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ABSTRACT 
 

Performance appraisal and bonus payment are important components of human resource management that help 

organizations evaluate employee performance, recognize achievements, and enhance motivation. This study 

examines the effectiveness of performance appraisal systems and their relationship with bonus payment practices 

in organizations. The research aims to identify employee preferences regarding appraisal methods, assess their 

level of satisfaction with existing appraisal systems, and understand how performance-based rewards influence 

employee motivation and productivity. The study was conducted using a descriptive research design, and primary 

data were collected from 150 employees through a structured questionnaire employing rating scales and Likert 

scales. The findings indicate that most employees prefer appraisal systems that combine both qualitative and 

quantitative performance measures. A majority of respondents believe that performance appraisal helps identify 

strengths and weaknesses, supports promotion decisions, and provides opportunities for performance 

improvement. The study also reveals that employees expect fairness, transparency, and objectivity in appraisal 

and bonus payment processes. While many employees are satisfied with the current system, some respondents 

expressed dissatisfaction and indicated a willingness to seek better employment opportunities if appraisal and 

reward mechanisms are perceived as unfair. The study concludes that an effective performance appraisal and 

bonus payment system can significantly improve employee satisfaction, productivity, and organizational 

performance while promoting a positive work environment and long-term employee commitment.   
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INTRODUCTION 

 
Performance appraisal is a method of evaluating the behavior of employees in the work spot, normally including 

both the quantitative and qualitative aspects of job performance. It is a systematic and objective way of evaluating 

both work related behavior and potential of employees. It is a process that involves determining and 

communicating to an employee how he or she is performing the job and ideally, establishing a plan of 

improvement. 

 

Performance appraisal has two overarching goals: 

 

 To encourage high levels of worker motivation and performance. 

 To provide accurate information to be used in managerial decision making. 

 

These goals are interrelated because one of the principal ways that managers motivate workers is by making 

decisions about how to distribute outcomes to match different levels of performance. 

 

 

RESEARCH METHODOLOGY 
 

Research is a scientific and systematic search for pertinent information on a specific topic. It is an art of scientific 

investigation that involves defining and redefining problems, formulating hypotheses, collecting, organizing and 

evaluating data, making deductions, and reaching conclusions. According to Clifford Woody, “Research 

comprises defining and redefining problems, formulating hypotheses or suggested solutions, collecting, 

organizing and evaluating data, making deductions and reaching conclusions, and at last carefully testing the 

conclusions to determine whether they fit the formulated hypothesis.” 

The present study aims to analyze the effectiveness of performance assessment and incentive payment 

mechanisms and their influence on employees. A systematic methodology has been adopted to ensure the 

reliability and validity of the findings and to facilitate meaningful interpretation of the collected information. 

Descriptive Research Design 

The study adopts a descriptive research design. This design has been selected because it enables the researcher to 

accurately describe the characteristics of the performance assessment system and incentive payment mechanisms 

existing within organizations. It facilitates the collection of information regarding employees' opinions, 

perceptions, and experiences concerning the effectiveness of these mechanisms. The descriptive approach is 

considered appropriate because it helps in understanding the prevailing conditions and identifying factors 

influencing employee satisfaction and motivation. 

Sampling Techniques 

The sampling technique adopted for the study is convenience sampling. Under this method, respondents who are 

easily accessible and willing to participate are selected. The use of convenience sampling is justified due to time 

constraints, accessibility of respondents, and the exploratory nature of the study. This technique enabled the 

researcher to gather relevant information from employees possessing practical knowledge and experience 

regarding performance assessment and incentive payment practices. Therefore, the selected respondents are 

considered appropriate for achieving the objectives of the study. 



AN ANALYTICAL STUDY OF PERFORMANCE ASSESSMENT AND INCENTIVE PAYMENT MECHANISMS 

  

UJLBM │Volume 1 │Issue 4│Oct-Dec 2025                                                                                                                 165 

  

Sample Size 

The sample size for the study consists of 150 respondents. This sample size is considered adequate for obtaining 

meaningful responses and providing a representative understanding of employee perceptions regarding 

performance assessment and incentive payment mechanisms. The responses collected from these participants 

provide sufficient information for descriptive analysis and interpretation. 

Data Collection 

Primary Source 

Primary data for the study were collected through a structured questionnaire administered to employees. The 

questionnaire consisted of close-ended questions based on a five-point Likert scale to obtain information 

regarding employee perceptions, satisfaction levels, and opinions related to performance assessment and incentive 

payment mechanisms. The use of questionnaires facilitated the collection of reliable and standardized responses 

from a large number of respondents. 

Secondary Source 

Secondary data were collected from books, journals, magazines, research articles, company reports, websites, and 

other published sources related to performance management and incentive systems. These sources provided 

theoretical support and background information necessary for understanding the concepts and interpreting the 

findings of the study. Secondary data were used to supplement and validate the information obtained through 

primary data. 

Tools of the Study 

Tool used for data collection 

The principal tool used for collecting data was a structured questionnaire. The questionnaire method was selected 

for the following reasons: 

Respondents were provided with adequate time to furnish thoughtful responses. 

The method was economical and suitable considering the time limitations of the study. 

Five-point Likert scale statements were incorporated to measure the opinions and perceptions of respondents in a 

systematic manner. 

The questionnaire ensured uniformity and consistency in the responses collected from all participants. 

Statistical tools used 

The collected data were organized and analyzed using simple statistical techniques such as tabulation, percentage 

analysis, and graphical representations. These tools facilitated the classification, presentation, and interpretation 

of the data in a clear and meaningful manner. The use of descriptive statistical techniques was considered 

appropriate for summarizing respondents' opinions and identifying trends and patterns associated with 
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performance assessment and incentive payment mechanisms. These methods provide a simple and effective 

means of presenting the findings and drawing meaningful conclusions. 

Percentage Analysis 

Percentage analysis is one of the most widely used statistical techniques for summarizing and interpreting data. 

It facilitates comparison among different categories of responses and helps in understanding the relative 

importance of various factors. Percentage analysis enables the researcher to present the findings in a simple and 

understandable form and provides a basis for meaningful interpretation. 

The percentage method was employed to analyze and interpret the responses obtained from the sample 

respondents and to draw meaningful conclusions regarding performance assessment and incentive payment 

mechanisms. 

 

 

RESULT AND DISCUSSION 

 

Analysis of the Data 

 
Table 1 Table showing age group of the respondents 

 
Age Group No. of respondents Simple percentage 

19-23 

24-28 

29-33 

34-38 

Above 38 

15 

42 

27 

27 

39 

10 

28 

18 

18 

26 

Source: Primary data 

 
Inference 

 

The above table shows that 28% of the respondents are between the ages 24-28,26% of the respondents are above 

38, 18% of the respondents are 29-33 and 34-38and only 10% of the respondents are between the ages19-23. 

 

 

 
Figure 1: Age of respondents 
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Table 2 Table   showing the date of joining of the respondents 

Date of joining No. of respondents Simple percentage 

71-80 

81-90 

91-2000 

2001-07 

03 

15 

30 

102 

02 

10 

20 

68 

Source: Primary data 

 

Inference 

 

The above table 68% of the respondents are joined during 2001-07, 20% of the respondents are joined during 

91-2000, 10% of the respondents are joined during 81-90and 2% of the respondents are joined during 71-80. 

 

 

 

 
 

Figure 2 Date of joining 

 

 

Table 3 Table showing the preference of the appraisal 

 

Preference of 

appraisal 

No. of respondent Simple percentage 

Peers Subordinates 

Supervisors 

15 

21 

114 

10 

14 

76 

Source: Primary data 

 

 

 

Inference 

 

The above table shows that 65% of the respondents prefer supervisor’s appraisal,20% of the respondents prefer 

subordinate’s appraisal and remaining 10% of the respondents prefer peer’s appraisal. 

 

 



AN ANALYTICAL STUDY OF PERFORMANCE ASSESSMENT AND INCENTIVE PAYMENT MECHANISMS 

UJLBM │Volume 1│Issue 4│Oct-Dec 2025                                                                                                    169 

 
 

Figure 3 Peers Subordinates Supervisors 

 

Table 4 Table showing the basis of the performance appraisal 

 

Basis of performance 

appraisal 

No of respondent Simple percentage 

Quality 

Target 

Both 

18 

12 

120 

12 

8 

80 

Source: Primary data 

 

 

Inference 

 

The above table shows that 80% of the respondents prefer both the quality and target for their basis of 

performance appraisal, 12% of the respondents prefer quality alone and 8% of the respondents prefer target 

alone. 

 

 

Figure 4 performance appraisal  
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Table 5 Table showing any gender discrimination 

 

Based on gender, any 

discrimination 

No. of respondents Simple percentage 

Yes 

No 

48 

102 

32 

68 

Source: Primary data 

 

Inference 

 

The above table shows that 68% of the respondents said that there is no gender discrimination and the 

remaining 32% said there is gender discrimination. 

 

 
Figure 5 

Table 6 Table showing appraisal evaluates strength and weaknesses 

 

Appraisal evaluates 

strength and weaknesses 

No. of respondents Simple percentage 

SA 

A 

NC 

D 

SD 

36 

63 

36 

09 

06 

24 

42 

24 

06 

04 

Source: Primary data 

 

Inference 

 

The above table shows that 42% of the respondents agree with evaluating their strength and weaknesses, 24% 

of the respondents are strongly agree with their evaluation, 24% of the respondents given no comment based 

on their evaluation,6% of the respondents are disagree with the evaluation and 4% of the respondents are 

strongly disagree with the evaluation of strength and weaknesses. 
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Figure 6- Factors 

  

Table 7 Table shows appraisal helps in promotion aspects 

 

Appraisal helps in promotion 

aspects 

No. of respondent Simple percentage 

SA 

A 

NC 

D 

SD 

45 

81 

15 

09 

00 

30 

54 

10 

06 

00 

Source: Primary data 

 

Inference 

 

The table shows that 54% of the respondents are agree with the promotion aspects,30% of the respondents are 

strongly agree, 10% of the respondents given no comment and 6% of the respondents are disagree with the 

promotion aspects. 
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Figure 7 Appraisal 

Table 8 Table shows opportunities to improve performance 

 

Opportunities to improve 

performance 

No. of respondents Simple percentage 

Yes 

 

No 

129 

 

21 

86 

 

14 

Source: Primary data 

 

Inference 

 

The above table shows that 86% of the respondents are agree with their opportunities given by the organization 

and 14% of the respondents are not agree with the opportunities given by the organization. 
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Figure 8 Opportunities to improve performance 

 

 

CONCLUSION  
 

The study concludes that performance appraisal and bonus payment systems play a crucial role in improving 

employee performance, motivation, and organizational effectiveness. Most employees prefer appraisal 

methods that evaluate both quality of work and achievement of targets. The findings indicate that fair and 

transparent appraisal practices help employees identify their strengths and weaknesses, support career growth, 

and enhance job satisfaction. Bonus payments linked to performance serve as an effective motivational tool 

and encourage higher productivity. Organizations should continuously review and improve their appraisal 

and reward systems to ensure fairness, transparency, and employee acceptance, thereby strengthening 

workforce commitment and overall organizational success. 
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