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CHAPTER 1

INTRODUCTION 

Meaning: 

Performance appraisal is  the method of evaluating the behaviour of employee in the work spot, normally including both the quantitative and qualitative aspects of job performance. Performance here refers to the degree of accomplishment of the tasks that make up an individuals job.  It indicates how well an individual is fulfilling the job demands.  Often the term is confused with effort, however it is different in that the performance is always measured in terms of results. 
Definition:

Performance evaluation or performance appraisal is the process of assessing the performance and progress of an employee or of a group of employees on a given job and his potential for future development. 

Formal definition,


“It is the systematic evaluation of the individual with respect to his/her performance on the job and his/her potential for development.”

According to Edwin B Flippo


“Performance appraisal is the systematic, periodic and an impartial rating of an employee’s excellence in matters pertaining to his present job and his potential for a better job.”

Characteristics:

1.
    It is process consisting of a series of steps.

2.
It is the systematic examination of an employee’s strengths and weakness in terms of his job.

3.
It is a scientific or objective study.  Formal procedures are used in this study.

4.
It is an ongoing or continuous process wherein the evaluation is arranged periodically according to a definite plan.

5.
The main purpose of performance appraisal is to secure information necessary for making objectives and correct decisions on employees. 

USES:

It provides valuable information for personnel decisions such as pay increases, promotions, etc.The other uses are:
· It helps to judge the effectiveness of recruitment, selection, placement and orientation systems of the organization.
· It is useful in analyzing training and development needs. 
· It can be used to improve performance through appropriate feedback, working and counselling to employees. 
· It facilitates human resource planning, career planning and succession planning.  A competitive spirit is created and employees are motivated to improve their performance. 
3.1.
An Introduction to Indian Airlines
In 1953, a new dream took shape - to Airlink the vast South Asian subcontinent by a single, modern, and efficient airline. The Airline was Indian Airlines. Today, Indian Airlines, together with its fully owned subsidiary Alliance Air, is one of the largest regional airline systems in Asia with a fleet of 66 aircrafts, 3 wide bodied Airbus A300s, 46 Fly-by-wire Airbus A320s, 11 Boeing 737s, 2 Dornier D-228 aircrafts and 4ATR-42. 

Indian Airline's has been setting the standards for civil aviation in India since its inception in 1953. It has many firsts to its credit, including introduction of the wide-bodied A300 aircraft on the domestic network, the fly-by-wire A320, Domestic Shuttle Service and Walk-in Flights. Its unique orange and white logo exhibited  on the tails of all its aircraft is perhaps the most widely recognized Indian brand symbol that has over the years become synonymous with service, efficiency and reliability.

Not just connecting India

The Airlines network spans from Kuwait in the west to Singapore in the East and covers 80 destinations - 63 within India and 17 abroad. The Indian Airlines International network covers Kuwait, Oman, UAE, Qatar and Bahrain in West Asia, Thailand, Singapore, Yangon and Malaysia in South East Asia and Pakistan, Nepal, Bangladesh, Myanmar, Sri Lanka and Maldives in the South Asian Sub-Continent.   

I

HYDERABAD UNIT

It is the Regional Head Quarter of the Southern region in which around 1600 employees are working at all levels. In this Regional Head Quarter apart from looking after the functional and Administrative aspects of Airlines, it has a “Central Training Establishment” at Hyderabad offering training to :
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PILOTS
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ENGINEERS
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CABIN CREW
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COMMERCIAL STAFF
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OTHER ADMINISTRATIVE / MANAGEMENT OFFICERS

3.4. central training establishment of  indian airlines 

limited
INDIAN AIRLINE’S commitment to provide worldwide class to its personnel resulted in setting up of an international renowned training academy known as CENTRAL TRAINING ESTABLISHMENT (C.T.E). The establishment was set at HYDERABAD in October 1958 and was upgraded into an independent department in Dec 1973. And deputy-managing director at head quarter placed under the charge of Director of Training reporting.

The Central Training Establishment of Indian Airlines is the best-equipped facility of its kind in the South Asian Region. Located on its periphery on the

“Rajiv Gandhi” airport, Hyderabad, on 20 acres of sprawling lush verdant country side, the Central Training Establishment offers top of the line infrastructure for aviation training in an unparalleled ambience.

EXISTING PERFORMANCE APPRAISAL SYSTEM AT INDIAN AIRLINES

COMPONENTS

When to appraise:

Performance appraisal across all levels at Indian airlines is conducted annually. At the end of every appraisal year that is from July 1st to June 30th, the personal department sends the appraisal forms to the concerned departments after duly filling in the staff details.

Who should appraise:

The immediate superior of the employee not below the Assistant Manager cadre shall be the reporting officer. In case the employee is directly working under the supervision of any officer higher in cadre than the Assistant Manager, then the person of higher cadre shall be the reporting officer.


The reporting officer first gives his comments regarding the concerned employee in his appraisal form, and then the report goes to the reviewing officer who is the immediate superior of the reporting officer.
Who is appraised?

Annual performance appraisal is done for 4 categories:

· pilots

· officers including Executive Engineers and Executive pilots

· Technical staff

·  Non-Technical staff

PROCEDURE:

The personnel department prepares forms for each and every category of employee and at the start of the appraisal period; it sends these forms to the departments concerned after filling in the necessary details of the employee to be appraised, which is called  ‘background information’.

The staff should have worked at least for a period of 3 months to be appraised by an officer. In case the appraisee reports to more than one reporting officer in the appraisal year, on transfer, promotion etc., the personal department would forward the appraisal forms to reporting officers concerned for the period, the appraisee reports to them.

The assessment of an employee is primarily governed under a 2 – tier system that is assessment by the reporting officer as well as by the reviewing officer. The assessment done on the basis of certain attributes / factors which help in defining the job requirements of a particular job, either on the basis of a 4-point scale or a 10 –point scale for each factor is used for rating. The reporting officer who after careful scrutiny of the appraisal will pass his remarks. After the reviewing officers comments are given and duly signed by him, he can advice the reporting officer to discuss the appraisal with the employee or, in certain cases, may decide to discuss the appraisal with the employee himself ,  in the presence of the reporting officer. After the discussion with the employee, the reporting officer gives his final remarks and his suggestions for improvement of the employee performance. The reviewing officer offers further comments.

The complete appraisal report is then sent back to the personnel department in a confidential cover. The personnel department will check the appraisal report for adverse entries, and takes appropriate action. 

                                                        CHAPTER  2
RESEARCH DESIGN

RESEARCH DESIGN :

Research design is the specification of procedures for collecting and analyzing the data necessary to help, identify or react to a problem or opportunity such that the difference between the cost of obtaining various levels of accuracy and the expected clue of the information associated with each level of accuracy is maximized.

2.1  NEED FOR THE STUDY :

It is an undisputed fact that some form of performance appraisal system is a must in an organized employment, more so in the aviation industry. Tough competition from private air taxi operators, has necessitated that a study is taken up on the  methodology of performance appraisal used by Indian Airlines so as to gauge its effectiveness continuously in the area of performance and motivation levels of its employees and to take corrective action wherever necessary.

Against this background, an attempt is made to undertake the study of the Performance Appraisal system in the organization, its methodology, implementation and its impact on its employees.

2.2 Objectives of the Study :

For organization to be successful they need to have Officers and Staff who are skilled, motivated active and efficient.  It is through annual performance appraisal systems, counselling and training an organization  can motivate and improve  the skills of  staff so as  to achieve the desired results.  In the process of appraisals the strengths are encouraged, efforts are made to remove the weaknesses, opportunities are provided for them to develop and remove threats if any.  All this is to gear up the work force.  Keeping the above in view the objectives of the study are:

1) To study the Performance Appraisal System for Executives in IAL with regard to 

a) the various formats being utilized for PAS

b) Its interaction with other HRD subsystem.

2) To study the Senior.Executives opinion regarding PAS in IAL

3) To suggest measure for improvement of PAS  for Senior. Executive  based on the finding of the study.

2.3 LIMITATIONS :


The present study is subjected to the following limitations :

· The study is based on the opinions expressed where there is a great tendency for fluctuations in response and behaviour, which can lead to certain distortions.

· The questionnaire method carries with it certain inherent limitations, which have to be considered.

CHAPTER 3

METHODOLOGY

Nature of data:

The data collected is both of primary and secondary in  nature namely,

Primary data : Questionnaire

Secondary data : 

(1) Internal Data : Brochures, Appraisal  Formats, Handouts of  the Organisation.

(2) External Data  : Management Books.

Census Study :

The entire population has been considered totaling to 150. Each department namely, Management Training Center, Personnel Department, Finance, Commercial, and Engineering is taken up for the study.
Tools used:

Tools used for collection of data is the questionnaires.  The respondents opinion have been analyzed for an understanding of the existing system. Criteria for studying the PAS  is based on the recent theories of performance appraisal .Guide lines and content analysis of various PAS formats.. Analysis has been presented in the form of pie charts for easy understanding.  Findings from the data collected and further suggestions for betterment of this system have been provided.

 THE COMPANY

The company has 3 levels as follows:

Directors, Managers and Staff.  It is  also divided into various functional departments. The respondents are drawn across all the levels covering employee’s from each and every department.

 POPULATION :

75  -  Middle Level

75 -  Lower Level

DATA COLLECTION METHOD

(a) PRIMARY DATA SOURCES:

The questionnaire so designed is structured one. Keeping in view the objective of the study the questionnaire is designed.  Interview method was adopted was adopted and also some of the employees filled the questionnaire themselves. Sometimes it was  interactive one for elucidating the information needed.

     (b) 
SECONDARY DATA SOURCES:

Secondary data was collected both internally and externally.

Internal data source:    Brochures and handouts of the organization were sourced.

External data source:   Management books.  A detailed bibliography is enclosed.
     




  CHAPTER 4

DATA ANALYSIS


Analysis is the process of placing the data in an ordered form, combining them with the existing information and extracting the meaning from them. In other words, analysis is an answer to the question “what message is conveyed by each group of data “., which are otherwise raw facts and are unable to give a meaningful information . The raw data become information only when they are analyzed and put in a meaningful form.

The statistical tool used for analysis in this study is simple percentage method and data are analyzed wherever necessary through chi-square test .  Statistical tool employed :  Two methods are incorporated to analyze the data.

Chi-Square method :  This method is used to study the relationship between two variables.

Simple Percentage method
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