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Abstract: Career planning is an ongoing process through which an individual sets career goals and identifies the means
to achieve them. The process by which individuals plan their life's work is referred to as career planning. "Career planning
Is a process of systematically matching career goals and individual capabilities with opportunities for their fulfillment." Self-
assessment is necessary to understand one's capabilities and drawbacks. The various career options should be explored in
detail to find a fit between one's abilities and the opportunities provided by a career option. It involves continuous
learning and improvement to build and growth in the chosen career path.
Keyword: Performance appraisal, Job satisfaction,Employee motivation,Feedback performance

1. INTRODUCTION
The tern "career denotes all the jobs that are held during one's working life. It is viewed as a sequence of positions held
by an individual during the course of his lifetime. Edwin B. Flippo defined a career as a sequence of separate but related
work activities that provide continuity, order and meaning in a person's life. This is the objective career. A career may be
viewed as amalgam of the changes in values, attitudes and motivation that occurs as a person grows older. This is a
subjective element in the concept of a career.
REVIEW OF LITERATURE:

Inkson (2010)"' added that a person has only one career, reinforcement of jobs contributes to the same career path.
Clearly, a career is not just a job, but revolves around a process, an attitude, behaviour and a situation in a person's work
life to achieve set career goals. The changing career scope has become a turbulent, unpredictable and challenging. Such
turmoil changed how career development is perceived. An organization focusing on competiveness and long term career
stability of employees enhance individual career growth and fulfilled organization's needs. Career is defined as the evolving
sequence of a person's work experiences over time

Puah and Ananthram (2011)* have identified career planning and career management as the two main antecedents of
career development. The integration of both employees career planning and organizational career management practices
result in effective career development. He has elaborated the role of career planning and career management in career
development. Harmony between 'career planning and career management' and proper alignment of implementation of HR
needs and individual career planning leads to effective career development.

Abaneh (2012)° empirically examined career planning and career management as the antecedents of career development.
The study showed that there exists a positive and strong relationship of the examined variables on career development.
He have identified career development as a process which requires both the individuals and organizations to create a
partnership enhancing employees knowledge, skills, competencies and attitudes required for the current and future job
assignments.

Baruch (2013)* has examined the changing career development patterns from stable to dynamic systems. Career
development should be individual specific and organization should be an enabler and developer of career success. Career
development systems have changed from stable and linear career systems into transitional and dynamic systems by
strategically aligning both internal and external integration of their career practices.

Ramly et al. (2014)° have studied the factors contributing the career aspirations of professionals in RandD. Self- efficacy,
organizational socialization and continuous improvement practices in an organization influence the career aspirations and
planning of professionals. He studied on the impact of individual characteristics and organizational culture on career
development of employees.
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It was found that understanding of the employee's personal skills and knowledge significantly influences employee's career
development. He examined the relationship of HRM practices and employee productivity. Alignment of individual career
goals with organizational goals is the most important factor in employees career planning and development.
Maheshwari and Krishnan (2015)¢ have conducted a study entitled Career effectiveness and its determinants to identify
the factors responsible for individual and organizational career practices affecting career effectiveness. Career
effectiveness was influenced by the individual, organisational factors and supervisory support. Individual factors afecting
career effectiveness are career planning and knowledge of organizational politics. Performance appraisal, performance
feedback, internal recruitment, formal development, training and development, information sharing (career related) and
supervisory support were found to be the attributes of organizational career management practices affecting career
effectiveness. The study indicates that the determinant of career effectiveness mentioned in the study significantly explains
the variances of employee career effectiveness.
Adekola (2015)” in his study 'Career Planning and Career Management as Correlates for Career Development and Job
Satisfaction: A Case Study of Nigerian Bank Employees' explored the link between career planning and career
management with job satisfaction and career commitment. Positive interrelationship exists between career development,
job satisfaction and career commitment. Individual career planning was found to be the most influencing factor to achieve
effective career development. Career development has a stronger significance on job satisfaction than career
commitment.
Seema et al. (2016)% in their study 'Organizational Support for Employees' Career Management have analysed the benefits
of organisational career management (OCM) to the employees and the organisation. OCM provides opportunities to the
individual to grow in their career path thereby enhancing the talent pool within the organisation. Organisation providing
formal and informal career development processes enhances the psychological contract between employees and
organisation.

CAREER PLANNING:
DEFINITION:
Begin by thinking about where you are now, where you want to be and how you're going to get there . Once you have
thought about where you are at now and where you want to be , you can work on getting to know your skills , interests
and values. At the end of this step you will have a clearer idea of your work or learning goal and your individual
preferences. You can use this information about yourself as your personal ' wish list ' against which you can compare all
the information you gather in Step 2 : finding out . Your personal preferences are very useful for helping you choose your
best option at this point in time, which you can do in Step 3 : making decisions .exploring the occupations and learning
areas that interest you . Once you have some idea of your occupational preferences you can research the specific skills
and qualifications required for those occupations. At the end of this step you will have a list of preferred occupations and
/ or learning options.
Methods of Career Planning:
The tern "career denotes all the jobs that are held during one's working life. It is viewed as a sequence of positions held
by an individual during the course of his lifetime. Edwin B. Flippo defined a career as a sequence of separate but related
work activities that provide continuity, order and meaning in a person's life. This is the objective career. A career may be
viewed as amalgam of the changes in values, attitudes and motivation that occurs as a person grows older. This is a
subjective element in the concept of a career.
HUMAN RESOURCE DEPARTMENT
Company target is to place the right person to right job, to evaluate efficiently our human resources, to contribute to
training and development, to increase loyalty and pave the way to career opportunities. Equal opportunity policy we treat
everybody equally regardless of religion, language, race, gender, age, ethnicity distinction. By providing equal
opportunities to all candidates in our recruitment process, we aim to employ the right person for the right job.
Recruitment Policy: The recruitment policy is to provide equal opportunities to candidates and allow and process of
the company and their process of the opportunity to accurate way to employee. Human resource management is very
useful in this company of the organization.
Training and Development Policy: Education is an important element in the development of our employees and our
company; we continuously invest in our human resources. Our education policy, our employees, is to support training
needs to enable them to continue their task with high motivation and performance. With this approach personal
development training and job.
SCOPE OF THE STUDY
The study covers all important areas of career planning in Daily Fresh Fruits India Pvt Ltd at Namakkal.
The scope of the study is the number of training and career planning significance to the employees.
In this way some new spheres may be available if this project work is taken up.
The food products given the pre - planning and reference for employee's performance and given some HRM planning.
OBJECTIVES OF THE STUDY
To identify positive characteristics of the employees.
To develop awareness about each employee's uniqueness.
To respect feelings of other employees.
To attract talented employees to the organization.
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RESEARCH METHODOLOGY
Meaning
Research methodology is a way to systematically value the research problem. At May understood as of studying how
research is scientifically done research and academic and such the term should be used in technical sense.
Research design
The research design constitutes the blue print for the collection, measurement and analysis of data. There are types of
research design; they are exploratory research design, experimental research design and describe and diagnostic research
design. The research had adopted descriptive research design for the study.
Source of data
e It was collected through questionnaire further this data, are processed and tabulated using graphs the tables where
analyzed and the finding has been drawn accordingly.
e |t refers to a special kind of ratio, it is used to make comparison between two or more series of data, since the
percentage reduce everything to a common base and there by allow meaningful comparison be made
o A great deal to primary and secondary data was collected through direct survey.

CH-SQUARE TEST
(Oi — Ei)?
Chi-square test (x*) = Y

Ei
Degrees of freedom =(R-1 (C-1)
Where as, O= observed frequency, E= expected frequency, R=number of rows, C=number of columns
Null Hypothesis (Ho)
There is no significance relationship between work experience and promotion process.
Alernative Hypothesis (HI)
There is significance relationship between work experience and promotion process
ANOVA TEST
Correction Factor (C.F) = (3x)% No. of Observation = T2 /N
Sum of Square of Total Variance: (SST) = 3 x*-C,
Sum of Squares between rows (SSR) =SSR2-CF
Sum of Squares between the columns (SSC)=SSC2-CF
Error Sum of Squares = SST - (SSR+SSC)

Luhwpn —

CORRELATION TEST
n(Txy) - (Tx)Ey)

V[ nEx2 - (52?1 [ nEy? - (Xy)2]

Tr=

DATA ANALYSIS AND INTERPRETATION

TABLE - | THE TABLE SHOWING AGE GROUP OF THE RESPONDENTS

S.NO AGE GROUP NO.OF.PRESPONDENTS PERCENTAGE (%)
I 20-29 years 54 36%
2 30-39 years 36 24%
3 40-49 years I5 10%
4 50&Above 45 30%
TOTAL 150 100%
INTERPRETATION

The above table shows that 36% of the respondents age group is 20 -29 years, 24% of the respondents are 30-39 years,
10% of the respondents are 40- 49years, and 30% of the respondents are 50 & above. Thus the majority 36% of the
respondents are age group 20-29 years

TABLE-2- FAMILY STATUS OF THE EMPLOYEES

S.NO GENDER NO.OF RESPONDENTS PERCENTAGE%
| Male 48 32%
2 Female 102 68%
TOTAL 150 100%
INTERPRETATION

The above table indicates that 32% of them are male respondents and 68% of them are female respondents. Thus the
majority 68% of the respondents are under female.
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FINDING

A majority of 41% of the respondents are satisfied with pay packages they are receiving.

A majority of respondents 38% are satisfied with the incentive package provided by the organization
A majority of the respondents nearly 47% agrees that the supervisors are helpful in crisis situation
A majority of 31% respondents stays neutral on the supportiveness of the trade union

A majority of 54% respondents are not satisfied with their job

A majority of 38% respondents are satisfied with the existing method of performance appraisal

SUGGESTIONS
Recreational facilities like library club membership social club annual to scan be arranged Workshops regarding computer
training and to improve workman ship be conducted frequently for employers Weekly or monthly meetings about
execution of future projects should be conducted frequently Opportunities to use and develop human capacities
opportunities for career growth A suggestion box should be installed and the employees should been courage to give the
suggestions Appropriate rewards should be given to the employees whose suggestions have been implemented Proper
feedback should be taken Workload should be distributed equally

CONCLUSION
Quality is the need of the hour in every sector quality is essential Quality in work life helps to retain the internal
customers. This firm has clearly understood this and hence the internal customers are satisfied but emerging concepts in
HR can be implemented for further betterment in the quality of work life. Hence | can conclude that the quality of work
life in DAILY FRESH FRUITS INDIA PVTLTD is satisfactory.
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