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ABSTRACT

This independent study into “Performance Appraisal System of Employees in Mae
Moh Power Plant, Changwat Lampang” has the following objectives to study the
performance appraisal system for employees at the Mae Moh Power Plant, Changwat

Lampang, and to study any problems arising in practice.

The researcher used an interview with the Personnel Section Manager concerning
the concepts, the principles, the policies and the methods of the performance appraisal,
and used ninety two questionnaires completed by managers at the Mae Moh Power Plant
conceming the principles and practices of the appraisal interview, uses of performance

appraisal, and any problems arising.

The study found that the performance appraisal system at the Mae Moh Power
Plant was developed to measure the performance of all employees. It was Personnel
Department of the Electricity Authority of Thailand (EGAT) who were responsible for
seiting up the performance appraisal system in order that the resulting information would
be used when adjusting compensations, when appointing transfers and promotions, and
when planning programs to train and develop employees. The system would also be the
way of informing employees of their good points as well as of any aspects that should be

improved. In addition, the immediate supervisor undertakes an appraisal which is then sent



to the supervising committee. Apprajsals are made twice a year. Then performance
appraisal results are used for adjusting compensations, training and developing employees,
and appointing transfers and promotions, but there is no policy or instruction that

employees themselves must be informed officially.

Nevertheless, examination of employees’ opinions regarding the performance
appraisal system demonstrates that the perforrnance appraisal system at the Mae Moh
Power Plant hes yet to achieve as much success as it should. This results from the
limitation of the use of the performance appraisal according to the desired objectives. Also,
procedures and standards are not yet accepted by assessors. Moreover, the assessors and
those being assessed do not yet have sufficient knowledge and understanding, and since
the start, there has been no opportunity for participants to recognize problems and to
adjust the performance appraisal system. The realization of importent benefits and

advantages is therefore reduced.

There are some proposed recommendations for changes to the performance
appraisal system for employees at the Mae Moh Power Plant. First of all, the performance
appraisal system should not only be used for the compensation program but also for human
resource development. Also, leaders of groups sharing similar work characteristics should
fix common performance standards so that employees’ appraisals are comparable.
Furthermore, employees must Ieceive an appraisal interview to help them develop
themselves. Finally, individuals involved with the performance appraisal system should be

trained in the concepts and the use of the performance appraisal system.



