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Abstract
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Employee performance appraisal is one of the most important human resource management tools. 
The fi rst part of the article concentrates on the theoretical background. The second part evaluates 
the results of the quantitative survey. The aim of the article is to evaluate the use of formal appraisal 
of employees in agricultural organizations in the Czech Republic and to test dependencies between 
selected qualitative characteristics. The results of the survey show that only 12.3% of agricultural 
organizations (n = 332) use formal appraisal of employees. They also confi rm that the application of 
the formal appraisal of employees in agricultural organizations depends on the size of the agricultural 
organization (p-value 0.006, Phi coeffi  cient 0.151) and the existence of a personnel department 
(p-value 0.000, Phi coeffi  cient 0.210). 49.1% of agricultural organizations did not consider formal 
appraisal important. Only 5.8% of agricultural organizations that do not use any system of formal 
employee performance appraisal plan its implementation, despite the fact that currently people are 
considered to be the most important strategic asset of any organization for achieving a competitive 
advantage. 

agriculture, agricultural organizations, employee performance appraisal, human resources, 
performance, survey

It is generally considered that people are an 
organization’s most important asset. Alo (in 
Obisi, 2011) noted that an organization can only 
win a competitive advantage through people and 
therefore it is necessary to appraise them (Hroník, 
2006; Koubek, 2007; Banfi eld, Kay, 2008; Bělohlávek, 
2009; Plamínek, 2010). 

Employee performance appraisal is one of the 
most important human resource management tools 
(Roberts, 2003; Dessler, 2011; Boachie-Mensah, 
Seidu, 2012). Human resource management has 
emerged as an important discipline that is used 
in many fi elds (Manoharan et al., 2012), e.g. for 
reward (Brown et al., 2010; Thurston, McNall, 
2010) and career planning (Appelbaun et al., 2011). 
Performance appraisal is also an integral part of 

the process of human resources performance 
management (Brown et al., 2010; Palailogos et al., 
2011; Lussier, Hendon, 2012; Snell, Bohlander, 
2012). According to Brown et al. (2010) and Tuytens 
and Devos (2012) performance appraisal is designed 
to stimulate employee performance as well as 
organization performance (Appelbaun et al., 2011).

Moreover, performance appraisal is a formal 
organizational process carried out on systematic 
basis to provide comparison between individual (or 
group) performance expected and the performance 
provided (Coates in Giangreco et al., 2010). It is 
typically conducted as a formal, discrete event 
occurring annually or semi-annually to assist 
with administrative decisions (e.g. pay raises) and 
employee development (e.g. identifying training 
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opportunities and areas for improvement) 
(Armstrong, 2009; Murphy, Cleveland in Spence, 
Keeping, 2012). 

The 21st century is characterized by there being 
very little professional interest in work in agriculture. 
So research in the area of personnel management is 
focused on other areas (Bitsch, 2009), even though 
of the 19 sections of CZ-NACE (Classifi cation 
of Economic Activities) the proportion of those 
working in agriculture, forestry and fi shery is in 9th 
place with respect to the employment of people in 
NH (National Economy) Czech republic (Czech 
Statistical Offi  ce, 2011a).

The aim of the article is therefore (1) to evaluate 
the use of formal appraisal of employees in 
agricultural organizations in the Czech Republic, 
based on analysis of survey data; (2) to identify 
the reasons for not having introduced a formal 
employee performance appraisal system in 
agricultural organizations in the Czech Republic 
and (3) to test dependencies between selected 
qualitative characteristics that relate to the issues 
examined. The article has been produced on the 
basis of an analysis of primary and secondary 
sources, in particular research studies focusing on 
employee performance appraisal. Primary data is 
derived from a questionnaire survey carried out to 
explore the application of employee performance 
appraisal in agricultural organizations in the Czech 
Republic.

MATERIALS AND METHODS
A quantitative survey was conducted from 

June 2012 to September 2012 focusing on the 
application of formal appraisal of employees in 
agricultural organizations in the Czech Republic. It 
was carried out by means of a questionnaire survey 
that contained 19 questions, six of which were 
qualitative in nature. The sample group consisted of 
1,698 agricultural organizations. The questionnaire 
return rate was 19.6% (332), of which small 
organizations (with up to 50 employees) amounted 

to 73.8%, medium-sized organizations (from 51 to 
up to 249 employees) accounted for 25.9% and large 
organizations (over 250 employees) represented 
0.3% of the sample. The small proportion of large 
agricultural organizations is due to their low 
representation in the Czech Republic. For example, 
according to the Czech statistical offi  ce (2011b), 
in 2011 these organizations represented only 
0.059% of organizations in the Central Bohemian 
Region. It is not possible to determine the exact 
number of agricultural organizations with more 
than 250 employees, as the size of agricultural 
organizations is usually measured according to the 
area of agricultural land rather than the number of 
employees. 96.1% of organizations were domestic 
organizations, 2.7% were Czech organizations 
with foreign participation and 1.2% were foreign 
organizations. In terms of their legal basis, the most 
frequent types of organization were limited liability 
companies (35.8%), followed by co-operatives 
(26.8%) and joint- stock companies (22.9%). The 
data obtained were processed by means of absolute 
and relative frequencies using the Microso�  Excel 
2007 program and the IBM SPSS program. Testing 
was carried out using the Pearson Chi-Square test 
in contingency tables. To interpret the strength 
of relationship coeffi  cients (the Phi coeffi  cient, 
Cramer’s coeffi  cient and the Contingency 
coeffi  cient), a scale according to de Vaus (2002) was 
used.

RESULTS

A) Application of formal appraisal in 
agricultural organizations in the Czech 

Republic
The survey conducted has shown that only 12.3% 

of agricultural organizations use formal employee 
appraisal. Formal employee performance appraisal 
means the regular assessment of employees by 
applying pre-defi ned performance appraisal 
methods. 87.7% of agricultural organizations do not 
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use formal employee performance appraisal 
(73.8% of which are small organizations with up 
to 50 employees) despite the fact that currently 
people are considered to be the most important 
strategic asset of any organization for achieving 
a competitive advantage. Among the reasons for not 
having introduced a formal employee performance 
appraisal system, one factor may be that only 13% 
of agricultural organizations have a personnel 
department within their corporate structure. In this 
survey 49.1% of agricultural organizations stated that 
they did not consider formal appraisal important, 
40.4% mentioned capacity reasons (73.8% of which 
are medium-sized organizations i.e. from 51 to 
up to 249 employees), 12.3% indicated fi nancial 
reasons, 13.3% time demands. The above results are 
illustrated in Fig. 1. 

Agricultural organizations that apply formal 
employee appraisal may conduct appraisal on an 
annual basis (39%), quarterly basis (26.8%), monthly 
basis (17%), continuously (9.8%) or on a bi-yearly 
basis (7.3%). Only 41.5% of organizations with 
a formal appraisal system have a written employee 
performance appraisal methodology within its 
stated policy. The most frequently used appraisal 
methods are: Performance appraisal according 
to given aims (51.2%), Performance appraisal 
on the basis of norms fulfi lment (standards) 
(36.6%), Performance appraisal interview (29.3%), 
Rating Scale Performance Appraisal (14.6%), Free 
description (12.2%), Methods based on creating of 

appreisee (7.3%) and the 360-degree appraisal (2.4%). 
These results are shown in Fig. 2. 

To collect information for the appraisal of 
employees, agricultural organizations most 
frequently refer to the opinion of an employee’s 
direct superior (92.7%), a senior superior (39%), 
the employee being appraised (24.4%), customers 
(14.6%), colleagues (9.8%), or a subordinate (2.4%). 
65.8% of agricultural organizations that apply 
formal appraisal give employees an opportunity 
to comment on the results of their appraisal. In 
29.3% of agricultural organizations the appraisal 
results are intended solely for appraisers, while 
4.9% of agricultural organizations communicate 
the outcomes of the appraisal to their employees 
without letting the employees comment on them. 
All agricultural organizations using formal appraisal 
of employees store the results for further use. They 
are most commonly used in the Human Resource 
(HR) Management areas of reward allocation (92.7%), 
HR planning (19.5%), learning and development 
(17.1%) and career development for progression up 
the corporate ladder (7.3%). These results are shown 
in Fig. 3. 

This survey has revealed that a majority 
of agricultural organizations in the Czech 
Republic do not use a formal system of employee 
performance appraisal. This is despite the fact 
that 82.9% organizations have confi rmed that 
formal appraisal of employees determines their 
performance. 56.1% of these organizations have 
also confi rmed that they saw an improvement in 
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productivity following the implementation of 
a formal employee performance appraisal system. 
Only 5.8% of agricultural organizations that do not 
use any system of formal employee performance 
appraisal plan its implementation. 70.6% of these 
organizations plan to implement formal appraisal of 
employees within a three-year time horizon. 

B) Comparison of the application of the 
formal employee appraisal in small and 

medium-sized organizations
The survey has revealed that only 9.4% 

of agricultural organizations with up to 50 
employees have established a formal employee 
performance appraisal system established. As 
regards organizations with 51 up to 249 employees, 
formal appraisal is used by 20.7% of them. Since 
only one agricultural organization with more 
than 250 employees took part in the survey, it was 
necessary, for the purpose of statistical testing of the 
predefi ned hypothesis (H1), to merge the groups 
of organizations to create only two groups – one 
with up to 50 employees and a second 51 and more 
employees. Using extracted data, dependency was 
tested by applying Pearson’s Chi-Square Test ( – 
square test). The SPSS programme employed uses 
the so-called p-value as an output in dependency 

testing. The p-value in hypothesis testing equals 
the minimum signifi cance level at which the null 
hypothesis can be rejected. Should the calculated 
p-value be lower than the set signifi cance level of 
0.05, it is possible to say that the null hypothesis, i.e. 
the hypothesis on the independence of qualitative 
characteristics, is rejected at the 5% level of 
signifi cance. As the p–value calculated by means of 
the  – square test of 0.006 is lower than the selected 
level of signifi cance  = 0.05, the null hypothesis 
has been rejected. The results of this test have 
confi rmed that the application of formal employee 
performance appraisal is dependent on the size 
of the agricultural organizations (an alternative 
hypothesis to hypothesis No. 1). The strength of 
the relationship between the variables is, according 
to the value of Phi coeffi  cient (0.151), Cramer’s 
coeffi  cient (0.151) and contingency coeffi  cient 
(0.149), direct (with respect to the positive value) and 
low; see Tab. I.

C) System of Personnel Management in 
Agricultural Organizations

The system of personnel management in 
agricultural organizations is among the important 
factors that determine the application of formal 
employee performance appraisal in agricultural 
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I: The results of the qualitative characteristics test for hypotheses 1, 2 and 3

Number of 
hypothesis Null hypothesis (H0) P-value Rejection 

of H0

Value of Phi 
coeffi  cient

Strength of the 
relationship

1
The utilisation of the formal appraisal of employees 
does not depend on the size of the agricultural 
organization.

0.006 Yes 0.151 low

2
The utilisation of the formal appraisal of employees 
in the agricultural organization does not depend on 
the existence of a personnel department.

0.000 Yes 0.210 low

3
The existence of a personnel department in the 
agricultural organization does not depend on the size 
of the agricultural organization.

0.000 Yes 0.362 moderate

Source: Authors’ survey
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organizations. The survey conducted has revealed 
that in agricultural organizations that do not have 
a personnel department, formal appraisal is used by 
only 9.7% of organizations. In those organizations 
whose corporate structure includes a personnel 
department, formal appraisal is used by 30.2% of 
them. Simultaneously it has been validated that 
the need for the establishment of a personnel 
department grows with the size of the company 
(i.e. according to the number of employees). Only 
5.7% of agricultural organizations surveyed with less 
than 50 employees have a personnel department. 
In the category of 51 to 249 employees, 32.6% 
of agricultural organizations have a personnel 
department and in agricultural organizations with 
more than 250 employees 100% of agricultural 
organizations have a personnel department. In 
70.1% of agricultural organizations personnel-
related activities are performed by only 1 employee. 

Based on the above information, null hypothesis 
No. 2 was tested on the lack of dependence between 
the employee performance formal appraisal and 
the existence of a personnel department. Based on 
the  – square test, the null hypothesis was rejected 
at the 5% level of signifi cance (p-value = 0.000). The 
strength of the relationship between the variables 
is, according to the value of Phi coeffi  cient (0.210), 
Cramer’s coeffi  cient (0.210) and Contingency 
coeffi  cient (0.205), direct (with respect to the positive 
value) and low; see Tab. I. Thus the utilization 
of formal employee performance appraisal in 
an organization depends on the existence of 
a personnel department.

This was followed by testing of null hypothesis 
no. 3 on the lack of dependence between the 
existence of a personnel department and the size 
of the agricultural organization. Based on the  – 
square test, the null hypothesis was rejected at 
the 5% level of signifi cance (p-value = 0.000). The 
strength of the relationship between the variables 
is, according to the value of Phi coeffi  cient (0.362), 
Cramer’s coeffi  cient (0.362) and Contingency 
coeffi  cient (0.340), direct (with respect to the positive 
value) and moderate; see Tab. I.

DISCUSSION
The signifi cance of formal employee performance 

appraisal lies in the fact that its outcomes represent 
an important background for strategic personnel 
decisions. Employee performance appraisal should 
therefore form part of the recruitment process and 
should be involved in all other employee activities 
in the organization. The easiest time to begin the 
performance appraisal process is when an employee 
is hired. It then becomes an expected part of the 
job and is not something that the employee views 
as new and diff erent or, perhaps, fears. This would 
be especially true on a farm where there has been 
a long-standing tradition of providing employees 
with little or no feedback about their performance 
(University of Vermont, 2012).

The results of the present survey show that 87.7% 
of agricultural organizations do not use formal 
employee performance appraisal (73.8% of which 
are small organizations with up to 50 employees), 
despite the fact that 82.9% of agricultural 
organizations that have an appraisal system in place 
confi rm the impact of a formal system of employee 
appraisal system on employee performance. 56.1% 
of agricultural organizations saw an improvement 
in employee performance a� er the introduction of 
a formal employee performance appraisal system. 
These results are confi rmed also by Billikopf (2003) 
who also pointed out that performance improved 
substantially (from 11 to 27 percent) in a number of 
settings when employees were given specifi c goals to 
achieve and received performance feedback.

According to Bitsch (2009), one of the challenges 
faced by agricultural organizations in the 21st 
century is the attraction, motivation, and retention of 
suffi  cient and qualifi ed labour. However, personnel 
management research has mostly focused on other 
industries. Accordingly, agricultural managers 
have little to rely on, when developing personnel 
policies and procedures. Once a business has grown 
beyond the labour capacity of the immediate family, 
personnel management becomes an issue and 
practices developed for large corporations do not 
always scale down well to smaller businesses or may 
not fi t the agribusiness environment. 

Billikopf (2003) states, that despite the importance 
of formal appraisals, an eff ective manager does not 
wait for formal performance appraisal interviews to 
communicate with employees. Sharing information 
about performance should be done frequently 
and in a positive manner. An eff ective negotiated 
performance appraisal helps the employee take 
additional ownership for both continuing eff ective 
performance and improving weak areas. 

CONCLUSION
At present, there is a minor demand for 

agricultural jobs, in particular in industrial and 
developed economies and in growing and transition 
economies. Surveys in the area of human resource 
management are usually focused on other sectors. If 
agricultural organizations appraise their employees, 
they usually utilize informal employee performance 
appraisal. This is confi rmed by the outcomes of 
the present survey. The results of the survey show 
that only 12.3% of agricultural organizations use 
formal employee performance appraisal. The 
results also confi rm that the application of formal 
employee performance appraisal in an agricultural 
organization depends on the size of the agricultural 
organization and the existence of a personnel 
department. 49.1% of agricultural organizations 
did not consider formal appraisal important. Of 
particular interest is the fact that only 5.8% of 
agricultural organizations that do not use any formal 
employee performance appraisal system plan its 
implementation, despite the fact that currently 
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people are considered to be the most important 
strategic asset of any organization for achieving 
a competitive advantage. Agricultural organizations 
should deal eff ectively with their employees 

because agriculture is an important sector of any 
economy. Moreover, it feeds the population and 
therefore carries a certain strategic importance (Van 
den Ban and Samanta in Karimi et al., 2011).

SUMMARY
Employee performance appraisal is one of the most important human resource management tools. 
The article focuses on issues of employee performance appraisal with emphasis on the use of formal 
employee performance appraisal in agricultural organizations in the Czech Republic. The aim of 
the article is to evaluate the use of formal employee appraisal in agricultural organizations in the 
Czech Republic and to test dependencies between selected qualitative characteristics. The article 
is organized as follows: the fi rst part of the article concentrates on the theoretical background; the 
second part evaluates the results of the quantitative survey. The sample group consisted of 1,698 
agricultural organizations. The questionnaire return rate was 19.6% (332). The results of the survey 
show that only 12.3% of agricultural organizations use formal employee performance appraisal. 
Among the reasons for not having introduced a formal employee performance appraisal system, 
49.1% of agricultural organizations stated that they did not consider formal employee performance 
appraisal to be important, 40.4% mentioned capacity reasons, 12.3% indicated fi nancial reasons, 13.3% 
time demands. Agricultural organizations that apply formal employee appraisal conduct appraisal, in 
the majority of cases, on an annual basis (39%), using Performance Appraisal according to given aims 
(51.2%). To collect information for the employee performance appraisal, agricultural organizations 
most frequently refer to the opinion of an employee’s direct superior (92.7%). 65.8% of the agricultural 
organizations that apply formal appraisal give employees the possibility to comment on the results 
of the performance appraisal. All agricultural organizations that use formal employee performance 
appraisal store the results for further use. They are most commonly used in the area of reward (92.7%). 
The results of the survey confi rm that the application of formal employee performance appraisal in 
agricultural organizations depends on the size of the agricultural organization (p-value 0.006, Phi 
coeffi  cient 0.151) and the existence of a personnel department (p-value 0.000, Phi coeffi  cient 0.210). 
49.1% of agricultural organizations did not consider formal employee appraisal important. Only 5.8% 
of agricultural organizations that do not use any system of formal employee performance appraisal 
plan its implementation, despite the fact that currently people are considered to be the most important 
strategic asset of any business for achieving a competitive advantage. 
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