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ABSTRACT: An important part of India's economy is the cement business, since the nation is the world's
number two cement producer. The production and consumption of cement are measures of a country's level
of development. It is an important source of income for the country because it is a waste product of the iron
and steel industries. For a large part of the industry, money, technology, HRM, and capital are crucial. As a
result, performance management systems are essential to human resource management (HRM), which is
critically important. The single most important factor affecting workers is the PMS, or performance
management system. Keeping a crew that isn't getting enough work done can make it harder to boost morale
in the future. Most people in the cement sector agree that HRM is really important. Along with land,
technology, and capital, the Performance Management System (PMS) is considered an essential component
for the development and enhancement of the cement industry's profitability. In contrast to the antiquated
practice of traditional people management, the modern concept of human resource management is seen as
forward-thinking and modern. The Performance Management System (PMS) is associated with happy
employees, and the HRM division has been trying to become a strategic business partner. Using PMS is
crucial to the cement industry's production process.
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What is a Performance Appraisal ?

An assessment that a management does once a
year to look at how an employee has helped the
company as a whole. Performance appraisals and
annual reviews are the same thing. Evaluate a
worker's  skills, performance, and career
progression (or lack thereof). Detailed input about

1.INTRODUCTION
In today’s competitive business world, it is
understood that organizations can only compete
with their rivals by innovating and organizations
can be innovative by managing their human
resources well. Performance appraisal is a formal
and systematic process of identifying, observing,

measuring, recording and developing the job-
relevant strengths and weaknesses of employees.
In order to obtain accurate performance appraisal
method can be used for numerous purpose
including: reward;  discipline;  coaching;
counselling; improving the work environment;
raising morale; clarifying expectations and duties
of employees; improving upward and downward
flow of communication; providing information to
support HR activities; improving perceptions of
organizational goals; and selecting people for
promotion and redundancy.

work performance and the ability to make
decisions regarding salary increases, bonuses, and
terminations are all outcomes of performance
evaluations.
A performance appraisal is a structured way to
assess an employee's current work and to forecast
their  potential for  future  improvement.
Performance reviews often make use of the
following methodologies:
1. Overseeing the remuneration of staff and
evaluating it against predetermined goals and
strategies.
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2. The manager evaluates the variables that
influence the job performance of the
personnel.

3. Employers might provide mentorship to
employees with the aim of improving their
performance.

The primary objective of a performance appraisal
IS to provide a comprehensive assessment of an
employee's progress and advancement, as well as
their complete repertoire of abilities, by means of
a methodical review of their work. Furthermore,
employees are meticulously directed via the
performance evaluation procedure, which entails
assessing and contrasting their remuneration with
all objectives and goals, scrutinizing the elements
that constitute their performance, and establishing
expectations for enhanced performance. Managers
in any firm have a strong aversion to doing
performance reviews. The intended significance
of our message will be readily apparent to
anybody who possess prior knowledge on the
subject. Assessments are evidently of inferior
caliber when compared to terminations.

NEED OF THE STUDY

» Contemporary organizations acknowledge that
each individual possesses valuable attributes
and that human potential is adaptable and
receptive to enhancement.

» The examination encompasses executive
levels for all positions. During the process of
data collection, it considers advantageous
viewpoints and essential additional
information. The investigation involves
individuals from the administrative
department.

SCOPE OF THE STUDY

» One part of the evaluation involves assessing
the extent of a person's director framework.
When it comes to achieving affiliation goals,
the most important factor is the allocation of
human resources.

» Thoroughly examine the presentation to
determine the affiliate's objectives. Employees
are more likely to exceed expectations when
they are content with the manner in which
their work is assessed and when they receive
public recognition for their achievements.

© 2012 IJFANS. All Rights Reserved

» This approach for evaluating execution
suitability has granted approval to many
representatives  from the HERITAGE
organization.

» The executive evaluations for each office are
assessed. During the data collection process, it
IS important to consider researching essential
supplemental  resources and  specific
perspectives.

TARGETS OF THE STUDY

» In order to improve the Performance Appraisal
System, it is necessary to differentiate between
various locations and tactics.

» In order to find out how well the present
method of CEO performance evaluations
work.

> If the affiliate is to achieve its goals, it must
examine the exhibition.

LIMITS OF THE STUDY
» Only the proportions obtained from the

economic statistics were used in the
analysis.
» Time and resource constraints.
» Having a meeting with HERITAGE LTD's
top executives is no longer feasible.
2.LITERATURE REVIEW
In 2002, a book was written by T. R.
Manoharan. The article's writers claim that
many companies’ evaluation methods are
biased, based on subjective factors rather than
objective performance data, and out of sync
with business goals. In order to find and remove
employees with bad traits, some companies are
using a computerized method called Data
Envelopment Analysis (DEA). The workers
make up the sample. Based on their DEA
research, Paradi, Smith, and Schaffnit-
Chatterjee (2002) isolated four characteristics.
In the time between July 8 and 10, 2005,
Rafikul Islam broached the matter. In order to
find out how well a company is doing at
reaching its objectives, this article looks at how
important it is to evaluate employee
performance. A well-thought-out mechanism for
evaluating performance should be put into place
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to do this. Finding unfulfilled goals and
developing a plan to ensure their eventual
achievement is the driving force behind the
research. In addition, it tries to reward people
who have done a good job of achieving the
organization's goals.
In this article, Graeme Redshaw (2008) looks at
ways that a company might improve its review
of nurses' performance. The author gained
important insights into the organization's
performance review method through the
distribution of questionnaires to eight nurses.
Before the evaluation, seven of the nurses were
nervous, while one seemed confident. All of the
nurses were in agreement with the results after
the evaluation. An evaluation system can
achieve its aims and objectives in an unbiased
manner when it is properly put into place. The
training will equip the administrators with the
skills they need to conduct accurate staff
performance reviews.
Diane Shaffer investigated the connection
between intrinsic motivation and performance
reviews in a report that came out on May 11,
2009. Motivation is directly impacted by
performance management. Motivated workers
who love what they do for a living are more likely
to stay with the same company for many years.
Inadequate methods for assessing employee
performance are present in a large number of
companies. Within this piece, the author has
elaborated on why it's critical to set up a reliable
method of employee evaluation and to recognize
and reward exceptional performance.
Organizational performance is improved as a
result of higher morale among workers brought
about by this strategy's implementation.
360-DEGREE FEEDBACK -
METHODOLOGY
In general, survey 360-affirmation feedback
methods integrate data from questionnaires that
inquire about individuals' practices to a greater
extent, similar to a posting of capabilities. An
individual who has advanced within the
organization or holds leadership positions may be
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granted access to the beneficial resource of the
ballot vendor.

The measurements can also widely study with
manipulation, the board.

participant in management of an institution;
mental resiliency;

modifications to the oral information delivery;
incredibly clever and imaginative;
extraordinary skill in the arrangement of
Developing one's own preferences

written records maintained

Assign a priority;

The ability to adapt and develop is a trait.

YVVYVVVYVYVYVYYYVY

3.DATA ANALYSIS &

INTERPRETATION

1.Do you think increase your performance,
commitment & motivation

Category Number of Percentage
respondents
Yes 33 82.5%
No 0 0%
sometimes 7 17.5%

40

30

B Number of respondent
20 B Percentage

10
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INTERPRETATION:

According to the results of the poll, 82.5 percent
of the workforce thinks that training programmers
improves their dedication, motivation, and
productivity. Just 17.5% of employees
occasionally agree with this viewpoint.

2.Do you think that, you are acquired some
new skills & Knowledge from training
programmers?

Category Number of Percentage
respondents
Yes 26 65%
No 0 0%
sometimes 14 35%

o —

INTERPRETATION:
According to the results, while 35% of workers
think that training programs are extremely rare,
65% of workers say that they learn new things
often via them.
4.FINDINGS, SUGGESTIONS,
CONCLUSION
FINDINGS

» Employees often feel that the compensation
plan does not have a performance-oriented
framework, so they are disappointed that
performance does not have much of an impact
on it.

» Based on the belief of many employees that
performance assessments greatly influence
personal progress and ultimately benefit the
company, it seems like they work better here.

» Many workers are under the impression that
group characteristics influence performance
reviews.

» Most workers would rather have a reviewing

ssssssssss
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officer oversee their performance reviews
because they believe it would make them more
objective.
All participants said that performance reviews
don't do a good job of identifying which senior
staff members require more training.
A total of 70% of respondents agreed that job-
specific technology had little bearing on
evaluations of performance. On the other
hand, around 55% of people think that exams
are repetitive.
Respondents generally believed that their
supervisor was the most qualified person to
assess their performance.
A large section of the staff has asked the
committee to sort their training needs in order
of importance and provide them the direction
they need.
When they put in the same amount of work, a
large percentage of people feel that their
efforts are properly recognized. In a similar
vein, 10% of workers are happy with the
amount of praise they've gotten.
Training and performance evaluation are two
sides of the same coin for every given firm. In
particular, when it comes to training and
infrastructure, the majority of employees feel
that their performance reviews reveal a great
deal about what needs improvement.
Among those who took part, 38% said the
present evaluation method was good.
Furthermore, 30% of individuals thought it
was excellent, and 17% thought it was good.
Because it allows each person's
accomplishments to be seen clearly, the self-
assessment approach is vital for organizational
development, according to most respondents.
It is critical to consider restricting
circumstances while setting goals, according
to most workers.
SUGGESTIONS
» Under some conditions, management may
choose to institute an evaluation system that
uses work performance as the only
criterion.
» The efficacy of educational programs can
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be improved by the use of vocational
guidance.

» The current system is ineffective, so
management comes up with a new one that
is both effective and transparent by
revealing the exact criteria used to assess
each employee's performance.

» If you want to help people establish goals
and get feedback, you need a performance
evaluation system that works.

» A reviewing officer is appointed by
management to ensure that employees'
performance reviews are fair and objective.

» When setting objectives, management
should think about potential roadblocks.

» The primary foundation for management's
incentives should be the accomplishments
of employees.

CONCLUSION
Human resource management and performance
management no longer exist without performance
reviews. The goal of performance management is
to ensure that objectives are consistently and
profitably met via the application of certain
techniques.  Personnel allocation, corporate

operations, institutional management,
primary goal unless its results are consistent and
logical.

Crucial results crucial for the organization's
continued existence and growth. Until every part
of a company is working together, it can't be
considered operational.
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departmental functioning, and the procedures
involved in providing commodities or services are
some of the areas that performance management
can concentrate on.

In order to stress that productivity is not the same
as business success, performance management is a
useful technique. Technical knowledge, hard
work, and dedication are not enough to ensure
success; this is a sobering reminder of that. One of
the main benefits of performance management is
the emphasis it places on creating win-win
situations for the bank's external stakeholders and
the business itself. Improving efficiency and
productivity, not just getting things done, is what
performance management is all about.

Lately, organizations have encountered difficulties
that were before unseen. Due to the increasing
global competition, companies need to be more
cautious while choosing their strategy. The
successful execution of a strategy depends on each
and every part of the company and its employees
doing their part. As a result, effectiveness, which
is defined as the ability to achieve set goals via the
application ~ of  established  organizational
structures and processes, is receiving more
attention. The organization can't achieve its
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