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Executive Summary 
 

This report, titled “An Evaluation of the Performance Appraisal of Aman Plastic Industries,” 

provides a comprehensive analysis of the company’s performance appraisal practices, 

conducted as part of the Bachelor of Business Administration program at Daffodil International 

University with a specialization in Human Resource Management. The report’s primary 

objectives are to examine the current performance appraisal practices at Aman Plastic 

Industries, assess their effectiveness, identify associated challenges, and recommend solutions 

for improvement. 

 

Aman Plastic Industries employs various performance appraisal methods designed to measure, 

assess, and enhance employee productivity. The company’s performance appraisal system 

includes formal review sessions, goal-setting initiatives, and feedback mechanisms that support 

employees in aligning their work with organizational goals. Key strengths observed in the 

current appraisal system include efforts to maintain objectivity and consistency through 

structured evaluation criteria and standardized processes. 

 

However, several challenges in the existing appraisal process were identified. These challenges 

include occasional inconsistency in evaluation standards, limited opportunities for feedback 

from employees, and a need for more diverse performance metrics that can accurately capture 

employee contributions across different roles. The analysis in this report highlights these areas 

in comparison with HR best practices and suggests methods for improvement. 

 

The report concludes with recommendations for enhancing the performance appraisal system 

at Aman Plastic Industries. These recommendations include introducing a more standardized 

and consistent evaluation framework, feedback system, and increasing the frequency of 

informal performance check-ins to foster continuous development and engagement. 

Implementing these changes could result in a more effective appraisal system, improved 

employee satisfaction, and alignment with industry standards. 

 

Through this evaluation, the report aims to contribute to an enhanced understanding of effective 

performance appraisal strategies, particularly in the context of a manufacturing organization 

like Aman Plastic Industries.
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Chapter 1 

Introduction 
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1.1: Introduction 
 

Performance appraisal is a critical function within Human Resource Management (HRM) that 

plays a key role in managing and enhancing employee performance, fostering professional 

development, and aligning individual contributions with organizational goals. In today’s 

competitive business landscape, companies rely on well-designed performance appraisal 

systems to support a productive workforce, maintain employee engagement, and improve 

overall organizational efficiency. Effective performance appraisal systems are particularly vital 

in industries like manufacturing, where productivity, efficiency, and skill-based assessments 

are essential to maintaining a competitive edge. 

 

This report, titled “An Evaluation of the Performance Appraisal of Aman Plastic Industries,” 

examines the existing appraisal practices at Aman Plastic Industries, a prominent manufacturer 

in Bangladesh specializing in plastic toys and related products. The study explores how the 

company’s appraisal system is structured, how it supports organizational goals, and the impact 

it has on employee motivation and productivity. Additionally, it identifies any challenges or 

limitations within the system that may hinder its effectiveness. 

 

Aman Plastic Industries has implemented various practices to assess employee performance, 

which are crucial for maintaining high standards and achieving business objectives. The current 

report aims to provide an objective evaluation of these practices, considering factors like 

consistency, fairness, transparency, and the alignment of appraisal processes with the 

company’s goals. By understanding the strengths and weaknesses of the appraisal system, the 

study offers recommendations aimed at enhancing its effectiveness, thus supporting both 

employee satisfaction and the company’s growth. 

 

Through this examination, the report seeks to offer insights that may be beneficial not only to 

Aman Plastic Industries but also to other companies in the manufacturing sector striving to 

optimize their HR practices. 
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1.2: Background of the Study 
 

The manufacturing sector in Bangladesh, particularly within the plastics industry, has 

experienced significant growth over the past decade. This growth has led to an increased focus 

on efficient Human Resource Management (HRM) practices, as companies seek to optimize 

employee productivity, job satisfaction, and overall organizational performance. In this 

context, effective performance appraisal systems have become a key component for companies 

looking to enhance their workforce and maintain competitiveness. Aman Plastic Industries, a 

major player in Bangladesh’s plastic manufacturing sector, relies on its appraisal system to 

foster employee development, align individual goals with organizational objectives, and 

support the company’s long-term growth. 

 

During the internship at Aman Plastic Industries, under the supervision of Dr. Mohammed 

Masum Iqbal, Professor in the Department of Business Administration at Daffodil International 

University, an in-depth analysis of the company’s performance appraisal practices was 

conducted. This experience provided valuable insights into the structure, implementation, and 

outcomes of Aman Plastic Industries' appraisal process, revealing both strengths and areas for 

improvement. 

 

The study of performance appraisal at Aman Plastic Industries highlighted how essential these 

practices are for maintaining a motivated and productive workforce. Through regular 

evaluations, feedback sessions, and goal-setting initiatives, the company aims to support 

employees' personal and professional growth. Observing these practices emphasized the need 

for continuous improvement in appraisal methods to adapt to changing workforce dynamics 

and meet industry standards. 

 

This report builds upon the knowledge gained during the internship to provide a comprehensive 

evaluation of the performance appraisal practices at Aman Plastic Industries. By identifying 

existing challenges and recommending solutions, the study aims to contribute to the ongoing 

development of effective HRM practices within the organization and the broader 

manufacturing sector in Bangladesh. 
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1.3: Objective of the Study 
 
The objectives of the study are the following: 

 

1. To identify the performance appraisal practices of Aman Plastic Industries; 

2. To analyze and evaluate the performance appraisal practices of Aman Plastic 

Industries;  

3. To identify the problems related to the performance appraisal of Aman Plastic 

Industries.  

4. To make some recommendations to overcome those problems. 

       

 

 

 

1.4:  Scope of the Study 
 

The study focuses on the performance appraisal practices at Aman Plastic Industries, with 

particular attention to the processes, tools, and techniques used to evaluate and enhance 

employee performance. This evaluation is intended to provide valuable insights into the 

alignment of appraisal practices with the organization’s objectives and identify areas for 

potential improvement. Although centered on one company, the findings and recommendations 

may also be applicable to other organizations within the manufacturing industry in Bangladesh. 

 

 

 

 

1.5: Methodology of the Study 
 

The methodology for this study was designed to provide an in-depth analysis of the 

performance appraisal practices at Aman Plastic Industries. Data collection involved both 

qualitative and quantitative methods, enabling a comprehensive evaluation of the appraisal 

system and its effectiveness. Observations, structured interviews, and surveys with employees 

and managers provided a foundation for analyzing both employee satisfaction and the overall 

impact of the appraisal system. 
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1.6: Sources of Data Collection 
 

The data utilized to compile this report has been sourced from both primary and secondary 

sources. 

 

Primary Data 
 

• Interviews with HR personnel, managers, and employees. 

• Observations of appraisal processes and evaluation methods. 

 

Secondary Data 

 

• Company records, reports, and internal documentation. 

• Industry publications and HRM literature on best practices in performance 

appraisal. 

• Relevant academic journals and research papers. 

 

 

 

1.7: Method of Data Collection 
 

Data collection methods included: 

• Structured and semi-structured interviews with employees and HR personnel. 

• Observation of appraisal sessions and review processes. 

 

 

 

1.8: Target Population 
 

The target population for the study consisted of HR professionals, supervisors, and employees 

at Aman Plastic Industries who were involved in or affected by the performance appraisal 

system. 

 

 

 

1.9: Sample Size 
 

The study sampled 30 employees from different departments, along with 5 HR personnel and 

managers to ensure a well-rounded view of the appraisal system. 
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1.10: Sampling Method  
 

A purposive sampling method was used, selecting participants based on their involvement in 

and experience with the appraisal system. This approach was chosen to gather insights from 

individuals who could provide the most relevant feedback. 

 

 

 

 

1.11: Limitations of the Study 

 
• Limited access to proprietary company data on performance metrics. 

• Time constraints that restricted the observation of multiple appraisal cycles. 

• Possible biases in employee responses due to perceived repercussions of sharing 

negative feedback. 

• Limited generalizability, as the study is focused on a single company in the 

manufacturing industry. 
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Chapter 2 

Overview of Aman Plastic Industries 
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2.1: Introduction of the Company 
 

Aman Plastic Industries, established in 2005, is a prominent plastic manufacturing company 

headquartered in Bangladesh, specializing in the production of high-quality plastic toys, 

household goods, packaging materials, and custom plastic solutions. Founded by Mr. Aman 

Ullah, the company started as a small-scale operation with a commitment to quality, safety, 

and affordability. Over the years, it has expanded significantly, evolving into one of the 

country’s major contributors to the plastics industry. 

 

Driven by a vision to deliver durable, innovative, and affordable plastic solutions, Aman Plastic 

Industries has consistently upheld stringent quality standards and has built a robust reputation 

in the market. The company’s initial focus was on providing reliable household goods, but as 

it gained traction, it expanded its product line to include plastic toys and custom products that 

serve various industries. Today, Aman Plastic Industries caters to a diverse clientele, from 

individual consumers to large corporations and international clients, especially in regions such 

as South Asia, the Middle East, and parts of Europe. 

 

The company operates a state-of-the-art manufacturing facility spanning over 100,000 square 

feet, equipped with advanced technology and machinery. This includes automated injection 

molding, extrusion, and blow molding units, which allow the company to meet high production 

demands and ensure product consistency. With a production capacity of approximately 5 

million units per month, the facility enables efficient scalability to cater to both local and 

international markets. 

 

In recent years, Aman Plastic Industries has placed a strong emphasis on sustainability, 

implementing eco-friendly practices within its production processes. This includes the use of 

recyclable materials, waste management protocols, and energy-efficient machinery, in 

alignment with global environmental standards. The company’s commitment to sustainability 

has allowed it to capture a growing market of eco-conscious consumers, strengthening its 

competitive edge in the industry. 

 

Aman Plastic Industries is supported by a dedicated team of over 500 professionals, including 

engineers, quality control experts, and administrative staff. The company’s Human Resources 

(HR) department, with a team of 20 specialists, plays a critical role in maintaining an inclusive 
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work environment and fostering professional growth through continuous training and 

development programs. Employee satisfaction and productivity are prioritized, as reflected in 

the company's low employee turnover rate and strong commitment to skill enhancement. 

 

To ensure its products meet global standards, Aman Plastic Industries maintains affiliations 

with key regulatory bodies, including the Bangladesh Standards and Testing Institution (BSTI) 

and the Bangladesh Plastic Goods Manufacturers and Exporters Association (BPGMEA). 

These affiliations reinforce the company’s dedication to adhering to industry standards and 

promoting quality and safety. Moreover, the company’s products have passed rigorous quality 

checks and safety certifications, establishing trust and credibility in both local and international 

markets. 

 

With a diverse product portfolio and a customer-centric approach, Aman Plastic Industries has 

achieved significant milestones. These include establishing international partnerships, 

penetrating new markets, and launching a sustainable product line to meet the rising demand 

for eco-friendly plastic goods. Aman Plastic Industries’ success is also attributed to its strong 

supply chain, supported by partnerships with key distributors and retailers, allowing for 

efficient product distribution and customer reach. 

 

In summary, Aman Plastic Industries stands as a leader in Bangladesh's plastic manufacturing 

industry, with a vision of continuous growth, sustainability, and customer satisfaction. Through 

innovation, quality, and strategic market expansion, the company remains committed to 

shaping the future of the plastic industry in Bangladesh and beyond. 
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2.2: Mission and Vision of Aman Plastic Industries 

 

2.2.1: Mission 

 

The mission of Aman Plastic Industries is to provide high-quality plastic products that improve 

the lives of consumers. The company is committed to producing safe, durable, and 

environmentally friendly products while continuously innovating to meet the evolving needs 

of its customers. 

 

2.2.2: Vision 

 

Aman Plastic Industries aims to become a globally recognized leader in the plastic 

manufacturing industry, known for its sustainable practices, quality products, and customer-

centric approach. The company envisions expanding its market share internationally while 

maintaining high standards of production and contributing to the advancement of the 

manufacturing sector in Bangladesh. 

 

 

2.3: Objectives of Aman Plastic Industries 
 

The main objectives of Aman Plastic Industries are: 

• Quality and Innovation: To produce high-quality plastic products and continuously 

innovate to meet market demands and customer expectations. 

• Market Expansion: To increase the market share by expanding into new regions, both 

within Bangladesh and internationally. 

• Sustainability: To adopt eco-friendly practices and ensure that all products meet 

international environmental standards. 

• Employee Development: To foster a positive work environment that encourages 

employee growth, skill development, and overall satisfaction. 

 

 

 

2.4: Government Affiliation 
 

Aman Plastic Industries operates in full compliance with the legal and regulatory frameworks 

set by various government bodies in Bangladesh, including the Bangladesh Standards and 

Testing Institution (BSTI), which ensures that all products meet national safety and quality 

standards. Additionally, the company follows environmental regulations as outlined by the 
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Department of Environment (DOE), ensuring that production processes do not harm the 

environment. 

 

Aman Plastic Industries is also part of industry associations such as the Bangladesh Plastic 

Goods Manufacturers and Exporters Association (BPGMEA), which supports policy advocacy 

and development for the plastic manufacturing industry in the country. 

 

 

2.5: International Partnerships 
 

Aman Plastic Industries has formed strong international partnerships, enabling it to expand its 

market presence outside Bangladesh. The company has established distribution networks in the 

Middle East, South Asia, and parts of Europe. Its key international partners include global 

suppliers of raw materials, logistics companies for distribution, and retail chains that carry its 

product lines. These partnerships have been integral in achieving substantial growth in exports 

and enhancing the company’s competitive edge in the global market. 

 

2.6: Governing Body of Aman Plastic Industries 
 

Aman Plastic Industries is governed by a Board of Directors, which consists of senior 

professionals with extensive experience in manufacturing, business development, finance, and 

human resource management. The Board is responsible for making high-level decisions related 

to the strategic direction of the company, ensuring compliance with regulations, and overseeing 

financial management. 

 

• Board of Directors: 

o Chairman: Mr. Aman Ullah (Founder of Aman Plastic Industries) 

o CEO: Mr. Abdul Karim (Industry Expert with over 25 years in manufacturing) 

o CFO: Mrs. Rina Chowdhury (Finance Specialist with expertise in corporate 

governance) 

 

In addition to the Board of Directors, the company has an Executive Management Team that 

handles the day-to-day operations of the company, led by a General Manager who coordinates 

the various departments such as production, sales, HR, and quality control. 
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2.7: Team Members of Aman Plastic Industries 
 

Aman Plastic Industries employs over 500 people across various departments. The workforce 

is comprised of skilled professionals, including engineers, production staff, quality control 

specialists, and administrative personnel. The company emphasizes employee welfare and 

provides regular training to ensure employees are up-to-date with the latest manufacturing 

practices and technologies. 

 

• Number of Employees: 500+ 

• Departments: Production, HR, Sales, Marketing, Research & Development, Logistics, 

Quality Control 

 

2.8: HR Team of Aman Plastic Industries 
 

The Human Resources (HR) team at Aman Plastic Industries plays a vital role in managing 

employee relations, recruitment, training, and development. The HR department is composed 

of 20 dedicated professionals who ensure that the company adheres to labor laws and maintains 

a positive working environment for all employees. 

 

Key HR Responsibilities: 

o Recruitment and talent acquisition 

o Employee training and development programs 

o Performance appraisals and career progression 

o Employee welfare programs and conflict resolution 

 

2.9: Products of Aman Plastic Industries 
 

Aman Plastic Industries manufactures a diverse range of plastic products, serving both 

domestic and international markets. Some of the key product categories include: 

 

• Plastic Toys: Safe, durable, and creatively designed plastic toys for children. 

• Household Items: Includes kitchenware, storage containers, and cleaning products. 

• Packaging Materials: High-quality plastic packaging used by various industries. 

• Custom Products: The company also manufactures custom plastic products based on 

customer requirements. 
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2.10: Infrastructural Strength 
 

Aman Plastic Industries boasts a modern, well-equipped manufacturing facility located in the 

industrial hub of Bangladesh. The facility spans over 100,000 square feet and includes 

specialized production lines for different types of plastic products. The company also invests 

in cutting-edge machinery, which helps maintain product consistency and quality. 

 

• Facility Size: 100,000+ square feet 

• Production Capacity: Capable of producing 5 million units per month across various 

product lines 

• Technology: Uses injection molding, blow molding, and extrusion technologies 

• Logistics: Equipped with an automated warehousing and inventory management 

system for efficient distribution 

 

 

2.11: Core Values for the Customer 
 

Aman Plastic Industries places customer satisfaction at the heart of its operations, with core 

values that guide its approach to product development, customer service, and corporate 

responsibility. The company’s core values encompass the following: 

 

• Commitment to Quality: Aman Plastic Industries believes that delivering high-quality 

products is fundamental to gaining customer trust. Every product undergoes strict 

quality assurance processes to ensure durability, safety, and reliability, which is 

especially critical for products such as toys used by children. The company is 

committed to meeting national and international quality standards to provide customers 

with peace of mind and superior product experience. 

 

• Customer-Centric Approach: The company strives to understand and exceed 

customer expectations by offering a diverse range of products tailored to meet specific 

needs. Aman Plastic Industries maintains an open line of communication with its 

customers, gathering feedback that helps to continuously improve products and 

services. This customer-centric approach is reflected in the company’s dedication to 

providing user-friendly designs, affordable pricing, and value-added services. 

 



Page | 14  

© Daffodil International University 

 

• Innovation and Improvement: Innovation is a core value that drives Aman Plastic 

Industries to stay ahead in a competitive market. The company invests in research and 

development to incorporate the latest technologies and design trends, ensuring that its 

products remain relevant and competitive. Innovation is not limited to product 

development but extends to business processes, enabling the company to respond 

effectively to changing market demands. 

 

• Sustainability and Environmental Responsibility: Aman Plastic Industries 

recognizes its responsibility to the environment and is committed to sustainable 

practices. The company uses recyclable materials whenever possible and aims to 

minimize waste and energy consumption throughout the production process. By 

adopting eco-friendly practices, Aman Plastic Industries appeals to environmentally 

conscious customers and contributes to a more sustainable future. 

• Transparency and Integrity: Building trust with customers is a priority for Aman 

Plastic Industries, and it accomplishes this by operating with transparency and integrity. 

The company is open about its production processes, materials used, and quality 

standards, providing customers with accurate information about the products they 

purchase. This transparency fosters a strong relationship with consumers who value 

honesty and ethical business practices. 

 

• Safety and Compliance: Safety is a top priority, particularly in the production of 

children’s toys and household items. Aman Plastic Industries ensures that all products 

meet strict safety guidelines, with continuous monitoring and adherence to both local 

and international regulations. This commitment to safety is an integral part of the 

company’s value system, providing customers with safe and reliable products they can 

trust. 
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2.12: How Aman Plastic Industries Maintains Quality! 
 

Aman Plastic Industries employs a comprehensive, multi-stage quality control system to ensure 

that every product meets the company’s high standards and customer expectations. The 

following methods highlight how the company maintains quality across its operations: 

 

• Rigorous Quality Control Procedures: The company has established strict quality 

control checkpoints throughout the production process, from raw material inspection to 

final product testing. Each batch of raw materials is thoroughly checked for compliance 

with set standards before it is used in production. During manufacturing, products 

undergo multiple inspections to identify and rectify any defects or inconsistencies. 

 

• Advanced Manufacturing Technology: Aman Plastic Industries utilizes advanced 

machinery and technology to ensure precise and consistent production. Automated 

systems, including injection molding and blow molding, help maintain uniformity 

across all products and reduce the likelihood of errors. By investing in state-of-the-art 

technology, the company can produce high-quality products efficiently and at a 

competitive cost. 

 

• Skilled Quality Assurance Team: A dedicated quality assurance (QA) team is 

responsible for overseeing quality standards at each stage of production. The team 

consists of trained professionals who use specialized tools and testing methods to 

evaluate product quality. Continuous training is provided to the QA team to keep them 

updated on industry standards and best practices, ensuring that they can effectively 

monitor and enforce quality measures. 

 

• Certifications and Compliance: To maintain credibility and meet regulatory 

requirements, Aman Plastic Industries complies with international standards and has 

obtained certifications from relevant authorities. Compliance with standards set by the 

Bangladesh Standards and Testing Institution (BSTI) and other global organizations 

enables the company to assure customers of the safety and quality of its products. 

Regular audits are conducted to ensure ongoing compliance with these standards. 
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• Customer Feedback Integration: Customer feedback is an invaluable resource that 

Aman Plastic Industries actively uses to improve product quality. By listening to 

customers and analyzing feedback, the company identifies areas for improvement and 

implements necessary changes. This feedback-driven approach helps maintain high 

quality and fosters trust with customers. 

 

• Continuous Improvement through R&D: Aman Plastic Industries invests in research 

and development (R&D) to enhance product design, material quality, and 

manufacturing processes. The R&D team collaborates with other departments to test 

new materials and technologies, which often results in improved product durability and 

performance. Through continuous improvement initiatives, the company maintains its 

commitment to delivering innovative, high-quality products. 

 

• Environmental and Safety Standards: In line with its commitment to sustainability, 

the company adheres to environmental and safety standards, minimizing the 

environmental impact of its production processes. For example, waste materials are 

either recycled or disposed of responsibly, and the company uses energy-efficient 

machinery to reduce its carbon footprint. This not only ensures a safe working 

environment for employees but also reinforces the company’s commitment to quality 

and environmental stewardship. 

 

 

2.13: SWOT Analysis of Aman Plastic Industries 
 

A SWOT analysis evaluates the strengths, weaknesses, opportunities, and threats faced by a 

company. This analysis will provide a comprehensive look into Aman Plastic Industries' 

position within the plastic manufacturing sector. 

 

Strengths 
 

• Strong Brand Reputation: Aman Plastic Industries has built a solid reputation for 

providing high-quality plastic products, especially in the toy and household goods 

segments. This reputation has been established over years of consistent quality, 

reliability, and commitment to customer satisfaction. 
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• Diversified Product Range: The company offers a wide array of plastic products, 

including toys, household items, packaging materials, and custom-made solutions for 

various industries. This diversified product portfolio helps Aman Plastic Industries 

cater to different market segments, thus reducing dependence on a single product 

category. 

• Advanced Manufacturing Facilities: The company operates a state-of-the-art 

manufacturing plant equipped with modern machinery, including injection molding, 

extrusion, and blow molding technologies. This enables Aman Plastic Industries to 

produce large quantities of goods while maintaining high standards of precision and 

efficiency. 

• Established Market Presence: With a robust distribution network and a growing 

market share, Aman Plastic Industries has successfully expanded both locally and 

internationally. Its products are sold in various regions, including South Asia, the 

Middle East, and parts of Europe, which gives the company a wider reach. 

• Sustainability Commitment: The company’s focus on sustainability, including the use 

of recyclable materials and eco-friendly production processes, resonates well with 

environmentally conscious consumers. This commitment is a key differentiator in the 

plastic industry, where environmental concerns are gaining prominence. 

• Strong Financial Stability: Aman Plastic Industries enjoys a strong financial position, 

allowing it to reinvest profits into expanding its infrastructure, increasing production 

capacity, and innovating its product line. This financial strength also enables the 

company to weather economic fluctuations and market downturns. 

 

Weaknesses 

 

• High Dependency on Raw Material Prices: Being a manufacturer of plastic products, 

Aman Plastic Industries is vulnerable to fluctuations in the prices of raw materials such 

as petrochemicals and resins. A rise in raw material costs can impact production 

expenses and, subsequently, product pricing, which may reduce profit margins. 

• Limited Innovation in Product Design: Although the company has a diverse product 

range, it has been relatively conservative in terms of product innovation. The industry 

demands constant updates and creative designs, particularly in the toy and household 

goods sectors, where consumer preferences evolve quickly. 
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• Supply Chain Vulnerabilities: Aman Plastic Industries, like many manufacturers, is 

dependent on a complex supply chain for raw materials, equipment, and distribution. 

Any disruptions in the supply chain—due to factors such as geopolitical tensions or 

transportation issues—could affect production timelines and delivery. 

• Lack of Advanced Digital Integration: While the company has embraced some 

technology in production, its digital presence and marketing strategies may still be 

underdeveloped. A lack of e-commerce and digital marketing tools may hinder Aman 

Plastic Industries from fully tapping into online consumer bases, particularly in the 

post-pandemic era. 

 

Opportunities 
 

• Expanding Export Markets: As global demand for plastic products increases, 

especially in developing markets, Aman Plastic Industries has significant opportunities 

to expand its export business. The Middle East and South Asian markets, in particular, 

offer potential for higher demand for both everyday household items and industrial 

plastic products. 

• Growing Demand for Eco-Friendly Products: With increasing environmental 

awareness, there is a growing demand for sustainable and recyclable plastic products. 

Aman Plastic Industries can capitalize on this trend by increasing its portfolio of eco-

friendly plastic goods, such as biodegradable plastics or products made from recycled 

materials. 

• Technological Advancements in Manufacturing: Advancements in manufacturing 

technologies, such as 3D printing and automation, present opportunities for the 

company to improve production efficiency, reduce costs, and enhance product 

customization. The adoption of these technologies could help Aman Plastic Industries 

maintain its competitive edge. 

• Strategic Partnerships and Collaborations: Forming strategic partnerships with 

international distributors, retailers, and eco-conscious brands could help Aman Plastic 

Industries increase its global footprint. Collaborating with international firms could also 

facilitate technology transfer, enhancing product innovation and manufacturing 

efficiency. 
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• Rise of Online Sales: With the increase in online shopping, particularly post-COVID-

19, Aman Plastic Industries can expand its reach by launching e-commerce platforms 

or collaborating with online marketplaces to sell its products. This would give the 

company access to a larger, more diverse customer base, particularly in urban centers. 

 

Threats 
 

• Intense Competition: The plastic manufacturing industry is highly competitive, with 

numerous local and international players vying for market share. Companies that offer 

lower prices or differentiated products can pose a significant threat to Aman Plastic 

Industries, particularly in price-sensitive markets. 

• Regulatory Challenges: The company operates in an industry where regulations 

regarding plastic use, recycling, and environmental impact are tightening globally. New 

regulations could increase costs related to waste management, product redesign, and 

compliance, which might affect profitability. 

• Environmental Concerns: Plastic products, especially non-recyclable ones, face 

criticism due to environmental pollution and waste management issues. As consumers 

and governments increasingly demand sustainable practices, Aman Plastic Industries 

could face growing pressure to innovate or risk facing backlash against plastic products. 

• Economic Fluctuations: Economic instability, both locally and globally, could affect 

consumer purchasing power, leading to reduced demand for non-essential plastic 

products. Additionally, inflationary pressures on production costs could squeeze profit 

margins, especially in a highly price-competitive market. 

• Raw Material Shortages: The company is vulnerable to supply chain disruptions, 

particularly in the procurement of raw materials. Shortages or delays in the availability 

of key materials such as resin, polyethylene, and polypropylene could affect production 

schedules and lead to delays in fulfilling customer orders. 
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2.14: Chronological Achievements of Aman Plastic 

Industries 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

YEAR ACHIEVEMENT 

2005 • Aman Plastic Industries was founded by Mr. Aman Ullah with a vision to 

provide high-quality plastic products. 

2010 • Expanded product line to include plastic toys and household items. 

2015 • First international export to the Middle East, marking the company’s entry 

into global markets. 

2018 • Invested in a new, state-of-the-art production facility to increase capacity. 

2020 • Launched an eco-friendly product line, focusing on sustainable 

manufacturing practices. 

2023 • Achieved a significant milestone with exports to over 15 countries, 

establishing a strong international presence. 
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Chapter 3  

Analysis of Performance Appraisal 

Process in Aman Plastic Industries 
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3.1: Concept of Performance Appraisal and the Process 
 

Performance appraisal is a systematic evaluation of an employee's job performance in an 

organization. It is a key tool in human resource management (HRM) used to assess employees' 

strengths, weaknesses, skills, and potential for growth. Performance appraisals not only help 

managers understand how effectively employees are performing but also provide feedback to 

employees, help in career development, and influence organizational decisions related to 

promotions, salary adjustments, and training needs. 

 

3.1.1: Concept of Performance Appraisal 

 

At its core, performance appraisal serves as a formalized method to evaluate an employee's job 

performance over a specific period. It involves measuring performance against predefined 

criteria, providing feedback, and discussing areas for improvement or development. 

Performance appraisals are designed to assess employees' effectiveness in meeting the 

organization’s objectives and to provide data that can guide HR decisions. 

There are several purposes for conducting performance appraisals: 

• Employee Development: Appraisals identify employees’ strengths and areas for 

improvement. This feedback allows employees to improve their skills and enhances 

their performance over time. 

• Decision-Making Tool: They are used as a basis for HR decisions such as promotions, 

transfers, and salary increases. 

• Motivation: A well-conducted performance appraisal can motivate employees by 

recognizing their hard work and setting clear career progression paths. 

• Feedback Mechanism: Employees receive valuable feedback on their work 

performance, which helps them understand their role in the organization and its 

expectations. 

• Legal Protection: Proper performance appraisals can protect an organization legally 

by documenting an employee’s performance in case of disputes or terminations. 
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3.1.2: The Process of Performance Appraisal 

 

The process of performance appraisal involves several key steps, each designed to ensure that 

evaluations are consistent, fair, and aligned with the organization's goals. 

✓ Setting Performance Standards: The first step is establishing clear, measurable, and 

achievable performance standards or goals that employees are expected to meet. These 

standards should be aligned with the organization's objectives, ensuring that employees 

understand what is expected of them in terms of job performance. 

✓ Monitoring Employee Performance: Throughout the appraisal period, employees' 

performance is continuously observed. This involves regular feedback sessions, 

tracking progress on the performance standards, and keeping records of any challenges 

or accomplishments. 

✓ Assessing Performance: At the end of the appraisal period, managers assess the 

employee’s performance against the established standards. This assessment may 

include both qualitative and quantitative factors, such as productivity, quality of work, 

teamwork, and customer satisfaction. 

✓ Providing Feedback: After performance is assessed, feedback is provided to 

employees. This feedback should be constructive, highlighting areas of strength and 

areas for improvement. Employees are encouraged to share their thoughts, concerns, 

and ideas during this process to foster a two-way communication channel. 

✓ Setting Goals and Development Plans: After the appraisal, employees and managers 

jointly create development plans, setting new goals for the upcoming period. This may 

include professional development courses, on-the-job training, or setting higher 

performance targets to challenge the employee. 

✓ Final Evaluation and Documentation: The final stage involves documenting the 

appraisal, ensuring that records are kept for future reference. These evaluations help the 

organization keep track of employee progress, promotions, and overall organizational 

performance. 
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3.2: Advantages of Performance Appraisal 
 

Performance appraisals offer numerous benefits to both employees and organizations. When 

conducted properly, they not only enhance individual performance but also contribute to 

organizational growth and improvement. Below are some of the key advantages of performance 

appraisals: 

3.2.1: Employee Development 

 

Performance appraisals help employees understand their strengths and areas for improvement. 

Feedback received during the appraisal process can guide professional development by 

identifying the skills and competencies that need to be enhanced. By offering employees 

personalized development plans, organizations can help them build skills that increase their job 

effectiveness and career advancement opportunities. 

 

3.2.2: Improved Communication 

 

Appraisals create an opportunity for open and constructive communication between employees 

and managers. Regular feedback, both positive and constructive, fosters a culture of 

transparency and trust within the organization. When employees are clear about expectations 

and receive ongoing feedback, they are more likely to be engaged and aligned with 

organizational goals. 

 

3.2.3: Enhanced Motivation 

 

One of the major advantages of performance appraisals is the potential to boost employee 

motivation. Positive appraisals can increase employees’ job satisfaction by recognizing their 

hard work and achievements. Furthermore, when employees understand that their efforts are 

being monitored and rewarded, they are more likely to continue working toward higher 

performance. 

 

3.2.4: Basis for HR Decisions 

 

Performance appraisals provide valuable data that inform key HR decisions, including 

promotions, salary adjustments, bonuses, and training needs. By using objective, documented 
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evaluations of employee performance, organizations can make fair and just decisions that are 

based on measurable criteria. 

 

3.2.5: Aligning Individual Goals with Organizational Goals 

 

Appraisals ensure that employees’ individual goals are aligned with the broader objectives of 

the organization. By setting performance expectations that are tied to company goals, 

employees become more aware of their role in achieving the company’s success. This 

alignment helps both employees and organizations achieve their respective goals. 

 

3.2.6: Identification of Training and Development Needs 

 

Performance appraisals help organizations identify skill gaps and training needs within the 

workforce. When employees are evaluated, it is often evident which skills they need to develop 

in order to perform better. By identifying these gaps, organizations can create targeted training 

programs that address specific needs, improving overall workforce competence. 

 

3.2.7: Objective Evaluation of Performance 

 

Performance appraisals help to standardize the evaluation process, ensuring that employee 

performance is measured consistently and objectively. By using predefined criteria, such as 

production targets, quality control metrics, and attendance, managers can evaluate all 

employees based on the same standards. This reduces bias and ensures fairness in the 

evaluation process. 

 

3.2.8: Legal Protection and Documentation 

 

Performance appraisals serve as a documented record of an employee’s performance over time. 

This documentation can protect the organization in the event of disputes, legal challenges, or 

terminations. It provides evidence that the organization has acted fairly and based decisions on 

employee performance. 
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3.2.9: Feedback for Managers and Organizational Improvement 

 

Performance appraisals also benefit managers by providing them with insights into how their 

teams are functioning. Managers can use the feedback from performance reviews to improve 

their management techniques, better support their employees, and enhance team collaboration. 

Additionally, this feedback may highlight areas where the organization itself needs to improve, 

such as resource allocation or work processes. 

 

3.3: Disadvantages of Performance Appraisal 
 

While performance appraisals provide significant benefits, they also come with several 

disadvantages. If not handled carefully, the process can be counterproductive, leading to 

frustration, resentment, and diminished employee morale. Here are some key disadvantages of 

performance appraisals: 

3.3.1: Bias and Subjectivity 

 

One of the most significant drawbacks of performance appraisals is the potential for bias and 

subjectivity. Managers may unknowingly base their evaluations on personal feelings or 

preferences, rather than objective performance data. This can lead to favoritism or unfair 

evaluations, which demotivate employees and undermine the credibility of the appraisal 

process. 

 

3.3.2 Inaccuracy in Appraisal 

 

Performance appraisals rely on the judgment of supervisors, which can sometimes lead to 

inaccuracies. If managers lack the necessary experience or objectivity to evaluate employees 

effectively, the appraisal may not accurately reflect an employee's true performance. 

Additionally, reliance on memory rather than documented data can result in skewed appraisals. 

 

3.3.3: Employee Anxiety and Stress 

 

Performance appraisals can lead to increased stress and anxiety for employees, especially if 

they fear negative feedback. This can negatively impact morale and reduce overall job 
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satisfaction. When employees perceive the appraisal as a judgment rather than a developmental 

tool, it may lead to disengagement and reluctance to take initiative. 

 

3.3.4: Time and Resource Intensive 

 

Conducting a comprehensive and fair performance appraisal process requires significant time 

and resources. Both managers and employees need to invest time in preparation, meetings, and 

follow-ups. This can be especially burdensome in organizations with a large workforce, leading 

to inefficiencies and increased administrative costs. 

 

3.3.5: Lack of Continuous Feedback 

 

Performance appraisals are often conducted annually or semi-annually, which means 

employees receive feedback only at certain intervals. This limited feedback can create gaps in 

communication, with employees unaware of their performance issues until the next appraisal. 

In contrast, regular, ongoing feedback is essential for continual improvement. 

 

3.3.6: Focus on Short-Term Performance 

 

Traditional performance appraisals often focus heavily on short-term results rather than long-

term potential. This can discourage employees from taking risks or focusing on strategic goals 

that require sustained effort, as they may prioritize short-term targets to secure positive 

performance reviews. 

 

3.3.7: Undue Emphasis on Quantitative Measures 

 

Many performance appraisal systems prioritize quantitative metrics (e.g., production numbers, 

sales figures) over qualitative measures (e.g., teamwork, innovation, creativity). While these 

numerical assessments can be valuable, they often overlook other important aspects of 

employee performance that are harder to measure. 
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3.3.8: Potential for Conflict 

 

When performance appraisals are not handled properly, they can create conflicts between 

employees and managers. Employees may feel that their evaluation is unfair or not reflective 

of their true contributions, leading to dissatisfaction, resentment, or even grievances. This 

conflict can damage relationships and reduce overall productivity. 

 

3.3.9: Overemphasis on Negative Feedback 

 

In some organizations, performance appraisals focus too heavily on highlighting areas of 

weakness and improvement, rather than recognizing employees’ strengths. This can result in 

employees feeling demoralized and undervalued, especially if positive feedback is not 

adequately balanced with constructive criticism. 

 

3.3.10: Resistance to the Appraisal Process 

 

Employees may resist the appraisal process, especially if they view it as a bureaucratic 

formality or a mere tool for management control. This resistance can reduce the effectiveness 

of the appraisal and hinder the intended purpose of employee development and improvement. 

 

 

3.4: Objective of Performance Appraisal 
 

Performance appraisal is a systematic process of evaluating an employee's job performance and 

productivity in relation to certain pre-established criteria and objectives. The key objectives of 

performance appraisal include: 

• Evaluating Employee Performance: The primary purpose of performance appraisal 

is to assess employees' performance in their roles. This evaluation helps organizations 

determine how well an employee is performing relative to their job requirements and 

objectives. 

• Providing Feedback: Performance appraisals allow managers to provide constructive 

feedback to employees. This feedback can guide employees on areas of strength and 

areas that need improvement, contributing to their professional development. 
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• Identifying Training and Development Needs: Through the appraisal process, 

managers can identify skills gaps or areas where an employee may require additional 

training or development. This helps in creating personalized learning and development 

plans for employees. 

• Decision-Making for HR Functions: Performance appraisals serve as a basis for 

making important human resource decisions, such as promotions, salary increases, 

bonuses, and transfers. They provide valuable data that helps HR departments make 

informed decisions regarding employee progression. 

• Goal Setting and Alignment: Appraisals facilitate the setting of individual goals for 

employees that are aligned with the broader organizational objectives. This alignment 

ensures that employees are working toward the achievement of the company’s long-

term goals. 

• Enhancing Employee Motivation and Job Satisfaction: When conducted effectively, 

performance appraisals can motivate employees by recognizing their accomplishments. 

This acknowledgment of hard work and success can lead to greater job satisfaction and 

engagement. 

• Recognizing and Rewarding Performance: Performance appraisals help in 

identifying high performers who contribute significantly to organizational success. 

These employees can be recognized and rewarded, which further drives motivation and 

encourages high performance across the organization. 

• Improving Communication between Employees and Management: Performance 

appraisals provide an opportunity for dialogue between employees and their managers. 

This open communication fosters a relationship of trust, where employees can express 

concerns, discuss goals, and receive guidance. 

• Legal Protection for the Organization: A well-documented performance appraisal 

process can serve as protection for organizations in cases of disputes. It ensures that 

employment decisions such as terminations, promotions, and raises are based on fair, 

objective evaluations. 

• Facilitating Organizational Development: Performance appraisals can highlight 

systemic issues or inefficiencies in the organization. By evaluating overall employee 
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performance, organizations can identify areas that require improvement at the 

organizational level, such as processes, resources, or leadership practices. 

 

3.5: Performance Appraisal Process in Aman Plastic 

Industries 
 

The performance appraisal process at Aman Plastic Industries is structured to assess the 

capabilities and achievements of its employees systematically. This process aims to evaluate 

individual performance against established job expectations and organizational goals. The 

process is designed to be objective, transparent, and fair, ensuring that employees receive 

accurate feedback, which helps in their professional development and aligns their efforts with 

the company's strategic objectives. 

 

Steps in the Performance Appraisal Process 

3.5.1: Establishing Clear Job Expectations 

 

Before the performance appraisal process begins, job expectations and key performance 

indicators (KPIs) for each employee are clearly defined. These expectations are communicated 

during the onboarding process and throughout the employee’s tenure. The goals set at the 

beginning of the year are aligned with the company's strategic goals, which ensures that each 

employee understands their role in the organization's success. 

 

3.5.2: Setting Performance Criteria 

 

Aman Plastic Industries uses a variety of performance metrics to evaluate employee 

performance. These criteria typically include: 

• Productivity Levels: Output and efficiency in meeting production goals. 

• Quality of Work: Adherence to quality standards and reduction of defects in the 

manufacturing process. 

• Teamwork and Collaboration: Ability to work effectively within teams and 

contribute to a harmonious work environment. 
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• Punctuality and Attendance: Regularity in reporting to work and adherence to 

working hours. 

• Problem-Solving and Innovation: Contribution to improving processes or addressing 

challenges within the production cycle. 

 

3.5.3: Self-Assessment by Employees 

 

As part of the appraisal process, employees at Aman Plastic Industries are encouraged to 

complete a self-assessment. This allows them to reflect on their performance over the past 

review period, identifying achievements and areas for improvement. The self-assessment 

serves as a starting point for the appraisal discussion and helps foster a two-way dialogue 

between employees and managers. 

 

3.5.4: Manager Evaluation 

 

Managers conduct the formal evaluation of each employee based on the set performance 

criteria. This evaluation is typically done through direct observation, feedback from colleagues, 

and data-driven insights (e.g., production reports). Managers assess employees on both their 

quantitative output and qualitative contributions, providing a holistic view of their 

performance. 

 

3.5.5: Feedback Session 

 

Once the evaluation is complete, a one-on-one feedback session is held between the employee 

and their manager. During this session, the manager discusses the evaluation results, 

highlighting both strengths and areas for improvement. Constructive feedback is provided to 

guide the employee in addressing any shortcomings and further developing their skills. 

 

3.5.6: Setting New Goals and Development Plans 

 

After the feedback session, new performance goals are set for the upcoming period. These goals 

are based on the appraisal results and align with both individual career aspirations and the 

company’s strategic needs. Additionally, development plans may include training 
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opportunities, mentoring, or other resources to help employees improve in areas identified 

during the appraisal. 

 

3.5.7: Documentation and Follow-up 

 

All performance appraisals are documented and stored in the employee's file. This 

documentation serves as a record for future reference during promotions, salary reviews, and 

any other HR decisions. Follow-up meetings are also scheduled to track the progress of 

development plans and new goals, ensuring continuous improvement. 

 

3.6: Tools that Used 
 

Aman Plastic Industries utilizes both traditional and modern tools for conducting performance 

appraisals: 

• Rating Scales: Managers use a rating scale (such as a 5-point or 10-point scale) to rate 

employees on various aspects of their performance. 

• 360-Degree Feedback: In some cases, Aman Plastic Industries may incorporate 360-

degree feedback, where feedback is collected from peers, subordinates, and other 

relevant stakeholders, providing a comprehensive view of an employee’s performance. 

• Key Performance Indicators (KPIs): These are used to measure specific targets 

related to productivity, efficiency, and quality, ensuring that the evaluation is objective 

and aligned with business goals. 

 

3.7: Frequency of Appraisals 
 

Performance appraisals at Aman Plastic Industries are typically conducted on an annual basis. 

However, depending on the role and performance, more frequent appraisals may be carried out, 

especially in fast-paced departments where constant feedback is essential to meet production 

targets. These appraisals align with the company’s fiscal year and are designed to ensure that 

each employee is on track to meet their annual goals. 
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3.8: Performance Appraisal Benchmarking Process in 

Aman Plastic Industries 
 

In Aman Plastic Industries, the performance appraisal process is enhanced through 

benchmarking practices that ensure a structured and consistent approach to evaluating and 

improving employee performance. The benchmarking process consists of four critical stages: 

Planning, Monitoring, Developing, and Rating. Each stage is designed to ensure that 

performance appraisals align with organizational goals while fostering employee growth and 

maintaining fair evaluation practices. 

 

 

3.8.1: Planning 

 

The Planning stage forms the foundation for a successful performance appraisal process. 

During this phase, Aman Plastic Industries sets the framework for what will be evaluated, how 

it will be measured, and the key performance indicators (KPIs) that will be used as benchmarks 

for success. The planning phase includes: 

 

• Setting Clear Objectives: The company defines clear and measurable objectives for 

each role, which are aligned with the broader organizational goals. These objectives are 

communicated to employees at the beginning of the performance cycle. 

 

• Establishing Benchmarks: Specific benchmarks for performance standards are 

established based on industry best practices, company expectations, and historical 

performance data. These benchmarks ensure consistency and fairness in how employee 
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performance is evaluated across different departments. 

 

• Defining Evaluation Criteria: Aman Plastic Industries establishes key criteria such as 

productivity, quality of work, teamwork, innovation, and adherence to safety protocols. 

These criteria are aligned with the strategic goals of the company, ensuring that every 

employee’s performance is contributing to overall success. 

 

 

3.8.2: Monitoring 

 

The Monitoring stage is focused on tracking and observing employee performance throughout 

the performance period. Rather than relying solely on the annual review, this phase emphasizes 

continuous observation and feedback to ensure that employees remain aligned with their 

objectives and performance benchmarks. Key activities include: 

 

• Ongoing Feedback: Supervisors at Aman Plastic Industries provide continuous 

feedback on employee performance. This can be formal or informal and occurs 

regularly to address issues as they arise, preventing them from becoming more 

significant problems. 

 

• Performance Tracking Tools: The company uses a variety of tools, such as software 

and performance dashboards, to track individual performance. These tools are designed 

to capture real-time data and allow managers to make data-driven decisions about 

performance adjustments and improvements. 

 

• Employee Self-Assessment: Employees are encouraged to engage in self-assessment, 

helping them reflect on their performance and identify any areas where they may need 

additional support or resources. 

 

• Mid-Year Reviews: In some cases, Aman Plastic Industries conducts mid-year reviews 

to evaluate progress toward meeting objectives and to adjust targets if necessary. This 

provides employees with a chance to recalibrate their focus in alignment with evolving 

company goals. 
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3.8.3: Developing 

 

The Developing stage focuses on providing employees with the resources and support they 

need to improve their performance. This stage not only aims to identify areas of improvement 

but also emphasizes the development of employees’ strengths, ensuring their continuous 

professional growth. Key activities in this stage include: 

 

• Training and Development Programs: Aman Plastic Industries provides training 

programs based on performance appraisals. If an employee's performance falls short of 

expectations, targeted training is offered to help bridge the skills gap. Training sessions 

may cover technical skills, leadership development, communication, or teamwork. 

 

• Mentorship and Coaching: Employees who show potential are paired with mentors 

or coaches who guide their development. This personal support helps to cultivate 

leadership skills, improve productivity, and enhance problem-solving abilities. 

 

• Career Growth Plans: Employees identified as high performers are given 

opportunities for career advancement within the company. Development plans are 

tailored to help them take on more responsibilities or move to higher roles in line with 

their career aspirations. 

 

• Personalized Feedback: During the feedback sessions, managers provide employees 

with specific, actionable insights that enable them to focus on improvement areas. This 

personalized guidance fosters employee motivation and helps them develop in their 

role. 

 

 

 

3.8.4: Rating 

 

The Rating stage is the final phase of the performance appraisal process, where the employee’s 

overall performance is formally evaluated. Ratings are based on predefined benchmarks, KPIs, 

and the ongoing feedback received during the Monitoring phase. In Aman Plastic Industries, 

the Rating stage includes: 
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• Objective Evaluation: Based on the established criteria, managers assess how well the 

employee met their individual goals and the company’s broader objectives. This 

evaluation is designed to be objective, based on factual data rather than personal biases. 

 

• Use of Rating Scales: Aman Plastic Industries typically uses a rating scale to evaluate 

employees, such as a 5-point scale (ranging from "Excellent" to "Needs Improvement"). 

These scales provide clear, standardized metrics to assess performance and make it 

easier to compare employees across different roles or departments. 

 

• Documentation: All evaluations are documented in detail, including both the rating 

and a summary of the employee’s achievements and areas for improvement. This 

documentation becomes part of the employee’s performance record and is used for 

making decisions regarding promotions, compensation, and training needs. 

 

• Final Feedback Session: After the rating is completed, a final feedback session is held 

with the employee. During this session, the rating is discussed, and the employee is 

informed of the decision. This feedback session also serves as an opportunity to discuss 

any potential changes in roles, compensation, or development plans moving forward. 
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3.9: Performance Appraisal Methods at Aman Plastic 

Industries 
 

Aman Plastic Industries adopts a hybrid approach by incorporating both Traditional and 

Modern Methods of performance appraisal. These methods align with the company's strategic 

objectives to assess, enhance, and maximize the performance of its employees across various 

departments. The performance management system at Aman Plastic is designed to evaluate not 

just current performance but also future potential, providing employees with clear directions 

for personal development. 

 

3.9.1: Traditional Methods 

 

1. Confidential Report:  

Aman Plastic Industries employs the Confidential Report method for assessing 

managerial and senior leadership roles. In this method, each employee’s performance 

is evaluated by their direct supervisor, with the report remaining confidential within 

senior management and HR. This approach allows for an in-depth evaluation of an 

employee’s ability to handle responsibilities, leadership qualities, decision-making, and 

potential for future roles. Supervisors focus on the quality of leadership, adherence to 

company policies, and contributions to long-term goals. While it helps provide a 

transparent review of high-level performance, this method often involves subjective 

judgment as it does not include input from peers or subordinates. 

 

2. Free Form Essay Method:  

For employees in more creative or knowledge-driven roles, Aman Plastic Industries 

uses the Free Form Essay Method. In this method, supervisors write detailed, narrative-

style reports evaluating an employee’s strengths, weaknesses, and overall contributions. 

The essays allow managers to provide qualitative feedback beyond numerical ratings, 

offering a deeper insight into personal and professional development. This approach is 

particularly beneficial for evaluating employees who perform complex tasks that are 

not easily quantifiable, such as those in R&D, marketing, and design. 
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3. Alternation Ranking Method: 

The Alternation Ranking Method is used when Aman Plastic Industries needs to rank 

employees within teams. In this system, employees are compared to one another based 

on their performance, with the best and worst performers identified first. The alternation 

continues until all employees are ranked. This method allows for a quick identification 

of top performers and areas where improvements may be needed. However, it is mainly 

used in situations where clear distinctions are needed for personnel decisions, such as 

for promotions or team allocations. 

 

4. Paired Comparison Method:  

At Aman Plastic, the Paired Comparison Method is applied primarily when evaluating 

employees within specific departments. In this approach, each employee is compared 

directly to every other employee in the group based on key performance indicators. This 

ranking process helps supervisors make decisions about relative performance and 

distinguish who excels in certain areas. For example, it may be used to evaluate a team 

of production managers or supervisors to identify leadership capabilities or identify 

potential candidates for more complex roles. 

 

5. Graphic Rating Scale Method:  

The Graphic Rating Scale Method is one of the most widely used methods at Aman 

Plastic Industries for evaluating employees across a wide range of roles. Using a 

predetermined set of criteria such as work quality, attendance, interpersonal skills, and 

initiative, employees are rated on a scale—usually from 1 to 5 or 1 to 7—based on their 

performance in each area. Managers use this approach to quickly assess employees, and 

it helps HR maintain an easily comparable dataset for performance reviews. Although 

simple, it’s a practical method for measuring day-to-day operational performance. 

 

6. Narrative Forms:  

The Narrative Form method is used in various departments at Aman Plastic Industries 

where more descriptive feedback is necessary. Supervisors write detailed evaluations 

of employees, providing not only assessments of work performance but also discussing 

behavioral aspects, teamwork, and areas for improvement. This method offers a 

comprehensive view of an employee’s performance but is more subjective than other 

methods, depending heavily on the manager’s writing ability and attention to detail. 
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7. Forced Distribution Method:  

The Forced Distribution Method is applied selectively at Aman Plastic Industries, 

particularly in large teams where it’s critical to identify top performers for promotions 

or development opportunities. In this method, employees are grouped into categories 

such as top 10%, middle 70%, and bottom 20%. This ensures that not everyone receives 

high ratings and allows for differentiation between employees’ relative performance. 

It’s often used for annual reviews or performance-based incentive programs. 

 

 

 

3.9.2: Modern Methods 

 

1. Assessment Center:  

Aman Plastic Industries uses the Assessment Center method primarily for evaluating 

employees in management and leadership development programs. Through this 

approach, employees participate in various tasks such as problem-solving exercises, 

role-playing scenarios, group discussions, and leadership tasks. These activities 

simulate real-life challenges they may face in higher positions, and they provide a 

comprehensive evaluation of how employees perform under pressure, communicate 

with teams, and make decisions. This method helps the company identify potential 

leaders and assess their readiness for managerial roles. 

 

2. Management by Objectives (MBO):  

The Management by Objectives (MBO) method is actively used across different levels 

at Aman Plastic Industries, particularly for employees in sales, marketing, and project 

management roles. Employees and managers set specific, measurable goals at the start 

of each performance cycle. Regular meetings are held to track progress, and 

performance is reviewed based on how effectively these goals are achieved. The 

method fosters a clear understanding of job expectations and enhances alignment 

between individual contributions and the company’s strategic goals. MBO is 

particularly effective in ensuring that all employees are working towards common 

organizational objectives. 
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3. Behaviorally Anchored Rating Scale (BARS):  

Aman Plastic Industries uses the Behaviorally Anchored Rating Scale (BARS) method 

to assess specific behaviors linked to performance criteria. Employees are evaluated 

based on a range of behaviors that are anchored to specific performance levels, such as 

exceptional, satisfactory, and needs improvement. For example, in the production 

department, BARS may be used to assess adherence to safety protocols, teamwork, and 

efficiency in completing tasks. This method ensures that assessments are based on 

observable behaviors, making the feedback more objective and actionable. 

 

4. Self-Appraisal:  

The Self-Appraisal method is incorporated into the performance review process at 

Aman Plastic Industries to encourage self-reflection among employees. Prior to formal 

performance reviews, employees assess their own performance using the same criteria 

their managers will use. This method allows employees to reflect on their achievements, 

challenges, and growth areas, offering a personal insight into their development. Self-

appraisals are then discussed with supervisors during the performance review meeting, 

creating an open dialogue about the employee's progress and areas for improvement. 

 

5. 360-Degree Appraisal:  

The 360-Degree Appraisal method is used for comprehensive performance reviews, 

particularly for employees in leadership or cross-functional roles. In this method, 

feedback is collected not just from supervisors but also from peers, subordinates, and 

sometimes customers. This holistic view of performance helps employees understand 

how their behavior, work ethic, and interpersonal skills impact their colleagues and the 

organization. For example, in a department such as marketing, a 360-degree review 

might include input from clients, colleagues in other departments, and direct reports, 

ensuring that the evaluation is well-rounded and objective. 

 

 



Page | 41  

© Daffodil International University 

Chapter 4 

Problem, Recommendations, and 

Conclusion 
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4.1: Problem Identified 
 

1. Lack of Clear and Comprehensive Performance Criteria 

The existing performance appraisal system primarily focuses on key factors like 

productivity, work quality, and teamwork but fails to consider important aspects like 

employee creativity, personal growth, and employee engagement. As a result, the 

overall evaluation lacks depth and may not reflect an employee’s complete contribution 

to the organization. 

 

2. Subjectivity in Manager Evaluations 

Performance evaluations are predominantly based on manager assessments, leading to 

potential biases or inconsistencies in the evaluation process. This could result in unfair 

or inaccurate assessments, especially in the case of subjective attributes such as 

leadership and interpersonal skills. 

 

3. Limited Frequency of Feedback 

The annual performance review cycle does not provide employees with sufficient or 

timely feedback. This delayed feedback process can lead to missed opportunities for 

improvement and demotivation, especially if performance issues arise late in the year. 

 

4. Inefficiency in Development Plans Post-Feedback 

The development plans resulting from performance reviews are sometimes too vague 

and lack clear, actionable steps for improvement. Employees may struggle to 

implement changes due to the lack of a structured framework that outlines measurable 

actions and goals. 

 

5. Underutilization of Technology in Performance Tracking 

There is limited use of technology to track real-time performance metrics, which 

hinders the ability to provide immediate and data-driven feedback. The reliance on 

traditional tools, such as manual rating scales, may not fully capture an employee's 

performance in a dynamic work environment. 
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6. Outdated Benchmarking Practices 

The benchmarks used for performance assessments are not regularly updated to reflect 

current industry standards or changing organizational goals. This results in performance 

expectations that may no longer align with the latest market trends or best practices. 

 

7. Over-reliance on Traditional Appraisal Methods 

The company uses traditional methods like graphic rating scales and paired comparison, 

which are not always the most effective tools for evaluating modern job roles. These 

methods often fail to capture the complexities of roles, especially those in creative or 

leadership positions. 

 

8. Insufficient Employee Involvement in the Appraisal Process 

Employees are required to conduct self-assessments, but these processes are not 

structured enough to encourage full engagement or reflection. This limits employees' 

ownership of their personal development and growth. 

 

9. Limited Use of 360-Degree Feedback 

Although the company mentions the use of 360-degree feedback, it is not consistently 

implemented across all levels of employees. This results in a narrow scope of feedback, 

potentially missing key insights from peers, subordinates, and external stakeholders. 

 

10. Lack of Career Progression Clarity for High Performers 

High-performing employees often lack clear visibility into potential career 

advancement opportunities. This can lead to stagnation and disengagement, especially 

among top talent who may not see a clear path for growth within the organization. 
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4.2: Recommendations 
 

1. Expand and Diversify Performance Criteria 

Include additional performance criteria that focus on creativity, innovation, personal 

development, and employee engagement. This will create a more comprehensive and 

holistic evaluation process that recognizes all aspects of employee performance. 

 

2. Implement Multi-Rater Feedback Systems 

Use a 360-degree feedback system to gather input from peers, subordinates, and other 

stakeholders. This would provide a more balanced and objective assessment, reducing 

biases in managerial evaluations. 

 

3. Increase Frequency of Feedback 

Shift to quarterly performance check-ins to provide employees with more frequent and 

timely feedback. This would help address performance issues earlier and create a 

continuous improvement culture. 

 

4. Clarify and Structure Development Plans 

Ensure that development plans are specific, actionable, and measurable. For example, 

setting clear goals, timelines, and resources for skill improvement will give employees 

a roadmap for achieving performance goals. 

 

5. Leverage Technology for Real-Time Performance Tracking 

Invest in performance management software or tools that allow for continuous tracking 

of employee performance. This would provide real-time data for more accurate 

evaluations and timely feedback. 

 

6. Regularly Update Benchmarking Standards 

Establish a process for regularly reviewing and updating performance benchmarks in 

line with industry standards and organizational changes. This would ensure that 

performance expectations remain relevant and competitive. 
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7. Introduce More Modern Appraisal Methods 

Adopt newer, more effective appraisal methods such as Behaviorally Anchored Rating 

Scales (BARS) or Management by Objectives (MBO). These approaches provide more 

detailed and contextually relevant evaluations for modern job roles. 

 

8. Enhance Employee Self-Assessment Process 

Provide employees with structured self-assessment templates that focus on specific 

criteria. This would increase employee involvement in the appraisal process, promoting 

greater reflection and ownership of personal development. 

 

9. Broaden the Use of 360-Degree Feedback 

Expand the use of 360-degree feedback across all levels, particularly for managerial 

and leadership roles. This will provide a more complete picture of employee 

performance and foster a culture of continuous feedback. 

 

10. Develop Clear Career Pathways for High Performers 

Establish well-defined career progression frameworks for high performers, with clear 

milestones and growth opportunities. This will help retain top talent by providing them 

with a sense of direction and motivation for advancement. 
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4.3: Conclusion  
 

The performance appraisal process at Aman Plastic Industries, while foundational to 

organizational growth and employee management, has significant gaps that need addressing 

for the system to be fully effective and aligned with modern workforce needs. The current 

process is primarily focused on basic factors such as productivity, quality of work, and 

teamwork. However, it overlooks other crucial elements such as creativity, personal 

development, and employee engagement, which are key drivers in today’s dynamic business 

environment. 

Additionally, the reliance on subjective evaluations by managers has the potential to introduce 

biases, creating inconsistencies in performance assessments. Feedback is also delivered only 

once a year, which is insufficient to address real-time performance gaps and provide employees 

with timely opportunities for improvement. Furthermore, the use of outdated benchmarking 

standards, manual appraisal tools, and limited employee involvement in the feedback process 

significantly limit the effectiveness and fairness of performance evaluations. 

For Aman Plastic Industries to remain competitive and foster a high-performing workforce, it 

is essential to overhaul the current appraisal system. The implementation of multi-rater 

feedback, more frequent performance evaluations, clear and structured development plans, and 

the integration of technology for real-time tracking are key recommendations to enhance the 

system. Furthermore, creating career progression pathways for high performers and utilizing 

modern, data-driven performance appraisal methods will not only improve employee 

satisfaction but will also support organizational growth and retention of top talent. 

In conclusion, by modernizing the performance appraisal process and addressing these 

challenges, Aman Plastic Industries can foster a culture of continuous improvement, increase 

employee motivation, and align individual performance with the broader strategic goals of the 

organization. This will not only enhance operational efficiency but also ensure that the 

company is well-positioned to thrive in an increasingly competitive market. 
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