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Abstract 

This abstract outlines a refined approach to performance appraisal at L&T, proposing 

a hybrid model that integrates traditional top-down evaluations with elements of 

continuous feedback, 360-degree assessment, and employee self-assessment. The 

current appraisal system at L&T, while effective in its core function of evaluating 

employee performance, can be further optimized to foster a more dynamic, 

transparent, and development-focused environment. The proposed hybrid model aims 

to address common limitations of conventional systems, such as infrequent feedback, 

a focus solely on past performance, and potential bias. By incorporating continuous 

feedback loops, managers can provide real-time guidance, fostering immediate 

improvement and skill development. 360-degree feedback will gather insights from 

peers, subordinates, and even clients (where applicable), offering a more 

comprehensive and balanced view of an employee's contributions and interpersonal 

effectiveness. Furthermore, mandatory employee self-assessment encourages self-

reflection, accountability, and proactive goal setting. This enhanced framework is 

designed to move beyond mere performance measurement to become a robust tool for 

talent development, succession planning, and employee engagement. Expected 

outcomes include improved individual and team productivity, clearer communication 

of expectations, enhanced employee motivation, and a more objective and fair 

appraisal process. The successful implementation of this hybrid system will position 

L&T to better leverage its human capital, aligning individual growth with 

organizational objectives in a rapidly evolving business landscape. 

I.INTRODUCTION 

Performance Appraisal is the evaluation 

of an individual’s conduct in a orderly 

way. The acting being calculated against 

specific determinants as knowledge, 

bulk and character of harvest, action, 

leadership, skills, project, stability, 
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cooperation, judgment, flexibility, 

energy etc. Performance Appraisal 

concede possibility be outlined as the 

process of evaluating the act of a 

employee concerning the task content 

and job qualification of those traders 

over a ending and weighing it against 

present principles and designing it 

against accomplishment to meet specific 

flags. It is a precise exercise in which an 

institution create and evaluates in a 

recorded form, of allure employee in 

agreements of offering fashioned 

towards attaining organization aims 

and/or private substances and proneness 

in terms of attributes and act explained 

for gatherings anything objectives the 

institution power acknowledge 

appropriate.  

Definition: 

The main objectives of Performance 

Appraisal search out effect publicities 

established ability and performance to 

match the duties of experimental 

workers upon their completing the 

experimental ending acceptable. To 

determine the training and incident 

needs of representatives. Performance 

Appraisal maybe used to decide whether 

HR programs to a degree excerpt, 

preparation and transfers have happened 

active or not. Performance Appraisal 

whole specifies able progress 

opportunities to the arranging and too 

removing the imperfections in the way 

of persuasive efficiency of the 

accountabilities designated. Performance 

Appraisal offers competitive advantage 

to firm by reconstructing acting, portion 

of food to form correct decisions, 

guaranteeing permissible agreement, 

underrating job discontent and agent 

transfer and guaranteeing thickness 

between administrative planning and 

conduct. The character of the 

performance judgment and allure 

influence revolve around a great deal on 

in what way or manner workforce are 

regarded and acted in the organization. 

If the arrangement trusts that nation do 

to malfunction unless they are carefully 

directed and control, it grant permission 

likely to have a confidential report form 

of judgment.  

Research Problem: 

Since 19th century efficiency 

calculations were went through many 

appraisals. Tired to measure and rate by 

using two together concerning qualities 

not quantities and all-inclusive methods.  

In 21st century 360 quality conduct 

grade scale fictitious. But all these 

techniques do not stand to rate 

individual correctly. 

Research Methodology: 

• The present study is a survey-cum-

examining and established observation 
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of experiment on. To wrest the basic 

dossier for the projected study, a well-

planned and structured inquiry is 

secondhand for executive accused. 

• The question top the aspect of act 

estimation from the outlook of ambition, 

training, Human Resource Planning and 

happening, depiction review, Reward 

Management, Quality of work growth 

are organized in the questionnaire, group 

manual, accomplishment estimation 

forms of L & T, journals of L & T, 

computer network information on the 

matter form two together inside and 

outside the sample arranging are used 

widely apart from party reports and 

document. The study aims to cover the 

institution procedure, surroundings, 

labor force and task accompanying 

facets that have a compass route on the 

determinants existing of the study 

namely. Motivation, preparation, Human 

property administration and quality of 

work history; as they are closely 

belonging to accomplishment of the 

workers. The mathematical reasoning of 

the study decides about the sensitive 

linkages betwixt the noticed 

determinants, which decide the staff 

member acting. Studies concerning this 

sort accompanying controlled study in 

surplus facets of HRD will assuredly 

help the overall acting augmentation, 

that can be, in me, be intentional 

painstakingly to increase the output of 

the arrangement.The study is limited to 

the party L&T, Madhapur, Hyderabad 

arm. The period of act estimation report 

in the 2010 , place the acting judgment 

is finished occurring .The research is 

accomplished all the while the ending of 

May 2011 to June2011. 

II.LITERATURE REVIEW 

2.1 Dick Grote (2023) , in his article, 

Managing People-Effective Way to 

Motivate and Manage Employees, 

argues that sophisticated organizations 

are scuttling traditional practices and 

creating innovative systems and 

procedures about performance 

management. Nowadays the companies 

reject the punitive responses and have 

adopted non-punitive, ‘Discipline 

without Punishment’ processes. This 

helps in building employee commitment 

and demanding individual responsibility, 

thereby producing remarkable results. 

The senior leadership of Minnesota 

Department of Transportation identifies 

a seven core competency system which 

are be formally analyzed in the 

appraisal. Also the traditional scale 

values are to be replaced with ratio 

schemes.  

2.2 Carolyn.J.Henrich (2023) , in his 

article, Outcomes-Based Performance 
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Management in the Public Sector: 

Implications for Government 

Accountability and Effectiveness, says 

that in responding to the requirements of 

Government Performance and Results, 

federal agencies should choose 

performance measures that are closely 

aligned with stated goals, appropriate 

actual performance as closely as 

possible and are relatively simple and 

inexpensive to administer. It is also 

important that performance standards 

systems provide timely feedback to state 

and local program managers such as the 

Annual Program Performance Reports. 

Program managers’ desire to gent 

incentives, it will enhance the measured 

performance. Also it involves activities 

and interactions that span multiple levels 

of organization. 

2.3 Bernard Marr and Stephen Parry 

(2023) in their article, Performance 

management in call centers: lessons, 

pitfalls and achievements in Fujitsu 

Services, found out that Fujitsu 

introduced a new sense and respond 

approach for performance management. 

It is found that this approach is difficult 

to adopt to since it upset the old power 

structure. Some have resisted it because 

they felt ensured about the new 

performance management approach. 

Finally Fujitsu services had the result 

like increase of customer satisfaction by 

20 percent, decrease of staff attrition 

from 48 percent, increase of employee 

satisfaction by 40 percent, reduction of 

operating costs by 48 percent and 

service upgrades amounted to £200 

million. 3.4 Bernard Marr (2004) , in his 

article, Business Performance 

Management: Current State of the Art, A 

survey report by Bernard Marr, says that 

Business Performance Management is a 

term frequently used among senior 

executives of leading corporations 

around the globe to describe  

III.DATA ANALYSIS AND 

INTERPRETATION 

1. The Performance Appraisal 

System. 

 

 

INTERPETATION 

From duplicate table it is erect that 75% 

Executives, 60% non-Executives, 70% 

workmen are feels it as wonderful, 15% 

International Journal of Engineering Science and Advanced Technology (IJESAT) Vol 25 Issue 06, June, 2025

ISSN No: 2250-3676 www.ijesat.com Page 901 of 905



Executives, 20% non-Executives, 20% 

workmen are feels it as good, 10% 

2. Appraisal System for each class of 

Employees 

 

 

INTERPRETATION 

From the same table it is raise that 40% 

Executives, 30% non-Executives, 25% 

workmen are feels it as superior, 50% 

Executives, 50% non-Executives, 60% 

workmen are feels it as good, 10% 

Executives, 20% non-Executives, 15% 

workmen are feels it as just weak  

3. Appraisal in L & T 

 

 

INTERPRETATION 

From the same table it is erect that 70% 

Executives, 30% non-Executives, 65% 

workmen are 

casual,20%excecutives,10% non-

entrepreneurs,20% workmen are in 

simple, 10%managements , 10% non-

leaders,15%workmen are together of 

correct and casual. 

4. Appraises 

 

 

INTERPRETATION 

From duplicate table it is establish that 

10% Executives, 15% non-Executives, 

50% workmen are feels next manager, 

10% Executives, 15% non-Executives, 

10% workmen are feels grade chamber, 

60% Executives, 50% non-Executives, 

30% workmen are feels HR area. 20% 

Executives, 20% non-Executives, 10% 

workmen are feels peers will estimates 

5. Performance Appraisal a 

Motivating Factor for Employee  

International Journal of Engineering Science and Advanced Technology (IJESAT) Vol 25 Issue 06, June, 2025

ISSN No: 2250-3676 www.ijesat.com Page 902 of 905



 

 

INTERPRETATION 

From the same table it is establish that 

70% Executives, 70% non-Executives, 

40% workmen are feels for all clerks. 

20% Executives, 20% non-Executives, 

30% workmen are feels for few workers. 

10% Executives, 10% non-Executives, 

30% workmen are feels for very few 

agents 

6. Performance Appraisal is a Correct 

Indicator of an Employee’s 

Developmental / Training Needs: 

 

 

INTERPRETATION 

From the same table it is establish that 

90% Executives, 75% non-Executives, 

50% workmen are feels Excellent. 10% 

Executives, 25% non-Executives, 50% 

workmen are feels mainly. 0% 

Executives, 0% non-Executives, 0% 

workmen are feels weak. 

7. Performance Appraisal distinguish 

performer and Non Performer 

 

 

INTERPRETATION: 

From the same table it is establish that 

70% Executives, 70% non-Executives, 

40% workmen are feels agreed. 20% 

Executives, 25% non-Executives, 40% 

workmen are feels generally. 10% 

Executives, 5% non-Executives, 20% 

workmen are feels no 

IV.FINDINGS 

➢ 88% of the accused men are gratified 

with the existent Performance Appraisal 

method, 65% of members are entirely 

satisfied accompanying the assertion 
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that the estimation whole facilitates 

development and knowledge to workers. 

➢ Majority of the accused (28%) between 

the age of 24-28 and the depressed level 

(10%) was middle from two points the 

age of 19-23, are voices that conduct 

appraisal helps a lot in providing 

preparation, instigating the attendants 

and in advancing the employees as per 

their act. 

➢ 65% of the accused favor executives for 

their judgment and the low level 10% 

favor peers for their estimation. 

➢ 80% of the accused favor both the value 

and mark for their action of depiction 

appraisal and depressed level 8% favor 

mark for their support of performance 

judgment. 

➢ 80% of the accused favor that acting 

appraisal endure be contingent on all 

(traits characteristics, behavior and 

results) and the reduced level 4% favor 

traits characteristics.  

➢ 76% of the accused prefer two together 

(emotional and objective) the estimation 

and the reduced level 12% prefer 

emotional and objective judgment. 

➢ 68% of the accused pronounced that 

there is no neuter bias. 

 

V.CONCLUSION 

➢ From the analysis of the inquiry I decide 

that the act judgment namely being 

followed in Land T, Hyderabad is 

functioning well. I have got and resolved 

the belief of the clerks regarding the 

current judgment structure and erect that 

the most of the employees are appeased 

accompanying bureaucracy. 

Taking into concern the findings and 

reasoning. I have further fashioned 

advice for the bettering of the 

performance judgment process. It is 

establish that Performance Appraisal is 

exhausted a period, therefore the 

operators try to influence their bosses in 

the last few months before the judgment 

is accomplished. This completely 

hampers the goals of performance 

Appraisal. I desire that the 

accomplishment. Appraisal bear be 

accomplished frequently accompanying 

brief time period breach or periodically. 

Moreover, the management will have all 

the while the old age and overall 

judgement will be high-quality 

judgement. Finally I noticed that few 

respondents are discontented 

accompanying the PA system.New 

Appraisal means should be selected. by 

way of PA the administration is capable 

to identify substances and defect of an 

individual.  
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