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Abstract:
This research based on Autoline Industries Ltd shows the overview about the 

working of the Performance Appraisal in Personnel Department of the company and 
what procedure the company is following on a daily basis. This tells us about the 
manpower planning method followed by the company, starting from the job analysis to 
how does the company recruit, the different methods used to recruit employees, whether 
internal or external sources are used or not, after which the a stated selection procedure 
is followed and the employee goes through orientation and then he is placed in the 
organization. 

After being placed in the organization the new employee is then trained in all 
aspects and management development is done to educate the employee. These all is done 
as per the stated training budget of the company. This study also talks about how the job 
evaluation is done to fix the salary of its employees and how does the company go about 
assessing the employees by way of different performance appraisal methods, the 
disciplinary action taken by the organization, the grievance handling procedure, dispute 
handling method and the welfare measures taken by the company for the employees. All 
these above mentioned details through a light on the working of the personnel 
department and how the organization handles its employees and motivates them. 

In the study there was a keen observation on the procedure which the company 
follows in the process of Performance appraisal. Mostly the 360 Degree Appraisal 
system is used, that means not only the HOD of every department does appraisal 
ranking. Every employee's performance is monitored by respective HOD throughout the 
year. On the basis of it, it is decided by the management about the deserving employee 
and their elevation. Suitable employee receives promotion. This is applicable to middle 
level management and below. Whereas top management employees and their 
performance is keenly observed by the top management only. Worker cadre of employees 
is promoted on the basis of their skill and productivity. 

Every year in the month of March, appraisal is initiated by respective HOD's in 
consultation with the HR Dept. and the benefit is given by Management with effect from 
April of that year There is no a set appraisal procedure with AIL. However, top 
management, in consultation with respective HOD and HR Dept., every year in the 
month of March February, employee's assessment will be done for the last year 
performance linked with increment & promotion . Final approval done top management. 
Initiates the appraisal of every employee and accordingly, normal increment and even 
promotion is given to eligible employees. 
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human resource planning‚ work environment 

INTRODUCTION

“Human Resource Management” implies that employees are resources of the employer. As a type of 
resource, human capital means the organization's employees, described in terms of their training, experience, 
judgment, intelligence, relationships, and insights the employee characteristics that can add economic value 
to the organization. In other words, whether it manufactures automobiles or forecasts the weather, for an 
organization to succeed at what it does, it needs employees with certain qualities, such as particular kinds of 
training and experience. By influencing who works for the organization and how those people work, human 
resource management therefore contributes to such basic measures of 
an organization's success as quality, profitability, and corner satisfaction. 

Rationale of the study 

Performance appraisal helps to reveal the strengths and weaknesses of the employees. 
To review the performance of the employees over a given period of time. 
To judge the gap between the actual and the desired performance. 
To understand the management in exercising organizational control. 
To diagnose the training and development needs of the future. 
Helps to strengthen the relationship and communication between superiorsubordinates and management 
employees. 
To try to understand the making of payroll and compensation decisions. 
Identifying the gaps in desired and actual performance and its cause. 
To know process of promotions, demotions and transfers. 
Provide clarity of the expectations and responsibilities of the functions to be performed by the employees. 
Identifying the gaps in desired and actual performance and its cause. 
Promotions, demotions and transfers 

Overall Goal and Focuses of Performance Management 

The overall goal of performance management is to ensure that the University and all of its 
subsystems processes, departments, teams, employees, etc.) are working together in an optimal fashion to 
achieve the desired results. 

Ongoing Activities of Performance Management 

Achieving the overall goal requires several ongoing activities including but not limited to: 

the identification and prioritization of desired results, 
the establishment of means to measure progress toward those results
the determination of standards for assessing how well results were achieved, and 
the provision of regular and timely feedback among those participants working to achieve results. 

HR Policy Related With Performance Appraisal In All:

Every year III the month of March, appraisal is initiated by respective HOD's in consultation with 
the HR Dept. and the benefit is given by Management with effect from April of that year. 

Appraisal Procedure 

There is no a set appraisal procedure with AIL. However, top management, in consultation with 
respective HOD and HR Dept., every year in the month of March February, employee's assessment will be 
done for the last year performance linked with increment & promotion. Final approval done top management. 
Initiates the appraisal of every employee and accordingly, normal increment and even promotion is given to 
eligible employees. 

In study there was a keen observation on the procedure which the company follows in the process of 
Performance appraisal. Mostly the 90 Degree Appraisal system is used, that means only the HOD of every 
department does appraisal ranking. Promotion Policy Every employee's performance is monitored by 
respective HOD throughout the year. On the basis of it, it is decided by the management about the deserving 
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employee and their elevation. Suitable employee receives promotion. This is applicable to middle level 
management and below. Whereas top management employees and their performance is keenly observed by 
the top management only. Worker cadre of employees is promoted on the basis of their skill and productivity.

OBJECTIVES AND SCOPE 

Objectives of the research

1.To decide whether the employees should be allowed to cross the efficiency, bar
2.To identify employees for deputation. 
3.To decide whether to confirm an employee or not. 
4.The employee's attitude towards - Work responsibility, Superiors, Change in surrounding. 
5.To check the Job knowledge of the employees. 
6.Increasing the Innovativeness amongst employees. 
7.To improve the ability to plan & organize. 
8.Helping the employees to lead in achieving quality & productivity. 
9.To maintain interpersonal relationship. 

SCOPE OF RESEARCH 

1.To identify strengths and weaknesses of employees in their job knowledge, skills ancapabilities. 
2.Toestimate the overall effectiveness of employees in performing their tasks, job. 
3.To help the employees to overcome their weaknesses and to improve themselves so that they can perform 
their jobs more effectively and efficiently as per the expectation of their management. 
4.To generate adequate feedback of work performance of the employees from their intermediate superiors to 
the employees as well as to the management. 
5.To make necessary information regarding the work performance of the employees in order to identify 
employees for the purpose of proper, suitable training and development programs. 
6.Provide necessary inputs to the systems of rewards, salary administration, retirement, termination, 
retrenchment, etc. 
7.To suggest the measures to improve the performance of employees when they are not found to be up to the 
mark during the review period. 
8.To plan career development, human resource planning based on the work performance of employees. 
9.To provide some controlling regulatory measures on the basis of performance appraisals. 

PERFORMANCE APPRAISAL 

Once the employees has been selected, trained and motivated, he is then appraised for his 
performance. Performance appraisal is the step where the management finds out how effective it has been at 
hiring and placing employees. If any problems are identified, steps are taken to communicate with the 
employees and to remedy them. A “performance appraisal” is a process of evaluating an employee's 
performance of a job in terms of its requirements. 

Rating employees' performance, as Synergy does, is a central part of performance management. 
Performance management is the process through which managers ensure that employee' activities and 
outputs contribute to the organization's goals. This process requires knowing what activities and outputs are 
desired, observing whether they occur, and providing feedback to help employees meet expectations. In the 
course of providing feedback, managers and employees may identify performance problems and establish 
ways to resolve those problems. 

Performance appraisal is an important part of performance management. In itself it is not 
performance management, but it is one of the range of tools that can be used to manage performance. Because 
it is most usually carried out by line managers rather than HR professionals, it is important that they 
understand their role in performance management and how performance appraisal contributes to the overall 
aims of performance management. But on the contrary with a systematic feedback system, the manager can 
identify good and bad performers. Performance appraisal can also be taken as one aspect of motivating 
applied in organization context. Job performance is partially determined by the motivation to work hard. 
Vicher Vroom a motivational theorist suggested the  Performance = ability x motivation 

An increased motivation should automatically result in better performance as a result ofgreater 
effort, any change in performance should be identifiably and measurable. 
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Types of Performance Appraisal 

1.900 Degree Method (Face to face Method)
2.1800 Degree Method
3.3600 Degree Method
4.Management by objective (MBO)

RESEARCH METHODOLOGY

Method of Data Collection.- 

It helps to the specification of how data is collected with the research was collected for ego data can 
be gathered by observation, personal interview, with the help of many qualitative and quantitative forms of 
data collection: 

a)Primary Data: 

Primary data is collected through interview ofHR head, senior personnel of Administration, 
accounts, Instrument and maintenance, QA, store and purchase, and Load body and Press shop. 

Primary data is collected through interviews of responsible personnel of various departments and 
HOD's were also interviewed to collect the primary data.

Sample Size: 

Stratified Sampling Method was selected for collected primary data. Whole population was 
classified into 10 strata's of employees and 2respondents from each stratum 2 respondents were selected as 
samples. Hence (2 * 10) i.e. 20 personnel interviews was the sample size taken for the study work. 

OBSERVATION AND FINDINGS:-
 
1.It’s been observed that Attitude to work responsibility is excellent in AIL. 
2.Maximum numbers of respondents say that they have a good Attitude to Superiors.
3.It’s been observed that Attitude to accept change is good amongst respondents. 
4.It’s been found that there is an excellent Job knowledge. 
5.Skills are been observed well amongst the people working with AIL. 
6.Initiative / innovativeness has been observed poor amongst respondents. 
7.Its been found that respondents have good ability to learn. 
8.There is a good Ability to plan & organize. 
9.AIL feels that their employees have a very good Ability to organize everything. 
10.Leading in achieving quality is excellent. 
11.Its found that the Leading in achieving productivity is excellent. 
12.Loyalty to the organization is observed equally in every stage i.e. (good, very good, average & excellent) 
13.Problem solving is poor in AIL. 
14.Interpersonal relationship is excellent among the employees. 

CONCLUSIONS

From the descriptive analysis it would be conclude that - 

Performance appraisal is an important part of performance management. In itself it is not 
performance management, but it is one of the ranges of tools that can be used to manage performance. 
Because it is most usually carried out by line managers rather than HR professionals, it is important that they 
understand their role in performance management and how performance appraisal contributes to the overall 
aims of performance management. 

The performance appraisal or review is essentially an opportunity for the individual and those 
concerned with their performance - most usually their line manager - to get together to engage in a dialogue 
about the individual's performance, development and the support required from the manager. It should not be 
a top down process or an opportunity for one person to ask questions and the other to reply. It should be a free 
flowing conversation in which a range of views are exchanged. 

Performance appraisals usually review past behavior and so provide an opportunity to reflect on past 
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performance. But to be successful they should also be used as a basis for making development and 
improvement plans and reaching agreement about what should be done in the future. 

However, it is a common mistake to assume that if organizations implement performance appraisals, 
they have performance management. This is not the case. Performance management is a holistic process 
bringing together many activities which collectively contribute to the effective management of individuals 
and teams in order to achieve high levels of organisational performance. Performance management is 
strategic in that it is about broader issues and long term goals and integrated in that it links various aspects of 
the business, people management, individuals and teams. Performance appraisal on the other hand is 
operational, short to medium term and concerned only with the individual and their performance and 
development. "It is one of the tools of performance management and the data produced C8n feed into other 
elements of performance management but in itself can never be performance management. 

SUGGESTIONS

1.Appreciation, Feedback, And Training Is Needed.
2.Meeting with Employer: Employer should have meeting with all the staff members and share their 
experience with them that will increase the morale and Motivation of the employee. 
3.Design a standard form for performance appraisals: Include the nameof the Employee, date the 
performance form was completed, dates specifying the time interval over which the employee is being 
evaluated, performance dimensions, arating system (e.g., poor, average, good, excellent), space for 
commentary for each dimension, a final section for overall commentary, a final section for action plans to 
address improvements, and lines for signatures of the supervisor and employee. Signaturesmay either specify 
that the employee accepts the appraisal or has seen it, depending onwording on the form. 
4.Initiate the performance review process and upcoming meeting: Tell the employee that you're initiating a 
scheduled performance review. Remind them of what's involved in the process. Schedule a meeting about two 
weeks out. 
5.Let the employee suggest any updates to the job description and provide written input to the 
6.Hold the performance appraisal meeting.
7.Update and finalize the performance appraisal form.
8.Nothing should be surprising to the employee during the appraisal meeting 
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