
becoming more conscious of their rights.  

 

2. Increase in Education Level : The governments of various countries are 
taking steps to eradicate illiteracy and increase the education level of their citizens. 
Educated consumers and workers will create very tough task for the future managers.  

 

3. Technological Advances : With the changes coming in the wake of advanced 
technology, new jobs are created and many old jobs become redundant. There is a 
general apprehension of immediate unemployment. In the competitive world of today, 
industry cannot hope to survive for long with old technology. The problem, of 
unemployment resulting from modernization will be solved by properly assessing 
manpower needs and training of redundant employees in alternate skills.  

 

4. Changes in Political Environment : There may be greater   
Government‘s interference in business to safeguard the interests of workers, 
consumers and the public at large. Government‘s participation in trade, commerce 
and industry will also pose many challenges before management. The Government 
may restrict the scope of private sector in certain areas in public interest. It does not 
mean chances of co-operation between the Government and private sector are ruled 
out. In fact, there will be more and more joint sector enterprises.  

 

5. Increasing Aspirations of Employees : Considerable changes have been 
noted in the worker of today in comparison to his counterpart of 1950s. The workers 
are becoming more aware of their higher level needs and this awareness would 
intensify further in the future workers.  

 

6. Changing Psychosocial System : In future, organizations will be required to 
make use of advanced technology in accomplishing their goals while satisfying 
human needs. In the traditional bureaucratic model, the organizations were designed 
to achieve technical functions with a little consideration given to the psychosocial 
system. But future management would be required to ensure effective participation of 
lower levels in the management of the organization system.  

 

7. Computerized Information System : In the past, the automation of 
manufacturing processes had a major effect upon the systems of production, storage, 
handling and packaging, etc. More recently, there has been and in the future there will 
be the impact of revolutionary computerised information system on management. 
This revolutionary development would cover two primary areas of personnel 
management which are as follows :  

 
(a) The use of electronic computers for the collection and processing of data, and   
(b) The direct application of computers in the managerial decision making process.  

 

8. Mobility of Professional Personnel : Organizations will expand the use of 

―boundary agents‖ whose primary function will be achieving coordination with the 
environment. One interesting fact will be an increase in the mobility of various 
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between right and wrong, between that which is just and unjust and merit and non-
merit. In other words, he should be a good judge when he sits on a selection board, a 
fair person when he advises on disciplinary matters and a good observer of right 
conduct in an organization. 

 

4. Human Resource Man as an Executive : The human resource man must 
execute the decisions of the management and its policies with speed, accuracy and 
objectivity. He has to streamline the office, tone up the administration and set 
standards of performance. He has to coordinate the control functions in relation to the 
various other divisions and, in doing so he should be in a position to bring unity of 
purpose and direction in the activities of the personnel department. He must ask 
relevant questions and not be merely involved in the office routine whereby the status 

quo is maintained. He should have the inquisitiveness to find out causes of delay, 
tardy work and wasteful practices, and should be keen to eliminate those activities 
from the personnel functions which have either outlived their utility or are not 
consistent with the objectives and purposes of the organization.  

 

5. Human Resource Man as a Leader : Being basically concerned with 
people or groups of people, and being placed in the group dynamics of various 
political and social functions of an organization, a Human resource man must not 
shirk the role of leadership in an organization. He, by setting his own example and by 
working towards the objectives of sound personnel management practices, must 
inspire his people and motivate them towards better performance. He should resolve 
the conflicts of different groups and build up teamwork in the organization.  

 

6. Human Resource Man as a Humanist : Deep faith in human values and 
empathy with human problems, especially in less developed countries, are the sine 
qua non for a Human resource man. He has to deal with people who toil at various 
levels and partake of their joys and sorrows. He must perform his functions with 
sensitivity and feeling.  

 

7. Human Resource Man as a Visionary : While every leading function of an 
organization must evolve its vision of the future, the primary responsibility for 
developing the social organization towards purposive and progressive action fall on 
the personnel man. He should be a thinker who sets the pace for policy-making in an 
organization in the area of human relations and should gradually work out new 

patterns of human relations management consistent with the needs of the organization 

and the society. He must ponder on the social obligations of the enterprise, especially 
if it is in the public sector, where one has to work within the framework of social 
accountability. He should be in close touch  
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which are being appraised and other columns which specify the rank to be given. 

 

Eg. Employee A 

Quality of work Quantity of work Intelligence 

Excellent 

Very good 

good 

satisfactory 

poor 

 

The senior has to put a tick mark for a particular quality along with the ranking. Such charts are 

prepared for every employee. According to the department in which they work. Sometimes the 

qualities which are judged may change depending upon the department. 

 

6. Narrated essay :-  

In this method the senior or the boss is supposed to write a narrative essay describing the 

qualities of his junior. He may describe the employees strength and weakness, analytical abilities 

etc. the narrative essay ends with a recommendation for future promotion or for future 

incentives. 

 

Q. 19 What are various Modern methods of performance appraisal? 

 

Ans. Modern methods of appraisal are being increasingly used by companies. Now days one of 

the striving feature that appraisal involves is, the opinion of many people about the employee and 

in some cases psychological test are used to analyze the ability of employee. These methods are 

as follows 

 

1. Role analysis :-  

In this method of appraisal the person who is being apprised is called the focal point and the 

members of his group who are appraising him are called role set members. 

These role set members identify key result areas (KRA 2 marks) (areas where you want 

improvement are called KRA) which have to be achieved by the employee. The KRA and their 

improvement will determine the amount of incentives and benefits which the employee will 

receive in future. The appraisal depends upon what role set members have to say about the 

employee. 

 

2. Assessment centers :-  

Assessment centers (AC) are places where the employee’s are assessed on certain qualities 

talents and skills which they possess. This method is used for selection as well as for appraisal. 

The people who attend assessment centers are given management games, psychological test, 

puzzles, questioners about different management related situations etc. based on their 

performance in these test an games appraisal is done. 

 

3. Management by objective :-  

This method was given by Petter Druckard in 1974. It was intended to be a method of group 

decision making. It can be use for performance appraisal also. In this method all members of the 
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2. Horn effect :-  

In this case only the negative qualities of the employee are considered and based on this 

appraisal is done. This again will not help the organization because such appraisal may not 

present a true picture about the employee. 

 

3. Central tendency :-  

In this case the superior gives an appraisal by giving central values. This prevents a really 

talented employee from getting promotions he deserves and some employees who do not deserve 

any thing may get promotion. 

 

4. Leniency and strictness :- 

Some bosses are lenient in grading their employees while some are very strict. Employee who 

really deserves promotions may loose the opportunity due to strict bosses while those who may 

not deserve may get benefits due to lenient boss. 

 

5. Spill over effect :- 

In this case the employee is judged +vely or –vely by the boss depending upon the past 

performance. Therefore although the employee may have improved performance, he may still 

not get the benefit. 

 

6. Fear of loosing subordinates and spoiling relations :- 

Many bosses do not wish to spoil their relations with their subordinates. Therefore when they 

appraise the employee they may end up giving higher grades which are not required. This is a n 

injustice to really deserving employees. 

 

7. Goodwill and techniques to be used :- 

Sometimes a very strict appraisal may affect the goodwill between senior and junior. Similarly 

when different departments in the same company use different methods of appraisal it becomes 

very difficult to compare employees. 

 

8. Paper work and personal biased :- 

Appraisal involves a lot of paper work. Due to this the work load of HR department increases. 

Personal bias and prejudice result in bosses favoring certain people and not favoring others. 

 

Q. 22 What is the importance of performance appraisal system? 
 

Ans. Performance appraisal is defined by Wayne Cascio as “the systematic description of 

employee’s job relevant, strength, weakness. 

 

1. Feedback to the employee :- 

Performance appraisal is beneficial because it provides feedback to the employee about his 

performance. It identifies the areas for improvement so that employee can improve itself. 

 

2. Training and development :- 

Due to performance appraisal it is easy to understand what type of training is required for each 

employee to improve himself accordingly training programs can be arranged. 
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