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ABSTRACT

- The purpose of this study is to critically evaluate the effect of no-monctary benefits on
@ﬁy&s in Apollo logistics solution private limited. The non-monetiry benelits are
Mad equally to all employees based on their performance. Flexible working time are

MMBG to employees which reduces their stress level and makes them committed towards

ir work. Recognition acts as a motivating factor. In order to increase the performance of

A y
neir
g

iployees the non-monetary benefits have to be provided at regular intervals.
Intrinsic motives and non-monetary incentives are important drivers of worker
ion, particularly in the modern knowledge economy. [ argue that non-monetary
¢s can serve as a more cfficient alternative to wages and solve many incentives

s caused by the limitations of a purely financial incentive contract, including adverse

problems, moral hazard problems and co-ordination.
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CHAPTER 1
INTRODUCTION
1.1 Non-Monetary Benefits:

The benefits an employee receives from an employer or job that is above and beyond the
wmpcn.\'illm“ package (salary, insurance, etc) for the specific purpose of attracting as well as retaining
and motivating the employees is called as non-monetary benefits. The non-monetary benefits consist of
employce satisfaction such as responsibilities and employee recognition, chances of promotion. physical
environment in which the employee works such as pleasant work environment, and flexible working time

Employees may differ in their liking of non-monetary benefits. Therefore, human resource
management must take care in providing the right non-monetary benefits for each person. For example,
some workers are very status conscious, they may value impressive job title. Generally, people workingat
higher job position or at high rank gets satisfied with non-monetary benefits are essential for attractinga
productive workforce. Many skilled laborers will not accept a position that does not offer at feast a simple

benefits package.

Benefits can be a key element in addressing the lowest level of needs hierarchy. If employees do
not feel that an organization is treating them fairly with respect to basic needs (food, money for
retirement, etc.), then they are likely to be less satisfied with their jobs, perform at a lower level, or leave,

Those who do not feel their basic needs are met may also fail to reach higher levels of motivation.

1.2 Meaning:
Non-monetary incentives are non-cash benefits or perks that employers offer to their employees.
They are a way of rewarding people outside of the regular, monetary compensation and benefits package.
Examples of non-monetary incentives include extra time off, work flexibility, and experiential

rewards.

1.3 Definition:
‘““Non-monetary benefits are benefits that are not, or cannot be, dircctly measured in terms of
monetary units. These include the satisfaction realized from enjoying a certain way of life or style of

work, such as fishing in a rural coastal community.’



( pifference between moncetary and non-monetary incentives:

The “miu ]lluill'?a of difference IJ!,‘IWI,:J:II IIIHIICIHI'/ and lml]~l||l;]u;l;”y INCCHIYEesS are o

iven below
» Represent different forms:
Monetary incentives represent quantifiable cash rewards presented for accomplishment
whereas non-monetary incentives have multiple forms like opportunitics, allowances and include
pift items efe,
v Effect on employee hehaviour:

Rescarch has shown that monctary incentives encourage compliance in associztes

whereas non-monetary incentives amplify innovation and risk-taking in their decisions,
% How employees perceive them:

Since monetary incentives are clear, employees understand their worth easily, In the case
of non-monetary incentives employee reaction is unpredictable: some might appreciate gifts, and
others might deem them uscless items.

» How long can their impact last?

Monetary incentive might feel like an addition to the salary and be forgotten. Tangible
gifts and opportunities, in addition to offering bragging rights, can be used for longer duration
and have lasting impact.

» Main reason for backfiring
Monetary incentives are rendered useless when competitors find themselves in a race to
achieve set goals and attempt to sabotage each other in the process. Non-monetary incentives
lose their purpose when employee preferences aren’t taken into account properly.
» How do they effect the budget?
Monetary incentives are hard on the budget. In comparison, non-monetary incentives
clearly enjoy a greater influence while they only take a small portion from the budget.
» Role of the management before incentive's:
Monetary incentives hold a universal value and do not require any work. They are granted

instantly. Non-monetary incentives require planning and employee evaluation to make them

effective and successful.

1.5 Importance of Non-Monetary Rewards:

“ Non-monetary rewards play an important role at the work place of employees
% Non-financial rewards can have an even more substantial impact on employee satisfaction and

2
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Jativation than tradittonal financial rewards,
l \

Companies W ith excellent non-financial incentive plans can attract motivate and retam talented

P;gph\

& Many companies rely on money almost exclusively to motivate their worktforee, but employees
often rate other aspects, such as recognition and flexibility as more important companies tend to
(ely on non-financial rewards when budgetary constraints make it difficult to offer rarses or othes
monetary meentives.

& Non-monetary rew ards have an intrinsic motivational impact on the employee these types ol
rewards increase employee motivation to work by raising their self-esteem and can satisty
cmployees professional ambitions and personal fulfillment.

& Types of non-monetary rewards that employees as likely to appreciate are those that encourage
carcer advancement. For example, by offering development opportunities, providing the
opportunities to the employees to go to the conference.

& Non-financial rewards can satisfy employees just as well as financial rewards by making them
feel like a valued part of your organization and showing them that they are appreciated.

¢ Implementing a non-monetary reward program can build loyalty, culture, and communication

between internal networks while it reduces conflict and conflict related competitiveness between

management and staff all at little cost to the company.
1.6 Top Non-Monetary Incentives To Motivate Your Workforce:
<& Mentorship Program

Many employees are interested in furthering their careers and developing essential skills. Cash
alone will not help them achieve those goals — but a mentorship program will. Businesses that implement
an ongoing learning program with peer mentors will benefit from stronger, more prepared workers with

opportunities for advancement and a closer-knit team that knows how to work together.
< Office Parties

Company-wide celebrations are a fantastic way to bring the team together and honor all the hard
work they have done, Whether it is a holiday party or a group has achieved a major milestone, these get-
together are an opportunity to reward staff with time to unwind and bond. Businesses that really want to

treat their workers might hire catering for a delicious team meal or even set up activities outside the oftice.

# Team-Building Activities
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4 fatra Paid Time Off

lua'L'u 'ad!'

off 15 among the most popular incentives across every mndustry. As

Exira
mentioned ebove, the ability 10 set one’s schedule is empowering. Rewarding long-time or high-achieving
employces with more time 0 f can give a major boost in morale. Employers can also go the extra mile and

astomatically give
establish a sense of community.

4 Physical Gifts

workers leave on their birthdays, relatives’ birthdays, and other special occasions to

Physical gifts are often the first thought when a company is looking to show team members

appreciation with somcthing other than cash. From gift cards to company swag, these gifts arc
straightforward and workers can enjoy them right away. Physical gifts are also great for companies of any
h Larger companies may already have branded swag available, and giving everyone matching

shirts or mugs can build camaraderic. Smaller businesses have the opportunity to ensure everyone

seen and valued,
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Offering b ployees can enjoy outside of the workplace is another option. Businesses

! 4de time WOrk / o ,
might proy ide time for workers to volunteer, work on personal projects, and attend educational events or

well-being workshops. These rewards let employees unwind, learn new skills, or support their community

o any Way they would like.

& Ask The Employeces

[f an employer wants to know the very best way to incentive their employees, there is only one way

to find the answer — ask them. Preferences for rewards and recognition vary between industries.

departments, and individuals and can change constantly. Reaching out to people and asking what non-

monetary alternatives motivate them the most gives businesses the clearest idea.

1.7 Non-monetary incentives to motivate your team:

A lot of organizations use raises, bonuses, promotions, and other monetary incentives to light a fire

under their teams. But that strategy does not always all
ould be expensive.So if you’re looking for a more sustainable way to motivate your

ow for the company to hand out rewards all that

often, as doing so €

team

> Meetings with Leadership:
s are choc-full of brilliant ideas that could help the org

t fall under their jurisdiction, or they don’t feel they 1

anization, but perhaps are

Most employee

afraid to bring them up. Maybe their idca doesn
offer up that platform. In addition to moti
you could open the door to business dev

n1ave

vating your team with the opportunity

a platform to be heard. So,
elopment from

to make a visible impact and advance their career,

unexpected places.




1went Days

\t‘l \p“
n-mon
A other & great nc onetary incentive is time off 10 take a class or attend a conference. This ¢ 1
: workforce with a
vt ate YOUI WE new passion for what they do, and give them a boost of knowledge
et ;
qnothet option to boost your business, along with the individuals within it |
\L 13 1S Wil i |
[t's |
vant to ! : |
But you m ay want to keep this option open to non-work-related classes. as well. If your empiores |
. 10 rake & u‘\‘km\' class, that could PO\\lbl\ offer them a greater level of sersonal motivation NN
\\J. '
ﬂ OqU] o the desires of the indiv 1idual klI‘[’IO\g\ could be an even better strateg) for vOu
:\L“' NEE VNN \).--\:' . . )
g Bcnt‘ms of non-monetary incentives:
Let's take a look at some of the benefits of non-monetary rewards before we dive into our list of
C_\‘lmples.
» Youcan reward people (almost) immediately -
lav. most non-

Unlike a cash bonus or pay rise where you have to wait until the noxt paye
monetary benefits can be given straight away. Thismeans that people get recos enition oxactly
when they should, pretty much in real-time.

» They are memorable -

Being recognized in the workplace with, for instance, a reward, a lunchor a short trip

leaves a lasting, more positive impact with employees than receiving extra cash. It will make thewr
journey with your company a memorable one.

» They provide great value for money -

With non-monetary rewards, you can create a lot of impact without breaking the bank. A

good example of this is a peer recognition program. Financially speaking you don’t ne ed a lot of

money to set up such an initiative while the benefits are countless: from better cmployee

relationships and a lasting boost in engagement, o increase trust, performance and more.

» They help engage employees -
Non-monetary incentives like time off for volunteering, tangible rewards, or team outings

make for great talking points. They can be an excellent way for peopleto start a conversation and

‘break the ice’.

» They can help with attraction -

Money is important because let’s be honest, at the end of the day or should I say month

we all need to pay our fair share of bills. But often money isn't the main reason we stay at a

company or join one. The people we work with, our manager, the job itself — and yes, the non-

monetary rewards, they are the reason we stay. As such, non-cash incentives can be a part of vour

6




p

er branding strategy and be the deciding factor that makes candidates choose you over a

empl0?
Competitor.
They’re also better for retention -
An employee that stays with you because you’ve given thema pay-rise can casily be lured
way by another company. However, non-monetary rewards help you build a relationship with
a

employeess

which they won’t get at other companionship

They spark intrinsic motivation. They make people feel valued, give them room to grow,

.nd show them the impact they make on the organization.
and ¢

Cash isn’t the only way to reward employees. Non-monetary incentives help you keep

eople enthusiastic, motivated, and engaged. Let’s dive into the benefits of non-monctary
your Peop gag

incentives in more detail and explore the top non-monetary rewards your organization can offer.

1.9 Non-monetary rewards also make an immediate impact:

Rewarding employces with things like bonuses or pay rises can take time, meaning it loses some

of its impact. The best way to reward an employee is to do it straight away.

»

A 74

Non-monetary incentives have separability - Unlike cash incentive, these incentives are given
in small experiences or mental accounts, which is added to the employees’ total compensation.
Hence, it stands out and is easy to separate. It adds more value for the employees rather than a
cash amount, which they won’t even remember what they spent it on.
Non-cash rewards are more memorable and have an emotional value - An invested
employee will always find a non-cash reward more memorable and emotionally valuable. When
employees receive an award that they can keep and show or a trip they enjoyed, it adds more
emotional value to the reward.
Non-cash incentives are more acknowledge able and comfortable to talk about - Your
employees want to talk about the rewards or incentives they receive for their success and hard
work. Most of your employees might be more excited and comfortable talking about the lunch
they went to with their manager, their trip, or the workshop they attended, rather than any cash
prize.

Thus, monetary incentives increase an individual's desire to increasc performance and
concomitant pay.

In turn, this desire motivates individuals to exert costly effort because increases in effort

are presumed to directly lead to increases in expected performance.
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on-Monetary Rewards for Employees:

I'Ipxilil(‘ working = As a reward, offer your employees the OPPOTUIIYY 16 work frepe
e ' T

(heir hours around if they don’t already |,

| ave . -y I
5W”Ch : . ¢ the aption ,Arm/ businesss ace offer
i 19 parl of a hybrid working approach and more and more employers are becosing .
ER ‘ e are becoming more
Hle Wi cir working approach, However (hie o :
(lexible with th £ approg lowever, this leye] of flexibility can be sbimsted Lo

ployecs 8 a greal non-monetary reward option,

em

Give employees time to work on their own projects - Some companies offer this 45 a standard
: :nt, however it’s also a gre A A

pir of employment, als0 @ great non-monetary reward, People are motivated by the

Yy aeel ¢ ¢ ¢ o seviata s
(hings they 1€ passionate about, and employees appreciate the welcome opportunity to work on

(heir own projects.

fixtra leave - You could reward employees by letting them leave an hour early or giving thern

half a day off. However, you choose to do this should of course depend on y

our husiness needs

100, An carlicr finish on a Friday, later start on a Monday or simply some more time to take off

(0 use whenever the employee decides would certainly be a well-reccived reward.

Allow time to do volunteer work - Employces are rewarded with a welcome break out of the
office and a charitable cause reaps the benefits of extra volunteers, It’s also great for the
company’s image and CSR! Many companies do this and giving employees the option to chaose
who they volunteer for is a great way to make this reward even more personal.

One-on-one meetings - Reward employees by speaking to them one-to-one and asking them
what you can do to help them improve and grow. It’s a great opportunity to get some constructive
feedback on the way the business operates while helping an employee improve and showing that
you appreciate their hard work. Of course, meetings like this are common for many and used as
part of performance reviews, for example. However, lunch with a senior figure in the business
for example could be a good reward and could be beneficial for everyone involved.

Reward employees with more responsibility - Employees are motivated by the right amount
of challenge and responsibility. This will be a better reward for some employees than others.
Some employees may be happy with the current level of challenge and responsibility they have.

however, some may be looking for more responsibility or looking for ways to apply new skills
or experienced gained.



cryone know who o8 pawariine . : . e uid
Lot eveTy Yowrerewarding and what you'y rewarding them with = The shift
[ atdls I;‘,]bl 1l andd OFe remaote workim

[

2 have made 1t more Important than ever for companics

o utihze therr digital intermal commumcation channels. This is important not just to keen

everyone connected and, in the loap, but also for reward and recognition ton A centrahized

peward and recopnition platform ¢an help with this, giving your business a place for all you

company rewards, so your team can see who's been rewarded and what for.

Recognize your employees on social media - This is a great way to not only show your

cmployees you care, but your followers on social media too. Recognizing employees for personal

achievements 1s preat oo, Write a blog on their journey to achieve their goals or you could even
mterview themabout it 1t could be work-related, charity or fitness-related or anything that’s had
a teally positive impact on your staff in recent times.

Collaborative message from all employees - A handwritten “thank you” letter is one of the best
non-monetary rewards, but why not go one step further and get everyone involved? Maybe one
of your employees has gone so far out of their way that it’s recognized by all their co-workers,
hike helping someone through a difficult time or offering their skills and expertise without being
asked. I 50, pet everyone 1o write something positive about that person either in a card. on a
piece of paper or electronically, Gather everyone’s comments together and present it to the
person! It could be a card or it could be a framed picture.

Ask your employees what they’d like - It’s one thing deciding how to reward your employees,
but why not ask them what rewards they’d like? Would your employees prefer a company
organized games night as a reward or extra time off? Would they prefer the opportunity to work

from home over a social media post? What are their hobbies and interests?

1.11 Types of non-monetary incentives:

7 Flexible working arrangements: Allowing your employees to work from home on certain days

-

of the week or allowing workers to choose their hours is a great way to implement an incentive
program without any cost. This makes employees feel like their time is valued. and that it is
understood that they can be trusted to arrange their own working life.

Physical rewards: Whether it's something as simple as a thermos with a funny, personal saying
or something as extravagant as a set of golf clubs, there is significant emotional value that tends
to come with physical rewards. Another benefit is that they are easier to tie to the company.
Whether you invest in branding them or not, they have an emotional link to your company,

meaning that their value and the employee's value of the workplace are connected.

9




.neriential rewards: Givi
Fxpertt < \IVINg your ¢
cmployees

Ly a unique experienc & '
8 ~ X ‘ € cxperience 1s one of the most glic
ways to ereate positive memories P ¢ 15 one of st eff

associated w

ith your o g

. . rganization. This could be a trip to Pa
day at the spa, a cooking class - E ] ld be a try

a day ; g class, Or Just about anything e}se vou on hi 1 bast dome
’ y 4 an think up. This 15 best donc
when you find out what yoy . . .
figs vipioyes Passions are, which also will show them that you are

interested in who they are ag 3 person

Growth opportunities: So; i

oy d ed ; me of the studies mentioned above show that career development.

_ . e

training, and education opportunities are among some of th
E 8 €0 ne

1

ks o Pl T most highly prized benefits a
company cd er. Ihe tangible benefits of helping an employee forw
g 3 ory

the potential to earn a promotion, are clear. How
s ‘CVET,

ard their career, such as
| | l investing in employee growth and
development also shows that thei g s
e ’
Ir place in the company in the long term is valued, as w ell.

Recognition and praise: This i 5 i
g his is best combined with one of the incentives listed above.

Recognition for staff who .
have been working hard can mean a lot to them. This can be

handwritten notes, g

thcCl

-
i

weekl] i : . . .
y emails showcasing top performers in the business, or mentioning

success in a team meeti ' ; .
R ceting. It reinforces the emotional impact of the non-mongtary reward they

received.

1.12 Advantages of non-monetary benefits:

>

Good fringe benefits attract millennial - If you're looking to attract fresh talent, especially
those who are newly graduated from university or graduate school programs, tfringe benefits are
a great place to start. Unique office perks, wellness initiatives, and CSR programs are especially
exciting for the youngest professionals on the market.

Non-monetary incentives are trending right now - Just look at major tech giants like Google —
fringe benefits are incredibly popular right now, and companies that offer the most
comprehensive and out-there benefits packages get a lot of free press for their efforts. Ona smail
company scale, these incentives make your job listings really stand out when compared with
your competitors’.

Many of these incentives are inexpensive - Yes, you could spend a fortune on an in-oftice
movie theatre... but for the most part, non-monetary incentives can be implemented with a faurly
low-price tag. Subsidized gym memberships are one example—as well as high-quality employee

recognition programs, which arc made less expensive by their fantastic ROL

1.13 Disadvantages of non-monetary benefits:

Incentives are given to employees way off appreciation. Same time it have some of

disadvantages too, like given bellow
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‘ \‘_imwln‘ﬂ\\“““"‘l POINLS system or team «

”L\\l, | Jem or team fetreat doesn'y generate enough excitement to be
[ 3 Rt ¥ l : l " ‘ ‘ .
pective. With fringe benefits, you really ha, \

offec dify | youreally have to know what's valuable and important to your
amployees—an if you get it Wrong, you could be y

SHEEREN asting your money.
Full parlmp'.ltmn Isnt always guaranteed -

SRk Money talks— but non-monetary incentives tend
o be alot less persuasive. Your team might not be

s motivated by the rewards you're providing,
if that happens, your employee eneqoe ,
and 1 : ployee engagement metrics might not change in any meaningful
way.

on-monetary incentives cg I
Non an be an organizational nightmare - If you aren’t in love with

IR and accounting staff. vou'll w
your | g staff; you'll want to get those teams into shape before taking on a whole

»st of non-monetary incentives. Paperwork is 3
he tperwork is abundant for many of these programs, and some

wquire an unbelievable :
require an 1t evable amount of behind-the-scencs organization if you hire the wrong

companics.

1.14 Purposc:

< Non-monetary reward sy S .

2 Non-mc ) rd systems are meant to increase employee performance and
motivationand bolster self-esteem in the workplace

& Non-monetary reward systems tend to increase productive competition among
employeesstriving for the reward, resulting in gains to the companys bottom line.

% To be effective, non-monetary reward systems must be fair to all employees and
avoidfavoritism.

« Ifemployees view the rewards as skewed or unattainable, they might lose motivation toward

their job and refuse to participate.

1.15 Latest trends in Non-Monetary Rewards:

Traditionally, financial reward has been the main-stay of employee motivation strategy. ;
However. this has changed in recent years, with employees also seeking non-financial rewards to provide i :
them with more flexibility and regular recognition within their working lives. Non-Monetary Reward ]
specifically has been identified as ‘the primary vehicle in attracting and retaining talent’ and a ‘key
motivator and driver for employee engagement’.

Incentive and recognition schemes




Both incentive and employee recognition provide !

managers with cost-gffective i€

L

_ow their teams to perform, while embe y
m(,“\.llll\f; I hile unhuldmg a positive culture of regular rews

penition. The key differences between the two appro :
reete

aches are highlighted below

Int‘t‘"‘i"“ schemes:
Reward future results

. Based onspecific performance measures and targets

. Required a structured framework
[«)nll‘l")'cc recognition schemes:

o Reward retrospectively

o Based on improved standards of performance, but not specific performance. meas e

e Require a less formal approach.

[ncentives schemes:

Incentive schemes work by motivating teams to achieve specific results in the future. such as
increased sales or improved customer feedback. Generally, the manager identifies the scheme’s
overacting aim in line with employee, customer or organizational needs before communicaling
individual performance measures and timeframes to the workforce, along with details of the reward
itself. If the scheme is planned to run over a lengthy period, consider offering interim rewards in order
to keep the scheme’s objectives fresh in employees’ minds and boost their motivation throughout the
course of the scheme.

Reward:

The reward itself is generally decided by the manager. ahead of the incentive schema’s
implcmcntalion. Clearly the budget available will play a part in this decision, but whenever possidlz, the
reward should reflect the value of the achievement of the organization. It should also be something tha
the employee will appreciate and value. Consulting with the workforce prior to implementation will
result in a clearer picture of which reward would most motivate the team to perform well in an incentive
scheme.

Retail vouchers:
These can be useful for controlling cost and also allowing the employee flexibility to select their own
specific reward.
v" Paid time off work: This incurs little financial cost to the organization but will hold
significant value to employees. According to the level of achievement, a whole day ot

a half day or even a long lunch could be rewarded. Manager offering this incentive



should ensure they have enough resources available to allow the successful employee to

make use of their reward at an agreed level of notjce.
v/ Team rewavds: These are particularly effective for rewarding team success. Offering
rewards to individuals rather than teams can, in some groups, lead to a climate of internal

competition; team rewards are a useful antidote to this and encourage employees to wark
together toward a common goal,

gmployee recognition schemes:
Employ+

Employee recognition schemes provide managers with a system for rewarding performance,
aelivity or behavior after it has taken place. Although a formal framework is not usually required to

administer an employee recognition schemes, managers should consider the following in order to
|
maximize its effectiveness.

v' Plan ahead: Having established the scheme’s aim, identify relavent performance

measurements in advance of its implementation. This will afford managers increased

control over the scheme and objectivity when deciding who to reward. l
Frequency of reward: The management should Plan the frequency of giving reward |

under employee recognition programmer. As with incentive schemes. consider oifering
interim rewards to maintain interest if the scheme is going to run for a while.

Who to reward? Rewarding the same employee repeatedly can alienate, others and

{
ﬁ

impact negatively on their motivation to participate. By identifying a range of
performance measures from the outset, managers should be able select a 'winner' from a
small but diverse group of employees who Have all excelled in diffcrent areas. Adopting

this approach should ensure a different employee can be rewarded each time the scheme
runs.

Flexible working:

"Employees who are satisfied with their work-life balance and those on flexible contracts arc
More engaged with their work than those who are dissatisfied or not working flexibility." It is widely
acknOwledged that flexible working a framework that allows employees to achieve a more effective
York-life bajance can play a significant role in terms of improving engagement and retention. Flexible
Wlorking Programmed vary from company. However, many include one or more of the following
Clemengg

Flexible allows employees to arrange the times they work themselves within prescribed limits,
€-8. core hours.

L
3
?
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St weered hours: Employees have flexible start and finish times, but don't accrue extra hours
,\mmnhzcd hours: Employees commit to working a set number of hours per year rather than per
\\CC!\'
partime working reduced hours: Employees are contracted to work for only a certain part of
at orking W eck/month/year, and are paid on a pro rata basis.

Cpn‘sprcsscd hours: employees are contracted hours over extended days but a shorter working

week of month.
, RemoteOr mobile or home working: Employees work at a location other than a traditional office.
, TIME offn lew: Allows employees to take paid time off as compensation for extra hours w orked
d is often given instead of overtime pay.
Total re¥ ards:
A total rewards strategy 1s Designed to improve employee engagement levels by promoting
oepCt understanding of the organization’s total investment in cach employee. In total reward

eqvironmentss reward is communicated as a package which does not just include salary. bonus and share

options hut also non-financial benefits such as:

. Learning and development opportunities.

. Membership of professional organizations. Subscriptions to professional publication.
. Private medical insurance.

o Private dental care.

o Gym membership.

o Subsidized meals.

Job design:

The process to systematize the tasks, duties and responsibilities is called job design. It airas at
enhancing employee satisfaction and accomplishing organizational goals by designing the content,
methods and connection of jobs, according to the aptitude and abilities of employees. A well-designed
job can increase the employee morale by reducing the monotony and repetition of work the job design
can be improvéd by implementing the HR intervention like job rotation, job enrichment and job

enlargement. These interventions are helpful in terms of creating a challenging work environment with

varying the job aspect which enhances the employee motivation and productivity.
Flexible benefits:

;

A flexible benefits scheme offers employees a range of options form which they can select or
‘trade’ : ooy
, . It provides them with the opportunity to create a personalized reward package which is valuable
- and .
meaningful to them and their lifestyle.

14
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1.1

658"

ment of problem:

| are the most important resource i,
e
peop

in terms of success and failure,
a

an organization. Therefore, employee’s motiyation i
C[’Ucl

il monetary and non- monetary motivation is crygig] in any org,

anization. Including Apollo
tics solutions private limited,
i

mgis
Although both monetary and non-monetary motivations are crucial,

the utilization of non-
petary motivation is not adequate,
mo

Many studies have been conducted concerning the wtjl;,
a D
i

ation of non-monetary motiva
little concern on related challenges,
i

ton with

apollo logistics solutions private limited, for example, is a complex organization which needs a
ariety of motivation, especially flon-monetary motivation which in 1y
A}

m may replace monetary
motivation.

Thus, with this background information thig study intends to examine challenges in applying
non-monetary motivation in Apollo logistics solutions private limited.
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The
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T l” welary

ces In ALS Tuticorin Pri e
rin Private limited, benefits on

gary objective

To critically evaluate the impact
e pact of non-monetary benefits on employ
motivation- yees performance thro
nan u(:-h
To determine which non-monetz
’ ctary benefits motivates the employ :
fimited. ployee of ALS Tuticorin Private
To know the satisfactory le
= ry level of employees towards non-monetary benefits off
To identify how the non-monecta S
ry benefits stimul
ates employee commi
mmitment at work.

To investigate the importanc
P ¢ of non-monetary benefits at ALS Tuticorin Privaie limited
Coiimited.
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r

g qeope of the study
8!

The study Was done at ALS Tuticorin Private limited, the approach to the study has been made
(he view point of the employees,

)\
1 The study has helped to Tearn the various aspeets of non-monetary benefits that helps increasing
the pcrtbrmuncc of employees. As proper recognition given to employees it makes them dedicated to
work in the organization. This study will help the management 1o know about the various non-monetary
ponefits (hat helps the employees o retain in the organization,
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19 Limitations of the study

v

As the study 1s imited to Apollo logistics the results cannot be generahzed

The results cannot be compared with other companies because of the variation in the HR policies.

work culture and employee competencies.

The sample s1ze 1s hmited to 50 emplovees only.

Time was one of the major constraints.

Some respondents have not revealed accurate answers,

Seme of the replies of the respondents may be biased.

W TN g g g

Respondents had marked the answer in questionnaires which may be society meorrect

irrespective of their actual feelings
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COMPANY PROFILE
ALS TUTICORIN TERMINAL PVT. LTD.

1.20 [ntroduction:

Apollo Logistics Solutions (ALS) Established in 2009, it is an Integrated I,O-giSliCS. Snl:lm::
jer and a 90% subsidiary of Apollo International Limited (AIL). Raaja Kanwar is the founder
Pf""'dt:‘;‘cmmmm] Limited, a part of the Apollo Group and a rapidly growing company i itself. It wi:»
A-POI::I (0 venture into something new and challenging that made him choose to lead Apollo Gr?l'p;
hI.SZIrsiﬁcalion plans instead of his natural progression into the tire business. The companbf prowdcs. cnq
:tvcn;i integrated logistics services through its strong global network spread across .mulu[:le 10:::::]65
with the vision of being a leading integrated logistics solutions provider with multimodal cap

d a wide geographical reach, ALS has achieved a strong position in a short span of time.
and a

Apollo logistics solutions (ALS) Tuticorin Terminal Private Limited is establisheld in 20 June
2017. 1t is under the company of Apollo International Limited. It is registered under Taml.l Ao, §hop
and Establishment Act 1947. Mr. G. Suryanarayanan, Head CFS (South India) am.i the vnée-presnd.enl
Mr. Soji Thomas of Apollo Logistics Solutions (Tuticorin) inaugurated its Container Freight Station
(CFS).
1.21 Vision;

“Excellence delivered by catalyzing global commerce.”
1.22 Mission: : s i o
“We are professional, people centric, integrated supply chain solution specialist with global presence,

i iness ocus ir core activities.”
driven by a strong brand lineage enabling businesses to focus on thei a




123 Vlilestones:

cnrpnrﬂll' el
«tablished a remarkable identity for itself within the country and globally. Despite the wide
L ‘

und
geogh
thr
017

2016

2015

2014

2013

2012

2010

The

;]Ph

ical span of operations, it successfully maintains a professionally managed environment

Apollo Group is a diversified and reputed business house established in 1972. It is a leading

ity with a strong foothold in multiple industry segments. The group has come a long way

oughout its network.

In partnership with China’s Singamas, ALS brings customized liquid Logistics to India.
Joined hands with Indian Railways to provide cost-effective and spill & waste proof
solution.

ALS acquired majority stake in Wi-fin, a boutique IT firm.

Operations commenced at Kashipur ICD in the northern part of India.

In advanced stage to increase 3PL business with footprints in Africa.
Commencement of construction for CFSs at Kattupally & Tuticorin.

Acquired controlling stake in UAE based 3PL company Clarion, with presence in 20
countries.
Joint venture with India Glycols to operate a terminal at Kashipur in the Northern part of

India.

Acquired Kailash Shipping Services, a container freight station near Chennai port in

South — East Coast of India.

Forayed into 3PL segment with controlling stake in joint venture with Fieger Logistics,
a German based frontrunner in the European logistics business, with a legacy spanning
140 years in this domain.

Acquired 10 acres land at Kattupally at cast coast of India for future Terminal,
Acquired 40 acres land at Moradabad, northern region of India for future terminal.

Apollo Logistics Solutions Limited Commissioned Container [reight station at Pancl,

Mumbai, west coast of India. Spread over 50 acres of land.
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jsiness Process:

fmport Process:

»
»

A foreign partner sends the per-alert of shipment details along with copies of the Bill of Lading
Check if contents of Master B/L as per specimen and House Bill of Lading tally. In case of

discrepancy inform foreign partners and ask them to correct the same

» Check with Liner agent on ETA of vessel and inform the custom house agent.

Y

Submit Master and House B/L to the shipping line for filing the manifest, within 48 hours before
the arrival of the vessel.

Obtain Import General Manifest no (IGM), and line no, form the shipping line and pass on the
same to the custom house agent within 24 hours upon receipt of the same from the shipping line.
Issue cargo arrival notice to the CHA within 48 hours before the arrival of the vessel.

Inform shipping line to move the containers to the designated off docks CFS after checking with
the Camper, 1f required.

Collect freight and other local charges wherever applicable and handover the same to accounts
department for remittance.

To issue release order to custom house agent after collection of duly discharged original house
bill of lading with all relevant endorsement such as bank, if bank is involved, consignee and

custom house agent after collection of relevant charges.

Export Process:

Receive rate enquiry from foreign partners if applicable.

Check with local shipping company’s Break bulk operators consolidate and negotiate ocean
freight.

If shipment is FCL (Full Container Load) then request for allotting the container is sent to the
shipping line and once the plot permission is received than the same is handed over to the
shipper’s CHA.

Shipping Bill is important one during he export process

Unloading in warehouse.

> Stuffing process is to be carried out.

23
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| 27 CKS Profit:
» Handling charges
o Manual (Man Power)
o Mechanical (Forklift)
» Ground Rent
» Additional operations
s Reach Stacker,
o [Escort Crane.
1,28 Manpower of ALS:
o Stall - 40 members
o Operators - 24 members
o Contact workers = 50 members
e Sccurily - 16 members

» louse Keeping = 16 members

1.29 The factors that make ALS a preferred name for partners, associates and
clients are:
Ancestry of more than 4 decades:
» Part of Apollo Group, a widely renowned business conglomerate with diverse operations
around the world.
» Nurturing Entreprencurship through Partnership approach- 2 international JVs and
acquisition of an Indian company in first few years of establishment,

» Offering end to end integrated logistics solutions

Y

A wide range of service offerings in CFS, ICD. Freight Forwarding, Custom Brokerage,
Seccure Transportation and Contract Logistics
» 2 CFS with a combined area of 59 acres of developed and future development premises
» 26 Warchousing Locations and over 3.5 lac sq. Ft of warchousing space
» Remarkable annual growth of 30% in TEUs
»  Affiliations received from renowned entities such as FICCL CHL IACC
Where Global Presence across countries:

> Domestic Presence across 26 key locations &
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SPL‘CUL'““‘ approach towards building a strong supply chain across the globe

Bringing technological excellence to Logistics business

\alue added service offerings

Secure, Efficient and Timely deliveries

Strategic growth plans to develop 8-10 Container Freight Stations’ Inland Container depots
scross India and enhance capabilitics through partnerships and acquisition of logistics

companics

alue, More Efficiency:

Expertise in Container Handling

project Handling Capabilities

Owned Custom Broker License

Dedicated staff at all major ports (including ICD and CFSs) and airports of India
Qualificd staff (Rule 8, Rule 9 and Rule 20 personnel) for customs

) " “ " - " . N . . - . .
B to B"and “B to C” services offered to customers in association with Freight Forwarding

and Contract Logistics Te

27
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CHAPTER 1
REVIEW OF LITERATURE

. is any means that makes an employee desire fo do better, try harder and expend more
: Non-monetary incentives  such as participation in - decision making, verbal or wrilten
N“I,}u;ulll“‘ of good work ete. are the kinds of incentives that do not involve directpayment of cash,
“:‘lﬂmw of this study is to demonstrate o hat extent non-monetaryincentives are utilized in the

e | :
flic sector of Turkey and whether non-monetary incentives havethe potential (o increase (he miotivation
ipite

k blic employees as much as the monetary incentives.
:,l |1l| ’

According 1o the results of the study, most of the employees think that the level of utilization

(e non-monetary incentives in their organization is inadequate, Also, the findings supgest that they
)

Jue non -monetary incentives as much as monetary incentives,
i

Thus, within the limitations of the survey study, it may be concluded that non-monetaryincentives

jave the pnlcnlinl (0 increase the motivation of personnel in this public organization.

1) Cheema, Shujaat, & Alam, (2013).

Motivated employees are the most important source of growth of an organization, Incentives are
lie strongest factor of motivation for the employee as it is their bread and butter which they earn for their
nilies and for themselves. Besides the monetary benefits, non-monetary benefits also play significant

ule in encouraging the motivation level of the employee.

They observed their research on commercial banks in Karachi, and learned what methods the
Simercial banks are following to keep their employees motivated through non-monetary incentives in

s competitiye market.
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CHAPTER I11

RESEARCH DESIGN AND METHODLOGY

3. ln""dumon: :

Research methodology is the systematic way to solve the research problem. It given an

about various steps in systematic manner. The rescarch method of the study explains the
ied

ematic WY of finding to the predetermining objective .This provide the clear path to
gysiel

' np[h-h and achieve clear solution for the problem stated.
Jgu)l

3.2 Research design:

A research design 1s considered as the frame work or plan for a study that guides as well

sshelps the data collection and analysis of data. The rescarch design in this project is discipline

mnalUFC

13 Sample design:

By adopting random sampling method, a sample of 50 respondents was selected

fom Apollo logistics solution. And the questionnaire was distributed to get the primary
data from them.

34 Construction tools:
Population:
There are totally 100 employees working in the organization,
Sampling size:
Out of the total population for the study a sample size of 50 respondents were selected.
Sampling area:
The rescarch was conducted at Apollo logistics solution pvt Itd, Tuticorim.
Sampling procedure:

fhe research was made by the survey in accordance to the convenience of the employees.

- , . . '
Gsampling technique used was convenience sampling. i
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patd collection:
A

1o ;‘L.k-mnplish the objective of the study both primary data and secondary data were utilized.
7

primary Jata refers to the collection of first hand data .The information was collected from

qt by
. rc.\‘i’olld‘ nt b

l .
A structured questionnaire

Observation
[nterview and direct conversation with the measurement

. gecondary data:

A past from primary data collected the data was collected through

Text books

Records of industry
Journals from library
Academic report

Webster

1,6 Tools for analysis:

After the data have been collected .it has to be analyzed the data obtained from the
questionnaire is consolidated .Tabulation is a past of technical procedure where in classified data

are put in the form of tables .two tables obtained should be analyzed with statistical technique and

fols so that interpretation would be precise.

After internship the results suitable suggestions are given .the statistical tool used for

analyzing the data collected are

Sample percentage analysis
Bar diagram
Pie chart

Chi square
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Chi squate =) (O 2
I.
¢ Null hypothesis:

Ihere is no stpnificant relationship between age and the abilities of teamworl sf o

joning the company.
¢ llypothesis:

There 1s significant relationship between age and the abilities of teamwork afier
joiing the company,

¢ Anova:

The anova test is performed by comparing two types of variation the variation between
sample means as well as the variation within cach of the samples, I the p - value is less than 0.05

the analyst reject the anova test and vice versa,

I | M 0 P — . . '
eieare three types of anova test ~ one way analysis anova, two way analysis anova and n
I‘ﬂ)’illlillygl‘s of variance,

!

Fnrmulnc_

]
:
f
E

o MST/MSI:

32




analy sy

11 ame work
'\,I.F..nhup (he study of
1y
1 syne
| Iy
gl h\\lmn View of the project I g
| &6
k e dat g
. y ‘ '
I.llm!.lln tl.\\\lllt d and ullhll\'fl'(| 0 sinns e
‘ - i the basis of gl M) primary
e % b wnil &
s.\h‘“""h']“ﬂ‘: [P ““‘lly‘, . troitigio sels § veye beny
v . ¢ "H,s ;“"’ i ol
e &d Wy
wthoud —
II“‘ t'”“((‘ll'\‘ data Wt :
¢ nnal
yvoed |
o
i
Y e Iullnwmp
bl
Alisti
IGI {oe
)i‘i ]
el
v [u o
nta
y‘l

‘n‘].ll | ‘In\l " \hl\ »
l l‘] i lhl"l l’kl' l‘“ l
1o
l 5 ‘ Pll'. ) l L]
N 13 'l [&
N v '{

1 period of the study:

th‘ “l\l‘ ‘
N \ ht l ) \l‘
b 15 e ¢n col (& .
- “ll ] i
I
I - lh.(, l)('l" '
Yl ran
ot p”‘p l'l) ‘
¢ fuiar { \ ¥ l 5
ot y i 4
) / 4}
| LE :,~ 'j




CHAPTER IV

L



CHAPTER 1V
DATA AN/
ALYSIS AND INTERPRETAT
ION
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TABLE 4.1.1

TABLE SHOWING THE ASSOCIATION BETWEEN AGE AND NON-
M()NETARY BENEFITS HAVE A POSITIVE EFFECT ON THE WORK.

. PARTICULAR NO. OF PERCENTAGE
ﬂﬂi’ RESPONDENTS

Eﬁ/’/ — Strongly agree 27 54%

| /////” Agree 12 24%
[ — Neuml 7 14%
;i//j/// xR Disagree 4 8%
e Strongly disagree Nil ¢

B 1 ///// gt Total 50 100
%ﬂﬁﬁnry data

5 ||\'P(,)TIIESIZED ASSOCIATION BETWEEN THE AGE AND NON-MONETARY
INCENTIVES HAVE A POSITIVE EFFECT ON THE WORK BY USING CHI-SQUARE
E 2 TEST.

?HO' There is no significant association between age and non-monetary incentives.

fl: There is significant association between age and non-monetary incentives.

]

Age * Positive effect of non-monetary benefits on work performance?
Cross-tabulation

Positive effect of non-monetary benefits on
work performance?
1=Strong 3=Neulra 4=Disagr
ly agree  2=Agree | ee Total
Awe 1-20- Count S L ) Ll 19
30 9% within Age 100.0% 0.0% 0.0% 0.0% 100.0

0

Y within Do you  70.4% 0.0% 0.0% 0.0% 38.0%

agree that the

non-monetary

benefits have a

positive effect on

your work

performance? ] B L 5 S
by OMTol T 3gow  00% 0% 0% 38.0%

W= Count ‘ ) 3 o e S 1
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727%  213%  0.0%  0.0% 100.0

e ADS
o, within /2

%,
A L Do you 29.6% 25.0% 0.0% 0.0% 22.0%
0, W itht
agree hat the
nnn—mmw“‘ry
penefits have .
pnsi”"c c”CCl on
your work ;
* erformance’ I ERIRRSSEA,
| cTotal 16.0% _ 60%  0.0% 0.0% 22.0%
ﬂ-'” O - . -
Count 0 e 4 ] 0 10
P itin AR 00%  90.0%  10.0%  0.0% 100.0
;“ 0 o
. 4 BT L ThRe e 70
| o, within Do you 0.0%  75.0%  14.3% 0.0% 20.0%
: 2l
| agree that the
g non-monetary
F benefits have a
positive effect on
; y()uf WUl']\'
E pcrﬁ)rmilﬂCC? AT MY N S
" v of Total _0.0%_ _ 18.0%  20%  0.0% 20.0%
4-50- Count Bl o _Q,_‘__,w__AQ___,___“J_,_ 6_ s 4 10
60 "% within Age 0.0% 0.0% 60.0% 40.0% 100.0
RGBT . %
% within Do you 0.0% 0.0% 85.7%  100.0% 20.0%
agree that the
non-monetary
benefits have a
positive elfect on
your work
performance? AT
7o of Total _00%  00%  12.0%  8.0% 20.0%
Count Lo ey 12 7 4 50
% within Ave Lo ¥ W 7 e 3
g 54.0% 24.0% 14.0% 8.0% 100.0
0/
0
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; e I 100.0% 100.0%  100.0%
n;rcc hat the
nnn-nmnclury
hcncﬁts have a
posili\‘c effect on
your work
iwcrlm'muncc?

0, of Tolill 54.0% 24.0% 14.0% 8.0%

100.0
%

100.0
%

Chi-Square Tests
Asymptotic

Significance
Value df (2-sided)

PO E——C

aanon
::}:(\]ihoml Ratio 824031 L S 000
| ncar-by-Linear 40.053 1 .000
issociation
Wof Valid Cases 50

I‘. 12 cells (75.0%) have expected count less than 5. The

inimum expected count is .80.

Symmetric Measures

L Approximate

: Value  Significance
\ominal by Phi B 1261 000
ominal Cramensees  .728] .000

"of\"alid (Cases 50

37



Bar Chart

8 ,.20.30 2=30-40 3=40-50 4=50-60

Age

RPRETATION:

The non-monetary benefit is not accepted with the age which is inferential testing and p-value

160,000 that is statistically rejected value at five percent level of significance. Hence the hypothesis

Hence there is no significant .- ¢ w.on between age and positive effect on non-

'5"~ netary benefits.



TABLE 4.1.2

S /ING THE TRAINING NEE
",\Bl,l-h"()“ ING NEEDED FOR &
; pRODUCTIVITY AND ,.FRF('::{';;(;R ENHANCING

: CE. 5

I,"\,li;‘;l—(-.lll AR NO. OF RESPONDENTS
‘ S,.\n (\“rnl’;l:wly = i PERCENTAGE
: ; l*iﬁi/i/:l/l ly agree 3 -
— Neutral i X
; _+— Disagree g :::::
k. o Unsure Nil
1 < T Total S -
. 100
g ey
CHART 4.1.2

CHART SHOWING THE TRAINING NEEDED F
OR ENH
PRODUCTIVITY AND PERFORMANCE. ol

Unsure 0%
Disagree [ 10%
Neutral S 14%

Partially agree

Completely agree

80

ts completely agreed with

of the responden
0% of the respondents disagreed

Fro
g m the above chart, it can be inferred that 60%
IS must :
st for enhancing productivity and performance and 1

With traip:
lllng is mus
ust for enhancing productivity and performance.
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TABLE 4.1.3

TABLE SHOWING THE METHODS OF TRAINING

INFERENCE.

Used 10 the employee.

PARTICUL NO. OF PERCENTAGE
AR RESPONDENTS
-— On the job 40 R0,

OfT the job 10 20°,
= el Nil -
e T 50 100
rimary data

CHART 4.1.3

CHART SHOWING THE METHODS OF TRAINING
On the job Off the job = Both

From the above chart, it can be inferred that 80% of the respondents stated that on the

' faining method is used and 20% of the respondents stated that oft the job trammng have
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TABLE 4.1.4

TABLE SHOWING THE TRAINING PROGRAM THAT IS
BENEFICIALTO THE ORGANISATION.

PARTICULAR NO. OF PERCENTAGE
RESPONDENTS
s To increase productivity 8 16%
3 Reduction in cost o 14%
To develop a sense of 24 45%
3 responsibility among the
employees
Improve employee employer 11 22%
relationship
Total 50 100
s” ree: Primary data
' CHART 4.2.4
CHART SHOWING THE TRAINING PROGRAM THAT IS BENEFICIAL
s TO THE ORGANISATION.

Toincrease productivity Reduction cost To develop a sense of  Improve employee employer
responsibility among the relationship
employees

INFERENCE;
From the above chart, it can be inferred that 48% of the respondents stated that
(e elo . -
PIng a sense of responsibility among the employees training program becomes beneficial
14y, J S
® of the respondents stated that it increase productivity in the training program

Becomeg .
4 beneficia] 1o the organization.
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TABLE 4.1.5

; A8 1 ol T AnovA < AGE AND THE,
lmw 1 wn OF K Ml'l OYEES TOWARDS RECOGNITION.,

nsFAC Slali o
4 PAR'I'ICULAR N(). ()l" PE, RCENTAGE ‘;
_NO RESPONDENTS
& SRS i
Highly satisfied 4 22
: — gomewhat satisfied 8  16%
¢ NS R 23 50%
3 ; ]
Somewhat dissatisfied 9 1 4%
4
: ~ Highly dissatisfied 4 8%
Total 50 100
Source: primary data
' B ‘AnO\lA— AGE AND SATISFACTORY LEVEL OF EMPLOYEES
E TOWARDS RECOGNITION BY ANOVA.
ANOVA
The satisfactory level of recognition in the organization.?
Sum of Mean
Squares df Square F Sig.
_'etween 33.954 3 11318 34.647 000
Groups S B
nhm Sl  15.026 46 327
I Total 48.980 49
Age
Tukey HSD
AT you satisfied with the Subset for alpha = 0.03
8C0gnition you receive in
e or JaNization? N 1 0 3
1 ngh]y satisfied 4 it 00
sonlt'whdl ﬁd“sjlbd e -—HWVS'- | ESRTE _i- 00 i RS S ¥;
=Neurg B ———
ESome - e e e
- gh:whﬂt 8¢ ‘“5116(1 g ik < Lel e e
;“_!: Y dl“ﬁtlsﬂed , E e 4 ¥ gt ok, 4.00
Meang 1 1.000 1.000 852

or groy
Ps in homogeneous subsets are displayed.
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. Mcan Sample Size = 6.442,

onic v : i ’
55 parm 68 Are uncqual. The harmonic mean of the group sizes is used.
§1ZL0 ¢

¥ e grovP | are not guaranteed,
R error 16VC"
TP

40

35

a0
2
% 25
;

20

I
15
10
i 1=Highliy satisfied ~ 2=Somewhat 3=Neutral 4=Somewhat S=Highly
satishied satisfied dissalisfied
Are you satisfied with the reconition you recelve in the organisation?

INTERPRETATION:

The satisfactory level of employees towards recognition is not accepted with an age which is

implied by inferential testing and f value is 0.000 that is statistically is not accepted value at five

percent level of significance.

NOTE,:

'MC;];ricii;‘S;: significance dl/fé‘zﬂa‘lcz.}n f_‘w, W{SJ@ Cf@”j leVvel bf

of emPloyg,  baged on aje.
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TABLE 4.1.6
ARLE Sll()WING THE GOALS GAINED BY IMPLEMENTING RECOGNITION
TABL: PROGRAM.
“PARTICULAR NO. OF PERCENTAGE
—GNO RESPONDENTS
k. To create a positive work [ 22%
= | environment
17" To motivate high 25 50%
=2 performance
/i/— < 1A "f() increase retention or 9 18%
decrease turnover
//4/ To increase morale 5 10%
_— | Total 50 100
Wﬁmm‘y data
CHART 4.2.6
CHART SHOWING THE GOALS GAINED BY IMPLEMENTING RECOGNITION
PROGRAM.
TO INCREASE MORALE
TO INCREASE RETENTION OR DECREASE
TURNOVER
TO MOTIVATE HIGH PERFORMANCE
TO CREATE A POSITIVE WORK ENVIRONMENT | ‘?
| I ‘} i
0 10 20 30 40 50 60

lNFERENCE

¢ high performance and 10%

eCl’Easc
trnover by implementing the

F ; Y ik : .
fom the above chart, it can be inferred that 50% of the respondents felt that it

of the respondents felt that it increase retention or

recognition program.

BT T T T ——




TABLE 4.1.7

| £ SHOWING THE ASSOCIATION BETWEEN
AR OB SECURITY MOTIVATES EMPLOYEES
; EFFECTIVELY .

THE GENDER AND
TO PERFORM

— PARTICULAR NO. OF PERCENTAGE
RESPONDENTS

Strongly agree 30 60%
Agree 8 16%
e Neutral 4 8%
" Digages 5 10%
Strongly disagree 3 6%
Total 50 100

o T
Source: Primary data

pYPOTHESIZED ASSOCIATION BETWEEN THE GENDER AND JOB SECURITY
MOTIVATES EMPLOYEES TO PERFORM EFFECTIVELY BY USING CHI-SQUARE
TEST.

HO: There is no significance associated between gender and Job security motivates you to perform

gffectively.

' HI: There is significance associated between gender and job security motivates you to perform
effectively.

Gender * Do you feel that job security motivates you to perform effectively?
Cross-tabulation
Do you feel that job security motivates
you to perform effectively?
1= Strongly

Gcnd\ agree 2=Agree 3=Neutral Total
d I:Ma]e Count ik eale 93, 30__' ok Q_»__ N 0 B _‘_-7’_Q_
% within Gender 100.0% _ 003 0.0% 100.0%

D Vot fee] 100.0% 0.0% 0.0%  60.0%
that job security
motivates you to
perform effectively?

45




oy of Total 60.0% 0.0% 00%  60.0%
| pemale Count 0 10 0 ”
"' o, within Gender 0.0% 50.0% 50.0%  100.0%

0, within Do you feel 0.0% 100.0% 100.0%  40.0%

{hat job security

motivates you (o

perform effectively?

o, of Total 0.0% 20.0% 200%  40.0%

(‘ount sl ) 10 50)

o5 within Gender 60.0% 20.0% 20.0%  100.0%

% within Do you feel 100.0% 100.0% 100.0% 100.0%

that job security

motivales you (o

perform effectively? B &

% of Total 60.0% 20.0% 20.0% 100.0%

Chi-Square Tests

Asymplotic
Significance

, Value df (2-sided)
rson Chi-Square 50.000° 2}, 000
fihood Ratio 67,3014l ]
r-hy-1mear 41.344 ] .000

f Valid Cases 50

;  cells (33.3%) have expected count less than 5. The
inimum expected count is 4.00.

Symmetric Measures

Approximate

Value  Significance

B 1000 00
Cramer's V. 1.000  .000

[Valid Cages 50
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Bar Chart

Do you feel
that job

: security

motivates you

i to perform

i effectively?

: B 1= Steongiy agree
: .::’-.’,"‘u‘:
B 5=)ic 13l

RSN

1=Male 2=Female

Gender

INTERPRETATI ON:

A job security motivates you to perform effectively is not accepted with the gender which is
inferential testing and p-value is 0.000 that is statistically rejected value at five percent level of

significance.

NOTE:

There is no significance association between gender and the job security motivates
employees to perform effectively.
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TABLE 4.1.8

TABLE SHOWING RESPONSES TO NON-MONETARY BENEFITS THAT
INCREASES WORK COMMITMENT.,

4
4
!
3
3
;
]
;

 PARTICULAR NO. OF RESPONDENTS PERCENTAGE
Strongly agree 30 60%
AEEAE 10 20%
~ neutral 5 10%
Disagree o 6%
Strongly disagree 2 4%
Total 50 100

;' Source: Primary data

CHART 4.2.8

CHART SHOWING RESPONSES TO NON-MONETARY BENEFITS THAT
INCREASES WORK COMMITMENT.

Unsure §

| ] u/
1 i £ 0

w
[ 3

- INFERENCE

From the above chart, it can be inferred that 60% of the respondents strongly agreed

With nop _ ;
" NO-monetary benefit thatincrease work commitment and 4% of the respondents unsure
- With n

on- e . 5
Monetary benefit increase their work commitment.
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TABLE 4.1.9
1-AB|‘I". SHOWING FACTORS THAT MOTIVATES EMPLOYEES AT WORK
PLACE.
/ PARTICULAR k ‘N(). OF i PERCENTAGE
S-NO RESPONDENTS

///mnmiun 10 20%
/;/ 1ess supervision 10 20%
/ Good working conditions 30 60%
/‘ Total 50 100

CHART 4.2,9

Promotion
20%
Goed u{o.rkmg | Less supervision
condition 20%
60%

- INFERENCE:

CHART SHOWING FACTORS THAT MOTIVATES EMPLOYEES AT WORK PLACE.

 Promotion
Less supervision

" Good working condition

From the above chart, it can be inferred that 60% of the respondents stated that good

| Working conditions motivates them at workplace, 20% of the respondents stated that

- Pomotion and Jesg supervision motivates them at workplace.

e sy

5
L&
¥
!
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TABLE 4.1.10

: SHOWING THE BENEFITS GAINED BY IMPLEMENTING
TABLE* FLEXIBLE WORKING TIME.

pAR'I‘ICULAR NO. OF RESPONDENTS PERCENTAGE
[ncrease j()h satisfaction 23 46%
Wlncﬁq 9 18%

pmdUt.llVlly

Ws a family 8 16%

4 work commitments become
an
casicr to balance

Better usc of time as flexible 11 S
workers is often more
disciplined in their time
management

Total 50 100

-‘." Primary data

CHART 4.2.10
.CHART SHOWING THE BENEFITS GAINED BY IMPLEMENTING FLEXIBLE
WORKING TIME.
T # Increase job satisfaction
g M Increase in business productivity

® Lower stress level as a family and
work commitments become easier
to balance

'‘ERENCE:

Ftom the above chart, it can be inferred that 46% of the respondents felt that increase job
i acti
€ion and 16% of the respondents felt that lower stress level as a family and work commitment

“me o
j asicr to balance by implementing flexible working time.
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Wnditiong.
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TABLE 4.1.11
BLE SHOWING THE OPINION ABOUT THE WORKING
TA CONDITIONS.
PART]CULAR NO. OF PERCENTAGE
RESPONDENTS
Very good 4 8%
Good 19 38%
Recasonable PA 46%
Very poor Nil -
Total 50 100
CHART 4.2.11
CHART SHOWING THE OPINION ABOUT THE WORKING
CONDITIONS.
50
45
40
35
30
25
20
15
10
5
0 s
Very good Good Reasonable Poor Very poor
INFERENCE:

From the above chart, it can be inferred that 46% of the respondents felt that it is

~S0Mble and 8% of the respondents felt that it is poor with their opinion about working
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TABLE 4.1.12

WORKING CONDITIONS,

“PARTICULAR

e ———

[OWING RESPONSE OF EMPLOYEES REGARDING

GOOD

NO. OF PERCENTAGE
RESPONDENTS
7 Strongly agree I b it
— e 12 24%
" Neutral 24 48%
Disagree 8 16%
Unsure Nil S
Total el 100
CHART 4.2.12

CHART SHOWING RESPONSE OF EMPLOYEES REGARDING GOOD
WORKING CONDITIONS,

Unsure 0%

agree

neutral

Agree

Strongly agree

WFERENCE .

16%

2%

12%

10 20

30

40

50

60

From the ahgye chart, it can be inferred that 48% of the respondents felt that neutral with

00d Wl i i .
= Yorking conditions and 12% of the respondents felt that strongly agreed with good working




TABLE 4.1.13

TABLE S"()WING THE ATMOSPHERE OF WORKING ENVIRONMENT.
/mAR NO. OF RESPONDENTS PERCENTAGE .
Participative 27 54%
Autonomy 8 16%
whimsical 10 20%
Red tapism S 10%
Total 50 100

CHART 4.2.13
CHART SHOWING THE ATMOSPHERE OF WORKING ENVIRONMENT.

s = Participative
B % e » Autonomy

%= Whimsical

Red tapism

INFERENCE:

From the above chart, it can be inferred that 54% of the respondents felt that their
Working environment is participative and 10% of the respondents felt that their working

“Vironment is red tapism.
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TABLE 41,14
TABLE SHOWING PROVISION o

" NON-M SR
STIMULATES gy ONETARY BENEFITg

PLOYEES
 PARTICULAR W-\F\_Mm_
30 RESPONDENTS ERCENTAGE

Highly satisficd \\\_

| e 28 56%
Satisfied \Z\\W\

0
3 Somewhat satisfied **‘\203;\

3 0
Dissatisfied x\jw\_

4 0
: Highly dissatisfied x‘w

T SR
Total 50 R 0
.
goaree: Primary data
CHART 4.2.14
CHART SHOWING PROVISION OF NON-MONETARY BENEFITS
STIMULATES EMPLOYEES,
T
‘ = Highly satiesfied
10%
» Satiesfied
 Somewhat satiesfied
20% P Dissatiesfied
¥ * Highly dissatiesfied
4%
INFERENCE

From the aboye chart, it can be inferred that 56% of the respondents felt that highly

Salisfi

¢d with the provisions of non-monetary benefits make them flexible at work and

£y fits
4 Of the espondents felt that satisfied with the provisions of non-monetary benefi
MiKe hery flexible at work.
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F TABLE 4.1.15
; : SHOWING THE WAYS NON-MONETARY g
P ool EMPLOYERS,  NEFITS STIMULAT
f ARTICULAR. | [0 e
| YOO8 T Felomriicr
s RESPONDENTS GE
" /’,—lﬂcrcasc in performance _\18\\
-, | 36%
: //‘ Motivation \18\“\;’\
: 2 36%
_, / Enthusiasm _-ET\%
, /4/‘ Production 6 \120/_~
b: 0
e Total ?‘\mo*
! i
1 a
CHART 4.2.15
CHART SHOWING THE WAYS NON-MONETARY BENEFITS STIMULATES
EMPLOYEES.

& Increase performance
¥ Motivation
¥ Enthusiasm

* Production

INFERENCE;

increase in
From the above chart, it can be inferred that 36% of the respondents felt that incre

i uction stimulates
Kiomance, motivation, enthusiasm and 10% of the respondents felt that is prod

them
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TABLE 4.1.16

SHOWING CASUAL LEAVE MOTIVATES THE EMPLOYEES

TA"'II‘: e — e EUE
———ARTICULAR NO. OF PERCENTAGE
e PA RESPONDENTS S g
|_—Reduce absenteeism 8 16%
i | —Creates commitment towards 20 40%
reate:
work
Self-discipline 12 24%
Loyal to the organization 10 20%
Total 50 100
ry data
CHART 4.2.16
E CHART SHOWING WAYS CASUAL LEAVE MOTIVATES EMPLOYEES.
40% 24%, = Reduce absenteeism
= Creates commitment towards work
1 = Self- discipline
Loyal to the organization
20%
16%
'NFERENCE:

from the above chart, it can be inferred that 40% of the respondent stated that it brings

Ommy; : 3 %
'"ment towards work and 16% of the respondents stated that it reduce absenteeism motivates

) 5.
o¥ees by providin g casual leave.
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TABLE 4.1.17

K .;||()\VING THE INITIATIVES TAKEN FOR M

: ANAGING
pABLE EFFECTIVE WORK LIFE, e

_——pARTICULAR NO. OF

8 RESPONDENTS
Lsﬁ() : ——

—provided flexible work timing 20

PERCENTAGE

. R an: rk !
1 —provide lcave (0 manage wo 15

/ life |

/ Job share option is provided 15

ﬁmy data
aree:

CHART SHOWING THE INITIATIVES TAKEN FOR MANAGING AN
EFFECTIVE WORK LIFE.

Total 50 100

CHART 4.2.18

NFERENCE -

From the above chart, it can be inferred that 40% of the respondents stated providing
0 manage work ife and 30% of the respondents stated that job sharing and flexible

Ing f;
m 8 e make them, to manage an effective work-life.
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TABLE 411

SHOWING NON-MONETARY BENEFTTS gy — Rl
LABOLR TURNOVER. REDCCywg,

PARTICULAR B T e e

RESPONDENTS PERCINT W E

5 “'1:\5‘ ”

—— %
Rarciy \..q .
N pancs :\“
*
Newer A — :
™

CHART 421%

CHART SHOWING NON-MONETARY BENEFITS 551 » 1% REDVITTING
LABO{ R TLRNOVER.

A~ a

e e s
P
\\

ST =y S e S

—o— - = 3 = g vl\-a: T T
I IR jpwee SpE. T o 2 Tewm % o e maaiites TSR 3
v E— ¢ B o B
eln vl somenmes neips poodnorg Eear Do B i

= = o —anETesr SEPWNT TETWEOELL
- LA TUR-TTe ey ZeTETIE VUL AT D T OT:INTTS




TABLE 4.1.19
THE TIME PERIOD FOR PROVIDING NON-MONETARY BENEFITS.

"PARTICULAR : NO. OF PERCENTAGE
RESPONDENTS

‘fl!t;rhl term 24 80%
Long term 6 20%
P ot 50 100
B
CHART 4.2.19

NG THE TIME PERIOD FOR PROVIDING NON-MONETARY BENEFITS.

p SHOWI

@ Short term W Long term

CE

~ From the above chart, it can be inferred th
0% of the respondents felt that they are provided

at 80% of the respondents felt that they

with short term period and 2
term period for providing non-monctary benefits.
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TABLE 4.1.20

LE SHOWING NON-MONETARY BENEFIT PROVIDED FOUALLY TO
: ALL WORKERS,

TAB

T~ PARTICULAR NO. OF PERCENTAGE
SN0 RESPONDENTS

st ——— o

3 .__,_———:—"" ¢
.' / Strongly agree 1 00,
B ! O |

. Agree SR IR

b 7 Disagree | Nil
R Strongly disagree Nil .
E1 - gt . i
e Total 50 100
£ |
, o
Sloi“ﬂii ymary data ‘
CHART 4.2.20

CHART SHOWING NON-MONETARY BENEFI'T PROVIDED EQUALLY
TO ALL WORKERS.

0%

20%

Strangly agree

18% 62% Agroe
Newtr

Disagres

Strongly disagres

From the above chart, it can be inferred that 62% of the respondents felt that
Stongly wore :
8ly agroed with non-monet

ﬂlerespnndcnls felt that
- Workeyy

ary benefits are provided equally to all workers and 18% of

agreed the non-monetary benefits are provided equally o all
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TABLE 4.1.21

OWING THE BASIS ON WHICH NON-MONETARY BENEFITS ARE
SsH PROVIDED,

— PARTICULAR NO. OF PERCENTAGE
RESPONDENTS T
Performance 27 549, ﬁ\
Experience 10 20% —\
Discipline 13 26% W
Nonc of the above Nil - j
Total S0 100 1

imary data

CHART 4.2.21
CHART SHOWI

NG THE BASIS ON WHICH NON-MONETARY BENEFITS ARE
PROVIDED.

Performance
54%

INFERENCE

: 1t that it is
F b hart, it can be inferred that 54% of the respondents fe -
rom the above chart, e
bsed on (heir performance and 20% of the respondents felt that is
bes eir p

“ierience with the non-monetary benefits.
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TABLE 4.4.22

~e — s

S I el BROLALT ;
L JFCATION  AND  ThE OPINIONS ﬁ(l;{\losklllfl‘-ll o iy i
E MAN AGEMENT.
\ 5 T~ PARTICULAR i ?{,’Nfi'm“ “PERCENTAGE ]
i Strongly agree 3] -
s aall Agree 9 e TTA
i e Neutral 5 T
] e Disagree 3 &
: 6 Unsure ) o
Total 50 100 ~

3 .
e primary data
N

212" ANOVA ~ EDUCATIONAL QUALIFICATION AND THE
OPINIONS CONSIDERED BY THE MANAGEMENT BY ANOVA.

ANOVYA

our opinion considered by the management while taking decisions?

Sum of Mcan
: Squares df Square F Sig.
B 42.291 3 14.097 32768 000
7:5 4 WA LD
fithin Groups 19.789 | 46 Lo 48U
62.080 49

" Are your opinion considered by the management
: while taking decisions?

4

Tukey B2

Subset for alpha =

ucalional 0.05
Yualification N I )
S0 om0 oo iy
RN o O BBl
a0 L
19 2.89

tan ; A
A g:sff]r Er0ups in homogencous subsets are displayed.
Atmonic Mean Sample Size = 10.364.
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1equal. The harmonic mean of

e ul
:7es arc u
up 512 sed. Type I error levels are not

0 :
I'h”; gizes is us

30

3
"

-
o

Meatr of Are Mm‘m ry wve
mar I‘agﬁ‘v'“.'ﬁ e taking decisions ?
”»
o

2=Sslc 3=Hslc 4=Ug 5=Pg

Educational Qualification

\TERPRETATION:

The opinions considered by the management is not accepted with an educational qualification
vhich is implied by inferential testing and f value is 0.000 that is statistically is not accepted value at

:xve percent level of significance.
NOTE:
There is no significance 'dtffé&encz inthe WWim- : Of 5

0PiniOngmplecs: i '
i";u:f'ﬁ@jzy decifion makirng pasad On  adu gotionay
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TABLE 4.1.23
RECREATIONAL ACTION WOULD DECREASE WORK

NG THE
LsnoWING T T RELATED STRESS
' pARTICULAR NO. OF PERCENTAGE
RESPONDENTS
""""" ~Aways 7 T \
Sometimes 33 66%, \
" Rarely 10 20% \
= Newwr Nil S \
£ Total 50 100 ‘
ata
CHART 4.2.23

REATIONAL ACTION WOULD DECREASE WORK

OWING THE REC
RELATED STRESS

Never Always

Sometimes

w Always & Sometimes & Rarely Nevert

NFERENCE :

From the above chart, it can be inferred that 66% of the respondents felt that sometimes

dtional action would decrease work related stress and 14% ot the respondents felt that

_v-f s l-\ a b . &
"S recreational action would decrease work related stress.
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CHAPTER-V
ARY OF FINDINGS, SUGGESTIONS AND CONCLUSIONS

UMM
5.1 INTRODUCTION

onal institutions which ‘has a vital role in producing skilled manpower and
for the social economic and technological advancement are considered 1o be
¢ than any other industries. This chapter summaries the findings. conclusions
ived from the empirical study.

. educat!
wledge
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S2FINDINGS

caled the following findings

0
y reveals that 54 % of the respondents Strtongly
Bly agre

ted that non-mone

.
ARy

n‘c Mud
wcﬁl h

dy reveals that 60% of the respondents complete

ok
Sy agreed traming 15 nee fod

ave a positive effect on work.

1‘hc siu

for enhancing producti\‘ity and performance.

. n
ctudy reveals that 80% of the respondents felt 1 :
The Y hat on the Job tramning metks d is used

py the organization to train them.

,"nd 1 a 0 ve ';H\':}\.Ll 10

From the study it is found that 50% of the respondents are neutral with Recognition offered
s OHIETe(

to them by Apollo logistics solution.

It is understood from the study that 50% of the respondents stated that
implementation of recognition program motivates them to give high performance

The study reveals that 60% of the respondents strongly agreed that job security motivates

them to perform effectively.

Majority 60% of the respondents strongly agreed upon non monetary benefit
increase workcommitment towards their job.
From the study it is found that 60% of the respondents said that good working condition

motivate them at work place.

Itis found that 46% of the respondents having flexible working time gives increase i

Job satisfaction,

ny
ERES

The analysis reveals that 46% of the respondents state that they have a reasonabic work!

condition,

¢ condition

Itis found that 48% of the respondents go with neutral with good workin
Ecourages them to perform better.
From the study it 1s found that 54% of the respondents state that they have 3

Participative work environment.




he respondents highly satisfied wit e e
found ihat 56% of the 1eSp h motivation tha stimulates the
pis

is reveals that 3 6 % of the respondents felt that increase in performance
nd enthusiasm stimulate the non monetary benefits,
a

stood from the study that 40% of the respondents said th
I’

at providing leave
]t is unde

[em to manage an effective work life.
5 th
helps

(he study it 18 found that 40% of the respondents felt that non-
m

monetary benefit
Frot

(imes helps in reducing labor turnover
som¢

jority of the respondents 80% felt that they take short term period for providing non
Major
monetary benefits.

Iti found that 62% of the respondents strongly agreed that non monetary benefi
{18

provided equally to all the workers.

{s are

The study reveals that 54% of the respondents said that non monetary benefits are

provided to them based on their performance.

Majority 62% of the respondents strongly agreed that they are involved by the
management in taking decision.

From the study it is found that 66% of the respondents said that sometimes recreational

activities decrease their work related stress.
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5.3 SUGGESTIONS

Organization provides motivation, appreciation trust
g

pecause 1t makes them to feel self-motivated thy
ou

polential towards their job

can be giv s

Employees given more fraining as they feel ;

. . a & . -
productivity and performance, tramning enhances

Employees should be given the deserved recognition regy
; Quiarly as it ;
motivating tool for them. rly as it acts a5 5

Communication of information must be clear with the emp|
employees,
The non-monetary benefits has to be given at reeular intervals as I
B $ employees

feelthat it motivates them to perform better

The management has to praise the work done by the employees which
- ‘hich creates a

involvement and dedication in the minds of the employees to perforn
N even mor
better. i
Opportunities for carcer growth and development can be made more effect]
[C ellective
for those who feel a gap between their career’s development and that of thei
neir
co-workers.
Management can take some steps to relieve the employees from work related
Y il

stress.
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ANNEXURE




; S'I’UDY ON THE EFFECT OF N(_)N-MONETARY INCENTIVE

S
AMONG EMPLOYEES PERF

OMANCE

ar gjr/Madam,
peat

{ am Shivani.R from the department of Humap Resources M

L Tuticonn presently doing a project on “Effect of non‘-mo
Nutltiv‘cc:i" with special reference to Apollo logistics solution priv
"m‘d;}ﬁc requirement. | request you to kindly fill in the que

yat the information given by you will be used only for
t

anagement of St. Mary's
netary incentives among
: ate limited, as a part of my
stions given below, and I assure you
academic purposes and will be kept

cﬂnﬁdcntiall.

Name:

Age:
Q 20-30 years
O 30-40 years
Q 40-50 years
Q 50-60 years

(ender:
a Male
Q Female

fducational Qualification:

a Iliterate

a SSLC
a HSLC
a uaG
a PG
Designation:
Experience:
Q 0-1 year
Q 1-5 years
Q 5-10 years

Q 10-15 years
Q 15 years above

Marital Status:

Q Married
Q Unmarried
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at the non-monctary benefit have g Positive effect o your
wor

.9 g Strongly agree
a Agree
0 Neutral
@ Disagree
0 Strongly disagree
o eel that training is a must for enhancing productivity and performance?
0

2D O Completely agree

0 Partially agree
O Neutral
O Disagree
0 Unsure
1 from the following training methods, under which training method have you been trained?

O On the job
A Off the job
Q Both

{ [nwhat way is the training program beneficial to the organization?

O To increase productivity

U Reduction in cost

U To develop a sense of responsibility among the employees
O Improve employee employer relationship

. Are you satisfied with the recognition you receive in the organization?

O Highly satisfied
U Somewhat satisfied
0 Neutral

U Somewhat dissatisfied
0 Highly dissatisfied

6What are the goals of your organization's recognition program?

J' To create a positive work environment

Q To motivate high performance

Q To increase retention or decrease turnover
O To increase morale
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§ feel (hat job security motivates you to perform cﬁ‘ccn\,dy.,
0 {

| strongly agree
Qa Apgrec

Q Neutral

W Disagree

Q Strongly disagree

7- pl‘ .V

-monetary benefit provided by your organization i :
. Does (he non-n ; | Y your organization increase your commitment
8,

ards the job?

Strongly Agree
Agree

Neutral
Disagree
Strongly agree

oW

CcCCoocOo

9. Which among the following factors motivates you at your workplace?

a Promotion
A Less supervision
O Good working conditions

[0, Which of the benefits is gained by implementing flexible working hours?

QO Increase job satisfaction

O Increase in business productivity

O Lower stress level as a family and work commitments become easier to balance

O Better use of time as flexible workers is often more disciplined in their time
management

Ll What is your opinion about the working conditions in this organization?

Q Very good
U Good
O Reasonable
U Poor

Q Very poor
| g ; va '
2 Docs good working conditions encourage you to perform better?

Q Strongly Agree
Agree

Q Disagree

Q Strongly disagree
Unsure
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ould you describe your working environmenyo
w W :

Paﬂici[‘):llivc

Autonomy

whimsical
g Red tapism

ke pmvisi(ms of the non-monetary benefity stimulates you?
g S you’

r 0 Highly satisfied

d Gatisfied

0 Somewhat satisfied
a Dissatisficd

Q Highly dissatisfied
15, What ar¢ (he different ways in which the non-monetary benefits stimulated you?
0 Increase in performance

0 Motivation

O Enthusiasm

Q Production

15, In what way docs the casual lcave facility provided by the organization motivate you?

O Reduce absenteeism

O Creates commitment towards work
Q Self-discipline

O Loyal to the organization

7 What are the initiatives your organization has taken for managing an effective work life?
Q Provided flexible work timing

O Provide leave to manage work life
Q Job share option is provided by the organization

8. Do non-monetary benefits help in reducing labor turnover?

O Always
Q Rarely
0 Sometimes
O Never

9. What s the time period for providing non-monetary incentives?

Q Short term
U Long term
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youl agree that non-monetary benefits e Provide
: #] Srongly Agree

0 Agree

] Neutral

L Disagree

W Strongly disagree

pe deg ually 1o -
= ally 1o all eMployeey

pasis the non-monetary are provide
3,00 what b an provided to (e DDlovess?
. .

g Performance

@ Experience

g Discipline

@ None of the above

73, Are your Opintons considered by the managemen; While taking ¢
' £ decimons?

O Strongly agree
O Agree

O Neutral

U Disagree

O Unsure

24. Do you think that recreational action would decrease

U Always
U Sometimes
U Rarely
O Never

work related stress?
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ABSTRACT ,

The purpose of this study is to analyze the impact of utilization of human resource
formation system on HR functionalities. This paper attempts to empirically assess the
Fectiveness of integrated human resource information system in SPIC Itd. HRIS effectiveness is
germined by user satisfaction. The examination of user satisfaction is assessed through
iestionnaire survey in SPIC Itd. The study being descriptive in nature which comprised of fifty
spondents, stratified random sampling of probability methods was used. The data collected were ]
amined using Chi-Square, Percentage analysis. From the data collected it was revealed that the
yority of employees were highly satisfied by using HRIS software. Few suggestions are
svided to the management to provide adequate training about HRIS.

e
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CHAPTER |
INTRODUCTION

1.1 HUMAN RESOURCES INFORMATION SYSTEM:

In today’s dynamic business environment and in the era of knowledge workers, Human
Resource Information Systems (HRIS) has significantly contributed to the effectiveness of an
organization. HRIS provides a lot of information to human resources (HR) professionals 1o

become strategic partners with top management and they provide the future needs to the
organization. The HRIS directs to make use of the HR functions in a more efficient
manner and provides better information for decision making.

There are different definitions of HRIS. It is defined as a process, as a tool and recently
as a strategy Gerardine De Sanctis, (1986) states that HRIS is not limited to the computer

hardware and software applications that comprise of the technical part of the system, it also
includes the people, policies, procedures and data required to manage the HR function. It is s

system used to acquire, store, manipulate, analyse, retrieve, and distribute information
regarding an organization’s human resources. Kavanagh (1990) states HRIS is not simply a
computer hardware and an associated HR related software. Although an HRIS includes
hardware and software, it also includes people, forms, policies, procedures and data.

Human resources management is one of the departments that mostly use management
information systems. HR information systems support activities such as identifying potential
employees, maintaining complete records on existing employees and creating programs to
develop employee’s talents and skills. HR systems help senior management to identify the

manpower requirements in order to meet the organisation’s long term business plans and
strategic goals.

Middle management uses human resources systems to monitor ‘and analyse the
recryitment, allocation and compensation of employees. Operational management uses HR
systems to track the recruitment and placement of the employees. HRIS can also support
various HR practices such as workforce planning, staffing, compensation programs, salary
forecasts, pay budgets and employee relations.
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1.2 MEANING:

A Human Resources information system (HRIS) is a software solution that maintains,
manages and processes detailed employee information and human resources- related policies
and procedures. As an interactive system of information management, the HRIS standardizes
human resources task and process while facilitating accurate record keeping and reporting.

Essentially, an HRIS is a “two-way street” in which information about employees is

delivered into organization and conversely, back out to employees. By eliminating paper-based
and manual HR-related process, an HRIS offers more seamless, streamlines, and efficient

interaction between employees and the companies they work for while freeing HR
professionals to perform more strategic and high- value work.

i) Organizational design

From a structural perspective, HRIS includes roles, functions, and reporting hierarchies.

By defining the organizational structure, HRIS provides recognizable accountability and a
pathway for operational functionality and consistency.

The right HRIS helps you address business challenges by helping you put the right
talent in place. Through the consistent, aytomated management of acquisition and recruiting
data, your HRIS can help you build a workforce that has the right people with the right skills,
working in the right functions and under the right structure, to meet your strategic goals.

if)Employee data management

Similar to customer relationship management but within an employer/employee setting,
the HRIS provides a comprehensive view of every employee including name, address, date of
hire, compensation, benefit selections, and much more. With the right data, you’ll be better
able to connect with your employees, help them develop career plans, find the right training,
and take their performance to the next level.

The HRIS enables automated and standardized record keeping, reporting, and self-
service functionality. This can lead to more accurate and up-to-date information management

that drives greater efficiency while providing convenience and ease of use for employees.
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1.3 DEFINITION

A Human Resources Information System (HRIS) is a computerised system that enables
human resource managers to gather, organise, store, update and retrieve the information needed
for managing employees

-Kleynhans

As with other technologies, the aim of HRIS is to increase the productivity of
employees, in this case, to increase HR department efficiency. HRIS is a technology that has
evolved over the last thirty years, moving from a simple data management system, to @
management information system, to a real decision support system

-Waddill & Marquardt

HRIS can be briefly defined as integrated systems used to gather, store and analyze

information regarding an organization’s human resources.

Hedrickson

HRIS One which is used to acquire, store, manipulate, analyze, retrieve and distribute
information about an organization’s human resources.

Tannenbaum

1.4 OBJECTIVES OF HRIS
e To provide accurate information about human resource and their functioning and

relevant environmental factors.
¢ To provide relevant information.

¢ To provide timely information.
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1. IMPORTANCE OF HRIS:
») Increased productivity:

Do you li )
improve wyu: d:’:i:“:‘:‘;‘:‘::ecumns mks‘ reduce manual processing errors and
and attendance tracking, v;c.ti;x'm"l“ With tools like Sapling for your HRIS, time
tered . . . requests and accruals workflow can be quickly
en one time. It eliminates time wasted in sending forms to HR for manual

ing. E: i
processing r.nploym can update their contact information, benefits choices or time-
off requests directly in their employee portal

b) Improved operational efficiency:
You‘r HR‘I.S simplifies how you track, update and report on employee data. Most
HRIS solutions like Sapling even allow for the uploading of hard copy forms to PDF

images within the employee’s digital file and let employees upload electronic signatures
on their important documents.

¢) Informed decision making:

While your HRIS is streamlining productivity that enables yout HR team to do
more strategic work that will improve business, “Strategic People Ops” focuses on

maximizing employee lifetime value, employee wellbeing, productivity, and most
importantly, driving the organization forward,” states Jeni Fahy, a contributing author
at Sapling HR. For example, HRIS reports can be easily created and shared with
managers and executives to help them make informed and timely decisions. Reports on
employee off-boarding trends, for instance, can lead to direct employee retention efforts
and plan for future company growth.

d) Boost employee satisfaction:

An effective and well-managed HRIS can promote a better employee
experience. A user-friendly employee portal allows employees to navigate their benefit
choices, review and update their information, easily request time off and receive
approval, and learn about their company culture. This reduces calls and visits to the HR
office, increases their sense of empowerment and reduces the frustration of wait times.
It can also play a vital role in making your onboarding process stress-free for new hires.

¢) Organization:
With all the information in a single database, it's casier for HR to find the

information they need, track how it's handled and update it when necessary.
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f) Accuracy:
IfH : has to transfer information between multiple software systems or software
and paper files, errors inevitably creep in. Using one single system eliminates that

problem. As more functions are automated, there's less need for manual data entry,
which also reduces errors.

® Security:
Paper files are easy to access, even by people who have no right to the

information. HRIS can restrict access to those who need to know.
h) Saving time:

Accrued time off and the unused balance are easier and faster to track and adjust
with a computer than with a spreadsheet.

iy Compliance:
Good HRIS vendors keep the software updated to comply with relevant
govemment regulations,

j) Employee satisfaction:
The easier it is for employees to deal with HR and get information like their
PTO balance, the happier they'll be working for you.

1.6 FEATURES OF HRIS

Now that you know how HRIS can ease your company load, know what you need to look for
while choosing the HRIS software that’s best suited for your business needs:

> Employee data management allows you to monitor HR-related activities and easily
update information.

» Time and attendance management to handle employee time off, manage overtime,
create region-wise holiday calendars, and track time off balance and accruals.

> Recruiting and on boarding management that lets you take care of everything from
job posting to on boarding or faster recruitment cycles.

» Payroll management to calculate overtime, payslip views, bonus details, and access

to tax information,

Benefits sdministration to take care of insurance, perks, reimbursement requests, or

\-'

employee wellness programs.
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» Complisnce to help organizations adhere to local and intemational regulations.

» Integration capabilities to enable easy sync across multiple business processes.
» Employee self-service to increase workforce efficiency and productivity.

» Cloud-based platform for scalability, ease of maintenance, and data security.

» HR analytles to monitor data across functions like time-to-hire, cost-by-source, and
more,

1.7 COMPONENTS OF HRIS

1) Datsbase

v HRIS core offering includes a database to store employee information. HR professionals
can input all personnel data into the system which can be accessed from anywhere, round the
elock. Types of data that HR professionals collect in the database include compensation history,
emergency contact information, and performance review. The core database can also be viewed
88 an online backup for paper files.

i) Time and Labour Management

: Activities like time and labour management can highly time consuming. HRIS package
allows employees to input their own hours worked and allows managers to immediately verify
vacation requests, and the data is directly fed to the payroll. Time and labour management also
}mproves the HR department’s ability to track punctuality and attendance.

!ﬂ) Payroll Function
Payroll function is yet another major component of a HRIS model. HR can easily

download or unload employee hours, and issue cheques or payroll deposits to employees.
Salaried employees can also be paid with substantially reduced risk of errors. The HRIS payroll

software usually improve tax compliance for locations with multiple tax levels.

iv) Employee Interface

Most HRIS packages all
8ccess a part of the database where they can update their personal information, review pay

kales, change retirement benefit programs, update direct deposit information or download

benefit election documents.

ow for an employee to have limited user access. Employee users
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v) Recruitment snd Retentiop
Finally, it can be said that recrultment
of HRIS. It goes without saying that it i the
talent, sequiring them, keeping them enga
task of 8 HR person. HRs also have to
put they are also provided with the req

" from the organization,

1.8 BENEFITS OF HRIS;

a) Streamlines HR processes from a single system

unchor of all HR policies and systems, Vinding new

&od and finally being able o retain them ars the major
ensure that employees are not only abls 1 do thelr work,
uired training; receives proper compensution and benefits

With an HRIS; HR teams can recmit. on bo.m, m‘m”' and engage m‘ym ﬁm r'y

single, unified solution. Outdated data management systems like spreadsheets, paper-based
processes, or legacy platforms are clunky, hard to use, slow, and unsustainsble a8 your

company grows. An HRIS replaces that with a modem, digital solution that streamlines HR

processes and workflows for faster, easier access, and maintenance.

By defining hierarchies and functions within an organization, an HRIS provides
transparency and accountability across operations, Meanwhile, comprehensively managing the
employee database standardizes the Procedures and keeps accurate, error-free records of your

workforce.

Whether its routine personnel management, applicant tracking, or managing time off,
you can do it all within the system with simple clicks of a button. An HRIS centralizes all HR
processes within an organization no matter where your offices are. It not only benefits HR

teams but the company and employees alike.

b) Automates employee on boarding

How your company on boards your employees defines the overall employee expenence
and talent retention. With automated employee on boarding features, you can enable a scamiess

‘mwmwocmforwuranmmdepmmchnywmuww

employee satisfaction and success.

Whether it’s filling out forms, e-signing documents, creating on boarding checklists,

sending welcome kits, or providing access to the self-service portal.

__—___—____
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‘ It can be automate it aj} ﬁ»omtheHRlS.l-{Rteam,sagnredirecttheirf°°“8‘°°°“"°°ﬁn8
with the new employee and making them fee] at home |

With 88% of employees dissatisfieq with the way they were on boarded recent surveys
have found that they are more likely to leave the company within the first 18 months. By using

an HI.US’ °°"fP;"“°s °*m provide easy on boarding that guides employees in every step of their
task list, providing clarity on roles and responsibilities

¢) Regulates compliance

A HRIS .
good cnsures that your company is in legal compliance with corporate,

inta'natlo’fal’ or lo‘cal .laws. You can utomatically update policies to support legality and
ensure all information is storeq securely.

With the HRIS .tQ store and manage all your employee data, all the information is easily
 available for any audits or legal matters. You can even ensure your employees’ time off

- complies with national requirements, ang easily implement the latest regulations across your
organization.

d) Automates manual tasks and minimizes errors:

An HRIS helps automate core HR functions and does away with banal, repetitive day-to-

day tasks. What would otherwise take hours can now be done in moments by automating
- common workflows like:

o Posting jobs
‘« Applicant tracking
» Candidate screening
» Notifying stakeholders of pertinent updates
» Accessing, editing, or adding employee information
» On boarding and off boarding
* Managing time off

» Approvals
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w@lmm‘ﬂMMH!mMumﬁrm«Mﬂ

Through HRIS" capabilities 10 support muttiple HR -relsed fomtions m 2 singht syoem.
W”W”K‘mmw"““mmmmmnhmm ! e g 228 08
w““‘mm“mhw;mnnmum«m
Mwmm““‘lm”ﬁ&ﬂm

&

’ A modern human resource information system aiso constantly updates e sohutvon
}duw&mwmmm»uum“anam
mployees, and the employer — with productivity and efficiency at the front and center of sy
;

gmmwm

? An HRIS enables accurate planning, and better collaboration by allowing employess
uummmmbmﬁmmyphee whether you're working from the office or
Wﬁmﬁkmmﬂmmumyuﬂhm;mﬂ“u

'
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* workforce planning.

) Reduces cost

 violations.
1.9 LIMITATION OF HRIS: ;

) Data security:

‘ When you have all of your employee information stored in one place, you need to

‘ensure it is really safe. Students who ask for Programming homework help know that cyber
security is the primary trend these days. Data breaches are dangerous for the confidentiality of
your business and your staff members, So, choose the reliable provider only and invest in a

G

secure IT department. It is especially important in the COVID-19 times when people work at

‘home and reach their work systems from home computers.

ﬁ) Overestimating of statistics.

‘ When you have the recruitment process automated, it definitely makes things easier.

But your managers still need to look for a personal approach when it comes to candidates and
workers. Though some numbers can show you the real performance, there are metrics that you
un observe only through direct commmlication;

i) Cost of investments.

Modem software solutions may be costly, and you also have to take some time and
Roney to train your employees on how to use them. It is important to understand that you'll
®t benefits in the long-term perspective

10
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1.10 OBJECTIVE OF THE STUDY
Primary objective:

» To study about
bl the Human Resources Information System in Southem
cal Industries And Co

rporation (SPIC)
Secondary objective:

» To 1
find out how effectively HRIS helps in personnel management

> To identi i
identify the importance Of HRIS in performance management

> To identify the need for training in using HRIS software

11
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1.11 SCOPE OF THE STUDY

This research was i : .
importance of HRIS ao:: el 9Ut 10 identify the effectiveness HRIS in SPIC and to know
the impo ware. This study includes all activities being done through software

like:
Personal management,

Training

»

>

» Performance appraisal
» Payroll administration
>

Applicant tracking

12
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1.12 LIMITATION OF THE STUDY

» The responses given by the respondents may pe personally biased
iased.

» Time can be considered gs a major limitation of the study

» The information provided in the Organization is |
confidential.

imited to some extent becayse it is

» The sample size is limited to 50 employees only

13
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COMPANY PROFILE

SOUTHERN PETROCHEMICAL INDUSTRIES CORPORATION
(SPIC) LIMITED, TUTICORIN

.13 INTRODUCTION

Southern Petr.ochemlcal Industnes Corporation (SPIC) Limited is one of the leading
ertilizer mﬂn“.facm'fng companies in the country located at Tuticorin in the State of Tamil
yadu, having its registered office at Chennaj ang it is a public limited company, incorporated
mder the provision of the companies act 1956, its shares are listed on National’ Exchange of
ndia . It was incorporated on 18 December 1969 and became a joint venture between the
ﬁ, A. Chidambaram Group and TIDCO (a part of the Government of Tamil Nadu) in 1975.
[he government sold its stake in 1992. The Company's biggest client has been the government

. il Nadu, which purc 3
of Tami purchases agro-products for subsidised distribution through its Public
Jistribution System

| The cotllpany has been appointed as the handling agent by government of India for
andling, packing, transporting, and sale of imported urea at Karaikal and Tuticorin ports

SPIC is one of the earliest units set up in the country with a vision to produce high
glity fertilizers to improve the agricultural output of the country. SPICs large fertilizer
mplex is capable of producing 6.2 lakh tons of Neem Coated Urea.

14
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e s & ey
Company name SPIC- Southem Petrochemical Industries
[ Corporation Itd,
Type Public company
8
Founded 1969
Head quarters Chennai, India
Chairman Ashwin C Muthiah
Economic sector Petrochemical industries
| Pan card number AAACS4668K
GST number 33AAACS4668K1Z4
Phone number 0461-2355411
Number of shifts 3 per day
Average number of employees 768 :
Bank Of India
Bank
15
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«To double the fertilizer business in five years v
d to share the agrlcu]tuml Community
'Fmgm of empowered employees by

) gh innovation and good governance
an .
| stakeholders in a sustainable manner on the
e i i

Veraging opportunities in market & technology”

hat can make the most of the redefined business environment of the future |

{.17 SPIC FACTORY VIEW

16

Scanned with ACE Scanner



1,18 SPIC PRODUCT

gpIC NEEM COATED UREA:

—

The main function of Urea fertilizer is to provide the plants with nitrogen to promote

green leafy growth and make the plants look lush

{EATURES & BENEFITS

SPIC NEEM COATED UREA provides a rich source of nitrogen responsible for the green

lush

A white solid uniform & high crushing strength prills with free-flowing for easy application
Can be applied to the soil. Also suitable in solution form for spray

Application is recommended in split doses for better use efficiency

ECOMMENDATION

Suitable for all crops and all the stages based on the recommended dose of fertilizers

Paddy, Maize & Wheat: 80 - 120 kg/acre

Sugarcane, Cotton, Tobacco & Chillies: 120 — 150 kg/acre

17
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SPIC DAP

Wt

SPIC DAP

Wi e Rt S g o
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W L T e

& ¥, “Mwm —

Di~ammonium phosphate popularly known as DAP is a preferred and most economical

complex fertilizer in India because it is highly concentrated fertilizer containing
64%nutrient.

FEATURES & BENEFITS

. The Nitrogen present in DAP is in Ammoniacal form and is not lost in leaching. As the
Phosphate is present in water-soluble form, it is immediately available to the crop

.. Ithelps in the early establishment of the plant root system, promotes vigorous crop growth,
and thus ensures higher yield

Contains traces of micronutrients such as iron, zinc, manganese, and molybdenum, and
important plant nutrients such as sulphur, calcium, magnesium, nitrogen and phosphate

Unique black colour and uniform granule size
ECOMMENDATION
Paddy, Maize & Wheat: 80 - 100 kg /acre

Sugarcane, Cotton, Tobacco & Chillies: 120 - 150 kg/acre

18
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&

inmrim‘s (Nitrogen and Phosphorus), it provides S
NTURES & BENEFITS

. ®
*

&
P

EECOMMENDATION

.

¢ 20:20:0:13 Complex fertilizer is highly suitable for all crops
' Paddy, Sugarcane, Onion, Chilly & Wheat: 100 - 150 kg/ acre
' Maize, Mustard and Peas: 80 - 100 kg/ acre

' Potato: 200kg/ acre

——

—

20:20:0:13 is an Ammonium Phosphate Sulphate Fertilizer. Besides two macro-

ulphur - a major secondary plant nutrient.

Used as complex fertilizer

It improves the oil content in oil seed crops

Granules are uniform and light grey in colour, stronger, harder and of uniform size
which facilitates easy application

Least hygroscopic and does not readily absorb moisture from the air.
Due to high water solubility, has greater mobility in the soil

19
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SPIC GYPSUM is a by-product from SPICs phosphoric acid manufacturing plant. It's
in White crystalline powder and contains 239 Calcium and 18% Sulphur. 1t is an ideal
ectilizer for supplying Calcium and Sulphur and the best soil amendment for the reclamation
of alkaline soil.

FEATURES &BENEFITS

« SPIC GYPSUM is an ideal soil conditioner. Hence recommended for all soil types

» The Physical properties of the soil are improved and thereby the productivity of the soil
increases by Gypsum application

» Asit contains sulphur, recommended for all oil seed crops

» ltisused to manufacture Gypsum boards

» Itisused along with limestone for manufacturing Cement in cement industry
*» ltisalso used in the manufacturing of plaster of paris (POP).
RECOMMENDATION

* Groundnut: 150 kg/ acre — by the sides of the plants at 45™ days after sowing (Peg
formation stage)

* All other crops: 100 - 200 kg/ acre as basal application.

20
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o ORGANIZATIONAL CHART

CHAIRMAN

3

WHOLE TIME DIRECTOR

T

GENERAL MANAGER

CHIEF
OPERATING
ADMINISTRATIVE
OFFICER
PRODUCTION HUMAN
DEPARTMENT RESOURCES
l MANAGEMENT
QUALITY FINANCE
DEPARTMENT DEPAiMENT
OPERATIONS MARKETING
DEPARTMENT DEPARTMENT

21
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(20 DEPARTMENT IN SPIC

ADMINlSTRATION:

Administrative department is the backbone of an organization. It is an effective
.dmmi;trator is an asset to an organization. It is the link between an organizations’s various
departments and ensures the smooth flow of information from one part to the other, Without
an effective sdministration, an organization would not run professionally and smoothly.

pRODUCTION:

Production Department is a group of functions within a business that is responsible for
the manufacture of goods. This can include just a few specialized functions with all other work
 outsourced, or a fully functioning departments ‘that converts raw materials, assembles
components into finished goods and packages.

PURCHASE:

Purchase departments help to maintain the financial health of organizations by
procuring goods and services that meet operational needs while providing the highest value.
The purchase department keep operations moving smoothly by monitoring supply chains and
relieving department’s heads of tedious tasks such as negotiating contracts with vendors.

FINANCE:

Financial management is that managerial activity which is concerned with the planning
and controlling of the firm’s financial resource. A finance department is the unit of a business
responsible for obtaining and handling any monies on behalf of the organization. The
department controls the income and expenditure in addition to ensuring effective business

running with minimum disruptions.

QUALITY:

The quality department in an organization plans, measures, analyzes and reports on
quality. This is a staff function to support other departments in the day-to-day improvement

of products and services.
22
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A N I

. gotivities carried out by the operations department are: production of goods or services.
. MARKETING:

A marketing department drives the promotional engine of a business. It is responsible
' forincreasing brand awareness overall, while also driving potential and recurring customers to

a company's products or services.

23
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impli“ﬁom of HRIS in strengthening Organizationa] character (OC)

Sandeep Krishnan, Manjari Singh (2006-07) these paper appearances at the subjects

- concerns looked by Indian associations in Executing and Administration HRIS. In this
. gamination, the unsafe accomplishment components and faintness in different phases of

scmalizing an HRIS are investigated. The issues are established in primarily two variables.

" One is the method that the HR division needs learning about HRIS and henceforth can't

obviously explain the prerequisite of the Framework

Flynn, Simone I (2008) this studied is titled as HRIS framework this article center
on Human Resource and the manner by which HRIS is applied bya business association to
[imit human capital. Business, governments and non-benefit associations everywhere the
world depend on human 34asset data framework (HRIS) to encourage data sharing and in
addition encourage cutting back and re-building endeavors. In the last investigation, HRIS
increment aggressiveness in the commercial center by enhancing the usefulness of HR
activities, create progressively and shifted HR- related information and reports.

Hussain et al., (2004) studied ‘The use and impact of human resources information
system on human resource management professionals’. The aim was to assess and compare
the specific areas of use and to introduce a taxonomy that provides a framework for
academicians. They also sought to determine whether HRIS usage was strategic, a perceived

value-added for the organization, and its impact on professional standing for HR professionals.

24
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Akanshs Chauhan, Sanjeev Kr Sharmg,

Tarun. Tyagl,2011) A rentors
460 wUtilization of HRIS" appears gys . yugl,(2011) According to cre

+a koy HRIS will give essential
this data wi| help the administration group in building
ng objectives and destinations underway. The last end
charge of the aswocistion all in all and to the HRM office

up the hierarchical mission and gettj
made by creators, HRIS increases the

particularly.

Sandeep Krlshnan, Manjari Singh (2006-2007) in his study,
in the Implementation and Maintenance of HRIS” this

“Issues and Concerns i
paper looks at the issues and
concerns faced by Indian organizations in implementina and managing HRIS. In this study, the
eritioal success factors and weakness in various stages of implementing an HRIS are explored.
The problems are rooted in mainly two factors. One is the fact that HR department lacks
knowledge about HRIS and hence is not able to clearly elucidate the requirement of the system.

Poor assessment s a continuation of the problem. Second is the lack of importance given to
HR department in the organizations,

Humayun Zafar (2013) in this, the paper author has emphasized information
security. This study discoveredthe under-researched Expanse of HRIS and e~ HR security
issues. In the association only appropriate personnel are acceptable to have admission to
private data. It leads to employee-centric culture, boost fulfillment and confidence, and
more motivated andloyal workforce, A relatively late advance toward electronic human
asset (e-HR) frameworks has enabled associations to offer a customized interface to
singular representatives.

Florkowski (2006) in his study, ‘The diffusion of human resource information
technology innovations in US and non-US firms’, evaluated the diffusion of eight
information technologies that are transforming HR service-delivery in North America and
Europe,. Such information technologies include HR functional applications, HR suits, [VR1
systems, HR intranets, employee and manager self-service applications, HR extranets,
internal and mixed-influence models of Human Resources Information Technology adoption
decisions of cross-sectional sample of US, Canada, UK and Irish firms.

25

Scanned with ACE Scanner



CHAPTER III

Scanned with ACE Scanner



RESEARCH DESIGN ANp METHODLOGY

W,.,,.,,M,,,m
Q
:
=
o
=

1 INTRODUCTION:

4 surveys and fact-finding enquiries of different kinds. The major purpose of descriptive research
. is description of the state of affairs, as it exists at present, It is the simplest form of research
;_ design. The main characteristics of this method are the researcher has no‘conn-ol over the
; variable, he can only report what is happening,

A

33 SAMPLE DESIGN

B
P

» Population

There are around nearly 1200 employees working at Southern Petrochemical
Industries and corporation, in Tuticorin.

» Sampling size
Out of the total population, a sample size of 50 was selected for the study.

> Sampling area
The research was conducted at Southem Petrochemical Industries and

corporation, in Tuticorin.

26
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y Eampling Teebiique

I the Proven LU I

YRR g
I g AR WA SV s Wil

p Sourves of data
FOr the revearch work the gy han boen wolleated from both primary and
econdary sourves, ‘

y Primary data
Primary data reters 1o the vollegt

fon of fiest hangd data, The
colleeted from the reapondenta by

\

information waa

A Mtruetured Quextionnaire
Observation

Interview with employeex
Direct conversation With the management.

» Secondary duta

A part from primary data collected, the data waa vollected through
¢ Books
¢ Journals from library
* Records of SPIC
* Academic reports
o Website

35TOOLS FOR ANALYSIS:

After the data has been collected it has to be analyzed, the data obtained from the
Questionnaire was consolidated. Tabulation is a part of technical procedure where in olassified
data are put in the forms of tables, The tables are analyzed using statistical techniques and tools
% that interpretation would be precise.

27
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" ,wmi“' tools used for snalyzing the daty collected gre,
y gimple percentage analysis;

Percentuge is used to make Comparison between ¢

Wo or mor
is the most commonly used method for analyzing the dats © series of data. It

Percentage = Y4™ber of Respondents
Total Respondenss <100

¥ Chi- square test:

Chi- square test is used to compare two variabjes for a randomly selected data
The expected frequencies are based on the conditions for null hypothesis. The ijtio;

of null hypothesis is based on expected value, It is uged to check whether the variables
are independent of each or not,

Chisquare=Y(0 - E)? +
\
» ANOVA:
The ANOVA test is performed by comparing two types of variation and the

variation between sample means as well as the variation within each of the samples. If
the p-value is less than 0.05 the analyst reject the ANOVA test and vice versa.

[ 36PERIOD OF THE STUDY

i The study was done during the period of December 2022 to March 2023. During the
 study, the following activities were undertaken. Objectives were set and questionnaires were
:* finalized, Data’s were collected, recorded, analyzed and interpreted. From the interpretation,
| the report was generated.

28
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CHAPTER v

DATA ANALYSIS AND ITERPRETATION
4.1 DATA INTERPRETATION:

Aﬂﬂl)’!i& of data means stud .n thc
. T 4 ying tabulated material order 1o inherent facts or
Larger d ons of materia sho into smaller units and

. ncw fum’ i - i

Analysis of data is the most skilled task of g

researchers own judgment and skill. It throws light
establishing the research which it identifies the ways
researcher stand beside the collection ang analysis ¢
explain their significance,

stages of research, calling for the
on the various problematic areas,
and means of arriving at a solution. A
f data who has to draw inference and

The task of drawing conclusion and inference from a careful analysis of data is known
gs interpretation.

29
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| TABLE: 4.1.1

!71‘ LE sHOWING THE SOFTWARE WHICH RESPONDENTS HAVE
!

? CHOSEN THE MOST

3

| FREQUENCY TABLE

Y

L = " Cumulative

| _ equency ercent Valid Percent Percent

| Valld TalentOZ 34 68.0 68.0 68.0
; il

; SAP 16 32.0 320 100.0
Total 50 100.0 100.0

—

Source: Primary data

RENCE:

the data analysis,

N T T

30

From Table 4.1.1, it is understood that 68 percent of the respondents chose the
ENTOZ software and 32 percent respondents chose SAP software.

> Majority 68 percent of the respondent are using TALENTOZ software.
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TABLE SHOWING THE PROGRAMMER who CONFIGURED
THE SOFTWARE FOR ORGANIZATION

FREQUENCY TABLE

From Table 4.1.2, it is understood that 88 percent of the respondents chose the software
jendor and 12 percent respondents chose IT Department.

F the data analysis,

; » Majority 88 percent of the respondents answered as software vendor who configured
' system to organization.

£} ]
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TABLE: 4.1.3

TABLE SHOWING THE SYSTEM USED IN THE PREMISE,

FREQUENCY TABLE

‘\ From Table 4.1.3, it isunderstoodthat54pcrccmofﬂacmmndemcmm¢(‘m'
‘Pg_ 17 percent respondents chose server based and 6 percent chose hardware.

¥

h the data analysis,

 > Majority 54 percent of the respondents answered cloud-based system is used in
| organization

2
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TABLE: 4.1.4

| ABLE SHOWING THE RECORDS MAINTAINED BEFORE USING

HRIS SOFTWARE
FREQUENCY TABLE
. Cumulative
requency  Percent Valld Percent Percent
Tl 3 72,0 720 720
aaftware 14 20,0 200 100.0
scer 50 1000 100.0

rce: Primary data

\FERENCE:
. From Table 4.1.4, it is understood that 72 percent of the respondents chose records are
Lmined manually and 28 percent chose records are maintained by using software.

i'om the data analysis,
?’

> Majority 72 percent of the respondents answered that manually they kept their records
before HRIS

a3
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TABLE 415

1 ABLE SHOWING THE MEASURES TAK

ENTO PRO
EM PLOYEE DATA g
| Cumul

| Froquoncy Percent Valid Percent P-:::ﬂ: )
R,,trlcf nknown 20 40.0 40.0 n4o 0
access |
ey e 12 240 40 g
J‘A‘ntl-vlru; software 5 :'anv . w“‘;:d”’ ""“‘““a'g_b
Backup software 0 mr T s
— . 1 50 100.0 100.0

From Table 4.1.5, it is understood that 40 percent of the respondents chose restrict
Bknown access as a protective measure,24 percent of the respondents chose keep an access
1 s protective measure, 16 percent of the respondents chose keep anti-virus as a protective

Bessure and only 20 percent of the respondents chose backup software as protective measure

h m the data analysis
» Majority 40 percent of the respondents answered that they restrict unknown access to

TR

protect employee data
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‘ TABLE 416

. ;ABLE SHOWING THE TYPE OF TRAINING PROVIDED FOR

ﬁ EMPLOYEE ABOUT SOFTWARE

; Frequency table

£

_ requency Percent Valid Percent Peu:-u

| ;

} Onfine training 1" 220 20 66.0
&"u\epb 2 4.0 40 100.0
k Total 50 1000 100.0

b

. From Table 4.1.6 it is understood that 44 percent of the respondents chose classroom
kmgpmvidedb) the organization for employees, 22 percent of the respondents chose online
angprowdedbytheorgammonforemploym, 30 percent of the respondents chose on
hprmnmgprowdedbymcorgammonformmh)emApacemofmcmspmdmchose

iﬁmoom training provided by the organization for employees,

me the data analysis
» Majority 44 percent of the respondents are given classroom training
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TARLE 4,1,

mn POTHESTZED RELATIONSIp RETWEEN DERIGNATION AND
TRAINING PROVIDED wy ORGANIZAT

1ON
Chi-Bquare Tests
Asymptotie
Significance
e m&mva“‘uﬁfcmﬁfwm - ,'!-'- - l Mmmm

‘Pearson Chi-Bquare 0130 17 - 909
Likelinood Ratio (XTIN T3 863
Linearby-Linear Amnmlon AP 1 481
N of Valid Canes . 80

Noniee: Primary data

._ Ha There v no xignificant relationship between Designation and Training provided
Fhy organtantion.

C M There ix slgnifloant relationship between Denignation and Training provided by
anganization,

INFERENCE
Table 4.1.7 represent the results of the ¢hi square test to evaluate between Designation

m Training provided by organization, The significance value of chi-aquare is 0.909, which is
ter than 0.08. Henee, it I8 inferred that to Ho and found there iv no significant relationship

n Designation and Training provided by organization,

i
b
E
I
ff
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Table4.1.8 represent the results of the chi square test to evaluate between Designation
od adequate training needed for using HRIS. The significance value of chi-square is 0.794,
thich is greater than 0.05. Hence, it is inferred that to Ho and found there is no significant
lationship between Designation and adequate training needed for using HRIS.

37
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TWEE
ySED IN ORGANIZATION Anp AGREE;B?,RIS SOFTWARE
‘ ELE
SOFTWARE SERVED 4§ 5 BETTER PLATF0$ OF
Chi-Square Tests
Asymptotic
Significance (2-
Value (
Pearson Chi-Square e y sided) —
——y T :
me'°°" it A  10.690 Rt ke
Linear-by-Linear Association ~ gpo : :
AN e I 591
N of Valid Cases 8 o

| Source: Primary data

: There is no significant relationship between HRIS software used in organization and
greeable level of software served as a better platform

H:: There is significant relationship between HRIS software used in organization and agreeable

gsod in organization and agreeable level of software served as a better platform. The
kmﬁcance value of chi-square is 0.057, which is greater than 0.05. Hence, it is inferred that
bHo and found there is no significant relationship between HRIS software used in organization

:ind agreeable level of software served as a better platform.

Table 4.1.9 Represent the results of the chi square test to evaluate the HRIS software

e
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Chi - Square test
Asymptotic
Significance
— ‘ Vﬂ-‘ - (2-sided)
Pearsoan Chi-Square 149882 5 55
"ww_ od Ratie 11.921 & .
Limear-by-Limear *1__"5"5'2\““?“*»——_5?____
Association
"N of Vahid Cases 50
Scarce: Prumary data

: Table 4.1.10 represent the results of the chi square test to evaluate the HRIS as a better
pationm and satisfaction level of enabling easy compliance. The significance value of chi-
are is 0.242, which is greater than 0.05. Hence, it is inferred that to He and found there is
I significant relationship between HRIS as a better platform and satisfaction level of cnabling

39

Scanned with ACE Scanner



!
:

B o s

%"
3

;
'7 (2-sided)
8 .320
8 e 531
1 063

i Hs: There is no significant relationship between HRIS as a better platform and
becable level for data security.

g H,- There is significant relationship between HRIS as a better platform and agreeable

for data security.

CE

Table 4.1.11 represent the results of the chi square test to evaluate the HRIS as a better

Matform and satisfaction level of enabling easy compliance. The significance value of chi-
e is 0.320, which is greater than 0.05. Hence, it is inferred that to Ho and found there is

significant relationship between HRIS as a better platform and agreeable level for data
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TABLE 4.1.12

YPOTHESIZED RELATIONSHIP BETWEEN HRIS AS A BETTER

pLAT fFORM AND AGREEABLE LEVEL o INTEGRATING OTHER

HR SOFTWARE
Chi-Square Tests
Asymptotic
Val Significance
Alue df (2-sided)

mChi-Squaro 25.206° 16 o
Likelihood Ratio 16938 qg —
Enoar-by-unnr 770 p 350
Association
N of Valid Cases 50

“Source: Primary data |

‘pmeable level of integrating other HR software.

vel of integrating other HR software.

FERENCE

Ho: There is no significant relationship between HRIS as a better platform and

H,. There is significant relationship between HRIS as a better platform and agreeable

Table 4.1.12 represent the results of the chi square test to evaluate the HRIS as a better

form and agreeable level of integrating other HR software. The significance value of chi-

we is 0.66, which is greater than 0.05. Hence, it is inferred that to Ho and found there is no

ificant relationship between HRIS as a better platform and agreeable level of integrating
r HR software.
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TABLE 4,113

| ¥ pOTHESIZED RELATIONSH)p BETWE

- EN DES]
AGREEABLE LEVEL OF MANAGN GNATION AND

G SHIFT CHANGE
Chi-squa re test
Asymptotic
’ i Significance (2-
- df sided)
pearson Chi-Square 16.899* 12 163
Likelinood Ratio I T
Linear-by-Linear Association g33 860
NofvalidCases 50

| “Source: Primary data

He: There is no significant relationship between Designation and agreeable level of
' managing shift change.

Hi. There is significant relationship between Designation and agreeable level of managing
o ift change.

E Table 4.1.13 represent the results of the chi square test to evaluate between Designation
Ed agreeable level of managing shift change. The significance value of chi-square is 0.153,

ﬁhjch is greater than 0.05. Hence, it is inferred that to Ho and found there is no significant
?ﬁfaﬁonship between Designation and agreeable level of managing shift change

B
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TABLE 4.1.14

ﬁypo‘l"HESlZED RELATIONSHIP BETWEEN DF,

PARTMENT AND
SATISFACTION LEVEL OF EMPLOYEE

SUPPORT BY HR TEAM
Chi-Square Tests
Asymptotic
Significance
Value _df (2-slded)
3.666° 12 089

S e Ao 50 e R AT T A

4.809 12 964

g g s T sy
Nof m Cases - S —————————

Source anary data

He: There is no significant relationship between Department and satisfaction level of
mployee support by HR team

Hi: There is significant relationship between HRIS Department and satisfaction level
igfunployee support by HR team.

&

INFERENCE:

,::ff Table 4.1.14 represent the results of the chi square test to evaluate the Department and
isfaction level of employee support by HR team. The significance value of chi-square is
10.989, which is greater than 0.05, Hence, it is inferred that to Ho and found there is no
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| SOFTWARE
Chi- square test
Asymptotc
Yalue

i 9 - {2-sidiec)
W Chi-Square 6.8 5§ 49
ﬂwﬁwi ;_‘-m SO =“ 1” 4 ”
m Cases =
Source: Primary data

. Tch4.l.]5WﬁxmﬂBof&cdﬁmﬂmaﬂm&D¢-mm
mbhkﬁofﬁnﬁngpﬂmwﬁkmmﬁmmﬁgimxﬂmofw
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TABLE 4

L16
'. / THESIZED RELATIONSKp np... i
LE LE E
AGREEAB VEL OF PROVIp & QU%PARTMEM AND
' SERVICE

g.. There is significant relationship between HRIS
RIS Department agreeable level of

| Table4.1.16 represent the results of the chi square test to evaluate the Department and
ceable level of providing a quality service. The significance value of chi-square is 0.567,
?ﬁchisgm:ermauo.os. Hence, it is inferred that to He and found there is no significant
mshlp between Department and agreeable level of providing a quality service.
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Asymptotc
- Pl .

W S&re P )
GRS S mn
<~ snood Ratio sw 0 4 ——
SRt e ‘ n‘
e r Association ™ |
_ = 2l i 812
T — -

E!;}misﬁgmﬁﬁmmmmwwﬂem&

B NFERENCE:

Table 4.1.17 represent the results of the chi square st © evaluate the Deparuacat and

B i fevel for reducing manual work. The significance value of chi-square is 0.772. which
mme.os Hence. it is inferred that to He and found there is no significant relanonship

WMMbﬂhMmﬂwwﬁ.
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TABLE, 4118
yPOTHESIZED RELATIONSyp 5

ETWEEN g

AND SATISFACT S AS A BETTRA
M’O"M ACTION Ly, TOMAINTAIN K Tw,u
EFFECTIVELV RECORDS
Chi-8quare Tegts
Asymptotic
8ignifican
Value ance
‘Pearson Chl-ﬁqgnro | 14.781% df - (2-sided) L
Likelihood Ratio T i f‘::‘;
Linear-by-Linear aare ‘ '
| : 1
Assoclation 070
N of Valid Cases L 80
“Source: Primary data

Ho: There is no significant relationship between HRIS

] as a better platform and
satisfaction level to maintain records effectively,

Hi: There is significant relationship between HRIS as 4 better platform and satisfaction
Jevel to maintain records effectively.

 INFERENCE:

Table 4.1.18 represent the results of the chi square test to evaluate the HRIS as a better
| platform and satisfaction to maintain records effectively. The significance value of chi-square
{is 0064, which is greater than 0.05. Hence, it is inferred that to Ho and found there is no
£

iﬂ'gniﬁcant relationship between HRIS as a better platform and satisfaction to maintain records
;cﬂ"ectivcly.
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ACTION LEV ~ ERIS a5
P arsF R
ChiS e
Foaen 559 4 R T =
{ciieed Ratie 15461 N ————
[mear-by-Limear Ameciation 360 T
T of Vald Cases s
e Primany dama

mmsmmﬁmmmms,mﬂu&mm
1&uk\‘dofmm$m
&:MsﬁgiﬁmrchionsﬁpbaumHRISasabmupmfmmmdaﬁs&cﬁm
,hddm:hlocamningsyswn
Table4.l-l9anwunsthcmﬂtsofthechisquutwstme\valualetthRlSasabener
: .',ﬂ:hmmdsmisfactionlc\'cl ofmuﬂmeecqimingsym.m&gniﬂmmvalmofcm-
§ e 0,157, which is greater than 0.05. Hence, it s inferred that to HO and found there s
’ msigniﬁmnrelaﬁa:ship between HRIS as a better platform and satisfaction level of

____—M
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ANALYSIS OF VARIANCE gy,
CAPTURING TO MANAGE SHyp - TWEEN ATTENDANCE
ATTE GE AND T0 TRACK
NDANCE
ANOVA
Sum of i
Squares Df »
/;;TW;" manage Between M F___Sig
—— Groups M3 263 oo
wi“)‘_‘lf'i"f,ﬁ~% 58.807 45 N, Sapl | —
AR S I ™ gt s
;y ng HRIS software Between _985““““;“““%;%«——-%_..‘
: employee can  Groups 5 246 1,165 339
| pack there attendance? Within Groups sl T
Total 1050 a9 Ay

Source: Primary data
INFERENCE:

‘ The value of F is .263, which reaches significance with a P-value of 0.900 (which is
greater than the 0.05 alpha value).this means there is no statistically significant difference

petween the means of managing shift change.

b The value of F is 1.165, which reaches significance with a P-value of 0.339(which is
?greater than the 0.05 alpha value).this means there is no statistically significant difference

%ctween employee tracking attendance.
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TABLE 4,1 34
POTHESIZED RELATIONS Hip ggpo,

" AGgp:EABLE LEVEL OF PERFORM A: E-N E"Ptnmn(rg AND
CEMANAGEMENT
GM Tm
$ignificance
w-bru"'“' “”‘w W- 2.119 p :
ot vald Cases s - 148

7 1".bk4.1.21reptﬂanmemultsofﬂ\edﬁsqmmmaﬁmwmmm
pfmnmcc management. The significance value of chi-square is 0.860, which is greater
E’;.a.as.um, it is inferred that to Ho and found there is no significant relationship between

:
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gudy ar¢ given below.
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HRIS o be provided by the management they need adequate waining abous

for day to day activity.
» Mmmomewmmm&mmm
» mumofmww&emmmhum
» wmmofmmwummmm
» wmmof&emw&nm&uumm
» M&Wofmmmmﬁmm«mbm
team.
» Majority 38 percent of the respondents agreed that HRIS does not have any kind of
problems while using the software.
» Majority 58 percent of the respondents agreed HRIS provide quality service.
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gystemm.
M gjority 68 percent of the respondents
mﬂ‘d‘“w

vy 66 percent of the res
, Majority P Pondents agreeq (hy HRIS effoctiyel
formance management Y Maintained in

e HRIS Wlows employe 1
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<4 CONCLUSION
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ANNEXURE

4‘
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QUESTIONNAIRE

Dear Sir'Madam,

[ am Isha Dharinj .P.

K. from the department
st. Mary’s college,

Tuticorin, Presently doing a p
special reference to Southern Petrochemical Indus

of Human Resource Management of
roject on “Utllization of HRIS” with
tries Corporation Limited (SPIC), us

DEMOGRAPHIC SURVEY:

Name:
Age:
020-30 0 31-40

0 41-50 0 51-60

Gender:

O Male

O Female

[ Designation:

i OoOfficers OExecutives
OlAssistant Manager ODeputy Manager
Department:

OHuman Resources Department [ Finance Department

CMarketing Finance OSafety Department
Experience:
: _
O 01-05 years O 06-10 years
56
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O 11-15years 316 or more

oPEN ENDED QUESTIONS:

;. What HRIS software do you use in Your company?

0 Talent OZ
0 Oracle

U People soft
0O SAP

2. Who configured the software for organization?

, 0 Software Vendor
O IT Department
3. Which system do you use in your premise?
O Cloud -based
O Server based
O Hardware

4. Before using HRIS software, how do you keep your records?
O Manual

3 Software

5. What measure do you take to protect employee data?

[ Restrict unknown access
" 0O Keep an access log
[J Anti-virus software

O Backup software

57
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O Swoongly disagree
O Neutral

e et e i MoVt
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0. Did this software serve as a better platform to day to day activity?
0O Agree

O Strongly agree
O Disagree
U Strongly disagree
O Neutral
10. Does the software enable easy compliance?
O Satisfied
O Highly satisfied
O Dissatisfied
O Highly dissatisfied
O Neither satisfy nor dissatisfied
11. Do you have control mechanism for data security?
| e
0 Strongly agree
O Dlsagree
0O Strongly disagree

O Neutral
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12. Does it require imggmﬂom i
With other HR ¢
Software?

O Agree
O Strongly agree
Q Disagree
O Strongly disagree
0 Neutra]
13. Does it allow to manage shift change?
O Agree
O Strongly agree
O Disagree
O Strongly disagree
[ Neutral
14. Are you satisfied with the employee support by HR team?
O Satisfied
[J Highly satisfied
O Dissatisfied
O Highly dissatisfied
[ Neither satisfy nor dissatisfied

15. Do you find any kind of problems while using this software?

[J Agree
[ Strongly agree

: [ Disagree ‘
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O Strongly disagree
O Neutrai

16. Does this software provde 2 quality service?
O Agree
O Strongly agree
O Disagree
O Strongly disagree
O Neutral
17. Does HRIS help 10 reduce manual work?
O Agree
U Strongly agree
O Disagree
O Strongly disagree
O Neutral
18. Does this software help to maintain records effectively?
[ Satisfied
O Highly satisfied
O Dissatisfied
O3 Highly dissatisfied
[ Neither satisfy nor dissatisfied
lg_mngﬁgﬁedwidmxmmdmmm7
O Satisfied
(3 Highly satisfied
O Dissatisfied

61
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T -

0 Highly digsatistied
O Neither satisty not dissatisfled
20 By using HRIS software whether emplayee can track thare attendance?
0 Agree
Q Strongly agree
Q Disagroe
O Strongly disagree
0 Neutral
21. Do you think performance management is effectively maintained in HRIS?
O Agree
O Strongly agree
0O Disagree ;
O Strongly disagree
O Neutral

62
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