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ABSTRACT

It is necessary to understand the socio-economic and personal elements, which influence an employee’s behaviour
and opinion. Libraries need professionally qualified librarians to plan, direct and supervise various library
operations where professional knowledge is important. The number of such professionals required in each library
depends on the tasks to be performed. The present study has concentrated only on the professionals and semi-
professionals and did not cover the non-professionals and management people. This paper reports on the
respondent’s views and perceptions on common pitfalls of performance appraisal, its concerns and issues and also

common rating errors influencing job satisfaction).
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I. INTRODUCTION

The rapid changing humankind of today is also varying
the concepts of performance to remain aggressive and
even to survive. Obviously, the measures of their
appraisal also must to change. It is not enough to have
the correct measure only but its correct application is the
‘final’ to determine the intended performance item.
Normally, persons stay ‘engaged’ to the organization for
about half of their life time. Their performance and
appraisal justify looks and re-looks to recognize them
and to meet out fairness to them. The main power of an
organization lies in the excellence of its human resource.
In a fast and rapid working environment, performance
appraisals have become main tool for assessing and
formatting the importance of each individual in relation
to the organization.

Gopinath (1990) suggested a plan for performance
appraisal which included: the definition of work to be
performed; defining the units of a job; the time taken for
doing the jobs; the present performance levels of the
library staff; improvement in the behaviour of the library
staff, consistency of the objects of library services, and
feedback on the performance of the library staff. Yehuda
(1996) outlined the possibilities for the use of self-

appraisal as a valuable source of information and as a
feedback tool. The study conducted by Lyons (1996)
focused on the structural aspects of appraisals developed
in the healthcare industry as a meaningful addition to the
traditional performance appraisal methods.

II. METHODS AND MATERIAL
1. Review of Literature

In the study, Moynihan (2008) stated that without
consistent alignment in work, performance appraisal
became an exercise in futility instead of a vital control
measurement, resulting in not only personnel
dissatisfaction, but also an impediment to systematic
strategy implementation. The performance appraisal
helped performance evaluators to manage more
effectively to meet employee’s expectations.

Robertson (1980) said that new staff learnt most by
working closely with other staff, talking, observing,
asking, and listening. The most important persons both
inside and outside the library have to be identified and
arrangements made for the newcomer to meet them, and
where desirable, to visit the places where they work.
Additionally, positive interest by management in the

1JSRST162317 | Received: 19 May 2016 | Accepted: 24 May 2016 | May-June 2016 [(2)3: 59-64] 59



newcomer can be a motivator and help to reinforce the
enthusiasm with which most newcomers tackle their job.

Williams and O’Connor (2003) argued for the
evaluation of libraries in the light of varying
accreditation judgment of the academic programmes and
the effect of such changes on library assessment. It is
believed that the prime standards against which the
library should be judged is its ability to support the
academic programmes of the institution, which the
library supports.

Leanne (2005) investigated the factors, which influenced
a leader’s reactions to 360° feedback and subsequent
development activities and changes in leader behaviour.

A one-day library space planning conference about
reducing the print collection, adjusting library services,
and defining emerging roles for librarians was made by
Valerie and Marie (2011). As librarians developed new
roles and services, there is a need of in-depth knowledge
of electronic licensing agreements, close placement with
the institutional mission; informatics, information
literacy, e-science, metadata design, and open access are
some of the areas in which librarians can play a positive
role.

2. Objectives of the Study

The central purpose of this research study is to critically

examine and evaluate the efficacy of the components of

the performance appraisal system as applicable to
medical college library professionals in Karnataka. The
objectives include the following:

1. To examine and evaluate the key features of the
performance appraisal system being operated in the
organizations;

2. To highlight the strengths and weaknesses of the
performance appraisal system in existence;

3. To raise major implications to strengthen the
performance management system.

3. Methodology

The list of medical college libraries in the state along
with the number of professionals working in different
cadres in each of the libraries is got. As per the
information, there are 39 medical colleges in the state till
2014. There is no comparison as far as the professionals

and designations are concerned in the libraries between
the Government and Deemed medical colleges. Keeping
in mind the objectives, an interview questionnaire is
arranged after sequentially arranging the features to be
covered. Completed questionnaire was pre-tested in a
nearby medical college libraries and required
modifications were prepared. The information, opinions,
perceptions and attitudes of library professionals was
collected and analyzed.

III. RESULT AND DISCUSSION
4. Analysis of Data

The results of the study presented pertain to the
following aspects.

a) Demographic information of the respondents like
qualification, gender, age, scale of pay, residential
locality, etc., classified according to the organization
to which they belong.

b) Responses to the questions in the questionnaire.
Issues like views and perceptions of different factors
affecting performance appraisal and satisfaction.

Table 4.1: Response rates of library professionals
(Designation-wise)

Category Questionnaires Responses %
distributed received

Chief Librarian/

Deputy Librarian 3 23 6970
Assistant Librarian 48 38 79.17
Library Assistants /

Technical assistants 209 186 89.00
Total 290 247 85.17

The library professionals of medical colleges of

Karnataka state consisted of Chief Librarians, Senior
Librarians, Assistant Librarians, Library Assistants, and
Technical Assistants with professional qualification. The
total number of questionnaires distributed was 290. The
researcher received 247(85.17%) filled questionnaires.

The data presented in Table 4.1 shows that out of 33
questionnaires 23 (69.70%) questionnaires were
received from Deputy Librarian/Chief Librarian, out of
48 questionnaires for Assistant librarians, 38 (79.17%)
questionnaires were received, out of 209 questionnaires
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given for Library Assistants/ Technical Assistants 186
(89.00%) questionnaires were received.

Age Composition

Age is an important factor influencing the opinion of
employees about the human resource management
practices in the department. Age is a poor predictor of
job performance. Age-wise distribution of the
respondent employees in the libraries selected for the
study are classified and presented in Table 4.2.

sphere. The details on the level of the job held by the
respondents are presented in Table 4.4

Table 4.4 : Level of the job positions (Designation-wise
/ Gender-wise)

5. No. Qualification No. of responses %
1. Ph.D. 01 00.40
2. M.L.LSe. 66 26.72
3 M.Phil 23 09.31
3. B.Lib.Sc. 129 52.23
4. DLISc/CLSe. 28 11.34

Total 247 100.00

Table 4.2 : Age-wise classification of respondents

Sl. No. Category 21-30 years | 31-40 years 41-50 years 51-60 years
1 Deputy Librarian./ Chief 1 20 2
| Librarian (0.40%) (8.10%) (0.81%)
. . . 8 22 7 1
2. | Assistant Librarian ©3.24%) | (08.91%) | (02.83%) (0.40%)
3 Library Assistants/ 29 96 51 10
) Technical assistants (11.74%) (38.87%) (20.65%) (4.05%)
Total (G7 (119) (78) (13)
o 14.98% 48.18% 31.58% 5.26%

It can be noticed from the above table that
comparatively, the younger age group is more in the

medical college libraries.

It is evident from the data presented in Table 4.4 that out
of 186(75.31%) respondents 133 Library Assistants,
/Technical Assistants, were males and 53 were females.

Gender Ratio

Gender differences in the workplace stem from social
factors, which affect the behaviours of men and women.
The respondents are classified in accordance with their
gender as presented in table 4.5.

Educational Status of the Respondents
Selection of sufficient number of qualified professional
librarians is the first and primary significant step

towards maintaining library quality.

Table 4.3 : Educational status of the respondents

Table 4.5 : Distribution of the gender ratio of the

respondents
No. of 0
Gender Respondents o
Male 169 68.42
Female 78 31.58
Total 247 100.00

5L No. Qualification No. of responses %
1. PL.D. 01 00.40
2, M.L.ISe¢. 66 26.72
3 M.Phil 23 09.31
3. B.Lib.Se. 129 52.23
4. DLISe /CLSe. 28 11.34
Total 247 100.00

It is evident from the data presented in Table 4.3, that
majority, 129(52.23%) of the respondents have obtained
Bachelors degree in Library Science.

Level of the job position (Designation-wise)

Placing the professionals in suitable pay scale is very
important. Women are working nowadays in every

H Male
EFemale

Figure 4.1 Gender Ratio of the respondents

The data collected from different medical college library
professionals are shown in Table 4.5. It indicates that
out of 247 employees 169(68.42%) were male
employees and 78(31.58%) were female employees.

Scale of Pay
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It is usually held that better pays attract qualified,
talented and skilled person for organizational jobs. The
Rajiv Gandhi University of Health Sciences Standards
has included clear statements relating to the pay, status
and promotion of library professionals. Table 4.6
presents the salary structure of library staff in different
categories.

Table 4.6 : Pay Scale

SL No. Scale of pay No. of responses %
1. 12000-420-18300/ 22 08.91
2. 10000-325-15200 45 18.22
3. 8000-275-13500 52 21.05
4. Management scale 128 51.82

Table 4.6 indicates that majority 128(51.82%) of the
medical college library professionals are getting a salary
as decided by the management which is lesser than the
prescribed pay scale. Present study found that in very
few medical colleges, library professionals were
appointed on the UGC/AICTE pay scale.

Origin and Background of Respondents (residential
locality)

Rural or urban background of the employees becomes
significant when we analyze the performance and
behavioural aspects of the employees in the Indian
context. The data on the rural/urban background of
respondents are presented in Table 4.7

Table 4.7 : Rural/ Urban background of Employees

Place of hirth No. of profegsionals %
Urban 109 44.13
Semi- urban 35 22 27
Rural 83 33.60
Total 247 100.00

Performance Appraisal

Staff appraisal illustrates very well the nature of
management and the reasons as to why it is a complex
activity with a variety of consequences. Appraising
people is a natural and popular activity. It is a
continuous process in a majority of the libraries, in the
sense that it occurs most of the time. It aims to reduce to
objective terms, the experience and personal qualities of
every person in the library. At work, such appraisals are
most likely to concentrate on the personal strengths and
weaknesses and job performance. It is especially
difficult for an effective appraisal to be carried out
openly where a subordinate has little professional regard
for the appraiser.

The respondents were asked to specify the authority that
constructs the performance appraisal in the organization,
bases of appraisal, ability and awareness of employee
performance of the appraiser, the view on the system,
and the ideas of the respondents to improve the system.
Their responses are summarized in Tables 4.8 to 4.15.

Table 4.8 : Bases for Appraisal Ratings

Sl Total
Bases for Strongly Don’t . Strongly

No appraisal agree Agree know Disagree disagree (%)

| | Personal 88 110 35 14 0 133?)0
observation | (35.639%) | (44.53%) | (14.17%) | (5.67%) | (0.09%) | (10000)

5 | Collcagues 35 64 0 114 34 133?)0
Opnion (14.17%) | (25.91%) | (00.00%) | (46.15%) | (13.779) | 100-00)

3 Personal 90 99 26 19 13 133_60
Interaction | (36.44%) | (40.08%) | (10.53%) | (7.69%) | (5.26%) | (100-00)
oomion of 747
pinien o 100.00

4| depmtmental 441§(3)°/ 348:29 143920/ 4320/ 1642"/ ( :
depar (4.53%) | 04.82%) | (1498%) | @.05%) | (1.62%)

5 | Client 65 107 45 26 4 (133?)0)
Tnteractions | (26.31%) | (43.32%) | (18.22%) | (10.53%) | (1.62%) :

Table4.8 stated that regarding “personal observation”,
88(35.63%) respondents strongly agreed, and about the
criteria, “Colleagues Opinion”, 114(46.15%)
respondents disagreed, about personal interaction during
performance appraisal period most of the employees
99(40.08%) agreed, 107(43.32%) professionals agreed
to the criteria of client interaction.

Table 4.9: Views on methods of appraisal
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5L No | Views on methods of appraisal Respondents %
1 Formal appraisal 169 68.42
2 Informal appraisal 10 04.05
3 .Combmatwn o.fformal and 25 10.12
informal appraisal
4 Never conducted 9 03.64
5 Noidea 34 13.77

Majority, 169(68.42%) of the respondents feel that the
appraisal is conducted formally.

The Data in the table 4.11 stated that 66(26.72 %)
respondents opined that it does not reflect merit and 27
(10.93 %) respondents said that existed strict rating error.
Furthermore, strict rating error takes place when there is
a strong tendency among appraisers to be exceedingly
harsh while judging the performance of the employees.

Table 4.12: Issues considered during appraisal

51 No. Tssues consido.ared during No. of o
. . . . appraigal responses
Table 4.10 : Views on Authority for appraisal ratings I Sl i homan tolations 35 1117
2. Knowledge and judgment 39 15.79
51. No Authority of appraisal Respondents % 3. Regularity/Punctuality 35 14.17
1 Senior librarian 73 30.36 4. Work performance 110 44.53
2 Committee 53 22.27 3. Ability to take 10 04.05
3 Outside experts 26 10.53 responsibility
4 Valued by the organization 16 06.48 5. No resporse 18 07.29
5 Head of the institution 54 21.86
) No response 21 08.50

The above result reveals that 75(30.36%) respondents in
the library responded that they were appraised by the
senior librarian of the library and 21(8.50%) respondents
did not respond to this question.

Performance appraisal system in Medical College
Libraries

Performance appraisal helps the librarian to evaluate the
performance and to know the potential of their
subordinates and to assign work, which suits the
individual and facilitates the correct placement of library
staff members.

Table-4.11: Opinion on performance appraisal system
adopted by the Library

Sl No | Performanceappraisal Respondents %

system in the library

1. Can be easily 35 14.17
manipulated

2. Has harmed my interest 30 12.15

3. Does not reflect merit 66 26.72

4. Less objective 60 24.29

3. Has promoted my 29 11.74
interest

6. Strict rating error 27 10.93
Total 247 100.00

Table 4.12 indicates that 110(44.53%) respondents said
that the performance appraisal system followed in the
library was based on work performance.

Table 4.13 : Suggestions to improve the appraisal

system
Sl No. Suggestions to improve No. of %
regponses
Appraisal gystem should
L. be affective 100 40.49
2. Have competent appraisers 15 06.07
3. | Change appraisal 56 22.67
eligibilities
4. Link appraisal with 61 24.70
promotion
5 Delink app_raisal from 15 06.07
compensation

Table 4.14: Accuracy of performance appraisal

Accuracy of
S1. No. Performagfe re?;?cﬁfsis %
Apprais
1. Most Likely. 87 35.22
2. Likely 62 25.10
3, No opinion 45 18.22
4. Unlikely 24 09.72
5. Never 29 11.74

Most of the respondents suggested to have affective
appraisal system and it is account for 100(40.49%) and
87(35.22%) respondents said that accuracy of appraisal
is most likely.
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Appraisal and Satisfaction

Appraisal and supervision are some of the most
important factors in job satisfaction.

Table 4.15 : Appraisal provide satisfaction &

encouragement
Sl No. | Opinion about appraisal No. of %
and encouragement responses
1. Strongly Agree 62 25.10
2. Agree 58 23.48
3. No opinion 38 15.38
4. Disagree 59 23.89
5. Strongly Disagree 30 12.15
Total 247 100.00

Table 4.15 illustrates that 62(25.10%) respondents
strongly agreed that appraisal provided satisfaction and
encouragement.

Table 4.16 : Multiple regression equation of appraisal
scores on socio-demographic variables

Ind dent Regression R SE Of.‘
MACPENARIL | efficient | orer ol t-value p-value
variables . coefficient
g
53.1337 5.3387 0.9526 0.0000
Constant
N 2.2615 1.3784 1.6407 0.1022
Designation
T -3.9428 2.8313 -2.0843 0.0382
Qualification
0.2484 2.7347 0.0908 0.9277
Pay scale
0.4008 0.1454 2.7572 0.0063
Age
. 3.1714 1.3993 2.2665 0.0243
Location
0.0751 1.4511 0.0517 0.9588
Gender

p<0.05 R2=0.0642, F(6,240)=2.7480 p<0.0133, Std.
Error of estimate: 10.683

Looking at table 4.16, R square value is 0.0642 (p<0.05).

The regression coefficients for variables qualifications,
age, and residential location are found to have
significant relationship.

Even though, there exists some relationship between the
qualification and the performance appraisal variables,
the regression analysis clearly shows that the
qualification exerts negligible influence on the perceived
importance level of employees (B = -5.9428; p =
0.0382).

IV. CONCLUSION AND SUGGESTIONS

Study shows that appraisal establishes link between
organizational and individual performance. In most of
the colleges there is lack of seriousness about appraisal
interviews. Findings recommend that the librarians
should take strategic planning into consideration and pay
attention to human resources. In some medical colleges
pay structure used to be somewhat flat. Therefore, salary
and compensation should be in the direction rather than
being flat. Study recommended that all performance
appraisal techniques need thorough training of the
appraisers and appraises by the human resource
department. It should provide relaxed and motivated
encouragement to the employees.
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