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Conclusions
· present Performance Appraisal System is providing an opportunity for each employees to have understanding of his reporting officer’s expectation from him to a considerable extent only. It shows that employee’s of IAL are clear about their predefined objective(s) which they have to attain in course of their work period.

· Performance Appraisal is helping  the IAL employees to identify their strengths and weaknesses to a considerable extent only. Based on these views we can conclude that Performance appraisal has become almost significant and indispensable tool for all the organization irrespective of the operations into which it is.

· Performance Appraisal is providing an opportunity for self-/review and assessment to a considerable extent. Thus it can be concluded that  employees are able to assess their own achievement for a particular financial year and the same they are able to put forward to the reporting officer, so as to consider all their achievements, restrictions.

· Performance Appraisal assessment of each employee focuses on the personality factors and attributes required for current job. Thus , it is a good feature of appraisal system at IAL.

· Performance Appraisal is ensuring  feedback to the employee’s to some extent Thus IAL should provide constructive feedbacks are given to the employees and it should  be devoid of  severe criticism, suppression or domination.

· Appraisal system is providing an opportunity for a discussion between the appraiser and appraise on the expectations achievement, failure, constraint and improvements required.to a considerable extent . Therefore we can conclude that  IAL is very much concerned in understanding their employees.

· Performance appraisal system encourages open communication between appraiser/appraise through performance review discussion to a considerable extent which exhibits a good picture about IAL. 

· The appraisal system has a scope for correcting the biases of reporting officer through review process to some extent only . It means to large extent bias is their while rating an employees performance. If  IAL truly wants to boost the morale of the employee then it should appraise the employee’s without any favoritism.

· To little extent periodic orientation programmes are conducted to explained the details of the appraisal system.A ideal appraisal system should conduct orientation programmes to explain the details of the appraisal system .

· Only to some extent performance review discussions are conducted in a satisfactory manner. The system needs lot of improvement so that the employee’s get satisfied and accomplish the objectives been set by their superior officers. 

· HRD Department follows up seriously the training needs identified during the appraisal process to some extent. The IAL should see that whatever improvement (training & development) is needed for an employee should be followed up after the appraisal process.

· Only to some extent efforts are made by appraiser to be objective in the appraisal. They feel that the present PAS  was :(a)Inaccurate (b) subjective (c) biased. Objectivity should be ascertained in the assessment  of the performance of the officers reported upon by his superiors by adopting the following measures:

1. Laying down the criteria and standards for assessment by the superior officers in respect for each attribute in the PA form.

2. The reporting officers should support their assessment with reasons and fats raher than making mere statements.

· Appraisal data is used by HRD department for Judgmental/developmental decisions like pay only to some extent.

· Appraisal data is used by HRD department for Judgmental/developmental decisions like promotion only to some extent.

· Appraisal data is used by HRD department for Judgmental/developmental decisions like termination only to some extent.

· Appraisal data is used by HRD department for Judgmental/developmental decisions like Human Resource Planning   to a  considerable extent.

· Appraisal data is used by HRD department for Judgmental/developmental decisions like Career Planning only to some extent .

· Appraisal data is used by HRD department for Judgmental/developmental decisions like performance improvement only to some extent. 

· Appraisal data is used as inputs for recognition and encouragement of high performers and desirable behaviour only to some extent. Thus we can construe that the appraisal process is carried out just perfunctorily, and the data thus collected is not used or treated in the further improvement of the employee’s or helping employees in modifying their behaviour.

· Performance review committee is not doing  thorough job of reviewing . There is no periodic orientation programmes which is conducted for the employee’s growth and development. Once the data has been collected from the employee’s the reporting officer just forward it to the training and development department without commenting much upon the employees work (adverse or good) , thus the officers will try to play safe by giving average rating both for above average and below average employee 

· Appraisal facilitates growth and learning in this organization to some extent only. They are just been made to do monotonous work daily, which makes their work lethargic and demotivates them.

· Increasing the frequency of appraising your performance will help in making the overall appraisal exercise more objective/accurate to some extent only. They feel that the error is in system and increasing its periodicity will help in no way to improve the existing system. The system can be made better if and only if the employee’s appraisal is devoid of bias.

· performance appraisal record is made known to the employees. The employees should be allowed to speak out the factors which facilitates and which hinders their working environment.

· The performance is assessed on the basis of key performance area only to some extent. KPA is the only basis, which reflects the true potentiality and capability imbibed in an employee.

· Only to some extent the performance appraisal process interacts with the human resource development process: Role Analysis.

· Performance appraisal process interacts with the human resource development process: Performance Planning.  

· Performance appraisal process interacts the HRD process: Performance Analysis And Review.

