VoLUME No. 2 (2012), I ssue No. 1 (JANUARY) | SSN 2231-5756

INTERNATIONAL JOURNAL OF RESEARCH IN
COMMERGE, IT & MANAGEMENT

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

Indexed & Listed at:
Ulrich's Periodicals Directory ©, ProQuest, U.S.A., EBSCO Publishing, U.S.A., Index Copernicus Publishers Panel, Poland,
as well as in Cabell's Directories of Publishing Opportunities, U.S.A.

Circulated all over the world & Google has verified that scholars of more than Hundred & Twenty One 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



VoLUME No. 2 (2012), I ssue No. 1 (JANUARY) | SSN 2231-5756

CONTENTS

Sr. P No.
. TITLE & NAME OF THE AUTHOR (S) wene
1. | THE INTERMEDIATE COMMUNITY: A BEHAVIORAL/BARGAINING APPROACH FOR CONFLICT RESOLUTION AT THE LOCAL| 1
LEVEL/BAYESIAN ANALYSIS
DR. LEONIDAS A. PAPAKONSTANTINIDIS
2. [IMPACT OF NEW REFORM ON PRODUCTIVITY OF ETHIOPIAN COTTON TEXTILE INDUSTRY 7

DR. BREHANU BORJI AYALEW

3. | SIGNIFICANCE OF TOTAL QUALITY MANAGEMENT IN ORGANIZATIONAL PERFORMANCE: AN EMPIRICAL ANALYSIS FROM 13
SMES SECTOR
FAROOQ ANWAR, IRFAN SALEEM & AYESHA ZAHID

4. |INDEPENDENCE AND IMPARTIALITY OF AUDITORS FROME THR VIEWPOINTS OF INDEPENDENT AUDITORS AND 17
INVESTMENT COMPANIES

MOHAMADREZA ABDOLI

5. | COMPARATIVE ANALYSIS OF SELECTED HOUSING FINANCE COMPANIES IN INDIA 20
DR. D. GURUSWAMY

6. | MUNICIPAL SERVICE QUALITY IN SOUTHERN THAILAND: AN EMPIRICAL INVESTIGATION OF CUSTOMER PERCEPTIONS 30
SAFIEK MOKHLIS

7. | THE IMPERATIVES OF LEADERSHIP QUESTION IN MEDIA MANAGEMENT 36

BELLO SEMIU & KASALI TAOFEEK

8. | PERCEIVED PURCHASE RISK IN THE TECHNOLOGICAL GOODS PURCHASE CONTEXT: AN INSTRUMENT DEVELOPMENT AND 41

VALIDATION
IMAM SALEHUDIN

9. |STUDY ON TRADITIONAL VERSUS CONTINUOUS ACCREDIATION PROCESS & EXPLORING LEADERSHIP DISPARITY 49
HARINI METHUKU & HATIM R HUSSIEN

10. |VOLATILITY OF AGGREGATE MARKET INDICES 56
NALINA K B & B SHIVARAJ

11. |STUDENT FEED BACK: A TOOL TO ENHANCE QUALITY IN ENGINEERING EDUCATION 63
VEERANNA.D.K & DR. ANAND.K.JOSHI

12. |JOB SCHEDULING OF NURSE STAFFING: A DYNAMIC PROGRAMMING APPROACH 66
KAVITHA KOPPULA & DR. LEWLYN L. RAJ RODRIGUES

13. |INFLUENCE OF PERSONAL FACTORS ON ORGANISATIONAL CLIMATE IN IT COMPANIES 70
R. DARWIN JOSEPH & DR. N. PANCHANATHAN

14. | ANALYSIS OF CUSTOMER SATISFACTION OF THE HOTEL INDUSTRY IN INDIA USING KANO MODEL & QFD 74
PARUL GUPTA & R. K. SRIVASTAVA

15. | BEHAVIOUR OF STOCK MARKET VOLATILITY IN DEVELOPING COUNTRIES 82
DR. S. S. CHAHAL & SUMAN

16. | FINANCIAL DERIVATIVES IN INDIA: DEVELOPMENT PATTERN AND TRADING IMPACT ON THE VOLATILITY OF NSE 89

E.V.P.A.S.PALLAVI & DR. P. S. RAVINDRA

17. | CHANGING FACE OF CAR MARKET: A REVIEW OF MARKET GROWTH AND CHANGING SALES TRENDS IN INDIAN PASSENGER 94
CAR MARKET
DEEPTHI SANKAR & DR. ZAKKARIYA K.A.

18. | PERFORMANCE APPRAISAL: ALIGNING PERSONAL ASPIRATIONS TO ORGANIZATIONAL GOALS (A SPECIAL REFERENCE TO 929
DAIRY SECTOR IN RAJASTHAN)
DR. SHWETA TIWARI (MISHRA)

19. |INDIA’S BANKING SECTOR REFORMS FROM THE PERSPECTIVE OF BANKING SYSTEM 103
RAJESH GARG & ASHOK KUMAR

20. | INFORMATION TECHNOLOGY AND COMMUNICATION IN BUSINESS 108
C. ARUL VENKADESH

21. | IMPACT OF ORGANIZED RETAIL ON UNORGANIZED SECTOR: A STUDY IN JAMMU REGION 112

URVASHI GUPTA

22. |ISLAMIC BANKING IN INDIA: RELIGIOUS AND SOCIO-ECONOMIC PERSPECTIVES AFFECTING MUSLIM INVESTORS OF 116
AHMEDABAD DISTRICT IN GUJARAT

URVI AMIN

23. |ICT DEVELOPMENT IN INDIA: A CASE STUDY OF INFOSYS LTD. 122
MUNISH KUMAR TIWARI

24. | DATA WAREHOUSING AND TESTING 130
VENKATESH RAMASAMY & ABINAYA MURUGANANDHAN

25. | POLITICAL IMPACT OF MICRO FINANCE ON RURAL POOR IN ANDHRA PRADESH 135
DR. NANU LUNAVATH
REQUEST FOR FEEDBACK 151

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
WWWw.ijrcm.org.in




VOLUME No. 2 (2012), | ssUE NoO. 1 (JANUARY) | SSN 2231-5756

CHIEF 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

PATRON

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

CO-ORDINATOR,
AMITA
Faculty, Government M. S., Mohali

ADVISORS
DR. PRIYA RANJAN TRIVEDI
Chancellor, The Global Open University, Nagaland
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

EDITOR

PROF. R. K. SHARMA
Professor, Bharti Vidyapeeth University Institute of Management & Research, New Delhi

CO-EDITOR,

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

EDITORIAL ADVISORY BOARD
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. SAMBHAVNA
Faculty, I.L.T.M., Delhi
DR. MOHENDER KUMAR GUPTA
Associate Professor, P. J. L. N. Government College, Faridabad

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
WWWw.ijrcm.org.in



VOLUME No. 2 (2012), | ssUE NoO. 1 (JANUARY) | SSN 2231-5756
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 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. SAMBHAYV GARG
Faculty, M. M. Institute of Management, Maharishi Markandeshwar University, Mullana, Ambala, Haryana
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
SURIJEET SINGH
Asst. Professor, Department of Computer Science, G. M. N. (P.G.) College, Ambala Cantt.

TECHNICAL ADVISOR.
AMITA
Faculty, Government H. S., Mohali
MOHITA
Faculty, Yamuna Institute of Engineering & Technology, Village Gadholi, P. O. Gadhola, Yamunanagar

FINANCIAL ADVISORS
DICKIN GOYAL
Advocate & Tax Adviser, Panchkula
NEENA
Investment Consultant, Chambaghat, Solan, Himachal Pradesh

LEGAL ADVISORS
JITENDER S. CHAHAL
Advocate, Punjab & Haryana High Court, Chandigarh U.T.
CHANDER BHUSHAN SHARMA
Advocate & Consultant, District Courts, Yamunanagar at Jagadhri

SUPERINTENDENT

SURENDER KUMAR POONIA

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
WWWw.ijrcm.org.in



VoLUME No. 2 (2012), I ssue No. 1 (JANUARY) | SSN 2231-5756

CALL 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 like Accounting Education; Accounting Information Systems; Accounting Theory & Practice; Auditing;
Behavioral Accounting; Behavioral Economics; Corporate Finance; Cost Accounting; Econometrics; Economic Development; Economic History;
Financial Institutions & Markets; Financial Services; Fiscal Policy; Government & Non Profit Accounting; Industrial Organization; International
Economics & Trade; International Finance; Macro Economics; Micro Economics; Monetary Policy; Portfolio & Security Analysis; Public Policy
Economics; Real Estate; Regional Economics; Tax Accounting; Advertising & Promotion Management; Business Education; Business Information
Systems (MIS); Business Law, Public Responsibility & Ethics; Communication; Direct Marketing; E-Commerce; Global Business; Health Care
Administration; Labor Relations & Human Resource Management; Marketing Research; Marketing Theory & Applications; Non-Profit
Organizations; Office Administration/Management; Operations Research/Statistics; Organizational Behavior & Theory; Organizational
Development; Production/Operations; Public Administration; Purchasing/Materials Management; Retailing; Sales/Selling; Services; Small
Business Entrepreneurship; Strategic Management Policy; Technology/Innovation; Tourism, Hospitality & Leisure; Transportation/Physical
Distribution; Algorithms; Artificial Intelligence; Compilers & Translation; Computer Aided Design (CAD); Computer Aided Manufacturing;
Computer Graphics; Computer Organization & Architecture; Database Structures & Systems; Digital Logic; Discrete Structures; Internet;
Management Information Systems; Modeling & Simulation; Multimedia; Neural Systems/Neural Networks; Numerical Analysis/Scientific
Computing; Object Oriented Programming; Operating Systems; Programming Languages; Robotics; Symbolic & Formal Logic and Web Design.
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: infoijrcm@gmail.com or

info@ijrcm.org.in.

GUIDELINES FOR SUBMISSION OF MANUSCRIPT

L COVERING LETTER FOR SUBMISSION:

THE EDITOR
IJRCM

DATED:

Subject: ~ SUBMISSION OF MANUSCRIPT IN THE AREA OF

(e.g. Finance/Marketing/HRM/General Management/Economics/Psychology/Law/Computer/IT/Engineering/Mathematics/other, please specify)

DEAR SIR/MADAM

Please find my submission of manuscript entitled * ' for possible publication in your journals.

| 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 elsewhere.

| affirm that all the 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 my/our manuscript is accepted, |/We agree to comply with the formalities as given on the website of the journal & you are free to publish our
contribution in any of your journals.

NAME OF CORRESPONDING AUTHOR:

Designation:

Affiliation with full address, contact numbers & Pin Code:
Residential address with Pin Code:

Mobile Number (s):

Landline Number (s):

E-mail Address:

Alternate E-mail Address:

NOTES:

a)  The whole manuscript is required to be in ONE MS WORD FILE only (pdf. version is liable to be rejected without any consideration), which will start from
the covering letter, inside the manuscript.

b)  The sender is required to mention the following in the SUBJECT COLUMN of the mail:
New Manuscript for Review in the area of (Finance/Marketing/HRM/General Management/Economics/Psychology/Law/Computer/IT/
Engineering/Mathematics/other, please specify)

c)  Thereis no need to give any text in the body of mail, except the cases where the author wishes to give any specific message w.r.t. to the manuscript.

d)  The total size of the file containing the manuscript is required to be below 500 KB.

e)  Abstract alone will not be considered for review, and the author is required to submit the complete manuscript in the first instance.

f) The journal gives acknowledgement w.r.t. the receipt of every email and in case of non-receipt of acknowledgment from the journal, w.r.t. the submission
of manuscript, within two days of submission, the corresponding author is required to demand for the same by sending separate mail to the journal.

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

3. _: The author (s) full name, designation, affiliation (s), address, mobile/landline numbers, and email/alternate email
address should be in italic & 11-point Calibri Font. It must be centered underneath the title.

4. _: Abstract should be in fully italicized text, not exceeding 250 words. The abstract must be informative and explain the background, aims, methods,
results & conclusion in a single para. Abbreviations must be mentioned in full.

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
WWWw.ijrcm.org.in



VoLUME No. 2 (2012), I ssue No. 1 (JANUARY) | SSN 2231-5756
5. : Abstract must be followed by a 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.

6. _: Manuscript must be in BRITISH ENGLISH prepared on a standard A4 size PORTRAIT SETTING PAPER. 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 8 point Calibri Font with page numbers at the bottom and centre of every
page. It should be free from grammatical, spelling and punctuation errors and must be thoroughly edited.

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

9. _: The main text should follow the following sequence:

INTRODUCTION

REVIEW OF LITERATURE
NEED/IMPORTANCE OF THE STUDY
STATEMENT OF THE PROBLEM
OBJECTIVES

HYPOTHESES

RESEARCH METHODOLOGY
RESULTS & DISCUSSION

FINDINGS
RECOMMENDATIONS/SUGGESTIONS
CONCLUSIONS

SCOPE FOR FURTHER RESEARCH
ACKNOWLEDGMENTS

REFERENCES
APPENDIX/ANNEXURE

It should be in a 8 point Calibri Font, single spaced and justified. The manuscript should preferably not exceed 5000 WORDS.

10. _: These should be simple, centered, separately numbered & self explained, and titles must be above the table/figure. 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. _: These should be consecutively numbered in parentheses, horizontally centered with equation number placed at the right.

12. _: The list of all references should be alphabetically arranged. 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 the following:

4 All works cited in the text (including sources for tables and figures) should be listed alphabetically.
4 Use (ed.) for one editor, and (ed.s) for multiple editors.
4 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.
4 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.
o For titles in a language other than English, provide an English translation in parentheses.
o The location of endnotes within the text should be indicated by superscript numbers.
PLEASE USE THE FOLLOWING FOR STYLE AND PUNCTUATION IN REFERENCES:
BOOKS
4 Bowersox, Donald J., Closs, David J., (1996), "Logistical Management." Tata McGraw, Hill, New Delhi.
4 Hunker, H.L. and A.J. Wright (1963), "Factors of Industrial Location in Ohio" Ohio State University, Nigeria.
CONTRIBUTIONS TO BOOKS
4 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

i 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

4 Garg, Sambhav (2011): "Business Ethics" Paper presented at the Annual International Conference for the All India Management Association, New Delhi, India,
19-22 June.

UNPUBLISHED DISSERTATIONS AND THESES

i Kumar S. (2011): "Customer Value: A Comparative Study of Rural and Urban Customers," Thesis, Kurukshetra University, Kurukshetra.

ONLINE RESOURCES

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

WEBSITE

o Garg, Bhavet (2011): Towards a New Natural Gas Policy, Political Weekly, Viewed on January 01, 2012 http://epw.in/user/viewabstract.jsp

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
WWWw.ijrcm.org.in



VoLUME No. 2 (2012), I ssue No. 1 (JANUARY) | SSN 2231-5756
PERFORMANCE APPRAISAL: ALIGNING PERSONAL ASPIRATIONS TO ORGANIZATIONAL GOALS
(A SPECIAL REFERENCE TO DAIRY SECTOR IN RAJASTHAN)

DR. SHWETA TIWARI (MISHRA)
ASST. PROFESSOR
INSTITUTE FOR INTERNATIONAL MANAGEMENT & TECHNOLOGY
GURGAON

The role of Individual feedback in human resource management practice has encouraged a strong debate about the need for performance appraisal in any
organization. .“ Performance Appraisal is used as a tool to identify, observe, measure and develop human resources within the organization (Gillen 2007).
According to (Jaekson & Schuler 2003) Performance Appraisal (PA) usually involves evaluating performance based on the judgments and opinions of
subordinates, peers, supervisors, other managers and even workers themselves.The study explores the effectiveness of Performance Appraisal as one of the
extremely important factor in achieving organizational objectives. The paper is based on a survey of 55 employees and management staff of Udaipur Dugdh
Utpadak Sahakari Sangh (UDUSS) which is a cooperative organization registered under Rajasthan Cooperative Act on August 26, 1972. The analysis revealed
evidences that suggest a positive statistical significant relationship between Performance Appraisal and Organizational Goals. The paper concludes that
Performance Appraisal unquestionably plays a very constructive role in aligning personal aspirations to organizational goals.

KEYWORDS

Development, Job Satisfaction, Organizational Goals, Performance Appraisal.

INTRODUCTION
anaging employee performance has become one of the major functions of human resource management that can contribute directly to organizational
performance and efficiency. According to a study made by Ahn (2001), the regular and proper use of performance management gives better results for
an organization. The performance management process provides an opportunity for the employee and the employer to discuss development goals and
mutually create a plan for achieving those goals. Development plans should contribute to organizational goals and the professional growth of the employee and
Performance Appraisal plays a very important role in measurement for management.
Generally, Performance Appraisal is used as a tool to identify, observe, measure and develop human resources within the organization (Gillen 2007). The process
of performance appraisal includes identifying, observing, measuring the potential of human resources in any organization and then creating a system for
learning i.e. development and improvement.
The performance appraisal is a vital element of the human resource management system. Aside from the distribution of rewards, developmental guidance given
to the employees (based usually on the performance appraisal) employees can express their perceptions and standpoint regarding their respective jobs,
departments, managers and supervisors and of their organization in general (Erdogan 2002).
Erdogan has identified performance appraisal as an essential tool for human resource management as it is a two way communication through which both the
organization and the employees can put across their view points for betterment.
Gates elaborated the utility of performance appraisal as a proper process of employee and supervisor (or multiple rater) review can help employees agree on
areas for development and how the organization can help (Gates, 1991).This process is helpful for both the parties as both the employees and the organization
can use the performance appraisal result for corrective actions. An effective performance appraisal system is a major element of an organization that allows
every employee to feel that his/her input has contributed to the success of the organization and aspire to add to that success.

LITERATURE REVIEW

Bemardin and Beatty (1984), highlighted several objectives of PA, like “to improve the use of resources and serve as a basis for personnel actions”. PA is a
system by which an individual’s performance is compared to a set of performance standards based on the most efficient use of organizational resources.

Brown, 1988; Longenecker & Fink, 1999, concluded that “Performance appraisal is an unavoidable element of organizational life”. As proper feedback plays a
very important role in individual’s development and help him strive to do better. Performance appraisal is an inevitable aspect for organizational life as it
encourages employees to think about their strength and weaknesses and help them in identifying performance improvement areas.

Performance appraisal (PA) usually involves 'evaluating performance based on the judgments and opinions of subordinates, peers, supervisors, other managers
and even workers themselves' (Jaekson & Schiiler 2003).This evaluate the employees performance from different perspective in multiple roles and provide
them the feedback which is more appropriate for development purpose rather than for evaluative purpose.

According to some studies (DeCarlo & Leigh 1996; Jaworksi & Kohli 1991), “PA helps in improving performance and building both job satisfaction and
organizational commitment”. These studies broaden the concept that performance appraisal develop employees by directly aligning individual goals with
organizational goals which enhance their performance and result in job satisfaction and organizational commitment as an outcome.

As Poon (2004), reported findings indicating that “dissatisfaction with PA influenced employees' intention to quit through reduced job satisfaction”.
Organizations should take utmost care whilst preparing Performance appraisal system and try to link it with employee Job satisfaction which is defined as the
“worker’s appraisal of the degree to which the work environment fulfills the individual’s need”. (Locke, 1976).

As Bach (2005: 289) reported, ‘performance appraisals have become far more than just an annual ritual and are viewed as a key lever to enhance organizational
performance’. Bach suggested that PA is now not only a formal procedure but actually it is viewed as a powerful source of performance management system.
Ferris et al., 2008: 146, found that “Performance evaluation is one of the most central human resources practices,” Ferris concluded performance evaluation
data as potentially viable for almost every HRM activity. Fair performance appraisal suggests a helpful approach on the basis of which HR managers may decide
appropriate strategy for more successful outcome.

Barbara Bowes (2009) concluded that performance management system does not aim to control employees but instead aims to focus on the improvement of
overall performance. PA as an important part of performance management system is one of the range of tools to extend and advance overall employee
performance.

RESEARCH METHODOLOGY

The information for the present study has been generated from two types of data i.e. Primary Data and Secondary Data. The nature of this research is
descriptive. A structured questionnaire was prepared for all the employees. The questionnaire was initially drafted with the research objectives in mind. The
primary data generated an insight into the thought process. The sample was drawn from all the employees of UDUSS both the genders i.e. males and females
irrespective of their education level. The total sample size consisted of about 55 employees. Random sampling method was followed to draw the sample
respondents. During the survey, some informal interviews and discussions were also conducted to collect the primary information regarding the existing
performance appraisal system. The objectives of the study have been formulated as under:
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. To identify the nature and pattern of performance appraisal at UDUSS.

. To study various factors of performance appraisal which affect the employees.

. To identify the role of Performance Appraisal in Aligning Personal Aspirations to Organizational Goals.

ANALYSIS AND INTERPRETATION

Analysis and Interpretation is the most vital part of a research. For this research, analysis of the data is done with the help of tabular representation of the data.
Comparative study of the data is done by comparison tables.

PERFORMANCE OBJECTIVES ARE CLEARLY COMMUNICATED TO EMPLOYEES AT THE BEGINNING OF EACH APPRAISAL PERIOD

Performance objectives are standards established keeping in mind organizational goals and individual potential. Performance means the degree or extent to
which an employee applies his skill, knowledge and efforts to a job assigned to him and the result of that application. Performance appraisal system compares
the individuals output with the standards set. Performance appraisal means analysis, review or evaluation of performance of an employee against set standards.

TABLE 1: PERFORMANCE OBJECTIVES ARE CLEARLY COMMUNICATED

Response|Number of respondents|%

Yes 54 98.18
No 1 1.82
Total 55 100.00

Performance objectives are clearly communicated

H Yes HNo

2%

It is clear from the above table and graph that 98.18% employees are saying that company communicates the performance objectives to the employees at the
beginning of the appraisal period. This means that the employees are in favor of this statement. Like any other management function, performance appraisal is
also an important management activity at UDUSS, and the management is setting and communicating standards well before in advance before appraisal.

TIME DURATION FOR PERFORMANCE APPRAISAL

The purpose of Performance Appraisal is to review the individual’s performance at regular intervals so that obstacles can be identified. Review should also take a
positive coaching approach rather than critical approach. PA identifies long term manpower policies and to decide upon the organizational development
programmes it is very important for the organization to identify training and development needs, ensures placements, promotion, motivation etc. timely.

TABLE 2: TIME DURATION FOR PERFORMANCE APPRAISAL

Response|Number of respondents|%
Too less |0 0.00
Less 0 0.00
Just right 49 89.10
Much 3 5.45
Too much|3 5.45
Total 55 100.00|
100
o
c 80
v
T od
2 40
b
b pad
0 N p—
Too less Less Just right Much Too much

Response

Table no. two shows that 89.10 % employees are in favor that time duration by the company for employees performance appraisal is just right, Rest of the
respondents found the time of appraisal more or less. As the majority of respondents are in favor of this statement so we can conclude that company is
appraising performance timely.

PERFORMANCE APPRAISAL IS FAIR

The objective of performance appraisal is to increase the performance level of employees and to develop him/ her in such a manner that he / she can rise to the
position of higher responsibility. For this, it is very much essential for the organization to conduct it fairly as it is constantly developing manpower to meet the
current as well as future needs.
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TABLE 3: PA REPORT IS BASED ON ACTUAL FACTS AND NOT OF FAVORITISM

Response Number of respondents|%
Strongly agree |23 41.82
Agree 27 49.09
Disagree 3 5.45
Strongly disagree|2 3.64
Total 55 100.00

PA reportis based on actual facts and not of favoritism

= Strongly agree = Agree Disagree m Strongly disagree

It is clear from above table and graph that 41.82% employees are strongly in favor of the statement that Performance appraisal reports are objective based &
not on favoritism, 49.09% employees are agree with this statement, 5.45 % employees are disagree with this statement and 3.64% employees are strongly
disagree with this statement. By this we can conclude that approx 90 % employees are in favor that performance appraisal at UDUSS is fair based on objectives
rather than favoritism.

GOOD PERFORMANCE APPRAISAL RESULTS LEADS TO CAREER DEVELOPMENT OF EMPLOYEE

A career development process ensures promotion of employees from one career stage to another. The organization is equally responsible for employee’s career
plans adopting an integrated career development process, which accommodates both individual and organizational needs. It is clear that career development
process cannot be undertaken in isolation and organization has to play role in this through performance appraisal.

TABLE 4: GOOD PA RESULTS LEADS TO CAREER DEVELOPMENT OF EMPLOYEE?

Response Number of respondents|%
Strongly agree |24 43.64
Agree 27 49.09
Disagree 1 1.82
Strongly disagree|3 5.45
Total 55 100.00

Good PAresults leads to career development of employee
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Table no. four shows that 49.09% employees are agree with the statement that good PA result leads to career development of employees, 43.64% employees
are strongly agree with this statement, 5.45% employees are strongly disagree with this statement and 1.82% employees are disagree with the above mentioned
statement. So majority of employees are agreeing that Fair result of performance appraisal leads to their career development.

COMPENSATION AND BENEFIT VERSUS JOB SATISFACTION

Compensation and benefit plays a major role in employee’s job satisfaction, and Performance appraisal is an important technique for reward management. In
any organization if the reward techniques and procedure is fair and well defined more chances are there to develop satisfaction among the employees.

TABLE 5: COMPENSATION BENEFIT V/S OVERALL JOB SATISFACTION

Response | Compensation benefit Overall satisfaction with job ChiSqr | df | Result
Number of respondents | % Number of respondents | %

Yes 50 90.91 54 98.18 2.821 1 NS

No 5 9.09 1 1.82

Total 55 100.00 | 55 100.00

In this study the relation between compensation and benefit policy and overall job satisfaction is tried to analyze and as for analyzing chi square test is applied
and the result is non significant which means that there is no significant difference between the proportion of employees satisfied with company’s
Compensation benefits and the proportion of employees which are overall satisfied with their jobs. Through this study we can conclude that company’s
compensation and benefit policy play significant role in overall satisfaction of employees.
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RESULTS

. The study depicts that the time duration taken by the organization for performance appraisal is just right. This also indicates that the organization is
providing timely feedback to the employees about their performance, which is very much necessary for performance management and improvement.

. Performance objectives are clearly communicated to employees at the beginning of each appraisal period. Clear communication of objectives is essential
for effective achievement of the targets. Clearly defined objectives make it easier for the management to appraise employee performance fairly.

. PA results leads to career development of employee. Career development is now one of the primary responsibilities of every organization. According to
Frederick Stowell (2004) feedback to employees certainly improves efficiency to both the organization and employee while allowing both to prosper. It is
also helpful in aligning personal aspirations to organizational goals.

. The survey also depicts that the Performance appraisal reports of the organization are objective based & not on favoritism. The objective of performance
appraisal is to achieve competitive advantage to a firm by improving performance, helping making correct decisions, ensuring legal compliance, minimizing
job dissatisfaction and employee turnover. So organization is trying to achieve all these through fair performance appraisal.

. The data and information received after evaluating performance appraisal result is useful in HR decisions and includes remuneration administration. It is
very essential for the organization to link its compensation policy with the appraisal results for better outcome. The study depicts that that company’s
compensation and benefit policy play significant role in overall satisfaction of employees.

CONCLUSION
The cooperative has been successful in strengthening the Measurement based Management. Analysis of the study revealed that, Performance Appraisal is an
objective assessment of an individual’s performance against well-defined benchmarks. The survey reveals that performance appraisal is very well implemented
at UDUSS and organization is appraising employee’s performances and organizations performance appraisal leads to career development of employees through
feedback process.
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