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Abstract: There are many government banks operating in Bangladesh. To achieve the bank’s 
effectiveness, good performance appraisal of employees plays a vital role.  Good 
performance appraisals benefit both employees and the bank. The overall employee 
perceptions to the performance appraisal system of Janata Bank Limited are unfavorable. 
The results of this study are based on measurement of employee perceptions toward various 
variables of performance appraisal. These variables are Knowledge level, Feedback, 
Independent action, Career development, Fair treatment, Motivation, Job satisfaction level 
and Organizational commitment. The importance of employee perceptions to performance 
appraisal may play an increasingly important role in the future as appraisal practices are 
examined and processes and procedures continue to develop. The performance appraisal 
system of this bank indicates that no single component will be a sufficient indicator of the 
efficacy of a system. The development of reliable perception measures to evaluate the 
performance appraisal of Janata bank provides a more substantial foundation to consider in 
the evaluation of performance appraisal system. 
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1.0 Introduction 

There are many government banks operating in Bangladesh. To achieve the bank’s effectiveness, 
good performance appraisal of employees plays a vital role.  Good performance appraisals benefit 
both employees and the bank. They promote common understanding of individual needs, work 
objectives and standards of acceptable performance. They also give employees and supervisors a 
useful tool to aid in employee development which ultimately ensures bank’s effectiveness. 
Developing employees covers all efforts to foster learning, which happens on the job every day.  
When organizations focus on developing their employees' capacity to perform rather than just 
training them, employees will be able to adapt to a variety of situations which is vital for the 
survival, well-being, and goal achievement of individuals as well as organizations. 

Employee perception to performance appraisal is one of the components that is important to the 
acceptance and use of performance appraisal in banks as well as a contributing factor to the 
validity of an appraisal rating itself. With dissatisfaction and feelings of unfairness in process and 
inequity in evaluations, performance appraisal system will be doomed to failure. Appraisal 
perceptions of employees are actually measures of an overall construct of appraisal effectiveness. 
Supervisors should define accurate appraisals as those that are accepted by employees and allow 
the identification of relative contribution to bank’s effectiveness within the context of the bank and 
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the constraints imposed by the regulatory environment in which it operates. In this study, I have 
focused on perception of employees towards performance appraisal system in Janata Bank Limited 
of Bangladesh. 

2.0 Review of literature 

Individual perception of any process in an organization, including that of change is therefore 
critical as individuals act and react on the basis of their perceptions not on the basis of objective 
reality. For each individual, reality is totally a personal phenomenon based on that person’s needs, 
wants, values and personal experiences. Thus, to the organization, employee expectations are 
much more important than their knowledge of objective reality. It is not what actually is that 
affects their actions and because individuals make decisions and take actions based on what they 
perceive to be reality, it is important that organizations understand the whole notion of perception 
and its related concepts to more readily determine what factors influence peoples’ behaviour 
(Schiffman and Kanuk, 2003). According to (Cole; 2002), an individual behavior is formed on the 
perception of what they consider to be the reality. According to Njoroge; 2004, this theory stresses 
the importance of perception in the motivation process. It argues the case for the view that 
individuals act on the basis of how they perceive situations. According to Cole; 2003, individual 
effort and productivity is determined by the perception of the situation. Nganga; 2004 argues that 
Perception is influenced by intelligence, personality, expectation and interest. According to 
Njoroge; 2003 attitudes and perceptions are developed over time and can change as new 
information and experiences are acquired. Bennet; 1999 argues the case for managers to 
understand the process of perception in order to ensure employees and managers perceive the 
organizations objectives in a similar manner, appreciate workers grievances and complaints from 
their point of view and to improve communication between managers and their subordinate by 
interpreting things the same way. Performance appraisal is one of the most widely researched 
areas in industrial/organizational psychology (Murphy & Cleveland, 1991). Researchers have 
developed and practitioners have implemented various changes to the evaluation criteria, rating 
instruments, and appraisal procedures in an effort to improve the accuracy and perceived fairness 
of the process (Banks & Murphy, 1985). Arvey and Murphy (1998) indicate that the literature 
indicates a substantial gap between research and practice in performance appraisal. DeNisi, 
Caffeny, and Meglino (1984) indicated that performance appraisal is an exercise in social 
perception and cognition embedded in an organizational context requiring both formal and implicit 
judgment. Bernardin & Villanova (1986, p. 58) state that "a more systematic and detailed 
delineation of the modal setting is in order" if we are to improve the degree to which performance 
appraisal research contributes to performance appraisal practice. They further suggest that surveys 
providing detailed descriptions of the state of current practice are essential for the "development of 
more realistic research settings". There is a growing concern that much organizational research, 
while methodologically strong, lacks substantive application and is directed toward increasingly 
selective audiences of researchers to the neglect of other audiences, such as policy makers and 
managers (Bedeian 1989). Bernardin and Villanova (1986) also suggest that the practice of 
evaluating performance is inadequate. Numerous organizations employ a formal or informal 
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assessment system that measures employee performance and contribution (Carroll and Schneier 
1982). However, in spite of the attention and resources applied to the practice, dissatisfaction with 
the process still abounds and systems are often viewed by employees as inaccurate and unfair 
(Church 1985). According to Ali (2001), in today's dynamic workforce, enlightened companies 
recognize that employees want an environment that encourages constant dialogue between the 
employer and employee. Employees want to be recognized, rewarded for their accomplishments 
and need continuous performance feedback. Most employees want frequent feedback and just 
annually if their performance is missing the mark so they can make appropriate changes. Feedback 
must be clear, objective and constructive by telling both sides of the performance story - the 
positive and negative which will make the feedback to be more credible, palatable and useful. 
Employees must know that they need to perform their jobs successfully (Davis 1966).The 
performance aspect of the plan obtains agreement on what has to be done to achieve objectives, 
raise standards and improve performance in terms of skills development and information needs of 
the staff members to meet their performance targets which on a large extent will meet the business 
needs. This includes selecting options and the development of an action plan to access the 
opportunities identified (Armstrong 2006). Similarly, under performance monitoring, the staff 
member provides regular feedback to the manager on their progress towards the achievement of 
the agreed performance objectives. 

The manager provides regular formal and informal feedback on their assessment of the staff 
member’s achievement. According to Onyango (2013), giving feedback in an appropriate manner 
is a key factor in determining the employee’s willingness to adapt behaviour. Within the context 
of performance evaluation, Armstrong and Baron (2004) stipulate that the staff member's 
performance and achievement of the objectives in the work plan needs to be evaluated 
periodically. Lastly, with regards to rewarding outstanding performance there is needed to reward 
outstanding work which is recognized from the evaluation report. The top performers are to be 
rewarded in various ways ranging from recognition to award of medals and other materials 
endowments (Armstrong and Baron 2004; Armstrong 2006). Njoroge (2003) therefore argues that 
managers need to be interested not only with the physical presence of the employee in the work 
place but more importantly their emotional presence. According to Lockett (1992), performance 
appraisal is considered as the “prime mechanism for reviewing performance over the last year; 
setting targets for the next year; identifying training needs; discussing career development 
opportunities; reviewing the job and seeing if there is a better way of carrying it out and agreeing 
merit by pay increases”. According to Nadler (1984), Performance appraisal offers an excellent 
opportunity for a supervisor and subordinate to recognize and agree upon individual training and 
development needs. Performance appraisal can make the need for training more pressing and 
relevant by linking it clearly to performance outcomes and future career aspirations. An 
organization's performance appraisal process can be a practical tool for employee motivation and 
development when employees perceive their performance appraisals as accurate and fair (Messer 
and White 2006). Mohrman, Resnick-West and Lawler (1983) suggest that researchers should 
concentrate on how performance appraisal systems are perceived by organizational members to 
improve performance appraisal accuracy. Further, Mohrman, Resnick-West and Lawler (1983) 
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suggest that organizations examine the uses of performance appraisal information to determine if 
the uses and functions are conducive to accurate performance appraisal. Martin and Bartol (1998) 
discuss the need to monitor a performance appraisal system to keep it responsive to the needs of 
the organization. 

3.0 Objectives of the Study 

The following objectives have been addressed-  

1. To describe employees in management levels of Janata Bank Limited that uses the 

performance appraisal system on the following selected personal demographic characteristics: 

•  Age 

•  Gender 

•  Length of tenure with the present organization 

2. To analyze employees’ perception towards the performance appraisal system of Janata Bank 

Limited in Bangladesh by eight variables. 

3. To recommend how performance appraisal system might be improved in this bank. 

4.0 Research Design Formulation 

A descriptive research design has been selected as appropriate for this study. This design provides 

information needed for decision making. This study has been designed to investigate employees’ 

perception towards the performance appraisal system of Janata Bank Limited in Bangladesh. 

Sampling Unit 

Sampling Unit is employees in management levels of Janata Bank Limited in Bangladesh.   

Population Size 

The target population was employees of Janata Bank Limited in senior, middle and junior 
management levels. During the year 2013, the total number of employees of Janata Bank Limited 
in management levels was 11,736. So the population size is these employees of this bank. 

Sample Size 

The study is conducted over a small sample size due to limits on time. Here the sample size of the 
study is 30. 

Sampling Technique 

Within this bank, sample members have been selected using judgemental sampling technique. 
Because this technique is low cost, convenient, not time consuming. I choose the members to be 
included in the sample because they are representative of the population of interest and 
appropriate. 
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Scaling Technique 

A five point Likert-type scale has been used. The responses to various statements are scored in 

such a way that a response indicative of the most favourable attitude is given the highest score of 5 

and that with the most unfavourable attitude is given the lowest score of 1. 

5.0 Limitations of the Study 

The study is not assumed free from limitation. Time limitation is one of the limitations of the 

study. The study is limited to variables affecting employees’ perception of the performance 

appraisal system in Janata Bank Limited. It is restricted to the Janata Bank Limited and may not 

be applicable to any other organization. It does not in any way reflect the happenings in any other 

organization. 

6.0 Data Collection 

There are different sources from which data have been collected – 

Primary sources 

A structured questionnaire has been used in this research to collect data from the employees of 

Janata Bank Limited. Employees’ anonymity was maintained in an effort to address possible bias. 

In addition, the questionnaire was pre-tested for this study. 

Secondary sources 

To conduct this research, I have taken help of secondary source. Secondary data have been 

collected from books, publications, annual report, reading materials and website. 

7.0 Data Preparation & Analysis 

Word processing and tabular forms have been done by using MS Word, MS Excel for graphical 

analysis and calculations. For this study, the Statistical Package for Social Science (SPSS) 

software has been utilized as a statistical data analysis tool as it offers greater feasibility in data 

analysis and visualization. 

I conducted survey on thirty people who are the employees of Janata Bank Limited in Bangladesh. 

I asked the respondents different questions according to the questionnaire. Following are the 

results that I got from the respondents on personal demographic characteristics. 

There were both male and female respondents of different ages with different tenures. A total of 

40% of the employees were women. This implied that Janata Bank Limited has more males than 

females. As a result, most of the responses emanated from the males. The respondents of different 

ages who have been working with this bank gave me a better understanding of the organization’s 

procedures & in particular the performance appraisal system. The respondents have various 

experiences and beliefs that influence their perceptions.  
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Figure 1: Age of the Respondents 

 

 

 

Figure 2: Gender of the Respondents 
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Figure 3: Length of Tenure with the Organization 

 

Employees’ Perception towards Performance Appraisal Variables 

Employee perception is important in the successful implementation of any system in the 

organization. Individuals act on the basis of how they perceive a situation and will act positively 

only if they perceive situations as being favorable to their personal interests and objects. It is 

important therefore that supervisors in the Janata Bank Limited should try to understand employee 

perception and related concepts to be able to align employee interests and objectives to those of 

the organization. 

I have analyzed employees’ perception towards the performance appraisal system of Janata Bank 

Limited in Bangladesh based on eight variables. These variables are Knowledge level, Feedback, 

Independent action, Career development, Fair treatment, Motivation, Job satisfaction level and 

Organizational commitment. 

1. Knowledge Level 

The knowledge level should be appropriate to perform successfully so that the employee is able to 

carry out his/her assigned duties and responsibilities following required knowledge level.  

2. Feedback: 

Feedback should be on-going throughout the appraisal period.  The supervisor should let the 

employee know what s/he is doing right and where s/he is falling short in meeting the objectives.  

This allows the employee the opportunity to correct his/her actions and get back on track to meet 

the performance goals. 
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3. Independent Action 

There are some rules in banking organization which cannot be violated at all. Besides these rules, 
the employees should have the right to do jobs independently with own style which ultimately 
ensures bank’s effectiveness. 

4. Career Development 

The performance appraisal system should measure and improve the actual performance of the 
employee and also the future potential of the employee for career development. 

5. Fair Treatment 

Performance appraisal system should be fair which reflects how the employees did on the job. 
Judgment based on evidence requires supervisors to apply standards honestly and consistently 
across employees and to do so without bias or pressure. 

6. Motivation 

Motivation is important because of its significance as a detriment of performance. Employees 
should be motivated with performance appraisal system in terms of financial incentives, 
promotion, training etc. 

7. Job Satisfaction 

Employees’ job satisfaction level is correlated significantly with the meaningfulness of the work 
(to what extent the individual perceives the work as significant and important), responsibility for 
the job (how far the individual feels personally accountable for the outcomes of the work) and the 
extent to which the employee has knowledge about the results of his or her efforts. 

8. Organizational Commitment 

Employees’ organizational commitment does not only imply loyalty towards the organization; it 
means that individuals are willing to give something of themselves in order to contribute to the 
organization’s well being. 

All these variables are important to performance appraisal system. In this research a five point 
Likert-type scale has been used. So the scale does not rise to a stature more than that of an ordinal 
scale. Since the numbers of the ordinal scale have only a rank meaning, the appropriate measure of 
central tendency is the median. I have used SPSS software to analyze all the variables. 

8.0 Findings & Recommendations  

Findings: 

 The employees of Janata Bank Limited agree that their knowledge improve their 
understanding of performance objectives and acceptance of those objectives so that they 
can perform successfully. 

 The respondents indicate that effective feedback from supervisors regarding subordinate 
work performance is not occurring in a consistent and frequent manner. 
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 The findings about independent action indicate that employees don’t have the enough scope 
for exercising their creativity.  

 The employees are neutral regarding career development, fair treatment, motivation & job 
satisfaction. This means that the performance appraisal system is not conducted properly. 

 The respondents indicate that they are committed but not fully committed to give effort 
beyond that normally expected in order to help this organization be successful. 

Recommendations 

 To strengthen the knowledge level of employees, the Janata Bank Limited can create a 
learning environment. 

 Performance appraisal should be done as frequently as possible so that the supervisor can 
provide regular feedback and the supervisor should devote sufficient time to observe and 
evaluate employee’s performance. 

 To ensure bank’s effectiveness the employees should have the right to do jobs 
independently with own style.  

 The performance appraisal system should measure the future potential of the employee for 
career development. There have to be proper balance between the performance and rewards 
so that employees feel that their contributions are valued.  

 An effectively designed, implemented, and administered performance appraisal system of 
Janata bank can create commitment within employees in achieving organizational goals.  

9.0 Conclusion 

Employee perceptions to performance appraisal system are usually better indicators of the overall 
viability of a system. A well-designed performance appraisal system supports an integrated human 
resource strategy which enables the attainment of organizational goals. Employee performance 
appraisal, whereby a superior evaluates and judges the work performance of subordinates, is one 
of the most common management practices utilized in organizations. An effectively designed, 
implemented and administered performance appraisal system can provide the organization, the 
superior and the employee with a plethora of benefits. Performance appraisal and related employee 
perceptions to such system should provide decision makers with more specific information needed 
to improve the effectiveness of the system in achieving organizational goals. 

From the results of the study it can be concluded that the overall employee perceptions to the 
performance appraisal system of Janata Bank Limited are unfavorable. The results of this study 
are based on measurement of employee perceptions toward various variables of performance 
appraisal. The importance of employee perceptions to performance appraisal may play an 
increasingly important role in the future as appraisal practices are examined and processes & 
procedures continue to develop. Thus, the importance of employee perceptions to performance 
appraisal, such as those measured in this study seem to be highly relevant in the assessment of the 
success and acceptance of the performance appraisal system included in this study. The results of 
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this study indicate that many of the factors have been addressed adequately by the bank included 
in this study. The inclusion of these factors in the performance appraisal system in this study 
strengthen the conclusion that the perception used in this study can be considered to represent at 
least a component of the performance appraisal system’s efficacy. The performance appraisal 
system indicates that no single component or factor will be a sufficient indicator of the efficacy of 
a system. The development of reliable perception measures to evaluate the performance appraisal 
of Janata bank provides a more substantial foundation to consider in the evaluation of performance 
appraisal system. 
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Appendix 
Table-1: Performance Appraisal Variables 

Respondent 
No. 

Knowledge 
Level  

Feedback Independent 
Action 

Career 
Development

Fair 
Treatment

Motivation Job 
Satisfaction 

Organizational 
Commitment 

1 4.00 5.00 3.00 5.00 2.00 2.00 4.00 5.00 

2 4.00 4.00 4.00 5.00 4.00 4.00 4.00 5.00 

3 4.00 5.00 5.00 4.00 5.00 4.00 2.00 4.00 

4 4.00 3.00 2.00 5.00 2.00 5.00 5.00 4.00 

5 3.00 3.00 1.00 2.00 2.00 2.00 3.00 3.00 

6 3.00 2.00 2.00 3.00 3.00 2.00 2.00 3.00 

7 4.00 3.00 1.00 3.00 2.00 2.00 3.00 4.00 

8 3.00 3.00 2.00 3.00 2.00 3.00 3.00 3.00 

9 4.00 2.00 2.00 2.00 2.00 3.00 2.00 3.00 

10 4.00 2.00 2.00 3.00 3.00 3.00 3.00 3.00 

11 2.00 2.00 2.00 4.00 3.00 2.00 4.00 4.00 

12 4.00 4.00 3.00 3.00 3.00 4.00 4.00 5.00 

13 2.00 4.00 4.00 1.00 2.00 2.00 3.00 4.00 

14 4.00 2.00 2.00 3.00 3.00 2.00 3.00 4.00 

15 4.00 4.00 2.00 5.00 4.00 4.00 4.00 5.00 

16 4.00 2.00 2.00 3.00 3.00 2.00 3.00 4.00 

17 4.00 2.00 2.00 4.00 4.00 4.00 4.00 5.00 

18 4.00 4.00 4.00 4.00 4.00 4.00 4.00 5.00 

19 5.00 5.00 2.00 1.00 5.00 4.00 4.00 5.00 

20 4.00 4.00 4.00 5.00 5.00 3.00 4.00 5.00 

21 2.00 3.00 2.00 3.00 3.00 2.00 3.00 4.00 

22 3.00 2.00 2.00 3.00 2.00 3.00 3.00 3.00 

23 4.00 2.00 3.00 2.00 2.00 3.00 3.00 4.00 

24 3.00 3.00 2.00 1.00 2.00 2.00 3.00 4.00 

25 3.00 2.00 2.00 2.00 2.00 3.00 3.00 3.00 

26 4.00 2.00 2.00 3.00 2.00 3.00 3.00 3.00 

27 3.00 2.00 2.00 2.00 2.00 3.00 2.00 3.00 

28 2.00 3.00 1.00 3.00 2.00 3.00 2.00 3.00 

29 3.00 3.00 1.00 3.00 3.00 3.00 3.00 4.00 

30 4.00 2.00 2.00 3.00 3.00 3.00 3.00 3.00 
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Table-1.1: Knowledge Level  

 Frequency Percent Valid Percent Cumulative Percent

Valid 

2.00 4 13.3 13.3 13.3 

3.00 8 26.7 26.7 40.0 

4.00 17 56.7 56.7 96.7 

5.00 1 3.3 3.3 100.0 

Total 30 100.0 100.0  

Table-1.2: Feedback 

 Frequency Percent Valid Percent Cumulative Percent

Valid 

2.00 13 43.3 43.3 43.3 

3.00 8 26.7 26.7 70.0 

4.00 6 20.0 20.0 90.0 

5.00 3 10.0 10.0 100.0 

Total 30 100.0 100.0  

Table-1.3: Independent Action 

 Frequency Percent Valid Percent Cumulative Percent

Valid 

1.00 4 13.3 13.3 13.3 

2.00 18 60.0 60.0 73.3 

3.00 3 10.0 10.0 83.3 

4.00 4 13.3 13.3 96.7 

5.00 1 3.3 3.3 100.0 

Total 30 100.0 100.0  

Table-1.4: Career Development 

 Frequency Percent Valid Percent Cumulative Percent 

Valid 

1.00 3 10.0 10.0 10.0 

2.00 5 16.7 16.7 26.7 

3.00 13 43.3 43.3 70.0 

4.00 4 13.3 13.3 83.3 

5.00 5 16.7 16.7 100.0 

Total 30 100.0 100.0  
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Table-1.5: Fair Treatment 

 Frequency Percent Valid Percent Cumulative Percent

Valid 

2.00 14 46.7 46.7 46.7 

3.00 9 30.0 30.0 76.7 

4.00 4 13.3 13.3 90.0 

5.00 3 10.0 10.0 100.0 

Total 30 100.0 100.0  

Table-1.6: Motivation 

 

Table-1.7: Job Satisfaction 

 Frequency Percent Valid Percent Cumulative Percent 

Valid 

2.00 5 16.7 16.7 16.7 

3.00 15 50.0 50.0 66.7 

4.00 9 30.0 30.0 96.7 

5.00 1 3.3 3.3 100.0 

Total 30 100.0 100.0  
 

Table-1.8: Organizational Commitment 

 Frequency Percent Valid Percent Cumulative Percent 

Valid 

3.00 11 36.7 36.7 36.7 

4.00 11 36.7 36.7 73.3 

5.00 8 26.7 26.7 100.0 

Total 30 100.0 100.0  

 

 Frequency Percent Valid Percent Cumulative Percent

Valid 

2.00 10 33.3 33.3 33.3 

3.00 12 40.0 40.0 73.3 

4.00 7 23.3 23.3 96.7 

5.00 1 3.3 3.3 100.0 

Total 30 100.0 100.0  
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Table-2: Median of Performance Appraisal Variables 

 Knowledge 

Level 

Feedback Independent 

Action 

Career 

Development

Fair 

Treatment

Motivation Job 

Satisfaction 

Organizational 

Commitment 

N 

Valid 30 30 30 30 30 30 30 30 

Missing 0 0 0 0 0 0 0 0 

Median 4.0000 3.0000 2.0000 3.0000 3.0000 3.0000 3.0000 4.0000 
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Questionnaire 
on 
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 What is your current age? 

a) 25-30 

b) 30-40 

c) 40-50 

d) 50+ 

 What is your gender? –  (a) Male  (b) Female 

 How long have you worked in this organization? 

a) 1-3 years 

b) 4-5 years 

c) 6-10 years 

d) Greater than 10 years 

Below is a list statement about the Performance Appraisal System as it is conducted in your 
organization. Please carefully consider each statement and circle the number that indicates the 
extent to which you agree with the statement.  

1= Strongly Disagree  2= Disagree 3= Neutral             4= Agree        5= Strongly Agree 

   

1. My knowledge level for successful performance is sufficient 1 2 3 4 5 

2. The supervisor provides me feedback in consistent & frequent manner in 
terms of performance goals 

1 2 3 4 5 

3. The independent action I can exercise in my job 1 2 3 4 5 

4. Performance Appraisal System identifies my potential for career 
development 

1 2 3 4 5 

5. I am treated fairly by the Performance Appraisal System 1 2 3 4 5 

6. I am motivated with Performance Appraisal System  1 2 3 4 5 

7. Performance Appraisal System influences my job satisfaction level 1 2 3 4 5 

8. I am committed to give effort beyond that normally expected in order to 
help this organization be successful 

1 2 3 4 5 

 Please write any comments you may have about the Performance Appraisal System- 


