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Abstract - The aim of this is to define performance
management system, employee performance and
employee performance measurement, and also analyze
the relationship between performance management
system with employee performance. Theoretical
framework was derived from secondary study of
published research. A random sample of respondents
within the city of Udaipur was considered to gather data
and the data so collected was analyzed using SPSS. Study
validates a comprehensive approach to explaining
factors influencing performance management. An in-
depth analysis was done as to how factors of performance
management and assessment.

INTRODUCTION

The employee performance evaluation is an essential
method for supervisors and staff to improve their
employment. The boss will help the employee lead the
way for company success, as the employee knows
more precisely what is required in his daily work.
According to Mullins (2002), Performance Appraisal's
basic aim is to boost workers ' efficiency, thereby
enhancing the organization’s overall output.
Performance Appraisal is one of the methods to
efficiently monitor output by supplying data that is
supplied to other components of the performance
management mechanism. Performance assessments
provide a vast spectrum of impact on administrators
who ought to recognize and appreciate them. Quality
tests are often important to the growth of occupations
and sequences. Performance appraisal intended to
motivate, place and execute employees Improvements
to converse management priorities and cultivate
positive linkages between leadership and employees.
(Panagar 2008). 2009. The assessment of results can
be viewed in a similar manner as a continuing
developmental improvement relative to the one-year
analysis approved. Both the employee and the assessor
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can carefully track this in order to ensure that
expectations are reached fatally. You will create an
inspiring conscience by physically practicing and
signifying an involvement in work with your readers
to improve your obligation. Employees function
collectively to manage themselves in an effort to
accomplish directorial objectives and to coordinate the
staff of the company (J.P et al. 1993).

An evaluation of employee success can inspire an
employee to increase efficiency. If an individual better
knows his or her expectations, recognizes his or her
success issues and offers professional improvement
opportunities that support his or her improve, the result
is to inspire the individual to meet certain objectives.
The implementation and completion of an effective
workforce growth strategy would contribute to a
higher degree of productivity. After assessing
employee success against defined expectations, a
requirement for the potential employee motivational
strategy can be established.

CONCEPT OF PERFORMANCE APPRAISAL

The performance review includes a comprehensive
review of workers ' performance in their jobs and
growth capacity. A performance review is a review of
the work results of an individual over a defined
amount of time. The job of the multiple workers varies
from each other in several respects due to their diverse
personalities, perspectives, know-how, abilities and
qualifications. The requirement for preparation and
growth programmes is dictated by these variations. It
equals an employee report card and how the boss
measured the success in the previous year.
Management must then recognize these discrepancies,
such that workers with stronger work capacities,
qualifications and experience will, on the one side, be
compensated, and the employee misplacements can be
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validated through dismissal or discipline on the other
side. In this aspect, performance assessment offers a
metric to determine the degree of output in order to
maximize the efficiency of the employee.

Quality assessment and other human resources
practices are a significant aspect of human resource
creation. Performance evaluation has been the
foundation of several organizations, which have
reported and measured how deeply management
thinks for the staff and the performance measurement.
A company is impressed with the hope of enhancing
employee efficiency and ultimately internal
performance improvement at the company level and at
the entity level at the organizational level. The
fulfillment of certain corporate success targets relies
on the output of particular company participants, and
many scientists claim that performance evaluation is
one of the key mechanisms of human resources
management. Overseas operational assessments and
contrast of existing performance with corporate
performance objectives. The performance
management phase starts with leadership in the
enterprise developing a performance management
strategy that essentially has the goal of getting the
performance management method into line with
operational performance. The performance evaluation
should be able to offer workers priority details on the
organizational priorities. Expectations and the
commitment they render to the corporate priorities.

LITERATURE REVIEW

The performance evaluation method is not only an
essential instrument in the growth of HRM workers,
but is often utilized by multiple organizations as
incentives, promotions and wage increases for their
workers etc. Different incentive models such as
motivational philosophy etc. use the success
evaluation to compensate workers (Talya and Berim,
2010). Reviews richness applies to a performance
evaluation setting in which individuals offer relevant,
regular, and timely reviews (Kinicki, Prussia, Ben and
McKee-Ryan 2004), the assumed consistency of
evaluations is one of the most commonly applicable
requirements for success in appraisal testing (Cardy
and Dobbins, 1994).

The type of climate generated by performance
evaluations optimizes the job performance of
employees. Person success metrics aligned with
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company expectations offer the employee instructions
for how their activities will enhance their organisation.
Boice and Kleiner (1997) state that before embarking
on a performance improvement strategy, corporate
goals ought to be defined first for their efficacy.

This factor is also linked to the assumed reliability in
performance evaluations obtained by the workers in
the performance evaluation sense. Departmental and
individual goals must be established that correspond to
the organizational priorities. The emphasis is on
rational practice with regard to the findings (Thibaut
and Walker 1975; Folger, Knovsky and Cropanzano
1992). Assessment satisfaction is employee happiness
with the performance method, and of all the factors
evaluating response to assessment reviews, it is
deemed the most important. Performance evaluation
framework incorporates both aspects such as the
existing performance review, award and reward
systems techniques to enhance efficiency (Marchant,
1999). The study of performance evaluation methods
is advised.

In the civil and military agencies, the motive is
similarly important to public and private sectors. More
and more businesses give long-term incentives to hold
trained, professional workers and to decrease the
unemployment rates. More and more businesses of all
types, big, medium and tiny, provide bonuses and
promotions focused on results to keep their workers
engaged. Functional party which is not driven enough
cannot achieve the company's targets, whether it is a
productive or a non-profit entity. Motivation affects
individuals who operate in a single position and
businesses across the globe invest large sums of
capital in creating with their company an efficient
Human Resources department. The partnership was
developed by Ken Lloyd from the performance
reviews and sentences for dummies and, according to
him, inspiration is the catalyst that energizes and
inspires workers to achieve their objectives. Well-
designed and effective assessments of results provide
a significant encouraging influence. Assessments can
inspire workers since they provide a variety of
integrated advantages. When workers don't grasp
exactly how they work, they can't be inspired to
change.

Health services were apparently reluctant to
understand in their institutions, the value of human
factors. They learned late that physicians, health care
professionals and paramedics are just human beings
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and must be inspired. The reality was acknowledged
first by private hospitals and educational services have
been implemented for their employees. However,
government healthcare is late to catch up and adopt the
notion of incentive in cases in which patient traffic is
significantly greater than in private hospitals. If there
are adequate motivated personnel to handle the
machinery and implement the instructions, the most
new, advanced surgical devices and successful
treatment methods are ineffectual.

The Oberoi Udaivilas, Udaipur workers was inspired
and performed in a report. As tests, 141 individuals
were obtained. For data collection Questionnaire has
been used. The findings were examined by analysis
and correlation techniques. Results suggest that the
association between encouragement and work results
is fairly positive. In Kuvaas’s investigations,
performance measurement has been strongly
connected to the dedication to function, inherent
motivation mediates the connection between function
success and performance evaluation. It has also
demonstrated that motivation has a powerful impact
on job efficiency. This study has been conducted in a
five star hotel in Udaipur area to deepen the
connection between job success and performance
evaluation and job encouragement, as there were no
earlier studies into this industry and this connection.
This analysis was then carried out to fill the void.

RESEARCH OBJECTIVE/RESEARCH QUESTION

The empirical analysis of the literature reveals that job
success is linked with performance evaluation and
encouragement for job. This study was carried out
with the intention of addressing the following
question:
1. The success evaluation and encouragement
framework in the hotel sector should be analyzed.
2. Analyze the effect on job efficiency of the
efficiency assessment method and workers
morale.

HYPOTHESIS

H1: The method of performance evaluations had little
meaningful effect on the employee's job performance.
H2: Motivation would not have a substantial beneficial
effect on the employee's efficiency.
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RESEARCH METHODOLOGY

This research focuses on the establishment of
relationships among performance evaluation and work
encouragement, and the hotel staff in Udaipur district
of the Indian State of Rajasthan was involved in our
analysis. The analysis followed a methodological
method. The research was undertaken by hotel
workers from the Udaipur five-star hotel. Study of 100
staff of the Hotels. Due to time and cost restrictions,
samples were selected using the easy research method.
The SPSS data analysis was conducted using
regression and correlation analysis. To test the
specificity of the questionnaire, a specificity study was
used.
RESULT AND FINDINGS

RELIABILITY ANALYSIS INTERPRETATION
Hotel workers function satisfaction, performance
assessment and work performance are assessed in five
points of Likert and findings are described in Table 1.
Summary of the relevant statements obtained. The
table indicates that the Cronbach alpha over .700 is
both variables. This result in a test that reveals the
reliability of the data gathered.

No. Variables ltems Cronbach’s Alpha
| Work Motivation 1 13
2 Performance Appraisal 15 82
3 Work Performance 6 J10

Table 1 Reliability test outcome using Cronbach’s
alpha

®Work Motivation

Cronbach's Alpha

Descriptive: Effects of the respondents ' demographic
attributes are represented as follows:

The bulk of respondents were between the ages of 20-
30, as 64,00% and 27,00% of the overall survey were
between the ages of 31-40. The proportion of the
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nurses in the 41-50 year age range and others in the
51-60 year range is 7% respectively and 2%. The
survey comprises 85.00% chef, 13.00% cleaning
workers and two percent recipient. 94% of the survey
workers were female and just 6% of the workers were
male. The bulk of respondents studied Hotel
Management Bachelor, which accounted for 72.00%
and 27.00% for those with a hotel management degree
and 1% for a hotel management master's degree.

Variables Mean SD t* Sig.

Work Motivation 355 1.52 3.603 0.000
Performance Appraisal 340 150 | 2.61 0.009
Work Performance 3.66 122 5390 0.000

* One sample t-test with test value 3.00

Table 2 Variable descriptive data of sense test.

Standard Deviation

® 1 Work Motivation
M 2 Perfomance Appraisal

3 Work Performance

CORRELATION ANALYSIS

In order to validate the connection between success
and incentive for job results, a correlation study by
Pearson was used. From the study, Pearson's
correlation coefficient is found to be 0.242, which is
significant at 1.00 percent. The findings therefore
suggest that the performance evaluation is associated
with job performance in a substantive and meaningful
way.

Variables
Variables Statistics Performance Work
appraisal performance
IPearson -
- ICorrelation A78 170
Motivation
Sig. (2-tailed) .000 .091
Pearson ' 240"
Performance ~ [Correlation
appraisal . i
Sig. (2-tailed) 015

** Correlation is significant at the 0.01 level (2-tailed).
* Correlation is significant at the 0.05 level (2-tailed).

Table 3 correlation matrix related to Work Motivation
Performance Appraisal Work Performance.

The method of performance assessment is strongly and
greatly connected to job results (r=.473 * *),
Motivation is optimistic but does not contribute to job
success substantially (r=. 170). Results demonstrated
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the beneficial connection between performance
improvement and encouragement and job results.

REGRESSION ANALYSIS

The impact of the motivation and performance
evaluation on the efficiency of the hotel workers was
examined by two vicariate regression tests.

Unstandardized | Standardized
Variable Coefficients Coefficients | t | Sig.
B | Std. Error Beta
Constant) 1.870 929 2014 047
Performanceappraisal 588 238 242| 2467) 015

Dependent Variable: Work performance
Table 4 Regression of Work Performance on
Performance appraisal

Unstandardized Standardized
Variable Coefficients Coefficients t Sig.
B Std. Error Beta
(Constant) 2.754 .823 3.347{ 0.001
Motivation .360 211 0.170] 1.708] 0.091

Dependent Variable: Work performance

Table 5 Regression of Work Performance on
Motivation
INTERPRETATION

The beta value of the performance measurement is
.588(p=.015), which indicates that the performance
measurement is good. The outcome reveals that a
performance evaluation shift in one unit increases the
Hotel workers job performance by 0.588 units. The
first null hypothesis is thus dismissed that the
Performance Evaluation Method had no substantial
positive effects on the employee's job output and
supports the alternate hypothesis that the performance
assessment framework has a substantial positive effect
on the employee's work results.

360 (p=.091) is the beta value for inspiration, which
indicates that one motivating unit improves the
organizational efficiency of the hotel staff by 0.360. At
5.00 percent stage, however, this relationship is not
important. The second null hypothesis was then
dismissed that Incentive has no meaningful beneficial
influence on the employee's results.

FINDINGS

Results indicate that performance improvement has
major positive effects on job efficiency, while
inspiration has a marginal positive effect on work
efficiency. It is also noticed that the hotel workers
perform strongly regardless of the current and least
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inspired performance assessment process. Both
regression and associations indicate positive working
performance  relationships ~ with  performance
evaluation and have negligible positive working
performance relationships with push, due to the lack
of successful encouraging practices inside the
business. The research reveals that workers at the hotel
in particular are not driven to attain high production
efficiently.
CONCLUSION

The essential goal of an evaluation framework should
be to enhance the employee efficiency contributing to
the growth of the enterprise. The aforementioned
analysis concludes that the association between job
success and encouragement is negligible. In the first
position, the structure can inspire all workers. Hotels
can try to inspire the employee to enhance their
efficiency. Furthermore, the hotel staff of Five Star
Hotels is extremely effective and they are pleased with
the current performance management framework.

REFERENCES

[1] Thibaut, J.W., and Walker, L. (1975), Procedural
Justice: A Psychological Analysis, Hillsdale, NJ:
Lawrence Erlbaum.

[2] Giles, W.F., and Mossholder, K.W. (1990),
‘Employee Reactions to Contextual and Session
Components of Performance Appraisal,’Journal
of Applied Psychology, 75, 4, 371-377.

[3] Marchant, T., (1999). Strategies for Improving
Individual Performance and Job Satisfaction at
Meadowvale Health. Journal of Management
Practice, 2(3), 63-70.

[4] Kuvaas, P, 2006. Performance Appraisal
Satisfaction and employee outcomes ~~Mediating
and moderating roles of work motivation.
International Journal of Human Resource
Management, 17(3).

[5] Asadur Rehman, ZahidMahmood and Moeed
Ahmed1 Rashid Saeed, Rab Nawaz Lodhi, Ahmar
Naeem, (2013),” Impact of Performance
Appraisals and Motivation on Employee’s
Outputs in Banking Sector of Pakistan’. World
Applied Sciences Journal 26 (3): 415-421, 2013.

[6] Nadeem Igbal.etal, (2013), ‘Impact of
performance appraisal on employee’s
performance involving the Moderating Role of

IJIRT 151736

[7]

8]

Motivation,” Arabian Journal of Business and
Management Review (OMAN Chapter) Vol. 3,
No.1; August 2013.

George NdemoOchoti, et.al (2002), ‘Factors
Influencing Employee Performance Appraisal
System: A Case of the Ministry of State for
Provincial Administration & Internal Security,
Kenya’, International Journal of Business and
Social Science Vol. 3 No. 20 [Special Issue —
October 2012]

RabiaKarimi,Muhamad Imran Malik & Dr.
Saddam Hussain, (2011), ‘Examining the
Relationship of Performance Appraisal System
and Employee Satisfaction’ International Journal
of Business and Social Science Vol. 2 No. 22;
December 2011.

INTERNATIONAL JOURNAL OF INNOVATIVE RESEARCH IN TECHNOLOGY 657



