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ABSTRACT

Training and development are vital protective device for improving employee
performance and organizations retain accumulative training budget yearly basis
with believe that it will earn them competitive edge. The main objective of this
study is to examine the effectiveness of training development on employees’
performance and organization competitive advantage in the EXCELLENT
TRANSFORMER.

This study was carried out to ascertain the effect of performance of employees in
organizations. The study used four variables which included; Employee motivation, Job
design, Management style and Working conditions. The study seeks to benefit the Postal
corporation management, HR consultants, scholars and trade unions. The study used
descriptive research design and data was collected by use of questionnaires. The target
population was respondents 248 from all the selected levels of management and these
involved categories where respondents were selected using stratified random sampling
techniques. The sample size was 120 respondents. The study findings were analysed and
presented in form of charts, tables and graphs and through the use of qualitative and
quantitative techniques. The study findings showed that employee motivation, job design,
management style and working conditions have a positive relation with that of employee
performance. Majority of the employees find it important that their superiors recognize

them for a job well done.
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CHAPTER 1

INTRODUCTION

1.1 INTRODUCTION ON THE EMPLOYEE PERFORMANCE

Performance can be defined as the actual output delivered to the organization when
provided with certain roles and responsibilities within a given period of time. Performance
appraisal is evaluation of the performance of an employee for a defined period of time.

Performance indicators (PIs) and performance measurement are popular topics in
management literature nowadays. However, hardly ever is attention paid to the
consequences of the relationships that often exist between the different Pls for designing

effective, consistent performance for organizations as whole.

Work discipline as an attitude of respect, respect, and obedience to applicable regulations
both written and unwritten and able to carry it out, do not dodge the sanctions if it violates
the duties and authority given to him. Work discipline is a form of employee self-control
and regular implementation and shows the level of sincerity of the work team within an
organization. Good work discipline refers to the amount of a person’s sense of
responsibility towards the tasks assigned to him. Discipline that is not sourced from human
conscience will result in a weak and not lasting discipline. The application of work
discipline for employees aims to encourage employees to be willing and willing to follow
various standards or rules that apply in a company, so that abuses of work can be
overcome (Arenofsky,2017).

Good discipline will essentially grow and emanate from the results of human
consciousness. Good discipline reflects the magnitude of a person’s responsibility for the
tasks assigned to him, this encourages work passion, morale, and the realization of
organizational goals. Good discipline from employees will also show that the organization
can maintain and maintain the loyalty and quality of its employees, from the discipline can

also be known the performance value of its employees. In general, work discipline can be



seen if employees come to the office regularly and on time, dress neatly in the workplace,
use office equipment carefully, produce satisfying amounts and quality of work by
following the work method determined by the company and completing the work well and
have high morale (Webb et al., 2013).

Another factor that affects the decline in employee performance is work discipline. Based
on the results of a field survey of employees of PT. Trakindo Utama Pontianak found a
decrease in work discipline. This can be seen from the level of attendance of some
employees who are not on time, using the break time exceeding the set hours, going home
from work earlier than the stipulated time, some employees do not use office uniforms. In
carrying out its duties and responsibilities, it turns out that some employees cannot
complete their work in a timely manner in accordance with the standards set by the

company.

1.2 INDUSTRY PROFILE

The domestic transformer industry has the capability to manufacture the whole range of
power and distribution transformers. Special types of transformers required for furnaces,
rectifiers, electric tract, etc, and series and shunt reactors as well as HVDC transmission

upto 500 KV are also being manufactured in India.

Power transformer is used for the transmission purpose at heavy load, high voltage
greater than 33 KV & 100% efficiency. It also having a big in size as compare to distribution
transformer, it used in generating station and Transmission substation .high insulation

level.

The distribution transformer is used for the distribution of electrical energy at low voltage
as less than 33KV in industrial purpose and 440v-220v in domestic purpose. It work at low
efficiency at 50-70%, small size, easy in installation, having low magnetic losses & it is

not always fully loaded.



India’s electricity transmission losses is at 25%, which is high among the developed world
where it is less than 15%. Several attempts have been made like Accelerate Power
Development & Reforms Programme (APDRP) , unbundling of state electricity boards to
infuse funds but both of them have not achieved the objective. In short, transformer

industry is in need of overhaul.

1.3 COMPANY PROFILE

We EXCELLENT TRANSFORMERS taking this opportunity since 2008. Introducing
ourselves as one of the upcoming erection, commissioning, testing and services. Repair
provides for power transformer RTTC, PCC, Marshalling box & OLTC faculty rectify
service taken transformer and allied field & oil filtration

i.  Onload gears

ii.  Hack bridge hew tic & Ea-sun Ltd Chennai

We had authorized erection, commission and testing vendor form M/S Bharat bijlee Itd
Mumbai and installed up to 100MVA /230/110/112KV6 class. We also undertake erection,
commission & testing of transformers and we have specialised, trained technical team for

erection and commission.



1.3.1 COMPANY DETAILS

Company name

EXCELLENT TRANSFORMERS

Date of establishment

02.02.2008

Type of organization

Proprietor

Proprietor name

K. Prema

Address of business

No. 36/51, VGN PLATINA,
Ayapakkam, Chennai-600077

E-mail

Excellenttransformer1977@gmail.com

Website

www.excellenttransformer.com

Contact person

M karthikeyan

Contact number

6380775850, 944471863,
9444717861

Type of services

Erection, commissioning, testing,

services

1.4 STATEMENT OF THE PROBLEM

Most of the employees understand the procedures and policies of the organization. They
are always in touch with their superiors and work well with their colleagues. However,
majority of the employees do not take part in projects that benefiting the organization
neither do they take part in solving problems in the organization. It was recommended that
the management should find a way of motivating every employee for every employee is

not the same. The management should engage the staff in the decision-making process.

1.5 NEED FOR THE STUDY

e Successful employees achieve goals.

e Create a positive work environment.

e Measure employee growth.

e Improving employee productivity through improved health.



http://www.excellenttransformer.com/

1.6 SCOPE FOR THE STUDY

¢ Validate the employee selection process.

Identify employee training needs.

Give performance feedback and constructive criticism when necessary.

Determine employee reward and benefit.

Decide on the time and nature of promotion or demotion.

1.6 OBJECTIVES OF THE STUDY

e To analyse the impact of office design if any on gender of employee’s
performance.

e To establish the effect of employee motivation on employee performance.

e To assess the effect of job design on employee performance.

e To find out the effect of working conditions on employee performance.

e To establish the effect of management style on employee performance.

1.7 LIMITATION OF THE STUDY

=

Employee feedback may not be 100% reliable and accurate.

2. Sometimes, they may keep back information that may be determental to the image
of the organisation. Also some employees may fear their superiors and refrain from
furnishing any negative data.

3. Since the time was limited, not all employees could be included in the survey.

4. A sample of 120 employees was selected for the purpose of conducted the survey

and collecting relevant data.



CHAPTER 2

REVIEW OF LITERATURE

2.1 INTRODUCTION TO REVIEW OF LITERATURE

Collins & Kehoe (2009) examined the link between the different staffing system and firm
level performance. This study looks existing theory of organizational design and structure

to raised understanding the role of recruitment and selection.

Kumar & Garg (2010) recognized internet recruitment methods from significant literature
and describe how their benefits can influence the recruitment performance. The findings
of the study showed that increasing importance of information technology for recruitment

processes.

Kepha et al., (2012) established the influence of recruitment and selection on
performance of employees in research institute in Kenya. The study adopted stratified
sampling technique and sample size was 256 employees. Data were collected through
guestionnaire method and analyse by using SPSS. The result discovered that the
association between employee’s performance and recruitment & selection were highly

significant.

The study recommended that research institutes strictly adhere to job specification when
filling vacant positions. The practices can take the shape of a system, a process, an
activity, a norm, a rule, an accepted or expected habit, or simply how of doing things
(Goyal & Shrivastava, 2012).

A human Resource practice is the one which forms the framework for the culture in the
business management; create awareness towards the need to achieve the business goals

by the employees in the best possible and ethical manner. It is widely accepted that
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employees constitute a vital part of organization resource, with the potential to improve

the organization’s practical reserved advantage (Hazra, Sengupta, & Ghosh, 2013).

Mokaya (2013) examined the effect of recruitment practices on employee performance
within the cooperative sector in Kenya. Data were collected through questionnaire from
177 employees and analysed by using Descriptive statistical tools like frequencies,
percentage, mean and SD while inferential statistical tools like correlation and regression
won'’t to determine the connection. The study showed that recruitment sources contribute

more to the employee’s performance.

Ntiamoah (2014) evaluated recruitment and selection practices within the public sector in
Ghana. Data were collected through self admin questionnaire and analysed using
correlation and regression. Result showed that there was high direct correlation between

the construct of recruitment and selection processes, selection decision and public sector.

Qudah et al.,, (2014) examined the effect of HRM practices towards employee’s
performance in Malaysian Skill Institute (MSI). Data were collected through questionnaire
and analysed by using Descriptive statistics and correlation analysis. The result

indicated that recruitment and selection and compensation significantly correlated with the

employee’s performance.

Kepha et al., (2014) stated that HRM practices can play a crucial role in achieving top
quality workforce. Recruitment and selection had been specifically singled out as major
human resource management practices which will have an influence on the level of
employee performance in organization. This study determined the influence on the extend

of employee performance in organization.

Ekwoabo et al., (2015) investigate the impact of recruitment and selection criteria on
performance using Fidelity Bank PLC Logas Nigeria as Focus. Data were collected
through self admin questionnaire from 130 respondents. The study revealed that

recruitment and selection criteria had significant impact on performance.

7



Sutanto & kurniawan (2016) examined the many impact of recruitment, employee
retention and labour relations on employee performance. Data were collected from 712
people and analyzed by using Partial Least Square Analysis and T-statistics. The study
identified that the great recruitment programme can have a positive influence in increasing
employee commitment, productivity and therefore the quality of labours including
performance. This study further recommends a big effect of recruitment, retention and

labour relations on employee performance.

Oaya et al., (2017) examined the impact of recruitment and selection strategy on the
worker performance in real sector using descriptive survey research design. Data were
collected from 150 employees and analysed by employing a one sample T-test. This study
concluded that organization strength and weakness come from caliber of its employee
and a honest recruitment strategy enables organization to urge suitable and qualified
employees which will enhance performance. This study also recommends that the interior
employee recommendation of recruitment agency within the recruitment/selection

process enables organization to recruit committed and productive employees.

Employee performance is the job related activities expected to worker and how well those
activities were executed. Most of the organizations assess the employee performance on
an annual or quarterly basis in order suggest the area for improvement in general.
Employee performance refers to how your employees perform in daily in your business.
Employee’s performance involves factors such as quality, quantity and effectiveness of
work as well as the behaviours, your employees show at the workplace. Employee
performance is defined as the attained outcomes of actions with who perform in some
situation (Andrew, 2017).

Rehmany (2018) conducted to assess the impact of recruitment and selection process
on employee performance and located that organizational performance is directly
associated with performance of their employee. For the aim Primary data also as

secondary data were collected from 120 respondents. The study found that Organization

8



which have high qualified employees enjoy high level of performance and outcomes. The
study also revealed a high level of correlation between employee performance and
recruitment & selection processes and therefore the Performance of employees is very

trusted their recruitment and selection process.

Wambua & Genga (2018) determined the effect of recruitment and selection process on
the performance of teachers. Data were collected through questionnaire from 347
respondents including teachers, principals, and teacher managers and analyzed through
descriptive statistics. Results of this study showed a direct correlation between teacher’s
performance and recruitment & selection. The researchers recommend that Teacher
Service Commission should emphasize on conducting transparent and fair recruitment &

selection.

Suwarto & Subyantoro (2019) determined the effect of selection on performance, the
effect of placement on performance, the effect of selection on placement at PT Green
Glover Indonesia. Data were collected from 90 employees and analyzed by using
Structural Equation Modeling (SEM) with Partial Least Square (PLS) approach. The result
showed that recruitment has no effect on performance, selection affects performance,
placement affects performance, recruitment affect selection and selection affects

placement.



CHAPTER 3

RESEARCH METHODOLOGY

3.1 RESEARCH DESIGN:

A research design could be defined as blue print specifying every stage of action
in the course of research. Such a design would indicate whether the course of action
planned will minimize the use of resources and maximize the outcome. Research design
is the arrangement of conditions for collection and analysis of data in a manner that aims

to combine research purpose and economy in procedure.

3.1.1 DESCRIPTIVE RESEARCH DESIGN:

Descriptive research design is concerned with research studies with a focus on the
portrayal of the characteristics of a group or individual or situation. The main objective
such studies is to acquire knowledge. For example, to identify the use of a product to
various groups. A research study may be undertaken to question whether the use varies

with income age sex or any other characteristics of population.

3.2 SOURCES OF DATA

Data collection is the term used to describe a process of preparing and collecting data.
e Primary Data — Questionnaire given to 120 respondents

e Secondary Data - Websites and online journals, Published reports & Review of
literature from published articles

3.3 STRUCTURE OF QUESTIONNAIRE:

The questionnaire follows a simple and basic layout. It is made easy for the employees to
respond to the questionnaire without delay or confusion. The set of question and the
answer options present in the questionnaire are predetermined and are constructed by

myself based on general questions regarding the main topic.

10



3.3.1 BASIC INTRODUCTION:
The questionnaire begins with small and simplifies description regarding the questionnaire
— Title and description of the topic.

3.3.2 PERSONAL DETAILS:
The actual questionnaire begins here where the employees are asked about their
personal details such as their name, age, gender and occupation.

3.3.3 RESEARCH RELATED QUESTIONS:
The next set of questions in the questionnaire consists of the questions related to
employee satisfaction where the employees are asked to fill their feedback.

3.4 SAMPLE SIZE

The collected data from 120 respondents is being used for research.

3.5 SAMPLING TECHNIQUE

Simple random sample, every member of the population has an equal chance of being
selected. A Simple random sampling method is one of the main types of probability
sampling methods. A Simple random sample tools like random number generators or
other techniques that based entirely on chance.

3.6 PERIOD OF STUDY
The period of study is January 2023 through March 2023.

3.7 ANALYTICAL TOOLS
Statistical tool in research and data analysis. Statistical method involve in carrying out a

study include planning, designing, collecting data, analyzing, drawing meaningful

interpretation and reporting of the research finding.

11



e Percentage Analysis

e Bar chart.

3.7.1 PERCENTAGE ANALYSIS:
Percentage analysis is one of the basic statistical tools which is widely used in analysis
and interpretation of primary data. It deals with the number of respondents response to a

particular question is percentage arrived from the total population selected for the study.

Percentage = (No. of respondents + Total no. of the respondents) * 100

3.7.2 BAR CHARTS:

The bar chart is commonly used for presentation of qualitative data. The data can be
continuous or discrete data, which are plotted against discrete data intervals. The vertical
bar diagram, also called bar chart where the length or height of bars represent the
numerical value of the event or measurement. Width or gap between the bars is of no

significance to the bar chart data, but they are uniform in a diagram.

12



CHAPTER 4
DATA ANALYSIS AND INTERPRETATION

4.1 PERCENTAGE ANALYSIS

4.1.1. Gender of the respondents

Gender No. of Respondents Percentage
Male 92 76.7
Female 28 23.3
Total 120 100

Source: Primary data.

Gender

90
80 76.7
70
60
50
40
30 233
20
m -

0

male female

4.1.1: Chart showing Gender wise classification of the respondents
Interpretation
From the above table it is interpreted that the number of respondents male of respondents are
76.70%, Female of respondents 23.30%.

Inference

Majority (76.7%) of the respondents are male.

13



4.1.2. Age of the respondents

Age (in years) No of respondents % of respondents
20-25 73 60.8

25-30 19 15.8

30-35 16 13.3

Above 35 12 10

Total 120 100

Source: Primary data

70

60

50

40

30

20

10

Age

25-30

4.1.2: Age of the respondents

Interpretation:

From the above table it is interpreted the age of the respondents. 60.8% of the
respondents are at the age group between 20-25 and 15.8% of the respondents are at

the age group between 25-30.

Inference:

15.8 133
- - -

30-35 above 35

Majority (60.8%) of the respondents are between the age of 20-25.




4.1.3. Monthly income

Income No of respondents % of respondents
Below 10000 41 34.2

10000-20000 37 30.8

20000-30000 23 19.2

Above 30000 19 15.8

Total 120 100

Source: Primary data
INCOME

40
35

(6]

below 10000

4.1.3. Monthly income

Interpretation:

From the above table it is interpreted the monthly income of the respondents.34.2% of the

respondents are get below 10000 and 30.8% of the respondents are get between 10000-

20000.

Inference

34.2
30.8
30
25
19.2
20 15.8
15
10 I
0

10000-20000 20000-30000 above 30000

Majority (34.2%) of the respondents are got below 10000.

15




4.1.4. Working Experience

WORK EXPERIENCE

NO OF RESPONDENTS

% OF RESPONDENTS

0-1 year 60 50

1-2 years 25 20.8
3-4 years 22 18.3
above 4 years 13 10.8
Total 120 100

Source: Primary data

50

0-1 year

60

50

40

30

20

10

0

Work experience

20.8
. ]

1-2 years 3-4 years

4.1.4. Working Experience

Interpretation

From the above table it is interpreted the working experience of the respondents. 50% of

the respondents working experience between 0-1 year and 20.8% of the respondents

working experience between 1-2 years.

Inference

10.8

above 4 years

Majority (50%) of the respondents working experience between 0-1 year.

16




4.1.5. What is your job position?

Job position No. of respondents % of respondents
Entry level 60 50
Mid-level 33 27.5
Senior level 18 15
Management 9 7.5
Total 120 100

Source: Primary data

job position
60

50

40

30

20

| _

: ]
entry level mid-level senior level management

4.1.5 What is your job position?

Interpretation:

The above table shows that 50% of respondents fall under the Entry Level .27.5 % of
respondents fall under Mid-Level. 15% of respondents falls under Senior Level. 7.5 % of
respondents falls under Management.

Inference:

Majority (50 %) of the respondents are Entry Level.

17



4.1.6. Are they satisfied with regard to lunch breaks, rest breaks and leave

provided?

Particular No of respondents % of respondents
Highly satisfied 8 6.7
Satisfied 72 60
Neutral 20 16.7
Dissatisfied 15 125
Highly dissatisfied 5 4.1
Total 120 100

Source: Primary data

Satisfied with regards to lunch break, rest break and
leave provide

70
60
50
40
30
20

10
i .-ﬁ

highly satisfied satisfied neutral dissatisfied highly dissatisfied

4.1.6 Are they satisfied with regards to break timing

Interpretation:

From the above table shows about the satisfaction level of employee with their break
timing. 60% of the employees agree with it, 16.7% of them are neutral.

Inference:

Majority (60%) of the respondents are agree with satisfaction level of break timing.

18



4.1.7. How often do you receive feedback on your job performance?

Particular No. of respondents % of respondents
Rarely 33 27.5
Occasionally 60 50
Frequency 27 22.5
Always - -
Total 120 100

Source: Primary data

you receive feedback on your job performance

60

50

40

30

20

10

rarely

4.1.7. How often do you receive feedback on your job performance.

Interpretation:

The above table shows that 27.5% of respondents says rarely .50 % of respondents says

occasionally. 22.5% of respondents says frequently. No respondents says always.

Inference:

occasionally

frequency

always

Majority (50 %) of the respondents are occasionally receive feedback.

19




4.1.8. In your opinion, what are the most important factors that contribute to

employee performance in your organization?

Particulars No. of respondents % of respondents
Training and development 45 37.5
opportunities
Clear job expectations and goals 24 20
Supportive work environment 30 25
Rewards and recognition 18 15
programs
Effective communication with 3 2.5
manager/supervisor
Total 120 100

Source: primary data

the most important factors that contribute
to employee performance in your
organisation

40
35
30
25

37.5
25
20

20 15
15

10

5

0

training and clear job supportive work rewards and
development expectations and environment recognition
opportunities goals programs

4.1.8. In your opinion, what are the most important factors that contribute to
employee performance in your organization?

Interpretation:

The above table shows that 37.5% of respondents says Training and Development
opportunities.25% of respondents says Supportive Work Environment.

Inference:

Majority (37.5 %) of the respondents needs Training and Development opportunities.

20



4.1.9. Do you feel that the performance evaluation system in your organization is

fair and accurate?

Particular No. of respondents % of respondents
Yes 86 71.7
No 15 12.5
Maybe 19 15.8
Total 120 100

Source: Primary data

the performance evalutation system in

your organization is fair and accurate
80
70
60
50
40
30
20

10

yes no maybe

4.1.9. Do you feel that the performance evaluation system in your organization is
fair and accurate

Interpretation:

71.7% of the respondents are say yes to the performance evaluation system in your
organization is fair and accurate,15.8% of the respondents are say maybe the
performance evaluation system in your organization is fair and accurate.

Inference:

Majority (71.7%) of the respondents are say yes to the performance evaluation system

in your organization is fair and accurate.
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4.1.10. Do you feel that you are given enough autonomy to perform your job
effectively?

Particular No. of respondents | % of respondents
All of the time 58 48.3
Most of the time 35 29.2
Some of the time 25 20.8
None of the time 2 1.7
Total 120 100

Source: primary data

you are given enough autonomy to perform
your job effectively

I

all of the time most of the time  some of the time  none of the time

60

50

40

30

20

10

4.1.10. Do you feel that you are given enough autonomy to perform your job
effectively
Interpretation:
48.3% of the respondents using all the time often enough autonomy to perform your job
effectively, 29.2% of the respondents using all the time often enough autonomy to perform
your job effectively.
Inference:
Majority (48.9%) of the respondents using all the time often enough autonomy to

perform your job effectively.
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4.1.11. How would you rate the quality of communication between you and your

manager/supervisor?

Particulars No. of respondents % of respondents
Excellent 27 22.5
Good 60 50
Fair 27 22.5
Poor 6 5
Very poor - 0
Total 120 100

Source: primary data

the quality of communication between you and
your manager/supervisor
60

50
40
30
20
0 |

Excellent good fair poor very poor

4.1.11. How would you rate the quality of communication between you and
your manager/supervisor.
Interpretation:
The above table shows that 22.5 % of respondents says Excellent. 50 % of respondents
says Good. 22.5 % of respondents says Fair.
Inference:

Majority (50%) of the respondents receive good quality of commission.
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4.1.12. How important do you feel employee recognition and appreciation is for

overall employee performance?

Particulars No. of respondents % of respondents
Very important 57 47.5
Somewhat important 12 10
Neutral 39 32.5
Somewhat unimportant 3 2.5
Very unimportant 9 7.5
Total 120 100

Source: primary data

50 47.5
45
40
35 325
30
25
20
15
10
10 7.5
5 l 2.5 .
0 [ |
very important somewhat neutral somewhat  very unimportant

important unimportant

4.1.12. How important do you feel employee recognition and appreciation is
for overall employee performance
Interpretation:
The above table shows that 47.5% of respondents says Very Important. 32.5% of
respondents says Neutral.
Inference:

Majority (47.5%) of the respondents are very important to be recognized and appreciated.
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4.1.13. How often do you feel stressed or overwhelmed by your workload?

Particulars No. of the % of the respondents
respondents

Rarely 46 38.3

Occasionally 45 37.5
Frequently 23 19.2
Always 6 5
Total 120 100
Source: primary data
45
40 38.3 37.5
35
30
25
20 19.2
15
10
5
5
0 ]
rarely occasionly frequently always

4.1.13. How often do you feel stressed or overwhelmed by your workload

Interpretation:

The above table shows that 38.3% of respondents says rarely. 37.5% of respondents

says occasionally.19.2% of respondents says frequently. 5% respondents say always.

Inference:

Majority (38.3%) of the respondents are rarely they get stressed.
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4.1.14. How effective do you feel the feedback you receive is in helping you

improve your job performance?

Particular No. of respondents % of respondents
Extremely effective 33 27.5
Moderate effective 69 57.5

Slightly effective 15 12.5
Not effective at all 3 2.5
Total 120 100

Source: primary data
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60

50

40

20 27.5

20

10
0

extremely
effective

57.5

12.5

moderate slightly effective not effective at all

effective

4.1.14. How effective do you feel the feedback you receive is in helping you

improve your job performance

Interpretation:

The above table shows that 27.5% of respondents says Extremely effective.57.5% of

respondents says Moderately effective. 12.5% of respondents says slightly effective. 2.5%

of respondents says not effective at all.

Inference:

Majority (57.5 %) of the respondents are Moderately effective in performance.
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4.1.15. How would you rate the overall work environment in your organization?

Particulars No. of respondents % of respondents
Excellent 42 35
Good 36 30
Fair 23 19.1
Poor 14 11.7
Very poor 5 4.2
Total 120 100

Source: primary data

40
35
35
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25
20
15
10

5

0
excellent

4.1.15. How would you rate the overall work environment in your organization

Interpretation:

The above table shows that 35 % of respondents says excellent.30% of respondents says

good. 19.1% of respondents says fair. 11.7% of respondents says poor and 4.2 of

30
19.1
11.7
I 4.2

good fair

respondents says very poor.

Inference:

poor

very poor

Majority (35 %) of the respondents has overall excellent work environment.
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CHAPTER 5

(50%FINDINGS, SUGGESTIONS AND CONCLUSION

5.1 FINDINGS

1. Majority (76.7%) of the respondents are male.

2. Majority (60.8%) of the respondents are between the age of 20-25.

3.Majority (34.2%) of the respondents are got below 10000.

4. Majority (50%) of the respondents working experience between 0-1 year.

5.Majority (50 %) of the respondents are Entry Level.

6.Majority (60%) of the respondents are agree with satisfaction level of break timing.

7. Majority (50 %) of the respondents are occasionally receive feedback.

8. Majority (37.5 %) of the respondents needs Training and Development opportunities.

9. Majority (71.7%) of the respondents are say yes to the performance evaluation
system in your organization is fair and accurate.

10. Majority (48.9%) of the respondents using all the time often enough autonomy to
perform your job effectively.

11. Majority (50%) of the respondents receive good quality of commission.

12. Majority (47.5%) of the respondents are very important to be recognized and
appreciated.

13. Majority (38.3%) of the respondents are rarely they get stressed.
14. Majority (57.5 %) of the respondents are Moderately effective in performance.

15. Majority (35 %) of the respondents has overall excellent work environment.

28



5.2 SUGGESTIONS

o The company should give importance to know about most challenging issues of
performance management.

o The company should conduct some activities in order to overcome communication
problems According to survey lack of communication lead to failure of performance
management system.

o Encourage employees to practice their addressing skills in mock scenarios to gain
confidence and enhance their performance.

o Incorporate addressing skills into the recruitment process and job descriptions to
ensure that new employees have the necessary skills and knowledge.

o Foster a culture of respect and professionalism in the workplace by setting clear
expectations for addressing skills and enforcing them consistently.

o Provide resources such as guides, books, and videos on addressing skills to
employees for self-improvement and learning.

o Recognize and reward employees who demonstrate excellent addressing skills to
encourage others to follow their lead.

o Provide feedback and coaching to employees on their addressing skills, both
positive and constructive, to help them improve their skills continuously.
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5.3 CONLCUSION

A study on Employees Performance has revealed that our company is focus on providing
a good work environment, encouraging employee creativity, and giving them opportunities
to learn new skills. This will lead to improved performance, better job satisfaction, and a
stronger team spirit. Company also be aware of the various factors influencing employee
performance and takes the necessary steps to ensure that their employees are performing
at a high level. The addressing skill shortage of employees has been a challenging issue
for many organizations. To effectively resolve this problem, organizations need to take a
proactive approach to ensure the employees have the necessary skills to meet the
changing demands of their job roles. This involves assessing the current skill sets of
employees, identifying skill gaps, and providing resources and training to help bridge
those gaps. Organizations also need to have a clear understanding of the current and
future job requirements and the skills required to fulfill those roles. They should also foster
a culture of continuous learning and development, encouraging employees to acquire new
skills and knowledge. This could include providing access to training courses, mentorship
programs, and other learning opportunities. To ensure that employees are able to meet
the changing demands of their job roles, employers should prioritize engagement with

their staff and provide feedback on their performance.
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ANNEXURE -1

1. Name

2. Gender
Male
Female

3. Age
20-25
25-30
30-35
Above 35

4. Monthly income
Below10000
10000-20000
20000-30000
Above 30000

5. Working experience
0-1year

1-2years

3-4 years

Above 4 years

6. What is your job position?
Entry level

Mid-level

Senior level

Management

7. Are they satisfied with regard to lunch breaks, rest breaks and leave provided

Highly satisfied
Satisfied
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Neutral
Dissatisfied
Highly dissatisfied

8. How often do you receive feedback on your job performance
Rarely

Occasionally

Frequently

Always

9. In your opinion, what are the most important factors that contribute to employee
performance in your organization
Training and development opportunities

Clear job expectations and goals
Supportive work environment
Rewards and recognition programs

Effective communication with manager/supervisor

10. Do you feel that the performance evaluation system in your organization is fair and accurate
Yes

No

Maybe

11. Do you feel that you are given enough autonomy to perform your job effectively
All of the time
Most of the time

Some of the time

None of the time

12. How would you rate the quality of communication between you and your

manager/supervisor

Excellent
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Good

Fair

Poor

Very poor

13.How important do you feel employee recognition and appreciation is for overall
employee performance

Very important

Somewhat important

Neutral

Somewhat unimportant

Very unimportant

14.How often do you feel stressed or overwhelmed by your workload

Rarely
Occasionally
Frequently
Always

15. How effective do you feel the feedback you receive is in helping you improve your job
performance

Extremely effective
Moderate effective
Slightly effective
No effective

16. How would you rate the overall work environment in your organization
Excellent

Good

Fair

Poor

Very poor
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