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SUGAR INDUSTRIES

INTRODUCTION

Performance appraisal is a method of evaluating the behaviour of employees in the work spot, normally including
both the quantitative and qualitative aspects of job performance. Performance refers to the degree of
accomplishment of the tasks that make up an individual job. It indicates how well an individual is fulfilling the job
demand. Performance is always measured in terms of results. When properly conducted, performance appraisals
not only let the employee know how will he is performing but should also influence the employee’s future level of
effort, activities, results and task direction. Performance appraisal evaluates not only the present performance of a

worker but also his potential for development.

According to Flippo, “Performance appraisal is a systematic, periodic and so far as humanly possible, and impartial

rating of employee excellence in matters pertaining to his present job and to his potentialities for a better job”.
REVIEW OF LITRATURES

Levy and Williams (2004) Suggested that performance appraisal will allow to communicate strategies, goals and
vision, employees should experience higher level of commitment to super ordinate organizational goals and,
therefore, become more affectively commitment to their organization. Moreover, developmental performance
appraisal is also about increasing employees perceptions of being valued and being part of an organizational tea,

perceptions that are central of affective commitment.

Gerard McLoughlin (2005) Says, “performance appraisal should be treated as an ongoing developmental process
rather than a formal once-a-year review. Both employee and reviewer to ensure that targets are being achieved
should closely monitor it. By preparing yourself diligently and demonstrating a willingness to cooperate with your
receiver to develop your role, you will create positive impression. To enable you to assess your own performances
as objectively as possible, try to view it from your manager’s perspective. Make sure your conversant with the

company assessment policies and procedures.
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Leandra Harris (2012) Employees should keep an open mind and really listen to what is being highlighted in the

performance review. “It’s also important that workers recognize the positive feedback in the review,” she also says
that, “often, employees become so fixed on the negatives that they don’t the time to listen to any of the positive that

were covered and it became difficult for them to get the most of the discussion.”

Arvey and Murphy (1998) stated that the innovations were dominant one which condensed the errors and improved
the observation skills from the performance appraisal practice, there were hundreds of thousands of researches had

been taken place between the periods of 1950 to 1980, which merely focused on the different types of rating scales.

Bernardian and Beatty (1984) stated in their research that behavioral and attitudinal kinds of measure ultimately
prove to be better anticipator as compared with the traditional psychometric variables, which we have declared
earlier as well, like leniency, halo and discriminability. A Performance Appraisal system is totally ineffective in

practice due to the dearth of approval from the end users.
RESEARCH METHODOLOGY

The study is intended the “A STUDY ON EFFECTIVENESS OF PERFORMANCE APPRAISAL SYSTEM OF
EMPLOYEES IN SUGAR MANUFACTURIN INDUSTRIES ERODE”. The data is collected in the means of
guestionnaire from the employees. The secondary data were collected from internet, books, manuscripts; company
website and the profile of the company are gathered through company’s records. Census Study was conducted in
SUGAR MANUFACTURIN INDUSTRIES ERODE. As per the requirements of the study only the employees of
the organization were surveyed. For this purpose of this study, the data were collected from 150 employees using

TOOLS USED
PERCENTAGE ANALYSIS

Percentage analysis is the statistical tool used for analysis and interpretation. It was carried out to find the

percentage of employees who may turnover in the organization.
Percentage = (No. of respondents / Total no. of respondents) * 100
CHI-SQUARE TEST

The quantity X describes the magnitude of discrepancy between theories and observation. Verify the distribution of
observed data with answered theoretical distribution non-parametric test. The symbol “2”” IS THE Greek letter Chi.

The test was first used by Karl Pearson in the 1990.

The quantity X is defined as X2 = (O-E / E) Where, » O- refers to the observed frequency.
* E- refers expected frequency.

KARL PEARSON CO-EFFICIENT OF CORRELATION

In this project chi-square test was used. Karl Pearson Coefficient of correlation is a measure of linear relationship
between two variables. It lies between -1 and 1. The closer it is 1 or 1, the strength the positive or negative linear

relationship between the two variables. If it is close to 0, there is no linear relation.
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ANALYSIS AND INTERPRETATION

To study the “Effectiveness of Performance Appraisal towards sugar manufacturing industries in Erode district”, a
structured questionnaire was prepared which consists of questions covering demographic factors, appraisal factors,
guality & quantity of work, attendance and punctuality, interpersonal relations, effective use of time and initiative.

Total of 150 employees were selected from the company for the purpose of this study.
PERCENTAGE ANALYSIS

In this section the percentage analysis is presented for all the personal factors taken up in the study
Gender

Gender is a socio-economic variable involving roles, responsibilities, constraints, opportunities and need of males
and females in an economy.

Table: 1 Gender of the employee

S. No. Gender No. of Respondents Percentage
1 Male 120 80
2 Female 30 20
TOTAL 150 100

Source: Primary data collected through questionnaire and analysed through SPSS

Interpretation:

The above table shows that 80% respondents genders are males.20% respondents genders are female.

Monthly income

Income decides the background of a person. It is the yardstick to perceive the standard of living. Poverty line and

standard of living of a person are measured by using the income as the prime indicator.

Table: 2 Monthly income of the employee

S.No Monthly income of the No. of Respondents Percentage
employee
1 Above 5000 68 45.3
2 10000-15000 82 54.7
TOTAL 150 100

Source: Primary data collected through questionnaire and analysed through SPSS
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Interpretation:

The above Table shows that the monthly income of the respondents above 5000 is 45%.And between 10000 to
15000 is 55%.

Educational qualification

Table: 3 Educational qualification

S. No Educational No. of Respondents Percentage
Quialification
1 SSLC 15 10.0
2 HSC 13 8.7
3 Diploma 53 35.3
4 UG 69 46.0
TOTAL 150 100

Source: Primary data collected through questionnaire and analysed through SPSS

Interpretation:

The Above table we infer that 35% of the employee fall under diploma. The 46% of the employee fall under

graduation.

Experience of the employee

Table: 4 Experience of the employee

S. No. Experience of the No. of Respondents Percentage
employee
1 0-5 years 116 77.3
2 5-10 years 19 12.7
3 10-15 years 15 10.0
TOTAL 150 100

Source: Primary data collected through questionnaire and analysed through SPSS

Interpretation:

The above Table shows that the experience of the respondents between 0 to 5 years is 77%.The experience of the

respondents between 5 to 10 years is 13% and also 10-15 years is 10%.
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OBJECTIVES OF THE STUDY

To assess the effectiveness of performance appraisal system of employees at sugar manufacturing industries in
Erode district.

CHI-SQUARE TEST
Relationship between monthly income and educational qualification
HO: There is no significant relationship between monthly income and qualification.

H1: There is significant relationship between monthly income and qualification.

Table: 5 Relationship between monthly income and educational qualification

Income
Rs.5000-10000 Rs.10000-15000 Total
Quialificatio
SSLC 10 5 15
HSC 5 8 13
DIPLOMA 44 8 52
uG 5 65 70
TOTAL 64 86 150

Source: Primary data collected through questionnaire and analysed through SPSS
Calculated value = 6.3686
Tabulated value = 5.99
Level of significance = 5%
Interpretation

From the above table it is concluded that calculated value (6.3686) is lesser than the tabulated value (5.99). Hence,

null hypothesis is rejected. So there is no significant relationship between monthly income and experience
Relationship between monthly income and experience
HO: There is no significant relationship between monthly income and experience.

H1: There is significant relationship between monthly income and experience.
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Table:6 Relationship between monthly income and experience

EXPERIENCE
Below 5 05-10 years 10-15 years Total
INCOM years
Rs.500010000 52 10 6 68
Rs.1000015000 60 9 13 82
TOTAL 112 19 19 150

Source: Primary data collected through questionnaire and analysed through SPSS
Calculated value = 12.7
Tabulated value = 16.507
Level of significance = 5%
Interpretation

From the above table it is concluded that calculated value (12.7) is lesser than the tabulated value (16.507). Hence,

null hypothesis is accepted. So there is no significant relationship between monthly income and experience
OBJECTIVES OF THE STUDY

To assess the effectiveness of performance appraisal system of employees at sugar manufacturing industries in
Erode district.

KARL PEARSON CO-EFFICIENT OF CORRELATION
CORRELATION ANALYSIS

Table:7 Relationship between accuracy makes minimum mistakes and volume work that expected

X 54 45 32 19
Y 22 22 66 40
S.No X Y XY X2 Y2

1 54 22 1188 2916 484
2 45 22 990 2025 484
3 32 66 2112 1024 4356
4 19 60 760 361 1600
> 150 150 5050 6326 6924

Source: Primary data collected through questionnaire and analysed through SPSS
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r=Y XY WYX2*YY2

r=0.763
Interpretation

From the above table it shows that the relationship between accuracy makes minimum mistakes and volume of
work that expected is nearest to perfect positive correlation. Hence it is concluded that there is relationship between

accuracy makes minimum mistakes and volume of work that expected

Table:8 Relationship between lack of attendance & reporting time and responsibility towards attendance

X 12 98 40
Y 52 78 20
S.No X Y XY X2 Y2
1 12 52 624 144 2704
2 98 78 7644 9604 6084
3 40 20 800 1600 400
> 150 150 9068 11348 9118

Source: Primary data collected through questionnaire and analysed through SPSS
r=Y XY WYX2*YY2
r =0.888
Interpretation

From the above table it shows that the relationship between lack of attendance & reporting time and responsibility
towards regular attendance is nearest to perfect positive correlation. Hence it is concluded that there is relationship

between lack of attendance & reporting time and responsibility towards regular attendance.
FINDINGS
«+ From the analysis, it is identified that the majority 80% of the respondents are males in the organization.

+»+ Most of the respondents were in the age group between 30 to 40 years and they also with minimum of 5

years’ experience in the organization.

« Majority 46% of the respondents have completed UG degrees and getting more than Rs.10000 as their

monthly income.
% Majority 89% of the respondents have understood their duties and responsibilities of their position.

«+ From the analysis, it is noted that performance appraisal improves employee motivation.
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¢ It shows that the 80% of the employees are learning new aspects of job.

¢ Ahigher percentage of the respondents agree that the accuracy makes minimum mistakes while production

period.

«» It is observed from the analysis that performance appraisal system is useful to identify most attentive

persons in the organization.
«» Majority 65% of the respondents agree that they are very good in reporting tasks within given time period.
+«» Most of the respondents are having responsibilities towards regular attendance
SUGGESTIONS

+«+ The company can concentrate in improving the physical working conditions i.e. basic amenities like bonus,

PF, incentives etc., to avoid distress of workers.

+«+ The hygiene factors namely incentives and bonus shall be provided at appropriate times to the workers,
especially to the new employees. It induces them to work with interest and thus encouraging a healthy

competition among the workers.

% The employees at managerial level of the organization are unclear about the techniques used for

performance evaluation and thus transparency can be maintained.

¢+ The superiors shall constantly monitor the performance of the sub-ordinates and resolve their emotional
blocks and also encourage them during the times of nonprogression.

+«+ The organization’s policies can concentrate in improvising the long term goals of the organization
CONCLUSION

Today it is very important to focus on performance appraisal of an organization because as employees are the real
assets and in order to get 100% result so the organization needs to appraise their employees un-biasly. So, that the
development within them can be made. From the survey, analysis and evaluation of data, it can be concluded that
the company has installed a good appraisal system. The executives as well as technical associates are moderately
happy with the present system. But the frequency of conducting should be increased and should also be need-based.

The performance appraisal system is best which helps the management to assess the training needs, promotion and

job satisfaction of the employees and thereby the company can decide about the developmental activities
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