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The requirements of the employees activity evaluation system in an organization and the methods of the determination of its ef-

ficiency were substantiated in the article with reference to the theoretical works of Lithuanian and foreign specialists over the evalua-
tion of employees activity and taking into consideration the opinion of the employees from a particular organization of the rural 
business infrastructure on their activity evaluation. It was determined by the investigations that more country’s enterprises carry out 
the qualified and regular personnel’s evaluation in order to plan new actions and expectations of employees’ motivation. When carry-
ing out the regular employees’ evaluation new motivating actions are determined and named as well as its objectives and aims are 
singled out. Employees evaluation results help prognosticate the tendencies of the activity, learning and communication with people 
of the evaluated employee. Leaders become aware of the most weak and the most strong sides of their employees, single out the 
fields their employees would be the most effective and useful in. The plans of the employee training and career are substantiated and 
motivation systems are created with reference to evaluation results.  

Key words: activity, evaluation, employee. 
JEL Classification: J24, J33, J41. 

 
Introduction 1 
 
The duties at the organisation are not self-aimed. All 

the duties have a specific mission which is essential in 
seeking for the aims of the organisation. As the results of 
the organisation are dependent on the effectiveness of 
each employee, it is essential to have an objective, well 
grounded and practically applicable method of duty 
evaluation, which would help to determine each em-
ployee’s contribution to common aims, expectations and 
results of the organisation. In Lithuania, as well as in any 
other country of the world, companies changeover and in-
stall new performance programmes in order to work and 
develop their business even more effective. For the suc-
cessful business development in the present-day business 
world, it is already not enough to have new and modern 
technologies, advertising campaigns and wide assortment 
of goods and services. More and more attention is being 
paid to the most important business constituent, i.e. em-
ployees. Enterprise’s employees are valuable investment. 
It is very important that human possibilities would be re-
lated with business development and directed towards the 
achievements of organization’s aims in order to get the 
highest profit possible. The evaluation of employee activ-
ity becomes a routine phenomenon. Rather often Lithua-
nian enterprises are tempted to implement the system of 
employee activity evaluation, however only few organi-
zations succeed in it. Positive initiative of businessmen 
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results in failure due to a number of reasons: the leaders 
of enterprises lack knowledge and understanding, em-
ployees start to feel threat and all system’s implementa-
tion aspects are often assigned only to the department of 
personnel, though it requires a purposeful work of the en-
tire enterprise (Nuolat …, 2007). 

The aim of the work – having evaluated the topicali-
ties of the application of theoretical regulations in prac-
tice, to substantiate the requirements of the personnel ac-
tivity evaluation system in an organization and the meth-
ods of its efficiency evaluation with reference to the theo-
retical works of Lithuanian and foreign specialists on the 
evaluation of employee activity.  

The object of investigations – activity of employees. 
The subject of investigation - evaluation of em-

ployee activity. 
The methods of investigation – the methods of sci-

entific analysis, logical abstraction, induction and deduc-
tion and sociological investigation were applied during 
the investigation.  
 

Methodological aspects of employee activity 
evaluation  

 
The constant process of science and technology pro-

gress has not yet given the answer to many questions con-
cerning human activity. Therefore, methodological aspects 
of human activity are considered to be topical in analysing 
micro and macro systems in management science. A hu-
man being is the main participant of activity as science ad-
vance has not yet determined any more important partici-
pants. Thus, a human being remains the main subject in 
micro and macro systems in both time and space (in fam-
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ily, team, region, country and world community) (Makštu-
tis, 1999; Mačerinskien÷, 2004; Baruch, 2006 etc.). 

The evaluation of personnel activity is a formal, 
structural system which measures, evaluates and influ-
ences the results of personnel activity and behaviour by 
enabling to determine the level of employee productivity 
and possibility to work effectively in the future so that 
he/she would the maximum profit for him/herself, organi-
sation and society (Dessler, 2000; Sakalas, 2001; Price, 
2004; Berman, 2006; Baršauskien÷, 2006). The system of 
activity evaluation is a constituent part of the entire man-
agement of an organisation. While creating the system of 
activity evaluation, it is essential to perform work analy-
sis, during which work task and responsibility should be 
defined; evaluation criteria should be chosen, the stan-
dards that employees get acquainted with should be de-
termined; activity evaluation should be performed and the 
play back should be created with the help of evaluative 
conversation. 

While evaluating personnel activity, work results and 
the achievement of the defined aims are taken into ac-
count, as well as personnel’s characteristics, personal fea-
tures and behaviour-based work characteristics. When 
evaluating work results, the attention is mostly paid to 
both objective and personal features of an employee, 
while considering the evaluation of personal features, the 
quantity, quality and timeliness of work are being evalu-
ated (Stankevičiūt÷, 2003). 

The enterprises of the country perform the informal 
evaluation of personnel activity, which is being per-
formed constantly and substantiated by the results of eve-
ryday activity of personnel, as well as formal systematic 
evaluation, which is being performed twice a year or even 

rarer at the discretion of an organisation (Leonien÷, 
2001).The evaluation of personnel activity is carried out 
for various aims. First of all, this evaluation helps to eva-
luate the gaps (if there are any) of personnel activity. 
Gaps usually appear when the carried out activity does 
not meet the determined standards. Thanks to the activity 
evaluation personnel is informed about their success in 
coping with the assigned tasks and with the achievement 
of determined aims. From an organisation’s point of 
view, one of the activity evaluation aims is to determine 
and maintain the principle of responsibility. The activity 
evaluation is aimed at encouraging people to be responsi-
ble for their actions, to regulate authorizations and re-
sponsibility at every level, to point out the strengths and 
weaknesses of personnel activity as well as to help them 
to improve in their work. Moreover, plans for activity 
improvement, teaching programmes and personnel train-
ing plans are being prepared (figure 1).  

The most important thing is that according to activity 
evaluation organizations can substantiate the solutions 
connected with further personnel education, qualification 
raise or requalifying, promotion or reduction and mone-
tary stimulation. Obviously, administrative aims of the 
management and motivation of personnel are being im-
plemented. (Chic- Ying Chen, 2003). It is especially topi-
cal, as investigations have proved Lithuanian employees 
to be insufficiently motivated. 60 per cent of the respon-
dents of the questionnaires pointed out that they are not 
stimulated by any supplementary motivation measures 
(Lietuvoje …, 2007). 
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Personnel activity evaluation is only possible after the 
analysis of work. Work analysis is the investigation of work 
process with the aim to determine main work tasks, ex-
pected results and organisational bonds with other activities.  

It is the process of the detailed indication of the de-
scription, registration and requirements for basic activity 
aspects, abilities and work fulfilment. It becomes a basic 
ground and provides information to the majority of hu-
man resource programmes (Dessler, 2000). The analysis 
of activities in the country’s organisations is performed in 
the following stages: the identification of the required in-
formation and the ways of its usage; the survey of the 
scheme of organisational structure which reveals the situ-
ation of the investigated workplace as well as the connec-
tion of it with other workplaces in an organisation; the 
choice of particular workplaces to analyse; the selection 
of the information about activity, employee behaviour 
and characteristics and work conditions; the review of the 
gathered information together with an employee and em-
ployer; the creation of activity description, specification 
and standards. Thus, activity analysis becomes especially 
important in the process of developing the system of per-
sonnel activity evaluation (Secret, 2000; Corso, 2006).  

The methods of personnel activity evaluation should 
be chosen according to the results of activity analysis be-
cause a detailed description of activity analysis enables 
the following issues (Sudzius, 2004): to specialise per-
sonnel more easily; to prepare and re-qualify personnel; 
to make leader’s work easier; to develop employee’s self-
sufficiency and initiative; to prepare an employee suitable 
for a workplace; to use an employee suitably and to de-
termine his/her salary; to determine the boundaries of 

employee’s responsibility; to plan activity more easily 
and precise; to increase personnel’s motivation; to 
strengthen work ethic; to ensure appropriate circulation of 
information; to avoid doubling, conflicts, obscurity in the 
performance of orders and technological processes. 

In the country’s organizations personnel is often evalu-
ated applying the following methods (Darbuotojų …, 2007): 

• interview (communicativeness, working activity 
characteristics, loyalty, motivational peculiarities are de-
termined); 

• psychological testing (personal features, intellect 
and other characteristics are evaluated); 

• professional testing (person’s suitability for a par-
ticular workplace, necessary abilities, knowledge and the 
level of competencies are evaluated); 

• accomplishment of practical tasks (personal be-
haviour while performing certain tasks is evaluated). 

In the evaluation of employee’s contribution to work 
and his/her strengths and weaknesses, it is important to 
determine certain criteria oriented towards the tasks being 
performed and aims, competence/skills of an employee.  

Precise evaluation criteria should be determined only 
when employee’s tasks are clearly known. It is difficult to 
make the list of general criteria suitable for the majority 
of organization’s employees because in each organization 
different requirements are raised for the employees hold-
ing different offices. In the majority of organizations 
much attention is paid to the employee’s competences as 
to the main criterion of the activity evaluation (figure 2).  
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Fig. 2. The scheme of employee competence evaluation 
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Thus, activity evaluation criteria are very diverse 
(usually qualitative and quantitative personnel’s activity 
evaluation criteria are used). Evaluation is precise and 
useful in those cases when evaluation criteria are deter-
mined after their comparison with activity aims. Arm-
strong presents the following methods to determine activ-
ity evaluation criteria (Amstrong, 1994): 

• evaluation criteria should consider not attempts, 
but results; 

• results should be within the limits of employee 
control; 

• information necessary for the evaluation of ac-
tivity results should be available;  

• criteria should be changed appropriately after the 
change of circumstances.  

Criteria are evaluated according to the following ways: 
they are given the same weight (significance) or different 
weight considering the results of activity analysis. In order 
to determine the significance of a criterion an organisation 
takes into account the defined activity standards. 

Using one of the methods for the evaluation of activ-
ity, the results achieved in an organisation should be dis-
cussed with personnel. Personnel become aware of the 
evaluation results during a special meeting – conversa-
tion. If such a conversation of evaluation is not carried 
out, the play back will not be ensured. A play back is a 
response to personnel’s’ activity and their progress during 
a particular period of time. A play back helps an em-
ployee to know what he did, where he failed, what he 
learned, what reasons caused the increase of communica-
tion and its efficiency in the organization. A play back is 
a two-sided process. In order to ensure the quality of pro-
vided and received responses, it is important that activity 
evaluation would be carried out not as an interview, i.e. 
when one participant asks questions and another answers 
them, but as a kind of meeting during which discussion 
takes place and opinions about a valuated person are tried 
to be heard in order to be able to make effective and gen-
eral plans of future activity. 

The most difficult task leaders are coping with is to 
provide the correct and precise evaluation for an em-
ployee in such a way that a subordinate would accept it 
positively. If activity evaluative conversations are per-
formed in a wrong way, they often are unpleasant for 
both a leader and an employee. The form of the conversa-
tion itself is also very important: how leader talks with 
subordinates, the way opinions, notes and suggestions are 
expressed, etc. Obviously, the conversation depends on 
the leader’s tactics and intonation – either it turns into a 
discussion or remains only as leader’s monolog. The ba-
sis of effective evaluative conversation depends on the 
leader’s ability to listen to his subordinate by providing 
him a positive play back. The leader should tell his em-
ployee both praise words (positive play back) and criti-
cism (negative play back). The most important thing is 

that one should be able to know how to emphasize posi-
tive aspects of activity fulfilment and tell how the work 
should be improved looking towards criticism as not to-
wards the disadvantages of character or abilities but as 
the problem unfolding new possibilities.  

Evaluating conversations are becoming even more 
various: during them not only the employee is informed 
about job fulfilment quality but also arguable activity as-
pects are agreed on, perspectives of both an employee 
and his work development and improvement are planned, 
main problems are discussed, the aims of the upcoming 
time period as well as the measures and ways for the 
achievement of aims are planned.  

Agreements planned during an evaluating conversa-
tion are fixed in the documents of a particular form and 
are a guide for improvements till the next evaluation to 
both subordinates and their heads. In a particular docu-
ment, the head can determine suggestions and solutions 
concerning employee’s stimulation, training, his promo-
tion or demotion and suggestions concerning dismissal. 
This document should be presented to the department of 
personnel, which should implement decisions or sugges-
tions made by the head. 

 
Practical aspects of employee activity evaluation 
 
Employee activity evaluation is important both theo-

retically and practically. An effective activity evaluation 
system which is successfully applied in organizations 
should create conditions for employee motivation 
(Menkai …, 2007). Therefore, it is purposeful to analyse 
the order of personnel activity evaluation in certain or-
ganisations and according to the results to prepare sug-
gestions to improve it. The activity evaluations as well as 
its results carried out in the organisation X, the title of 
which will not be disclosed due to the confidentiality, are 
revealed in this part of the article. Sociological investiga-
tions were carried out in one of the departments of this 
organization. 70 questionnaire forms were presented and 
58 filled ones were received. The aim of the investigation 
is to evaluate the applied system and methods of em-
ployee activity evaluation and to determine the efficiency 
of this system. 

Organization X pays much attention to the system of 
employee activity evaluation while trying to implement 
the personnel management aims as well as to acclimatize 
with the occurring environmental changes. Employee ac-
tivity evaluation aims of this organization are orientated 
towards the aims of the entire organization. Since the or-
ganization used the world wide popular method of em-
ployee activity evaluation called “Evaluation According 
to Aims”, it is very important to define objectives that 
employee should achieve when fulfilling activity re-
quirements. Seeking to strengthen the devotion of its em-
ployees, the organization’s leaders try to coordinate or-
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ganization’s aims with employees’ personal aims. They 
hope that the success is guaranteed by training of the 
leaders who are creating a suitable motivation system. 
The evaluation of employee activity in the organization X 
is treated as an important system of analysis and informa-
tion reflecting the activity and results of employees and 
the entire organization during a particular period of time.  

In the organization X, employee activity evaluation is 
directly carried out by the head of the organization, be-
cause he is the one responsible for the work of his em-
ployees. An employee him/herself evaluates his/her activ-
ity, too. In this organization employee activity evaluation 
is carried out every year. The annual activity evaluation is 
substantiated not only by quantitative results but also an 
informal evaluation may be performed at the end of the 
year. It helps employees and their leaders to understand 
their role and aims in the organization better. After half of 
the year (after the conversation of activity evaluation) the 
leader organizes an informal conversation with an em-
ployee. The main aim of this conversation is to remind an 
employee about agreed aims, to discuss the course of the 
professional development without waiting for the annual 
activity evaluation conversation and to avoid possible 
mistakes.  

The activity evaluation in the organization is referred 
to employee office instructions. The material of activity 
evaluation consists of an appropriate department’s plans, 
the aims and the information obtained due to the observa-
tion of employee activity during the course of one year. 
Evaluation is finished by the conversation that is carried 
out every year or every half of the year during which the 
head or subordinate discusses the results of the evaluation 
and plans the ways of correcting all the drawbacks and 
strengthening all the advantages. In the organization, 
much attention is especially paid to the conversation of 
activity evaluation because it is a basis for constant dialog 
between heads and employees. It is considered that the 
conversation of activity evaluation should be the most 
important event of the year encouraging the constant ana-
lyse of one’s activities. Special forms are created with the 
help of which one prepares him/herself for the conversa-
tion or uses them during the conversation. An employee 
fills in the form by himself just before the conversation. 
An employee evaluates him/herself, describes activities 
which he/she was the best at from his/her point of view, 
notes the things that were the most difficult while seeking 
new aims, describes fields he/she should like to discuss 
during the conversation. In this form, there is a separate 
column for his/her or head’s comments. 

Various investigational methods of employee activity 
evaluation such as conversations, questionnaire investiga-
tions, statistical data analysis etc., can be applied. For the 
accomplishment of this investigation, the author applied 
the method of questionnaire investigation. Later it cleared 
out that the organization X has also used the same 

method because of its simplicity, concreteness and not 
small input rates of time. 

58 respondents took part in this questionnaire, 36 of 
which were men and 22 – women. According to their age, 
the employees were distributed in the following way: the 
largest part of the employees was made up of people 
whose age was 26-35 years (62 per cent), another part 
was made up of the employees up to 25 years (33 per 
cent) and the last part – 5 percent of the employees whose 
age was from 36 to 45 years. The majority of the respon-
dents were with higher education – 84 per cent, 16 per 
cent were those still learning at higher schools and only 3 
per cent were college graduates. The structure of the re-
spondents (according to their posts in the organization) 
was the following one: half of the respondents (50 per 
cent) were made up of operating personnel, 14 per cent 
were made up of the leading respondents 28 per cent we-
re made up of the respondents from the administration 
and the representatives and 8 per cent were made up of 
other professions. 63 per cent of the respondents have be-
en working from 1 to 5 years in this organization. Those 
working up to one year made up 25 per cent and those 
working from 5 to 10 years made up only 5 percent.  

The best answer to the question “Do the respondents 
know their working functions, duties and responsibilities 
well according to their work experience?” was given by 
those who had been working for 5 – 10 years (90%) in 
the organization. The employees, whose work experience 
was 1-5 years (69.3 per cent), knew their duties, functions 
and responsibilities, too. Those, who had been working 
not longer than 1 year (50%), knew very well about their 
office’s instructions. Having cleared out the opinion of 
the respondents on the used office’s instructions, it was 
determined that those working from 5 to 10 (90%) years 
knew them best of all. Those, whose work experience 
was 1-5 years (69.3%), knew their working functions, du-
ties and responsibilities very well, too. Only 50 per cent 
of the respondents who had been working in the organiza-
tion not longer than 1 year knew their office’s instruc-
tions very well. All respondents agreed on the necessity 
of activity evaluation. Only one age group valuated it mo-
re then another. The group consisting of the employees of 
36-45 years of age agreed unanimously that such evalua-
tion was necessary (100%), 98 per cent of the employees, 
whose age was 26-33 years, were for the necessity of ac-
tivity evaluation and only 2 per cent were against it. 
Young employees also agreed that the activity evaluation 
was necessary – 81 percent were for such evaluation and 
19 per cent were against it. According to their work ex-
perience, the respondents expressed their satisfaction over 
the activity evaluation in the following way: 75.2 per cent 
of the respondents that had worked for not full 1 year we-
re satisfied with the evaluation system carried out in their 
organization, 15.9 per cent affirmed that there were some 
drawbacks and 8.9 per cent were unsatisfied with such 
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activity evaluation system. The opinion of the respon-
dents whose work experience was 1-5 years was ex-
pressed in the following way: 83.6 per cent were satis-
fied, 11.7 per cent told that the system had some draw-
backs, 4.7 per cent were unsatisfied. 89 per cent of the 
employees with the working experience of 5-10 years 
were satisfied with such evaluation system, 7.3 per cent 
thought that there were some drawbacks and 3.7 per cent 
were entirely unsatisfied with it. The majority of respon-
dents confessed that such activity evaluation system was 
fair and objective (77 per cent), the employees who 
thought that such evaluation sometimes was right and 
sometimes was not made up 20 per cent and only 3% of 
the respondents thought that the evaluation system was 
unfair. 64 per cent of the respondents that had been work-
ing in the organization up to 1 year stated that the evalua-
tion criteria, aims and methods were as follows: discussed 
– 64 per cent, not discussed – 36 per cent. Those with 
work experience from 1 to 5 years (74.2%) stated that cri-
teria, methods and aims were discussed, not discussed - 
25.8%, and 87 per cent of the respondents with work ex-
perience from 5 to 10 years stated that everything was 
discussed, 13 per cent said that not everything was dis-
cussed. 71 per cent of the respondents spoke up positively 
about the evaluation criteria. 9 per cent of the respondents 
thought that the evaluation criteria were not clear and 
exact and 20 per cent stated that criteria not always were 
clear and exact. The opinion of the respondents on who 
should carry out the employee activity evaluation was 
distributed in the following way: the majority agreed that 
the evaluation should be carried out by the head of the en-
terprise (42%), 7 per cent of the respondents thought that 
the evaluation should be carried out by the leader of the 
highest ranking, 35 per cent thought that this should be 
done by the group of leaders. 15 per cent of the 
respondents thought that the evaluation should be carried 
out by the group of their colleagues and only 1 per cent 
thought that it should be carried out by other specialists. 
The opinion of the respondents over the periodicity of the 
activity evaluation (according to their working experi-
ence) was distributed in the following way: 55.7 of those 
with the working experience up to 1 year stated that the 
evaluation should take place once a year, 44.3 per cent – 
twice a year. The opinion of those with work experience 
from 1 to 5 years was the following one: 79.1 per cent – 
once a year, 20.9 per cent – twice a year. Those who had 
been working from 5 to 10 years thought in the following 
way: the activity evaluation should take place once a year 
(65.5%) and 34.5 per cent of them thought that it should 
take place twice a year. Concerning the importance of the 
evaluative conversation, 43 per cent of the respondents 
stated that the evaluative conversation was important, 37 
per cent thought that the conversation was of great sig-
nificance. There were such respondents, who thought that 
evaluative conversation was unimportant (16%) and 4 per 

cent of the respondents said that such conversation was 
unimportant at all. 

93.8 per cent of the respondents correspondingly 
stated that praises and critics could be stated during such 
conversations, 4 per cent stated that they heard only crit-
ics, however non of the respondents said that only praises 
were stated during such conversations. 85.2 per cent of 
the respondents noted that various suggestions and opin-
ions were discussed, 79.7 per cent could not tell that they 
got useful and needful information, 91 per cent told that 
the conversation went on between the head and the em-
ployee, 2.6 per cent talked and criticized only estimators, 
1.8 per cent said that they heard nothing new and valu-
able, 45.3 per cent felt very uncomfortably during the 
conversation, because they did not know if they would be 
able to answer the questions, 75 per cent could not tell 
what they had failed to do during the previous evaluative 
conversation. 

Summarizing the results of the investigations carried 
out in the organization X, it may be stated that: 

1) the activity evaluation is grounded by the 
evaluation methods applied all over the world. It valuates 
particular results and achievements encouraging employ-
ees’ responsibility for the tasks carried out; 

2) from the point of view of employees, activity 
evaluation is clear, exact and objective. Employees state 
that they are acknowledged with evaluation methods, cri-
teria and aims before the beginning of the evaluation;  

3) employees emphasize that during the evaluative 
conversation heads and subordinates have a possibility to 
exchange needful information and accumulated experi-
ence. During the conversation employees get a play back 
during which they become aware of their drawbacks and 
advantages, their opinion is being listened to as well. Du-
ring the conversation the aims of employee activities well 
as his/her input into the organization are being discussed; 

4) the majority of employees agree upon the issue 
that the activity evaluation should be carried out by their 
direct executive. They also think that activity evaluation 
should be carried out every year. From employee’s point 
of view, activity evaluation carried out in the organization 
is necessary and useful for both the improvement of an 
employee him/herself and the insurance of organization’s 
activity results.  

 
Conclusions 

 
1. After the analysis of theoretical aspects of em-

ployee activity evaluation, it is possible to state that under 
the present conditions of business development, activity 
evaluation is an important part of the personnel’s man-
agement strategy upon which the achievement of the en-
terprise’s aims depends and the best results can be 
achieved only due to the cooperation between the em-
ployee and his/her head.  
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2. The results of the particular investigations car-
ried out show that the evaluation according to activity 
standards is an effective measure for the stimulation of 
employees’ motivation and the raise of the satisfaction 
with their job. Employees agree on the issue that the ap-
pliance of such system gives a benefit to an employee 
him/herself, his/her head and organization. The usage of 
activity standards expressed by behaviour norms in the 
activity evaluation system is warranted from the motiva-
tional point of view and can supplement activity stan-
dards substantiated by work results. The evaluated em-
ployees become aware of their heads’ opinions over their 
drawbacks, advantages and abilities, so they can improve, 
raise their qualifications and take part in trainings. Activ-
ity evaluation ensures that both employees and heads 
should take time for the evaluation of earlier achieve-
ments, for the discussion of upcoming activity directions 
and the determination of common aims. 

3. The results of employee questionnaires in the 
organization allow determining the efficiency of the ap-
plied system of activity evaluation.  
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