.

C. Use Technology to Simplify and Support

. Introduce performance management tools or software to make the process smoother and less paperwork-
heavy.
. Allow employeesto track their goals and feedback inreal time.

7. Recognize and Reward Performance Fairly

. Create a structured system to reward high performers—not just with bonuses, but with appreciation,
opportunities, and visibility.
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. Celebrate achievements in team meetings or internal communications to boost morale.

8.  Ask Employees What They Think—Often

. Conduct regular pulse surveys to check how employees feel about the appraisal process.
° Use their feedback to make continuous improvements.
° Show them that their voice shapes how the system works.

Bottom Line:

Appraisals should not be a once-a-year formality. When done right, they can inspire people, help them grow, and create a
stronger bond between employees and the organization. By making these thoughtful changes, Vocation Investments and
Securities can turnits performance appraisal system into a tool that motivates, supports, and empowers its people.
CONCLUSION

Performance appraisals are supposed to help people grow, feel valued, and stay aligned with their company’s goals—but that
only happens when the process is clear, fair, and meaningful. This study explored how employees at VVocation Investments
and Securities perceive their performance appraisals, and how those perceptions affect their motivation, engagement, and
overalljob performance.

What we found was eye-opening: while many employees appreciate the idea of being evaluated and guided, others feel that the
current system falls short. Some feel their efforts are not recognized enough, others want clearer feedback, and many are
craving a process that leads to real growth, not just scores or paperwork.

Through a combination of surveys and interviews, this research uncovered several key insights:

° Feedback is important—but it needs to be timely, specific, and encouraging.

° Fairnessand transparency matter deeply. When people feel judged unfairly, motivation suffers.
° Employeeswant to know how their work fits into the larger mission of the company.

° Performance appraisals should lead to development, not just ratings.

So, what’s the takeaway?

If Vocation Investments and Securities wants to truly harness the power of performance appraisals, it needs to shift the focus
from "‘evaluation™ to "‘elevation.”” That means building trust, communicating clearly, training managers to lead with
empathy,and giving employees avoice inthe process.

By turning appraisals into a genuine growth conversation—not a once-a-year judgment—the organization can create a
culture where people feel seen, supported, and inspired to do their best work.
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