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 Abstract  
A lot of research has been done on the relationship of HR Practices and employee job 

satisfaction in sugar industry, but the main focus and theme behind those research studies 

has been the comparative study among public, private & co-operative sector sugar 

industries. The purpose of this study is to observe the relationship between mainly two HR 

Practices i.e. (Training and Development, & performance appraisal system) and the impact 

of these systems in  Indian sugar industry, employees job satisfaction in the public, private 

& co-operative sector sugar mills. Data has been collected from the employees of various 

public, private & co-operative sector sugar industry and the statistical tests were applied 

upon the data through statistical software SPSS. To check the relationship between the 

dependent and independent variables. Training and development & performance appraisal 

system are a key source of employees job satisfaction in all three sugar sector industries. 

  

Key Words: Training and development; Performance appraisal system; Job       

satisfaction; employee motivation. 

 

INTRODUCTION 

Uttar Pradesh is one of the largest and most populous & popular states for the sugar. It is 

the major sugarcane producer in the country in which sugarcane cultivation and sugar 

industry is the single largest contributor to the economy and industrial development of the 

state.  Uttar Pradesh covers over an area of 2.43 lakh sq. km. and with a population 

aggregating 20 crore, out of India's total sugarcane area of 49.44 lakh hectares, Uttar 

Pradesh covers for more than 21.25 lakh hectares (about 43 %).There are large numbers of 

employees are working in the sugar industries and Human resources development play a 

pivotal role in this manner. 

  

The Success of any organization in the long run depends very much on the quality of its 

human resources. Human resources comprise the aggregate of employees attributes 

including knowledge skill, experience and health which are presently and potentially 

available to an organization for the achievement of its goal. In the other words human 

resources consists of the value of the productive capacity of the firms human organization. 

Of all the prime resources of an organization, man, materials, money and machine the 

human resources is recognized as the most vital and the most valuable. For it is the quality 
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of man power that ultimately determines the success of an organization. The importance of 

human factor also stems from the fact that where is all other resources depreciate in value 

with the passage of time and use, the human resources appreciate in value through the 

acquisition of greater knowledge through experience and efficiency and thus reflects an 

inherent dynamism and development potential. 

 

Human Resources Development 

 
Human Resources Development is said to be the core of a larger system Known as Human 

Resources System, where in HRD is mainly concerned with providing learning experience 

for the people associated with an organization through a behavioral approach adopting 

various processes. 

 

HRD has a wide- ranging scope as its objectives include- 

 Providing a comprehensive framework for the development of human resources in the 

organization. 

 Developing a climate for employees to discover, develop and use their full capabilities 

for the organization. 

 Increasing the capability of an organization to attract, retain and motivate talented 

employees 

 Facilitating systematic generation of information on human resources for man power 

planning, development placement, career planning and succession planning. 

 

Functions of HRD 

 
(i) Man power planning. Career planning & development systems. 

(ii) Training concern with the present and future needs of employees. 

(iii) Performance appraisal and assessment of potentials of employees for determining their 

development requirements aided by a feedback and counseling system to help every 

employee in discover his/her capabilities and areas of improvement. 

(iv) Reinforcement or reward system for creating a climate of excellence in performance 

and collaborations. 

(v) Organization development to improve the climate of the organization and make it 

more satisfying and productive. 

 

Training and Development 

Meaning of Training 

Training and development of people is one of the fundamental operative functions of 

personnel management. According to a Chinese scholar “If you wish to plan for a year sow 

seeds, if you wish to plan for ten years plant trees, if you wish to plan for life time 

development man” This statement highlights the importance of training man. Employees’ 

training is the process where people learn skills, knowledge, attitude and behavior needed 
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in order to perform their job effectively. To be more precise, effective and systematic 

training may be defined as planning to give people chance to learn to achieve the result that 

job demands. In the words of Decanzo and Robbins, training is a learning experience in 

that it seeks a relatively permanent change in an individual that will improve his/her ability 

to perform on the job. Basically training can involve the changing of skills knowledge and 

attitude or social behavior. It may mean changing what employees know, how they work 

their attitude towards their work or their interactions with their co-workers or their 

supervisor” 

From the above mentioned definitions of training. It is clear that there are five main areas 

in which training can operate these are Knowledge, Skill, and Technique. Attitude,  and 

Experience. 

 

Meaning of Development 

 
Development is a long- term educational process consisting of a systematic and organised 

procedure by which managerial personnel acquire conceptual and theoretical knowledge 

for general purposes. In an industrial situation, development employees more general 

education (of managers) to handle managerial problems. As one moves upward in 

organisational hierarchy, the elements of training decrease and educational expects tend to 

increase Employees training which is concerned with increasing the skill and abilities of 

non-managerial personally is basically job centered and not careers focused. On the other 

hand, management development is growth oriented; it is the process by which managerial 

personnel acquire not only skill and competency in their present job but also capacities for 

future managerial task of increase difficulty and scope. 

 

Distinction between Training and Development 
The distinction between training and development is like the distinction between pure and 

applied sciences. To make this distinction clear, a few examples are given below; 

(1) A mechanic who repairs a generator better than an engineer is only trained and not 

educated for he does not have and conceptual or theoretical knowledge of engineering 

and principles of engineering. 

(2) A basketball coach who knows the theory of game but who is utterly useless as a 

player is educated but trained. Training and development programme are generally 

designed in accordance with the nature of the job, personnel concerned (operatives, 

supervisors, managers) and the purpose in view. 

 

 

 

Performance Appraisal 
The effectiveness of staffing function needs to be ascertained by evaluation the 

performance of employees in terms of the job requirements. Performance appraisal or 

employee appraisal in the systematic process of measuring and evaluating employees with 

respect to their performance on the jobs and there potential for development. Although 

performance appraisal is of often described as merit rating, strictly speaking, rating is only 

one form of personnel evaluation. Merit rating refers to various formal systems of 
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appraisal in which the individual employee is compared with others and ranked or rated. 

According to (Dale Yoder) Performance appraisal is a more comprehensive process which 

combines formal ratings with supplementary observations, records and evaluation. 

Performance appraisal is expected to serve various purposes in an organisation structure. 

Broadly speaking performance appraisal is necessary. 

(i) To monitor the efforts of  individuals;  

(ii) To integrate and co-ordinate Endeavour; 

(iii) To provide protection and feed back to individual; 

(iv) To provide a means of correcting  or commending the efforts of individuals; 

(v) To provide an equitable and consistent basis of distribution rewards and penalties; 

 

According to barret- Performance appraisal is concerned mainly with three things;  

(i) Administrative decisions i.e. promotions, transfer and allocation of financial rewards ; 

(ii) Employee development i.e. identification of training and development need and 

        Performance feed back; 

(iii) Personnel research i.e generation of man power information besides salary and wages 

        distribution. 

 

The process of Performance appraisal of employees administered through a variety of 

approaches adopted by organisations. 

 

These approaches are: 

(i) Intuitive approach: Under this approach, the boss judges the employee on the base of 

             his perception on the employee behavior.  

(ii) Self –appraisal approach: in this approach, the employee himself evaluates his  

        performance. 

(iii) Group approach: under this approach each employees is evaluated by a group of 

        persons. 

(iv) Achieved results approach: This approach considered the targets which are pre- 

        determined jointly by the rater and rate in a restricted sense.  

 

HYPOTHESIS  

 

The Proposed study of HR Practice in Indian Sugar Industry in the selected sugar mills 

will be oriented to test the following hypothesis and derive relevant conclusions:- 

I. There is strong association between employees training and the Productivity of  the 

     Employees.. 

     II    There is no significance difference in the technique of performance appraisal used by 

            Public, private & co-operative sector sugar mills. 

 

      Research Methodology 
This research article has been developed from both primary and secondary data ,primary 

data  was collected from the selected sugar mills and secondary data  collected from  

research articles, research reports of various organizations and books of Human Resource 

on that  topics. For this present study, the sample size was 652 employees working in the 

selected six leading sugar mills in uttarpradesh for selecting the sample stratified random 
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sampling techniques were used. Using proportional allocation method, the sample size of 

different selected sugar mills is shown Table 1 below. 

 

 

Table 1: Mill Wise distribution of sample employees 
 

  S.N Name of Selected Sugar Mills Employees 

(sample size) 

Percentage 

 

1 
 

2 

Public Sugar Mills 
 U.P State Sugar Corporation Ltd Sakoti Tanda 

Distt  Meerut 
60 9.2 

U.P State Sugar Corporation Ltd Unit 

Rohana Kalan Distt Muzaffarnagar. 60 

9.2 

 

 

      

 

3 

 

4 

   Private Sugar Mills 
 

Mawana Sugar Works Mawana District 

Meerut 
191 29.3 

The Dhampur Sugar Mills Ltd Dhampur Distt 

Bijnor 
200 30.7 

 

 

5 

 

6 

Co-operative Sugar Mills 
 

The Ganga Kisan Co-operative Sugar Mills 

Ltd Morna Distt-  Muzaffarnagar 
64 9.8 

Baghpat Co-operative Sugar Mills Ltd Baghpat 

Meerut 
77 11.8 

                                Total 652 100.0 

 

. 

Data Analysis 
A five point Likert scale was used to analyze the sugar mill employees about the effect of 

training & development and performance appraisal system regarding their age, sex, 

designation, experiences in the selected six different types of sugar mills. To analyze the 

data for the present study, the Percentage statistical tools were used. For comparison of 

responses, sample (employees) were divided into groups according to Designation (officer, 

supervisor, staff employees), experience (up to 5 years, 5-10, 10-15 years and more than 15 

years) and age (up to 25 years, 26-35 years ,36-45 and above 45 years). 

                 Findings --Results of the present study have been summarized in table- 2 

Demographic Profile of Respondents sample employees (N=652) 

Sr  No Indicators Categories Frequency 

(652) 

Percentage 

100% 

    1 Age:         a) Below  25 47 7.2 
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   b)       26-35 
        c)       36-45 

   d)45 and above 

212 

211 

181 

32.5 

32.4 

27.8 

    2 Sex : a) Male 
b) Female 

616 

36 

94.5 

5.5 

    3 Marital Status a) Single    
        d) Married 

55 

597 

8.4 

91.6 

    4        Religion:           a) Hindu 
          b) Muslim 
          c) Christian 

    d)other’s specify 

478 

128 

27 

19 

73.3 

19.6 

4.1 

2.9 

    5         Caste:                                  a) General 

b) Other Backward Class 
c)SC/ST 
d)Backward Class 

452 

89 

84 

27 

69.3 

13.7 

12.9 

4.1 

    6 Educational 
Qualification 

a) High School   

b) Intermediate   
c) Graduation  
d) Post Graduation 

3 

59 

379 

211 

.5 

9.0 

58.1 

32.4 

    7 Professional 
Qualification: If any 
please specify: 

a) Management/ Eng Tech 
b) CA/ICWA/ACS    
c) Others 
d)  No 

124 

44 

22 

462 

19 

6.7 

3.4 

70.9 

    8 Salary a) < Rs.15, 000       

b)  Rs.15, 001-30,000 

c)  Rs.30, 001-45000 

d) >Rs.45, 001          

224 

252 

128 

48 

34.4 

38.7 

19.6 

7.4 

    9 Present Position  a) Junior Level 
b) Middle Level 
c) Senior Level 
d) Top Level 

48 

402 

154 

48 

7.4 

61.7 

23.6 

7.4 

   

10 

Work Experience a) < 5 Yr 

b) 5-10 Yr 

c) 10-15 Yr 

d) >15 Yr 

48 

212 

211 

181 

7.4 

32.5 

32.4 

27.8 

   

11 

Promotion 
Received 

a) One 
b) Two 
c) Three or More   
d)  No     

101 

227 

271 

53 

15.5 

34.8 

41.6 

8.1 

A Study of Training & Development 
 

A Study on Performance Appraisal 
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    S.No 

         

Parameters 

 
Strongly 
Disagree 

% 

  
Disagree 

 
% 

 
Neutral 

 
% 

 
Agree 

 
% 

 
Strongly 
Agree 

% 

 1 Performance appraisal system is 
considered necessary in the 
organization 

 
-- 

 
-- 

 

.8 
 

63.2 

 

36.0 

2 The performance appraisal is 
supportive in reducing grievance & 
unrest among the employees 

 
-- 

 
-- 

 

1.1 
 

69.8 

 

29.1 

3 The performance appraisal is 
helpful for improving personnel skill 
of the employees 

 
-- 

 
-- 

 

1.4 
 

70.4 

 

28.2 

4 The performance ratings were 
done frequently 

-- -- .9 53.5 45.6 
 

5 The performance appraisal system 
helps to make out the strength and 
weakness of the employee 

 
-- 

 
-- 

 

.9 
 

52.9 

 

46.2 

 
 

6 Promotion is simply based on 
performance appraisal 

-- --      .5 88.0 11.5 
 

7 Performance appraisal increases 
employee enthusiasm 

-- -- 1.4 81.3 17.3 
 

 

Discussion on Findings- 
On the basis of entire study, major findings and observations can be made relating to 

employees’ training and performance appraisal system & its impact on the employees. It is 

    
    S.No 

         

Parameters 

 
Strongly 
Disagree 

% 

  
Disagree 

 
% 

 
Neutral 

 
% 

 
Agree 

 
% 

 
Strongly 
Agree 

% 

1 Management plays an effective 

role for making training 

successful. 

00 11.0 

 

24.4 
 

51.2 

 

13.3 
 

2 Training enhances  employees  
motivation 

00 
11.5 23.6 45.9 19.0 

3 Training improves individuals 
performance 

00 
11.5 23.6 31.3 33.6 

 

4 Training improves the overall 
productivity 

00 
9.2 25.9 30.1 34.8 

 

5 Assessment purpose is fulfilled 00 12.4 22.7 44.8 20.1 
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found that the employers of the organization selected for the study have in an interest in 

training towards the efforts made by the management for organizing training programs. As 

per the responses of employees, the management of employees is encouraged to participate 

in these training programs. It is also observed that training improves the employee morale 

their performance, and also improve the productivity of the industry and overall 

assessment purpose is fulfilled. Observations can be made relating to. Performance 

appraisal system is considered necessary in the organization. Employees feel that 

performance appraisal is supportive in reducing grievance & unrest the performance 

appraisal is helpful for improving personnel skill of the employees, and performance 

ratings were done frequently. The performance appraisal system helps to make out the 

strength and weakness of the employee. Promotion is simply based on performance 

appraisal system. Performance appraisal increases employee enthusiasm There is strong 

association between employees training and the Productivity of  the  employees There is 

no significance difference in the technique of performance appraisal used by  Public, 

private & co-operative sector sugar mills. 

 

Conclusion 
Training and Development helps in inculcating the sense of team work, team spirit, and 

inter team collaborations. It helps in inculcating the zeal to learn within the employees. 

Training and Development helps building the positive perception and feeling about the 

organization. The employees get these feelings from leaders, subordinates, and peers. It 

also helps in optimizing the utilization of human resource that further helps the employee 

to achieve the organizational goals as well as their individual goals. Therefore a training & 

development activity is very pivotal for the sugar industry. Employee’s performance: It 

provides a yardstick by which both accomplishment and needs for further improvement in 

respect of an individual can be measured. The use of system of performance appraisal 

contributes towards more effective and improved performance on the part of many 

individuals. It is used to highlight needs and opportunities for growth and development of 

employee by focusing attention on that deficiencies and potentials, it is particularly useful 

in discovering needs of training to employees. 
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