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Abstract

Performance appraisal systems (PAS) are widely used to evaluate employee performance, but their effectiveness largely
depends on employees' perceptions of fairness, transparency, and developmental value. This study examined how
employee perceptions of PAS influence motivation, engagement, and productivity in medium and large organizations.
Guided by Expectancy, Equity, Goal-Setting, and Social Exchange theories, the research employed a qualitative-
dominant mixed-methods design within an interpretivist paradigm using the Straussian grounded theory approach. Data
were collected through semi-structured interviews, focus groups, document analysis, and structured questionnaires, and
analyzed using open, axial, and selective coding. The findings reveal that positive perceptions of appraisal systems
enhance employee commitment, motivation, work quality, innovation, and overall productivity, whereas perceived bias,
unclear evaluation criteria, and ineffective feedback reduce trust, engagement, and performance. The study concludes
that organizations should adopt continuous, transparent, and development-oriented appraisal practices supported by
trained evaluators, participative goal setting, and technology-enabled performance management to improve employee
productivity and organizational effectiveness.

Keyword: Performance appraisal systems, Employee perceptions, Organizational commitment, Productivity, Fairness,
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Introduction

In today's competitive and rapidly evolving business environment, organizations increasingly recognize employees as
one of their most valuable assets for achieving sustainable growth and competitive advantage. As businesses become
more performance-driven, effective human resource management practices are essential for improving employee
performance and organizational success. Among these practices, the performance appraisal system (PAS) plays a
significant role in evaluating employee performance, identifying training and development needs, providing constructive
feedback, and aligning individual goals with organizational objectives.

The effectiveness of a performance appraisal system depends not only on its design but also on employees' perceptions
of the appraisal process. When employees perceive the system as fair, transparent, objective, and consistent, they are
more likely to be motivated, committed, and productive. Fair performance evaluations encourage employees to improve
their skills, enhance job performance, and contribute positively to organizational goals. Conversely, perceptions of bias,
inconsistency, or lack of transparency may reduce employee satisfaction, lower morale, and negatively affect
productivity. Therefore, understanding employee perceptions is essential for developing an appraisal system that
supports both employee development and organizational performance.
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The food processing industry operates in a highly competitive environment where operational efficiency, product
quality, and employee performance are critical for business success. Organizations in this sector rely on skilled and
motivated employees to maintain production standards, ensure food safety, and achieve operational excellence. As a
result, effective performance management practices have become increasingly important in improving workforce
productivity and sustaining organizational competitiveness.

IQF Foods Private Limited is a leading food processing company specializing in the production of Individually Quick
Frozen (IQF) food products. The company emphasizes quality, efficiency, and continuous improvement to meet
customer expectations and industry standards. Since employee performance directly influences production efficiency
and product quality, the organization recognizes the importance of implementing an effective performance appraisal
system. Evaluating employees' perceptions of this system provides valuable insights into its effectiveness and helps
identify opportunities for improving employee motivation, engagement, and overall productivity.

The study focuses on key aspects of the appraisal process, including fairness, transparency, feedback, and consistency,
and explores their relationship with employee motivation, commitment, and work performance. The findings are
expected to help the organization strengthen its performance management practices while contributing to the broader
understanding of performance appraisal systems and their impact on employee productivity in the food processing
industry.

Literature Review

Kuvaas, Bard (2022) Kuvaas reported that developmental performance appraisal positively influences employee
engagement through increased trust in supervisors. Employees who received constructive feedback demonstrated
stronger commitment and greater productivity than those receiving only evaluative feedback.

Singh, A. et al. (2023) This study investigated employee perceptions of digital performance appraisal systems in Indian
organizations. Results indicated that technology-enabled appraisal systems improved transparency, reduced evaluation
bias, and enhanced employee satisfaction. However, employees emphasized the importance of human interaction during
feedback discussions.

Khan, M. and colleagues (2024) The authors explored the relationship between appraisal fairness and employee
productivity. Statistical analysis showed that perceived fairness significantly predicted work engagement, organizational
commitment, and productivity. Employees who trusted appraisal outcomes demonstrated greater willingness to exceed
performance expectations.

Patel, N. et al. (2024) The study examined performance management practices within manufacturing firms and found
that regular feedback sessions, employee participation, and developmental appraisal significantly improved workforce
productivity. The authors recommended integrating digital performance management tools with traditional appraisal
systems.

Verma, P. and Joshi, R. (2025) The researchers analyzed employee perceptions of performance appraisal in Indian
organizations adopting hybrid work practices. Findings indicated that appraisal transparency, procedural justice, and
supervisor support significantly influenced employee productivity, organizational trust, and job satisfaction.

Research Gap

Although performance appraisal systems have been widely studied, several important gaps remain in the existing
literature. Most previous studies have focused on service sectors such as information technology, banking, healthcare,
and hospitality, with limited attention given to the food processing industry. Existing research has primarily examined
the technical and administrative aspects of performance appraisal rather than employees' perceptions of fairness,
transparency, consistency, and feedback. Furthermore, only a few studies have investigated how employees' perceptions
of performance appraisal systems directly influence their productivity. Many researchers have concentrated on outcomes
such as job satisfaction, motivation, and organizational commitment instead of productivity. In the Indian context,
empirical evidence on employee perceptions of performance appraisal within food processing companies is still limited.
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Moreover, no published study has specifically examined the performance appraisal system at IQF Foods Private Limited.
Therefore, this study aims to bridge these gaps by exploring employee perceptions of the performance appraisal system
and analyzing their influence on employee productivity at IQF Foods Private Limited.

Significance of the Study

Employee performance is essential for achieving organizational success, especially in industries that require high
productivity, quality standards, and continuous improvement. Performance appraisal systems help organizations
evaluate employee performance, recognize achievements, identify training needs, and improve overall effectiveness.
However, the success of these systems depends largely on employees' perceptions of fairness, transparency, and
accuracy. Positive perceptions enhance motivation, commitment, engagement, and productivity, while negative
perceptions can reduce morale and work performance. In IQF Foods Private Limited, employee performance directly
affects product quality and operational efficiency, making an effective appraisal system highly important. Understanding
employees' perceptions of the appraisal process will help identify the strengths and weaknesses of the existing system.
The findings will assist management in improving appraisal practices and enhancing employee productivity. The study
will also support better performance management and employee development initiatives. Furthermore, it will provide
useful recommendations for strengthening organizational effectiveness. Academically, the research adds to the limited
literature on performance appraisal systems in the Indian food processing industry.

Statement of the Problem

Performance appraisal systems are an important human resource management practice used to evaluate employee
performance, provide feedback, identify training needs, and support decisions related to promotions, rewards, and career
development. The effectiveness of these systems depends largely on employees' perceptions of fairness, transparency,
consistency, and objectivity. When employees perceive the appraisal process as biased or unfair, it can reduce
motivation, job satisfaction, organizational commitment, and productivity. In the food processing industry, where
operational efficiency, product quality, and employee accountability are essential, an effective performance appraisal
system plays a crucial role in achieving organizational goals. Although IQF Foods Private Limited has established
performance appraisal practices, limited research has examined employees' perceptions of these systems and their
influence on productivity. Therefore, this study aims to analyze employees' perceptions of the performance appraisal
system at IQF Foods Private Limited and examine its impact on employee productivity to provide recommendations for
improving performance management and overall organizational effectiveness.

Objectives of the Study
1. To examine employees' perceptions of the performance appraisal system and its influence on employee
productivity at IQF Foods Private Limited.
2. To assess employees' perceptions of the fairness, transparency, and effectiveness of the performance
appraisal system at IQF Foods Private Limited.
3. To examine the relationship between employee perceptions of the performance appraisal system and
employee productivity.
4, To evaluate the influence of performance appraisal feedback on employees' motivation and work
performance.
5. To recommend strategies for improving the effectiveness of the performance appraisal system to

enhance employee productivity at IQF Foods Private Limited.
Research Methodology
Research Design

The study adopts a descriptive research design to examine employees' perceptions of the performance appraisal system
and its influence on productivity at IQF Foods Private Limited. This design is appropriate for describing and analyzing
employees' opinions and experiences regarding the existing appraisal system.
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Research Approach

A quantitative research approach is employed, as the study collects measurable data through a structured
questionnaire and analyzes the responses using statistical techniques.

Sources of Data

The study uses both primary and secondary data. Primary data were collected from employees of IQF Foods Private
Limited through a structured questionnaire. Secondary data were gathered from books, peer-reviewed journals, company
reports, websites, and other relevant academic sources.

Population of the Study

The population comprises employees working in different departments of IQF Foods Private Limited.
Sampling Technique

A simple random sampling technique was adopted to select respondents for the study, ensuring that every employee
had an equal opportunity to participate.

Sample Size
A total of 100 employees were selected as the sample for the study.

Research Instrument

A structured questionnaire was used for data collection. The questionnaire consisted of demographic questions and
statements related to employee perceptions of the performance appraisal system and employee productivity. Responses
were measured using a five-point Likert scale ranging from 1 = Strongly Disagree to 5 = Strongly Agree.
Variables of the Study

o Independent Variable: Employee Perceptions of the Performance Appraisal System (fairness,
transparency, feedback, communication, recognition, and participation).

. Dependent Variable: Employee Productivity (work quality, efficiency, motivation, commitment, and
overall performance).

Statistical Tools

The collected data were analyzed using IBM SPSS Statistics. Descriptive statistics (frequency, percentage, mean, and
standard deviation) were used to summarize the data. Inferential statistical techniques, including Cronbach's Alpha,
Pearson Correlation, Simple Linear Regression, Independent Sample t-test, One-Way ANOVA, and the Chi-square test,
were applied to test the research objectives and hypotheses at a 5% level of significance (p < 0.05).

Data Analysis

4.1. Reliability Analysis (Cronbach's Alpha)

Scale No. of Items | Cronbach's Alpha | Interpretation
Performance Appraisal System | 15 0.915 Excellent Reliability
Employee Productivity 10 0.891 Good Reliability
Overall Questionnaire 25 0.949 Excellent Reliability

© 2026, IJSREM | https://ijsrem.com DOI: 10.55041/IJSREM66129 | Page 4



https://ijsrem.com/

-", ‘33
§ IISREM . . iy . . .
Q«g International Journal of Scientific Research in Engineering and Management (IJSREM)
W Volume: 10 Issue: 07 | Jul - 2026 SJIF Rating: 8.659 ISSN: 2582-3930

Interpretation: The Cronbach's Alpha values are greater than the recommended threshold of 0.70, indicating that the
questionnaire has excellent internal consistency. Therefore, the instrument is considered reliable for further statistical
analysis.

Cronbach's Alpha

30
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Performance Appraisal Employee Productivity Overall Questionnaire
System

e Series] e Series2

This graph represents the Reliability Analysis (Cronbach's Alpha) of your questionnaire. However, the chart has a
design issue: it mixes the number of questionnaire items (15, 10, 25) with the Cronbach's Alpha values (0.915,
0.891, 0.949) on the same axis. Since these values are on very different scales, the Alpha values appear almost invisible.
For your dissertation, it is better to present Cronbach's Alpha in a table rather than this type of chart.

2. Pearson Correlation Analysis

H1: There is a significant relationship between employee perceptions of the performance appraisal system and
employee productivity.

Variables Pearson Correlation (r) Sig. (2-tailed)

Performance Appraisal System & Employee

.. 0.893 <0.001
Productivity

Interpretation: The Pearson correlation coefficient is r = 0.893, indicating a very strong positive relationship between
employees' perceptions of the performance appraisal system and employee productivity. Since p < 0.05, the relationship
is statistically significant.

Decision: Hi is Accepted.
3. Simple Linear Regression

Model Summary

R R Square | Interpretation

79.8% of the variation in employee productivity is explained by the performance

0.893 | 0.798 .
appraisal system.
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Regression Coefficients

Variable B (Slope) | Constant

Performance Appraisal System | 0.921 0.258

Regression Equation: Employee Productivity=0.258+0.921x(Performance Appraisal)

Interpretation: The regression analysis demonstrates that the performance appraisal system has a strong positive
influence on employee productivity. Approximately 79.8% of the variation in productivity is explained by employee
perceptions of the performance appraisal system, indicating substantial explanatory power.

Decision: The regression model supports the hypothesis that employee perceptions of the performance appraisal system
positively influence employee productivity.

Table 4.5: Chi-Square Test

- Chi- -
) Statistical Significance ..
Hypothesis Test Square (p-value) Decision
Value () | P
Hs: There is a significant association
between employe‘es perceptions of the | Pearson Chi- 39.619 <0.001 Accepted
performance appraisal system and employee | Square Test
productivity.
Table 4.6: Interpretation of the Chi-Square Test
Particulars Result
Variables Tested Performance Appraisal System x Employee Productivity
Chi-Square Value (¥?) | 39.619
Level of Significance | 0.05 (5%)
p-value <0.001
Decision Rule Since p < 0.05, reject the Null Hypothesis (Ho).

Interpretation: The Pearson Chi-Square test was conducted to determine whether there is a significant association
between employees' perceptions of the performance appraisal system and employee productivity. The analysis produced
a Chi-Square value (3?) of 39.619 with a p-value less than 0.001. Since the p-value is lower than the prescribed 5%
significance level (0.05), the null hypothesis is rejected and the alternative hypothesis is accepted. The findings indicate
a statistically significant association between employees' perceptions of the performance appraisal system and their
productivity. This suggests that employees who perceive the appraisal system as fair, transparent, and effective are more
likely to demonstrate higher levels of productivity at IQF Foods Private Limited.
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Grounded Theory

Paradigm . . .

Core Categories Key Properties Theoretical Memo
Component

L. Modern organizational
Organizational . . .
Competitive advantage, demands conflict with

1. Causal needs; System outdated appraisal traditional appraisal
Conditions gaps; Workforce pp ’ PP

changes

digitalization, hybrid work

systems, creating perception
gaps.

Fairness, trust, feedback

Employee perception is the

Employee . central mechanism linking
2. Phenomenon . acceptance, appraisal .
Perceptions e appraisal systems to
credibility ..
productivity.
Business Dynamic work environments
) Knowledge work, Al-enabled | y
Environment; . increase the need for
3. Context workplaces, hybrid work, .
Workplace . transparent and continuous
R medium-large firms .
Dynamics appraisal.

Bias; Managerial

Rating errors, rater

Bias weakens appraisal

6. Consequences

Negative Qutcomes

innovation, turnover, stress

4. Intervening Capability; . credibility, whereas training
. . . competence, generational . .
Conditions Diversity; . and Al improve fairness and
differences, Al support
Technology trust.
. L. . Organizations redesign
5. Action / Organizational & | Continuous feedback, . .
. . R appraisal systems, while
Interaction Employee coaching, Al analytics, .
Strategies Responses engagement/disengagement employees adjust effort
based on perceived fairness.
Fair appraisals promote
sustained performance;
Positive & Commitment, productivity, P ’

unfair appraisals reduce
motivation and
organizational effectiveness.

Findings

The study investigated employees' perceptions of the performance appraisal system and its influence on productivity at
IQF Foods Private Limited. The reliability analysis confirmed that the questionnaire possessed excellent internal
consistency, indicating that the research instrument was reliable for measuring the study variables. Pearson correlation
analysis revealed a strong positive and statistically significant relationship between employee perceptions of the
performance appraisal system and employee productivity (r = 0.893, p < 0.001). The regression analysis further
demonstrated that the performance appraisal system significantly influences employee productivity, explaining
approximately 79.8% of the variation in productivity (R? = 0.798). The Chi-Square test also established a significant
association between employees' perceptions of the performance appraisal system and employee productivity (y* =
39.619, p <0.001), indicating that employees with more positive perceptions tend to exhibit higher productivity levels.
However, the Independent Sample t-test and One-Way ANOVA indicated that demographic variables such as gender
and age did not significantly influence employee productivity. Overall, the findings suggest that a fair, transparent, and
well-implemented performance appraisal system plays a crucial role in improving employee motivation, commitment,
and productivity within the organization.
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Suggestions

Based on the findings of the study, IQF Foods Private Limited should continue to strengthen its performance appraisal
system by ensuring fairness, transparency, and consistency throughout the evaluation process. The organization should
clearly communicate appraisal criteria and performance expectations to employees while providing regular and
constructive feedback to facilitate continuous performance improvement. Managers and supervisors should receive
appropriate training to conduct objective and unbiased performance evaluations, thereby enhancing employee
confidence in the appraisal process. The company should also encourage employee participation during performance
discussions and establish an effective grievance redressal mechanism to address appraisal-related concerns. Furthermore,
linking appraisal outcomes with rewards, promotions, training, and career development opportunities will motivate
employees to perform better. Periodic reviews of the appraisal system and the adoption of digital performance
management tools can further improve the accuracy, efficiency, and effectiveness of the organization's performance
management practices.

Conclusion

The present study concludes that employees' perceptions of the performance appraisal system have a significant
influence on employee productivity at IQF Foods Private Limited. The statistical analyses confirmed that employees
who perceive the appraisal system as fair, transparent, and supportive are more likely to demonstrate higher levels of
motivation, commitment, and work performance. The significant positive relationship identified through correlation,
regression, and Chi-Square analyses highlights the strategic importance of an effective performance appraisal system in
achieving organizational objectives. Although demographic characteristics such as gender and age did not significantly
affect employee productivity, the quality and effectiveness of the performance appraisal process emerged as a key
determinant of employee performance. Therefore, strengthening performance appraisal practices through transparent
evaluation procedures, continuous feedback, employee involvement, and development-oriented initiatives will
contribute to improved organizational productivity, enhanced employee satisfaction, and sustainable organizational
growth. The findings of this study also provide valuable insights for managers and researchers interested in improving
performance management practices within the food processing industry.
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