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Abstract

The objective of this independent study on Employees’ Opinions Towards Performance
Management System at the Headquarter of the Bank for Agriculture and Agricultural
Cooperatives was to study the employees’ opinion towards the Performance Management
System, a new performance evaluation. The bank has applied the Performance Management
System to every branch in 2003. The research data was collected questionnaires distributed to the
sample group of 289 bank employees.

The results of the study were as follows.

The part of Principle : Employees agreed in the priciple part. The most level of
agreement was item of Performance Management System is resulted base system.

The part of Process was divided into 4 items as follows. The objectives setting and
planning process ; Employees had no opinion in this part. The most level of agreement was item
of the improvement of planning could be done if it had no effect on the master plan of each
division and the organization. The following up and coaching process : Employees had no
opinion in this part. The most leve] of agreement was item of the observation and recording aimed
at the improvement of working. The performance evaluation process : Employees had no opinion

in this part. The most level of agreement is item of the scoring based on comparing the result of



work against the objectives. The competency development process : Employees agreed in this
part. The most level of agreement is item of the employees are always pleésure to be enhanced
their work competence.

The part of factor using in Performance Management System : Employees had no
opinion in the priciple part. The most level of agreement was item of the behavioral objective
evaluation should include comments from colleagues.

The part of application of results from performance evaluation : Employees had no
opinion in the priciple part. The most level of agreement was item of the bank should use
evaluation results for employees’ competency improvement.

The part of problems and obstacles : Employees had no opinion in the priciple part. The
most level of agreement was item of the Performance Management System were not accepted by

the employees.



