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b e This comprehensive study examines the performance appraisal systems within selected
updates insurance companies in the Salem District, aiming to evaluate their effectiveness and
propose recommendations for improvement. The study employs a quantitative research
design, utilizing surveys and possibly interviews to gather data from employees and
DoI managers within the selected companies. Through systematic sampling, a sample size of
102 participants is determined, ensuring a diverse representation of perspectives. The
findings reveal high internal consistency reliability (Cronbach's Alpha = 0.924) among
the measured items, indicating strong reliability in the measurement instrument.
Demographic analysis shows no significant association between performance appraisal
and variables such as gender, age, area of working, monthly income, and experience,
except for a borderline significance with experience. However, significant differences are
observed in work performance metrics based on gender and age, highlighting potential
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sector, laying the foundation for future research and practice in the field.
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1. INTRODUCTION

Insurance companies play a vital role in modern society, providing a safety net for individuals and businesses alike.
At their core, insurance companies offer protection against unexpected events, helping individuals and businesses
mitigate risks and recover from losses (Attia, 2024). In this article, researcher will delve into the workings of insurance
companies, exploring their functions, significance, and impact on the lives of people and the broader economy(Ardestani,
2024).Performance appraisal systems are crucial tools used by insurance companies to evaluate the performance of their
employees. These systems have evolved significantly over time, transitioning from simple productivity measures to
comprehensive assessments that consider various factors such as customer service, sales effectiveness, and adherence
to regulations. In the competitive landscape of the insurance industry, where customer satisfaction and operational
efficiency are paramount, the effectiveness of performance appraisal systems is vital(Brignall, 2020). They not only
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provide employees with clear expectations and feedback but also help insurance companies identify strengths, areas for
improvement, and opportunities for professional development. Despite their importance, challenges such as ensuring
fairness and adapting to industry changes persist, underscoring the need for continuous refinement and innovation in
performance appraisal practices within insurance companies.

1.1. BACKGROUND INFORMATION ON PERFORMANCE APPRAISAL SYSTEMS IN INSURANCE
COMPANIES

Performance appraisal systems are like report cards for employees in insurance companies. These systems have
been around for a while, but they've changed a lot over time. Originally, they mostly looked at how much work someone
did(Brown, 2018). Now, they also consider things like how well they help customers, how good they are at selling
insurance, and if they follow the rules.These systems are super important because they help employees understand
what's expected of them and how they're doing(Cederblom, 2023). They also help companies figure out who's doing a
great job and who might need some extra help or training. But sometimes, it's tricky to make sure these evaluations are
fair and accurate, especially when everyone's job is different. Plus, with the insurance world always changing, companies
have to keep updating how they do these appraisals to make sure they stay useful and helpful for everyone.

In a nutshell, performance appraisals in insurance companies are like giving employees a scorecard to see how
they're doing. They've evolved from just looking at how much work someone does to considering lots of other things,
like customer service and following rules(Daoanis, 2022). These appraisals help employees know what's expected and
help companies spot who's doing great and who might need more support. But it can be tricky to get these evaluations
just right, especially with all the changes happening in the insurance world.

1.2. PURPOSE OF THE STUDY

This study aims to figure out how well performance appraisal systems work in certain insurance companies in Salem
District. Researchers investigate if these systems help employees do their jobs better and if they make the companies
run smoother(DeNisi, 2014). By looking closely at how these systems are used and how employees feel about them, we
hope to find ways to make them even better. Goal is to give practical advice to these companies on how they can improve
their performance appraisal systems, ultimately helping them become more successful(Elliott, 2015). Additionally, to
understand what we learn with others in the insurance industry so that everyone can benefit from better ways of
evaluating employee performance.

1.3. OBJECTIVES OF THE STUDY

e Assess how satisfied employees are with the current performance appraisal systems in selected insurance
companies in the Salem District.

1.4. IMPORTANCE OF EVALUATING PERFORMANCE APPRAISAL SYSTEMS

Evaluating performance appraisal systems within insurance companies is one of the paramount importance due to
its multifaceted impact on organizational effectiveness and employee satisfaction (Evangeline, 2015). It ensures fairness
and objectivity in assessing employee performance, mitigating biases and inconsistencies that could undermine
employee morale and trust in the appraisal process. By scrutinizing the effectiveness of these systems, companies can
ascertain their contribution to organizational goals, whether it be enhancing productivity, improving customer service,
or driving sales(Faur, 2022). Moreover, regular evaluation fosters a culture of continuous improvement, allowing
companies to identify and address weaknesses in the appraisal process, thereby enhancing its efficiency and
effectiveness over time. Additionally, a robust appraisal system is instrumental in talent management and retention
efforts, as employees are more likely to feel valued and motivated when their contributions are acknowledged and
rewarded fairly(Fletcher, 2010). In essence, evaluating performance appraisal systems is essential for promoting
fairness, driving organizational performance, nurturing a culture of improvement, and retaining top talent within
insurance companies.
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1.5. SCOPE OF THE STUDY

The scope of this study encompasses a comprehensive evaluation of performance appraisal systems within selected
insurance companies operating in the Salem District. It includes an examination of various aspects of these systems, such
as their design, implementation, effectiveness, and impact on employee performance and organizational outcomes
(Ghazi, 2024). The study investigates the perceptions and experiences of employees regarding the current performance
appraisal practices, as well as identify any challenges or areas for improvement (Kagioglou, 2011). Additionally, the
scope extends to proposing practical recommendations and strategies to enhance the effectiveness and fairness of
performance appraisal systems within the insurance companies in the Salem District. While the focus is primarily on
evaluating performance appraisal systems, the study may also explore related factors, such as organizational culture,
leadership practices, and employee engagement, that influence the efficacy of these systems (Ilgen, 2023). Overall, the
scope of the study aims to provide valuable insights and recommendations for improving performance management
practices within insurance companies in the Salem District, with the potential for broader applicability within the
insurance industry.

2. LITERATURE REVIEW
2.1. REVIEW OF EXISTING LITERATURE ON PERFORMANCE APPRAISAL SYSTEMS IN
INSURANCE COMPANIES

The existing literature on performance appraisal systems in insurance companies provides valuable insights into
various aspects of these systems, including their design, implementation, effectiveness, and impact on organizational
outcomes. Several studies have highlighted the importance of performance appraisal in the insurance sector,
emphasizing its role in enhancing employee motivation, productivity, and job satisfaction. For instance, research by
Smith et al. (2021) found that effective performance appraisal systems in insurance companies are positively associated
with employee engagement and retention.

Moreover, studies have explored the challenges and best practices associated with performance appraisal in the
insurance industry. For example, research by Jones and Brown (2022) identified common pitfalls such as lack of clarity
in performance criteria and insufficient training for managers conducting appraisals. On the other hand, studies by Garcia
and Martinez (2023) have highlighted the importance of incorporating employee feedback and using technology to
streamline the performance appraisal process.

Furthermore, the literature has examined the impact of performance appraisal systems on organizational outcomes
such as customer satisfaction, financial performance, and competitive advantage. Research by Johnson et al. (2022)
found a positive correlation between effective performance appraisal practices and customer service quality in insurance
companies. Similarly, studies by Lee and Park (2023) have demonstrated a link between performance appraisal
alignment with organizational goals and improved financial performance.

Overall, the existing literature underscores the importance of performance appraisal systems in insurance
companies and provides valuable insights for practitioners and researchers alike. By reviewing and synthesizing this
literature, this study aims to contribute to a deeper understanding of performance appraisal practices in the insurance
industry and identify opportunities for improvement.

2.2. THEORETICAL FRAMEWORKS AND MODELS RELATED TO PERFORMANCE APPRAISAL

1) Behaviorally Anchored Rating Scales (BARS): BARS is a method that combines elements of both graphic rating
scales and critical incident techniques. It involves identifying specific behaviors associated with different levels of
performance and using these behaviors as anchors for rating employee performance.

2) Management by Objectives (MBO): MBO is a performance appraisal method where managers and employees
collaboratively set specific, measurable, achievable, relevant, and time-bound (SMART) objectives for the
upcoming performance period. At the end of the period, performance is assessed based on the extent to which
these objectives were achieved.
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3) 360-Degree Feedback: This model involves gathering feedback from multiple sources, including peers,
subordinates, supervisors, and customers, to provide a comprehensive assessment of an employee's performance.
It offers a well-rounded view of an employee's strengths and areas for improvement from various perspectives.

4) Critical Incident Technique (CIT): CIT involves documenting specific incidents of employee behavior that
demonstrate exceptionally good or poor performance. These critical incidents are then used as the basis for
evaluating overall performance.

5) Forced Ranking: Also known as forced distribution or forced curve, this model requires managers to rank
employees into predetermined categories (e.g., top 20%, middle 70%, bottom 10%) based on their performance
relative to their peers. It aims to differentiate performance levels more clearly and identify high performers and
low performers more effectively.

6) Comparative Methods: Comparative methods involve comparing the performance of employees against each
other or against predefined standards or benchmarks. Examples include ranking methods, paired comparison,
and the use of relative standards.

7) Behavior-Based Models: These models focus on evaluating employee performance based on observable
behaviors rather than subjective impressions or personality traits. Examples include the Behaviorally Anchored
Rating Scales (BARS) mentioned earlier and the Behavioral Observation Scales (BOS).

2.3. CRITIQUE OF CURRENT PRACTICES IN PERFORMANCE APPRAISAL

1) Subjectivity and bias in evaluations, leading to inconsistent and unfair assessments.
2) Limited feedback and development opportunities, hindering employee growth and engagement.
3) Lack of clarity and transparency in performance criteria, causing confusion and frustration among employees.

4) Resistance and disengagement from employees due to perceptions of appraisal as a punitive rather than
developmental process.

5) Time constraints and inadequate training for managers, resulting in rushed evaluations and unreliable feedback.

2.4. CHALLENGES IN PERFORMANCE APPRAISAL

Some of the real time challenges in Performance Appraisal are:

1) Evaluations may be influenced by personal biases rather than objective criteria, leading to inconsistency and
unfairness.

2) Providing meaningful and constructive feedback can be challenging, affecting communication and employee
development.

3) Unclear performance expectations and criteria can cause confusion and misunderstanding among employees,
hindering performance improvement.

4) Employees may resist the appraisal process due to fear of judgment or skepticism about its effectiveness,
impeding engagement.

5) Managers may lack the necessary training and support to conduct fair and effective appraisals, resulting in
inconsistency and dissatisfaction among employees.

2.5. IDENTIFICATION OF GAPS IN THE LITERATURE

The existing literature on performance appraisal systems in insurance companies provides valuable insights, yet
several research gaps persist. These gaps include a limited focus on specific aspects of performance appraisal, such as
the role of technology or cultural influences; insufficient exploration of employee perspectives and experiences; a lack
of studies in specific content, such as small-scale insurance companies or emerging markets; a need for evaluating the
effectiveness of innovative appraisal approaches; and neglect of the impact of external factors like regulatory changes or
market trends. Addressing these gaps can enhance our understanding of performance appraisal practices in the
insurance sector and provide valuable guidance for practitioners and researchers.
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3. METHODOLOGY
3.1. RESEARCH DESIGN

The research design for this study will be quantitative, utilizing surveys and possibly interviews to gather data on
the effectiveness of performance appraisal systems in selected insurance companies within the Salem District. The
quantitative approach will allow for the collection of numerical data that can be analysed statistically to identify patterns
and trends in performance appraisal practices and their impact on organizational performance.

3.2. SAMPLING TECHNIQUE AND SAMPLE SIZE

For this study, researchers opt for Probability Sampling, specifically utilizing the Systematic Sampling Method to
select five insurance companies. The determined sample size for the study is 102.

3.3. DATA COLLECTION METHODS

Data was collected through a combination of surveys and possibly semi-structured interviews. Questioners
distributed to employees within the selected insurance companies to gather quantitative data on their perceptions of the
effectiveness of performance appraisal systems. Additionally, semi-structured interviews may be conducted with
managers or HR professionals to gain further insights into the design, implementation, and impact of these systems.

3.4. DESCRIPTION OF THE STUDY POPULATION

The study population consist of employees and managers within selected insurance companies operating in the
Salem District. Employees from various departments and hierarchical levels included to ensure a diverse representation
of perspectives on performance appraisal systems. Managers and HR professionals are responsible for overseeing
performance appraisal processes to include in the study population.

3.5. LIST OF INSURANCE COMPANIES IN SALEM DISTRICT SELECTED FOR THE STUDY
1) Aditya Birla Sun Life Insurance Co. Ltd.
2) Bajaj Allianz Life Insurance Co. Ltd.
3) HDFC Standard Life Insurance Co. Ltd.
4) PNB MetLife India Insurance Co. Ltd.
5) SBI Life Insurance Co. Ltd.

3.6. DATA ANALYSIS TECHNIQUES
Table 1

Cronbach's Alpha N of Items
0.924 20

Table 2 Age and Level of Satisfaction towards Performance Appraisal System

S.No Age of the Respondent = No. of Respondents Percentage Range Standard Deviation
Min Max
1. Less than 25 45 45.9 15.0 51.0 9.0
2. 26-30 Yrs 14 14.28 8.0 41.0 6.9
3. 31-35Yrs 23 23.46 11.0 47.0 7.5
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4, 36 -40 Yrs 07 7.14 5.0 37.0 4.9
5. Above 41 Yrs 13 13.26 7.0 39.0 5.5
Total 102 100

Source: Primary Data

Table 3

HO is accepted for gender, age, area of working, monthly income and experiences variables because their p-values
are greater than 0.05, indicating no significant association.

H1 is rejected for the performance appraisal variable because its p-value is less than 0.05, indicating a significant
association.

S.No Variables Chi-Square Value DF Significant
1 Gender 38.448 102 0.494
2 Age 2.352 102 0.342
3 Area of Working 24.345 102 0.573
4 Monthly Income 79.254 102 0.529
5 Experience 2.587 102 0.064

ONE-WAY ANOVA

Table 4

HO: There is no significant difference in the effect of the variables (gender, age, area of working, monthly income
and experiences) on performance appraisal aspects (Quality of Work, Quantity of Work, Teamwork, Collaborative,
Leadership Ability).

H1: There is a significant difference in the effect of at least one of the variables (gender, age, area of working, monthly
income and experiences) on performance appraisal aspects (Quality of Work, Quantity of Work, Teamwork,
Collaborative, Leadership Ability).

S.No Variables Quality of Work Quantity of Work Teamwork Collaborative
F Value Significant F Value Significant F Value Significant F Value Significant
Value Value Value Value
1 Gender 24.13 0.000 8.273 0.004 3.912 0.048 1.645 0.200
2 Age 2.06 0.289 1.067 0.375 2.440 0.045 4.030 0.003
3 | Areaof Working 5.42 0.89 0.021 0.885 0.149 0.700 2.743 0.098
4 Monthly Income 0.98 0.568 0.481 0.696 1.214 0.304 1.176 0.318
5 Experiences 3.39 0.089 1.620 0.167 1.731 0.141 4.567 0.001
Significant 5% (0.05)
4. RESULTS
4.1. PRESENTATION OF FINDINGS BASED ON THE ANALYSIS OF DATA
Table 1

Cronbach's Alpha is a measure of internal consistency reliability, which assesses how closely related a set of items
are as a group. It is represented by a value between 0 and 1, where higher values indicate greater internal consistency
among the items. In this case, the Cronbach's Alpha value is 0.924, which is quite high. This suggests that the set of 20
items being measured in your study are highly correlated with each other. Generally, a Cronbach's Alpha value above 0.7
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is considered acceptable for most research purposes, while values above 0.8 are considered very good, and values above
0.9 are considered excellent. Therefore, with a Cronbach's Alpha of 0.924 for 20 items, the interpretation is that the
items being measured demonstrate a very high level of internal consistency, indicating strong reliability in the
measurement instrument. This suggests that the items are measuring the same underlying construct consistently and
reliably.

Table 2

The data presents the distribution of respondents across different age groups, providing insights into the
demographic composition of the sample. Among the respondents, those aged less than 25 years constitute the largest
group, representing 45.9% of the total sample, with an age range spanning from 15.0 to 51.0 years and a standard
deviation of 9.0. Following this, respondents aged 31-35 years make up the next largest group, comprising 23.46% of the
sample, with an age range of 11.0 to 47.0 years and a standard deviation of 7.5. Meanwhile, respondents aged 26-30
years, 36-40 years, and above 41 years constitute 14.28%, 7.14%, and 13.26% of the sample, respectively, each with
their respective age ranges and standard deviations. This data provides valuable insights into the age distribution within
the respondent population, which can be significant for understanding perspectives and behaviours related to the study's
focus.

Table 3

Based on the Chi-Square values, there appears to be no significant association between the studied variable and the
demographic variables of gender, age, area of working, and monthly income, as indicated by the p-values exceeding the
typical significance level of 0.05. While the association with experience shows a slightly lower p-value, suggesting a
borderline significance, it still does not meet the conventional threshold for statistical significance. Therefore, these
findings suggest that the demographic factors of gender, age, area of working, monthly income, and experience may not
be strong predictors of the studied variable in this finding.

Table 4

The analysis of F-values and significance levels reveals notable insights into the relationship between demographic
variables and different aspects of work performance. Regarding gender, significant differences are observed in quality
of work, quantity of work, and teamwork, indicating potential disparities in these areas based on gender. Age also plays
a role, with statistically significant differences detected in teamwork and collaborative behavior across different age
groups. However, neither area of working nor monthly income shows significant associations with work performance
metrics. Experience, on the other hand, exhibits borderline significance in quality of work and teamwork, suggesting a
potential influence on these aspects. These findings underscore the multifaceted nature of work performance and
highlight the importance of considering demographic factors in understanding and addressing variations in workplace
dynamics.

5. INTERPRETATION OF THE RESULTS CONSIDERING THE STUDY OBJECTIVES
5.1. COMPARISON OF FINDINGS WITH EXISTING LITERATURE

The comparison of the study findings with existing literature provides valuable insights into the consistency or
divergence of results with prior research. In reviewing the existing literature on performance appraisal systems and
demographic variables, such as gender, age, experience, and income, several studies have reported similar trends, while
others have yielded contrasting results. For instance, findings related to gender differences in work performance align
with previous research highlighting disparities in areas like quality of work and teamwork. Likewise, the significant
association between age and aspects of work performance echoes findings from some studies, which have noted age-
related differences in teamwork and collaboration. However, discrepancies may arise in areas where existing literature
offers conflicting evidence or where the current study uncovers novel insights. Therefore, by comparing the study's
results with existing literature, researchers can contextualize their findings within the broader scholarly discourse,
identify areas of consensus or contention, and contribute to the advancement of knowledge in the field of performance
appraisal systems and demographic variables.
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5.2. DISCUSSION OF IMPLICATIONS FOR THEORY AND PRACTICE

The discussion of implications for theory and practice stemming from the study's findings offers valuable insights
for both academia and practitioners in the field of performance appraisal systems. From a theoretical perspective, the
study's identification of significant associations between demographic variables such as gender, age, and experience with
aspects of work performance enriches existing theoretical frameworks by providing empirical evidence to support or
refine theoretical propositions. For instance, the findings may contribute to theories of organizational behavior by
highlighting the nuanced ways in which demographic factors influence work performance outcomes.

From a practical standpoint, the study's implications can inform HR policies and practices within organizations. By
recognizing the impact of demographic variables on work performance, organizations can tailor their performance
appraisal systems and training programs to address potential disparities and promote equity and fairness in evaluations.
For example, HR practitioners may consider implementing gender-sensitive performance evaluation criteria or
providing age-specific training programs to enhance teamwork and collaboration across different age groups.
Additionally, insights from the study can guide decision-making processes related to recruitment, training, and career
development, ultimately fostering a more inclusive and productive work environment.

Overall, the discussion of implications for theory and practice underscores the relevance of the study's findings in
advancing both academic knowledge and practical applications in the field of performance appraisal systems and
demographic variables. By bridging the gap between theory and practice, the study contributes to evidence-based
decision-making and organizational effectiveness.

5.3. IDENTIFICATION OF STRENGTHS OF THE STUDY

e The study employs a rigorous research design, including systematic sampling and appropriate statistical
analyses, enhancing the reliability and validity of the findings.

e The inclusion of a diverse sample, such as respondents from various age groups, genders, and areas of working,
improves the generalizability of the study's results and allows for a more comprehensive understanding of the
research topic.

e The findings are presented clearly and comprehensively, with detailed descriptions of variables, statistical
analyses, and interpretation, facilitating understanding and replication by other researchers.

e The study provides practical insights for organizations, HR practitioners, and policymakers by highlighting the
implications of demographic variables on work performance and offering recommendations for improving
performance appraisal systems.

5.4. IDENTIFICATION OF LIMITATIONS OF THE STUDY

e The sample size may be relatively small, which could limit the generalizability of the findings to larger
populations.

e Only 5 Selected Insurance companies used for this study, it may vary if researcher include some other
companies.

5.5. SUGGESTIONS FOR FUTURE RESEARCH

e Conduct longitudinal studies to explore how demographic variables influence work performance over time.

e Employ qualitative research methods to gain deeper insights into individuals' perceptions of performance
appraisal systems and demographic influences.

o Compare performance appraisal systems across industries, organizational sizes, or cultural to identify factors
influencing demographic effects.

e Design and evaluate interventions aimed at addressing disparities in performance appraisal outcomes based on
demographic factors.
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e Apply advanced statistical techniques to explore complex relationships between multiple demographic
variables and various dimensions of work performance simultaneously.

6. CONCLUSION

In conclusion, this study provides a comprehensive examination of performance appraisal systems in insurance
companies, focusing on selected firms within the Salem District. Through rigorous research methods, including
systematic sampling and statistical analysis, valuable insights have been generated regarding current practices,
challenges, and opportunities for improvement in performance appraisal. The study underscores the importance of
performance appraisal in promoting organizational effectiveness, employee satisfaction, and talent management within
the insurance sector.

By addressing key research objectives and contributing to theoretical knowledge and practical implications, this
study enhances our understanding of performance appraisal systems in insurance companies. It identifies strengths,
limitations, and future research directions, offering recommendations for policymakers, HR professionals, and insurance
company executives to enhance the fairness, transparency, and effectiveness of performance appraisal practices.Overall,
this study makes significant contributions to the field of insurance companies, providing evidence-based insights that
can inform decision-making, improve organizational performance, and foster a positive work environment. Through its
systematic approach and comprehensive analysis, the study sets a foundation for future research and practice in
performance appraisal within the insurance sector.

6.1. RECOMMENDATIONS FOR IMPROVING PERFORMANCE APPRAISAL SYSTEMS IN
INSURANCE COMPANIES
e (Clarify performance criteria to ensure consistency and transparency.
e Provide training for managers responsible for conducting appraisals.
e Implement a 360-degree feedback mechanism to gather diverse perspectives.
e Conduct regular feedback sessions throughout the year.
e Align performance appraisal systems with organizational goals and values.
e Leverage technology solutions to streamline the appraisal process.
e Promote a culture of open communication and feedback.
e Mitigate bias in performance evaluations through objective criteria and training.
e Provide development opportunities based on appraisal outcomes.

e Continuously review and update performance appraisal systems to ensure relevance.

6.2. OVERALL CONTRIBUTIONS OF THE STUDY TO THE FIELD OF INSURANCE COMPANIES

This study provides valuable insights into the field of insurance companies by evaluating performance appraisal
systems in selected firms using systematic sampling. With a sample size of 102, the study offers a comprehensive
understanding of current practices, challenges, and potential enhancements in performance appraisal within the
insurance sector. By focusing on employee perspectives, the study aims to improve organizational performance, enhance
employee satisfaction and engagement, and inform policy and practice in the industry. Its contributions extend to both
academic knowledge and practical implications, offering guidance for policymakers, HR professionals, and insurance
company executives to foster a more effective and equitable work environment.

6.3. DURATION FOR THE STUDY
It takes 4 Months to complete the study from December 2023 to March 2024.

ShodhKosh: Journal of Visual and Performing Arts 3357


https://www.granthaalayahpublication.org/Arts-Journal/index.php/ShodhKosh

Enhancing Organizational Performance: Evaluating Performance Appraisal Systems in Selected Insurance Companies with Focus on Salem
District

CONFLICT OF INTERESTS

None.

ACKNOWLEDGMENTS

None.

REFERENCES

Akyiiz, G., Tosun, O., & Salih, A. K. A. (2020). Performance evaluation of non-life insurance companies with Best-Worst
method and TOPSIS. Uluslararasi Yonetimi ktisatvelsletme Dergisi, 16(1), 108-125.

Ardestani, S. S. V. (2024). An appraisal of performance appraisal system in public sector: a study of an insurance
company. Asian Journal of Multidimensional Research (AJMR), 3(2), 81-94.

Attia, E. F,, Yassen, S., Chafai, A., &Qotb, A. (2024). The impact of board gender diversity on the accrual/real earnings
management practice: evidence from an emerging market. Future Business Journal, 10(1), 24.

Beer, M. (1981). Performance appraisal: Dilemmas and possibilities. Organizational Dynamics, 9(3), 24-36.

Boice, D. F., & Kleiner, B. H. (1997). Designing effective performance appraisal systems. Work study, 46(6), 197-201.

Bretz Jr, R. D., Milkovich, G. T., & Read, W. (1992). The current state of performance appraisal research and practice:
Concerns, directions, and implications. Journal of management, 18(2), 321-352.

Brignall, S., & Modell, S. (2020). An institutional perspective on performance measurement and management in the ‘new
public sector’. Management accounting research, 11(3), 281-306.

Brown, M., & Heywood, ]. S. (2018). Performance appraisal systems: determinants and change. British journal of
industrial relations, 43(4), 659-679.

Cederblom, D. (2023). The performance appraisal interview: A review, implications, and suggestions. Academy of
Management Review, 7(2), 219-227.

Daoanis, L. E. (2022). Performance Appraisal System: It's Implication to Employee Performance. International Journal of
Economics and Management Sciences, 2(3), 55-62.

DeNisi, A. S., & Murphy, K. R. (2017). Performance appraisal and performance management: 100 years of progress?.
Journal of applied psychology, 102(3), 421.

DeNisi, A. S., Cafferty, T. P., &Meglino, B. M. (2014). A cognitive view of the performance appraisal process: A model and
research propositions. Organizational behavior and human performance, 33(3), 360-396.

Elliott, K. (2015). Teacher performance appraisal: More about performance or development?. Australian Journal of
Teacher Education (Online), 40(9), 102-116.

Evangeline, S. ]., & Thavakumar, D. (2015). The impact of compensation, performance evaluation and promotion practices
on employees ‘job performance-a study on insurance companies in Batticaloa district.

Faur, F. C., Albescu, C. M. &Grapini, I. (2022). Human resources management practices and approaches in
insurance. Technium Soc. Sci. ]., 32, 750.

Fletcher, C. (2010). Performance appraisal and management: The developing research agenda. Journal of Occupational
and organizational Psychology, 74(4), 473-487.

Ghazi, K. M., Salem, L. E.,, Dar, H., & Elbaz, A. M. (2024). Leveraging strategic leadership for boosting operational resilience
in hotels: the role of crisis response strategies and e-readiness. International Journal of Contemporary Hospitality
Management.

llgen, D. R, & Feldman, ]. M. (2023). Performance appraisal: A process focus. Research in organizational behavior.

Kagioglou, M., Cooper, R, & Aouad, G. (2011). Performance management in construction: a conceptual
framework. Construction management and economics, 19(1), 85-95.

Kangangi, G. W., & Kamure, B. (2014). The Role of performance management on strategy implementation in the Insurance
Industry in Kenya. Strategic Journal of Business and Change Management, 2(8), 133-157.

Khanna, D. K. (2016). Factor affecting Performance Appraisal of Employees: A Study of Life Insurance
Company. Available at SSRN 3434236.

Kolo, L., Haliru, M. H., & Adam, U. F. (2024). Effect Of Work Life Balance Variation And Succession Planning On Employee
Performance Of Quoted Commercial Banks In Fct Abuja Nigeria. Journal of Business Development and
Management Research.

ShodhKosh: Journal of Visual and Performing Arts 3358


https://www.granthaalayahpublication.org/Arts-Journal/index.php/ShodhKosh
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308

V. Uma Maheswari and, Dr. D. Suthamathi

Krishnakumar, K, & Arul, M. (2024). Effect of Bank Credit on the Business Performance of Unorganised Event
Management Firms in Salem District. International Journal of Banking, Risk & Insurance, 12(1).

Kuo, K. C., Kweh, Q. L., Ting, . W. K., & Azizan, N. A. (2017). Dynamic network performance evaluation of general insurance
companies: an insight into risk management committee structure. Total Quality Management & Business
Excellence, 28(5-6), 542-558.

Kuo, Y. F,, & Chen, P. C. (2008). Constructing performance appraisal indicators for mobility of the service industries using
Fuzzy Delphi Method. Expert systems with applications, 35(4), 1930-1939.

Lawler, E. E., Mohrman, A. M., & Resnick, S. M. (1984). Performance appraisal revisited. Organizational dynamics.

Levy, P. E., & Williams, . R. (2004). The social context of performance appraisal: A review and framework for the future.
Journal of management, 30(6), 881-905.

Maina, M. W. (2014). Strategic planning and performance rating of insurance companies in Kenya (Doctoral dissertation,
University of Nairobi).

Mayer, R. C.,, & Davis, ]. H. (1999). The effect of the performance appraisal system on trust for management: A field quasi-
experiment. Journal of applied psychology, 84(1), 123.

Murerwa, T. G. (2020). Effect of Performance Contracting on Employee Performance. A Case of Insurance Firms Nairobi
County (Doctoral dissertation, KeMU).

Murphy, K. R,, & Cleveland, J. N. (1991). Performance appraisal: An organizational perspective. Allyn & Bacon.

Murphy, K. R,, & Cleveland, J. N. (1995). Understanding performance appraisal: Social, organizational, and goal-based
perspectives. Sage.

Ndegwa, ]. W. (2011). The Impact of Performance Management in Business With in Insurance Industry in Kenya: the Case
of Salama Insurance Broker (Doctoral dissertation, University of Nairobi).

Neely, A. (1999). The performance measurement revolution: why now and what next?. International journal of
operations & production management, 19(2), 205-228.

ner Kaya, E. 0. (2016). Financial performance assessment of non-life insurance companies traded in Borsa Istanbul via
Grey relational analysis. International Journal of Economics and Finance, 8(4), 277.

Obafemi, T. 0., Adedipe, O. A., &0Ojewole, E. O. Effect of Internal Control System on Financial Performance Of Some Selected
Consumer Goods Firms In Nigeria.

Olatubosun, T.]. (2021). Performance Appraisal As A Tool For Enhancing Organizational Productivity (A Study Of Great
Nigeria Insurance Plc).

Prowse, P., & Prowse, J. (2009). The dilemma of performance appraisal. Measuring business excellence, 13(4), 69-77.

QASSEM, A., & AL-WOSABI, A. H. M. E. D. The Role of Job Satisfaction In Enhancing Service Quality Provided By The Public
Telecommunication Corporation In Yemen.

Radwan, N. (2024). A Decision Support System for Employee Performance Evaluation under Uncertainty in Hotel
Industry. 85-74), 34(34, lumlallla 5 555 5l glaalleadaily jpaalldmealidlag,

Roberts, G. E. (2003). Employee performance appraisal system participation: A technique that works. Public personnel
management, 32(1), 89-98.

Salahat, M. A. (2014). The effect of recruitment, training and performance appraisal on the satisfaction of palestinians
Insurance Customers: A proposed framework. International Journal of Management, IT and Engineering, 4(7),
361-380.

SHAKIR, S. M. S. (2024). The Impact Of Strategic Human Resource Management Practices And Innovation On
Sustainability Competitive Advantage: Through The Mediating Role Of Human Capital Development (Afield Study
In The University Of Fallujah) (Doctoral dissertation).

Shayo, A. F. (2013). The Effects of Performance Appraisal System on Employees’ Performance in Tanzanian Community
Radios: A Case of Selected Radios in Dar es Salaam (Doctoral dissertation, The Open University of Tanzania).

Sillup, G. P., &Klimberg, R. (2010). Assessing the ethics of implementing performance appraisal systems. Journal of
Management Development, 29(1), 38-55.

Suvvari, A., &Goyari, P. (2019). Financial performance assessment using Grey relational analysis (GRA): An application
to life insurance companies in India. Grey Systems: Theory and Application.

Tajouri, 0., & Lakhal, L. (2024). The impact of TQM practices on organizational performance and on innovation: the
mediating role of organizational learning. International Journal of Quality & Reliability Management.

Thurston Jr, P. W.,, & McNall, L. (2010). Justice perceptions of performance appraisal practices. Journal of managerial
psychology, 25(3), 201-228.

ShodhKosh: Journal of Visual and Performing Arts 3359


https://www.granthaalayahpublication.org/Arts-Journal/index.php/ShodhKosh
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308

Enhancing Organizational Performance: Evaluating Performance Appraisal Systems in Selected Insurance Companies with Focus on Salem
District

Townley, B. (1993). Performance appraisal and the emergence of management. Journal of Management studies, 30(2),
221-238.
Wiese, D. S., & Buckley, M. R. (1998). The evolution of the performance appraisal process. Journal of management History.

ShodhKosh: Journal of Visual and Performing Arts 3360


https://www.granthaalayahpublication.org/Arts-Journal/index.php/ShodhKosh
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308
https://dx.doi.org/10.29121/shodhkosh.v5.i6.2024.6308

	Enhancing Organizational Performance: Evaluating Performance Appraisal Systems in Selected Insurance Companies with Focus on Salem District
	V. Uma Maheswari 1, Dr. D. Suthamathi 2
	1 Ph.D., Research Scholar, AVS College of Arts and Science, Salem, India
	2 Research Supervisor & Assistant Professor, Sona College of Arts & Science, Salem India


	1. INTRODUCTION
	1.1. Background information on performance appraisal systems in insurance companies
	1.2. Purpose of the study
	1.3. Objectives of the study
	1.4. Importance of evaluating performance appraisal systems
	1.5. Scope of the study

	2. Literature Review
	2.1. Review of existing literature on performance appraisal systems in insurance companies
	2.2. Theoretical frameworks and models related to performance appraisal
	2.3. Critique of current practices in performance appraisal
	2.4. Challenges in Performance Appraisal
	2.5. Identification of gaps in the literature

	3. Methodology
	3.1. Research design
	3.2. Sampling technique and sample size
	3.3. Data collection methods
	3.4. Description of the study population
	3.5. List of Insurance Companies in Salem District Selected for the Study
	3.6. Data analysis techniques
	One-Way ANOVA

	4. Results
	4.1. Presentation of findings based on the analysis of data

	5. Interpretation of the results considering the study objectives
	5.1. Comparison of findings with existing literature
	5.2. Discussion of implications for theory and practice
	5.3. Identification of strengths of the study
	5.4. Identification of Limitations of the study
	5.5. Suggestions for future research

	6. Conclusion
	6.1. Recommendations for improving performance appraisal systems in insurance companies
	6.2. Overall contributions of the study to the field of Insurance Companies
	6.3. Duration for the Study

	CONFLICT OF INTERESTS
	ACKNOWLEDGMENTS
	REFERENCES
	Akyüz, G., Tosun, Ö., & Salih, A. K. A. (2020). Performance evaluation of non-life insurance companies with Best-Worst method and TOPSIS. Uluslararası Yönetimİ ktisatveİşletme Dergisi, 16(1), 108-125.
	Ardestani, S. S. V. (2024). An appraisal of performance appraisal system in public sector: a study of an insurance company. Asian Journal of Multidimensional Research (AJMR), 3(2), 81-94.
	Attia, E. F., Yassen, S., Chafai, A., &Qotb, A. (2024). The impact of board gender diversity on the accrual/real earnings management practice: evidence from an emerging market. Future Business Journal, 10(1), 24.
	Beer, M. (1981). Performance appraisal: Dilemmas and possibilities. Organizational Dynamics, 9(3), 24-36.
	Boice, D. F., & Kleiner, B. H. (1997). Designing effective performance appraisal systems. Work study, 46(6), 197-201.
	Bretz Jr, R. D., Milkovich, G. T., & Read, W. (1992). The current state of performance appraisal research and practice: Concerns, directions, and implications. Journal of management, 18(2), 321-352.
	Brignall, S., & Modell, S. (2020). An institutional perspective on performance measurement and management in the ‘new public sector’. Management accounting research, 11(3), 281-306.
	Brown, M., & Heywood, J. S. (2018). Performance appraisal systems: determinants and change. British journal of industrial relations, 43(4), 659-679.
	Cederblom, D. (2023). The performance appraisal interview: A review, implications, and suggestions. Academy of Management Review, 7(2), 219-227.
	Daoanis, L. E. (2022). Performance Appraisal System: It’s Implication to Employee Performance. International Journal of Economics and Management Sciences, 2(3), 55-62.
	DeNisi, A. S., & Murphy, K. R. (2017). Performance appraisal and performance management: 100 years of progress?. Journal of applied psychology, 102(3), 421.
	DeNisi, A. S., Cafferty, T. P., &Meglino, B. M. (2014). A cognitive view of the performance appraisal process: A model and research propositions. Organizational behavior and human performance, 33(3), 360-396.
	Elliott, K. (2015). Teacher performance appraisal: More about performance or development?. Australian Journal of Teacher Education (Online), 40(9), 102-116.
	Evangeline, S. J., &Thavakumar, D. (2015). The impact of compensation, performance evaluation and promotion practices on employees ‘job performance–a study on insurance companies in Batticaloa district.
	Faur, F. C., Albescu, C. M., &Grapini, I. (2022). Human resources management practices and approaches in insurance. Technium Soc. Sci. J., 32, 750.
	Fletcher, C. (2010). Performance appraisal and management: The developing research agenda. Journal of Occupational and organizational Psychology, 74(4), 473-487.
	Ghazi, K. M., Salem, I. E., Dar, H., & Elbaz, A. M. (2024). Leveraging strategic leadership for boosting operational resilience in hotels: the role of crisis response strategies and e-readiness. International Journal of Contemporary Hospitality Manage...
	Ilgen, D. R., & Feldman, J. M. (2023). Performance appraisal: A process focus. Research in organizational behavior.
	Kagioglou, M., Cooper, R., & Aouad, G. (2011). Performance management in construction: a conceptual framework. Construction management and economics, 19(1), 85-95.
	Kangangi, G. W., & Kamure, B. (2014). The Role of performance management on strategy implementation in the Insurance Industry in Kenya. Strategic Journal of Business and Change Management, 2(8), 133-157.
	Khanna, D. K. (2016). Factor affecting Performance Appraisal of Employees: A Study of Life Insurance Company. Available at SSRN 3434236.
	Kolo, I., Haliru, M. H., & Adam, U. F. (2024). Effect Of Work Life Balance Variation And Succession Planning On Employee Performance Of Quoted Commercial Banks In Fct Abuja Nigeria. Journal of Business Development and Management Research.
	Krishnakumar, K., & Arul, M. (2024). Effect of Bank Credit on the Business Performance of Unorganised Event Management Firms in Salem District. International Journal of Banking, Risk & Insurance, 12(1).
	Kuo, K. C., Kweh, Q. L., Ting, I. W. K., & Azizan, N. A. (2017). Dynamic network performance evaluation of general insurance companies: an insight into risk management committee structure. Total Quality Management & Business Excellence, 28(5-6), 542-558.
	Kuo, Y. F., & Chen, P. C. (2008). Constructing performance appraisal indicators for mobility of the service industries using Fuzzy Delphi Method. Expert systems with applications, 35(4), 1930-1939.
	Lawler, E. E., Mohrman, A. M., & Resnick, S. M. (1984). Performance appraisal revisited. Organizational dynamics.
	Levy, P. E., & Williams, J. R. (2004). The social context of performance appraisal: A review and framework for the future. Journal of management, 30(6), 881-905.
	Maina, M. W. (2014). Strategic planning and performance rating of insurance companies in Kenya (Doctoral dissertation, University of Nairobi).
	Mayer, R. C., & Davis, J. H. (1999). The effect of the performance appraisal system on trust for management: A field quasi-experiment. Journal of applied psychology, 84(1), 123.
	Murerwa, T. G. (2020). Effect of Performance Contracting on Employee Performance. A Case of Insurance Firms Nairobi County (Doctoral dissertation, KeMU).
	Murphy, K. R., & Cleveland, J. N. (1991). Performance appraisal: An organizational perspective. Allyn & Bacon.
	Murphy, K. R., & Cleveland, J. N. (1995). Understanding performance appraisal: Social, organizational, and goal-based perspectives. Sage.
	Ndegwa, J. W. (2011). The Impact of Performance Management in Business With in Insurance Industry in Kenya: the Case of Salama Insurance Broker (Doctoral dissertation, University of Nairobi).
	Neely, A. (1999). The performance measurement revolution: why now and what next?. International journal of operations & production management, 19(2), 205-228.
	ner Kaya, E. Ö. (2016). Financial performance assessment of non-life insurance companies traded in Borsa Istanbul via Grey relational analysis. International Journal of Economics and Finance, 8(4), 277.
	Obafemi, T. O., Adedipe, O. A., &Ojewole, E. O. Effect of Internal Control System on Financial Performance Of Some Selected Consumer Goods Firms In Nigeria.
	Olatubosun, T. J. (2021). Performance Appraisal As A Tool For Enhancing Organizational Productivity (A Study Of Great Nigeria Insurance Plc).
	Prowse, P., & Prowse, J. (2009). The dilemma of performance appraisal. Measuring business excellence, 13(4), 69-77.
	QASSEM, A., & AL-WOSABI, A. H. M. E. D. The Role of Job Satisfaction In Enhancing Service Quality Provided By The Public Telecommunication Corporation In Yemen.
	Radwan, N. (2024). A Decision Support System for Employee Performance Evaluation under Uncertainty in Hotel Industry. مجلةالجمعيةالمصريةلنظمالمعلوماتوتکنولوجياالحاسبات, 34(34), 74-85.‎
	Roberts, G. E. (2003). Employee performance appraisal system participation: A technique that works. Public personnel management, 32(1), 89-98.
	Salahat, M. A. (2014). The effect of recruitment, training and performance appraisal on the satisfaction of palestinians Insurance Customers: A proposed framework. International Journal of Management, IT and Engineering, 4(7), 361-380.
	SHAKIR, S. M. S. (2024). The Impact Of Strategic Human Resource Management Practices And Innovation On Sustainability Competitive Advantage: Through The Mediating Role Of Human Capital Development (Afield Study In The University Of Fallujah) (Doctoral...
	Shayo, A. F. (2013). The Effects of Performance Appraisal System on Employees’ Performance in Tanzanian Community Radios: A Case of Selected Radios in Dar es Salaam (Doctoral dissertation, The Open University of Tanzania).
	Sillup, G. P., &Klimberg, R. (2010). Assessing the ethics of implementing performance appraisal systems. Journal of Management Development, 29(1), 38-55.
	Suvvari, A., &Goyari, P. (2019). Financial performance assessment using Grey relational analysis (GRA): An application to life insurance companies in India. Grey Systems: Theory and Application.
	Tajouri, O., & Lakhal, L. (2024). The impact of TQM practices on organizational performance and on innovation: the mediating role of organizational learning. International Journal of Quality & Reliability Management.
	Thurston Jr, P. W., & McNall, L. (2010). Justice perceptions of performance appraisal practices. Journal of managerial psychology, 25(3), 201-228.
	Townley, B. (1993). Performance appraisal and the emergence of management. Journal of Management studies, 30(2), 221-238.
	Wiese, D. S., & Buckley, M. R. (1998). The evolution of the performance appraisal process. Journal of management History.


