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Abstract

In 1993, Amin Mohammad Group began its journey as a real estate developer company. AMG is working in Bangladesh for a long time and in the sector of real estate they are truly giving fantastic service. To supports the organization in order to achieve the objectives and works with a focus on accomplishing the mission and vision of the organization, AMG has a solid Human Resource department. To identify how performance appraisal is practiced in AMG is the objective of the report and to what extent does it match with my educational program. HR department basically conduct the performance appraisal of AMG. Both primary and secondary data are used to prepare this report. With interviewing personnel I have gathered primary data and secondary data was collected from the organization’s employee handbook, website, and other relevant books. How performance appraisal is conducted in AMG and how the company evaluates employees’ performance is the main focus of this report. Here I also do some major analysis which shows the main portion of the performance appraisal system of AMG and also provide a short summary of the major Findings. In the end, I provide some recommendation with the implementation process on performance appraisal of which might benefit the organization for the long run.
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Introduction
















1.1 Introduction
	Performance Appraisal is the systematic evaluation of the performance of employees and to understand the abilities of a person for further growth and improvement. In an organized way performance appraisal is generally done. Moreover, performance appraisal is one of the major activities for Real Estate Business. So I have been selected Amin Mohammad Group for my project to have more depth knowledge regarding performance appraisal system. This organization is established for the betterment of the private sector of the developer business in1990s. Since then today Amin Mohammad Group have been facing lots of changes as it is running for more than 20 years. In the time of making this report, I come to know with so many things related with employee performance of this organization which also enhances my knowledge on which point I can suggest them to the needed change of appraising system of this organization so that employee of them can handle future challenges more smartly. I hope that my suggestions will help the organization to more benefit than before and they can handle the obstacles more easily.

1.2 Origin of the Report
	This report has been prepared for the partial fulfillment of the course INT 4399: Project. As per the completion of the BBA program at United International University, I have created this project on the topic “Performance Appraisal System of Amin Mohammad Group”. The report was supervised by Ms. Farhana Rashid, Senior Lecturer of United International University and I am thankful to her for assigning me this project.

1.3 Objective of the Study
	The main objective of the study is:
· Obligate critical study regarding the performance analysis system of Amin Mohammad Group. 
Other secondary objectives are
· For the fulfillment of the academic requirement. 
· To give a focus on performance appraisal practice system of Amin Mohammad Group.
· Improve current EPA situation of Amin Mohammad Group by providing some policy guidelines.
· Gain practical experiences in order to match it with theoretical knowledge.

1.4 Scope of the study
	The scope of the report is to get a real life exposure. It gave me an elaborate knowledge about the Performance Appraisal System of Amin Mohammad Group. I have got the opportunity to learn about what is actually happening at Amin Mohammad Group and the performance appraisal tools is been using by them . The depth of my knowledge has increased to a different level by relating the theoretical knowledge with practical experiences by visiting the company and also by studying the performance appraisal system of Amin Mohammad Group,

1.5 Methodology of the report
I have collected the related data both from primary and secondary sources for achieving the specific objective of this study.

Collections of Primary data have been from:
· Interviewing and interacting with the HR manager of Amin Mohammad Group.
· Observing HR departmental activities on organizational perspective.

Collections of Secondary data have been from: 
· The annual reports of Amin Mohammad Group. 
· Website of the company. 
· News, Articles, Blogs regarding Amin Mohammad Group. 

1.6 Limitation
· It is difficult to get adequate time from corporate executives as they usually remain very busy due to their organizational work which results lacking for getting proper information. 
· Delicate and confidential data are not allowed to provide by employees to an outsider. 
· Lost the recordings which I had taken while interviewing HR Manager which leads to unavailable of some major information and I again need to collect it from him. 
· The real corporate scenario and learned theories are not same that’s why its implications might differ.

1.7 Broad and Specific Objective
Broad Objective 
· To identify the current Performance Appraisal system of Amin Mohammad Group. 
· To spot the strengths and limitations of the framework of AMG. 

Specific Objective 
· To scrutinize the performance appraisal process of AMG.  
· If any weakness in the performance appraisal system of this company is find, then pin down to it.
· To provide the necessary suggestion in executing the performance appraisal system at AMG for improving any kind of deficiency.  
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Literature Review

















2.1 Literature Review
	Performance Appraisal (PA) normally includes assessing performance in light of the judgments and sentiments of subordinates, peers, administrators, different directors and even specialists themselves. There are some strategies which are used to measure and managed employees’ performance, for example, free essay, the appraisal based on rating and ranking, and the 360-degree feedback. These techniques are essentially quantifiable and not very time wasting, with the exception of the 360 degree strategy. For evaluating the employee the 360-degree strategy is used less. In Bangladesh, it’s very rare to find a company who follow 360-degree strategy for evaluating their employee’s performance because for biasness issues. So they go through 90-degree strategy to evaluate employees’ performance and members in 90 degrees are usually the boss and subordinate of the employee. 
Experts have noticed that job satisfaction is directly related to worker turnover, non-appearance, degrees of consistency, and indirect to job performance and efficiency. The issues of plentiful studies on performance appraisal are the connection between job satisfaction and job performance. Performance survey or a career advancement discussion is a strategy by which the job performance of an employee is assessed as far as quality/amount/cost/time, for the most part of an appraisal.
	Performance Appraisal manages such issues as employees assessing convenience, precision, objective setting methods and criticism systems. (Dobbins, Candy, and Plat-Vieno, 1990). Addressing the issue of utilizing a Performance Appraisal, Longeneckar, Sims, and Gioia summarize as ―the principal concern is the what is the best way to utilize the evaluation procedure to motivate and reward employees (1987, p 191). As a procedure, performance appraisal is viewed as a key supporter of successful human resource management, as it is firmly related to hierarchical performance (Erdogan, 2002). 
The connection between performance appraisal and satisfaction and work performance was both facilitated and moderated by employees’ inherent work motivation.
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Real Estate Companies in Bangladesh













3.1 General ideas of Real Estate Companies in Bangladesh.
	The housing condition of a city’s population can reflected a city’s economic and socio-cultural situation. Dhaka has severely concerning for housing conditions as it is one of the most heavily populated cities in the world. Social, behavioral and physical consequences on urban life are getting imposed by industrialization and compatible urbanization. Moreover, by modifying the production process and consumption pattern of different socio-economic groups these changes have reformed the housing sector.
	At present with a population of about 14.17 million in 2009 over an area of 1528 sq.km, Dhaka is one of the fastest growing megacities in the world, with approximately 9% of the national population. According to the Bangladesh Bureau of Statistics (BBS), the population growth rate of the city is 4.65% against 1.48% of the national growth rate. Per household Average dwelling size is 4.9 persons. 
	Accommodating more than 600,000 people per year, Dhaka is now growing with an unparalleled growth. It means more than 120,000 household units are required every year to add in Dhaka. But presently the supply of housing in the city is only around 25,000 units in the private sector, and the government contribution is almost negligible. 
	The private sector contributors include the formal private sector and informal private sector. Among these 25,000 units, real estate developers contribute 15,000 units (approx) per year, and individual developers provide the rest. It is nominal in the context of the total demand, but under superior policy guidelines, they have probably to increase this number. 

3.2 Factors associated with and Affecting Present Condition.
	Various factors are associated with and changing the current state and pattern of development of real estate growth. Physical characteristics like variation in size of the apartments, size of plots, price and rent of residences in different location and socio-economic condition of the dwellers, land tenure ship pattern, car ownership pattern, level of satisfaction of apartment owners with services provided by real estate developers, problems faced by apartment owners, issues working behind apartment purchase decision, eagerness to purchase second apartment etc. affect the existing pattern of apartment development in different location of the city.
	The middle and low-income people can’t afford to purchase an apartment in Dhaka City as the price is too much expensive. The governments in most of the countries have arranged house loan with low interest to help their inhabitants for buying apartments. The interest rates for house loan in other countries are comparatively more economical; whereas in Bangladesh it is very pricey to bear by middle and low-income people. Even though in the neighboring countries like India and Pakistan, 75% of the price in our country is the house loan interest rate.
	In charges pertaining to property transfer and registration compel an extra burden to the buyers which is as additional reason for high apartment price and loan interest. 
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	The real estate business operation of Bangladesh is very much distinctive to the world. Many experience professional had gathered expertise from working in other countries and merge of different housing cultures and by their search they found this result. At present, the real estate sector is playing the leading role in case of providing residence units to inhabitants of the city; but still, this sector has massive scope and chances to flourish in the housing market of Dhaka city and can give their best shot for the development of economy.
3.3 Present Condition & Trend of Real Estate Industry.
	There was lethargic in the growth of apartment development in Dhaka city until the latter part of last decade in the 20th century. The apartment development boosts up in 1997 and was growing until the year 2007 when the caretaker of the country government assumed the decline of the power of the state and the overall business in the country. Till 2010, 1275 developers were recognized among them 29% were non-REHAB members, and they shared only 12% of the market based on the number of projects. Most of the non-REHAB private developers vanished after developing one or two projects. The sources from REHAB, 1018 developers are functioning till 2017.
	Most of the concentration of the apartment has been in the planned residential areas, which have gone through dynamic apartment developments, such as, Uttara, Dhanmondi, Gulsan and Khilkhet and Basundhara Residential Area. Siddeshwari is where the earliest development took a position, predominantly in the mid-1980s. Similar growth pattern to a slighter extent is also displaying by Eskaton and Shantinagar.

3.4 Physical Aspects.
	There are broad variations in the size of the residential apartments. Almost half of the apartments are found to be between 1000 square feet to 1600 square feet. Only a very small section (2%) of the residential apartments is less than 700 square feet. Although the size of apartment is a needle of the income group, this hardly represents the reality in the case of Dhaka city as the apartment price largely depends on the land price. Almost half of the plots have their size range between 3 to 5 kathas. From the year 2000 to 2010 apartment costs have increased at an annual average rate of 14.4% according to a 2012 report. Instinctively, for different degrees in different parts of the city, apartment price also varies for this reason. Baridhara, which is one of the diplomatic zones of the city, went through the highest price increase while Banasree, Mirpur, Maghbazar, and Shyamoli have had the least growth of apartment price. The highest per square apartment price in 2017 is Baridhara, which was about BDT 22,000. It means a typical 1200 square feet apartment would charge more than BDT 2.5 crore in Baridhara. Such a residence in Gulshan and Dhanmondi is cost more than BDT 1.75 crore. In Mirpur and Shyamoli, alternatively, the price of the same size apartment is nearly BDT 70 lac.

3.5 Apartment Owner’s Socio-Economic Conditions and Perception.
	The apartment owners, on the other hand, look over to numerous criteria and then decide on purchasing an apartment. The highest priority in this regard is given to location suitability of the project. Location suitability contains better transportation and communication facilities, proximity to the school, college, and workplace, and the residential environment of the locality. After choosing the location the selection of a developer comes second. The developers are selected based on the company reputation and the price offered by that real estate company. As per the 2012 report, most of the families living in real estate apartments are businessmen (51%) and service holders (40%). Basically those who are engaged in business and service are the apartment users and purchaser. They are generally higher-middle to the middle-income group who has car ownership. 

3.6 Major Challenges in Real Estate Development.
	While providing affordable housing for residents of the city, Real Estate developers have to face numerous challenges. High land price, high price of construction material, unplanned and chaotic development of the city, high home loan interest, elevated apartment price and registration fee and high property transfer charge etc. impose challenges to real estate developers.

3.7 Increasing Cost of Quality Construction Material.
	Due to the price hike of construction materials the housing problem of the city is further provoked than before decades. The construction cost and apartment price are rapidly increasing as the price of construction materials is constantly increasing. Real estate developers are facing numerous challenges to determine a suitable location for residential development as the development of the city is unplanned and messy. While providing housing facilities in those areas, real estate developers are continuously facing challenging situation such as worsening of transport facility, random development of commercial land use in residential areas and road network.

3.8 High Apartment Price. 	
	Reason of increase in apartment price is the consequence of the land value increase tied with the price hike of construction materials. Since 2000 the apartment price went through a sharp increase. Per square feet apartment value has almost tripled from the last ten years. In places like Baridhara, an apartment of 1400 square feet costs nearly BDT 3 crore. The same 1400 square feet apartment in Gulshan and Dhanmondi will cost approximately BDT 2 crores. In middle-income areas like Shyamoli, a 1000 square feet apartment costs about BDT 55 lac. Without a bank loan, the middle-income people are often unable to buy an apartment in the city.

3.9 Gap between Demand & Supply of Housing.
	Population growth rate relocation rate in Dhaka city was 3.96% and 2.49% per annum respectively during the period 2001-2011. Informal settlements are developing for the huge gap between demand and supply of housing units. Out of yearly supplied in the total housing units, private real estate companies have capacity to contribute more than 15000 units. For the supply of serviced housing units, the private real estate sector is now playing the important role in it. As per RAJUK and according to structure plan by the year, 2030 housing demand in the DMDP area is expected to be 1,260,000 units per annum. For the large level to cater the overgrowing demand of inhabitants of the country, supply of housing unit is needed to be increased. Private real estate sector has outstanding prospect and the huge scope of contribution shortly to reduce this massive gap between the demand and supply of housing for the inhabitants of the country. 	
	Population problem can be lessen in the central city, and suburban towns and satellite towns can expand when decentralization of economic sectors can be made possible from the central city to smaller urban sub-centers in the city edge of the country. A new move of demand for housing and new infrastructure may also be to these places. By providing affordable housing facilities in suburban towns, a vital role can be play for fulfilling this mission by the private sector of this country.
	The Real Estate sector contributes to the need for housing which is one of the five requirements of human life but at the same time is playing a major role in the economic development of the country. The real estate business operation of Bangladesh is very much distinctive to the world. Many experience professional had gathered expertise from working in other countries and merge of different housing cultures and by their search they found this result. At present, the real estate sector is playing the leading role in case of providing residence units to inhabitants of the city; but still, this sector has massive scope and chances to flourish in the housing market of Dhaka city and can give their best shot for the development of economy. Appropriate implementation of planning policies for real estate sector can create great prospect. To sum up, the real estate sector can contribute a lot to reshape the future of urban living in Dhaka city,
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4.1 About Amin Mohammad Group:
	In the real estate building and development area competition, Amin Mohammad Group (AMG) is the market leader. From last 20 years, AMG has been in the real estate business. The founder of the group Mr.M.M.Enamul Haque established Amin Mohammad Foundation Limited in 1993, a real estate development company inside the Dhaka city. AMG has now full-fledged to become one of the largest and crest real estate developers in Bangladesh. The flagship company of AMG, Amin Mohammad Foundation Limited (AMFL), has now appeared as fastest growing and one of the largest housing developers in Bangladesh. The company is continuously growing with the time and with Bangladesh aimed to improve the living standard of those who have placed their trust on it.  	
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Over the past-quarter century Amin Mohammad Group’s luxury apartment and commercial buildings most located in Dhanmondi, Gulshan, Banani, Uttara, Mirpur, Motijhil, Ashulia, Chittagong, Cox’s Bazar & Sylhet have changed the Dhaka, Chittagong & Sylhet skyline and presented with a new lifestyle. Amin Mohammad Group is our environmentally accountable to the rapid spate of urbanization in Bangladesh. Its aim is to provide its clients with competitive price, quality materials, & hand over the project on time.
It is working for establishing LPG plant to fill the up market shortfall. It is also creating numbers of industries intended for construction consumables. Very soon, the most excellent possible batteries in the market will bring by the battery project of AMG. AMG has a highly competent, dynamic, experienced and inspired management team and human resources management. It highlights professionalism and other regular management training to convert the workforces into real achievers for its people. 
	The group has stepped out to source and materialize the matter in order to keep balance with the modernization in industry and workmanship. Moreover, in order to exploit new business opportunities and expand the business to the industrialized and manufacturing sectors, AMG set an energetic business vision.
 
4.2 Mission & Vision of AMG:
Mission 
Based on the highest standard of morals, values and client care, they provide the finest real estate services in the region. They believe that by doing so, they can create lifelong clients and friends with the loyalty and trust of the buyers. They consider that the happiness and the reliability of clients is the success of AMG which will always be measured.
To develop quality residential & commercial properties with high standards at affordable prices and get customer satisfaction. 
To achieve excellence in Real Estate Development, for the benefit of our customer, nation and society through professionalism, morals, quality, and customer service. 
To respect and obey with Safety, Environmental and legal requirements. 
Through innovations, Motivations Suggestion Schemes, and Customer Feedbacks, they want to continually improve their competitive periphery.  

Vision
To be a world class company in mounting superlative investment opportunities and innovative real estate solutions, both in the neighborhood and globally, that surpass their clients' expectations.



4.3 Products of AMG:
	As it is a real estate company, it is basically deal with making suitable apartments for its inhabitants or to support them for makings their own modifying building by providing plane lands. Even they provide best material products to those inhabitants just to make sure it is making strong and livable. 
Products of AMG
Lands
Luxury Apartments/ Apartment/ Commercial Space
Ready Mix Concrete

Figure 1: Products of AMG
Lands: For the use of housing developments as well as satellite city in Bangladesh, AMG provides land plots facilities to the inhabitants of the country. Moreover, both in and outside of the cities around the country AMG has been taken numerous land development projects. Among those, Ashulia Model Town at Ashulia, close to Uttara and Green Model Town near Motijheel, Dhaka is the most impressive project. Demandable land parts at a reasonable price and prompt customer service are highly offers by AMG. Keeping this in mind Amin Mohammad Group has given the opportunity to people to purchase a plot in long term and short term installment facilities. 	
 
Luxury Apartments/Apartment/Commercial Space: Above of the lands, AMG also provides luxury apartments, normal apartments and commercial space for office premises. Clients can purchase apartments in long term and short term installment facilities and apartments are handovers on time as per mentioned in the contract. Regarding commercial spaces, they also provide rent facilities space for the companies or the company can also purchase the area/space if they want after a certain time. It requires some clause, terms, and conditions. When companies can fulfill it then they can be the owner of it for a lifetime. For apartments, they can provide both big and small apartments as per customer’s requirements. Basically, they show some specific size of future projects and then the customer will select from that as per their own preferences. 

Ready Mix Concrete: Ready Mixed Concrete is a high-quality concrete made of a carefully balanced mixture of cement, water, aggregates, and admixtures, manufactured in a centralized mechanical batching plant under strictly controlled conditions and supplied to the customers in transit mixers for pouring/placement in the structure. Due to its fully automated and strictly monitored production and superiority control process in the factory premises, the quality of RMC is better than the conventionally mixed concrete. There is an absence of control above the water/cement ratio. It’s difficult to store in for control over aggregate grading. There is no longer required facility at the site of storage space for keeping constituent materials. Rental of plant and machinery are set aside as well as cost and effort of procurement. There is elimination of labor cost associated with the production of concrete is eliminated and reduction of wastage of basic materials. There is also significantly decrease of noise and dust pollution at the site. Systematic and streamlined process and-workforce management at the site turns. Ashulia is about 30 minutes away from Dhaka city and AMG has set up its plant in that location. Having two cement silos the plant is equipped with computerized control concrete hatching plant. PLC accurately weighed all the raw materials which are also mixed or computer-controlled system, which ensures consistency of quality and cost reduction with exact ratio of materials. AMG has the ability to manufactures concrete by maintaining the grade and as per requirement and instruction of the customer they mix design. Transit Mixer Trucks delivered concrete to client's construction site with required slump and steadiness. Their batching plant is capable of delivering a minimum of 75-250 M3 concrete in every 08 hours in the midst of the complicated computer controlled batching system of aggregates. An up-to-date fully equipped laboratory to test the concrete and aggregates etc has been set up by AMG with the combination of conformity with British/Bangladesh/American standard of specifications. Before delivery trucks leave for the delivery place, Plant Manager checked all delivery trucks with awareness. In order to maintain the required efficiency and accuracy, all equipment is adjusted on a regular basis to specified criteria. In order to for evaluating, reviewing and for future references, all test records are reserved in the lab.
4.4 Concerns of AMG
	Whoever wants residential and commercial units in Dhaka city or any other place in Bangladesh, people will first think about Amin Mohammad Foundation Limited, who has now grown up as a symbol of belief and confidence for the valued customers, a recognized housing, and commercial building developer.
	The flagship company Amin Mohammad Foundation Limited (AMFL) has now appeared as one of the largest and fastest growing housing developers in Bangladesh. Aiming to improve the living standard of inhabitants who have placed their trust on AMFL, the company has developed with the time and with Bangladesh.
Strong and dedicated human resources consisting of people from different regulations: Engineers, Business Experts, Marketers, Accountants and other specialized is the most precious asset of AMFL. Technologies which are available all over the world are always looks forward to innovating and acquire new construction. By creating world-class housing apartments and high-rise office buildings, they earned name, fame, and business reputation by putting their uphill struggle effort.
In order to meet the growing demands of its highly valued customers up to the maximum level of their satisfaction, it is equipped with well-trained professionals with a high degree of enthusiasm and commitment towards the jobs of well-trained professionals. The company has strong position in the market for their continuous improvement of its on-going technological change for the better development. The success of the company is strongly responsible for usage of quality materials with dedicated technical expertise supported by skilled labor force and supervised by extremely sincere management. Its success story of today’s present times is its people. According to the management of AMFL as being the market leader, they believe that only the achievement of the customers' satisfaction to its finest level.
Amin Mohammad Lands Development Limited
	Amin Mohammad Lands Development Limited is another prestigious land plot developer for housing dominates or can say the land development business holder in the country. It provides satellite city as well as land plots for the use of housing developments in Bangladesh. Both in and outside of the cities around the country, they had taken numerous land development projects. Among those, Ashulia Model Town at Ashulia, close to Uttara and Green Model Town near Motijheel, Dhaka are the most impressive projects.
[image: http://www.amgbd.com/data1/images/image2_gmt.jpg]
The products of Amin Mohammad Lands Development Limited offers highly demandable land parts at a reasonable price and by prompt customer service. Keeping this in mind Amin Mohammad Group has given the opportunity to people to purchase a plot in long term and short term installment facilities. 	 
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Mohammad Properties Limited
	The new concern of Amin Mohammad Group is Mohammad Properties Limited to provide service for the esteemed valuable client with a new mission. As per customized requirements, MPL provides one-stop service to customer. Here they can Buy & Sale Apartment, Commercial space whichever they want & also help the client to buy & sell their property with the best & protected service.

	Mohammad Properties Limited believes that real estate business is a profitable business. That's why they do business where they want to do. When any customer will be a partner with Mohammad Properties Limited then they will get exceptional service with the best return of their investment. With four offices throughout the Greater Area and more than 50 results-oriented sales & procurements experts, Mohammad Properties Limited top-ranked professional real estate company & provide excellent service to their clients.

	To help their clients by accelerating their success, they deliver integrated real estate services. To provide a suite of services across residential & commercial project buy and sale they rely to represent owners, occupiers; developers and investors.
Amin Construction Limited
	As a leading enterprise in the field of construction and development, Amin Mohammad Group is looking for the modernization throughout its course of action. , with respect to technology, time and excellence With the change of the technology and modernization in this field, it can no longer but to incorporate present day requirement of the customer by means of the change of technology and modernization in this field. as per market trend, it is very obvious that the Group will select for the best use of technology. Based on that, they have already started operating the RMC plant from 13 June 2006 by the decision of management. With the state-of-the-art technology package comprising of the automatic batching plant, transit mixers, concrete pumps, and a fully equipped laboratory, the RMC plant is all set. For the satisfaction of client's demand, the intent of AMG is to produce quality assured RMC. With a view to achieving speedy construction, Quality assurance, Avoid Environment hazards and acquires business reputation in the market; the objective of the company is to operate the RMC plant for supply in-house and out-sources.

	Amin Mohammad Engineering Associates Limited is the sister concern of Amin Mohammad Group. It has newly started land development business. This company aims to endow with both land and housing services to the esteemed customers. For this purpose, quite a few land development projects around the country have been taken by Amin Mohammad Engineering Associates Limited. From them, "Alokito Bangladesh 1 & 2" near EPZ Savar, and "Amin Mohammad City" beside Dhaka-Mawa 4 lane highway is the most prestigious projects of the company. The company emphasizes on its people & customers' satisfaction and stands the business philosophy of Amin Mohammad Group.

	As Amin Mohammad Group is a real estate company, they prefer to follow standardization structure or we can say one for all system rather than customization. They usually make apartments/buildings on a fixed square feet area and customers have to select within that which going to be preferable for them. However, they follow the demand and supply of the current market and redesign their standard.

	Cost cutting most frequently happens in this process. For instance, when one project work is done then they use that project’s equipment to another project so that they can save cost concerned with maintaining the best quality. They also downsize the temporary workforce after completing a project and retain the competitive one for another activity.


4.5 Business Philosophy:
· Maximization of Profit.
· Minimization of expenses.
· Maximization of Company’s Wealth.
· Build customer value & satisfaction.
· Provide the paramount developing service.
· Ease the ways for customers to get their dream home. 

4.6 Board of Directors
MM Enamul Haque -Managing Director and Chairman
Mrs. Bilkis Haque -Vice Chairman
Ramzanul Haque Nihad - Deputy Managing Director
Aminul Haque Nabil - Deputy Managing Director


4.7 Organization Structure:
The organogram below depicts the organizational structure of Amin Mohammad Group.
Chairman
Managing Director
Executive Directive, Marketing
Vice Chairman 
Senior Executive Director
The Deputy Managing Director
Director
Operation Director
Executive Director, Operation
Executive Director, Procurement
Director, Engineering & Construction 
Director, Land & Development
Director, Ready-Mix
Director, Corporate Affairs 
Director, Finance & Accounts
Director, HR


Figure 2: Organogram of AMG


4.8 Departments of the organization:
	In Amin Mohammad Group, there are seven major departments in Corporate. Names of those Departments are given below:



Figure 3: Departments of AMG


4.9 SWOT Analysis of AMG
	The term SWOT is the abbreviation of Strength, Weakness, Opportunity, & Threat. In SWOT analysis Strength & Weakness are determined by internal factors, whereas Opportunity & Threat are determined by the external factors.

 S (Strengths)
 
· Management system is always committed to better service.
· Employees are sincerely reliable.
· Market potentiality is very high.
· Effective sales team.
· Keep records in appropriate methods.
· Use advanced information system.
· Maintain good relationship between top management &employees. 
· Strong security system.
· Well-decorated office.
 
 
T (Threats):
 
· Competition increase as the number of Real Estate  Company is increasing day by day.
· Government interrupts in the system of development.
· Growing up of overall cost.
· Strict rules & regulation of RAJUK
· Project areas are harass by the local village political. 
 
O (Opportunities):
 
· Improve the service quality than other real estate company. 
· Progress in high customer satisfaction.
· Have chance to get a huge amount of money.
 
W (Weaknesses):
 
· Unable to maintain Rules & Regulation according to appropriate law.
· Installment facilities don’t support to customers preferences. 
· Decision can take only by the Top management.
· Improper Governmental Policy.
· Market coverage is very low. 
  


Figure 4: SWOT of AMG


Strengths of AMG are as follow: 
The Management system is always committed to better service: At AMG, all employees understand, know and implement quality policy in their day to day operations. They strive to provide customers with products and services that meet and even exceed their expectations. They are committed to continuous improvement. Quality Management System provides a framework for measuring and improving AMG’s products and performance. Moreover, they strive for an optimal product that meets customer expectations and provides services to improve the data for these products.
Employees are sincerely reliable: Employees of AMG are very much potential with their activities and put their best to bring success to the organization. Even some of them are so much loyal for their organization that they are working for many years. Though the organization does not provide many facilities to them still they are loyal and have a soft corner for their organization. Even one employee praise their peers when anyone performs well for completing a work and show sincerity for the organization. Employees need to run here and there as it is a real estate company and this kind of work really tuft to accomplish. 
Market potentiality is very high: Market potential is the entire size of the market for a product at a specific time. Regarding the market potentiality of AMG, as it is one of the top ten real estate company in our country, so it has huge market potentiality. Customers have faith to AMG and this faith results in high demand for AMG’s products and services. Every year, AMG has several projects need to accomplish and customer are satisfy with their service because of the handover the project on time to them. 
Effective Sales Team: Sales team of AMG is highly co-efficient and trained for their work. They can easily influence customers to purchase the products of AMG. Even customers also satisfied with the service of AMG’s sales team. Every year this sales team got trained from their organization to improve their efficiency. Job in Real Estate Company contains hard work, so sales team need to be prepared mentally and physically. Members of the sales team put their best to bring as much customer for the organization by their convenience ability. Sales team plays a vital role in increasing the growth of AMG. 
Keep Records in Appropriate Methods: Well-Organized records can help track the progress of AMG’s business and prepare accurate financial statements. AMG use computers and other electronic devices to stored data in a better way and processed to information that can be retrieved to assist in taking effective decisions. Graphical representations are also more precisely programmed into the computer. Retrieval of stored information is equally easier for both individual and group use of AMG. Moreover, there is a book for recording the presence or absence of employees, on daily basis. This record is kept by the HR executive and marked twice a day in morning and afternoon. 
Use Advanced Information System: Advanced information systems are noted for their ability to store, process, manipulate, and perfectly communicate vast amounts of data.  New structural forms are rising as the physical presence of an organization’s members is no longer mandatory. Electronic messaging, notice boards, fax, decision, expert, group and cooperative work systems, and computer networking allow rapid, yet spatially remote transference of information and interaction of the organization’s members. These characteristics of advanced information systems that can lessen, or moderate, the forces that have supported the assumptions of organizational non-rationality and that lead to an organization that can be both more useful and more rational in its internal processes.  Specific propositions will be offered that offer a framework for the consideration of advanced information systems and the classical rationality model as they relate to organizational behavior and processes.
Maintain Good Relationship between Top Management & Employees: Positive relationships between managers and employees improving the workforce, loyalty, productivity, and engagement which leads to employee retention. Developing a beneficial relationship with employees is a display of inherent leadership because it’s a focus on building up the people around to grow and eventually become leaders themselves. This new idea of leadership that focuses more on collaboration and encouragement than just giving orders is a key to developing and maintaining strong relationships with employees of AMG.
Strong Security System: The internet can be a dangerous place for employees and companies alike phishing attacks, malware, and hackers are all things which AMG need to protect against. But protecting from these threats requires more than just updating software, installing firewalls, and monitoring access. AMG also promote positive security culture in their organization where all members of the organization help each other to "do security better" and where rules, expectations, and values are openly communicated and conformance is encouraged. For example, team members need to be encouraged to be comfortable discussing security in each other's work and making productive suggestions. Everyone in the organization needs to be on the same page and know the risks and impact of security issues can have on the company.
Well-decorated Office: Considering that some people spend more time at work than they do in their actual homes, AMG believes that it’s important that to make office space comfortable, practical and inspiring. The idea is to make the office somewhere employees want to be, not where they have to be. They probably wouldn’t be very productive at all if the office is not well decorated. Especially when hosting new clients, office and its design sets the tone for what business is all about.  As AMG has impressive office interior design, it makes their business look more successful, professional and can help build client trust. It can make all the distinction between winning new business and losing out.
Weaknesses of AMG are as follow:
Unable to Maintain Rules & Regulation according to Appropriate Law: AMG is unable to maintain the accurate law of our country. It is heard that they are grabbing others land without taking permission from the government. They are not doing work as per the RAJUK system basis. Even some of their plots and apartments are not being authorized by RAJUK. they are taking advance payments from customers but not starting the work on time. 
Installment facilities don’t support Customers Preferences: Their installment facilities are not much agreeable by their customers. Customers are not satisfied with the installment payment system of AMG. They believe that they are being taken advantage by AMG; AMG is only curious about their profit but not with customer’s preferences. They are not providing enough support to customers which encourage them to go for a new deal with them. 
The decision can take only by the Top Management: The final decisions are only be taken by the top management of AMG; others don’t have authority to do so. Even if the decision has less importance but still everyone needs to wait for the final decision of top management. This leads to lengthen and slow down the whole process of the organization. Sometimes it gets too late to achieve a target just for waiting for top management’s decision. We can easily predict that the organization is following a structured based system in the organization. 
Improper Governmental Policy: Regarding rules and regulations for real estate companies in our country, it is not up to the mark. The system is very much weak and it needs to be developed; otherwise, it will provide a huge negative impact on the entire real estate field in our country. For the imbalance system, it is hard to construct the project in a structured way. Even customers face difficulties for this imbalance system and hence feel discouraged to invest in purchasing apartments or plots. 
Market Coverage is very Low: Market coverage is the evaluation of the marketplace and determination of how much of it a company should cover with their promotional strategy of a product or business. Companies have to look to factors like the economy, culture, buyer behavior, etc. Once they understand their product's relationship to each market, they will be able to make the right decision about their market coverage strategy. In case of market coverage of AMG, it is like negligible. They are following the undifferentiated marketing approach as they pitch one product to all markets. Though the company is operating more than 20 years till now, they can’t expand their business. They provide little variation in the needs of these potential consumers, thus little need for a variation in promotions.
Opportunities of AMG are as follow:
 Improve the Service Quality than other Real Estate Company:  The duty of the real estate company in representing a buyer is to identify and present properties possessing qualities and characteristics sought by a buyer.AMG identify the determinants of service quality, the level of service quality, and possible service quality improvement measures. AMG’s service quality met expectations in three areas. Salesperson performance evaluation measures are suggested to enhance service quality. Moreover, AMG also concerns to closely match the buyer's preferences, choice criteria, and needs, the utility of the buyer and company relationship, as well as the level of customer service and satisfaction, should be improved.
Progress in High Customer Satisfaction:  Customer satisfaction doesn’t just impact the business’ bottom line, it also impacts team morale and retention rate. For AMG, customer satisfaction is key in creating a long-term relationship with customers. They keep delivering value time and time again. They need to keep their customer satisfied. Once customers have placed trust to the company and are assured that the company will continue to deliver they continue to do business with them. 
Have Chance to Get a Huge Amount of Money: When it comes to AMG’s income, there are two ways to generate cash. They can generate passive income by buying and holding. And they can also generate an active income by flipping contracts, doing renovations or adding value in another area such as putting together property development deals. It might all seem overwhelming at first, but it's certainly not, especially when they get a lay of the land. AMG finance through lease options and trade fixed assets. They are taking over someone else's mortgage payments (who might be in a distressed situation) and bringing in an investment partner with cash. They as well borrow money from a bank or getting a hard money loan. 
Threats of AMG are as follow:
Competition: There are many real estate developers exists in the market, there are also very few of them who are maintaining the quality, safety, and customer preference. In developing urban areas, real estate plays a vital role as well as solving the housing problem. Nowadays real estate business in Bangladesh became very competitive and challenging. Competitors are moving very insistently to achieve their target as well as increase their market share. On the other hand, the customers are becoming more conscious about the current market of apartments. The major products in the real estate sector in Bangladesh include three things – commercial units, residential units, and a mix of these two. Commercial units include shopping malls, shops, and office buildings, which are used for commercial purposes. Residential units include two segments which are plot units and apartment units. In recent days, the real estate developers have introduced new and diversified products. Whereas AMG is lacking behind from all these new trends. Their competitors gain faith from customers and fulfill demands as per customers’ preferences. They don’t keep boundary of the service rather they spread it over and open it by customization service. Some of the companies provide other services rather than only providing residential services, such as navana group, bashundhara group and much more. Whereas AMG till now can’t spread out their service line through they are operating from decades. If this continues then it will provide a huge impact on their business in the future and can’t compete with their competitors in future and can’t stay in the market for a long period.   Some of the competitors of AMG are shown below. 

[image: ]
Figure 5: Competitors of AMG. 

Government Interrupts in the System of Development: Contributions to the government exchequer through Registration Fees, VAT, Advance Income Tax (AIT), Stamp Duty, Property Handover Tax etc. has been increasing every year. In the future, this sector has vast potential to expand its volume and thus contribute more to the national economy. But to get it, sufficient government assistance is required. While negotiating with the government, it can be argued that, rather than tightening the grip to regulate this sector, if the government takes inventiveness to support this sector and by satisfying the crucial housing needs of the people.
Growing up of Overall Cost: The price of land/apartments is unbelievably increasing almost all over the Dhaka city. Measure up to the price increase of the earlier decade, the percentage increase in price almost doubled, and in some areas, it is three times to ten times the earlier price. This price rise is unbelievable and unexplainable. There is no control of the government over the price incensement of land within Dhaka city. Incensement of land price has a direct impact on apartment price. From the consumer survey, it is also found that 63.9% of the respondents think that the growth of private Real Estate Sector is hindered due to ineffective government initiative in fixing land prices at the complimentary locations of the housing. This has a direct impact on the prices of completed flats and the purchasing power of the latent buyers. To analyze the apartment price hike picture, the price hike trends of some major construction materials are analyzed such as Bricks, Fine, sand, Granular sand, 60 grade Rod Cement and so forth. A lot of other construction materials are necessary to develop a Real Estate project, but only the above five are analyzed due to the confidentiality of historical data. Data regarding other construction materials are not accessible.
Strict Rules & Regulation of RAJUK: RAJUK has renewed some policies and procedures for real estate companies which make real estate business more difficult than before. AMG may face difficulties in the future when they will take responsibility for any new project because for new and strict rules of RAJUK. RAJUK is also very much strict to provide permission for starting any new construction at any new place. Even they ask for so many formalities and paper documents just to provide permission for starting construction. Moreover, ownership of the land, tax treaties, advance payments, payment to government, fine for illegal movement, materials quality, engineers’ skill, and identification, safety measurements and some other verification are done by RAJUK community. They even charge high payment when real estate companies ask permission or for any other certification of building construction. All these measurements from RAJUK may provide a negative impact on the future business of AMG which may lead heavy loss to their business and result to customer dissatisfaction. 
Project areas are Harass by the Local Village Political: Goons of some particular areas harass developers when they start construction at that place. The reason for it they want to grab a huge amount of money from developers as they think that this is their right to get. Yes, it is illegal because there is no law to pay goons for any new construction. But they harass developers for this thing which make them bound to pay even though they don’t want to. But still get payment from developers they don’t stop their nasty activities. When they see that 50% construction work completes, then they again ask for payments from developers and start to harass their engineers till they don’t get the payment. Some of the local politicians are that much cruel that they prevent developers to start construction of a particular face. AMG also faces this kind of problem when they go for a new project. Many goons and political persons annoy them which make the process more difficult. If this thing continues in future then it will be a great threat for AMG as well as for other developing company to continue their process in a smooth way. 
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	Performance appraisal is a systematic process that leads to decisions for the purpose of making judgments about the staff by assessing and recording their performance. It is also a system of highly interactive processes. It involves personnel at all levels in differing degrees in determining job expectations, selecting relevant appraisal criteria and writing job descriptions, developing assessment tools and measures, collecting, interpreting and reporting results.  According to Winston and Creamer, “Performance appraisal is an organizational system comprising deliberate processes for determining staff accomplishments to improve staff effectiveness.” Whereas Gary Dessler said, “Evaluating an employee’s present and/or past performance relative to his or her performance standard”. Performance appraisals also help employees and their managers by identifying inadequacy the employee could work to resolve as well as creating a plan for employee development through additional training and increased responsibilities. Ideally for the employee’s contributions, the performance appraisal is not the only time during the year that managers and employees will pull together. More frequent conversations develop stronger relationships between employees and managers, help keep everyone on the same page, and make annual reviews less traumatic. 

5.1 History of Performance Appraisal
	Performance appraisal has a quite concise history. According to the early 20th century, pioneering Time and Motion studies of Taylor can be traced for its ancestry. Nevertheless in the field of modern human resources management, this is not very much supportive by everyone for the similar may be believed about more or less everything. from the time of the Second World War, performance appraisal really dates which is not more than 65 years ago, which is attributed as a distinct and formal management progression worn in the evaluation of work performance. 
	Performance appraisal systems embark on as simple methods of income justification & accuracy in order to decide whether or not the salary or wage of an individual employee was accurate or justified which was used here to determine by reference to the appraisal method. There is a firmly linkage of material outcomes with the process. When an employee performance is not up to the mark and below average then a cut in pay will occur. On the other hand, when their performance is better than the supervisor expected then a pay rise will take place. 
	For the developmental potential of appraisal is need then little consideration was provided for that. In order to improve or continuation of well performance of employees, it was felt that cut or arise in payment should provide the only required momentum for an employee. In getting the results that were intended sometimes this fundamental system succeeded but more frequently than not, it failed to achieve that target. For example, early motivational researchers were aware that with roughly had equal work abilities of different sort of people could be paid the same amount of money and yet have pretty different levels of motivation and performance. In pragmatic studies, these observations were confirmed. Pay rates were not the only factor that had an impact on employee performance but yes they are essentials. Other concerns, such as morale and self-esteem were found to have a chief influence. As a result, there was progressively rejection pf the traditional accent on reward outcomes. In the United States around year 1950s, there was gradually recognition motivation and development as a tool of the probable usefulness of appraisal. From that time there was establishment of the universal model of performance appraisal, as it is known today. 

5.2 Objectives of Performance Appraisal Method
	There are some objectives for using performance appraisal method within an organization which is a need to concern and those are given below
· To discover the space between the authentic and the preferred performance.
· To help out the management in executing organizational control.
· Facilitate to construct the affiliation between superior-subordinate and management-employees. 
· Proper training and developmental needs can be identified by diagnosing the strengths and weaknesses of the individual in the future period. 
· To provide necessary feedback and opinions to the employees regarding their past performance. 
· Provide valid ground and accurate direction for promotion, laid off the decision under supervision and other issues related to these. 
· Clear information should be provided to the employee regarding expectations and responsibilities of the functions to be performed so that they can perform as per expectation or beyond the expectation. 
· Other human resource functions of the organization such as recruitment, selection, training, and development can be judge for the efficiency in working environment and get the job done within the given time. 
· To reduce the injustice of the employees.

5.3 Performance Appraisal Techniques
Following are some of the tools which are used by the organizations for doing Performance Appraisals of their employees-
· Ranking Method 
· Paired Comparison 
· Forced Distribution 
· Confidential Report 
· Essay Evaluation 
· Critical Incident 
· Checklists 
	
· Graphic Rating Scale
· BARS 
· Forced Choice Method 
· MBO
· Field Review Technique 
· Performance Test 
	


Figure 6: Performance Appraisal Technique. 

5.4 Brief Discussions of some Performance Appraisal Tools & Techniques
	Earlier I mentioned some techniques of performance appraisal. Now a discussion of some important performance appraisal tools and techniques in detail is given below-
Ranking Method 
	The Ranking system requires the rater to rank his/her subordinates on overall performance. This includes in simply putting a man in a rank order. Under this method, the ranking of an employee in a workgroup member is done against that of another employee. In conditions of the numerical rank is tested by employees in the relative position of each employee. It can also be done by another member of against party of the competitive group by ranking a person on his job performance.
Advantages:
· According to the performance levels, employees are being ranked. 
· It is easier, simple and understandable to rank the best and the worst employee.


Disadvantages: 
· While observation, possessing various individual characters are very difficult to compare one individual to another. 
· This method only entails of the position where an employee in his group stands for. It does not test, judge or estimate anything about how much poorer or how much better an employee is when compared to another employee. 
· Ranking of individuals become a difficult matter when a large number of employees are working simultaneously. 
· No systematic process is followed in the organization for ranking individuals. There is no eliminating of the possibility of sudden judgments in the ranking system. 

Forced Distribution Method 
	In this ranking technique, there is obligation of raters to allocate a certain percentage of rates to certain categories (for instance average, above average, superior) or percentiles (for example the bottom 20 percent, top 10 percent etc). It is a function of performance appraisal design and format in both the number of categories and percentage of employees to each category is selected. The workers may be placed at top 10 percent of the scale who are with outstanding plus point; placing for the rest may be as 20 % good, 40 % outstanding, 20 % fair and 10 % fair.

Advantages: 
· Eliminating the rater’s bias is likely to be in this method. 
· The problem of making the use of different raters with different scales is avoided when there is arrangement of forcing the distribution as per to prearranged percentages. 

Disadvantages: 
· It may lead to low morale, low productivity, and high absenteeism when there is restriction of using this method in salary administration whatsoever. 
· Employees who find themselves in a lower grade (than expected) suffer from frustration and demonstration over a period of time reluctance to work even though they feel that they are productive. 


Critical Incident techniques 
	Under this method, lists of statements are arranged by managers for very effective and ineffective behavior of an employee. It symbolizes the outstanding or poor behavior of employees on the job in the critical incidents or events. Worker’s behavior in significant incidents is recorded by manager periodically as well as each employee’s logs are kept by manager. These recorded significant incidents are used at the end of the rating period in the evaluation of the worker’s performance. Example of a good significant incident of a Customer Relations Officer is: the Officer patiently attended to a customer’s complaint on dated March 12, 2018. There is politeness and punctuality in the behavior of the officer in attending the customers’ problem.

Advantages:
· An objective base for conducting a thorough discussion of an employee’s performance is provided in this method. 
· Regency bias is avoided in this method (There are too much emphasized of most recent occurrence) 

Disadvantages:
· Positive incidents may be less noticeable than Negative incidents. 
· When there is occurrence of annual performance review sessions, a series of complaints about the events is unloaded by the supervisors which are their own tendency. 
· Very close administration result occurs which may not be liked by an employee. 
· The manager has a chore concerned for the recording of events, where they may be too busy or may forget to do it. 

Checklists and Weighted Checklists – this one is pending 
In this system, there are description of a specific job are given where a large number of statements includes. Weight or scale value of it is attached to each state. While rating an employee the supervisor checks all those statements that most closely describe the behavior of the individual under measurement. By averaging the weights of all the statements, the rating sheet is then scored checked by the rater. A separate checklist is constructed for each work of employees who are quite familiar with the jobs. Then the judges and weights are assigned to the statements that are categorized in accordance with the value attached by the judges and weights of the rating scale. 

Advantages: 
· This is one of the most frequently use method in the evaluation of the employees’ performance. 
Disadvantages: 
· This method is very expensive and time-consuming according to other method. 
· By distinguishing the positive and negative questions, the rater may face biasness. 
· To assemble, analyze and weigh a number of statements characteristics, contributions, and behaviors of the employee becomes difficult for the manager. 

Management by Objectives (MBO) 
	Management by objectives is a technique where personal management is primarily applied. In its core, it requires formulation plans for periods (like the next calendar year or business year); goals are recorded and then monitored as per mentioned in system.

Advantages: 
· Managers are forced to think about planning for results, rather than for activities or work which are merely planning. 
· Managers are also force for explaining organizational roles and structures. 
· Encourage people to keep commitment to themselves to their goals. 
· Efficient controls are developed by assisting. 
· All managers in their work have a clear idea of the significant areas and of the standards required. 
· Morale and communication can be improved for greater participation. 
Disadvantages: 
· Few years are needs to be effective in results. 
· It is difficult in evaluating key operations and too much paperwork is done in this method. 
· Poor managerial judgment can lead for sacrificing everything to get goals. 
· Lead of frustration can be taken place for too high targets or goals. 
· Appraisals are sometimes made as per personality characteristics rather than on performance.
· Those who are giving appraisals may not be appropriately trained, may not be motivated to make the system work and mechanical manner may tend to treat by them.
5.5 Perceptual Errors of Raters
	When HR or line managers work for performance appraisal then they go through or find out perpetual errors. Organizations always try their best to avoid or lessen these errors. But still, it happens in an organization because for some lacking. 
Perceptual Errors 
· Halo Effect
· Stereotyping
· Recency Error
· Central Tendency
· Leniency or Strictness

Figure 7: Perceptual Errors.

· Halo Effect: Halo effect is that kind of error when HR manager evaluates an employee based on a particular feature or individual characteristic.
· Stereotyping: Stereotyping error occurs on the basis of an employee personal characteristic which is evaluated by raters. 
· Recency Error: When recent events, behavior or any recent mistakes done by an employee and that have an effect on the rates, then it is called recency error. 
· Central Tendency: When all employees will be evaluated on the basis of a common scale by the raters, then that is called central tendency error. 
· Leniency or Strictness: In this error, it occurs that either the rate is too strict or too easy in performance appraisal. 
· Personal biases and organization policies: Personal biases and an organization guiding principle have a great effect on the performance appraisal of the employees.
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6.1 Aim of Existing Performance Appraisal System at Amin Mohammad Group.
	The management of AMG views performance management as a fundamental part of an inclusive human resource management strategy. Maximize of individual’s performance and perspective is the core objective of it, aim to attaining organizational goals and enhancing overall effectiveness and productivity. By managing the performance of individuals it also improvises the communication between managers and staff. 
	Performance objectives are set through open argument between the supervisors and the appraisals at the commencement of the performance management cycle (January to December). In order to clarify objectives and output expectation and enhance performance, progress is monitored frequently and feedback from staff and supervisors is collected.

6.2 Uses of Performance Appraisal System at AMG
There are some purposes for which the performance of employees are appraised in AMG and their description is given below

Development 
Basis of Reward Allocation 
Motivation 
Legal Compliance 
HR Planning 
Communication 
Compensation

Figure 8: Uses of PA System at AMG.
· Development 
	Performance appraisal system at AMG can help to evaluate the results of the training programs by determining which employee needs more training. It encourages supervisor to assist employees by observing subordinates and helps the subordinate-supervisor-counseling relationship. 
· The Basis of Reward Allocation 
As the source of reward allocation, it is being use. It helps the organization to come in a decision about who gets a pay rise, provide a valid ground at the time of promotion and other rewards. 
· Motivation 
People of AMG motivates for the presence of a well-designed evaluation system. It develops a sense of responsibility, encourages initiatives and encourages performance development in the future. 
· Legal Compliance 
Legal justifiable reason for promotions, transfer, discharge, and rewards are served by performance appraisal.
· HR Planning 
Valuable contribution to skills inventories and human resources planning is served by performance appraisal. For the record and succeeding process, when all the functional heads complete the whole procedure of evaluation then they send it to the HR Department. 
· Compensation 
Regarding evenhanded monetary package, it provides information that can be used to determine what to pay and what will serve. IPM indirectly decides how much pay rise one is going to receive on the base of performance of the Supervisor awards Individual Performance Multiplier (IPM). 
· Communication 
Regarding job-related issues an ongoing discussion between superior and subordinate occurs on the basis of evaluation. Through interactions between the parties, they get to know each other better. Emphasis is provided in AMG on this aspect.

6.3 Performance Appraisal System at AMG
	AMG has three functional sub-department of the HR Department and those are HR Development, Administration and Industrial Relation. Under the operation of the whole HR Department, performance appraisal is conducted here. Performance appraisal is used as a tool for measuring willingness for the next position and it is also related with compensation & training. For conducting the appraisal, AMG has divided its total employees into two categories. 
(1) Management Employees. 
(2) Non-Management Employees. 

Management employees are also divided into the director, manager and an officer. Their appraisal procedure is given below. Including with the review option, all appraisal process has been conducted once in a year. 

Non-Management 
Employees 
Management 
Manager 
Immediate Supervisor
Supervisor
Second Level Supervisor 
Staff
Sales Force
Office Based Officer



Figure 8: Classification of Employees from the Point of View of Performance Appraisal.

6.3.1 Manager’s & Supervisor’s Appraisal Process in AMG.
	On behalf of mangers and supervisors’ appraisal process, AMG used a standard performance appraisal form that is known as “Performance Evaluation Form” (PEF) followed and practiced by all functional departments of AMG. Apart from that they followed the talent review or succession planning process for top executives through this appraisal process. Overall they followed the whole process of Forced Distribution Method, Management by Objectives and Electronic Performance monitoring method.  For the alignment of current and future business challenges, Performance Evaluation Form (PEF) is an important step to identify and realize personal opportunities for development in the effort to engage and enable employees. 
	In order to have a sound process for measuring performance which is critically construction, AMG values the "Pay for Performance" approach. For defining, measuring, review, and reward employee performance, the tools included in AMG's PEF program are used for designed. The process includes identifying leadership essentials, setting objectives, performance measurement and behaviors for each essential and periodically reviewing progress. 
	Development Plan is another important component of PEF system. Relating to the both current role and to career aspirations, development plan contains the review and identification of developmental objectives. For using and storing the data of PEF to enforce throughout AMG, the following guidelines have been utilized for implement: 

· Employee gets opportunity to track and monitor their improvement skills against their yearly development plan and objectives. 
· AMG's compensation process is feed by the annual review portion of the form as a capricious for both salary and bonus increases. 
· To allow AMG Management to predict the future talent requirements of the conglomerate and to supply feedback to the employee on their profession development, the information form may be used in the talent review process.
· In accumulation to that record, security guideline is present for the protection of the privacy of both employee and employers during the appraisal process. 
· Immediate supervisor and second level supervisor also get help from PEF about how the apprehensive employee can conquer from any deficiency and to offer their view to the general process of appraisal substance.  

The PDP Form consists of 8 sections. They are explained below: 
	‘Part A – Personal Information’ which is filled by the concerned employee. It basically consists name & Employee ID, Designation, Supervision, Designation of Supervision, Department, Performance Evaluation Period and Date of Joining. Reason for this part is to identify the employee, his position in the organization and for how long he is serving to the organization. 

	‘Part B – Accomplishment of Targets’ which is filled by appraising and finalized after discussion and mutual agreement with a supervisor. This criterion involves the targets to be achieved, task/activities to achieve that target, time frame or how much time consist to achieve a target, weight and whether the target is achieved or not or else it is partially achieved. It is to be noted that there should be a percentage used to fill up the weight portion and “Yes/Partial/No” Achieved portion. If the target is achieved then employee need to provide 100 marks or 100%; if not achieved then put 0 or “No achievement” and if it is partially achieved then put 1-99 on the basis of achieved percentage. Moreover, if any target is not achieved or partially achieved them employees need to provide a valid reason of it in the blank portion. 
	There is another portion of this criterion which consults about the additional target of the organization if the organization has extra targets with their basic ones. This system is the same as the basic target achievement of the company. 

	‘Part C – Performance Criteria’ which is filled by the supervisor by putting a tick in the appropriate column. Here the supervisor first evaluate each business competencies, noting results in Parts A and B of the PEF Form, and then decide for the action plan in Part D. It is important to note here that the manager's overall evaluation of an employee's, performance will be essential, but it is not the only element in making compensation decisions.
Business competencies basically include the employee’s business commitment, leadership, managing performance, initiative, job knowledge and quality of work. The supervisor will rate within five Likert scales and those are Outstanding (consistent exceed the expectation), Very Good (Delivered more than 100%), Good (Delivered 100%), Acceptable and Below Expectation. 
	Another portion of this criterion which is also filled by the supervisor after discussion with appraising is about the perceived development needs. It will include in which areas to be improved, the action required for improvement and person responsible & Deadline of the concerned employee. 
	‘Part D – Action Plan for Next Year’ which is agreed upon by both appraise and supervisors to develop skills, knowledge, and behaviors that will enable an employee to be prepare them for future roles to which they aspire for and successful in their current position. In this part, they prepare how to tackle development needs and stare at how they can persuade their strengths to accomplish their current goals. 
This part includes targets for next year, task/activity, weight (need to put percentage), required support and Deadline. 
	‘Part E – Overall Performance’ which is determined by the immediate supervisor based on “Score Sheet” by putting a tick in the appropriate box. Here also immediate supervisor will rate the concerned employee within five Likert scales and those are Outstanding, Very Good, Good, Acceptable and Below Expectation. 
	Based on the performance of the concerned employee, the immediate supervisor will judge the overall performance of him/her. This rating will determine the performance level of the concerned employee for achieving the target in the organization. 
	‘Part F – Immediate Supervisor’s comments’ where an immediate supervisor will provide his feedback to the overall activity of performance of the concerned employee and give advice if any dispute is seen by him/her and show ways about how to overcome from it. The immediate supervisor will put his signature here with the date as approval. This part basically concerns about how an employee can develop his skill and can achieve organization target in a productive manner. 
	‘Part G – Second Level Supervisor’s assessment & comments on the overall rating of “Part E” ’ where  second-level supervisor will measure the overall performance of concern employee and also look to the rating scale of Part E. After doing all these measurements, then he will provide his final decision for the betterment of employees. Here also second-level supervisor will put his signature here with the date as approval. 
	‘Part H – Employee’s comments’ consists of employee opinion regarding the whole process of appraisal content. This part basically wanted to know does employee face any difficulty while going through the whole process or they even face any biases from their supervisor. Moreover, the employee can also provide ideas about how to overcome from any deficient which will help them to accomplish any target of the organization.   
	However, this review does not impact the compensation of the concerned employee. In addition to that PEF process, manager and above have to pass under 270-degree feedback systems. They don’t include a customer feedback process because it is time-consuming as well as expensive. Moreover, one employee performance can vary from one customer to another if they go through too many customers from morning to night in a single day. 
	When the whole process is complete then original copy need to send to the HR of the organization for his verification and another copy need to preserve with respective department file in the organization. 

6.3.2 Non-Management Appraisal Process in AMG.
	The rating system is used for the appraisal process of non-management employee’s. From beginning to end participatory manner is used in this appraisal which is a formal process being conducted. Rather viewing it as an annual occurrence, it represents an efficient perennial process. Both supervisor and supervisee talk about targets to be accomplished in the existing year and allocate communal expectations at the initial stage of the performance year. Action plans are developed and objectives are set in this stage. The supervisor furnishes performance feedback to the employee during the particular year. In correlation with the job performance, supervisors observe the pattern of behavior of the subordinate. Follow-up, observation, providing necessary support, counseling, mentoring and coaching all these includes in a process. Manager’s timing of appraisal is the same to non-management employee’s appraisal. 
	HR verifies and processes all appraisals and communicates with the concerned employees in writing about the appraisal termination. With the concerned with the line manager and solved the problem immediately it has been discussed at any inconsistency.
	The traits that have been focused in the Office-Based Officer’s Appraisal System in both cases that are knowledge/experience relating to the job, self-expression writing, self-expression speech and application of intelligence, reliability, use of inventiveness and relationship with superior, leadership qualities, co-operation with colleagues and success in the delegation. Performance is measured after evaluating the mentioned adjectives. Evaluation is done on a six-point scale Outstanding, Good, Average, Poor, Unsatisfactory and +/Last on each of the items in this case.
	The adjectives for measuring the performance of sales force In the “Sales Force Officer’s Appraisal System” are considered: target achievement (give percentage if available), market knowledge, product knowledge, selling skills (detailing, listening and choosing), customer relations (doctors, chemists etc), achievement of work designed (doctors, chemists calls), knowledge of competition, ability to organize work, quality of reporting, initiative, attitude towards superiors and colleagues, maintenance of MSL and call planners, active participation in conference and meetings, trustworthiness & integrity, effective utilization of promotion materials, and attention to safe working. Adjective scale rating is used under this category. Here evaluation is done on a point scale of Outstanding, Very Good, Good, Average, Marginal and Unsatisfactory on each of the items.
	Office-based and sales force employees’ appraisal system varies than non-management staff. Non-management staff (i.e. sweeper) is under of the confidential secretary of non-management staff appraisal system. 

Mainly two issues are considered in the case of staff appraisal system: 
(1) Individual record: following items considered discipline, reliability, leave record, monthly medical visits, leave availed and so on which is based on individual record
(2) Performance: knowledge of job, tidiness, accuracy, tidiness, work speed, dependability, adaptability, responsibility, attitude toward others, leadership, health & safety awareness, leadership; all these are considered in case of evaluating performance. 

	To assess annual job performance of each and every non-management staff, AMG management maintains “Annual Confidential Report”. Evaluation is taken place for job performance appraisal of non-management staffs at the end of each financial year. Every departmental head put their remarks about the individual's job performance and efficiency in the “Annual Confidential Report”. Adjective rating scale method is used in non-management staff as well. Here evaluation is done on a five-point scale – Very Good, Good, Satisfactory, Poor, and Very Poor; on each of the items.

6.4 Evaluation Period in AMG.
	In case of all employees other than workers, the evaluation period of AMG is from 01 January to 31 December. For the workers of AMG, the appraisal period basically is from 01 July-30 June. The employees need to set their aim for performance appraisal system within the month of February.

6.5 HR Actions.
	In writing about the appraisal outcome, Human Resources department verify and processes all appraisals and communicate to the concerned employees. Inside the procedure, those are discussed with the concerned line manager and will be solve immediately when inconsistencies are detected regarding appraisals.


6.6 Strengths and Weakness of Performance Appraisal of AMG
Strengths of Performance Appraisal of AMG
Some of the mentionable strengths of the performance appraisal system of AMG is found out through this research are given below

· Uses of Appraisal Method: AMG use the most effective MBO method, in the objective formulation process of both appraisers and appraises who are actively involved, and they also concur on the character of performance consideration for example, which sort of measurement will be used to estimate success and failure. 

· Regular Appraisal System: The employees always remain cautious to perform well as AMG conducts performance evaluation regularly. 

· Employee Motivation: It results to be functional in analyzing and development of employees as it is very systematically used in promotion decisions as well as compensation and reward decisions.

· Different Rating Forms: AMG believes there should be different appraisal system as an organization needs different types of employees for several activities. People in the management, workers, and officers are bound to differ in respect to qualification, work style, educational background, and demographic distinctiveness. The concept gives better justice and is pretty logical to understand. 

· Accomplish the Requirements of Established Criteria: It fulfills the criteria of relevance for example, able to imitate the difference between low and high performers and practicality, for example measure of performance is related to the actual output as logically as possible, sensitivity, and it is measurable (in most of the cases). 

The weakness of Performance Appraisal of AMG
Some of the mentionable weakness of the performance appraisal system of AMG as found out through this research is given below
· Lack of Periodic Review: To obtain accurate feedback and provide guidelines for problem-solving, the performance review should be periodically monitored. It should not be observed only for once a year. 

· Complexity in Collection for Final Grade: The overall grading is done For officers’ performance evaluation based on the frequency of occurrence tick marked in a precise column. There is no value of the second highest or third highest rate. There is possibility to be biased for the raters. 

· Use of Many Qualitative Factors: Raters as well as rates were not spelled to many of the elements and trait’s specific measuring standards. It is impossible to determine factors like dependability, initiative, attitudes etc. There is possibility of personal error which can be provided by this. 

· Complication of PEF Form: after receiving from the global corporate headquarters, the PEF format has been introduced. AMG did not participate when this system is developing, so the format does not match with the understanding and level of knowledge of the present employees. 

· Lack of legal security: In some organizations, the rater has to give at least two written warnings before providing any employee extreme low rating. But there is no such provision in AMG and as a result, it may not be legally defensible. 

· The Scope of Personal Biases: There is a chance for leniency or harshness error as in AMG raters has the liberty to grade any number in any grading.

· Lack of Knowledge of Lower Level Employee: Lower level employees of AMG are not very much skillful to fill up the PEF form. Some of them even don’t understand the importance of this appraisal. In the result, they rate the concerned employee randomly without proper justification and knowledge of the whole process. 














Chapter 7
Findings & Analysis




7.1 Analysis and Interpretation:  of Collected Data from Respondents
	A broad analysis of the collected data through the questionnaire is shown below for analyzing AMG’s performance appraisal

7.1.1 Determination of Appropriate Respondent
· Findings: Formal appraisal tools are being use in AMG to appraise employee performance.


· Interpretation: 
	There is either a rater or rate in every respondent. The action plan of the result of the whole process of performance appraisal will be explain by the rater. Feedback will be provided by them on how to overcome from disputes and to lessen ineffectiveness in the organization. How they can achieve the goal within a perfect time and in a productive manner will also be clarify by them. Opinion as well as a decision for the future betterment of the organization will be provided by the immediate and mid-level supervisor while they go through the whole process but top management will give the final result. In AMG, the final decision can only be taken by top management and their decision will take place in the organization. But top management will also look over to the opinion of the supervisor and if he found it fine for the organization then he will implement their ideas in the organization.

7.1.2 Determination of Objectives of Performance Appraisal
Findings: Performance appraisal is indirectly linked with to know about training, promotion, helps to improve employee quality and lastly boost up motivation strategy and directly linked with reward allocation. 



· Interpretation: 
	The purpose of performance appraisal system is fulfill by the all options are given in the questionnaire. However, reward allocation gets 6/7 preference as in AMG performance appraisal is mostly used for this purpose. 4/7 preference given by respondents to the identification of training needs, 2/7 to facilitation for transfer, promotion or termination and quality improvement for the employee. 3/7 preference is given by respondents to the motivation of new and existing employees in the organization. 

7.1.3 Types of Performance Evaluation Techniques Used by the Organization

· Objective: Helps to find out the uses and types of performance evaluation techniques in case of different graded employees at AMG.  

· Findings: Both managerial and executive level of all employess is conscious about techniques used for evaluating their performance. The performance of AMG appraises in different ways for different category employees. AMG uses MBO method For managers and above; whereas they use rating scale method for rest which is made in the combination of result based and trait appraisal. 
· Interpretation: AMG believes there should be different appraisal system for different employees as an organization needs different types of employees for several activities. People in the management, worker and officer are bound to be separate with respect to qualification, work style, educational background, and demographic characteristics. 

7.1.4 Determination of Who Are Related With Appraising system
· Objective: Figuring out who is connected with appraising system. 
· Findings: Ratings can only be done by the immediate and mid-level superiors and the peers or subordinates don’t have any provision of rating. 
· Interpretation: AMG confined their appraising system within the determination to maintain good communication between immediate superior and subordinates. There is interconnection between immediate superior and subordinates as both effort for achieving organizational and personal goals. 

7.1.5 Need for Continuous Performance Review Over the Year
· Objective: To determine the frequency of the Performance appraisal in the organization in an evaluation period. 
· Findings: It is hardly observed even though there is a provision of periodic review. 93% of departments reviewed their performance yearly. Only 7% of departments in AMG quarterly reviewed their performance. The management desires that it should be done bi-annually in a typical year. 


7.1.6 Traits used to evaluate the performance

· Objective: Which traits should give more importance and vice versa for doing appropriate performance appraisal. 
· Findings: Based on different job criteria there is variation for using traits for appraising performance. 15% give emphasis skills and experience and 10% give emphasis ability and job knowledge. Highest emphasis is provided to performance which is 50%. 



· Interpretation: AMG believes that an organization needs different types of employees for several activities. People in the management, worker and an officer are bound to differ in respect to qualification, work style, as well as evaluation traits based on their different job criterion. 

7.1.7 Determination of Challenges and Overcoming of those Challenges.
· Objective: To figure out shortcomings of the total appraising system process. 
· Findings: Everybody among respondents avoids this question that they do not face any challenges while implementing the appraisal process. Most of the answer to this question is undecided and others just directly strongly disagree with it. 

7.1.8 The Effectiveness of Periodic Review in the Organization.
· Objective: To identify about the implementation of feedback interview and its collision on the performance interview. 
· Findings: By the raters interview pattern is implemented during their performance review interview found out from the survey which is given below. 



· Interpretation: 73% of respondents find that they only listen to their boss’s advice and tell their superiors about their problem. But problems are not solved. Whereas 33% feel that their bosses’ show them the way of solving problems.  

7.1.9 Assessing the Effectiveness of Performance Appraisal.
· Objective: To discover the effectiveness of performance appraisal system for example-whether employees are satisfied or not. This will motivate them to work harder. 
· Findings: In response to the query, 50% agreed, 29% strongly agreed and 21% disagreed. 



· Interpretation: This question is asked to find out true satisfaction or motivation level. 21% of the employees said that the appraisal system does not convince them to work, so it can be said that people still need some tangible upshots from appraisal system.  

7.1.10 Necessity of Performance Appraisal.
· Objective: To figure out regarding the level of performance appraisal at AMG base on employee perception. 
· Findings: 100% of the respondent believes that performance appraisal can play an effective role to improve the business condition of an organization. 
· Interpretation:  All most all the employee perceive that performance appraisal would directly convince employee in working harder which results in high productivity of the company. 

7.1.11 Number of Male-Female Candidate in AMG for Performance Appraisal.
· Findings: Though this organization is respectful to the women, most of the employees of this organization are male as it is told that major work sites of this organization are in the outside as this is a development organization. 


7.1.12 Decision taken for Performance Appraisal.

· Findings: Employees who are competent enough have the opportunities to express the ideas regarding the changes but in more cases, the decisions are taken by the top management and the average employees are not permitted to express their suggestions for the necessity of the changes.





7.1.13 Explanation of Performance Appraisal System.
· Findings: All are aware of the appraisal process from the managerial level. On the other hand, an idea is given through mail/induction to the executive level. However, the appraisal system is not clear to immediate supervisor as this level appraisal depends on them.

7.1.14 Determine the Strength of Performance Appraisal System.
· Findings: 10% of respondents believe that main strength of this system is to help out in identifying deficiencies, 35% think that it provides a valid ground for determining incentives, whereas 55% think that it helps to identify achievements. 



7.1.15 Action by HR after Identifying Poor Performers.
· Findings: When poor performers are identified after doing performance appraisal in the organization then they are given necessary training to improve their performance and skill. 
7.2 Summary of Major Findings: 
	Considering it to be one of the most important aspects of the HR department, AMG has given due importance in designing and implementing performance appraisal system. Some important facts are given below as Findings of the full research after analyzing the primary and secondary data regarding the performance appraisal system of AMG, and owing to the researcher’s experience in the organization. 

1. AMG appraises the performance of its different category employees’ in different ways. Three types of classification are made for the purpose of performance appraisal system Manager, Supervisor, and Non-Management employee group. 
2. At the end of the year 2001, The PEF format has been introduced at this organization and since then only once a formal briefing and presentation has been given for employee. A formal briefing on this has been given to the concerned employee currently at the time of orientation of managerial position. Whereas, there is no such induction process for introducing performance appraisal system in the case of executive/officer position, so 80% of this level employee does not have any clear idea about this process. 
3. By seeing the pay rise they make an assumption about the overall rating which is even not properly accurate but in reality most of the employees did not know their last year overall rating.
4. Many attributes and traits specific measuring standards were not spelled to the raters as well as rates. 
5. Most of the raters do not maintain any log to record employees any positive or negative behaviors so there is a chance of recency error and the high possibility of biases. 
6. Though there is a provision of periodic review but it is barely observed. The management requires it should be done bi-annually typically in a particular year. 
7. Ratings can only be done by the superiors and the peers or subordinates don’t have any condition to provide ratings. 
8. AMG is able to reflect the differences between high and low performers from the measurement of performance. 
9. Maximum decisions for the implementation and outcomes of performance appraisal is taken by top management; others can only provide their opinion but can’t take the necessary measurement until getting permission from top management. 
10. The existing link between rewards: 

a. Performance appraisal system is measured throughout the process for promotion readiness of employee. One will not be promoted whatever may be the level of achievement the employee have even though there is an opportunity for promotion and employee is ready for the position. 
b. There is a linkage with the rating obtained from the performance appraisal system for AMG eligibility for an individual performance enticement. Employee will receive less incentive if the organization does not achieve the targeted revenue which they expect from the employee. 
c. If someone receives extreme low ratings then sometimes he is tried in other places of working but someone receives consecutive extreme low ratings then termination/separation from service is measured. 
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8.1 Recommendations and Implementation Plan.
	Base on the analysis and Findings drawn, I place some recommendations which I feel that it will be better for AMG and those are given below
1. In order to make the system fair and unbiased AMG should eliminate personal biases from the system as soon as possible. 
Implementation Plan: 
To diminish ‘Recency of Events’ error, besides using MBO for managerial grade employee, for example maintaining a log of records of positive and negative behavior, raters may use the Critical Incident method or irregularly scheduled evaluations. Moreover, for alleviating leniency and harshness error the management of AMG should plan a comprehensive training program; follow the program conscientiously and taking experts into consideration.
2. AMG should not view the evaluation in a constant process; not for as simply as once a year completion of rating forms. 
Implementation Plan: 
AMG should periodically hold a feedback evaluating interview with each subordinate in order to set objectives for the upcoming period and to discuss his/her appraisal. Raters and rates should be ready to argue about the employee’s past performance against the objectives for the period and prepare for the meeting. In order to improve the employee’s future performance, satisfaction, and personal development, the rater should put the employee at ease and highlighting that the interview is not a disciplinary session, but a time to review past work. The rater should ask the rate to do his/her own evaluation on a cyclic basis; encourage the rates involvement and self-review and evaluation. The final aspect of the interview should spotlight on future objectives & personal goals and how the superior can help the employee to achieve organizational target. 
3. Only the supervisors of a particular employee appraise his/her subordinate’s performance and biases can occur in this process as per to the appraisal system in most of the cases. 
Implementation Plan: 
AMG can appoint employees in the HR department to solve these types of problem who will observe the performance of employees’ on regular basis. 

4. For the better ongoing process of evaluation system, the management of AMG should definitely ensure that; employees should feel that this is a fair way to evaluate the performance and must understand it.
Implementation Plan: 
To ensure for the ongoing process of evaluation system, AMG may form a committee, which should study the rating forms and by avoiding unnecessary complexity, it should be make as simple as possible. 
5. The rate for performance outcome should be standardized in case of using the graphics rating scale. 
Implementation Plan: 
For rating ‘outstanding’ to ‘poor’ a clear standard should be introduced and make understandable by the management committee. 
6. After receiving from the global corporate headquarters, the PEF format has been introduced. AMG did not participate in developing this system; so the format does not match with the level of understanding and knowledge of the present employees. 
Implementation Plan: 
A customization should be done in the format to appraise employees more effectively.

8.2 Conclusion.
	Performance appraisal is a human resource management process by which the organization can determine how effectively the employees are performing the job. With a view to identifying weakness and strengths as well as opportunities for improvement and skills development, it takes place mainly for managerial employees.  Within such a limited time frame, it is very difficult to provide a complete remark after conducting a research. However, it can be said that the appraisal system of AMG is a modern and well worked out system with a little room for improvement here and there as per the survey analysis. There is a mixed feeling existing in the organization, the raters feel the system is very well conducted whereas others feel it that it needs some improvement. The system will be a defensible one and people of AMG will be more satisfied ultimately contribute better in achieving the corporate goal in the gray areas of the system that are identified in research if taken care. Many of the problems with the performance appraisal system are known and inform to senior management. They are consciously viewing of making some modification in the system. The change will be integrated by the upcoming few years.
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Appendix
Appendix-A
Questionnaire 
Amin Mohammad Group 

Dear Sir, 

I am a student of United International University of SOBE with major in HRM. I am conducting this survey for the purpose of fulfilling my project based on “An Analysis Of Performance Appraisal System At Amin Mohammad Group”. This questionnaire is part of my academic requirement and it will only be used for academic purpose. So, my request is to get all kind of assistance from you to prepare my project. I am assuring you that all your given information will be kept completely confidential and only be used for my project purpose. No information will be disclosed without your permission to any other source. 

You are requested to put tick marks to the options (Both in Box and requirements) and provide detail information where necessary.

1. Does your performance appraised go through formal performance appraisal tool? 
a) Yes                            b) No                      c) Both Formal & Informal.  

2. What are the basic objectives for doing performance appraisal in your company? 

	Reward allocation
	

	Identification of training and development needs
	

	Facilitate promotion, transfer and termination decisions
	

	To improve employees skills & ability
	

	To Motivate New & Existence Employee. 
	





*If other, then mention about it in above blank space


3. Who does evaluate the performance of employees? 

	Immediate supervisor
	
	Self
	

	Peer
	
	Subordinates
	

	Rating Committee
	
	360Degree Feedback (supervisor, peer, customers)
	


* If other, then mention about it in above blank space


4. How frequently you do the evaluation? 
a) Weekly            b) Monthly               c) Quarterly                  d) Yearly 

5. From the following, what are the performance evaluation techniques used by your organization to appraise performance? 
	Graphics Rating Scale [a scale that lists characteristics (such as quality) and a range of performance values (from unsatisfactory to outstanding) for each trait] 

	

	Alternation Ranking Method (Ranking employees from best to worst on a particular characteristic, choosing highest than lowest until all are ranked) 
	

	Paired Comparison Method – [For every trait (such as quantity/quality of work) need to pair and compare every subordinate with every other subordinate] 
	

	Forced Distribution Method – (a fixed percentage of rates are placed in various performance categories) 
	

	Critical Incident Method – (keep a record of positive and negative examples of a subordinate’s work linked with behavior) 
	

	Behaviorally Anchored Rating Scales – (Numerical rating scale for particular behavior) 
	

	Management by Objectives (PDP) 
	

	Electronic Performance Monitoring – (Supervisors electronically observe employee’s productivity) 
	



*If other, then mention about it in above blank space


6. What are the qualities you see to evaluate the performance of an employee? 
	Ability 
	
	Experience 
	

	Performance
	
	Job Knowledge 
	

	Production 
	
	Skills 
	



*If other, then mention about it in above blank space


7. Do you face any challenges in the time of appraising performance? If yes, then which of them from the following. 

	Setting standard 

	
	Lacking bare knowledge about subordinate 
	

	Having unclear knowledge about appraisal system 
	
	Legal issue and organizational culture
	

	Lacking proper training 

	
	Recency error/ biasness/central tendency/leniency/strictness 
	





*If other, then mention about it in above blank space.




8. How could you overcome from above-mentioned problems? 

	Understanding the problems and try to solve it through a discussion with employees 
	
	Using the right tool 
	

	
Having proper training 
	
	
Keeping record 
	

	
Controlling external and internal influences 
	
	
Provide feedback on performance, on a daily/ weekly/ monthly basis 
	



*If other, then mention about it in above blank space.


9. My boss can give me any rating he/she wants and there is hardly anything I can do”.

a) Strongly Disagree Strongly 
b) Disagree  
c) Vague
d) Agree  
e) Strongly Agree 
Out of 100%, what would you like to give to each for the above conditions? 
             1                                2                             3                            4                               5
	
	
	
	
	




10. “The method of performance appraisal motivates people to work hard”.

a) Strongly Disagree 
b) Disagree 
c) Vague 
d) Agree 
e) Strongly Agree 
Out of 100%, what would you like to give to each for the above conditions? 

 1                                2                                3                               4                          5
	
	
	
	
	



11. Do you think performance appraisal play as a vital role in improving your company’s present business condition?

a) Yes                            b) No                      

12. In your opinion what are the major strengths of the performance appraisal system of your organization?

a) Help to identify insufficiencies. 
b) Provide valid ground for determining incentives.  
c) Help to identify achievements. 

*If other, then mention about it in above blank space.


13. What will you do after identifying poor performers? 
a) Provide training for improving performance 
b) Reallocate the job 
c) Degrade from the current position 
d) Dismiss them from job 


*If other, then mention about it in above blank space.


14. What was the experience of your interview with your supervisor during the performance objectives review? 

a) Tell and listen 
b) Problem-solving 
c) Listen 

*If other, then mention about it in above blank space.


15. Does your superior or anybody from management explain you in detail about organization’s performance appraisal system? If yes, then how? 
 
16. Do you apply different appraisal form for a different group of employees? If yes, then please explain how do you carry out this? 


Thank you for your Precious Time and Co-operation.

Best Regards,
Nazia Parveen
MOB: 88-01944665126. 
Student of United International University. 
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Appendix-C

Visiting Card of Assistant General Manager (OD) (HR) of AMG
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Departments of AMG


Reception Desk


Marketing & Sales Department





Administration & Business Department


Human Resources Management (HRM).


Procurement Department


Finance & Accounts Department


Documentation & Recovery


















Appropriate Respondent
Series 1	Managers	Supervisor 	4.3	2.5	Column3	Reward allocation	Identification of training and development needs	Facilitate promotion, transfer and termination decisions	To improve employees skills 	&	 ability	To Motivate New 	&	 Existence Employee	Column1	Reward allocation	Identification of training and development needs	Facilitate promotion, transfer and termination decisions	To improve employees skills 	&	 ability	To Motivate New 	&	 Existence Employee	Column2	Reward allocation	Identification of training and development needs	Facilitate promotion, transfer and termination decisions	To improve employees skills 	&	 ability	To Motivate New 	&	 Existence Employee	6	4	2	5	3	Frequency of Performance Appraisal Technique
Column3	Weekly(0%)	Monthly(0%)	Quarterly(7%)	Yearly (93%)	0	0	7.0000000000000021E-2	0.93	Importance of Traits related to 
Performance Appraisal System 
Sales	Performance(50%)	Skills(15%)	Ability(10%)	Job Knowledge(15%) 	Experience(10%) 	0.5	0.15000000000000024	0.1	0.15000000000000024	0.1	Interview Pattern Conducted by Raters
Sales	Listen(73%)	Problem Solving(33%)	0.73000000000000065	0.33000000000000435	Showing the Effectiveness of 
Performance Appraisal
Series 1	Strongly Disagree(0%)	Disagree(21%)	Undecided(0%)	Agree(50%)	Strongly Agree(29%)	0	0.21000000000000021	0	0.5	0.29000000000000031	No.of Male 	&	 Female	Male(70%)	Female(30%)	0.70000000000000062	0.30000000000000032	Taking Decision
Series 1	Top Management(80%)	Competent Employees(20%)	Average Employees(0%)	0.8	0.2	0	Strength Of Performance Appraisal System	Help to identifying deficiencies(10%)	Provide valid ground for determining incentives(35%)	Help to identify achievements(55%)	0.1	0.35000000000000031	0.55000000000000004	image2.png
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Performance Evaluation Form

Part-A: Personal Information (To be filled by concern employee)

Name & Employee ID: Department:

Designation: Performance Evaluation Period: 2016
Supervisor: From: January To: December
Designation: Date of Joining:

Note: Before completing this format please go through the instruction sheet carefully.

Part-B: Accomplishment of Targets
(To be filled by appraise and finalized after discussion and mutual agreement with supervisor)

S Time : Achieved
Targets Task / Activity Weight -
Frame Yes Partial No
1 (put percentage) (put 100 marks (put 1-99 on the (put 0 for no
5 for 100% basis of achieved achievement)
achievement) percentage)
2 (put percentage) (put 100 marks (put 1-99 on the (put 0 for no
2 for 100% basis of achieved achievement)
achievement) percentage)
3 (put percentage) (put 100 marks (put 1-99 on the (put 0 for no
4 for 100% basis of achieved achievement)
achievement) percentage)
4 (put percentage) (put 100 marks (put 1-99 on the (put 0 for no
o for 100% basis of achieved achievement)
achievement) percentage)
5 (put percentage) (put 100 marks (put 1-99 on the (put 0 for no
g for 100% basis of achieved achievement)
achi 1t) per

If any target is partly or not achieved, please specify reasons:
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Performance Evaluation Form

Additional Targets & Achievement: Aokileved
(It will be considered if all of the set targets are achieved at 100%)
Targets Yes Partial No
(put 100 marks for (put 1-99 on the basis of (put 0 for no
100% achievement) achieved percentage) achievement)
(put 100 marks for (put 1-99 on the basis of (put 0 for no
100% achievement) achieved p tage) hi t)

Part-C: Performance Criteria (To be filled by supervisor by putting tick in the appropriate column)

Outstanding | Very good
Business Competencies | (Consistently | (Delivered more .  Acceptable
- ‘ -exceed the ; (Delivered 100%)
L than 100%) . (,
expectation)

1. Business commitment

2. Leadership

3. Managing performance

4, Initiative

5. Job knowledge

6. Quality of work

Perceived Development Needs (To be filled by supervisor after discussion with appraise)

Areas to be improved

~ Action required for improvement

 Person Responsible & Deadli

Part-D: Action Plan for next year (To be agreed upon by both supervisor and appraise)

Targets for Next Year Tasks / Activity | Weight Required Support | Deadline
Il (put percentage)
2: (put percentage)
3. (put percentage)
4, (put percentage
9. (put percentage
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Performance Evaluation Form

Part-E: Overall Performance
(To be determined by immediate supervisor based on “Score Sheet” by putting tick in appropriate box)

Outstanding Very good Good Acceptable Below Expectation

Part-F: Immediate supervisor’s comments

Signature, date

Part-G: Second level supervisor's assessment & comments on overall rating of “Part E”

Signature, date

Part-H: Employee’s comments (on overall appraisal content)

Signature, date

Action:

e  Send the original copy to HR
e  Preserve a copy with respective department File
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Human Resources
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