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Abstract

The objective of this investigation is to gather empirical data by investigating the
connection between employee work performance and performance reviews. A survey
that relied on a poll was used for this study. Via an identity survey, 150 participants from
government-owned businesses provided the data. Staff of government-owned businesses
were given a total of 300 questionnaires; 150 of those were returned, yielding a response
rate of 50%. The findings of this study demonstrated a strong and favourable association
between employee job performance and performance reviews in public sector
businesses. In other terms, it indicates that if a company’s system for evaluating
employee performance is fair and accurate, then staff members will be satisfied and
driven to improve both individual and organisational performance. To the best of the
researcher's knowledge, no other large sample size research has been conducted. The
policy makers of public sector organisations should take note of this work, and future
scholars may find it useful.

Keywords: Performance appraisal, Employee performance, higher performance, public
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Introduction

The term "performance" refers to an employee's job behaviours that can be examined
and scored. In order to evaluate personnel, improve their competence, and improve
performance, organisations are increasingly combining human resource activities and
business policies. This process is known as a more strategic approach. Success of
performance reviews depends on how well-received and fair they are by employees. Only
when the performance appraisal system is supported by reliable and accurate employee
performance ratings can it be more operational and effective. Regrettably, there are few
firms with efficient performance appraisal systems. Performance evaluation is said to be
a tool for evaluating how people behave at work. It aids in identifying and resolving the
problems that the staff members are having. Based on study, performance appraisal is a
procedure whereby a responsibility of the job accomplishments is assessed, typically
with the help of a rater/supervisor, in term of their attitudes and behaviors.
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It has been proven that job performance helps organisations, sectors, and countries
achieve long-term competitive advantage. Another study claims that performance
evaluation is a continual approach used to identify, assess, and enhance employee
performance inside the firm. This process includes several procedures like
acknowledging an employee's talents and limitations, career advancement, and job
happiness. In keeping with this, it is noted that a company without an accurate and
acceptable performance evaluation would fail, and its employees will be expected to give
subpar work. According to study, employee performance reviews will greatly help the
university achieve its goals.

As a result, the goals of the university will be matched with the performance
measurements of university employees. It was discovered that there is relatively little
research on the connection between employee job performance and performance
reviews in public sector businesses. Inaccurate performance evaluations lead to
discrimination and employee unhappiness across performance levels, which reduces the
use of evaluations in choices about incentives and promotions (Blume et al., 2009). The
current method of performance evaluation paints a picture of how Annual Confidential
Reports (ACR), which are utilised in public sector organisations, are generated based on
the rater's subjective judgement of the employee performance. This report has biases,
inaccuracies, and harmful effects, thus objectivity, validity, and reliability should be
stressed more. In order to confirm the conclusions of the earlier researchers, this study
will ultimately examine the impact of performance reviews and fairness on employee
work performance in public sector organisations.

Review of literature

Performance Appraisal

The most significant methods for managing human resources are performance
evaluations. Several businesses and industries use performance appraisal. Yet, according
to study by Prowse & Prowse, (2019), 90% of the United States and the United Kingdom
are using performance reviews as a technique to affect employee behaviour and
performance. Without a reliable and appropriate method for performance evaluation,
any organisation will experience failure and subpar employee performance, according to
aresearcher's study. Performance reviews are used to assess employee performance and
help organisations achieve their goals and objectives. In order to ensure excellence and
progress in employee performance, performance appraisals are conducted. But, if the
assessment has not been used properly or the employees feel that it is prejudiced and
subjective, then employee performance and organisational performance would
undoubtedly suffer. A method for evaluating employee performance and bringing about
improvements in both job performance and organisational performance is performance
assessment. A study was conducted that addresses several criticisms of rating errors,
subjectivity, and favouritism as they relate to performance appraisals. Another study in
this regard found that the lack of motivation of raters and the lack of attention to
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employee work performance were some of the obstacles to performance evaluation in
Indian companies.

According to Oshode, A.A. et al. (2019), performance appraisal is a formal technique that
typically occurs once or twice a year and consists of performance dimensions and criteria
that are utilised for the evaluation of personnel with the organization's consent.
According to Mollel, E.R. (2017) and other researchers, employees who are happy with
their performance reviews and overall performance evaluations are more likely to
support one another, perform better, and work more to meet organisational objectives.
While unhappy workers are observed to be less cooperative, ineffective, and
underperformers Mollel, E. R. (2017).

The idea of performance evaluation has changed throughout the years; in the past, it was
thought that performance evaluation was a way to assess an employee's success and
behaviour. Rasheed (2020). The use of performance reviews for employee motivation
and consequent performance, however, is now dynamically established Rasheed (2020).
Fairness is seen as the key factor in determining how effective a performance review is.
Every performance review system can only be considered successful if employees believe
itto be accurate, fair, and in line with their expectations. If the fairness of the performance
evaluation system is not in accordance with the satisfaction, development, and rewards,
it has a negative effect on employees' attitudes and behaviour. To analyse the subjective
biases in the current performance rating system and identify steps for reform, fairness,
and effectiveness, a comprehensive empirical study is required. A significant factor in
evaluating professionals, especially in academic institutions, is effective performance
appraisal; this factor determines the success or failure of the institution as a whole.

Performance of the Workplace

It is possible to define performance as those actions that can be evaluated and
investigated. In keeping with this, Igbal, N. (2014) characterises performance as
including judgement and assessment processes in addition to being related to actions. In
addition to suggesting that a planned and systematic strategy will be used to accurately
evaluate employee performance, Khan (2020) maintained that performance criteria have
been updated as a way to monitor and assess employee performance.

Subjectivity in assessments lowers employee satisfaction and recognition of performance
appraisals, and knowledge and skills relevant to job performance are also overlooked.
These are just a few of the concerns and issues that are connected to job performance.
Workers who accomplish their jobs well will be happier than those who don't perform at
all well. Every firm must consider employee performance in order to support
underachievers and increase productivity and efficiency. According to Hettiararchchi
(2014), every organisation depends on employee production and performance in order
to succeed and survive. According to Tosi (2014), fair evaluations and employee attitudes
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towards their jobs are the primary concerns on which raters and managers should
concentrate.

Performance Evaluation and Employee Work Performance: A Connection

Elnaga (2018) conducted research on training and development and employee job
performance. Research have been conducted so far on the relationship between
employee job performance and other variables. In a similar vein, Matolo (2015)
investigated the link between employee job performance and job happiness. Minimal
research has been done to date to determine the connection between employee job
performance and performance reviews in the Asian environment, particularly in
Pakistan. Furthermore, research into this topic in the past literature has shown that
efforts have been made to identify its observational aspects, but that effectiveness of
performance appraisal and its influence on employee performance have received very
little attention. Numerous firms have conducted in-depth study on performance reviews
and their impact on staff productivity. Although there is a relationship between
performance appraisal techniques and employee performance, university lecturers need
to be investigated in this regard.

(2018) Pulakos advocated for the use of performance appraisal systems by many
enterprises to improve employee work performance. The performance appraisal system,
according to Grubb (2017), investigates performance gaps and identifies potential fixes.
It is clear that a fair and accurate performance evaluation places more emphasis on an
employee's performance than his or her character attributes. Performance evaluation is
prone to a variety of difficulties, and issues are frequently brought about by subjective
rather than objective measurements of an employee's performance. There is a positive
correlation between employee work performance and performance reviews, according
to numerous academics. According to Bowra (2014), there is a link between employee
job performance and performance reviews. According to a number of academics,
performance evaluation and organisational performance are positively correlated.

Objectives of the study
e To identify the relationship between employee job performance with
performance reviews.
e To examine the impact how well employees, perform at work.

Research methodology and Research design

The purpose of this study is to examine participant views and opinions using a survey-
based questionnaire. The research design for surveys was used and formed based on the
fact that it is simple to conduct and can be created with little effort and expense.

Sampling Technique
Among a total of 376 employees, one forty respondents (faculty members) were chosen
using a simple random sample procedure. Employees in the public sector were sent a
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total of 300 questionnaires; 150 of those were filled out and returned, yielding a response
rate of 50%.

Scale for the Performance Evaluation System

The performance evaluation process was measured using this scale. They created and
used this scale. The Likert scale has five possible outcomes, from "strongly agree" (five)
to "strongly disagree" (1). The dependability alpha coefficient for the five items on the
performance appraisal scale is 0.93.

Scale of Worker Performance

The perceived performance levels of the employees were assessed using this measure.
By, this scale was created and approved. The Likert scale has five possible outcomes, from
"strongly agree" (five) to "strongly disagree" (1). It had five items, and the authors
attested that its reliability according to Cronbach's alpha was 0.83.

Results and Findings

The major goal of this study was to determine how fairness and the impact of
performance reviews on employee job performance in public sector organisations. Both
correlation analysis and regression analysis were used to analyse the data.

Table 1 shows the relationship between employee work performance, fairness, and
performance reviews.

Performance | Fairness Employee job
appraisal Performance
Performance Pearson . -
appraisal Correlation : 516 644
Sig. (2-
tailed) 000 000
N 306 306 306
faimess Pearson R16" 1 605"
Correlation ] ’
Sig. (2-
tailed) 000 000
N 306 306 306
Employee Pearson . _aa
job perfor- Correlation bt B :
mance Sig. (2-
tailed) 000 000
N 306 306 306
**_ Correlation 1s sipnificant at the 0.01 level (2-tailed).

To operationalize the goal, correlation analysis was carried out. Employee work
performance and performance reviews have a 0.643 correlation coefficient, which
indicates a significant positive link between the two variables (Refer Table 1). Also, there
is a high positive correlation between fairness and employee job success, as seen by the
correlation coefficient between fairness and employee job performance, which is 0.816.
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Table 2: Sample summary of employee job performance and performance reviews

Model R R Adjusted R Std. Error of the
Square Square Estimate
1 658" 433 429 63482
Predictors: (Constant), performance appraisal, fairmess of performance
appraisal

The dependent variable is up to 43% demonstrated by the independent variables,
according to the R? value. Employee job performance changed by 43% as a result of
independent factors, according to the R2 value of (0.433). (performance appraisal and
fairness). In addition, there are several additional factors that influence how well
employees perform at their jobs, but the model is important overall (Refer Table 2).

Table 3: Model summary of performance appraisal and employee job performance

Maodel Sum of df Mean F Sig.
Squares Square
1 Regression 93.208 2 46.604 115.644 | .000°
Residual 122.107 303 403
Total 215.315 305

a. Dependent Vanable: employee job performance
b. Predictors: (Constant), performance appraisal, faimess of performance
appraisal

Although the significance level is at its best with a value of 0.000 (See Table 3), the F
statistic of 115.644 demonstrates a strong association between the variables, supporting
the claim that performance appraisals have a favourable effect on employees' job
performance.

Table 4 shows the correlations between employee work performance and performance

ratings.
Maodel Unstandardized Standardized T Sig.
Cocfhicients Coefficients
I Beta
Error
1 (Constant) 490 238 2.061 | .040
Fairness 523 087 449 5.995 | .000
Performance |~ o751 ogg 238 3.181 | .002
appraisal
a. Dependent Vanable: employee job performance

According to Table 4, the dependent variable (employee job performance) will improve
by up to 0.5 units for every unit rise in the independent variable (fairness of performance
appraisal). This is known as the betavalue for fairness of performance variables.
According to Table 4, the other independent variable (performance appraisal) has a
beta value of.238 which indicates that an increase in performance appraisal will result in
an increase in the dependent variable (employee job performance) of up to 0.3 units. The
study's findings demonstrate that if performance reviews are fair and accurate enough to
correspond with performance ratings and employees believe they are fair and accurate,
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then employees will be motivated and satisfied, which will improve both their
performance specifically and organisational performance generally.

Examining the research's findings reveals that they are consistent with earlier findings
from other researchers, proving that performance reviews have a favourable and
significant impact on employees' ability to execute their jobs. Also, these findings
supported earlier findings that demonstrated a favourable and significant relationship
between employee work performance and the fairness of performance reviews. This
study is based on the procedural justice theory, which claims that if employees believe
their performance reviews are accurate and fair in decision-making regarding the
distribution of ratings and results and the avoidance of subjective biases, they will be
highly motivated and satisfied with the system. In turn, they will work to improve their
own performance and the performance of the organisation as a whole. This procedural
fairness in determining performance evaluations based on real performance also
generates some motivating force that keeps employees satisfied and in turn motivates
them to positively respond in improving both their own and the organization's
performance. According to this theory, if performance appraisal decisions and ratings are
based on fairness and accuracy, then employees will perceive it favourably and become
motivated to perform to the best of their abilities on an individual level as well as increase
organisational performance and productivity.

Conclusion

Enhancing employee performance should be the main goal of the performance appraisal
system because it will contribute to organisational success. First, the system needs to
recognise that workers are the most crucial human resource. This idea will require
constant work in the areas of coaching, counselling, and even just consistent interactions
between the workers and the supervisors/raters. This study's primary objective was to
determine how employee job performance in Public Sector organisations related to
fairness and performance reviews. The lack of an appropriate performance evaluation
process in the majority of public sector organisations is the cause of these outcomes. The
Annual Confidential Report performance rating system, which is employed in several
organisations, is devoid of a strategy for employee development. It is based on the
traditional ACR system of performance, which is conducted once a year in public sector
organisations. Even in the private sector, the performance appraisal system that is in
place has little bearing on how well employees perform. These findings showing
performance evaluation and fairness have a strong, meaningful, and favourable impact
on employee work performance were also supported by other studies.
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