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FRIGETEA qeAiea T TeH JTATT

(Performance Appraisal and Its Utilization)

q. FTEYHET JeAiHT

Wsﬁmmﬁaﬁwﬁmﬁwmﬁﬁmﬁaﬁﬁﬁwmm
qUET @, oF W W HOA T gfear erdgEEA Hedied  (Performance

mm*

Appraisal) & | FEEETET HeAThT FAR gAFET (indicators) F ATITRHA
ST FTARE EEETR FTARI, FEAT, FA T ATTRT AR, FAER]

W,W,W?Wmewmnwﬁammﬁﬁ
FRTeefTerar, m,mﬁ%{ﬁm?qwﬁwwnﬁaﬁ%ﬂlm
FEETY T AU AEE FEEIATE H3E T A TEG 1| Performance ®TS
"Notable action. faithful in duties. effective and efficient work which also consider
personnel data such as measures of accidents. turnover. absence and tardiness” T

I,

() IATEHA (Productivity)
(@) =&7at (Efficiency)
(A7) gHTEFIRAT (Effectiveness)

Performance Appraisal I G fagreve! aRT -

M.W. Cumming & ATHT Y&T% Theory and Practice of Personnel Managemnent HT
Performance Appraisal are gad gt T WUHT & - "The overall objective
of performance appraisal is to improve the efficiency of an enterprise by attempting
to mobilise the best possible efforts from individuals employed in it. Such appraisal
achieve four objectives including salary reviews, the developing and training of
individuals, planning job rotation and assistance promotion."

" farer, PramwdT fpaTaET
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W.D. Scott & T4 HTEH HATHAANE 1+ @R IRWINT TRebT S - " A

performance appraisal is the process of evaluating an employee's performance of a
job in terms of its requirements."

TS GFR T GFITET HATEAAE qRATRE T FHAT C. Heyal &1 WS a9
IHRE & — "Performance appraisal is the process of evaluating the performance
and qualification of the employees in terms of the requirements of the job for which
he is employed."

FAGFIEA HATHTATS Jed: R TG 84 albea |

(i) TSR GREFIVHAT AT Tools of supervision 2T |
(i) cafcherl GREHIVAT AT ATHAT d19, &HAT TE FRIATRT e T R T
T HTi¥ed] AT g [T (career development) I AT &Y |

mmm?“wﬁwﬁammwma&lﬂ
TAATE &5, A0 TZHAAT TSl WMBAR FRHAT FroarareH
(Performance) TETT FENTH T HFG |

e ™
Ongoing job
— 1 JCCOUHIabllltleS ) Competency
pecific results i strengths
targets
\ "Performance in
organisation

context"

Learning
goal
accomplish

Other performance
contribution

fth T YBAATs U AFAT AMGg T AR o BAGHEA & | SAaeare
BTHATH  TIRAT o WeTe Afthers fHar vd afrer g 78 o9 g |
TG BT T FHATY AT ATEA! SHAT ATFET T GG YA T, |
Wmmmmmﬁﬁaﬁ?mﬁﬁ
ATERHT TR AT feem fAuiRor g | a9\ FEeved g g
frrEe! gHE AR A & W qiEs |
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HAGATEA HeATH bl ILHICT

(Objectives of Performance Appraisal)

TAA TAHT FAGEL HATEAR] SET GHITH Ied To -

%)

¥)

FTHGIT HA=d (work related objectives) :—

HTIHT Efﬁmency?Effectlveness ataafz T

o I7H@ (Target oriented) HA I YO f”"ﬂf

FEGET TR A TF @R Fa7ed qurs T3

ﬂfﬂ faerradT gt (Career dev elopment related objectives) : —
Performance appraisal ETR'T Eraceafeit e Sen

HETH, JE AT A, FHNT QTR T FWATATE GO T A
qred TrT

afa P T 9fEE T @l

TER (objectiveness of communication) :-
Information is input of performance appraisal.

FerRe ¥ TRTHeT GBRAT sraervad W Al i q T afe
FEANTATHAS  Haea  GERgTel  Hegware afesn IE FE T
TEATT g4

ATHHATEA (self evaluatuion) T Aol gq

YT d89E¢ (Administrative objectn es) :-

FTH GRS ATEAATE FEANIR GISE , |EaT , qedd ¥
Wﬂmmmﬂﬁmﬁ

FETH! FHTATETE JETETAE FTHH ASH Hed T Fol

FRAGHET qeAiwTE! IHa

(Process of Performance Appraisal)

WWW%NWWWQ?WWWWW
Wmﬁrwnﬁmﬁwmmumﬂw%
Wﬁmﬁmwmmﬂﬁmmwmaﬁmﬁﬁﬁaﬁﬂn
ﬁmwmmwaﬁﬁwﬁﬁlmwm
AT FHE, WWWWWWWWW
ﬁﬁwwmﬁﬁ meﬁmmwm@ﬁ
m&wmnﬁmmmmwmm
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Step 1 - l Establish performance  standards |

Step 2 - ] Communicate  performance expectations to employees I

Step 3 - | Measure actual performance |

Step 4 - I Compare actual performance with standards I
y

Step 5 - l Discuss the Appraisal with the employees [

Step 6 - l Initiate _ corrective action (if necessary) 1

¥,  HEGERT TIHTH (e

(Methods of Performance Appraisal)

FAGFITAF] ATATATZ ¥ FHAT, FIRIVET G4 GATHA T4 Gl wqamanT
TS, FHATT Fe&A. 373 7 GO FAAR AT [EeE AU gedied T
TR 9T, 1 THT AYATSUHT HHEEATS 99 YER IRET T ATEAE T R
ARTAT TFITAT TP0E G -

Methods of Performance Appraisal

Traditional Methods Modern Methods
- Ranking - MBO Method
- Man to Man Comparison Method - Assessment Centre
- Grading - Human Asset Accounting Methods
- Check List - Behaviorally Anchored Rating Scale(BARS)
- Group Appraisal Method
- Field Review

- Forced Choice Description Method
- Critical incidents

K.  FHEGHRT ATl ITANT

(Utilization of Performance Appraisal)

FAQWET TAFAAIE FE ICRATHT  Geerd], GWEhiRal TF A
SIS ¥ YiqeIgel g7 " UaTe J9aT STANTAT & ST HXTT Gedd O |
HHATY T GSAS AT S (A0 feqear of a9 99ar ya I

A
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P CE | FEGHRA TAIHTS AANTE FHATGE U FTT 9059 2
S T AF STARAT IHETE QIR qAER G e | @rY -y
AT FHRSRIY AT e g eeE faier weeraers ety
W&HW?WWWWWWWWW
Wmlawwwﬁwwerﬁmwmm—wam
va‘rfsn;ra?ra

FTHTHATE! ATERAT T g HTATATS BRITYHT GRS T, 4+
. WWWMWWWW
o FHANEI TR FUEeH Aeqidad a1 FHamges s e gwms
FATFETAT ATTIUF Feed back YT ITH, -
§THRATS] qie=A TR T87am gl e, )
FHAR] @HATE ATCHATE (self evaluation) T,
S ATRAT 9TET foam feiee w4
TUE ¥ GXERP] AT TATAHIT ETHT ST T,
BENEELS W?WWWWHWH#
mqmmaawnﬁﬁﬁwmmmmwﬁw
FHART X GISH bl Grereeal PReaRdT Sy 6T

BT ST qaTHT FHERIE SRS qeiET T o TRes
wmﬁwﬁm?aﬂvmmmﬁmmmmﬁaﬁm
WWWWW& | mqa’l%mﬁqmm
qURAeTFeTS aCQdWWWWWHWIWW
T FTATETT ATCETE B Fi T T FH G T 49 T 0T 39 0
URALTF T (RIEARETFAD T vaie frgy qur YER §R T qATEA
ﬁWWWMﬁWWWWWWWW
EH T | ~

% e oA dEmr e qeieer Saer

(Provision of Performance Appraisal in the Nepalese Civil Service)
fromaet @ar U9, 0¥k ¥ faemadr A Frmraeh, jowo W srfEwTER
WWWW&IWWWWWWW
FHGEET HeATFAATS (T5UH B | dgard 900 WQWW
onwmﬁwwwmaﬁmﬁwmm
& —

(%) gUaaersd o g afgeray Y IE .
(@) (RIFAEARATS o g AHaT 90 3IF -
(W) qRIEsTET afafqer o ga sfreay Y A S

¥0 (AfTT) 3
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FTEGEATE HeATH FATGEF T arfties sqmr g =gae,
FATTT TGS AMTF FTHT HeATHA TAIT FTIAFIEA AR T qFH 3
mwwwﬁmﬁmm?wqﬁmaﬁﬁﬁaﬁw
TS Teh i Grafeed STarerddl et qaeT,
Tt TTAT TRA PEGET HeATHT ardd qUIasE a1 TAREA b bl
oy gfaerd =T =ar ar WY giaerd Wl FH Ad YSIT TREMET Gl bl T
FRU GATST T | 94 Fiaera a1 FH fF [ qraid FHeeg
AT e Tt gfabrar feoar @ aHa e REesd afaia aa e
TqT T 99 FAT |
FEQEEA GATRTH AT G2 ATARE HeAIEA T4 (0 QAR
afafae! suae TRTE § |
ot Tar fradmEe Rovo & R 9z (F) W1 H& |ibg T gtad 97
WWWWWQWWWMW
TE G,
F FEAT g TATTENTS AHeA] TEAT R0 SRR Tl 91 qqed
EEiPal WWWW?W
g Wﬁ@ﬁﬁmmmmmwﬁmw
T sreTfTeraT 7 AETAT
T AZAT FF TENSECTE] FRYIAE Fiaagal T dFemEs

FIETEA eATE T4 A - G a9 A ¢ T A geaterd e
mewwaﬁmﬁéwwa&ﬂﬁ
W|Waﬁwﬁéwnﬁwwmwww
FACE GRS GHF TG | TREAEASAE  AThEEl W g AT
WWW@WW&HWW&WW
Wawqﬁalwﬁwﬁ%wq&wmmww%
WWWWWWWHMMWQW
Afafaar afeaTerT 3 o a1 ATERTHT UF /TE YT ToT37 0 SFaed TR
B

o, FAGEET A5 Grl THET T JHEMS! IIIET

JyrerdT FAaTHdT gemaAeTs foay, T, gee, Afqe IrHE T I HArgA g
mwmmmﬁmaﬁwm%ﬁ|m
WWWWW?WWWH#%W
WWW|WWWWWWWWﬁ
fafesra srafa@r W ANt g URAEE PAEATT g AQHEUH  srate
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(SATFEY, <[FAT, AT wﬁmawwmﬂﬁ%qﬁaﬁmﬂﬁmwﬁ
aﬁ%nwﬁ%m‘mﬁrmm frer T WRauw B

T FATERT T FGHT TR GG T GRurE S |

FHE! difecd ga fviard] Ted g<@n wearde T ughy e @
QARTAEATR I HHATOD F T e |

U, frawe! geitgT feel-faer &v |
FREAGHTET FedTed qREefl 79U |

e, YHg, STGHFSH! AT F1. 9 F, 78 |

AT AP IgIT |

&9, Imfawenr ater afte of @ anr a9 aferar 39
HFHTIT (Numbering) F1 ER & &, FF WIZVE &7 |

it FHETETS FHIE T ETH FE AEH Hedrh JUTe] TS g
TS, | FEAGFIGAF] TAFA GRATE, H% (Numbering) 1 WX HId & !
WWWW&TWW&IWWWWWWB‘%
WWWWWWWWWW
memnﬁmqsmﬁwmm (3-) Fat AT,
WTWWWWE%|WWWW$
WWWWWWWWWWW
ﬁmlwmmwaﬁﬁﬁwmmﬁwmm
Wmﬁ{wwmmmqﬂmlwﬁwm
TR HEId v F3 W g 958

FIS Hedlb T - (Who?)
F HeAlH T - (What?)
fop qeateT T - (Why?)
Fieel HedATHA T - (When?)
FEl el T4 - (Where?)
FFY HATHA T - (How?)

FEAGEET HeAThA BTHT ST HHIATHT AU ATZATUGHT FARTHT AT STy
Rating Scale HT YIR®T T F&T IMHF T AGETNF 7 G+S | ATFATVEHT ey
IR TEHT FAFHEA HATHA T TEH TG, -

H = Highly Effective

E = Effective
D = Developing
= Improvement Needed

9y



TET Gl Hedldd YUMol qReell ¥ YUaaersal gaeedar add  arted
el @, 97 WX U FEEEIIET HeAie GRIHT o6l Ygld ToeTAl EE
e | 99 feleHeEr ygiaere FHANR IAamAT QAR geel AT giaae
FIAHT THERRA ST TS |

AYHT

gt oAl darard waeTEdt araredr qdEr U RIS 9HAT I e
FATIT HAGHITRA TR TgiaeTs W T qrReel (Clear & Transparent) S7T3H
AATEITF G | TIHI 3 TRSTE e Ay 91 T fgar-faet OH-fraen geias
e aRarder Afas ¥HE YMIT (Result-oriented Administraton) F AU T
TR | WTHUHT TS FRT T FTHAT AH1 HT T @8] IRUIER qema-ge= qerw,
STASURETET a7 I HwT BRIAT b7 I | TGareh] raviuT GHE-GHAHAT oo
YT a7 AAOF TEATE G AATSHT ALY qchlel & safeh (qerers
FEEFIEA HIA T ATIRET FH FTAIIAE JAREHIE (Social Accountability)
ATE 9 FHTEEE T &4 G | FATIET (Stakeholder) TUT ATHT fHebead® qeanfy
(Subordinate) FTZ HeATEA XA GRUTET T, A AAVE, FITAAT MG T
meaﬂmﬁrmqﬁﬁmmmm
fauaEr g | AT Ieorg TRT FR% Performance Appraisal 3&HT T WTW
ST PEAGFRAR KRBT ATRAT TeITe6d T+ aR9rdr Iuartt gv e | el
GHEIP] BTHT TFRETT YU |7 ST ATaeive Saqaeqaqe [qeiad e
qglaeedTs sraerea T faeres 19 g |

e qrrlY

Dr. Mamoria C. B. - Personnel Management 1991, Delhi

Cumming M.W. - Theory and Practice of Personnel Management 1972, London
Flippo, E. B. - Principle of Management 1976

Budphawadee Owararinth — Performance Appraisal & Improvement AIT Thailand, 2003
Decha Piyasangkom — Bank of Thailand—Human Resource Management 2002
1. ST, WE SIHEd - HHET TeMEH, 04R

TUTEA YR ATAH FAaeA - 0% g

FASITHAT FHETT I IR T G A - 08¢

fremadT &ar 07 R0¥R T fAaHdT 4t fgETaet - 00

o



