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Performance Management and Appraisal
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JETHMT TG FAHE @PTST, WHel 8 TR (FAetd bfes FF g+l @7 ST, Sgae 3
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Ty wed facifere M SamicTd @fFFce SR WieofE RS o el S8 SROFEME  FRee o
Teerely | fey e s et SRt WA 1 o= Wl @Eirel W Topiin fmee w9 = |
ARTGT G TN FACHE (07 € VG, AMIFre, swged nkng &mie, *m ARTe adefe s Fram
21=e [ 27 |
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Performance Appraisal, Objectives of Performance Appraisal, Essential
Elements of Performance Appraisal
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o T M TR T TS I |
o TR M FTRACT SCwr*ly T TS AT |
o & SifeR THMIN I FHCS AR |

T3 A FR
Performance Appraisal

BRfG = @Performance Appraisal”-9d IRE WY 2= A FI T e | [Kfeg @1e4s b
ffoq =Id IR FERCT; @N- T TR, FA FHRN, WOl TR 8 FRTMT R Ty | @
*E G oY T2 F0F | [0S T IO AW FAR S/ I ARG FO AW AR TS
B M FTHRT F1 =0 AT | SO I A, I3 AW R =G FACAR a1 T71rs Sees
TR | e @A efspied i Fhe evF S+ fe wifg ¢ F997 (T Fo5F wFel 8 @MTSR A
T FCACR O FTRTOIET ST FHRA FACE IROTHMA U 01 | Wi Afosies fwfers w35
e wfe Wiftrg ¢ $6 (T FOLF WHOR A FHMT IR OF A 1 it aferaies
FEETHME FTRF 0T | IR THAMA FHRCER T AR AT 8 o (Fa Hiee @ Iifeq
FrifREE AR 2o @ Tz w41 T | [y ¢ [Kfogeng - Tma FhHR (F RIS IR0 |
FE T TR AP0 S RG] 7% (M 2=

Edwin B, Flippo-43 Xto, “F F=Ma TR &1 Aifoda, [we mrfefes g feerve s37
A FICTA @Qﬁ GRSl AN &) O MRS - 17 (Systemetic, Periodic and in imparital
rating on an employees excellence in matters pertaining to his present job and to his potential for a better
job.)

Bellows-4d ¢, “FA I 7AW ~RTFI FA00 2@ G AW AR & I Teor 1 F6
AT G e IR (RRIRE 8 TRfefes FHRAE Tifire SEFFR 90T 1 (Performance

appraisal is defined as a systematic periodic evaluation of the worth of an individual of an organization
usually made by a superior or someone in a position to observe his performance.)

Dale S. Beach-&d (S, @ HIFRTE FIF IH R O TN MRANT wrderns amefasenyg

TR FACE Fre iﬂﬁﬂflm?{ 3¢ 1 (Performance appraisal is defined as a systematic evaluation of
the individual with respect to this performance on the job and his potential for development.)

TARTS REWPTR T e TR SlosR (M8 Afeifre = |
i. «ft Il @30 yRRIRS /= |

i, «ft 7T FHwT TSmO T fNare =7 |

iii. «ft == FHova vl ({517 w40 T |

iv. a6 72T afevitaa MEE Tl FT2F 46T &S F41 7 |
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ToaR R Sfafs wkeal v F@ FM I @, efevian FHma [Wug AN wiftg M
TSR Al ARt I SR SEITR 01 | 5 oM SFEURCR 4o qafo elfedieas Fvel siona
Toin wife e iRig ¢ T8 FOLT O 0L T FR(R O THoq FIY] TP fRSIEFed
ARG 2T &= AT = | 92 A FAR T FACAA OIMA S[RGA IRCE SRS Pl 2 R SR
VI WG @ TGy T oo e[ 2 |

T AN TR STy

Objectives of Performance Appraisal

WA W 1 PO fSBICTR FAA TW | SInd Y P AW @0 Afositar seerel @ el
169 7 | ©I2 ARSHICTR AFTOR FCHT FAHT @S], TFo] 8 TeAMATS! AR FAT SF | €7
FCT ST PG PO, FEFMCT A, (2T APFO T QI =S F41 AW | G0 T FAAT
THACT G ARG ANCH Q- 1 A | 705 SIREPIM FrRces ST I <l Jee -

. O AT (Collecting data) : FPTHV FHRCTR F_T 2fSHIag S @ v 7_T Fiifore 1
T O @R FAT A | TR ©ICAF @917 Tffe FF AT 7w Facx fF =1, f5ear i 1o
(RICAT STPTIR TR TR [ T G7 7 [ 02 Mz T T ST TR F1 I | 02
AT GG &= F4T = |

3. AffreT ArEREeT e (Assessing necessity of training) : (FICT FIE ATFSTT FAATT Gy
ARFFRT QTS | ¥ e QW T 20T P TR AL FIOTHMT FACS AT | ©I8 I (PICAT I
& IR AIFOIF T TS ARCE T IR GF G I I Al (F G077 @Af*rpel Sy, o
FASFOITT LR Ty FITI SE FT 2F |

0. SRR SR B (Stimulating for self-development) : ST fSBItTa FTAM 77 | SCAd
Tafen e’ efeTea Tafs $a 0a | F[odR OIva FEnd TR GI8 S | FROTHVE FRe
FCE ACHIACA ITRITST IR | I IS FEFTRER A<Ne WERe F41 I @, IS ¢ @0
A TS 1 T |

8. ITma wAf® T (To Motivate employes) : F=T S @97 Afe Wiftg AT e
AR @ O AR 77 FEF ARG SHT AR Ty I (AT T R TS IS N8 ST 2T |
SR (F TSI FTE FACE @ O GF@ F{(ro FIEFHRCT NKGCIR [WERe T IR | FOAR G
A eyl 2 w41 e S THACT G0 Srw= |

¢. W ARRTST % fSCA==r (Guideline for job rotation) : FRW 7 FHE GFW (AF STAE
AR (ASATT M ARITST 0T | BIFRA M ARTSS 1 ~eaighs, *mfs, Ik, BBk egls r#ica Afow
o o= &Tae =7 | FROTHME TR @ AR AoF W FOET 7 303 A | IR Afow e
TR SIS (FICAT FIE AGFSITI AW FaT IR T |

b, AE Fieda B @B (Foundation of research) : afS¥TTR TFata &« AfNE-NFoTF 91,
geemal, JE AR Toxin G erig [fey el T sRite =1 @ 7w Rl IR Frels
ofsdT ¢ oy O T & FROTHMA FIRA F41 = | Tt IRFHRA 9o fofe o
e I |

q. OGRYITT TS (Aid to supervision) : @35 T 8 S TFHRT TGRUFIVE M S-FZ
FHCR SABE SABR0 TGLR TRTST (A | ForeF o0 TSGR F1eT =S TF | P GF MG SGIRATTAI
GG e-Tea=aT “inear T |
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. SFe WARA (High morale) : FIMA MR o I FOTHAME FHRCTT G5 SCwry |
FETHMA FHRCEE T AfSDTAT I S @S 8 W] ITF T AT e fremwwa g
AR I AR | FoSTS FACHA WA o 27 |

5. TR 8 @ W= (Fixing wages & salaries) : TR Tgf¥ 8 (@od LRI & RO
TR QCAE = | IR PIea AP0 W@ Vg @ (o el T S0 | (@ Plee AN 8
Afees @1, O7 Jead G TG ¢ (o AKF G TH® | FoAR IR FTHRHF I TS TG '8
o e w4 =7 |

So. FIeR AP (Reward) : ST Fea TPoTmA +7FE e a1 =7 | 78 qoey e
TR R ¥ | SR FHRCTE NGCAR 7 T IR @, (B (@ I A[7F AR @, &
R @ 9 |

3. ARFFENT BFEF (Developing plan) : FIfie SEFETRCTR NG ARSHIR Sae 14 T4 T |
FIRO @ LRV PR ARPFAR (ME-2pf5 f18T® 22 | o847 ATAEA FRCNLCH Y] &A=Y T A |

39, JG#INF T=RS! (Transparency of management) : JGI#IHT AW FRTHMT FHRCTR LT G
foraIe a2d I, O T AP Pae a2 FA0e T 2(F | GTSIYF JIYHIF %[ ¢ ferorser
A 2R | SR SR FTHCA (SR oG ST = AT, T G NN A Fweee fofere
RIS PTag w2 ¢ Tor 20H AT |

8. o T (Facilitating control) : =& 4fTe Fte™ A ifire FeR o=Ml FA1R 201 fg@e |
TS T W MG e Wi W e TS [ea 9o G I/ | FCET (DI (AT
ARG 20T 0 AT O AT 7Y A= T I | TOIF AfSDTag 2fsfb Frer2 formaer w1 7 |

THPRRIE I TR @, TR SramfeT s Seis &y SFei1fire SRERe 41 23 |

Essential Elements of Performance Appraisal

TS SEFEHIN F1 Y7 GioeT e | SR ey TAmE fbre oo S AT | @ 7o SAMNGET
W ST = SRR IS SR Y9 ST = | 9 SO T 9@ FI0& NIy Giveror Je =7 |
FSAR FIEFTRA (AF T (90 T TR I Y, AT @ @4y 200 20J | TS @ I S
RCIIt el IR EITET TICF b SCEHAT F4T1 =0 |

. W= A& (Easy method) : FRTHMA FHRE @S TEod 0O T(A | FHRF Ao TRETod 2o
e AfeBTTag e @fbre TerEE a7 FAE R O[T WReER Ut TS AR | @t wfoe we FFne
T B RN @ AT (AT (T GR TR A0 AfSTHhFord 32 27 | O TR A%© 32 8
ST TS 2(F | G ST ARETS! 8 FZSCIITOR 89T I HFeTo] fSq FF |

3. IRAIMS (Co-operations) : FHTRCER @R FHRFE 8 FACHE [ ARAMOR TAOR @

SPFIRE AFCO BI | O 1 ZCE FHR FLO AFTS 20O AT | FHATFRCACS PIEAFTRCT SCHC=T '@
YCAGATO! FF FACAICP AL FACO FT GR FACACPE O[T A FFIFO H5eT S TG

T2 AR FACO T(A | TOF ATHA ARTRS ARRIOR @ TR0 7+ 00 2I1td | ©F 9 [REeq FRaw
Y AT FMOR NASR AFCS =T |

©. IR I (Training facilities) : FHRFSRIME TG AfFFFCR g FACO =J | IR
A SRS IR WSt P (O | TP AR (R AW, FHRTPEAT AZT A=W FHRCTI
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A ST = WG | ©IR RFERER MG FHRASRIME TF 0 (OFT S0 | ACo O[T rews
CRARTYFINTST SFRE S ARBERT S JME Aafors Fer ARGE 30 |

8. JTAMIST (Acceptability) : 2fSHT ST ST TR TS AW ACF | 2fSHITT e o7
T ARSI STy Ser [ | GG ARSI AT T F30x> A7 I ACF | v FEFTRER
ffeq F01da «afs |  ff TReeTa [0 QRO , (YT € RS I 20O A |

¢. TwreR (Stimulative) : efSPTAR AT FHFACAT 172 T STl G F4[ FHRT F0I0 @
Oy G R | O @ FI0 ACS TR N0 Tl 2 0 (T ] FACO A | FHIRCAA
AT FACAF W TSR 8 TWI#HT SIS FACS 2F | ARG I G 2FTHIC HIZ[ PACO I AR
FRFR IR TS TS RS |

Y. IRAST T (Organization structure) : &N [Forew, witng Reaer, =wor oofa @z efedies
fifers st Tt AR THE e afenm TR v faerne sfefze s = | F™ifrs
I PO FTHRCT G G5 F[{AE TRAGT IO A AT | FRAGT FOrS (FICA! IS YOI
TV AR AV | TSAR TRAGT AFE T FA e, WG, Tl Admr Tepifn sowics Afadifas
YIETT AN TR IR FEHIN I 7R 2 |

q. o4 *&fS (Standard method) : Fiifre ILFTRCTR G W+ *afs @ Face =03 | o
atod W Sy @ ¢ W S FETTRT 41 7RG 2 IR TN ATF© e TG = | O]
S “fs FR QPR TP P 00 20T | T IS A G5 FFS | ©IR AFI© A TR
o e S0 209 |

b, SN QP (Follow up) @ & W4 @ s QR FACS SN 1 Sqarye Y78 T2 | GF
TN IR g1 TS 8 TR T AW | FRTHWE U “afs 0Frel IR o & a1 A
(TG (I FHRPITE og 6 91 @R AT TN GG Q=9 B oI PG FoT S | IR
P 1] FFOCACE ST SFHR AP I & 1 | @ PR W4T FIFS[vacs 7wl
OIS YIFCO AT |

5. TR (Re-evaluation) : FRPTMT FHRCAR JI2CH ATFTRN g0 AN N*TF | G5 (AT
Teon 1R 7RT FA00 T(J | T (FICAT G (5 APCT HROGR KA AT R ATAGTA FRTHTLCAR TIZS
S1=e 1 AME |

o. TR fF&& (Central controlling) : SO FHRCA FIAT (TR @ APCS 209 | F@ees
TOwl] ZCAT TIPIG FRCATG 4T | ©I2 fe@e JgCe TR Ardee 2(F | AR (@A I0ed &
FOO! AT ©f BN ST I GR (T (OIS FHRF DI F[ I | ST Z0e SR FRCH
CPICAT *FFAIRSTGR S A 1l |

ToRf@ SICTIHAE (TS I AR @, (AT P Ped FHS FAT FHRCTE (@ TARTS TAMTPRR
VPO O @R 0 | ©I% FEFHRCT G e T2 @rgd A Regva Fce 7F |

fermRfar S STme SErREd S, oy @ SeifaRd BewE T SRS

frmidia e 8 o |
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A& = “Performance Appraisal”™-@3 1l =g =l e S @ wee | f[fey e «fbes
o =t =T IER0R; @NF- (L FEHHA, FA FHRA, WHFS] TR S T M FHRE 217 |
g XY GFE T TR T | (FIA THOT PG TP ©OF WG (SN FA A Ffer
Yo T zrace & 71 of frereifas S FoRe TR ef@as SR ma R 36T | «ft
@I 95 fofe A1 7/ Fod I TR FATR NG TS ST Gl F41 AW R O WO
@l fomotel 41 9187 & | @ FHRA [ANES e[ fofe 03 e ihe, wmfer, @on fd@e, affs
@O M el ARG e a1 2| T FHMY FHRCTE FoAT Ty AR | X M
TR TG TS B TS SAPRAR 1 AW | R el e w1 719 27 | Gro
AT SCQIFIC QL =1 | @ (AT A AR s O sedn IR | ARSER Saaa s w1
IR | B AT FHRCA  (FCE TCAPSCE SAMI AR A TR A6 Fh00 0 | I 1M
THRE &S 7RG TS Z(J | FHFASEN 8 FAR N4 FRRANMISR AASR € IPToF AP (A |
THRAFRITE TG 2frFeeR g FA00 =S | FArs FE PR FHReEs o G Jf[wre
FRAGT FOCA AFTS TS | I IW FR-CTE T (FRIY gt Ao 20F |
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Oi'lé‘_b- Q /E il oF i C/i “laasm/ { ““il %Fl] ACHS ‘lFﬂZﬂs‘l?TﬁE’l;?ll
) Guidelines for Developing a Good Appraisal Process, Process/Steps of
Performance Appraisal

)
Q A5 T -
o TN FRFTRN ANFAN ST AR I 0 AR |
o I AW FTRCA 2MCFA 1 @A Fwic I F0 AR |

Guidelines for Developing a Good Appraisal Process

2AfSfb A SHITTR Ty FEFTRT M@ B AT GF@ AT | ©F & FHRA “whs A1+ Ieorare, Ted
8 AP 20O T(A | & PRI AT S Fhoo T (quideline) Sepe Fa1 SI=ir<s | fcs
«Q 31 fCRRRRT 9T <1 =TT

Y. FTSE FIPTAWCR I8y e ooy S Resss’ 2 Face =03 | foras Trapew @ft oraimear
qI :

IR || FOMER AT > | ST FHRE

B Reeae (AT 2l EARFERTR SEFETRETE SHmA 2T 9Hfae F90e =09 |

. Rlfore FTRmMER AAE T FrREEE ¢ IR W6 (e (el TAte- @ [ v =t

el

P FHRCR & AfAME AF) ST T T |

ETiotas @R, (%1 =T AMME 3BT =T FACO (A, (FICAT QOFTS (8T 77 |

T ogRYRP @R IJIRT FACS A |

IR B R G OGRARFRCD elf*e fire =09 |

TRARRICAACE AR A FETAB QAT IR A e =03 |

T 0 G AR AT FHRCAR FIE T FA[ @S A |

0. IOTPIMT FHRCAT FFCER [ATE NP4 T R AFCS T GR TH AN FHFS] =270
ATH FACO 2(A |

5. IR AT R TR “Mpiodt Fimie azres IesRaTe Fe A 7(A |

3. SPTBREHS FROTHMAF RIS P SFaCd ey A ra=ar fcs =3 |

I

A S R

2T v PBI-b¢
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T AW TN A A AT

Process/Steps of Performance Appraisal

AAve T R AT ¢ fRwelfde TR s&fo SpRd T = GR @R FRTelfEs FuRe
ARNOF PO AVCF TP FAF AT & | @ AP AVCF IARASF AP FAT TP | ST
PN FPI0 TLOR AFTS 70T | 06 G =T AWCT! 7T BRI - -

. TR NS &7 (Appraisal policy) : e FEFTRCTE =d FHRF IS AR TS =(A |
wdfie (I Mfex fofers e ST w1 203 ©f @ T =0T | G=IONS (& FHR S azw
A0, IS O TN F1 20 T R FHIRCAT & 9 I 2032 [CIpal F00 *0F | M0 A0S
T @, ¢ g iz e wrfecacs w1z )

2. TORW WW @ (Fixing standard) : SETRME R Afewe arfiE /it TR @y
T @rirel SRR I R e =1 @ K AfevitR efs, AR o[y, I T 8 Y
1 toft 1 =GR SRR T e T 2 | 9 W A e SRFETRE 6 | PR
R4 M= JFSCCP @A TS FIEEHR F1 77 7 |

o, ofifffe JIPMER NF IAwace S@RS FA (To communicate expected standard to
employees) : FROTFIMCAF A NIRRT *7 ©f FRHACE IS SRS FA00 =0F | TVAR ©R[ doifre
FRTHMT T @ AR R 2AfSDTAR Sy =S 7(J | B2 (1 F97 ¢ wifg Fid sina
Y OO 8 AEOTO! I FI & <6 SRS TS T |

. TOREERIE ¥ (Training of evaluators) : R A @A REQ AR & 74 I

TR Al rwe AFAE I AO@ I (O | OI2 @ARCA FHRE I &F IR 28 FHRNSIRCAS
wWWWWWWWWWWWWW|Wqﬁ—
(I S THFOF A T F4T 78] 74 |

¢. I A (Observation of rating process) : @ 2RTT SRS {7412 S@w BT THCH @ N5 ©2F
TACS 207 OF Ol o I AP G IR ARTHCIF ML P O o 03 | 1oz 7 @
] R SRCTHAEF TS SRR w1 20T AT |

Y. % I A= A FURA (Measuring performance) : @ 2RI IS SO Afwra FCS
oY | P FIEETHMA AR AR Gy I IR RCEH SR @z I T | @ TP SR TRATR
Ty S afs PR I @CS I | @4- oo SgRA, ARvrerafefes R, Giiis ¢ e
AT 2Pl | ©F QuteTl (AT Al oDt &y FRIETs 2l 0z fre =0 |

q. fadifas Wtm e’ e cda 9ot (To compare performance with standard) : @ *Rficq
fadifere Wee e sTiifre Sicda o wea [pgfen sAfae fada w41 =31 ffeg gfdcaid @t @ gaow
T A TR ACE | TS G FHRA SRR W6 QR =0T A |

b. JRCANCER J9Y FAT (Taking corrective action) : FOTHMT SRR FEC*T 2RI &S
TREHTLCTT IG A T | IRTATG JIAFA NLICT I SIHF TGP0 IRCHTGT P00 AT Al SIAACE
TSI FET FACS TS (A | TS 2SI 7 @ Trwrlf AT NS 27 |

5. S/ (Fallow-up) : SN I SN & G 1T A7 TGS AL TwS 9 2 @,
TG AR 7 O ©f e 2oz 6 a1 1| «ff sFiyre affess oy «ie i< |

ferey foras ey S M R elfem 2l 91 AMewePTR (AR ZeeT :

3T v B-5bb
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B@-b.5 : I M TR w1 T AWM |

AR T IR @, FHRN AR ToARTS AMCFANR IR TP FACS R0, TR FTRCAT
Tl RS R(I, (IR AN TCwrely G RS (A |

frfirers | R S M FHRCER AMCRERTE Ao fTtE |

T & FBT-sb4
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Afefs afeditar oy FEFTR &S b A4 T AT | OF & FIRA Tafe S8 IerTs,
Tey ¢ PIHe Te T | GG IEFENRE Afe Txaed dfev el (guideline) SepRel 41
RS | (P T R PR 60 I G TP (PR a1 [eee 207 | F7eTelid S T imeTa
By Mg Ty ‘TR Reaed” T9RI7 FA0O I | IR T FHRER &) WWe g IR FAo
@ | b @y, @& 9rw, FMe @REr 59eR S &1 FRE SHmE I[RREE G
CGRYPACS Aol TS =0T | FHRA FACACE FACA AL ALHNS QP T e s
(A | IR M SFHRCE IO’ AMCFA PR FACO Z(J | FHRA e Aok, e M= e,
FE MR T PR SAROFA, FHRFPEIR aAffrme, FiE Aewe, FiE AR 1 TR,
fdifee St A FrITe S O, IRCAGNR (Y FAT QR q@ENel | TR Afemim @
FMCHIPTIZ TSI PR TS (A |

BTfE v PB-dbbr
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T s TR RSy @/ Awfe, T o T

st ol
Different Methods/Techniques of Performance Appraisal, Performance

Appraisal Form

)

Q AIF T -
o J T FHRCR [fox /@l I T -0 |
o P PR FA S SIS AR |

> FIer TR AP s qeace | [feq I r fig effsdme [ifey @ «afs aze T3
A | O3 AfSHTTH TR R TN TR 1716 a0 7 207 A | @ : AT ef e
FIEFTRN &6 GFaPT A TN AT Ge© T G efedta FHFHRA &s A T |
Temaear efepitTd (F@ TAmeTR AR, A W, Sime IS T, @orE I I,
wHifgfer =/, W, Aigie, *Mafs Bori *Rite I FRETRE T4 & | GTS SAWC AL G
AFSBIC P FTRCA (6 e SACaer 23 |

ez, oy [Reeiaes I TR cafors [RFetd o R 0T (Aeess | e =weaa M4
a7 ffoq s 31 e AT 0T Q3R I el =CT!

T M TR (SR afs/tmeT

Different Methods/Techniques of Performance Appraisal

{ ! }
A S TS W Srweirfefes
Absolute standard Relative standard Obijectives
v v
T e | | [ ooetens | | [ o e e ||| omaeere 3@t @l e | || Sreieles | | i o
Eassy appraisal Checklist Forced choice appraisal Behaviorally anchored [T effscave
rating scale (MBO) (ACR)
i1 TG FETR [GRIIPTISIad SIS IO TR
Critical Incident Graphic Rating scale Distribution appraisal
appraisal
e || Ifers | | gon o ol | | oiwete s | | 39 oI s | [FRe ame omafs AT
SR EIRED Paire_d TR Cost accounting Point System IR
Grou Individual comparison Alternative ranking system Observation
Ranking || Ranking appraisal appraisal system
B@-b.2 : I AW FTHR &S 9 TP
3T v B-Sbd
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. IR IR @S (Essay descriptive appraisal) : @ *f@fs SRR FAwAce [Kfoq wdRem
8o fofe I efetave toft a1 & | FMME 7= ITIre @I I fFH77 @oireR e @ ade
O[] FORP AN AT (AR ©F CH WS I T A | GO0 FACAT JeHN el 2 |

@ &c3 Decenzo & Robbinans IG5, “Easy appraisal is a performance appraisal method whereby an
appraiser writes a narrative about the employee.” IS, AHVFTH AT IFFRFTS FTF KR N IF GHCT
P T A& S @A FACAR TR TP AT IO |

« AESTS FRIF TN O AfCAMre =7 |
3. @fbe 9Bt FHET (Critical incident appraisal) : @ “&® SRR FAF FER AL FREE @I
FTOFUTA GOl [FID® 41 T N FAHAE FACHE [[REATSICT OIS I | T OIGAT I Ol

R (MR T ACF | CGRURACH PG R @ FFe] G0 Freld T 41 IC& ol (et o Higs
IR AN | AT CGRAIE GH6 IR [ R (A6 I2 (G = | QG ol [earg whanescet!
JONF (NP T R 2[5 IZCS F#R% FCI AT | 07 (15 IR T0O P ST AT
A GIEH FAF @AETOl 8 WESl A DA (R’ 2| G 9N @I Awfe @A GFEH FAR
FIAREE oG ST AT HLSHS AGAT FHC 4T = GRS TN el A% f{7rw e
Ao T T |

Gary Dessler- &9 W09, &Critical incident method is keeping a record of uncommonly good or
undesirable examples of an employee’s work-related behavior and renewing it with the employee at

predetermined time.” SR, TGaT o e T (TR Aa(e @A FAF FROTHIFS SHACER SRR
I GR A0 TrrRFerTR o wea Al 2 @R f 7 fdifae e w39 e sReso w9 =3 |

9. GFERE ANF &S (Checklist method) : FIF 9T T® e & @ IS G STISTT
CISTETIR AN G0 Sl 2B© T4 T | G SIS (GIETD 0T | G947 PRIl AT e (AT
MG TR WL (FIF (@ @R AR | FAF NG CPR 4R AR SRR T GTete™ A (4)
RET G BT e T | TE @EE (78 CRTAR A (-) AT T 5% @R = | (@ I IO
&Tele SEF @7 fefere? WeAfFs Jenrae ool a1 27 | (6P 7R5 1 Siferl 41! “mfore Jr=ar
HACS CAMHEIT ST JIT FET AR (18 741 (3127 e S a1 FiR &=y &eares |

8. Tfbafefes FRM (Graphic rating scale) : «ft a7 436 “iafs @it i Byt ar et
FOPYCE TS O A (T0RF NG T 1 = | Gary Dessler- @ S, @A scale that lists a
number of traits and a range of performance for each. The employee is this rated by identifying the score
that best describe him/her lived of performance for each that.” S, FTbafefed FHRW 2= UF @

@ @A FOPLTE QAR AT® G5 I 2o T4l T 2 Q6B &t FETeimeag W@l Hg=e
T T | 09 ATOIF A (12 FFeT ¢l BfFre T =7 T1 Old A FIETmeaa i@l fSeae 967 |

b @ @R G (&= 9o A1 =
F. S«fdRg (FT (Continuous scale) : @ KFCRF (FCE FAHR QIR RRIRFONT SAGT T4 = IR

TS THI@T IR & @ 97 @ BN o I 99 rew = | e stz & weE I
AT 20 ¢
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@9 (T T AT G

¢ 8 © 3 S
IV g AT qREF RGNS
AEEETF BTG NETGTTE

5@-br.0: T W (F=
Te foq Sl S SRR B (AT = |

ToAfaSe (Fe I FRRE ¢ ¢ARfeR TR T% I@l 2o FRuEr (¢-3) oK el TR0 | I
QORI @Sl 8 Wl @l I (FT (A HBSI I3 I |

¥, ffoeg & (Discontinuous scale) : @ CF@ @IRER [RECF (FICA T4 QW 1 = A1 | @ (Fq
QARFEPTIR QTS 8 WFoR W@l ¢ (FT (0P B I I |

¢. TAYOIFTS % FHRE (Forced choice appraisal) : @t I¥ @b sl @Y 92 T SCOIEd
QIR MeFfeTS QA (Tl T | ©F (AF @I GFGCE AW A0S 27 | FACIA @ (&gl f[@aics Fa
T S A1 ST GRell ARPCS AT | FHRANSAICP TP ST el It el fofreaaet
7S THRT FRTAW A0S A |

Decenzo & Roibbins- @5 09, &Forced-Choice appraisal is a type of performance appraisal method in
which the rater must choice between two specific statements about an employees work behavior.” ol
GO AW FHRN R AF GG TN FHRT A% S IO FHRTPI GFere B i S5l
e 7t e EEaa S0 S8 GO0 WR167 307 |

b, I AWM I IAGORFTE @S (Forced distribution method) : @ “&fere IR FEREE
TP @Ol ¢ QAR R G T 2 qR WS ST, e el (FeT [ B 2 |
ST FACAT DITHMACP FIF© AT AN O] 0 47 TF, BTGNS GR PTG e
ol fioe T4 27 | @ e e 1 iy e fbfge war I

q.  SvETS gAT @&fBR (F¥T (Behaviorally anchored rating scale) : (@ SFTRE (a1 FACAT G
Tt A4 MG = A1 [R5 F1 = | OfLF AGII© FAT @0 (T T | GUFeE IRI67 161
Amhod A AP @R (FETH TAMINCP RIS A OO “@od (L[ #7S el [ |

b, WEIET g A& (Interpersonal comparison system) : 4 “&(SCS FIRTHAMWCRT &y
FOPEET @Rl B T 27 | o307 AT’ WA TSl ARG T (T COf A T | Q@ (FET
AR ¢fF AT A @N- WS, Tew, Ta¥, oG, 768 | @i [fey 8w W I @ go1fT
T ifeiel St ©f e w1 27 @R 9T 0 SICAd W] YR F4l 2T |

Decenzo Robbinans- €3 IS, “Behaviorally anchored rating scale is a performance appraisal technique
that generals critical incidents and develops behavioral dimensions of performance. The evaluator
appraises behaviors rather than traits.” SR, SI6IAMS E @B (@ T G GG I TR

T I GfoeT TEAPTCRA B I YR FTHIMCA GG THF SR 6 | FHRNSAT SR BT
IGIACHE (@R ATy e A |

2T v FBI-55)
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5. IS T (Individual ranking) : @ *T&feTS UFEw FHF @o T R SIFRFT Qore F4T 2 |
T3 AT (A IR 718 R T & | @ aforsd ieo AR 1 =7 |

Decenzo Robbinans- It “Individual ranking is ranking employee performance from highest to
lowest.” SR, T SRETHMCRT A (AP T 278 7R/ F97 A1 Ffeors e 6 |

Q ST TN SR AT TAPACT AT = | 0o T T R T4 = |

So. [ Ol A&fS (Paired comparison method) : @ *&fets eTerd T FETMT S o A
BTCET S I ML FA=EF FHRT T 2 | P RS FAacs weida el = | e
M (P I AV & 50t S A0 T ARTE T WG Fwlel T & | GO G
FF AL 96 o 1 FECET ) e FAF AT A AFCTR 0o 1 =7 | STy @ (@A ooy
P FOIF FHRE 41 FACR ©f (12 fofers pore ki fFdiwe w6 =1 | gvnet FE F{i4s Fod-
CGR (SIS D= FCO = Ol fN0be s ARy foyefr a1 217 -

N(N-1)

(T TR = = —— T4, N = FREENT I GG IR = SHReTwel 96 KOst 20 &« T4
P N20—(20-1) 20x19 380
Y FHRABIAICP A O] FACS = | (S TR = > = T =350fG

e 20 G A G Soo IR P! FACS XA |

Q smfore A dfelt TR EFER fofere @ (@er siFwege T4 & W oo 41 = @, &fe
(SR (FIF FI TG |

. ST TRRR FHET (Alternation ranking appraisal) : @ *&@fore FAHACE ARG I
(A IR RO WM T 2 | GOIT TOIF FANCHR FHRN 1 =7 | R L GFGCd QAR
AT 8 IR WIfER T 2GR ARAOITS T FAHACPS G2 e ifaR Fa1 =7 [ @ “mafers
ARG FI1ER 0T |

3. I AR *&f® (Cost accounting systems) : @ 2T NTT AFE FAF [NH6 20S ERT FCSF &)
Af ST T T Ty 3 wIfiet 7 weacz @3 [T sy o7 7266 20e @ ER A4 @1 a0, 9@
VR Wy ALy el a1 27 | I alfSde 7re 1 arzet FF S e efS¥ @ A A SR Al
QM =0T FNT I Fiel] AR 0T [0 T4 & | W Roidre =es1 w18 Sl 77 90
1 =7 |

39, T &V @S (Point system) : @ *&STS GFfG FRETHAMCN T AT FOILE! GNRfT 8
gy fofee o 2 | U WY 0O FCAFI (IR (NS T AR TH W FCH TN F41 27 | ATSH(0
&elqfer A1 GBI &y IS w1 PR ICNC @ 71 ~ANeA I 4fF = S sl FHRA F
2T | TAIRITH (I DG &= Frpire @rerel, wfowe!, wiktg, Fed A+, Aol o M8y
TG | @ AT (AT I KT AN IAG (€0+0+5¢+50+¢) = Soo TG T/ | @ oI LT
@ TS @ TH AT (12 T W 8 @707 T |

8. g “FFHA (Observation systems) : @ A&OTO FHRAFE CGRLATRF SR NATG FAHT
e RSy 2 0 AT | SGRYCHT (e Teq ABIR ARIR I FACAT WO 8 @S] TR el
el

S¢. W@ FURE &S (Grouply evaluation systems) : @ *f&@fSTe FACMA FHRCAT & IEPIO
TR 7T 107 T4 R | G AT N T FHACAACE O FE (AR T | FHRAPIRI 71 AT
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89T B FACA SICE-NWd 827 & A0 | Gt Sy I FIF O TR T4 T R OIwd
O] IR PTalS (e =T |

. Brrfefes gt (MBO) : «ft 3 e Sy e wfs | @ mmfen e efsyitar
TR @O (BT (ST 2T G AfSe Srwy e &+l IgIoI=Ia A5 3 2Th3T SYIES A1 2T |
GG [WE T (MRS 9F I2F) I T SGd F41 0 ©f 732 e I =7 | T [wg Twe=
AT T SO I SHfere ST 217 e (Al & | @ ATIOTS FACa S 2R 8 Je Fal
| @ “afere afels i stiee Ffafie Ay Sl afedr T =7 @R RSice g =7 27
S2iS ARH T4 = |

Gary Dessler-45 3o, &Management objectives (MBO) is involved setting specific measurable goals
with each employee and the periodically reviewing the progress made.” gdie, Sreerfefes Iage=r
afsfs wfa w=r Af[wE sy 7% afesr g orer FfE T 997 a7 S@eifs s’iesaR e

TG |

Decenzo and Robbins-4s IS, &Management by objective (MBO) is a performance appraisal method
that includes nutural objective setting and evaluation based on the attainment of the specific objectives.”

e, Sreifefes g @i GG FRETAMS FHRE “afs A AfWe Sl e eof fofe
A Sreely 2B @ JFRTTR AT T |

TR I I @, Trwfefes Jagrem 2T« «@fs afer ar afedie afefs s/ Sy afssr
FE GR T SR AT AT @04 @fols T =it Fviifre SEFTRE 36 |

3. I N &fStaws (Annual Confidential Report) : «ft @35 &bl %S | @ afers Twew
o e SR, q@erer, weel, Jfavel, Jew efs @i, wd, vifdfes ey, Ife agfe
FPF T QAR TOINS A Fd MBI (@7 3@ | &fs 329 @49 @ Tove 37 Afetaws
sl 27 36 «fSes AT N afstawe 30 | @ efstavtd eoR fofe 3@ ST @oreT ¢ wwer f ey
R GR AN, MRS, RIGIR, (T I To5 AWCTH! (R 27 |

THREE AR (@FTS I IW @, TARTE “afomR A= I AR TIre IR FhRe F4r
IR | O QFF 2fSHT QTS %S PR TS AN |

T AW TR I

Performance Appraisal Form

TR AT £ e eeees e e seeeenesenenan S 1 RO
TGN 1 et B RC 2 e

7
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TR fHfEewad

Rating Indentification

O-Outstanding (IS : &fSTHg T TIMe oG YR NHF TN ¥J S |

| — Improvement Needed (SF3 QTAEH) : PR PR CH@ IEEAMT A= | (T I (@ S T

FACS (] |

U — Unsatisfactory (SPESSH®) : T AIFTS AR T8 @ 7 JAMNY Tl F900 TF | 9@

SR[G PRI M AR (ST T 7 |
N — Not Rated (A% <3(¥) : &ty «2:F@T @ NY 2= S (72 |

G — Good (SItT/8@N) : FTPIM TSI T |

Y ©AMIT (General factions)

AT (%7 (Rating scale)

T (Comment)

@& (Quality) Ifower, AT | O ] 300-50 AT | ccommmmmmmmmmee
G2 FIRPTIVCAT QRACINTST |
\Y I:I So-bo | e
G I:I vo-@0 | e
I |:| Q-%o | e
u |:| Yo-qq e | o
TeAmRETSl  (Productivity) faf%E | O ] 500-50 A@B | e
T wEeR el SifawesesT
FEAWA | Vv |:| P I
G I:I vo-@0 | e
I |:| Q0-%o | e
u |:| Yo-qg e | o
FE@ @ (Job knowledge) IR | O ] 500-50 METG | ooommememe
ICE R TSl 8 O Tale
Vv |:| So-tro | e
G I:I bo-90 | o
I I:I q0-%0 | e
u |:| Yo-qg e | o
fSa@ry  (Reliability) IETAWT | O [ | 300-50 AWE | meemmmomeeaee
3T v
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b Stk

[ T RGN

TFE W@ 8 WP R

fSarrer T | V[ ] sobo |
G I:I vro-a0 | e
L[ Jeeve |
U |:| APYORIE B [« [P ——
TRE  ePfel  (Availability) FW9 | O ] 500-50 ART | —ocmmmmmmmmemmee
e Seifgfeq S |
\Y |:| So-bo | e
G I:I 1 ge Y- 1< S S ————
I I:I Qo-%o |
U |:| vo-@fes | .
8ol (Independence) SGREH | O |:| 300-50 AT | —mmmmmmmmmemeee
RITI2 FOTIMCNE Nl |
\% |:| oY Y PUSU—
G I:I 1 ge Y- 1< S S ————
I I:I 90-Y0 | emmmceme
U |:| Yo-g@ s | e
FRrFRTAT SR TV FHRER [0 e TS Fend ) STe] IR TR
[RERIERS R
Aoy o7 |

oy e

T FG TR AT % ez | [ oy a1 fg afedim ey womm «mafe aze
T AT | OF AfSHTTH IOGH 47 A FHRA wfs @0l T T AT | @+ SAmTDIar
AfSHTTT FEFTRA &S GFaFH SRR TLAMER A Ges T G AfSHIaa FEETRT Aafs
AEE TP | TAMTFET ASHITT CHe@ BAWTRR A1, Ao M, Beotmesy e 715w, (@oea
M e, Sfefen =@, @, AmEfe, “MRAfs o R F@ IEFETRE 4 = | GTS
TATTR AL G AfSHTR I FHRCT R Ifad e & | F1 FTHRCR &y 41fre w=w
FRCE | P FHRCTR T Gff IR PR FACS A |
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@9 (T T AT G

ORI < ST R G ] I R, M Fo e
Bl S-SRI, RFTAT AVRET ARTSIR g Tafe 0= Toi

Performance Appraisal: A cost-Effective Analysis, Advantages and
Disadvantages of Performance Appraisal’s Instruments The Ways to Develop
Incentive Compensation Management in Bangladesh

)

Q A T -
o G T Wb ACHA Pl FACS R O GIACS 2/ACI |
o IR M IR ISR G FRLI-SPIRLT 710 01 AR |
o IRFCACH AT TSI GG THS PR TAR FACE SIFCS 2RI |

o ST ST ¢ G TRy 4 RS

Performance Appraisal: A cost-Effective Analysis

FITHAFS TANG IR T TIANT I LA Pler M T 2R 7 [ [Reraeesyel qieieas | o
TTI8 & (A FIEH SERYRFIONE FICSH b Cofd 8 THAC SES AN 20O 2F R ¢ w0y F J
TATET TS 20 (T IFIF T0S 8 TAICS 209 | K AR fofars F Ft Fier Face 204, I
FACO TR GR FCEA T I 23 ©f HfFe F07 & ogRUF (Rater) ¢ 3T (Ratee) TSTRR TR
TG | AN (T IS SMACE FACS I AR, FRCHCE (@ B T 01 T O (@fFre
FATE FORF WS FICR QT AT SO FCH (I FACO T AT S TF | (TP 4
FCGTE FAR G [FROT I 748 (I GR SPISAGAS [KAC A WAHIT T =(J | ©IF OGRS @
T (PR PP FHRCT FICG I CS 5= 1 |

TR Teol, ey e, 9 e Aerv wils Rk, Aofe eefe IREFEmE R Ay
FOTOIF TS | TSAR IIPFIMT FTHRA SGRYAT € FA TSR G2 IR G5 e

g | SR SETHMT FIRC 6917 fofe T I Ffovr o Frare a=el FaCe AT | FIgHFA
I P28 27e TS AR G TSGR AR S bIe] T G ST FeHCH ARSI S
BT FHRA TFGT FIRT 41 IR | @ fovmaie -

FF D ttreeeeeeterreeeeeetar e eeeetaareeeeraarnanns

SETTRARIRT AT L eovecvrevereeseseseseesesesessseesessssessesesenns

JICET W ettt ettt

AR ET TN ST FCF MY GR AR TR @ =i 7 W 73 Toifiew e i
S S I |
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[ T RGN

Y3 Ol
(Outstan-
ding)

2

IR
AT
RIGe etz
(Exceeds job
regure ments)

»f7e T TR
(Meet job
requirement)

(Needs
improvement)

SPRETS
(Unsatisfac

-tory)

S, INEF @H : AEE I0eH
(@M, wRg, T T
ILATS] FICF FER B

3. FET T : G AP,
TwRTel @R Afmeger A
ISUN M (AT oS T
A FTRT T |

. IS AR : FTFeTo L
I TTe AR GNT ISR
AT I @B |

8. JARNE WESl : Qe
TP JONT FHE A IH
T wEifieR fSfere FE®
T |

¢. FREMST @ FANTST : GG
R e e o D ()
TACE FOFT AR IE IR
T, T 7T @2 0 |

v, = (Judgement)
R PG FoLTO! TP
ST W |

q. WA AL I GHAACAT L
THE : wEe], ORel ¢ L]
I ey @ R |

r. Tt e famafSer
7 ToAfEfs TemeEs &,
e 8 et Fee =feR
e & 9, &7 T @b
P |

(Advantages and Disadvantages of Performance Appraisal Instrument)

o@-b.8 : I W TR RIS
7 : Compensation Management in a knowledge Based World, Richard 1. Henderson, 2006, p-332.

FEFM FTw fewais s Siiike S swms v (RYPR) -
>. re ifeq @ e BT I |
3. «f> 7o 8 LG T FAT I |

0. TS PTSA Ao TR LTS 2 |

8. FIARMET VeI F27 T |

. GG TITHIETROICS 3RS 8 AT FACS HRHT |
Y. aft SRy [Ty wNes g @479 A |
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FIET O T JIRCE SPIT (Fera 7B (2e) -

>. @ft T A= &=y THE T @ WS 97 |

3. @t Afsls T wd[feT, @HEr ¢ Svae Tuee ¢ =7 A1 SIHAS AFeTeIE FROTIME “Afbifere
FACS 2T |

o, «ft I &fel s st s 1 |

8. FICHA LGN FH TP IRE(© FCo 4 27 |

¢. (I IS0 ST FACS 201 of Nz a7 =7 |

V. ffeyg “ifafgfea T »idsr e sace e =0 1 o 363 @, @0 S92 F90% 27 |

q. CBICAT G I FE S I I W] TR S zred (e e W18 |

b. ST «fS FATS AT @, FEETIMCT IS @BR ARNS TS SRl S (T I |

AR 91 I @, R SRl AR AFS T (e SIS TR &= 89CH Tfife 2hfb oy
s | «ft ey meae ey afed <z s At |

IR LTIV AT JIGT e F17 T

The Ways to Develop Incentive Compensation Management in Bangladesh

JRACACH STAANTS Fo2e I TF© ST TARPIR feied 361 a1 =e=T

s, iR 13t 3% @@ (Proper use of compensation legislation) : ARFTHT* &bfrs sz
SIETTIR ST *SIC A FACS J(A |

3. @R IR AT (Application of collective bargaining) : W &fslt Fwce @M
VRSB e T (LTS J(F | OIRCFR ACAMAFTS o779 QAT AT 1 3787 =4 |

©. IRY FA FYRA (Proper image appraisal) : FE I TSI TS FA0e TJ | T
FIAT SFR IR ARFCACH ST AR 0770 HIGATCE Sifo FACO AN |

8. (¥ afed (Establishment of motivation) : (99T & DT I G AT ST
AT O FIGAFCS WS THS ¢ G F1 (ACO /1A |

¢. IMfefes [(fSF FR ATM=IF FIG (Arrangement of various incentive on the basis of work) :
IR @l afsan Fifefes f[feq @ etimam eeT Fare =@ |

b, @AOARE P SR I (Mobilizing pay delivery administration) : (IS9P

Scal A ¢ AT FACS I | (@R P AfSATS! JRATCACH AT FHlo=fel
G SRR AR Ao T(F |

TS WD (A N AW @, GOd IRACACE Nl GG Saareiel (A T Fhosd
YT TS TBICA T |

TN M FHRE GG P 46 A @7 FARL-SPRUPTR S5 T3
e sme | oR IRECACT AfCORF YT IO TFS T4 AW, G PP AT
GFRTIRSCG foTICa |
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oy e

T M R ROy 30, &g g FETMe TR Sae TNEd Qe =7 | FRA
FHETHES TATE AR FAF FIT I @R PG M 4T TR (7 [0 {eoaeae aeiE | o
TS @ (FT IR OGRIIFE FICER > (O '8 TFAC S4F AT 200 70 GR 9 aqexy I
J TANET ATE TA (T FF S0O € TS (< | IA_F SfF fofers F F Fe F400 204,
FOICT FACS I YR IICGR T F 21 o e T41 & ©gRURT (Rater) 8 F3T (Ratee) TORRE
TR A | AT (T B SAAE FACS T AT, FACHC@ (@ SAGACR FAT I 2 O
(@FFTS TT FOLF BGr© JRCR ST AN SCHABA FCH (IF PACO J(+T TR SATAG = |
RCEY @ IO FAF G [PROT T 78 TF IR SPSFEe A %! G 41 =(F | O
CGRYTT € P (PR TN I FRCT FIC& I TS BT 1 | T T FHRCAN FOPEC
SPRREE SAMI AR, @H- @IEH, A& oS, AN, T AR [eo!, AR 7=, 75 3
wrCTRIT S YT, AEe defe T THAM T AL TSSO Fo& | JOAR I
TR SGRART 8 FA TORF G2 PR G0 HFred a7 | IR FOFAMS FHRCR @[
fofe T Fe-1F FhovR Ffoa Frae 2z FACS #I1TF | IR I T 47 FAC0 “ARCI G5
SETSEE AGS BiF T G SRS TR AR RS ST FHEN PG
[IRE T AR | IRFCACH QAT AMCOIE GG TF© AR ProoR TR AR, AN~
Aol e APF AT, @Y VSSRGS, AR FA FE, @5 dfodr, e
fafeq eeme g, (ORI P feReTer F1 &g |
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[ T RGN

FJ] ECEIA IR G

>, AW TR Il G Sy 8 THAMITTIR SCAGAT 526 |

3. B M FHRCTR ANCHPRLES e e |

©. P M FHRCTR R[S Ao I et FReHo 3670 26 |

8. N M FHCT 3 FCeael Aafoft Fere e |

€. FFNCACH AT AT GIGAT SHRCTA SRR ST 52 |
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