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THE EDITOR’S MESSAGE
While most managers con�ne to conducting ‘Performance Appraisal’ annually, people managers carry out 
‘Performance Management’. Annual appraisal unfortunately is viewed as a ‘necessary evil’ – very often a 
painful process of post mortem identifying what went wrong. Performance management on the other 
hand involves regular proactive periodic performance reviews and constructive feedback for improvement 
by the managers. 

This not only develops trust and mutual respect between managers and his team members but also 
provides a platform for other productive conversations like goals, development plan, ambitions, etc. 
Regular reviews result in identifying problem areas at early stages and thus can be acted upon promptly 
to minimize probable failures. Hence, implementing a regimented ‘Performance Management System’ 
results in developing high performance organization.

The theme of the next issue of Knowledge Beans will be ‘Competency based performance management’.  If 
you share a passion for the topic and have a �air for writing, do send us your 300 word article with a brief 
pro�le along with your photograph in jpeg format to  atyaasaaeditor@atyaasaa.com
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PERFORMANCE 
MANAGEMENT 
SYSTEM

A quali�ed mechanical engineer 
graduate, Yashwant Desai has 
garnered a robust experience of 
around 25 years in the power sector 
in the domestic market. He �nally 
sowed the seeds of his entrepreneurial dreams in 2004 
with the vision of being a major power contributor to 
our power de�cit nation. Perennial group of companies 
is the fructi�cation of this very dream.

Yashwant Desai 
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You have been using Performance Appraisal System over Performance Management System over 
the last 3 years in your organization, what are the fallacies you observed in the system?
Though the organization was founded in 2005, a formal appraisal process was instituted in �nancial year 
2010-11. The annual revenue target was divided into quarterly revenue goals. We also focussed on qualitative 
targets in terms of capabilities to be built by the team over long term. continued next page



PERFORMANCE MANAGEMENT SYSTEM  - Yashwant Desai 

From �nancial year 2011-12 Management by Objectives (MBO) was introduced when 
performance was measured using business tools for people orientation, platform for sales 
orientation and Total Preventive Management (TPM) for operations orientation.

How exactly was MBO put into practice?
We began with the analysis of past results in terms of activities undertaken, resources utilized, 
skills and knowledge deployed.

What tangible results did you get by adopting this method?
It was a two way communication. Members were asked to list three tangible achievements and 
three areas where they would have done better. Subsequently we also provided formal training 
to people to further enhance their knowledge and skills. We were able to match 95% of people’s 
expectations resulting in zero attrition.

What are the challenges faced now?
The organization is shifting orbit. The team size is touching 200. Execution of a talent 
management programme and shortening the talent deployment period are two critical 
challenges. 

Need was strongly felt for a scienti�cally structured Performance Management System (PMS) as 
against a Performance Appraisal System (PAS). A professional consulting agency has been 
brought in for this purpose. 

What is the way forward and what are the expected outcomes?
We have got our Behavioural Competency Framework in place now. It is now being integrated 
into our PMS which maps on our Annual Operating Plan (AOP). We completed the mapping of 
individual capabilities. With gaps identi�ed, development plans have unfolded. KRAs are being 

continued from previous page
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V.K.Venkatachalam is a mechanical engineer with masters in foreign 
trade, PGD in computer application and business management. He 
has an experience of over four decades in marketing and business 
development. He has held senior positions in Indian and overseas 
engineering companies. He is a SME business consultant, corporate trainer, mentor and 
visiting faculty in management institutes. 

THE OD ENTHUSIAST’S ORATE

5 POINT FORMULA TO ENHANCE THE PERFORMANCE
V.K.Venkatachalam 

“Well begun is half done” is a popular saying. If the beginning of an assignment is done 
well, there are little e�orts needed to �nish it nicely.

Performance of two individuals can vary to a greater extent, as it is inextricably linked to 
many aspects that precede it. There may be many ways to measure the performance and 
boost the productivity. 

However, a formula proposed by a Tamil saint and poet by name ‘Thiruvalluvar’ about 
2000 years ago, prescribes �ve ways to achieve better performance. The Tamil couplet 
“Idhanai idhanal ivan mudikkum endraindu adhanai avankan vidal”means:

1. Select a person who has su�cient knowledge, experience and expertize - 
In most cases, owners and managers are reluctant and even afraid to appoint a person 
whose knowledge is superior to theirs. 

2. Clearly de�ne the assignment with key result areas - Many brilliant people 
fail to perform well, due to lack of clarity on this aspect, thus grossly working on 
assumptions.

3. Provide appropriate tool – Timely, adequate and appropriate manpower, 
machines, materials, money, methods etc. to be provided.  Here again, if any one of the 
elements is insu�cient, one cannot excel in his performance.

4. Give him authority – Without proper authority to take necessary decisions, the 
performance is bound to be adversely a�ected, especially in an environment of cut 
throat competition, where fast response is the key to success.

The �nal and most important aspect is:
5. Leave him alone - He should be set free to do his job for a speci�ed time without 
any interference – Ironically even senior level managers do not get this perquisite and 
are under constant watch. 

This formula had worked well in the past and even today many leaders and managers use 
it to their advantage. Therefore, can we conclude by saying, “Less management is the best 
management!”

laid down listing top �ve jobs the individual performs the best and matching them with the top 
�ve needs of the job. Engaging right/near �t for each job pro�le is a priority. Providing clear 
understanding of individual’s career development to ensure the desired outcomes and 
benchmarking it with the MNCs is one of the strategic goals.

Expected outcomes includes good top line, healthy bottom line, to be one amongst the top three 
players in the domain, achieving self-sustainable global operations and register di�erentiation 
through people.



Niket Karajagi is the 
Founder Director of 
Atyaasaa Consulting 

Private Limited, Pune which contributes to top 
corporate brands globally. He is an established international management 
consultant and an innovative human resource trainer with niche areas of 
expertize and contributions. Niket is an authority on creativity and 
innovation, emotional intelligence and statistical methodologies apart 
from his operations background in understanding of management 
processes. 
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FOUNDER’S COLUMN

LINK OF PERFORMANCE MANAGEMENT 
AND EMPLOYEE ENGAGEMENT

Niket Karajagi 

BEAN STATEMENT
It needs great maturity and courage to manage employee 
performance because its onus lies on us as managers.

The views expressed in each of the article are solely those of the author.

At the outset I wish to re-emphasize that performance appraisal is not performance management. Sadly 
organizations only implement performance appraisals with gusto and vigour. Employees will engage 
only when they sense they can win in their job. It does not matter which process you use for performance 
management but it is the most essential component for organizations success irrespective of its size.

Managers must become sensitive to this aspect and appreciate that the employee performance is their 
responsibility. As long as the attitude is good any employee can be developed. The �rst step is to realize 
that a lot of work needs to be done on moulding the employee identity in line with the job role. Thus, 
the job must be clearly de�ned in the eyes of the employee. 

Once that is done, then leverage on the person’s strengths and capabilities. There is no point investing 
in turning around weaknesses, it only damages the self worth. Once you leverage on the strengths it is 
important to develop a growth plan both at competence and career level. Managers must create the 
environment for the strengths to get deployed and create success for their team members. 

You can never get a ready to deploy employee. The idea is to ensure that the employee ampli�es his 
strengths through the task environment. This again is rarely practiced. We still believe in the concept of 
�ogging a dead horse.

One other aspect of performance management is to understand that beyond two years the employee 
will not peak in performance. Change is important and mandatory. The job must therefore undergo 
change. Mastery of skill creates boredom. In order to remain engaged creative juices must �ow. Thus the 
job must be challenging. It is the manager’s responsibility to make the job creative and challenging.

All in all performance management is getting the best out of the person. It requires exemplary people 
skills. Managers must evolve as coaches only then performance can be e�ectually managed. Needless to 
say a coach e�ectively engages the employee because he is the architect of the employee’s success. 


