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This book is mainl y llL1sed on the approach 
to pwformance appr:1 isal JOmtly developed 
by th11 author and h1s former colleague 
Prof. Uda1 Parcek of Indian Institute of 
Manauement AhrnedJbad while they were 
\•vork.inu to~wther With Lnrsen and Toubro 
Ltd . to develop the l<ltter's performance 
appruisal system. Th ei r objective was to build 
up a human rt}source development-oriented 
perfornwnce i!ppr;w;nl system. Subsequent 
diSCussions ~A~llh manaqcrs. off icers and 
superv1sor of several othe~ oro;misations with 
which the iluthor had tht.~ ''opportunity to 
WOIK iiS a consultant and trninnr reinforced, 
rnodlf1ed <1nd developed the system into the 
fonn finally presented in this book. Thus an 
cssont1al nwnt of the book lies in the combi­
nation of theory ilnd practice in the environ­
mental context and pract1cal constraints in 
organ.is<Hions in India. However. the author 
mal<es it amply clear thnt the book is not 
a revif1w of published literJture on each 
aspect nf perform<mce nppraisal. Accordingly 
ihostt who need, or look for an overall survey 
of different <Jppro<lches to performance apprai­
.sul in lnd1a or abroad should, in addition to 
this book, look elsewhere as well. 

White presenting the development-oriented 
approach to performance r~ppraisal, the author 
<H'lticipatfJS some of the objections and 
di!'>f~t)!iOS off them in the prcf<~ce as well as 
Hl a separate chapter (Chapter 16). The most 
formidable of such objections appears to 
be on~ bnsed on the obstacles presented by 
H;f;'1 e)(lstinu ornanisation culture on the way 
of 'Ct~iltion of a development-oriented appraisal 

· sy:~tern. which must be based on trust and 
OpeoMss. Hero tho author argues that per­
fom'l-<:mce appraisal itself may be used as an 
iHstrutnent of chan~JO towards a desired 
organisational culture. "rather than waiting 

. ~or the ' culture to change and changing 
· ~pprais!lls to suit such change". This appears 
l~ . b& .. ·a worthy argument in view of the 
considerable time that is necessary for 
·adequate change in culture of an organisation. 
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Moreover, organisational culture does not 
change automatically. or just by mere exhorta­
tions for such a change. Effective and 
systematic steps are to be taken in different 
directions within the organisation and 
obviously the changes in performance apprai­
sal system may be helpful in this respect due 
to the importance attached to it by the 
employees as well as management on 
account of its implications for promotion. 
transfer, training and fulfilment of corporate 
goals. 

The book starts with a brief review of the 
objectives of performance appraisal in the 
past and pleads for a new set of objectives. 
This is followed by a chapter on Human 
Resources Development and Performance 
Appraisal. Mechanisms are identified for 
developing capabilities of diffe·rent categories 
of people in an organisation and the author 
emphr.siscs that the responsibility for deve­
loping employee capabilities to suit its 
requirements lies with the organisation itself. 
In this context, in the next few chapters 
(Chapters 3-9), the author unfolds his 
strategy and tries to show that the performance 
appraisal system can be an effective instrument 
for developing employee capabilities . 

Four chapters of the book (Chapters 1 0-13) 
aro then devoted to describe the development­
oriented performance appraisal systems in 4 
Indian organisations, viz., Voltas Ltd., Larsen 
and Toubro Ltd., the State Bank of India and 
an unnamea large engineering company. 
These case studies give credibility to the 
author's contention regarding the practicabi­
lity of introducing his proposed system in 
Indian organisations. They also identify the 
problems on the way of its introduction, 
explain the steps followed in the organisations 
concerned and, in general. evaluates the 
systems introduced in each such organisation. 
These cases and the appraisal forms actually 
used in these organisations are likely to be of 
great practical use to the organisations which 
may desire to introduce something similar 
to the performance appraisal system 
recommended in this book. 

105 



The chapter on ··Appraisal t-'ractices in 
India" and the following chapter on "Appr.:tisa l 
Practices in some Asian Countries·· also 
would be useful to the pract1sing managers 

~
nd acadcm1cs interested in perform.:tnce 

appraisal in the organised sector of the 
developing countries 1n the Third World. 
However, in the chapter on lnd1a the author 
appears to have relied mainly on the per­
ormance appraisal practices followed by 45 

d1fferent organisations covered in a survey 
conducted by himself and also on hts Consul­
tancy and training contacts 111 dtfferent 
Indian organisations . No doubt valuable 
informatton on the appra isa l practices has 
been provided even on tt1e basis of the 
'imited coverage of organtsations in this 
:hapter. But a critical mind would be naturally 
nterested to know the extent to which 
general conclusions may be drawn about 
the appraisal practices tn lndta on the basts 
of practices in 45 organ isat ions covered in 
his survey. Obviously information on the 
basis of the choice of the 45 organ isJtions 
and further details about their background 
could be more helpful in tdent ifying the 
extent to whtch the conclustons of ttus 
chapter might be generalised. Posstbly the 
usefulness of this chapter could be further 
enhanced if the author could draw upon the 
materials on performance appraisal practices 

in other lndi<ln organ isa tions presented by 
other lndietn authors on th is subject, 1n order 
to supplenwnt th~ tnform<.Jtion collected by 
himself. It w<.ts not necessary by the author 
to review the qual1ty of present<ltion ur 
contenttons rnJdo by th e other lnd i,lfl authots 
(the £)round on which he justified hts re:uc ­
tance to use ottwr contrtbuttons by some 
Indian authors on this subject). 13ut a cont· 
partson of his own conclusions with those 
drawn by others and supplementing l11s 
own datJ -b;lse on lndtiln practtces wtth til(· 
inlorm<Hton presented tn other contributions 
would havo enhanced the Vdluc of th is 
book . 

On the whole. Prof . T. V. Rao h<Js don e a 
OOOd job in presentmg hts t:xper1ence and 
ideas on performance apprcnsal in thts book . 
Th e pnce of th e book could tw lowered 111 

order to increase 1ts circula t10n particular ly 
when it is JOintly sponsored by All lndtJ 
ManJgcmen t AssociJt1on Jnd V,kas Pub!tshtng 
House ( P) Ltd undr:r the jotnt publishtn\) 
programme of AI MA- Vtkas ManJgernent 
sem:s. 
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