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ABSTRACT 

A 360-degree execution examination 

framework is a redistribute evaluation 

approach that taps the aggregate knowledge of  

the individuals who work intimately with a 

worker. The worker and their managers,  

partners, coordinate reports (subordinates), 

inner clients, outer clients, and others might be 

a piece of the assessment procedure. The 

execution of any economy to a substantial 

broaden is subject to the execution of the bank. 

A fruitful execution examination must be 

accomplished when this assessment of 

individual worker is done deliberately and the 

business give some direction to the 

representatives to enhance their aptitudes. 

Countless have been utilizing 360-degree input 

in India as administration improvement 

intercession. The idea of execution 

examination is as yet rising and discovering 

space in both scholarly and specialist circles. 

The 360 Degree execution examination is 

most normally used to assess execution 

dimension of the workers. This strategy is 

truly solid in light of the fact that the 

assessment is finished by various individuals 

working in an association. This examination 

finds an answer for the issue that emerges. An 

examination can be made by best 

administration individuals, predominant, 

subordinate, companions, and clients. It is a 

full hover arrangement of getting data from 

inside and additionally outer wellsprings of an 

association. This input will concentrate on 

formative endeavors of an individual and 

gathering. The fulfillment dimension of 

representatives and maintenance dimension of 

workers who experience this input appraisal 

process is the determinant factor of result. 

 

Keywords: Performance Appraisal, Banking 

Sectors, 360-degree appraisal, PAS and 

Retention 

 

INTRODUCTION: 

A 360-degree exhibition evaluation framework 

might be a procedure want to survey the 

assignment execution of staff and chiefs in an 

organization on the reason of ordered input got 

from individuals Joined Countries office work 

on board them. This constantly involves 

getting private criticism basically from six 

unmistakable people inside the geographic 

point. Indeed, even the worker's or 

administrator's self-evaluations square 

measure taken into thought. 

The 360-degree execution examination or 

investigation technique is considered 

remarkably dependable and reliable as 

appraisal is administrated on an unavoidable 

premise by totally extraordinary groups or 

gatherings. The gatherings worried inside the 

examination square measure thought to be 

reliable as they're constantly interrelating and 

managing in shut co-activity with the staff 

whose exhibitions square measure underneath 

the scanner. this framework is basically wont 

to assess staff in spite of the fact that 

administrator's exhibitions square measure for 

the most part assessed yet. 

This framework or technique for laborer 

evaluation was for the essential time 

constrained by General electrical in 1992 



International Research Journal I
4, Vol.13, Issue 2, October 2019, ISSN No.0975 2757 

 

360 Degree   Performance Appraisals of Employees in   Banking Sector                                      Page 9  
 

inside the us. The six totally unique gatherings 

that square measure worried inside the 360-

degree rating technique square measure the 

prevalent administration, prompt predominant, 

associates, subordinates, clients, and thusly the 

specialist who's being assessed. the most 

elevated administration amid a mammoth 

association commonly evaluates the chiefs at 

the middle dimension. be that as it may, amid 

a nearby foundation, the most elevated 

administration evaluate staff in any regard 

class-cognizant dimensions. mensuration, 

assessing and recording specialist execution in 

reference to those desires; and giving criticism 

to the laborer. though a genuine reason for 

execution examination is to impact, amid a 

positive methodology, specialist execution and 

improvement, the strategy is likewise utilized 

for a scope of elective structure capacities, 

such as choosing pay will expand concocting 

future execution objectives, choosing 

instructing and advancement needs and 

surveying limited time capability of staff. 

OBJECTIVE OF THE STUDY 

To study the performance appraisal criteria at 

IDBI Bank and Punjab National Bank 

 

To investigate whether the 360-degree 

performance appraisal system improves 

employee work performance. 

 

PROBLEM STATEMENT 

360 degree execution examination as an all 

encompassing worker assessment and input 

framework has been favored and utilized by 

the chose banks conventional evaluation 

methods, citing that it is predictable with 

ongoing improvements in the executives 

rehearses Be that as it may, is it successful in 

achieving the positive change in representative 

execution, preparing and 

advancement(authority development), 

succession arranging, the prosperity of 

workers as far as employment fulfillment, and 

the prosperity of the banks as far as 

quantifiable profit just as efficiency 

 

LITERATURE REVIEW 

According to C.B. Memoria and 

S.V.Gankar
3
,  „Performance appraisal is the 

step where the management finds out how 

effective it has been at hiring and placing 

employees. If any problems are identified, 

steps are taken to communicate with the 

employee and to remedy them. Performance 

measures link information gathering and 

decision making processes which provide a 

basis for judging the effectiveness of 

personnel sub-divisions such as recruiting, 

selection, training, compensation. Accurate 

information plays a vital role in organization 

as a whole. They help pinpoint weak areas in 

the primary systems. It is easier for managers 

to see which employees need training or 

counseling, because jobs are grouped by the 

categories. These categories can be broken 

into smaller and smaller groups, if necessary. 

If valid performance data are available, timely, 

accurate, objective, standardized and relevant, 

management can consistent promotion and 

compensation policies throughout the total 

systems‟. 
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According to Lawrence K C(2005)
4
, „It is the 

record of outcomes produced on specified job 

functions or activities during a specified time 

period. Performance on the job as a whole 

would be equal to the sum of performance on 

the major job functions. Strive for as much 

precision in defining and measuring 

performance dimensions as is feasible. Link 

performance dimensions to meeting internal 

and external customer requirements. 

Incorporate the  measurement of situational 

constraints. It refers to a formal, structured 

system for measuring, evaluating, and 

influencing an employee‟s  job- related 

attributes, behaviors and outcomes including 

absenteeism.Its focus is on discovering how 

productive the employee is and whether he or 

she can perform as or more effectively in the 

future, so that the employee, the organization, 

society all benefit. In the organizational setting 

mostly people are interested to evaluate others 

by appraising performance, but hardly 

prepared to be evaluated‟. 

According to Wayne F Cascio (2006)
5, 

„Organizational development is concerned 

with planning and implementation of 

programmes designed to improve the 

effectiveness with which as organization 

function and changes. This provides impetus 

to the concepts of performance management as 

a holistic and integrating process. It can be 

effective where the organization has a clear 

corporate strategy and has identified the 

elements of its overall performance which it 

believes are necessary to achieve competitive 

advantage. It constitute the areas of corporate 

performance the drivers vital for the 

achievements of the organization goals. It 

should provide agenda for dividing what 

aspects of performance should be focused on 

by the organization, its managers, its team and 

its individual contributors. A dynamic system 

which seeks to integrate the company‟s need 

to clarify and achieve its profit and growth 

goals with the manager‟s need to contribute 

and develop himself. It is demanding and 

rewarding style of managing business‟. 

According to Shruti Shrestha
 
And Junalux 

Chalidabhongse,  “Employee performance 

appraisal is an effective way to determine
 
the 

performance of the employees in an 

organization. A study
 
conducted on companies 

in Thailand revealed that majority of
 

the 

companies do not use computer-based 

employee appraisal system.
 
In the traditional 

appraisal system, the paper-based appraisal
 

system causes a lot of manual work, is time-

consuming, not secure,
 
not flexible, difficult to 

analyze the performance and see the
 
trend of 

performance improvement of the employee. 

We have developed
 
a web-based performance 

appraisal system, which provides a secure
 
and 

easy way to perform the appraisal. In our 

system, the competencies
 
are flexible and can 

be customized according to the specific
 
job 

responsibility. Our system is goal-orientated as 

it calculates
 
the objective scores. The system is 

connected to the database
 

which is easily 

accessible. The first stage of our system is
 
the 

'Selection Stage' in which the managers and 

employees can
 
select the competencies and 

objectives that they want to evaluate
 

for 
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performance appraisal according to the job 

positions. The
 

second stage is the 

'Appraisal/Evaluation Stage' where managers
 

can rate the employees according to different 

priority levels
 
of competencies and objectives. 

Moreover, at this stage, employees
 

can 

perform self-evaluation and 360-degree 

evaluation for their
 
colleagues, subordinates 

and managers. The final stage is the
 

'Development Planning Stage' where the 

managers and employees
 
can compare their 

appraisal results, discuss and plan for future
 

training or further steps for reaching the 

objectives and improving
 

employee's 

competencies. From user testing, the system 

was found
 
to be more efficient compared to the 

traditional appraisal system
 
in the issues like: 

help evaluate the true abilities of employees,
 

help employees understand organizational 

goals, and provide
 
fast and effective feedback. 

The users found the system easy
 
to understand 

and use and were more satisfied with the 

overall
 
effectiveness of the system”.

  

According to Deets  Norman R. & Tyler, D. 

Timothy
19

,  „Employee performance appraisal 

in both the private and public sectors has been 

called a "no-win" situation. Managers believe 

it's their duty to give performance feedback 

and motivate employees in order to improve 

individual and organizational performance. 

Employees see performance appraisal as the 

means to a bigger paycheck, a better job 

through development training, or a promotion 

to a more important position. The main 

purpose of this article is to discuss a 

dichotomous situation arising from 

performance appraisal. First of all, 

performance appraisal provides the employee 

with feedback and with developmental 

information which is intended to motivate and 

offer a means for job improvement; 

secondarily, it is used to justify or deny 

employee salary increases, bonuses, or 

promotions. In other words, there are two 

dynamics, communicating how well, or 

poorly, the job has been carried out and 

deciding the performance rating or payout. 

Frequently, all of this is wrapped into one 

event that is often accomplished reluctantly 

and with minimal appreciation by both 

appraisers and appraises.  

HOW TO LIVE WORKER 

PERFORMANCE MISTREATMENT 360 

DEGREE 

Estimating employee execution is that the 

premise of the Execution examination 

procedures and execution the executives. 

actual and productive execution estimation not 

simply structures the premise of an explicit 

exhibition audit nevertheless additionally 

offers approach to decision making and 

estimating employee potential to live 

representative execution, distinctive data 

structures is used for taking the criticism from 

the various sources just like the unmatched, 

peers, clients, sellers and therefore the 

employee himself. all of the points of read 

consequently got need to be consolidated 

within the fitting means and to induce a by and 

enormous, total perspective on the 

representative's execution. Perception will 
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likewise be practiced by the higher than 

acquire information. many recommendations 

and tips for estimating employee execution 

are: 

• Clearly characterize and build up the 

employee plans of activity (execution) with 

their job, obligations and duties. 

• Organizational results or the accomplishment 

of authoritative objectives need to likewise be 

remembered. 

• Focus on achievements and results as 

opposition on exercises. 

• Also observe the aptitudes, data and 

capabilities and practices of the employees 

that help the association to accomplish its 

objectives. 

• If conceivable, gather the criticism regarding 

the execution of the representatives through 

multi-point input and self-evaluations. 

• Financial measures just like the arrival on 

speculation, the piece of the pie, the profit 

made by the execution of the cluster need to 

likewise be thought-about. 

For associate association to be a robust 

association and to accomplish its objectives, 

it's imperative to screen or quantify its and its 

employee execution all the time. Compelling 

observant and estimating in addition 

incorporates giving convenient criticism and 

audits to representatives for his or her work 

and execution as indicated by the re-decided 

objectives and benchmarks and taking care of 

the problems confronted. Auspicious 

acknowledgment of the achievements in 

addition rouses the representatives and 

facilitate to boost the execution. 

Estimating the execution of the employees 

enthusiastic about one or many components 

will provide mistaken outcomes and leave a 

terrible impact on the representatives even as 

the association. For instance: By estimating 

simply the exercises in representative's 

execution, associate association might rate the 

bulk of its employees as extraordinary, withal 

once the association overall might have 

neglected to satisfy its objectives and 

destinations. during this manner, an honest 

arrangement of measures (usually called 

adjusted scorecard) need to be used for 

estimating the execution of the employee. 

ANALYSIS FOR RISING 

PERFORMANCE 

Any execution audit method is deficient while 

not the criticism to the representatives. The 

input can be given within the audit dialog. 

Audit talks square measure semi formal, 

planned, occasional connections – usually 

each different month or quarterly – between a 

chief and his employee. The essential 

motivation behind the audit speak is to 

interrupt down the execution of the 

representative within the past to boost the 

execution of the employee in future. Quarterly 

– between associate administrator and his 

representative. the basic motivation behind the 
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audit dialog is to research the execution of the 

employee within the past to boost the 

execution of the representative in future. 

An audit exchange may be a likelihood to 

mentor, guide, learn and obtain it. The director 

energizes his/her representatives to primarily 

cogitate over advancement created the 

Execution analysis set up and to make 

ingenious, nevertheless accomplish able 

choices for issue regions. 

The chief uses this opportunity to: 

• Review the execution of each representative 

severally. 

• Discuss the problems looked by the 

representatives over the span of activity. 

• The arrangements tried, and therefore the 

level of accomplishment accomplished in 

taking care of the problems confronted. 

• Revisit with the representative, his/her yearly 

arrangement for the remainder of the time 

frame and make reconsidered activity plans, if 

necessary. 

Audit discourses promise the employees {that 

each|that each} single one among them has 

organized open doors for balanced 

communication with the director once every 

many months amid the year. These open doors 

square measure imperative as they provide a 

significant chance to execution observant or 

improvement tutoring. the purpose of the 

execution survey talks is to share recognition, 

tackle the difficulty looked over the span of 

the activity, decide on the new objectives 

along and provides a criticism to the 

representative for the past execution as an 

example to require a goose at his qualities and 

shortcomings and what is more facilitate to 

stipulate a womb-to-tomb arrangement for the 

employee. 

RESEARCH METHODOLOGY 

Research Area: Banking Sector 

Research Unit: IDBI and Punjab National 

bank 

Research Design: Descriptive Research 

Design 

Survey Method: Questionnaire 

Type of Question used: Multiple choice  

Sampling Techniques: Stratified Random 

Sampling Techniques 

No.of Respondents : 50 

Statistical Tools Used: Percentage analysis and 

Chi-square test. 

DATA ANALYSIS & INTERPRETATION 

Table 1 Age Group of the Respondents 

AGE NO.OF 

RESPONDENT

S 

PERCENTAG

E 

20-30 3 6 
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31-40 20 40 

41-50 20 40 

51-58 7 14 

TOTA

L 

50 100 

INTERPRETATION 

 From the above table 80% of the respondents 

are between 31-50 age,40% of the respondents 

are between 51-58 and 6% of the respondents 

are between 20-30 age. 

Table -2 Years of Experience 

PARAMET

ERS 

NO.OF 

RESPONDE

NTS 

PERCENTA

GE 

1-5 Years 7 14 

5-10 Years 10 20 

11-20 Years 15 30 

20 Years 

above 

18 36 

TOTAL 50 100 

INTERPRETATION 

From the above table 36% of the respondents 

are above 20 years of experiences, 30 % of the 

respondents are between 11-20 years 

experiences, 20% of the respondents are 

between 5-10 years of experiences, and 14% 

of the respondents are between 1-5 years of 

experiences. 

Table -3 Opinion about 360 degree 

Performance Appraisal 

PARAMET NO.OF PERCENTA

ERS RESPONDE

NTS 

GE 

Excellent 28 56 

Very Good 10 20 

Good 6 12 

Fair 6 12 

Poor 0 0 

TOTAL 50 100 

INTERPRETATION 

From the above table 56% of the respondents 

are answered excellent, 20% of the 

respondents are answered very good, 12% of 

the respondents are answered Good, and 12% 

of the respondents are answered fair. 

STATISTICAL ANALYSIS 

CHI-SQUARE TEST FOR GOODNESS 

OF FIT 

NULL HYPOTHESIS 

There is no required Performance Appraisal 

available in IDBI and PNB 

ALTERNATIVE HYPOTHESIS 

There is requires Performance Appraisal 

available in IDBI and PNB 

CALUCLATION OF CHI-SQUARE 

O E (O-E)2 (O-

E)2/E 

5 12.5 56.25 4.5 

25 12.5 156.25 12.5 

10 12.5 6.25 0.5 
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0 12.5 156.25 12.5 

TOTAL   30 

O = 40/4 = 10 

(O-E)2/E = 30 

CONTENT VALUE DEGREE OF 

FREEDOM 

Chi-Square 30 3 

Degrees of Freedom = n-1 

   = 4=1 3 

Level of significance = 0.05 

Calculated Value = 30 

Table Value = 7.81 

Calculated value > Table Value. 

Hence, We accepted Alternative Hypothesis 

(H1) and rejected Null Hypothesis (H0).  

Therefore, There is required Performance 

Appraisal in IDBI bank and PNB. 

FINDINGS 

1. Most of the Employees are at the Age Group 

31-40 years. 

2. Majority of the respondents are optimally 

required Performance Appraisal for 

completion of work. 

3. Majority of the employees are respondents 

answer the questions. 

4. Most of the employees are agree that 

Performance Appraisal helps to take proper 

decision in the Banking sector. 

 

SUGGESTIONS 

1. Even though most of the respondents give a 

positive feedback, certain percentage of the 

respondents are in the stage of agree. This may 

be due to the lack of awareness about 

Performance appraisal. 

2. Infernal Transfer, having become common 

now a days, most of them have chose to 

transfer to solve the problem of more people 

of less work.  

3. There is a heavy workload in the department, 

during reason addition employee are needed. 

Then obviously that has to be done in a week 

to reduce the work press in on other 

employees. 
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