
VOLUME NO. 1 (2011), ISSUE NO. 1 (JUNE) ISSN 2231-5756 

  
 

IIINNNTTTEEERRRNNNAAATTTIIIOOONNNAAALLL   JJJOOOUUURRRNNNAAALLL   OOOFFF   RRREEESSSEEEAAARRRCCCHHH   IIINNN   CCCOOOMMMMMMEEERRRCCCEEE,,,   IIITTT   AAANNNDDD   MMMAAANNNAAAGGGEEEMMMEEENNNTTT   

A Monthly Double-Blind Peer Reviewed Refereed Open Access International e-Journal - Included in the International Serial Directories 

Circulated all over the world & Google has verified that scholars of more than sixty-six countries/territories are visiting our journal on regular basis. 
Ground Floor, Building No. 1041-C-1, Devi Bhawan Bazar, JAGADHRI – 135 003, Yamunanagar, Haryana, INDIA 

www.ijrcm.org.in 

CCCCONTENTSONTENTSONTENTSONTENTS    
    

Sr. 

No. 
TITLE & NAME OF THE AUTHOR (S) Page 

No. 

1. KNOWLEDGE INERTIA AND ITS RELATIONSHIPS WITH ORGANIZATIONAL LEARNING AND ORGANIZATIONAL INNOVATION 

HAMIDEH SHEKARI & DR. S. ALI AKBAR AHMADI 
1 

2. A STUDY OF HUMAN RESOURCE PERFORMANCE APPRAISAL SYSTEM WITH SPECIAL REFERENCE TO THE OUTSOURCES SKILED AND 

UNSKILLED WORKERS OF INTERNATIONAL TOBACCO COMPANY LIMITED, GHAZIABAD 

DR. RAGHVENDRA DWIVEDI & KUSH KUMAR 

6 

3. BUDGET DISCIPLINE UNDER MILITARY AND CIVILIAN REGIMES: ANY DIFFERENCE IN NIGERIA? 

EGBIDE BEN-CALEB & AGBUDE GODWYNS ADE’ 
13 

4. WORKPLACE WELLNESS LEADS TO EMPLOYEE POTENTIAL & HEALTHY ENVIORNMENT – A STUDY IN THE MIDDLE EAST 

DR. HARINI J. METHUKU, SIMI SIMON & LINA FERNANDES 
18 

5. THE IMPACT OF PRODUCT PRICE CHANGES ON THE PROFITABILITY OF SMES IN NIGERIA 

OBIGBEMI IMOLEAYO FOYEKE 
23 

6. ANALYSIS OF VALUES AND UNDERSTANDING THE NATURE OF HUMAN PERSONALITY (GUNAS) IN THE INDIAN PSYCHO-

PHILOSOPHICAL PERSPECTIVES 

DR. M. ANBALAGAN & DR. A. DHANALAKSHMI 

26 

7. MALNUTRITION AMONG INFANTS: KEY TRENDS AND STATUS 

ASHALATHA SUVARNA & DR P. S. YADAPADITHAYA 

33 

8. SATISFACTION AND EFFECTIVENESS OF TRAINING AMONG THE EMPLOYEES OF TWAD BOARD – A CASE STUDY 

F. MOHAMED SABURA & DR. T. VIJAYAKUMAR 

38 

9. RETAIL INVESTOR’S PERCEPTION TOWARDS CORPORATE GOVERNANCE – A STUDY OF SELECTED CITIES 

GADE SURENDAR & DR. S. KAMALESHWAR RAO 
44 

10. PROFESSIONAL MANAGEMENT OF SCHOOLS: AN ANALYSIS OF PLANNING FUNCTION. 

DR. N.P.PRABHAKAR & DR. K. V. RAO 
50 

11. SERVICE QUALITY IN HOSPITALITY INDUSTRY – EXPECTATIONS FROM THE PERSPECTIVES OF MANAGERS AND GUESTS 

DR. R. RENGANATHAN 
57 

12. GOVERNANCE OF MUTUAL FUNDS: THE ANALYSIS OF MANAGEMENT PRACTICES IN INDIA 

E. UMA REDDY & C M REDDY 
61 

13. A STUDY OF ROLE STRESS AMONG TWO INDIAN GOVERNMENT ORGANIZATIONS 

BUSHARA BANO & DR. PARVAIZ TALIB 
64 

14. EXECUTIVE ROLE CONFLICT AND ITS CONSEQUENCES 

SELVARANI SHANKER 
68 

15. WORK ETHICS AND PROFESSIONAL VALUES – A TOOL FOR ORGANIZATIONAL EFFECTIVENESS 

DR. S. B. AKASH 
71 

16. MOBILE TEXT MESSAGING BEHAVIOR AMONG YOUTH IN INDIA: AN EMPIRICAL STUDY BASED ON THEORY OF REASONED ACTION 

G. N. SATISH KUMAR, H. VANI & S. VANDANA 
75 

17. EDUCATIONAL LOANS: A STUDY OF STUDENTS, EDUCATIONAL INSTITUTIONS AND BANKERS PERSPECTIVE 

DR. BABLI DHIMAN & DR. ASHOK KHURANA 
80 

18. HR PRACTICES THAT ENHANCE HUMAN CAPITAL DEVELOPMENT AND ORGANIZATIONAL PERFORMANCE IN INDIAN SOFTWARE 

COMPANIES 

R. INDRADEVI 

85 

19. BRAND LOYALTY 

NEERAJ KUMAR SADDY 
91 

20. FDI IN THE INDIAN RETAIL SECTOR- PROBLEMS AND PROSPECTS 

BULBUL SINGH & SUVIDHA KAMRA 
98 

21. RATIO BASED CREDIT EVALUATION MODEL 

DR. AMITAVA BASU 
106 

22. ENHANCING STUDENT EMPLOYABILITY: HIGHER EDUCATION AND WORKFORCE DEVELOPMENT 

HEMANT CHAUHAN & PALKI SETIA 
112 

23. IMPACT OF PHYSICAL ENVIRONMENT IN CUSTOMER RETENTION AND RELATIONSHIP BUILDING: A CASE STUDY OF HOTEL 

INDUSTRY 

DR. DEEPAK JAIN 

117 

24. CONSUMERS’ PERCEPTION TOWARDS ORGANIZED AND UNORGANIZED RETAIL: A COMPARATIVE STUDY DONE IN PUNE CITY, 

INDIA. 

MUKTA SRIVASTAVA 

125 

25. BREAKTHROUGH MANAGEMENT STRATEGY: EMERGING NEW INNOVATION THINKING IN INDIAN MANUFACTURING INDUSTRIES 

RAVEESH AGARWAL 
134 

 REQUEST FOR FEEDBACK 139 



VOLUME NO: 1 (2011), ISSUE NO. 1 (JUNE)  ISSN 2231-5756 

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE, IT & MANAGEMENT 
A Monthly Double-Blind Peer Reviewed Refereed Open Access International e-Journal - Included in the International Serial Directories 

www.ijrcm.org.in 

ii 

CHIEF PATRONCHIEF PATRONCHIEF PATRONCHIEF PATRON 
PROF. K. K. AGGARWAL 

Chancellor, Lingaya’s University, Delhi 

Founder Vice-Chancellor, Guru Gobind Singh Indraprastha University, Delhi 

Ex. Pro Vice-Chancellor, Guru Jambheshwar University, Hisar 

    

PATRONPATRONPATRONPATRON    
SH. RAM BHAJAN AGGARWAL 

Ex. State Minister for Home & Tourism, Government of Haryana 

Vice-President, Dadri Education Society, Charkhi Dadri 

President, Chinar Syntex Ltd. (Textile Mills), Bhiwani 

    

COCOCOCO----ORDINATORORDINATORORDINATORORDINATOR 
AMITA 

Faculty, E.C.C., Safidon, Jind 
    

ADVISORSADVISORSADVISORSADVISORS 
PROF. M. S. SENAM RAJU 

Director A. C. D., School of Management Studies, I.G.N.O.U., New Delhi 

PROF. M. N. SHARMA 
Chairman, M.B.A., Haryana College of Technology & Management, Kaithal 

PROF. S. L. MAHANDRU 

Principal (Retd.), Maharaja Agrasen College, Jagadhri 

    

EDITOREDITOREDITOREDITOR 
PROF. R. K. SHARMA 

Dean (Academics), Tecnia Institute of Advanced Studies, Delhi 

    

COCOCOCO----EDITOREDITOREDITOREDITOR 
DR. BHAVET 

Faculty, M. M. Institute of Management, Maharishi Markandeshwar University, Mullana, Ambala, Haryana 

    

EDITORIALEDITORIALEDITORIALEDITORIAL    ADVISORY BOARDADVISORY BOARDADVISORY BOARDADVISORY BOARD    
DR. AMBIKA ZUTSHI 

Faculty, School of Management & Marketing, Deakin University, Australia 

DR. VIVEK NATRAJAN 
Faculty, Lomar University, U.S.A. 

DR. RAJESH MODI 
Faculty, Yanbu Industrial College, Kingdom of Saudi Arabia 

PROF. SANJIV MITTAL 
University School of Management Studies, Guru Gobind Singh I. P. University, Delhi 

PROF. ANIL K. SAINI 
Chairperson (CRC), Guru Gobind Singh I. P. University, Delhi 

DR. KULBHUSHAN CHANDEL 

Reader, Himachal Pradesh University, Shimla 

DR. TEJINDER SHARMA 

Reader, Kurukshetra University, Kurukshetra 



VOLUME NO: 1 (2011), ISSUE NO. 1 (JUNE)  ISSN 2231-5756 

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE, IT & MANAGEMENT 
A Monthly Double-Blind Peer Reviewed Refereed Open Access International e-Journal - Included in the International Serial Directories 

www.ijrcm.org.in 

iii 

DR. SAMBHAVNA 
Faculty, I.I.T.M., Delhi 

DR. MOHENDER KUMAR GUPTA 
Associate Professor, P. J. L. N. Government College, Faridabad 

DR. SHIVAKUMAR DEENE 
Asst. Professor, Government F. G. College Chitguppa, Bidar, Karnataka 

MOHITA 
Faculty, Yamuna Institute of Engineering & Technology, Village Gadholi, P. O. Gadhola, Yamunanagar 

    

ASSOCIATE EDITORSASSOCIATE EDITORSASSOCIATE EDITORSASSOCIATE EDITORS 
PROF. NAWAB ALI KHAN 

Department of Commerce, Aligarh Muslim University, Aligarh, U.P. 

PROF. ABHAY BANSAL 
Head, Department of Information Technology, Amity School of Engineering & Technology, Amity University, Noida 

PROF. A. SURYANARAYANA 
Department of Business Management, Osmania University, Hyderabad 

DR. ASHOK KUMAR 

Head, Department of Electronics, D. A. V. College (Lahore), Ambala City 

DR. JATINDERKUMAR R. SAINI 

Head, Department of Computer Science, S. P. College of Engineering, Visnagar, Mehsana, Gujrat 

DR. V. SELVAM 
Divisional Leader – Commerce SSL, VIT University, Vellore 

DR. PARDEEP AHLAWAT 
Reader, Institute of Management Studies & Research, Maharshi Dayanand University, Rohtak 

S. TABASSUM SULTANA 

Asst. Professor, Department of Business Management, Matrusri Institute of P.G. Studies, Hyderabad 

    

TECHNICAL ADVISORTECHNICAL ADVISORTECHNICAL ADVISORTECHNICAL ADVISOR    
AMITA 

Faculty, E.C.C., Safidon, Jind 

MOHITA 
Faculty, Yamuna Institute of Engineering & Technology, Village Gadholi, P. O. Gadhola, Yamunanagar 

    

FINANCIAL ADVISORSFINANCIAL ADVISORSFINANCIAL ADVISORSFINANCIAL ADVISORS    
DICKIN GOYAL 

Advocate & Tax Adviser, Panchkula 

NEENA 
Investment Consultant, Chambaghat, Solan, Himachal Pradesh 

    

LEGAL ADVISORSLEGAL ADVISORSLEGAL ADVISORSLEGAL ADVISORS    
JITENDER S. CHAHAL 

Advocate, Punjab & Haryana High Court, Chandigarh U.T. 

CHANDER BHUSHAN SHARMA 
Advocate & Consultant, District Courts, Yamunanagar at Jagadhri 

    

SUPERINTENDENTSUPERINTENDENTSUPERINTENDENTSUPERINTENDENT    
SURENDER KUMAR POONIA 



VOLUME NO: 1 (2011), ISSUE NO. 1 (JUNE)  ISSN 2231-5756 

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE, IT & MANAGEMENT 
A Monthly Double-Blind Peer Reviewed Refereed Open Access International e-Journal - Included in the International Serial Directories 

www.ijrcm.org.in 

iv 

CALL FOR MANUSCRIPTSCALL FOR MANUSCRIPTSCALL FOR MANUSCRIPTSCALL FOR MANUSCRIPTS    
We invite unpublished novel, original, empirical and high quality research work pertaining 

to recent developments & practices in the area of Computer, Business, Finance, Marketing, 

Human Resource Management, General Management, Banking, Insurance, Corporate 

Governance and emerging paradigms in allied subjects. The above mentioned tracks are 

only indicative, and not exhaustive.  

Anybody can submit the soft copy of his/her manuscript anytime in M.S. Word format after 

preparing the same as per our submission guidelines duly available on our website under 

the heading guidelines for submission, at the email addresses, info@ijrcm.org.in or 

infoijrcm@gmail.com. 

    

GUIDELINES FOR SUBMISSION OF MANUSCRIPTGUIDELINES FOR SUBMISSION OF MANUSCRIPTGUIDELINES FOR SUBMISSION OF MANUSCRIPTGUIDELINES FOR SUBMISSION OF MANUSCRIPT    

1. COVERING LETTER FOR SUBMISSION: 

Dated: ________________________ 

The Editor 

IJRCM 

Subject: Submission of Manuscript in the Area of                                                                                                                                                                                   . 

(e.g. Computer/Finance/Marketing/HRM/General Management/other, please specify). 

Dear Sir/Madam, 

Please find my submission of manuscript titled ‘___________________________________________’ for possible publication in your journal. 

I hereby affirm that the contents of this manuscript are original. Furthermore it has neither been published elsewhere in any language fully or partly, 

nor is it under review for publication anywhere. 

I affirm that all author (s) have seen and agreed to the submitted version of the manuscript and their inclusion of name (s) as co-author (s). 

Also, if our/my manuscript is accepted, I/We agree to comply with the formalities as given on the website of journal & you are free to publish our 

contribution to any of your journals. 

Name of Corresponding Author: 

Designation: 

Affiliation: 

Mailing address: 

Mobile & Landline Number (s):  

E-mail Address (s): 

2. INTRODUCTION: Manuscript must be in British English prepared on a standard A4 size paper setting. It must be prepared on a single space and single 

column with 1” margin set for top, bottom, left and right. It should be typed in 12 point Calibri Font with page numbers at the bottom and centre of 

the every page. 

3. MANUSCRIPT TITLE: The title of the paper should be in a 12 point Calibri Font. It should be bold typed, centered and fully capitalised. 

4. AUTHOR NAME(S) & AFFILIATIONS: The author (s) full name, designation, affiliation (s), address, mobile/landline numbers, and email/alternate email 

address should be in 12-point Calibri Font. It must be centered underneath the title. 

5. ABSTRACT: Abstract should be in fully italicized text, not exceeding 250 words. The abstract must be informative and explain background, aims, 

methods, results and conclusion. 



VOLUME NO: 1 (2011), ISSUE NO. 1 (JUNE)  ISSN 2231-5756 

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE, IT & MANAGEMENT 
A Monthly Double-Blind Peer Reviewed Refereed Open Access International e-Journal - Included in the International Serial Directories 

www.ijrcm.org.in 

v 

6. KEYWORDS: Abstract must be followed by list of keywords, subject to the maximum of five. These should be arranged in alphabetic order separated 

by commas and full stops at the end. 

7. HEADINGS: All the headings should be in a 10 point Calibri Font. These must be bold-faced, aligned left and fully capitalised. Leave a blank line before 

each heading. 

8. SUB-HEADINGS: All the sub-headings should be in a 8 point Calibri Font. These must be bold-faced, aligned left and fully capitalised.  

9. MAIN TEXT: The main text should be in a 8 point Calibri Font, single spaced and justified. 

10. FIGURES &TABLES: These should be simple, centered, separately numbered & self explained, and titles must be above the tables/figures. Sources of 

data should be mentioned below the table/figure. It should be ensured that the tables/figures are referred to from the main text. 

11. EQUATIONS: These should be consecutively numbered in parentheses, horizontally centered with equation number placed at the right. 

12. REFERENCES: The list of all references should be alphabetically arranged. It must be single spaced, and at the end of the manuscript. The author (s) 

should mention only the actually utilised references in the preparation of manuscript and they are supposed to follow Harvard Style of Referencing. 

The author (s) are supposed to follow the references as per following: 

• All works cited in the text (including sources for tables and figures) should be listed alphabetically.  

• Use (ed.) for one editor, and (ed.s) for multiple editors.  

• When listing two or more works by one author, use --- (20xx), such as after Kohl (1997), use --- (2001), etc, in chronologically ascending order. 

• Indicate (opening and closing) page numbers for articles in journals and for chapters in books.  

• The title of books and journals should be in italics. Double quotation marks are used for titles of journal articles, book chapters, dissertations, reports, 

working papers, unpublished material, etc. 

• For titles in a language other than English, provide an English translation in parentheses.  

• Use endnotes rather than footnotes.  

• The location of endnotes within the text should be indicated by superscript numbers. 

PLEASE USE THE FOLLOWING FOR STYLE AND PUNCTUATION IN REFERENCES: 

Books 

• Bowersox, Donald J., Closs, David J., (1996), "Logistical Management." Tata McGraw, Hill, New Delhi.  

• Hunker, H.L. and A.J. Wright (1963), "Factors of Industrial Location in Ohio," Ohio State University.  

 

Contributions to books  

• Sharma T., Kwatra, G. (2008) Effectiveness of Social Advertising: A Study of Selected Campaigns, Corporate Social Responsibility, Edited by David 

Crowther & Nicholas Capaldi, Ashgate Research Companion to Corporate Social Responsibility, Chapter 15, pp 287-303. 

 

Journal and other articles  

• Schemenner, R.W., Huber, J.C. and Cook, R.L. (1987), "Geographic Differences and the Location of New Manufacturing Facilities," Journal of Urban 

Economics, Vol. 21, No. 1, pp. 83-104. 

 

Conference papers  

• Chandel K.S. (2009): "Ethics in Commerce Education." Paper presented at the Annual International Conference for the All India Management 

Association, New Delhi, India, 19–22 June. 

 

Unpublished dissertations and theses  

• Kumar S. (2006): "Customer Value: A Comparative Study of Rural and Urban Customers," Thesis, Kurukshetra University, Kurukshetra. 

 

Online resources  

• Always indicate the date that the source was accessed, as online resources are frequently updated or removed.  

 

Website  

• Kelkar V. (2009): Towards a New Natural Gas Policy, Economic and Political Weekly, Viewed on February 17, 2011 

http://epw.in/epw/user/viewabstract.jsp 



VOLUME NO: 1 (2011), ISSUE NO. 1 (JUNE)  ISSN 2231-5756 

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE, IT & MANAGEMENT 
A Monthly Double-Blind Peer Reviewed Refereed Open Access International e-Journal - Included in the International Serial Directories 

www.ijrcm.org.in 

6

A STUDY OF HUMAN RESOURCE PERFORMANCE APPRAISAL SYSTEM WITH SPECIAL REFERENCE TO THE 

OUTSOURCES SKILED AND UNSKILLED WORKERS OF INTERNATIONAL TOBACCO COMPANY LIMITED, GHAZIABAD 

 

DR. RAGHVENDRA DWIVEDI 

ASST. PROFESSOR 

ITS MANAGEMENT & IT INSTITUTE 

GHAZIABAD 

 

KUSH KUMAR 

RESEARCH SCHOLAR 

C/O DR RITU KUMAR, HOUSE NO: 0A/2N.H.C FLATS  

DODOMA UNIVERSTY 

TANZANIA 

 

ABSTRACT 
One of the widely used human resource development mechanism that goes a long way is systematically improving the performance level of an individual as well 

as organization is the performance appraisal system (P.A.S). Performance appraisal has become a very significant activity in most of the enterprise; it provides 

data about past, present and expected performance of the employees which is helpful in taking decision on selection training and development.  I.T.C. being a 

giant sized industrial enterprise has adopted a scientific system of performance appraisal of its human resource the most widely used technique is the self 

appraisal system. The evaluation process comprises Establish performance standards, Communicate performance expectations to employees, Measure actual 

performance, Compose actual performance with standards, Discuss the appraisal  with the employee, If necessary initial corrective action. Achievements have 

been received for the training and result have been obtained on the basis of Questionnaire related to work environment and personal motivation from outsources 

of skilled and unskilled workers for a total number of 400 skilled and 300 unskilled workers making a total of 700. Response indicates the Training program have 

been well organized and perceived by both at senior and junior levels generating a vibrant work culture.  The survey indicated that the integrated approach has 

brought about a radical change in the overall performance of the employees particularly with reference to Clarity of role and responsibility at various levels; Inter 

personal relations and job relation have improved significantly, Motivation level and morale have gone up considerably, The program has helped the participants 

to introspect and modify their behavior and improved communication approach at various levels. These training programs and workshop have not only improved 

the overall climate and culture of the organization but also generated better quantity of life and satisfaction amongst the supervisors and workers in their 

personal lives.  

 

KEYWORDS 
Performance Appraisal System, Human, Tabacoo, Workers. 

 

INTRODUCTION 
teering a public enterprise in to-day highly turbulent business environment marked by unexpected crisis situation and changing economic market 

phenomena is indeed a difficult proposition it becomes all the more difficult when the enterprise is a large multi product and multi divisional one dealing 

with diverse markets and operating from locations situated for and wide, to survive and grow in a company has constantly review and innovatie H.R.D 

strategies. 

The evaluation of the performance of employees is a key part of the function of staffing as the evaluation serves as a basis for judging the contribution and 

weaknesses of employees so that continuing efforts can be made to build a stronger and more effective organization. 

Human resource are key organizational assets since organization performance depends on the  quality of employee effort on their ability  and motivation by 

raising the quality of individual employees  contributions to production, organizations can make significant improvements in their performance. 

Performance appraisal is a systematic way of evaluating a workers performance and his/her potential for development, this continuous monitoring of the 

performance and periodic evaluation helps in retaining promotional and retraining policies. 

Performance can be appraised against some set standards to meet the needs of the organization and the employee, hence the technique must be sufficiently 

sensitive to pick up the difference between an effective and ineffective employee. 

Appraisal has four major purposes 

1. To let employees knows formally how their current performance is being rated 

2. To identify employees who deserve merit raises 

3. To locate employees who need additional training 

4. To identify candidates for promotion 

I.T.C limited has a  long history of 90 years the leader of Indian cigarette industry is a conglomerate of many diversified businesses having a overall turnover of 

Rs. 5000 crore form hotels & tourism, agro, paper, etc, it was an ideal case worth studying for any good manager or researcher.   

 

RESEARCH OF THE PROBLEM 
For the ever increasing complexity of challenge facing organization and the place of change, both signal the escalating pressures that will be brought to bear on 

human resource personnel to play proactive and strategic partner roles. Therefore, if PAS is implementing well, it can take the organization on a fast 

development track and faster productivity through commitment, motivated or competent people. Research findings indicate that performance appraisal system 

has a bearing on employee growth and productivity (Lathem and Wexley, 1982).  

While some organization have changed their appraisal systems in the last few years. Several others do not recognize the potential offered by it Performance 

Appraisal may have following objectives: 

• Facilitating upward and downward communication and sensitizing senior executives to problems at lower levels; 

• Developing and strengthening boss-subordinate relationships: 

• Role clarity and performance planning. 

 

NEED AND IMPORTANCE OF THE STUDY 

S 



VOLUME NO: 1 (2011), ISSUE NO. 1 (JUNE)  ISSN 2231-5756 

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE, IT & MANAGEMENT 
A Monthly Double-Blind Peer Reviewed Refereed Open Access International e-Journal - Included in the International Serial Directories 

www.ijrcm.org.in 

7

Performance can be appraised against some set standards According to McGregor the format performance appraisal plans are designed to meet three needs, 

one of the organization and the other two of the individual. These are :- 

• They provide systematic judgment to back up promotions, transfers, salary increments etc.   

• They let the subordinate know where he stands and whether any changes are required in his behavior attitudes, skill or job knowledge.  

• They are used as a base for coaching and counseling of the subordinates.  

A sound performance appraisal system can be useful in:- 

• Improving employee job performance by pinpointing the area or aspects that need improvement. 

• Encouraging employees to express their views or to seek clarification on job duties.  

• Serving as a predictor for future responsibilities. 

• Serving as a key input for administering a formal organizational reward and punishment system.   

• Preventing grievances, since the employees will know where they stand relative to their achievements 

• Increasing the analytical ability of the supervisors, since they will be directly involved in making judgment about their work’s performance level. 

 

RESEARCH METHODOLOGY 
The most effective performance appraisal system has the following characteristics: - 

• The system must be bias-free. The evaluator must be objective and the methods of appraisal must be fair and equitable. The atmosphere must be that of 

confidence and trust. 

• It must be relevant. It should only measure behaviors that are relevant to the successful job performance and not any other personal traits.  

• It should be acceptable to all. The performance standards as well as the appraisal methods should be developed by joint participation and joint 

collaboration.  

• It should be reliable, dependable, stable and consistent. High reliability is essential for correct decision making and validation studies. It should be 

sufficiently scientific, so that if an employee is evaluated by two difference evaluators, than the result should be significantly the same.  

• It must be able to objectively differentiate between a good employee and an ineffective employee. Rating an employee “average” does not adequately 

indicate the degree of effectiveness.   

Performance appraisal has become a very significant activity in most of the enterprises. It provides data about past, present and expected performance of the 

employees which is helpful in taking decisions on selection, training and development, increase in pay, promotion, transfers, and the like. These days a large 

amount of money is spent on performance appraisal by most organizations. The benefits of performance appraisal are as follows:- 

• It helps the supervisor to evaluate the performance of his employees systematically and periodically. It also helps him to assign that work to individuals for 

which they are best suited.  

• Rating helps in guiding and correction of employees. The supervisor may use the result of the purpose of constructively guiding the employees in the 

efficient performance of work.  

• The ability of the staff is recognized and can be adequately rewarded by giving them special increments.  

• Performance appraisal can be used as a basis of sound personnel policy in relation to transfer and promotion. If the performance of an employee is better 

than other, he can be recommended for promotion, but if a person is not doing well on a job, he may be transferred to some other job.  

• Ratting can also be used to evaluate the training programmes. Weaknesses of employees are revealed by merit rating and the training programmes can he 

modified accordingly. 

• Performance appraisal provides an incentive to the employees to better their performance in a bid to improve their rating over others. 

• If the performance rating is done scientifically and systematically it will prevent grievances and develop a confidence amongst the employees because they 

are convinced of the impartial basis of evaluation. The recoards of merit rating are available in permanent form to protect the management against 

subsequent charges of discrimination which might be filed by the trade union leaders.  

 

ABOUT ITC COMPANY 
TC Limited has a long history of about 90 years and now marched into the next millennium. ITCV, decidedly the leader of Indian cigarette industry, is a 

conglomerate of many diversified businesses having overall turnover to the tune of Rs. 5000 crore. The group having started from its core competency business 

of tobacco and financial services has evolved as leader in many other businesses such as hotels an tourism, agro-businesses, paper business, etc. During this 

course of development in business, the ITC has undergone many ups and downs in its business as well as managerial practices. Thus, it seems to be a case worth 

studying for any good manager or researcher. 

It is the story of Scissors cigarette, the breadwinner brand of ITC, a doyen of Indian industry and the leader in cigarette. It is the story of ITC’s struggle, with its 

breadwinner brand facing near extinction on account of competition. It is the story of how the company handled its dilemma-‘to revive the brand of exit’ – how 

it opted in favour of reviving the brand and how it succeeded in its mission.  

The ITC Scissors case is essentially a story of effective product management. From 1921 to date. Scissors had a long product life. It has seen many ups and downs 

and suffered some of the worst set-backs; but everytime, it has risen to new peaks of excellence and growth. In view of this unique phenomenon, the Scissors 

case represents one of the best examples of effective PLC management. The case vividly portrays how the company evolved a superb product market strategy, 

how it handled the inescapable product decline with care and caution, how it retrieved the product to normalcy and prolonged almost limitlessly its mature and 

profitable of life. 

ITC has its head quarter at Virginia House, 37 Chowringhee Road, Calcutta. Its annual turnover is more than Rs. 6000 crores approximately and market 

capitalisation is more than Rs. 8,000 crores. It ranks 5
th

 among the giant corporations. The company has network of branches & offices in the country. The 

Ghaziabad unit of the company is situated at Guldhar (Near Muradnagar) on the main Ghaziabad Meerut highway about 5 km from the heart of the city. It is 

connected with all important roads and highways. The production dept. of the company is fully air-conditioned because artificial huminidification is very 

necessary for the manufacture of cigarettes. The total strength of the employees in Ghaziabad unit including temporary, casual and contract labour is about 

2500. 

In the year 1963-64, M/s NARHARI & CHAUDHARY CO. LTD., a leading Tobacco-Exporter of Guntur (A.P.) purchased the present premises of the company which 

was owned by a soap manufacturer. RAM INDUSTRIAL CORPORATION which is adjacent to the factory. 

M/s NARHARI & CHAUDHARY CO. LTD. (known as NCC) was a leading Raw Tobacco Exporter to Czechoslovakia. One of the partners of the NCC had a Czech wife, 

who was related to the top official of SKODA. Taking advantage of the relationship, NCC managed to procure cigarette making machinery along with packingt 

machines from SKODA on BARTER SYSTEM. These machines were installed in the present plot under dilapidated sheds. 

In the year 1964-65, NCC made an alliance with another reputed and leading export house “NAV BHARAT ENTERPRISE PVT. LTD. GUNTUR” as NCC did not have 

adequate finance, technical know- how etc. to produce and market cigarettes. However, with this alliance a new company was formed titled as TOBACCO 

COMPANY PVT. LTD., having its registered office at Hyderabad (A.P.). 

Subsequent6ly, ITC employed some technical personnel from the then IMPERIAL TOBACCO COMPANY LTD., Bangalore and this attempts was not successful 

because of lack of funds. After hanging on fire fro months together, they sold M/s ITC to M/s. MARCOPOLO & COMPANY LTD., Mumbai, the oldest tobacconist 

who had the sole distributorship for M/s GODFREY PHILIPS INDIA LIMITED. 
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After reconstruction of the buildings, ITC started manufacturing on SKODA machines. The factory ultimately went into commercial production from 1967 against 

manufacturing charges of the GPI brands. D. MACROPOLO was a limited company and ITC became a limited company after take over. Over a period of time even 

D. MACROPOLO merged with GPI and ITC became a subsidiary of GPI. Since then there has been a continuous technological up-gradation in the factory which 

started increasing the filter cigarette production gradually and also started wrapping the cigarette packs. Also new generation tobacco cutting machines were 

installed to improve the quality. 

In 1970 the IMPERIAL TOBACCO COMPANY of India changed its name to INTERNATIONAL TOBACCO COMPANY LTD. This holds a new programme of 

diversification, which was aligned to national priorities and the phased disinvestment in foreign equity. 

 

QUESTIONAIRE PERTAINING TO WORKING ENVIRONMENT AND PERSONAL MOTIVATION FOR OUTSOURCING AND OTHER PERCENTAGE WITH PIE DIAGRAM 

TECHNIQUES & METHODS OF PERFORMANCE APPRAISAL – MODERN TECHNIQUES 

QUESTIONNAIRE FOR OUT SOURCE  

SKILLED & UNSKILLED 

(Total No. 400 skilled & 300 Unskilled = 700 )       

Question pertaining to work Environment. 

Skilled – 400 (Unskilled – 300) 

 

Q1.  Do you have the proper equipments and space to do the job? 

 Skilled % Unskilled % 

Yes  380/- 95% 280/- 93.333% 

No 20/- 5% 20/- 6.666% 

95%

5%

     
Q2. Is the work bad distributed equally between various people in the department among some cader employee? 

 Skilled % Unskilled % 

Yes  375/- 9.75% 278/- 92.666% 

No 25/- 6.25/- 22/- 7.333% 

           

94%

6%

 
Q3. Do some people go beyond their authority in issuing order or delaying order? 

 Skilled % Unskilled % 

Yes  378/- 94.5% 285/- 95% 

No 22/- 5.55% 15 5% 

 

 

 

 

 

 

 

Q4. If you have a good idea to your boss would you get credit for it or not. 

 Skilled % Unskilled % 

Yes  388/- 97% 273/- 91% 

No 12 3.0% 27/- 9% 

  

 

 

 

 

 

 

 

Q5. Do you free to make decision on the job? 

 Skilled % Unskilled % 

Yes  357/- 89.25% 250/- 83.333% 

No 43/- 10.75% 50/- 16.666% 

 

 

 

 

 

 

93%

7%

94%

6%

95%

5%

97%

3%

91%

9%

89%

11%

83%

17%

93%

7%



VOLUME NO: 1 (2011), ISSUE NO. 1 (JUNE)  ISSN 2231-5756 

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE, IT & MANAGEMENT 
A Monthly Double-Blind Peer Reviewed Refereed Open Access International e-Journal - Included in the International Serial Directories 

www.ijrcm.org.in 

9

88%

12%

85%

15%

Q6. Since you have been working here. Do you possess any course certificate related to your work?      

 Skilled % Unskilled % 

Yes  352/- 88.00% 255/- 85% 

No 48/- 12% 45/- 15% 

 

 

 

 

 

 

 

 

Q7. Are you proud of your organisation and its work culture? 

 Skilled % Unskilled % 

Yes  357/- 89.25% 280/- 93.333% 

No 43/- 10.75% 20/- 6.666% 

 

 

 

 

 

 

 

 

Q8. Does the management provide you training opportunities? 

 Skilled % Unskilled % 

Yes  372/- 93% 273/- 91% 

No 28/- 7% 27/- 9% 

   

 

 

 

 

 

 

 

Q9. Do you know what the maximum salary is for your job today?  

 Skilled % Unskilled % 

Yes  385/- 96.25% 287/- 95.666% 

No 15/- 3.75% 13/- 4.333% 

 

 

 

 

 

 

 

 

 

 

Q10. Do your family members and friends like to hear about the things that happen in your co? 

 Skilled % Unskilled % 

Yes  388/- 97% 190/- 96.666% 

No 12/- 3% 10/- 3.333/- 

 

 

 

 

 

 

 

Q11. Do you feel that various development programme are being curried on at proper time in the organisation? 

 Skilled % Unskilled % 

Yes  372/- 93% 281/- 93.666% 

No 28/- 7% 19/- 6.333% 

   

 

 

 

 

 

 

 

89%

11%

93%

7%

93%

7%

91%

9%

96%

4%

96%

4%

97%

3%

97%

3%

93%

7%

94%

6%
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Q12. Did you explore the full knowledge regarding your potential so that proper training can be provided? 

 Skilled % Unskilled % 

Yes  388/- 97% 285/- 95% 

No 12/- 3% 15/- 5% 

  

 

 

 

 

 

 

 

Q13. Are you playing a vital role in the group, you are a member of a team? 

 Skilled % Unskilled % 

Yes  387/- 96.75% 273 91% 

No 13/- 3.25% 17/- 9% 

  

 

 

 

 

 

 

 

Q14. What is the better way of training in your opinion (A) on job (Yes) (B) off the job (No)      

 Skilled % Unskilled % 

Yes  388/- 97% 281/- 93.666% 

No 12/- 3% 19/- 6.333% 

 

 

 

 

 

 

 

 

Q15. Do you find it helpful to known your role in well manner with the help of case studies related to your work? 

 Skilled % Unskilled % 

Yes  381/- 95.25% 289/- 96.333% 

No 19/- 4.75% 11/- 3.666% 

 

 

 

 

 

 

 

Q16. Have you required the knowledge up to a level that you want to use this knowledge in your practical working? 

 Skilled % Unskilled % 

Yes  391/- 97.75% 283/- 94.333% 

No 09/- 2.25% 17/- 5.6666% 

 

 

 

 

 

 

Q17. Do you feel that you can stay / working in this co for a long period? 

 Skilled % Unskilled % 

Yes  378/- 94.5% 282/- 94% 

No 22/- 5.5% 18/- 6% 

 

 

 

 

 

 

 

 

 

 

 

 

97%

3%

95%

5%

97%

3%

91%

9%

97%

3%

94%

6%

95%

5%

96%

4%

91%

9%

63%

37%

94%

6%

94%

6%
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Q18. Does working condition of the co suits you? 

 Skilled % Unskilled % 

Yes  385/- 96.25% 288/- 96% 

No 15/- 3.75% 12/- 4% 

  

 

 

 

 

 

 

 

Q19. Do you senior solve your day today problems?  

 Skilled % Unskilled % 

Yes  388/- 97% 287/- 95.666% 

No 20/- 5% 20/- 6.666% 

 

 

 

 

 

 

 

 

Q20. Does the management of the company care about the welfare of workers? 

 Skilled % Unskilled % 

Yes  391/- 97.75% 282/- 94% 

No 9/- 2.25% 18/- 6% 

          

 

 

 

 

 

 

 

 

FINDINGS 
HRD IN I.T.C. 

In ITC, HRD is an approach to the systematic expansion of people’s work related abilities, focused on the attainment of both organizational and personal goals. 

The focus is on people, who are perceived as possessing skills, potential and who have ability to grow, change and develop. While the accent is on increasing 

talent and abilities, HRD in ITC works towards development of people in their organisational setting. The effort are balanced between the organisation’s need 

the individual development although this ideal is obviously difficult to achieve, but every attempt in being made to get as near to it as possible. 

While the diversity of circumstances of individual public enterprises would dictate circumstances of training of individual manager in variety of ways, the 

essential pattern are applicable in appropriate forms to all public enterprises, what ever their size. Hence this study of ITC also provides positive direction and 

guidance to other in the area of Human Resource Development. 

To sum up the findings of the data collected and analysed, the researcher proceeds on the basis conclusion, as revealed by the study, that both the management 

and executives recognize the importance and need of HRD in ITC and company is taking due interest and care to this effect. 

EXECUTIVE DEVELOPMENT POLICIES 

ITC has clear policy objectives to ensure continuous development of competent management personnel and make best use of both the human and material 

resources of the business. The training and development policy provides opportunities of advancement and growth to the executives and of promotion from 

within. It also provide of time both on the job and off the job. Majority of the executives in the middle cadre have been exposed to training and development 

programmes. 

PERFORMANCE APPRAISAL 

ITC has a formal performance appraisal and counselling skills system. The target setting programme coupled with the performance appraisal and counselling 

programme provide formal processes to ensure manager/employee contact for development and counselling, away from the hustle and bustle of daily activities. 

An important feature is the self appraisal and counselling programme. ITC believes that  employee are responsible and trustworthy enough to be able to review 

their own performance in a matured and balanced manner and they have, faith in this. 

The basic objectives of the Performance Appraisal System in ITC are : 

• Assessment of Performance and Review. 

• Individual Training and Development need identification. 

• Feedback and Follow-up of development. 

• Determine career growth. 

• Influence job rotation. 

• Extension or termination of contract/promotion. 

• Granting incentives and rewards. 

• Appreciation / foreign deputation. 

The scheme is part of the overall Performance Review System that periodically reviews group/product wise performance and achievement to targets against 

what is outlined in the Annual Performance Plan. 

 

 

 

96%

4%

96%

4%

97%

3%

96%

4%

98%

2%

94%

6%



VOLUME NO: 1 (2011), ISSUE NO. 1 (JUNE)  ISSN 2231-5756 

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE, IT & MANAGEMENT 
A Monthly Double-Blind Peer Reviewed Refereed Open Access International e-Journal - Included in the International Serial Directories 

www.ijrcm.org.in 

12 

SUGGESTIONS 
1. The company should send their employees for workshop and Training programme on role analysis as the ratio is not upto mark. 

Senior Management = 5% 

Middle Management = 40% 

Lower Management = 6% 

2. The fair dealing of boss & supervision have ever since derestricted & hurt the feeling of skilled by 6% and unskilled by% the organisation should check this 

out (on Company pay role). 3% of skilled & 9% of unskilled (outsource). 

3. The 14.666% of skilled workers and 24% of unskilled workers pay role are not satisfied with the present salary 3.75% or skilled & 4.333% of unskilled (out 

souring are not satisfied hence some this should be done in this respect 

4. 16.666% of skilled worker & 24% of unskilled (company pay role), 7% skilled & 9% unskilled (out souring) workers feel that they can improve their technical 

& managerial abilities if chances are given to them. Thus company should manifesh such type of abilities from time to time. 

5. The 6.25% of skilled workers & 7.333% of unskilled workers (out Source) feel that work load is not distributed equally. Hence techniques should be applied 

for equal distribution of work. 

6. 5% of skilled & 6.666% of unskilled workers (for out sourcing) feel that proper equipments and space is not available in the job. 

7. 3% of skilled & 4.333% of unskilled worker of out sourcing does not seems to match & patch up with their seniors in solving their day to day problems of 

the company. Hence improvement is required in this respect. 

8. 3% of skilled labour & 6.333% of unskilled worker of outsourcing feels that the better way of training is off the job means no the technical / training 

programme. 

9. 9% of unskilled workers and 3.25% of skilled of out sourcing feel that they do not play a vital role in the group. Their cause disaltractive activities or 

problems should be assessed time to time. 

10. 3% of skilled & 9% of unskilled workers of out souring feel that even if they can give a good idea to the boss he may not give oredit to him. one should think 

and give importance to them also.          

 

CONCLUSION                                                                                
The survey indicated that the integrated approach has brought about a radical change in the overall performance of the skilled and unskilled workers. The 

changes are visible particularly with reference to the following aspects : 

• Clarity of role and responsibility at various levels. 

• The interpersonal relations and job relation have improved significantly. 

• The motivation level and morale have gone up considerably. 

• The programme has helped the participants to introspect and modify their behaviour. 

• Improved communication approach at various levels. 

It has also been observed that these training programmes and workshop have not only improved the overall climate and culture of the organisation, but have 

also generated better quality of life and satisfaction amongst the particularly amongst the supervisors and workers in their personal lives. 

Periodically the management development inputs are being given to staff to ensure that the cohesive team can achieve results. Staff members are also sent on 

external technical programmes to update their knowledge on the state-of-the art in the field of electronics, telecom and management and are given the 

opportunity to go on foreign deputation to get an exposure in advance technologies and new areas of interest. Also as part of development input good articles 

on technical/management areas are circulated to everybody. 

To sum up, these programmes have become greatly instrumental in generating a swing for the creating of Learning Organisation. In order that these programme 

may be able to produce the maximum desired results, it is necessary that these programme are taken to a logical conclusion by covering the entire organisation, 

including the top management. Steps to achieve these objectives have also been started by ITC. 

There is a very positive response to training in ITC. Even some initially viewed training with skepticism, today see it as useful. In ITC, the contribution of the 

training function makes related to the processes of self-renewal, personal growth, appraisal and counselling, team building and target setting. In ITC, identifying, 

nurturing and development appropriate leadership values and styles are critical when building a collective ethos. Strategically, over the next year or two, the 

training function is poised to play a vital in building value leader within the organisation. 
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