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ABSTRACT 

Performance appraisal is a vital tool to measure the frameworks set by any organization to 

its employees. This study examined the status of the performance appraisal system of 

Christy friedgram Industry on Performance Appraisal. The respondents of this study were 

tenured employees. The convenient sampling method was used in the selection of 

respondents. Interviews, focus group discussion and survey questionnaires were the main 

instrument used in this study. The objective of the study is to get an insight into the relative 

importance of performance appraisal in organization. The impact of the performance 

appraisal system towards the performance of the respondent’s in term of communication, 

skills and responsibility.  The result of the study showed that the performance appraisal 

system of the company are in place, aligned with the vision and mission of the institution , 

and is accurate in terms of content and purpose. On the other hand, the results reflected that 

the performance appraisal system of the company has brought about both positive and 

negative impact on the employees performance.  

 

INTRODUCTION 

1.1INTRODUCTON ABOUT THE STUDY 

Performance Appraisal is the important aspect in the organization to evaluate the employees 

performance. It helps in understanding the employees work culture, involvement, and 

satisfaction. It helps the organization in deciding employees promotion, transfer, incentives, 

pay increase. 

Meaning 

Performance Appraisal is a method of evaluating the behaviour of Employees in the work 

spot, normally including both the quantitative and qualitative aspects of hob performance.  

Performance here refers to the degree of accomplishment of the tasks that make up an 
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individual's job.  It in dictates how well an individual is fulfilling the job demands.  Often the 

term is confused with effort, bit performance is always measured in terms of results and not 

efforts.  Some of the important features of performance Appraisal given, they are 

Objectives of performance appraisal: 

Performance appraisal aims at attaining the different OBJECTIVES, that are 

 To create and maintain  a satisfactory level of performance. 

 To contribute to the employees growth and development through training, self and 

management development programmes. 

 To facilitate for testing and validating selection tests, interview techniques through 

comparing their scores with performance appraisal ranks. 

 To ensure organizational effectiveness through correcting employee for standard and 

improved Performance, and suggesting the change in employee behaviour. 

Characteristics 

 Performance Appraisal is a process. 

 It is the systematic examination of the strengths and weakness of an employee in 

terms of his job. 

 It is scientific and objective study.  Formal procedures are used in the study. 

 It is an ongoing and continuous process wherein the evaluations are arranged 

periodically according to a definite plan. 

 The main purpose of Performance Appraisal is to secure information necessary for 

making objective and correct decision an employee. 

Methods of performance appraisal 

The foregoing list of major program pitfalls represents a formidable challenge, even 

considering the available battery of appraisal techniques. But attempting to avoid these 

pitfalls by doing away with appraisals themselves is like trying to solve the problems of life 

by committing suicide. The more logical task is to identify those appraisal practices that are 

(a) most likely to achieve a particular objective and (b) least vulnerable to the obstacles 

already discussed. 

The best-known techniques will be treated most briefly. 

 Essay appraisal 

 Graphic rating scale 

 Field review 

 Forced-choice rating 

 Management by objectives 
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 Ranking methods 

 “Alternation ranking”: 

 “Paired-comparison ranking” 

 Assessment centres 

 360 Degree Feedback 

Roles in the performance appraisal process 

 Reporting Manager 

 Reviewer (Reporting Manager’s reporting Manager) 

 HOD (In some cases, a reviewer may not be a HOD) 

 HR Head 

 Normalization Committee 

Advantages 

Instead of assuming traits, the MBO method concentrates on actual outcomes. If the 

employee meets or exceeds the set objectives, then he or she has demonstrated an 

acceptable level of job performance.  

Disadvantages 

This approach can lead to unrealistic expectations about what can and cannot be 

reasonably accomplished. Supervisors and subordinates must have very good "reality 

checking" skills to use MBO appraisal methods. They will need these skills during the 

initial stage of objective setting, and for the purposes of self-auditing and self-

monitoring. 

1.2 OBJECTIVES OF THE STUDY 

Primary Objectives: 

 To study the performances appraisal system in christyfriegram industry.  

Secondary Objectives: 

       To study the effectiveness of performance appraisal system in different 

organization. 

        To study the practical application of performance appraisal. 

       The impact of the performance appraisal system towards the performance of the 

respondent’s  n term of communication, skills and responsibility  

       To Provide Suitable finding and suggestion to the organization 
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1.3 NEED FOR THE STUDY 

Creating and maintain the satisfactory level of performance of employees in their present job. 

Provide feedback information about the level of achievement and  behaviour of subordinate. 

Provide information which helps to counsel subordinate and to prevent grievances and in 

disciplinary activities. Highlighting the employee needs and opportunities for personal 

growth and development. Promoting understanding between the supervisor and the 

subordinates. Providing useful criteria for determining the validity of selection and training. 

1.4 SCOPE OF THE STUDY 

The study has been conducted with respect to performance appraisal system existing in the 

organization which is useful to know the strength and weakness of appraisal as well as 

employees. Therefore, the management can update the system with necessary changes. 

This is useful to find out the awareness of the performance appraisal system followed in the 

Christy fried gram industry and the employees opinion about the current performance 

appraisal system. 

This study helps the organization to improve their performance appraisal system in case of 

any problems found in the research. 

1.5 STATEMENT OF THE PROBLEM: 

The employees must know about the appraisal system followed in the organization to 

evaluate their performance and how they are appraising. The impact of the performance 

appraisal is very important for the organization growth and the performance improvement. 

The appraisal system is not working properly the well performed employees may not get any 

benefits and also the poor performance employees may not get any training for improvement. 

Remove the employee from the organization in case of poor performance. The employees 

who all are working in the organization must aware of the performance appraisal system 

followed in the organization. 

1.6 LIMITATIONS OF THE STUDY 

The total population is high due to the less time period there is limited number of the 

employees only surveyed during the research period and Some of the employees are always 

doing their field work and many times they will not available in the organization. In this 

organization they are following different time shifts some of the employees are always 

working in different shifts as their convenient so that employees not surveyed. Some of the 

employees are busy with their work they are not able to respond properly and some of the 
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respondents are not responding. The result of the study can’t be completely generalized 

because the sample was restricted to 120 respondents. 

REVIEW OF LITERATURE 

2.1 Introduction: 

Review of literature is one of the most important steps in the research process. It  is an 

account of what is already known about a particular phenomenon. The main purpose of 

literature review is to convey to the reader about the work already done & the knowledge & 

idea that have been already established on a particular topic of research. 

Mark Cook,(1995) Argues about A study on Performance appraisal and true 

performance. That the conventional validation paradigm, which uses subjective 

performance or appraisal ratings as criteria, may be of doubtful validity. Discusses 

research into performance appraisal which documents four sets of problems which may 

reduce the usefulness of performance ratings as criteria. These problems include biases, 

politicking, impression management and undeserved reputation. Describes the 

inaccuracies to which these problems give rise and concludes that instead of selecting the 

right people for management, selection methods validated against appraisal will simply 

perpetuate an unsatisfactory status quo. 

     Rajeev (2008)in his article on Performance management focused on establishing goals for 

alllevels in the center, creating KPIs, delivering role-appropriate scorecards with KPI scores 

and providing a framework for personal development. A fundamental element of 

performance management is identifying the right KPIs to focus on for different levels in the 

center that are also aligned with enterprise goals. The key is to start with an extensive set of 

predefined KPIs, along with the ability for businesses to create their own general or line-of-

business-specific versions. These powerful solutions are impacting businesses across 

industries and around the globe in measurable ways. 

ShaemiBarzoki Ali, Abzari Mahdi &JavaniMalihe December 2012, Their study is 

about The Effect of Employees’ Performance Appraisal Procedure on their Intrinsic 

Motivation a descriptive-survey study. The objective of this study is to investigate the 

influence of employees’ performance evaluation process on their intrinsic motivation. 

Statistical population of this study is 80 employees of transportation organization in the 

Esfahan province. Research data has been collected via standard questionnaire, and SPSS 

software applied for the analysis. The results indicate that the process of evaluating 

employees’ performance affected on their intrinsic motivation (P-Value) 
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Sayantani & Niladri (2013) studied the impact of performance reward systems 

mainlyPerformance Related Pay, the role of resources in influencing educational outcomes 

and the reliability of existing methods of assessing educational performance. They reported 

the findings which identify the methods of PMS in Indian and international education sector 

by introducing a new model in performance management system. This model uses three 

forms to collect information regarding the particular faculty from various sources that are the 

particular faculty, students and Head of the Department. All this information will be send to 

the Management for analysis and feedback. Major benefit is transparency. 

Shivalijindal, laveena & Navneet (2015) Study of effectiveness of performance appraisal 

system in selected Indian companies an evaluation of previous performance is experienced by 

the vast majority of recruits each year. The management of performance level is the sum up 

of performance appraisal systems. This is a continuous and interactive process designed to 

motivate employees, and check their capability with the main motive to facilitate 

productivity. The performance management systems involve various activities which are 

much more than simply reviewing what an employee has done. This research paper is all 

about understanding the need of performance management systems, ways in which 

performance appraisals can be constructed, the occurrence of potential problems, benefits 

which could be availed and the information of the progress. 

 

2.2 Conclusion: 

From the above surveythe study is an evaluation of effectiveness of performance appraisal as 

a tool to measure employee productivity in organizations. The study revealed that employees 

are usually appraised by their immediate supervisors. The management of performance level 

is the sum up of performance appraisal systems. This is a continuous and interactive process 

designed to motivate employees, and check their capability with the main motive to facilitate 

productivity. The aim of the article is to identify the current state of formal employee 

appraisal in a sample group of agricultural organizations and to test dependencies between 

selected qualitative characteristics. 

INDUSTRY PROFILE 

Christy Fried gram industry the flagship company of Christy group has technological 

arrangement with central food Technological Research Institute (CFTRI), Mysore and 

defence Food Research Laboratory ( DFRL).  Our R&D Wing and food safety & analytical 

Quality Control Laboratories are equipped with sophisticated equipment. We are the first in 
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our nation to obtain BUS product certification for protein Rich Food supplements for infants 

and preschool children as per IOS 7021-1973 and Edible Groundnut flour ( Expelled press) as 

per IOS 4684:1975 out manufacturing unit located at Tiruchengode, TamilNadu is ISO 2200-

2005 and HACCP Certified for quality management and food safety system.  The safety of 

products is ensured by adopting good manufacturing practices [GMP] and good Hygienic 

practices [Gmp] right from Raw material procurement till dispatch of our customers Christy 

group of with interests in the field of manufacturing food products. 

     Christy Fried gram Industry is an IOS 2000 certified company ready to eat popularly 

known as CHTISTY being a pioneer in production of weaning and R.T.E.  Energy food such 

as special supplementary food multipurpose food and compo pack RATION.  The food 

processing factory of Christy Fried gram industry is situated in advantage location on the 

bank of river Cauvery at the SIDCO Industrial Estate Andipalayam near Tiruchengode 

TamilNadu and it is 20KM from Erode Town, about 40KM from Salem town by road. 

     Christy has professional management structure with experience and dedicated employees. 

It has experts in the experts in the field who have previous experience in multinational 

companies the blend of expertise vast experience. 

Weaning food materials: 

 Maize 

 Wheat 

 Rage (finger Millet) 

 Bengal Gram Dial (SplitChickpeas)  

 Jaggery powder 

 Vitamins and Minerals. 

Major concern: 

 Due to the raw material, the industry is exposed to price functions on its major. 

 Policies Government have an important role in the weaning food sector. 

3.2 ABOUT THE COMPANY 

 The first in our nation to obtain BIS product certification for protein rich food 

supplements for infants and preschool children as per ISO 7021:1973 and edible groundnut 

flour. The manufacturing units located at Tiruchengode, Tamilnadu and at Attibele, 

Karnataka are ISO 9001:2000 and HACCP certified for quality management and food safety 

system. The safety of products is ensured by adopting Good Manufacturing 

Practices(GMP),Good Hygienic Practices [GHP] right from raw materials procurements till 

dispatch to our customers. Christy group of companies is a diversified group with interest in a 
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wide spectrum of fields ranging from food, water, textiles, paper, blue metal, packaging 

solutions and consumer products.   

Christy Friedgram Industry has technological arrangement with Central Food 

Technological Research Institute [CFTRI], Mysore, and Defence Food Research Laboratory 

[DFTL], Mysore. The R & D wing and food safety & analytical quality control laboratories 

are equipped with sophisticated equipments. A team of highly motivated, qualified, skilled 

8and experienced technical personnel in various disciplines viz., food technology, nutrition, 

chemistry and microbiology carryout the analysis and monitor the production process. The 

parent company Christy Friedgram Industry based on ISO 22000, HACCP units is primarily 

engaged in low cost fortified food for children, pregnant women and lactating mothers. 

 Company Christy Friedgram Industry is an ISO 2000 certified company ready to eat 

popularly known as “CHRISTY” being a pioneer in production of weaning food and R.T.E 

energy food such as special supplementary food, multipurpose food and combo pack ration. 

The plant Commenced the production of Friedgram with an installed capacity of 10MTper 

day in 1989. 

POLICIES OF CHRISTY: 

     The main policy of Christy is Customer first, Best quality, and Services.Quality assurance 

certificate obtained ISO 9001-2000, ISO 7021-1973 Protein Rich Supplements for infants 

preschool children in under operation. 

 Three major policies are: 

 HACCP (Hazard Analysis Critical Control Policy) 

 ISO (International Standard Organization) 

 Food Safety Policy 

MOTTO: 

 Their motto is “Better Service to Cater the Nutritional Needs of the Target 

Group” 

AIM: 

 Christy’s aim is to serve the nation by providing rich nutrients and hazardless 

products. The utmost care has been taken to reduce and eliminate hazards at all the stages of 

food to dispatch of the product. 

MISSION: 

 Continue to be a catalyst by partnering with the nations towards meeting its goal of 

eradicating malnutrition among the poorest of poor! Build robust business models that create 

Suraj Punj Journal For Multidisciplinary Research

Volume 9, Issue 6, 2019

ISSN NO: 2394-2886

Page No: 1132



sustainable livelihoods by providing employment to the people economically empower the 

women among them and improve their access to quality education. 

VISION: 

 To build a valuable enterprise that will stand the best of time. Provide sustained 

support to the millions in this region by contributing to employment generation. 

OBJECTIVES: 

 The objectives reflect their dedication towards reduction in potential water. air 

pollution, use of hazard chemical, and use of national resources, as well as their commitment 

towards customers to reduce product rejection or network by delivering a quality safe product 

on time. 

CERTIFIED: 

 ISO 22000-2005. 

 HACCP Certified Company. 

COMPETITIORS: 

→ Manna health mix. 

→ Anjanaya health mix. 

TAGLINE: 

 In service of our nation towards eradication of malnutrition. 

3.3 RESEARCH METHODOLOGY 

The research methodology used to evaluate the accuracy and effectiveness of the appraisal 

instrument takesdifferent forms and depends on the type of career professional under the 

microscope for evaluation, but the foundation for all evaluations rests on several basic 

research techniques. 

The study has been covered based on the following steps: 

A. Data Collection: 

     The data has been collected from the two main sources of data namely. 

       Primary data 

       Secondary data 

Primary Data: 

In primary data collection, you collect the data yourself using qualitative and  

quantitative methods.  The key point here is that the data you collect is unique to you and 

your research and until you publish no one else has access to it. 

Primary source includes the data that is collected from CHRISTY and selected respondents.  

The  required information is collected in the following ways: 
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           Administered a structured questionnaire. 

           On the basis of observation. 

            Interviews. 

            By interacting with the concerned employees. 

Tools used for data collection are as follows: 

          Discussions (unstructured Discussions) 

          Questionnaire ( structured Questionnaire) 

          Interview ( Personal Interview) 

Secondary Source 

It refers to the data collected by someone other than the user i.e. the data is already available 

and analysed by someone else. Common sources of secondary data include various published 

or unpublished data, books, magazines, newspaper, trade journals etc. 

     Secondary source is that information that is obtained from those source other than direct 

source and the information is collected through the mentioned ways.    

         Company’s Website. 

         Magazines and journals. 

         Standing order book 

         Websites and Search engines. 

         Text books published on Human Resource Management. 

         Other records. 

Sampling size: 

          It is the act of choosing the number of observations or replicates to include in a 

statistical sample.  The sample size is an important feature of any empirical study in which 

the goal is to make inference about a population from a sample. In practice, the sample size 

used in a study is determined based on the expense of data collection, and the need to have 

sufficient statistical power. 

Sampling details: 

   In this research convenience sampling design is used.  In this type of sampling, items for 

the same are selected deliberately by the researcher his choice concerning the items remains 

supreme.  Under the non-probability probability sampling the convenient sampling method is 

used for the sampling design in  this sampling method where the research uses  any readily 

available individuals as participants. 

Sample size of the study is 120 
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DATA ANALYSIS AND INTERPRETATION 

The following data and information has been obtained through research activity. 

4.1 Gender of the Respondent’s 

Table No: 4.1 

Frequency and Percentage of the Respondent’s Gender 

Gender of 

Respondent’s 

Frequency Percent 

Male 72 60.0 

Female 48 40.0 

Total 120 100.0 

Source: Primary Data 

Interpretation:  

The Fig. No: 4.1 shows the Gender category of subject who took part n the completion of the 

questionnaires. It is inferred that 60 Percentage of the Respondent’s from male, 40 

Percentage of the Respondent’s from Female.  It can be concluded that the majority of the 

sample Respondent’s are belongs to Male. 

4.2 Age of the Respondent’s 

The  age of sample Respondent’s are classified into four categories viz, 18-20 years, 21-30 

years, 31-40 years and above 40 years. The classification of the sample Respondent’s 

according to their age group is presented in table 4.2 

Table No: 4.2 

                                                       Age of the Respondent’s 

Age of the 

Respondent’s 
Frequency Percent 

18-20 11 9.2 

21-30 73 60.8 

31-40 26 21.7 

Above 40 10 8.3 

Total 120 100.0 

Source: Primary Data 

Interpretation: 

The Fig. No: 4.2 shows the Age category of subject who took part n the completion of the 

questionnaires. It is inferred that 61Persentage of the Respondent’s from 21-30, 22Persentage 
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of the Respondent’s from 31-40,9Persentage of the Respondent’s from 18-20, 8Persentage of 

the Respondent’s from Above 40.   It can be concluded that the majority of the sample 

Respondent’s are belongs to the age group of 21-30        

4.3 Department of the Respondent’s 

The department of sample Respondent’s are classified into five categories via, hr, production, 

marketing, purchase, accounts, finance and technical.  The classification of the sample 

Respondent’s according to their department is presented in table 4.3 

Table No: 4.3 

Department of the Respondent’s 

Respondent’s 

Department 
Frequency Percent 

HR 20 16.7 

Production 22 18.3 

Marketing 13 10.8 

Purchase 10 8.3 

Accounts 21 17.5 

Finance 20 16.7 

Technical 14 11.7 

Total 120 100.0 

Source: Primary Data 

Interpretation: 

The Fig. No: 4.3 show the Department category of subject who took part in the completion of 

the questionnaires. It is inferred that 21 Percentage of the Respondent’s from Production, 

20Persentage of the Respondent’s from Accounts,19Persentage of the Respondent’s from HR 

and Finance, 12Persentage of the Respondent’s from Marketing, 9Persentage of the 

Respondent’s from Purchase. It can be concluded that the majority of the Respondent’s are 

working in Production department. 

 

4.4 Designation of the Respondent’s 

The designation of sample Respondent’s is classified into two categories via, Staff and 

Labour. The classification of the sample Respondent’s according to their designation is 

presented in Table 4.4 
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Table No: 4.4 

Designation of the Respondent’s 

Source: Primary Data 

Interpretation: 

The Fig. No: 4.4 show the Designation category of subject who took part in the completion of 

the questionnaires. It is inferred that 58Persentage of the Respondent’s from Labour, 

42Persentage of the Respondent’s from Staff. It can be concluded that the majority of the 

Respondent’s are working in LABOUR position. 

4.5 Experience of the Respondent’s 

The Experience of sample Respondent’s are classified into four categories viz, 0-5 years, 6-

10 years and 11-15 and Above 15 years. The classification of the sample Respondent’s 

according to their experience group is presented in table 4.5 

Table No: 4.5 

                                                 Experience of the Respondent’s  

Respondent’s Experience Frequency Percent 

0-5 77 64.2 

6-10 31 25.8 

11-15 5 4.2 

Above 15 7 5.8 

Total 120 100.0 

Source: Primary Data 

Interpretation: 

The Fig. shows the Experience category of subject who took part in the completion of the 

questionnaires. It is inferred that 64Persentage of the Respondent’s from 0-5 year , 

26Persentage of the Respondent’s from 6-10 years, 6Persentage of the Respondent’s from 11-

15, 4Persentage of the Respondent’s from Above 15. 

 

 

Designation of the 

Respondent’s 
Frequency Percent 

Staff 51 42.5 

Labour 69 57.5 

Total 120 100.0 
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4.6 Monthly income of the Respondent’s 

The Income of sample Respondent’s are classified into three categories viz, below 15000, 

20000-25000 and above 25000. The classification of the sample Respondent’s according to 

their Income is presented in table 4.6 

Table No: 4.6 

Monthly income of the Respondent’s 

Respondent’s Monthly 

Income 
Frequency Percent 

Below 150000 19 15.8 

15000-20000 41 34.2 

20000-25000 32 26.7 

Above 25000 28 23.3 

Total 120 100.0 

Source: Primary Data 

Interpretation: 

The Fig. shows the Monthly income category of subject who took part in the completion of 

the questionnaires. It is inferred that 34Persentage of the Respondent’s from 15000-20000, 

27Persentage of the Respondent’s from 20000-25000, 23Persentage of the Respondent’s 

from Above 25000, 16Persentage of the Respondent’s from Below 15000.  

4.7 Qualification of the Respondent’s 

       Frequency and Percentage of the Respondent’s Qualification 

Table No: 4.7 

Qualification of the Respondent’s 

Respondent’s Qualification Frequency Percent 

SSLC/HSC 33 27.5 

DIPLOMA 28 23.3 

UG 43 35.8 

PG 16 13.3 

Total 120 100.0 

Source: Primary Data 

Interpretation: 

The Fig. shows the Qualification category of subject who took part in the completion of the 

questionnaires. It is inferred that 36Persentage of the Respondent’s from UG, 28Persentage of 
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the Respondent’s from SSLC/HSC, 23Persentage of the Respondent’s from Diploma, 

13Persentage of the Respondent’s from PG. 

4.8 Marital status of the Respondent’s 

         Frequency and Percentage of the Respondent’s marital status 

Table No: 4.8 

Marital status of the Respondent’s 

Respondent’s Marital status Frequency Percent 

Single 32 26.7 

Married 88 73.3 

Total 120 100.0 

Source: Primary Data 

Interpretation: 

The Fig. shows the marital status category of subject who took part in the completion of the 

questionnaires. It is inferred that 73Persentage of the Respondent’s from Married, 

27Persentage of the Respondent’s from Single.  

4.9 Performance Evaluation system 

The employee satisfaction level on Performance Appraisal system on the basis of nature 

of Performance evaluation system presented in Table 4.39 

Table No: 4.9 

Opinion on Performance Evaluation system 

 

Factors 

Opinion on Performance Evaluation system 

Strongly 

 

Agree 

 

Agree 

 

Neutral 

 

Disagree 

Strongly 

 

Disagree 

 

Total 

Atmosphere 9 

(7.5%) 

66 

(55.0%) 

43 

(35.8%) 

1 

(.8%) 

1 

(.8%) 

120 

(100%) 

Criticism 15 

(12.5%) 

45 

(37.5%) 

50 

(41.7%) 

7 

(5.8%) 

3 

(2.5%) 

120 

(100%) 

Achieve 10 

(8.3%) 

54 

(45.0%) 

48 

(40.0%) 

8 

(6.7%) 

0 

(0%) 

120 

(100%) 

Vision 24 

(20.0%) 

60 

(50.0%) 

34 

(28.3%) 

2 

(1.7%) 

0 

(0%) 

120 

(100%) 
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Source: Primary data 

Interpretation: 

The table 4.3 pointed that out of 120 Respondent’s 66(55.0) Respondent’s are agree with the 

working atmosphere in CHRISTY FIREDGRAM industry, The next factor constructive 

criticism in a friendly and positive manner 50(41.7) members are Neutral, 54(45.0) member 

are satisfied with achieving meaningful goals, 60(50.0) members are satisfied with the vision 

and mission of the institution, 1(0.8) members are strongly dissatisfied with in terms of 

content and purpose, 59(49.2) members are agree with the needs of the staffs and faculty.  

58(48.3) members are agree with  fair and objective., 31(25.8) members are highly satisfied 

with the recognizes achievement and performance objectively  and also59(49.2) members are 

agree with the training needs. 

4.10 Performances evaluation system 

The employee satisfaction level of performances evaluation system are converted into rank 

on the basis of mean score is presented in the table 4.40 

TABLE NO: 4.10 

Performances evaluation system 

Factors Opinion Performances evaluation system 

 

 

Total Mean score Rank 

Recognize    

Achievement 

511 4.25 I 

Content 24 

(20.0%) 

65 

(54.2%) 

28 

(23.3%) 

2 

(1.7%) 

1 

(.8%) 

120 

(100%) 

Needs 33 

(27.5%) 

59 

(49.2%) 

25 

(20.8%) 

3 

(2.5%) 

0 

(0%) 

120 

(100%) 

Objective 22 

(18.3%) 

58 

(48.3%) 

36 

(30.0%) 

4 

(3.3%) 

0 

(0%) 

120 

(100%) 

Recognize 

Achievement 

31 

(25.8%) 

58 

(48.3%) 

27 

(22.5%) 

4 

(3.3%) 

0 

(0%) 

120 

(100%) 

Training Needs 33 

(27.5%) 

59 

(49.2%) 

25 

(20.8%) 

3 

(2.5%) 

0 

(0%) 

120 

(100%) 
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Training 488 4.06 II 

Needs 488 4.06 II 

Content 473 3.94 IV 

Vision 470 3.91 V 

Objective 466 3.88 VI 

Atmosphere 441 3.66 VII 

Criticism 436 3.63 VIII 

Achieve 310 2.58 IX 

Source: Primary Data 

Interpretation: 

The table pointed that 120 Respondent’s are selected.  The recognize achievement as the first 

rank according to the satisfaction level. The second rank is given to the factor of training. The 

second rank is given to the factor of needs. The fourth rank is given to the factor of content. 

The fifth rank is given to the factor of vision. The sixth rank is given to the factor of 

objective. The seventh rank is given to the factor of atmosphere. The eighth rank is given to 

the factor of criticism. The ninth rank is given to the factor of achieve. 

4.11 Performance Evaluation outcome 

The employee satisfaction level on Performance Appraisal system on the basis of 

PerformanceEvaluation outcome presented in Table 4.43 

Table No: 4.11 

Opinion on Performance Evaluation outcome 

 

 

Factors 

  

 Opinion on Performance Evaluation outcome 

 

Strongly 

 

Agree 

 

Agree 

 

Neutral 

 

Disagree 

strongly 

 

Disagree 

 

Total 

Motivation 10 

(8.3%) 

74 

(61.7%) 

32 

(26.7%) 

3 

(2.5%) 

1 

(.8%) 

120 

(100%) 
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Source: Primary Data 

Interpretation: 

The table 4.3 pointed that out of 120 Respondent’s 74(61.7%) of the Respondent’s are 

agreeing with motivation and job satisfaction in organization, and Behaviour of Respondent’s 

are  linked on performance  appraisal is 52(43.3%)agreed, 54(45.0%) are neutral with the 

impact on performance, 21 (17.5%) are strongly agree with appropriate rewards, and 

64(53.3%) are agree with the evaluation are discussed and explained to the Respondent’s, and 

60(50.0% are agree with the result of the evaluation about the performances appraisal. 

4.12 Performance Evaluation out come 

The employee satisfaction level of Performances Evaluation outcome are converted into rank 

on the basis of mean score is presented in the table 

TABLE NO: 4.12 

Performance Evaluation out come 

Factors Opinion on Performance Evaluation outcome 

 

TOTEL MEAN SCORE RANK 

Performance 465 3.875 I 

Result 463 3.858 II 

Discussed 461 3.841 III 

Rewards 451 3.758 IV 

Behaviour 17 

(14.2%) 

52 

(43.3%) 

41 

(34.2%) 

6 

(5.0%) 

4 

(3.3%) 

120 

(100%) 

Performance 28 

(23.3%) 

54 

(45.0%) 

35 

(29.2%) 

1 

(.8%) 

2 

(1.7%) 

120 

(100%) 

Rewards 21 

(17.5%) 

57 

(47.5%) 

37 

(30.8%) 

2 

(1.7%) 

3 

(2.5%) 

120 

(100%) 

Discussed 21 

(17.5%) 

64 

(53.3%) 

30 

(25.0%) 

5 

(4.2%) 

0 

(0%) 

120 

(100%) 

Result 26 

(21.7%) 

60 

(50.0%) 

28 

(23.3%) 

3 

(2.5%) 

3 

(2.5%) 

120 

(100%) 
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Motivation 449 3.74 V 

Behaviour 432 3.6 VI 

Source: Primary Data 

Interpretation: 

The table pointed that 120 Respondent’s are selected. The formulation as the first rank 

according to the satisfaction level of despondence. The second rank is given to the factor of 

result. The third rank is given to the factor of discussed. The fourth rank is given to the factor 

of rewards. The fifth rank is given to the factor of motivation. The sixth rank is given to the 

factor of behaviour. 

SUMMARY OF FINDING, SUGGESTION AND CONCLUSION 

5.1 Introduction: 

Performance appraisal is a vital tool to measure the frameworks set by any organization to its 

employees. It is utilized to track individual contribution and performance against 

organizational goals and to identify individual strengths and opportunities for future 

improvements and assessed whether organizational goals are achieved or serves as basis for 

the company’s future planning and development.  

5.2 Summary of Findings: 

The major findings of the study based on the analysis and interpretation of the data are as 

below: 

     It was stated that Merely 60% of data  is collected from male and 40% of data collected 

from Female. and the majority of the respondents are belong to age group of 21-30 and that 

the majority of the respondents are working in production department, that the majority of the 

respondents are working in labour position, and It is stated that the majority of 64% of the 

respondents from 0-5 year and It  cleared that the majority of the respondent are 15000-20000 

in Monthly income, It can be concluded that the majority of the employees are inferred that 

36% of the respondents from UG,  and from the analysis it is clear that maximum.  

Findings of Performance Evaluation System 

It is stated that the majority of 66(55.0) respondent are agree with the working atmosphere in 

CHRISTY FIREDGRAM industry, The recognize achievement as the first rank according to 

the satisfaction level, 57(47.5%) of the employees are agreeing with the performance is 

evaluated formally in organization, 40(33.3%) are neutral with the evaluated and ranked 

system, The formulation as the first rank according to the satisfaction level of despondence, 
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The sixth rank is given to the factor of evaluated and rank, 74(61.7%) of the employees are 

agreeing with motivation and job satisfaction in organization, The formulation as the first 

rank according to the satisfaction level of despondence. 

5.3 Suggestions 

The result of the study suggests that the company under study should revisit the criteria set 

forth in their current appraisal system in order to address the gaps that were identified by the 

employees. Effective reward system is strongly recommended in order to motivate the 

employees to work in the best interest of the employees and the institution as a whole. The 

result of the study implies that improvements of the appraisal system of the needed company 

by giving motivational benefits to employees who have exhibited an exemplified 

performance in their work. Proper feedback should also be done to concerned employees so 

that they will be aware of their strengths and weaknesses for their improvements. 

 An appraisal system should have a clear sense of direction, honest and meaningful 

feedback. Is important that the appraisal system be consistent and that appraisal results be 

assessed, analyzed and reviewed to classify competencies and development needs across all 

departments. 

5.4 Conclusion 

I would like to draw my conclusion in this topic performance appraisal system. It is one of 

the crucial issues where employees expect good results which lead to high satisfaction. This 

appraisal even acts as a feedback system, which plays a major role in the development of the 

organization through erasing the communication barriers between the superior and the 

subordinate. The system should work so the things to be done through the people. 

 Christy Friedgram occupied a prominent position in the industry in its products and it 

has been achieving its objectives despite of obstacles faced and stood at a good position with 

a perfect vision. 

Finally I conclude my topic “performance appraisal”, the work and the related issues 

were drastically changed when compared to the past. 

 Performance appraisal is a sensitive issue because it is not only appraisal for the 

achievers but also punishments and warnings to the low contributors. Everything done by the 

organization should be accepted the employees even make  that it is done for the good sake of 

employees. This factor is quite crucial for any organization to achieve its objectives. 
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