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| ABSTRACT

The COVID-19 pandemic has sparked a debate on the usefulness of performance evaluations, with employees considering factors
like work-from-home and hybrid setups as motivators. Employers aim to maximize employee productivity, and they use
performance evaluations to assess performance and emphasize company goals. Ugoani (2020) supports this claim, stating that
performance appraisals not only review job performance but also bring attention to the company's goals. Open communication
between supervisors and employees is crucial during performance evaluations. However, resistance, lack of motivation, and
unclear performance dimensions often lead to questions about performance evaluations. This study aims to determine the
effectiveness of performance appraisal practices on employee productivity, as employees today prioritize work-family balance
and burnout. The study found that most respondents are not satisfied with their company's performance evaluation system and
do not believe it positively affects productivity. They also disagree with the communication of performance results and the
effectiveness of supervisors providing feedback. They also disagree with the use of rewards like bonuses or pay raises, which do
not motivate employees to work more. They also disagree with the promotion of social activities that do not improve productivity.
Additionally, many respondents do not communicate negatively about their work, plan it efficiently, or actively participate in
meetings and consultations. They also do not take on extra responsibilities or continuously update their skills and knowledge.
The study concludes that the BPO company's performance evaluation practices significantly impact employee productivity.
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Introduction

Nowadays, there is a rising dispute concerning the usefulness of performance evaluation, prompting many employees,
researchers, and businesses to ask whether it is still important to utilize this system as a tool of motivation. The outbreak of the
covid-19 pandemic has only exacerbated the debate over whether to keep, revise, or abolish performance appraisal because many
employees are starting to consider other factors such as work from home, hybrid setup, non-stressful work environment, their
family, and so on as important motivators to perform better at work than pay, incentives, and recognition. In fact, employees are
fed up with stressful work environments, excessive control, and inadequate professional growth opportunities. Employers,
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on the other hand, want to get the most out of their employees when business productivity has been declining. Managers use
performance evaluation to assess employee performance. It is an important human resource tool that may also be used to
emphasize a company'’s distinct goals. The policies of each business determine how often this method is used, but the Business
Process Outsourcing industry as a whole makes extensive use of it. In fact, some organizations utilize it on a regular basis to
determine employee pay increases and promotions, while others use it only infrequently, relying more on the feedback technique
for employee ongoing progress.

In addition to what has previously been stated, managers or supervisors usually use a variety of performance evaluations
methods to assess how well each employee did overall and how much they helped the organization reach its goals. Thus, an
organization may utilize a single kind of performance evaluation method or a combination of approaches to evaluate employee
performance. So, an organization can use one kind of performance evaluation method or a mix of methods to judge how well an
employee is doing their job.

In some instances, performance evaluation is referred to as performance reviews, performance appraisals, performance
assessments, annual reviews, or employee evaluations. For Schleicher et al. (2019), performance evaluation is also a tool designed
to assist managers in making personnel decisions as well as employees in improving their performance and acquiring new abilities.
Many organizations, for example, use performance evaluation to find out the strengths and weaknesses of their employees and
give them the tools they need to improve their job performance or working conditions.

Scholars have come up with several ways to get employees to work harder, such as training, laying out goals and
responsibilities for the next evaluation period, feedback, a comfortable work environment, help from management, incentives or
bonuses, recognition, etc. There has been more research on employee productivity because people want to find out how to
motivate employees to work harder. According to Holden and Overmier (2014), employees do not put their performance into
action if they are not motivated or if they are not given an incentive. Employee productivity has become a well-studied topic
because of this, and many companies are putting in a lot of effort to find ways to encourage their employees to be more productive.
Goyal & Gupta (2016) state that decreasing worker productivity, increased retention expenses, and unmotivated employees are all
issues that employers are concerned about.

In addition to what has been said before, performance evaluation has wider applicability. The performance review is also
meant to help employees move up in their jobs. Career development is encouraged during the evaluation process, when the
employees receive feedback from their supervisors as part of their work performance evaluation to ensure they are managing and
achieving the goals set for them. As a result, the organizations can figure out which people have helped them the most, and they
can give the best performers the rewards they deserve. According to Ameen & Baharom (2019), the main goal of performance
evaluation is to assist managers in making good choices on pay, promotions, training, and employee motivation through feedback.

In line with with the preliminary literature review, performance evaluation is important for more than just assessing how
well an employee does their job. Performance appraisals are also important for the business as a whole because they help bring
attention to the organization's goals. Ugoani (2020) backs up the above claim by saying that the purpose of a performance
appraisal is not only to review how well an employee does their job but also to bring attention to the business's goals. The company
is also assessing itself at the same time that the employee is being appraised. This includes comparing goals and performance
criteria, going over the whole assessment framework and design, and looking at the values and culture of the company. In addition
to what has been said before, managers also use performance evaluation to emphasize a company’s distinct goals.

Furthermore, the performance evaluation enables employees to engage openly and honestly with one another. This open
communication or dialogue between the supervisor and the employees helps the employees get over their anxiety by letting them
know what they need. It also helps the supervisor and the employees build healthy relationships with each other. This open
communication also happens when the assessor gives the employee enough time to talk about how he gets along with his
coworkers and how he feels about his job as a whole. The employee is also given the chance to offer detailed feedback on what is
functioning well and what is not within the team or the organization.

Although several studies have shown the importance of performance assessment to employee career progression, job
satisfaction, and organizational success, there is a lot of skepticism about its effectiveness. Some researchers (Siva & Bhanu, 2019;
Mitchell, 2019; Trost et al., 2017; Baker et al., 2013) have recently questioned the usefulness and relevance of performance reviews
when it comes to improving employees' job productivity and overall value to the organization.

The evaluation process has been linked to resistance and lack of motivation from both appraisers and employees because
of mistakes in the evaluation, bias, conflict, a mismatch between employee needs and appraisal goals, and performance dimensions
that are not clear or precise. Several employees think that performance reviews are a way for managers or supervisors to remind
them of their responsibilities, judge their skills, and warn them of the repercussions of failure. Employees who do not follow
guidelines face additional consequences, including dismissal. As a result, performance evaluation has become a contested issue
among employees (Behery, 2021).

DeNisi and Murphy (2017) state that not much is known about how employee performance improvements through
appraisals are linked to and help improve the performance of an organization. They echo the belief that if all employees improve
their performance, the overall performance of the business will improve as a result. However, they conclude that there is no
evidence supporting this argument at this time. Siva & Bhanu (2019) went on to say that, to stay up with the current trend, most
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organizations are abandoning traditional annual appraisals and striving to find alternative methods of evaluating employee
performance.

Furthermore, the performance evaluation is also seen as harmful because it typically leads to employee discontent,
deteriorates collaboration, and promotes job dissatisfaction, among other adverse repercussions. This assertion is confirmed by
Dauda & Singh (2018), who claim that surveys conducted over the last few years have shown widespread tacit dissatisfaction with
the effectiveness of performance evaluation in both informal and formal organizations. Mitchell (2019) looked at the way annual
reviews of employee performance are done, especially at multinational high-tech companies. The findings showed that a large
number of high-tech companies have stopped using performance ratings or are thinking about doing so. He concluded that
performance reviews make employees feel like they are being labeled, which can be demotivating. Balu et al. (2017) also assert
that large corporations, such as Adobe, have completely abandoned the traditional yearly performance appraisals in favor of the
check-in technique, which, although it sounds like performance evaluation, does not retain any records of performance evaluations.
Rock and Jones (2015) back up this claim by saying that large companies are rethinking how they handle critical parts of
performance ratings because it hurts employee morale and negatively affects their productivity.

Armstrong was quoted by Dauda and Luki (2021) as saying that the appraisal rating is so fundamentally flawed that it
can't be fixed. Referring again to Armstrong, they also pointed out in the same research that, according to employees, ineffective
supervisory understanding in doing evaluations leads to bias and degrades effective appraisals to a dishonest annual ritual. Reeves
(2016) also states that, although a supervisor may evaluate an employee’s performance, the results are just the supervisor's view.
An employee's performance appraisal becomes a manager's weapon against them. An appraisal may be skewed in favor of the
employee when the employee and manager are friendly.

Cappelli and Tavis (2016) say that the following three factors are making businesses question whether their current
appraisals are still relevant: As the job market gets tighter, development becomes more important; when business cycles are short
and agility is needed, you need work environments with a faster pace; and teamwork should be valued more than individual
responsibility.

The researcher would like to look into how performance evaluation practices affect employee productivity because, in
addition to rewards and recognition, which have been known for a long time to increase productivity, employees today care about
a lot of other things. Gholitabar et al. (2020), for example, found that employees who do not feel supported by their managers in
terms of work-family balancing opportunities are more prone to burnout and unproductive behavior.

After carefully looking at the results of previous studies, the researcher have decided that studying the effect of
performance appraisal practices on employee productivity is an important step. This is because it will help researchers and business
outsourcing companies figure out the best way to do performance appraisals to motivate employees to reach the goals set by the
company and improve their skills. It will also contribute to the current knowledge for future study in this extensive and well-
researched area.

Overview of Performance Evaluation Methods

Performance evaluation methods include the critical incident method, weighted checklist method, paired comparison
analysis, graphic rating scales, essay evaluation method, behaviorally anchored rating scales, performance ranking method,
Management by Objectives (MBO) method, 360-degree performance appraisal method, forced ranking, behavioral observation
scales, and the 720-degree performance appraisal (Sundaravadivel & Silambarasi, 2018). However, all these appraisal methods can
be classified into two fundamental categories: traditional methods and modern appraisal methods.

Traditional Performance Appraisal Methods

According to Jency (2016), the traditional performance evaluation methods are older ones that emphasize evaluating
employees’ specific attributes such as knowledge, initiative, loyalty, leadership, and judgment. The methods listed below are
regarded as traditional means of evaluating employee performance:

Ranking Method. In this evaluation method, the employees within a particular group are ranked according to their overall
performance by an evaluator, who begins with the group’s top performer and progresses down to the group’s lowest performer
(Jency, 2016). This method is very simple to use and ranks employees from best to worst in a group. However, this evaluation’s
simplicity is overshadowed by the reality that an employee might obtain both the lowest and highest ratings.

Rating Scales. This is the simplest and most extensively employed method for assessing employee performance. The
rating scale technique provides each employee with a numerical value based on a specified criterion. A typical rating scale system
has many numerical scales. Each scale represents a job-related performance criterion, such as cooperation, dependability, initiative,
productivity, attitude, and attendance (Ilkechukwu et al., 2020).

The scale may go from positive to negative. The rater then computes the employee’s overall numerical score. The benefits
of rating scales are their flexibility and low cost. It has problems like rater bias and numerical scoring, which give a false impression
of accuracy (Ilkechukwu et al., 2020).
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Paired Comparison Method. In this evaluation method, each employee is rated in tandem with another employee. This
appraisal method is a variant of the ranking approach, in which each employee’s performance is compared to the performance of
all other employees. The employee who gets the most positive comparisons obtains the highest ranking (Haralayya, 2022). There
is a distinction between the ranking and paired comparison assessment methods, though. In the ranking method, the superior
rates the subordinates from best to worst, whereas in paired-comparison, the evaluator compares each employee with each
employee one at a time. (Ikechukwu et al.,, 2020; Tiyek et al., 2021).

Critical Incident Method. The critical incident method requires the evaluator to keep track of the good and bad
performance of each employee. These important incidents serve as the basis for the performance appraisal (Haralayya, 2022; Tiyek
et al.,, 2021). This method reduces bias, but it could lead to too much supervision. For example, a supervisor is supposed to keep
track of incidents, but they might forget. Since negative incidents stand out more than positive ones, managers may bring up
complaints at an employee’s annual performance review (Ilkechukwu et al., 2020).

Forced Distribution Method. This method of evaluation is also known as stacked ranking or the Bell-curve ranking method.
Evaluators are asked to divide employees into groups of ratings that have already been set, like on a normal distribution curve, to
reduce bias in their decisions. The evaluator then chooses, at his or her discretion, the best match for each category. With the
forced distribution method, the person doing the evaluation rates the employees based on a predetermined distribution. This
method, however, does not involve any conversations with the supervisor (Tiyek et al., 2021; Jency, 2016). Deshmukh & Patel (2019)
also found that the Bell Curve technique discourages collaboration and productivity.

Checklist Method. This assessment method enables a yes-or-no approach to evaluating employee performance. Under
this method, a checklist of employee attributes in the form of Yes or No questions is created. The rater reports and checks, while
HR evaluates. The answers are given in terms of the employee’s morals, ethics, diligence, resourcefulness, conscientiousness,
cooperation, integration, personality traits, skill, expertise, talents, and abilities. If the employee receives favorable feedback, they
must maintain their present level of performance. When employees get negative feedback, they must work exceptionally hard to
improve their performance (Jancy, 2020; Kapur, 2022).

According to Chugulu (2014), during the evaluation, a simple form is developed to outline the organization’s various
goals; assessors then check to see if the employee owns each item and then tick beside it.

Essay Method. The essay method requires the appraiser to write a concise narrative detailing the employee’s performance.
The appraiser must describe the employee in areas such as training and development, overall performance, productivity, job
proficiency or qualification, and strengths and weaknesses.

According to Sabir (2017), the rater writes down the employee description in detail under several major categories,
including overall impression of performance, promoting employee ability, existing capabilities and qualifications of performing
jobs, strengths and weaknesses, and training needs. However, the principal criticism leveled against this approach is that it is very
subjective, in part because the evaluation criteria are left completely to the discretion of the evaluator and the outcomes are based
on the writing skills of the evaluator (Ikechukwu et al., 2020).

Modern Performance Evaluation Methods. The modern performance evaluation methods were designed to be more
accurate and reliable than the traditional ones. It sought to address the flaws of traditional approaches such as bias, the halo effect,
subjectivity, and so on by introducing innovative practices. According to Jency (2016), the approaches listed below are regarded
as current ways of evaluating performance:

Management by Objectives (MBO). This is a results-based method that requires managers and employees to collectively
agree on goals that will be used to evaluate performance in the next term. First, the manager and employee sit down together and
set goals to be fulfilled within a specific time-frame.Secondly, when it is time to evaluate performance, the manager and employee
look at the goals that were set and see how well they were met (Tiyek et al., 2021). Islami et al. (2018) defined it as the parameters
of strategic planning, which include aligning the manager's goals with those of the workforce so that the organization's goals can
be met.

According to Cardona & Rey (2022), when management by objectives is used in an organization with a low sense of
commitment, individuals have a propensity to cheat the system by hiding behind the goals or limiting themselves to reaching the
bare minimum. They also found that management by objectives, even with empowerment, has not maximized employees’
potential. Due to the lack of serious commitment, increasing employees’ responsibility or power is useless.

Behaviorally Anchored Rating Scale (BARS). This evaluation method combines parts of both the critical incident method
and the graphic rating scale method. According to Klieger et al. (2018), BARS were developed to improve the shortcomings of
rating scales. The primary characteristic of BARS is that they provide actual examples of various degrees of performance. These
examples provide clear standards that raters can use to evaluate an employee's performance and implicit descriptions of different
levels of performance.

The supervisor gives ratings to employees based on items on a numerical scale (Mishra, 2022; Jancy, 2016). This technique
was designed to help subordinates improve their performance. It reduces rating errors and enables supervisors to communicate
the outcome to employees who have been evaluated. However, the method suffers from the same biases as other ranking methods
(Ikechukwu et al., 2020).
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Assessment Centers. Employees’ performance is assessed over a period of time, such as one or three days, by attentively
observing their actions and behavior while they complete a series of selected exercises or work samples (Jency, 2016). A typical
assessment center evaluates mental vigilance, efficacy, self-assurance, organizational and planning skills, persuasion,
communication skills, empathy, managerial skills, stress resistance, assertiveness, decision-making, and innovation (lkechukwu et
al,, 2020).

Psychological Appraisals. These evaluations focus more on figuring out how well an employee will do in the future than
on figuring out how well they did in the past. In-depth interviews, supervisory discussions, and psychological testing are utilized
to assess individuals’ future performance potential (Khanna and Sharma, 2014). This method is frequently reserved for intelligent
young employees with high potential because this strategy is time-consuming and costly. Some employees dislike this type of
appraisal when there are cultural differences since the quality of the evaluation depends on the psychologists’ expertise (Ikechukwu
et al,, 2020).

Cost Accounting Method. The cost accounting method evaluates employees based on how much money they bring to the
business. The costs of keeping the job going and the money the organization makes from the employee are both written down.
Thus, employee performance is evaluated based on the cost-benefit relationship (Mishra, 2022; Ikechukwu et al., 2020).

360 degree Feedback System. This is the most commonly used modern performance appraisal method in many Business
Process Outsourcing companies. Peers, supervisors, subordinates, team members, and even customers can all evaluate an
employee's performance based on a set of predetermined criteria (Mishra, 2022; Balu et al., 2017). Thus, it relies on the input of an
employee, a superior, a colleague, subordinates, and sometimes customers, suppliers, etc. Despite the success of 360-degree
appraisal systems, a number of concerns have been discovered in the research that limit their usefulness (Idowu, 2017). Ikechukwu
et al. (2020) also say that there are some downsides to using a 360-degree evaluation system. For example, some employees might
find it scary to get feedback from different people.

720-Degree Performance Appraisal. According to Lavanya and Kavitha (2018), a 720-degree performance appraisal is
essentially a 360-degree appraisal performed twice and an assessment of an employee on all facets, with timely feedback to ensure
that the employee meets the established targets prior to the next appraisal. When the 360-degree assessment is complete, the
employee’s performance is analyzed. If the company has a good feedback system, the manager meets with the employee again
and gives him feedback and ideas on how to reach the goals that have been set.

Performance Evaluation Methods and Its Effects on Employees Productivity

Abdullateef & Baharom (2019) found that, in order to achieve strategic goals and increase effectiveness and engagement,
companies must understand how multiple components of performance evaluation, such as training, job promotion, feedback,
recognition, and financial incentives, influence varied workforces.

In addition to the foregoing, Teshale (2021) indicated that there is a positive and significant relationship between
performance appraisal, setting objectives, performance feedback, performance reward, interpersonal relationships, and employee
productivity, of which performance feedback has the dominant one in Federal Housing Corporation.

According to Deepa & Kuppusamy (2014), performance appraisal has a positive correlation with productivity. Using a
cross-sectional survey of 393 employees of an Indian service firm, Chahar (2020) also found that performance evaluation methods
have a direct influence on employee job performance, which is mediated by motivation.

In the same vein, Aydin's (2018) study shows that the effect of performance
appraisal on employee motivation and productivity was high. In other words, performance appraisal was found to be a major factor
in employee motivation and productivity. Furthermore, Siyum (2020) conducted a study on the impact of performance appraisal
on employee productivity in private and public hospitals in Tigray, Ethiopia. The findings show that there was an impact of
performance appraisals on employee productivity.

According to Ogohi's (2019) research, a fair and objective performance evaluation strategy may improve employee
performance. Performance evaluation is one of the most important ways to measure how productive an employee is at work. It
usually takes the form of a regular review. Abbasnejad et al. (2017) also found several ways to improve employee performance.
These include Management by Objectives, the narrative method, the graphic rating scale form, the ranking method, the 360-
degree evaluation, the resultsbased system, the critical incident method, the essay method, and the work standards method. Carol
& Florah (2019) conducted research on the performance management practice and employee productivity at the state department
of labor in Kenya, and their study found a considerable positive correlation between employee appraisals and productivity. The
research showed that a good way to make employees more productive is for companies to evaluate their work and tell them how
they did it.

Mollel et al. (2017) found, contrary to previous research, that performance appraisal practices like training, development,
and promotion did not have a significant effect on employee productivity. Only recognition and feedback are found to be vital to
employee performance. Other researchers (Noe et al., 2017; Giangreco et al., 2012) say that the evaluation process has been linked
to resistance and loss of motivation from both appraisers and employees because of mistakes, bias, conflict, misalignment between
employee needs and appraisal goals, and vague and unclear performance dimensions.
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In addition to what has been said before, Zondo (2018) found that the 360-degree performance appraisal has no influence
on labor productivity improvement. Agrawal (2019) discovered that the Bell curve appraisal method was becoming obsolete. There
are better approaches that support employee confidence, promote collaboration, and encourage team efforts rather than make
individuals compete with each other.

Employee Productivity

This expression refers to the associated tasks that a worker is required to do and the quality with which those activities
are performed (Jayum et al., 2018). It may also be described as the amount of work completed by employees and delivered to the
business (Thudaa et al.,, 2019). It is usually thought of as the relationship between output and input, and it has been used in many
different ways and at many different levels for more than two hundred years (Olasanmi et al., 2021). It is the most important need
for every organization in order to ensure its existence or continued operation (Cury & Saraiva, 2018; Nguyen et al., 2019).

Given the fact that it is critical to business, a high degree of productivity is a sign of a successful company; it means
maximizing available resources to accomplish desired outcomes (Olayisade et al., 2021). They also claimed that several variables
may have an effect on employee productivity; as a result, businesses must make every effort to ensure that productivity
considerations are satisfied to the greatest extent possible. However, employee productivity can be measured by several factors.
Igbal et al. (2018), for instance, emphasized that absenteeism and presenteeism, quality and quantity of work, task productivity,
and innovation productivity are all measures of employee productivity. This is due to the fact that employees are the management’s
instruments, and their actions or inactions impact the organization'’s profitability and viability. Employee productivity measures an
organization'’s efficiency and effectiveness (Olayisade et al. (2021).

Furthermore, increasing workplace productivity is part of any company’s strategy. After working hours, employees should
give excellent quality outputs (Asio, 2021). In order to do so, the employee should be aware that their work contributes to the
organization’s overall success (Jan et al,, 2020). A growing challenge in corporations is for their employees to be productive in
accomplishing given duties, which adds to the organization's success (Elaho & Odion, 2022). In fact, it is generally accepted that
businesses with the most productive employees would be more resilient to the effects of unfavorable market circumstances
because they take a proactive approach (Shane, 2017).

Statement of the Problem
This research will assume that inadequate performance appraisals demotivate workers and impair overall productivity.
The following problems will be investigated as part of this research:
1. How do the employees describe the current performance evaluation practices of the BPO company in terms of:
1.1 Performance evaluation methods;
1.2 Goal settings;
1.3 Feedback and Communication;
1.4 Reward and Recognition; and
1.5 Interpersonal Relationship?
2. How do the employees rate their productivity performance with the BPO company?
3. Does the performance evaluation practices of the BPO company has a significant effect to employee productivity?
4. How can the findings of the study be utilized to improve performance evaluation practices towards better employee productivity
at the BPO company?

Methods and Techniques Used

The experimental research design will be the structure for this study in which numeric score rating will gather the
perception of the respondents observed in a structured pattern. This research design will deal at the problem of the study
scientifically, and will establish a clear cause and effect of performance evaluation practices to the productivity of the employees
on selected BPO in China. The method of the research will be quantitative whereas, according to Bhawna & Gobind (2015; as cited
by Susaie & Shah, 2022), quantitative research is the systematic empirical investigation of observable phenomena using statistical,
mathematical or computational techniques. This method will be used to analyze relationships between variables and present this
relationship mathematically through statistical analysis wherein, this is the main purpose of the research.

This study will utilize descriptive statistics that will determine the description of the respondents to performance
evaluation practices, and rate their productivity in their respective BPO companies. The results will examine how employees
perceive the effect of performance evaluation practices to their work productivity leaderships skills of the manufacturing company
employees towards a proposal to an enrichment program leadership upskilling.
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Instruments of the Study

This research will employ a modified questionnaire adapted from the questionnaire created by Zafu (2021) for his
investigation into the effect of performance appraisal practices on employee productivity at Ethiopia’s federal housing corporation.
The validity and reliability of the twenty-height-item questionnaire will be determined using Cronbach Alpha after pilot testing.
Presentation, Analysis, and Interpretation of Data

1. How do the employees describe the current performance evaluation practices of the BPO company in terms of:
Table 2
Employees Description to the Current Performance Evaluation Practices of the BPO company

Average

Indicators .
rating

Interpretation Rank

A. Performance Evaluation Methods

1. My performance and individual contributions to the
company'’s objectives are evaluated fairly and consistently 2.32 Disagree 3
in my company

2.1 am pleased with my company's existing performance

. 2.40 Disagree 2
evaluation system.
3. | am satisfied with .the conclusions drawn from my 250 Disagree 1
performance evaluation.
4. My company's performange .evaluatlon system 10 Disagree 4
positively affects my productivity.
5. My org.a.nlzatlon s performance g\{aluatlon system has 503 Disagree 5
no beneficial effect on my productivity.
Overall 2.27 Disagree

B. Goals Setting

1. 1 am satisfied with how my employer establishes my 580 Agree 5
work goals.
2. | participate in setting my job’s goals/targets 2.77 Agree 3
3.1 u.nderstand the |mportan.ce of my goals/targets in 276 Agree 4
relation to the overall objective of the corporation.
4. Work objecti lI-defined, achi le,

- Wor objectives are well-defined, achievable, and 309 Agree 1
simple to understand.
5. My supervisor provides detailed instructions that assist 250 Disagree 5

me in setting goals and enhancing my job performance.
Overall 2.78 Agree

C. Performance Feedback and communication

1.1 like how my performance results are communicated

. . 249 Disagree 2
during performance evaluations.
2. My supervisor provides me with performance feedback. 1.82 Disagree 5
3. My company'’s goals and objectives are effectively
communicated to its employees and correspond with 1.92 Disagree 4
their personal aspirations.
4. M i ff h f k .
4. My superwsor does not offer me enough feedback and 236 Disagree 3
information on my performance.

M - P h -
5. y supervisor is not providing me the opportunity to 255 Agree 1
discuss my performance.
Overall 2.23 Disagree

D. Performance Reward and Recognition
1. | appreciate the company’s incentive program after the 177 Disagree 5
yearly performance evaluation.
2. Incentives, salary increases, and other types of rewards 182 Disagree 4

encourage me to increase my performance.
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3. Bonuses, pay raises, and other rewards from my firm do 188 Disagree 3
not motivate me to work more.
4. Increasing an employee's responsibilities is an excellent .
method for boosting their performance. 216 Disagree !
5. Recogn.ltlon and gratitude from supervisors boost my 190 Disagree >
productivity at work.

Overall 1.91 Disagree
E. Interpersonal Relationships
1. Workplgce relationships benefit employees 538 Disagree 4
productivity.
2. | like Yvorklng in a group because it helps me be more 557 Agree 5
productive.
3..MyJob prodgctmty is unrelated to my relationships 314 Agree 1
with my supervisor and other employees.
4. Relationships with supervisors and other employees
should not be an element of an employee’s performance 2.07 Disagree 5
evaluation.
5. Social activities like teém ogtlngs and trave! groups 549 Disagree 3
promote employee relationships and productivity.

Overall 2.53 Agree 3

Table 2 shows the numerical data of employee’s description to the current performance evaluation practices of the BPO
company in terms of performance evaluation methods, goal settings, feedback and communication, reward and recognition, and
interpersonal relationship.

1.1 Performance Evaluation Methods;

In this section, it quantifies the numerical data of employee’s description to the current performance evaluation practices
of the BPO company in terms of performance evaluation methods. Pertaining to the table above, with the highest weighted mean
of 2.50 and a verbal interpretation of Disagree, | am satisfied with the conclusions drawn from my performance evaluation. Followed
by | am pleased with my company’s existing performance evaluation system on rank 2 with a weighted mean of 2.40 and
interpreted as Disagree. On rank three with a weighted mean of 2.32 and a verbal interpretation of Disagree, My performance and
individual contributions to the company’s objectives are evaluated fairly and consistently in my company. On rank four, My
company's performance evaluation system positively affects my productivity with a weighted mean of 2.10 and interpreted as
Disagree. Lastly, with the lowest weighted mean of 2.03 and interpreted as Disagree, My organization’s performance evaluation
system has no beneficial effect on my productivity. Overall, the employee’s description to the current performance evaluation
practices of the BPO company in terms of performance evaluation methods corresponds to a general weighted mean of 2.27 and
interpreted as Disagree.

1.2 Goals Setting;

In this section, it quantifies the numerical data of employee’s description to the current performance evaluation practices
of the BPO company in terms of goal setting. Pertaining to the table above, with the highest weighted mean of 3.09 and a verbal
interpretation of Agree, Work objectives are well-defined, achievable, and simple to understand. Followed by | am satisfied with
how my employer establishes my work goals on rank two with a weighted mean of 2.88 and interpreted as Agree. On rank three
with a weighted mean of 2.77 and a verbal interpretation of Agree, | participate in setting my job’s goals/targets. On rank four, |
understand the importance of my goals/targets in relation to the overall objective of the corporation with a weighted mean of
2.76 and interpreted as Agree. Lastly, with the lowest weighted mean of 2.50 and interpreted as Disagree, My supervisor provides
detailed instructions that assist me in setting goals and enhancing my job performance. Overall, the employee’s description to the
current performance evaluation practices of the BPO company in terms of goal setting corresponds to a general weighted mean
of 2.78 and interpreted as Agree.

1.3 Performance Feedback and Communication;

In this section, it quantifies the numerical data of employee’s description to the current performance evaluation practices
of the BPO company in terms of performance feedback and communication. Pertaining to the table above, with the highest
weighted mean of 2.55 and a verbal interpretation of Agree, My supervisor is not providing me the opportunity to discuss my
performance. Followed by | like how my performance results are communicated during performance evaluations on rank two with
a weighted mean of 2.49 and interpreted as Disagree. On rank three with a weighted mean of 2.36 and a verbal interpretation of
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Disagree, My supervisor does not offer me enough feedback and information on my performance. On rank four, My company’s
goals and objectives are effectively communicated to its employees and correspond with their personal aspirations with a weighted
mean of 1.92 and interpreted as Disagree. Lastly, with the lowest weighted mean of 1.82 and interpreted as Disagree, My supervisor
provides me with performance feedback. Overall, the employee’s description to the current performance evaluation practices of
the BPO company in terms of performance feedback and communication corresponds to a general weighted mean of 2.23 and
interpreted as Disagree.

1.4 Performance Reward and Recognition; and

In this section, it quantifies the numerical data of employee’s description to the current performance evaluation practices
of the BPO company in terms of performance reward and recognition. Pertaining to the table above, with the highest weighted
mean of 2.16 and a verbal interpretation of Disagree, Increasing an employee’s responsibilities is an excellent method for boosting
their performance. Followed by Recognition and gratitude from supervisors boost my productivity at work on rank 2 with a
weighted mean of 1.90 and interpreted as Disagree. On rank three with a weighted mean of 1.88 and a verbal interpretation of
Disagree, Bonuses, pay raises, and other rewards from my firm do not motivate me to work more. On rank four, Incentives, salary
increases, and other types of rewards encourage me to increase my performance with a weighted mean of 1.82 and interpreted as
Disagree. Lastly, with the lowest weighted mean of 1.77 and interpreted as Disagree, | appreciate the company's incentive program
after the yearly performance evaluation. Overall, the employee’s description to the current performance evaluation practices of the
BPO company in terms of performance reward and recognition methods corresponds to a general weighted mean of 1.91 and
interpreted as Disagree.

1.5 Interpersonal Relationships?

In this section, it quantifies the numerical data of employee’s description to the current performance evaluation practices
of the BPO company in terms of interpersonal relationship. Pertaining to the table above, with the highest weighted mean of 3.14
and a verbal interpretation of Agree, My job productivity is unrelated to my relationships with my supervisor and other employees.
Followed by | like working in a group because it helps me be more productive on rank two with a weighted mean of 2.57 and
interpreted as Agree. On rank three with a weighted mean of 2.49 and a verbal interpretation of Disagree, Social activities like team
outings and travel groups promote employee relationships and productivity. On rank four, Workplace relationships benefit
employees’ productivity with a weighted mean of 2.38 and interpreted as Disagree. Lastly, with the lowest weighted mean of 2.07
and interpreted as Disagree, Relationships with supervisors and other employees should not be an element of an employee’s
performance evaluation. Overall, the employee’s description to the current performance evaluation practices of the BPO company
in terms of interpersonal relationship corresponds to a general weighted mean of 2.53 and interpreted as Agree.

2. How do the employees rate their productivity performance with the BPO company?
Table 3
Employee’s Rating to their Productivity Performance

Indicators Avef'age Interpretation Rank
rating

1. | perform my task without much supervision. 3.02 Agree 3
2. I.demonstrate dedication and commitment to the tasks 556 Agree 1
assigned to me.
3. | handle the details of the work assigned to me 2.22 Disagree 17
4. 1 show flexibility (whenever the need arises) 2.60 Agree 11
5. | usually come up with sound suggestions to problems. 3.00 Agree 5
6. | continuosly update my skills and knowledge to .
contribute effg/ctiSer to t%e organization ’ 169 Disagree 25
7. 1 willingly help others (whenever necessary) in the 292 Agree 8
performance of my tasks.
8. | manage to plan my work so that | can finish it on time. 2.36 Disagree 16
9. | keep in mind the work result | needed to achieve. 2.55 Agree 13
10. 1 am able to set priorities. 3.19 Agree 1
11.1 am able to carry out my work efficiently. 2.02 Disagree 19
12. 1 manage my time well. 3.02 Agree 3
13. 1 start new tasks on my own initiative when my old 599 Agree 6
task were completed.
14. | take challenging tasks whenever available. 2.92 Agree 8
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15. I'work on keeping my job-related knowledge for 218 Disagree 18
sharing to my colleagues.
16. | work on keeping my job-related skills for sharing to 285 Agree 10
my colleagues.
17. 1 come up with creative soluitions for new problems. 2.95 Agree 7
18. | take on extra responsibilities. 1.72 Disagree 24
19. | continually seek challenges in my work. 1.92 Disagree 20
20. | actively participate in meetings and/or consultations. 1.85 Disagree 22
21. 1 do not complaint any minor work-relted issues at 182 Disagree 23
work.
22. 1 do not make problems at work bigger than they are. 1.92 Disagree 20
23. 1 do not focus on negative aspects of situation at 314 Agree 5
work.
24. 1 do not talk to my colleagues about the negative 250 Disagree 14
aspects of my work.
25.1do ngt talk to people outside the organization about 538 Disagree 15
the negative aspects of my work.

Overall 2.49 Disagree

Table 3 shows the numerical presentation of employee’s rating to their productivity performance. Starting with the
indicator with the highest weighted mean of 3.19 and a verbal interpretation of Agree, | am able to set priorities. Followed by | do
not focus on negative aspects of situation at work on rank two with a weighted mean of 3.14 and a verbal interpretation of Agree.
On rank three with a weighted mean of 3.02 and interpreted as Agree; | perform my task without much supervision and | manage
my time well. At the fifth rank with a weighted mean of 3.00 and a verbal interpretation of Agree, | usually come up with sound
suggestions to problems. | start new tasks on my own initiative when my old task were completed ranked sixth with a weighted
mean of 2.99 and interpreted as Agree. On rank seven having a weighted mean of 2.95 and interpreted as Agree, | come up with
creative solutions for new problems. Both | willingly help others (whenever necessary) in the performance of my tasks, and | take
challenging tasks whenever available ranked eight with a weighted mean of 2.92 and a verbal interpretation of Agree. With a
weighted mean of 2.85 and an interpretation of Agree, | work on keeping my job-related skills for sharing to my colleagues ranked
tenth. On eleventh rank with a weighted mean of 2.60 and interpreted as Agree, | show flexibility (whenever the need arises). Right
on rank twelve having a weighted mean of 2.56 and interpreted as Agree, | demonstrate dedication and commitment to the tasks
assigned to me. Interpreted as Agree with a weighted mean of 2.55, | keep in mind the work result | needed to achieve on rank
thirteen. On the fourteenth rank, | do not talk to my colleagues about the negative aspects of my work having a weighted mean
of 2.50 and interpreted as Disagree. On rank fifteen, | do not talk to people outside the organization about the negative aspects
of my work with a weighted mean of 2.38 and interpreted of Disagree. On rank sixteen having a weighted mean of 2.36 and
interpreted as Disagree, | manage to plan my work so that | can finish it on time. | handle the details of the work assigned to me
ranked seventeenth having a weighted mean of 2.22 and interpreted as Disagree. | work on keeping my job-related knowledge
for sharing to my colleagues on rank eighteen with a weighted mean of 2.18 and interpreted as Disagree. On rank nineteen, | am
able to carry out my work efficiently with weighted mean of 2.02 and interpreted as Disagree. Both | continually seek challenges
in my work and | do not make problems at work bigger than they are ranked twentieth with a weighted mean of 1.92 and
interpreted as Disagree. | actively participate in meetings and/or consultations ranked twenty-second with a weighted mean of
1.85 and interpreted as Disagree. | do not complaint any minor work-related issues at work ranked twenty-third with a weighted
mean of 1.82 and interpreted as Disagree. On rank twenty-four, | take on extra responsibilities having a weighted mean of 1.72
and interpreted as Disagree. Lastly
having the lowest weighted mean of 1.69 and interpreted as Disagree, | continuously update my skills and knowledge to contribute
effectively to the organization. Overall, the employees’ rating to their productivity performance corresponds to a general weighted
mean of 2.49 and interpreted as Disagree.
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3. Does the performance evaluation practices of the BPO company has a significant effect to employee productivity?

Table 4
Significant effect of performance evaluation process of the BPO company to employees’ productivity

Table 4 shows the numerical data of the significant effect of performance evaluation process of the BPO company to
employees’ productivity. Since the computed f of 7.39 is greater than the critical value of 2.87 with degree of freedom of 4 and 20
at level of significant at 5 % therefore the result is to reject the null, hence the BPO company’s performance evaluation practices
have a significant effect to employee productivity.

4. How can the findings of the study be utilized to improve performance evaluation practices towards better employee
productivity at the BPO company?

ANOVA
Source of Variation SS Df MS F P-value F crit
Between Groups 2.19 4 0.55 7.39 0.0008 2.87
Within Groups 1.49 20 0.07
Total 3.68 24

Since the findings of the study showed that BPO company's performance evaluation practices have a significant effect to
employee productivity, therefore a proposal to improve the performance evaluation practices is necessary. The components of the
performance evaluation may include: Identify the goals of performance management initiatives; Define and describe each role;
Pair goals with a performance plan; Monitor progress towards performance targets; Coaching should be frequent; Use guidelines
for advantage; Build a performance-aligned culture.

Summary of Findings

The results of the data highlighted the following observations.

1. Employees Description to the Current Performance Evaluation Practices of the BPO company

In terms of performance evaluation methods, with the highest weighted mean of 2.50 and a verbal interpretation of
Disagree, | am satisfied with the conclusions drawn from my performance evaluation. Followed by | am pleased with my company's
existing performance evaluation system on rank 2 with a weighted mean of 2.40 and interpreted as Disagree. On rank three with
a weighted mean of 2.32 and a verbal interpretation of Disagree, My performance and individual contributions to the company’s
objectives are evaluated fairly and consistently in my company. On rank four, My company’s performance evaluation system
positively affects my productivity with a weighted mean of 2.10 and interpreted as Disagree. Lastly, with the lowest weighted mean
of 2.03 and interpreted as Disagree, My organization’s performance evaluation system has no beneficial effect on my productivity.
Overall, the employee's description to the current performance evaluation practices of the BPO company in terms of performance
evaluation methods corresponds to a general weighted mean of 2.27 and interpreted as Disagree.

In terms of goal setting, with the highest weighted mean of 3.09 and a verbal interpretation of Agree, Work objectives
are well-defined, achievable, and simple to understand. Followed by | am satisfied with how my employer establishes my work
goals on rank two with a weighted mean of 2.88 and interpreted as Agree. On rank three with a weighted mean of 2.77 and a
verbal interpretation of Agree, | participate in setting my job's goals/targets. On rank four, | understand the importance of my
goals/targets in relation to the overall objective of the corporation with a weighted mean of 2.76 and interpreted as Agree. Lastly,
with the lowest weighted mean of 2.50 and interpreted as Disagree, My supervisor provides detailed instructions that assist me in
setting goals and enhancing my job performance. Overall, the employee’s description to the current performance evaluation
practices of the BPO company in terms of goal setting corresponds to a general weighted mean of 2.78 and interpreted as Agree.

In terms of performance feedback and communication, with the highest weighted mean of 2.55 and a verbal
interpretation of Agree, My supervisor is not providing me the opportunity to discuss my performance. Followed by | like how my
performance results are communicated during performance evaluations on rank two with a weighted mean of 2.49 and interpreted
as Disagree. On rank three with a weighted mean of 2.36 and a verbal interpretation of Disagree, My supervisor does not offer me
enough feedback and information on my performance. On rank four, My company's goals and objectives are effectively
communicated to its employees and correspond with their personal aspirations with a weighted mean of 1.92 and interpreted as
Disagree. Lastly, with the lowest weighted mean of 1.82 and interpreted as Disagree, My supervisor provides me with performance
feedback. Overall, the employee’s description to the current performance evaluation practices of the BPO company in terms of
performance feedback and communication corresponds to a general weighted mean of 2.23 and interpreted as Disagree.
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In terms of performance reward and recognition, with the highest weighted mean of 2.16 and a verbal interpretation of
Disagree, Increasing an employee's responsibilities is an excellent method for boosting their performance. Followed by Recognition
and gratitude from supervisors boost my productivity at work on rank 2 with a weighted mean of 1.90 and interpreted as Disagree.
On rank three with a weighted mean of 1.88 and a verbal interpretation of Disagree, Bonuses, pay raises, and other rewards from
my firm do not motivate me to work more. On rank four, Incentives, salary increases, and other types of rewards encourage me to
increase my performance with a weighted mean of 1.82 and interpreted as Disagree. Lastly, with the lowest weighted mean of 1.77
and interpreted as Disagree, | appreciate the company’s incentive program after the yearly performance evaluation. Overall, the
employee’s description to the current performance evaluation practices of the BPO company in terms of performance reward and
recognition methods corresponds to a general weighted mean of 1.91 and interpreted as Disagree.

In terms of interpersonal relationship, with the highest weighted mean of 3.14 and a verbal interpretation of Agree, My
job productivity is unrelated to my relationships with my supervisor and other employees. Followed by | like working in a group
because it helps me be more productive on rank two with a weighted mean of 2.57 and interpreted as Agree. On rank three with
a weighted mean of 2.49 and a verbal interpretation of Disagree, Social activities like team outings and travel groups promote
employee relationships and productivity. On rank four, Workplace relationships benefit employees’ productivity with a weighted
mean of 2.38 and interpreted as Disagree. Lastly, with the lowest weighted mean of 2.07 and interpreted as Disagree, Relationships
with supervisors and other employees should not be an element of an employee’s performance evaluation. Overall, the employee’s
description to the current performance evaluation practices of the BPO company in terms of interpersonal relationship corresponds
to a general weighted mean of 2.53 and interpreted as Agree.

2. Employee’s Rating to their Productivity Performance

Starting with the indicator with the highest weighted mean of 3.19 and a verbal interpretation of Agree, | am able to set
priorities. Followed by | do not focus on negative aspects of situation at work on rank two with a weighted mean of 3.14 and a
verbal interpretation of Agree. On rank three with a weighted mean of 3.02 and interpreted as Agree; | perform my task without
much supervision and | manage my time well. At the fifth rank with a weighted mean of 3.00 and a verbal interpretation of Agree,
| usually come up with sound suggestions to problems. | start new tasks on my own initiative when my old task were completed
ranked sixth with a weighted mean of 2.99 and interpreted as Agree. On rank seven having a weighted mean of 2.95 and interpreted
as Agree, | come up with creative solutions for new problems. Both | willingly help others (whenever necessary) in the performance
of my tasks, and | take challenging tasks whenever available ranked eight with a weighted mean of 2.92 and a verbal interpretation
of Agree. With a weighted mean of 2.85 and an interpretation of Agree, | work on keeping my job-related skills for sharing to my
colleagues ranked tenth. On eleventh rank with a weighted mean of 2.60 and interpreted as Agree, | show flexibility (whenever the
need arises). Right on rank twelve having a weighted mean of 2.56 and interpreted as Agree, | demonstrate dedication and
commitment to the tasks assigned to me. Interpreted as Agree with a weighted mean of 2.55, | keep in mind the work result |
needed to achieve on rank thirteen. On the fourteenth rank, | do not talk to my colleagues about the negative aspects of my work
having a weighted mean of 2.50 and interpreted as Disagree. On rank fifteen, | do not talk to people outside the organization
about the negative aspects of my work with a weighted mean of 2.38 and interpreted of Disagree. On rank sixteen having a
weighted mean of 2.36 and interpreted as Disagree, | manage to plan my work so that | can finish it on time. | handle the details
of the work assigned to me ranked seventeenth having a weighted mean of 2.22 and interpreted as Disagree. | work on keeping
my job-related knowledge for sharing to my colleagues on rank eighteen with a weighted mean of 2.18 and interpreted as
Disagree. On rank nineteen, | am able to carry out my work efficiently with weighted mean of 2.02 and interpreted as Disagree.
Both | continually seek challenges in my work and | do not make problems at work bigger than they are ranked twentieth with a
weighted mean of 1.92 and interpreted as Disagree. | actively participate in meetings and/or consultations ranked twenty-second
with a weighted mean of 1.85 and interpreted as Disagree. | do not complaint any minor work-related issues at work ranked
twenty-third with a weighted mean of 1.82 and interpreted as Disagree. On rank twenty-four, | take on extra responsibilities having
a weighted mean of 1.72 and interpreted as Disagree. Lastly having the lowest weighted mean of 1.69 and interpreted as Disagree,
| continuously update my skills and knowledge to contribute effectively to the organization. Overall, the employees’ rating to their
productivity performance corresponds to a general weighted mean of 2.49 and interpreted as Disagree.

3. Significant effect of performance evaluation process of the BPO company to employees’ productivity

Since the computed f of 7.39 is greater than the critical value of 2.87 with degree of freedom of 4 and 20 at level of
significant at 5 % therefore the result is to reject the null, hence the BPO company’'s performance evaluation practices have a
significant effect to employee productivity.

4. The Proposed Improvement to the Performance Evaluation Practices of the BPO company

The findings of the study showed that BPO company's performance evaluation practices have a significant effect to
employee productivity, therefore a proposal to improve the performance evaluation practices is necessary. The components of the
performance evaluation may include: Identify the goals of performance management initiatives; Define and describe each role;
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Pair goals with a performance plan; Monitor progress towards performance targets; Coaching should be frequent; Use guidelines
for advantage; Build a performance-aligned culture.

Conclusions

The following conclusions are hereby drawn on the findings of the study.

1. Majority of the respondents disagreed that they are satisfied with the conclusions drawn from their performance, and they were
not pleased with their company'’s existing performance evaluation system. Many respondents disagreed that their performance
and individual contributions to the company’s objectives are evaluated fairly and consistently in company, and the company’s
performance evaluation system does not positively affect their productivity. Respondents also disagreed that their organization’s
performance evaluation system has a beneficial effect on their productivity.

Most respondents disagreed that they like how their performance results are communicated during performance, and
their supervisor does not offer themenough feedback and information on their performance. Many respondents disagreed that
their company’s goals and objectives are effectively communicated to them, and correspond with their personal aspirations.
Further, many respondents disagreed that their supervisor provides them with performance feedback.

Moreover, many respondents disagreed on the following indicators: increasing employees responsibilities is an excellent
method for boosting performance; recognition and gratitude from supervisors boost my productivity at work; bonuses, pay raises,
and other rewards from my firm do not motivate employees to work more. Incentives, salary increases, and other types of rewards
encourage employees to increase performance; employees appreciate the company’s incentive program after the yearly
performance evaluation.

Lastly, majority of the respondents disagreed that social activities like team outings and travel groups promote employee
relationships and productivity. Workplace relationships does not benefit employees’ productivity, and relationships with
supervisors and other employees should be an element of an employee’s performance evaluation.

2. Majority of the respondents disagreed that they do not talk to their colleagues about the negative aspects of their work, and
they also disagreed that they do not talk to people outside the organization about the negative aspects of my work. Many
respondents does not manage to plan their work so that they cannot finish it on time neither handle the details of the work
assigned to them. Many respondents disagreed that they work on keeping their job-related knowledge for sharing to their
colleagues. More respondents were not able to carry out their work efficiently, and refuse that they continually seek challenges in
their work, and do not make problems at work bigger than they are. More respondents disagreed that they actively participate in
meetings and/or consultations, and they do complaint minor work-related issues at work. Lastly, respondents disagreed that they
take on extra responsibilities, and they continuously update my skills and knowledge to contribute effectively to the organization.

3. The BPO company'’s performance evaluation practices have a significant effect to employee productivity.

Recommendations
1. BPO company owners and managers should be consistent in implementing the performance evaluation system to every
employee, showing fair and substantial decisions. They should also acknowledge and assess the individual contributions of the
employees to the company’s objectives as well as its benefits on employees productivity. Strong communication is also necessary
particularly feedback to the employee outputs in a timely manner.
2. BPO company owners and managers should encourage the employees to talk to their colleagues on spreading positivity. They
should also require their employees to manage and plan their work so that they can finish it on time, and focus on every detail for
possible improvement.
3. The components of the performance evaluation may include: Identify the goals of performance management initiatives; Define
and describe each role; Pair goals with a performance plan; Monitor progress towards performance targets; Coaching should be
frequent; Use guidelines for advantage; Build a performance-aligned culture.
Specifically these are the issues that performance management can be very targeted effectively.
®  Keeping employees engaged
Engagement of employees is a focus of any management team. In a yearly appraisal system, goals would be given at the
beginning of the year and then revisited 12 months later to see if they had been met.
®  Retaining talent
Employees who have frequent meetings with management to discuss performance, solve problems and receive training
are more likely to stay with the company.
®  Developing leaders from within
This consistent development and partnership between managers and employees allow for the development of leaders
from within the company.
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