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ABSTRACT 

Of late due to globalization and tough competition, organizations around the world are facing challenges of complex governance in both internal and external 

environments. Performance is the real litmus test for survival in the marketplace. Therefore, managing and measuring performance has become a big task for an 

organization, whether private or public enterprise. There have been efforts to devise transparent and efficient Performance Measurement System and lot has been 

achieved in this area but still there are issues. Performance Management System has become a very important process from the perspective of business alignment. 

In India, particularly in Public Sector Undertakings, Performance Management System has undergone a transition and is now more robust, result oriented, trans-

parent and participative. Tehri Hydro Development Corporation (THDC) India Limited is a Schedule “A” Mini Ratna CPSE under Ministry of Power, Government of 

India. THDC has adopted and implemented some of the good practices under Performance Management System in order to make the system more effective. The 

present paper is a study of gradual shift in the Performance Appraisal System, different processes involved in Performance Appraisal Cycle and how performance is 

being managed, measured and what inherent challenges of the system are in selected Power Sector with special reference to THDC India Limited.  

 

KEYWORDS 
T.H.D.C., performance, performance management system, power PSU, governance. 

 

INTRODUCTION 
n today’s world the only asset to gain competitive advantage for an organization is its PEOPLE. Organizations with talented and motivated employees are 

likely to get ahead, even in the age of cutthroat competition. Every organization performs with the help of its resources as men, machine, materials and 

money. Except man other resources are non-living but human resource is an active and generating resource in the process of production. Man utilizes man 

as a resource and other resources too in order to produce goods and services. If effective human resource is not available, other resources remain useless and 

unproductive. Out of all the factors of production human resource is the most significant factor of production and plays a vital role in maintaining productivity and 

quality. In case, lack of attention to the other factors may result in reduce profitability to some extent but non-performing and unmanaged human resource is a 

question mark on the existence of an organization. That’s how managing human resource keeps an organization moving. 

Human Resource Management (HRM) is as old as are the production, business and trade. With the pace of time, utilization of human and managerial skills which, 

initially, were more at unconscious level, have moved to more concerted, organized and formulated strategies and their implementation covering various aspects 

of HRM. In many, the performance management is one of such aspects of HRM which has gained importance and popularity in the last seven decades but the 

term performance management gained popularity in early 1980s. The term got its importance from the times when the competitive pressures at marketplace 

started rising and the organizations felt the need of introducing a comprehensive performance management process into their system for improving the overall 

productivity and performance effectiveness. It got recognition when total quality management programmes received importance for achievement of higher stand-

ards and quality performance. Tools such as job design, leadership development, training and reward system received an equal impetus along with the traditional 

performance appraisal process in the new comprehensive and a much wider framework.  

Undoubtedly, human factor is important factor in organizations. One of the main management strategies of the organizations is to invest in employees. Organiza-

tions are seeking to develop, motivate and increase the performance of their employees in a variety of human resources applications (Gungor, 2011).Thus, per-

formance management should be an important step in the organization's HRM system and influences employee performance and then to organizational perfor-

mance.  

Therefore, devising Performance Management System for efficiently managing the performance of employees is important. If there is no measure to performance, 

there will be no sign of feedback and continuous improvement. When employees monitor and assess themselves on their performance, then no lines can be drawn 

to link employee’s contribution with organizational goals. At the end, there will be a large gap, which remains unfilled thereby affecting the organization’s growth. 

An effective system should encourage collaboration, teamwork, and communication. It's crucial for businesses to have systems in place to identify, recognize, 

reward, and retain their top performers to achieve sustainable growth. 

Performance management system is the key factor determining whether an organization can manage its human resources and talent effectively. Performance 

management provides information on who should be trained and in what areas, which employees should be rewarded, and what types of skill are lacking at the 

organization or unit level. 

Performance management also provides information on the types of employee who should be hired. When implemented well, performance management systems 

provide critical information. The significance of performance management systems applies to any organization that wants to improve its services, including the 

corporate sector. It is indicated that in the corporate sector, as global and national competitiveness puts strong pressure on performance excellence and cost 

effectiveness at all organizational levels, integrated human resource systems, including performance management, have become an indispensable tool.  

 

NEED OF THE STUDY 
The rationale of the study is to find out the journey of Performance Management System in THDC India Limited and in general reference to other central power 

sector CPSEs, how the system has evolved in these years into a scientific system of managing performance and emerged as a tool for identifying performers, 

I 
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interlinking training needs, performance incentive to PMS and find out various stages and inherent challenges of the system. How in the last few decades the 

Performance Management System has been utilized in THDCIL and other Power CPSEs to manage performance, link the performance of individual employees with 

the overall objectives of organization, initiate culture of performance planning, team work, motivate performers and identify the areas where additional efforts is 

required.  

 

OBJECTIVES OF THE STUDY 
The objectives of the study are mentioned below: 

1. To study the process of performance management system followed by THDCIL 

2. To understand the Normalization process and applicability of Bell Curve Approach in Performance Management System. 

3. To ascertain the effectiveness of Performance Management System in THDCIL. 

 

PMS IN PSUs: REFERENCE TO THDCIL 
Post-Independence for rapid industrial growth and economic self-reliance a lot of emphasis was made on growth of Public sector Enterprises. Over the years, the 

government's participation in industrial and commercial ventures has come to be regarded as sine qua non for rapid economic growth. Public Sector Enterprises 

have been accepted as effective instrument of socio-economic transformation and economic development. Since independence, the growth of public enterprises, 

both at the central and State level has been phenomenal.  

In 1965, Bureau of Public Enterprises was set up as a centralized co-coordinating unit, which would also appraise the performance of these bodies. The department 

acts as nodal agency for all PSEs and assists in policy formulation pertaining to the role of PSEs in the economy. It lays down policy guidelines on performance 

improvement and evaluation, financial accounting, personnel management and related areas.  

In the government sector, focus on performance is now widely recognized as a key instrument for improving the delivery of services and infrastructure to the 

people.  

An ideal system of performance management links development goals, policies, priorities, plans, programmes, projects, budgets, action plans and performance 

towards achieving the desired objectives. The system involves performance policy, performance goals, performance indicators, performance measurement, per-

formance monitoring, performance evaluation, performance review, performance-based placements, incentives and disincentive and evidence based policy-mak-

ing. 
The strategic objectives of a performance system are to:  

• Create a performance culture and ethos across public service in terms of shared values, outcome, orientation and best practices.  

• Promote accountability of employees and organizations in using resources and ensuring that implementation objectives are met. 

• Guide capacity-building development.  

In recent years the Performance Management System in PSUs has underwent tremendous change. The system which was a closed system in past and termed as 

Annual Confidential Reports has now been replaced with Performance Appraisal/Management System and newer concept of Balance Scorecard. The emphasis is 

now not only on measurement of performance but interlinking the performance of individual employee with objectives of organization, with advent of the concept 

of KRAs (Key Result Areas) the tasks to be accomplished are planned in mutual consultation and in advance. The KRAs are SMART and the system not only measures 

the performance but also contributes in identifying gaps and filling the gap by coaching and training. Department of Public Enterprises in recent years have come 

out with several guidelines on Performance Management System and linked PMS with incentives as well. The concept of Performance Related Pay, which was 

introduced in 2007 wage revision of PSUs, has been linked with Performance Management System. PSUs have been directed to devise a robust and transparent 

Performance Management System. Almost all the PSUs including THDCIL have introduced new Performance Management System, which is not only robust and 

transparent but also devised in such manner to help organization identify performers, identify performance gaps, plan training and learning initiatives, devise 

incentives, reward employees, skill- upgradation succession planning and several other important areas.  

DPE vide issuing guidelines for 2007 Wage Revision not only emphasized for devising a robust and transparent Performance Management System but also it 

introduced a system of Bell Curve wherein employees are categorized and rated as Outstanding, Very good, Good and Poor in laid down percentages. The concept 

of Bell Curve has been discussed later. DPE also issued guidelines regarding communication of Performance Appraisal Rating to employees thereby removing 

confidentiality involved in the process earlier. 

The major emphasis through Performance Management System in PSUs now is not only on measurement of performance but its effective management for creating 

total ownership, accountability and generating a culture of performance in Organization. 

 

KEY ISSUES AND CHALLENGES FOR PUBLIC SECTOR IN PERFORMANCE MANAGEMENT 
ISSUES AT INDIVIDUAL LEVEL  
1. Issues of Transfer in tough geographical locations being in Hydro 

2. Issues related to Motivation for PMS being linked to Financial Incentive  

3. Issues of imposition of Bell Curve approach in Performance Appraisal System  

4. Issues related to non- payment of Performance Related payment owing to DPE formulae 

ISSUES AT ORGANIZATIONAL LEVEL 
1. Maintain a skilled and competitive human Resource 

2. Inculcate an atmosphere of Performance 

3. Reward and Identify Performers and Empower them to take future positions 

4. Implementation of Bell Curve 

 

PROFILE OF THDC INDIA LIMITED 
Tehri Hydro Development Corporation India Limited (THDCIL) is a Joint Venture of Government of India and Government of Uttar Pradesh. The Equity is shared in 

the ratio of 75:25 between Government of India and Government of Uttar Pradesh. The Company was incorporated in July 1988 to develop, operate & maintain 

the 2400 MW Tehri Hydro Power Complex and other hydro projects. The Company has an authorised share capital of INR 4000 cr. THDCIL is a Mini Ratna Category-

I and Schedule ‘A’ CPSE. 

Its greatest strength is highly skilled and committed workforce of 2000 employees. Every employee is given an equal opportunity to develop himself/herself and 

grow in his/her career. Continuous training and retraining, career planning, a positive work culture and participative style of management - all these have engen-

dered development of a committed and motivated workforce setting new benchmarks in terms of productivity, quality and responsiveness. 
 

PERFORMANCE MANAGEMENT SYSTEM IN THDCIL 
The world is a global village today where boundaries have diminished and due to liberalization of economy worldwide including India there has been tremendous 

change in the business scenario. Utmost utilization and effective management of human resource in era of competition is crucial and one of the tools to manage 

and motivate employees today is performance Appraisal System that has now been transformed to Performance management System.  

To be competitive and to even retain market-share in the local economy, companies have to look beyond Indian shores and offer products and services of global 

quality and prices. This requires benchmarking of practices, standards of performance and efficiency in line with the worldwide competition. The performance 
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management has importance wherein companies have to monitor their performance factors affecting them on a proactive and hands-on basis (Rao, A Srinivasa, 

2007). 
THDC India Limited is a Schedule “A” Mini Ratna Central Public Sector Undertaking under Ministry of Power. Erstwhile the name of the Company was Tehri Hydro 

Development Corporation. The company was earlier into Hydro power generation but in the past few years it has diversified into Thermal, Solar, Wind power as 

well. The company has a stable financial performance earning profits and is known for its best HR policies and practices and also bagged several awards for it 

including SCOPE Meritorious Award for Best HR Practices. In the past few years company has revisited and modified several HR policies to synchronize them with 

the trends of time and industry standard. It has formulated and implemented several new policies and issued several guidelines one such improvement is in the 

field of managing performance of employees through Performance Management System. 

Earlier the system of Annual Confidential report was closed system where the report was prepared by senior in confidential manner. The concerned employee 

who was rated by his senior was not informed of his rating and thus he was not given chance to know and improve upon.  

Public Sector Undertakings function in a different atmosphere where skill, talent and potential of employees are to be nurtured properly and efficiently to gain 

competitive advantage over peer companies and sustain. These PSUs are further governed by guidelines issued by different agencies of Government who issue 

orders from time to time. There has been emphasis from the Govt. to bring in a culture of performance, its effective measurement and management to gain 

competitive advantage and transparency. Therefore, the govt. has issued various guidelines with regard to devising robust and transparent Performance Manage-

ment System. While issuing directives with regard to pay revision of CPSEs in the year 2007, Department of Public Enterprises issued an Office Memorandum in 

2008 in this regard vide which not only guidelines with regard to Pay scales were issued but Government introduced the scheme of Variable pay/ Performance 

Related Pay and directed the CPSE to devise a robust and transparent Performance Management System. Therefore, for the first time performance of an employee 

was linked to payment of incentive. Department of Public Enterprises also introduced a method of “Bell Curve” one of the forced ranking method wherein direction 

with regard to rating employees was also given.  

However, the new Performance Management System was introduced in THDCIL during the year 2006-2008. This new system of appraisal was a shift from the old 

system of annual appraisal method. The new Performance Appraisal System introduced in THDCIL started with setting of targets/key result areas (KRA) in conso-

nance with the business objectives of the Organization. The system gradually modified and several improvements were made with introduction of Balance Score 

Card for executives of Sr. Manager and above.  

The process of Performance Management at THDCIL starts with Performance Planning: 

PERFORMANCE PLANNING: This is one of the most important aspects of the Performance Management System. The Reporting Officer has to convene a meeting 

of the Executives working under them and discuss the expectations i.e. the work to be done and the specific targets to be achieved during financial year taking 

into account the MOU targets as well as departmental targets. While drawing the KRAs it should be ensured that the targets are specific, measurable agreed upon 

and time bound. The targets are set at equally challenging levels across departments. The task has to be differentiated based on their significance, complexity of 

the task, special skills and innovation required. Reference is made to MOU targets, Departmental targets/KRA directory for this purpose.  

KRA DIRECTORY: A comprehensive KRA directory has been prepared in THDCIL. The KRA directory lists the result areas of the heads of the department from which 

the KRAs of the subordinates of the department flows. The KRAs of the subordinates cannot be different from that of the superiors of his department, which 

provides for downward flow of responsibility. Weightage are primarily assigned to each KRA depending upon the priority and importance of such KRA. The Re-

porting Officer should prioritize the task based upon SMART. Complexity of task, special skills, and innovation should be paramount importance. 

 
TABLE 1.1: TASK BASED ON SMART 

 Unacceptable Acceptable 

Specific ‘try to improve efficiencies’ ‘increase efficiencies by 10%. 

Measurable ‘Improve customer satisfaction’ ‘improve customer satisfaction so that service complaints do not ex-

ceed one per week on average’ 

Agreed Reporting officers should not dictate what the performance standard 

should be. Executive should be left to set their own targets. 

Executives and reporting officers should collaborate and contribute 

to the planning of the performance standards. 

Realistic Performance standard those are unreasonable and unreachable. Per-

formance standard those are set too low, diminishing the employee’s 

motivation and removing the challenge of a job. 

Performance standards should be consistent with the organizations 

corporate strategies. Performance standards should also be within 

the employee’s skills and capabilities. 

Time framed A number of performance standards without any time frame or to be 

achieved all at once. 

A time span for each task. The time frame must be realistic. A num-

ber of asks should be staggered through the period. 

Balanced Score Card Based KRAs for (E6 To E7): This tool is being used for translating and deploying organizational strategy in performance. It provides a balanced 

view of an organization's performance strategy across the four perspectives - Financial, Customer, Process Improvement and Employee Learning and growth. 
 

TABLE 1.2: BALANCED SCORE CARD BASED KRAs 

Financial perspective: 
� Takes into account the traditional way of valuing the business. 

� Includes measures such as operating income, return on capital employed, 

economic value added, etc. 

Customer Perspective: 
� Emphasizes on the increasing realization of the importance of cus-

tomer focus and customer satisfaction in business. 

� If customers are not satisfied, they will eventually find other suppliers 

that will meet their needs and in turn impact business.  

Process improvement: 
� This perspective allows the managers to know how well their business is 

running, and whether its products and services confirm to customer re-

quirement. 

Learning and growth: 
� This perspective includes employee training and organization’s cul-

tural attitudes related to both individual and organization’s self-de-

velopment.  

*Balanced Scorecard was popularized by Robert Kaplan and David Norton in 1992 
I. TARGETS BASED ON FINANCIAL PERSPECTIVE: The targets on financial perspective have two dimensions i.e. increase in revenue and reduction in cost. While all 

departments do not directly deal with increase in revenue, reduction in operating cost in terms of their departmental operating expenses is applicable to all 

departments. The KRAs which are quantifiable having financial implication such as saving in Cost or percentage utilization of budget or generation or project 

realization amount or any such financial aspects leading to savings/ revenue generation will fall under financial perspective. No other KRAs should be narrated 

under this perspective.  

II. THE CUSTOMER PERSPECTIVE HAS TWO DIMENSIONS i.e. internal customers and external customers. All departments provide service to other departments 

thus departments receiving their service are their customers. OMS Departments has been assigned the work to carry out a survey on various service parameters 

with their customer department twice a year i.e. half yearly and annually before evaluation. Thereafter based on the formula devised by IE department final rating 

is conveyed to the concerned department. 

III. TARGETS BASED ON PROCESS IMPROVEMENT PERSPECTIVE: This pertains to the targets to be worked out by the appraisee in consultation with the reporting 

officer for bringing about certain improvements in the work being carried out by them. 

IV. TARGETS BASED ON EMPLOYEE LEARNING AND GROWTH PERSPECTIVE 

This perspective has two parts as follows: 

i) pertaining to meeting the training requirement as per the company training policy and initiatives for creating a learning culture in the department and  

ii) Completion of annual appraisal of self and subordinates within the stipulated time. 
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The training imparted to the Sub-ordinates irrespective of being arranged by the department itself or through HRD department is to be narrated under the Em-

ployee Capability Perspective. This particular KRA is not applicable to those executives who are having no subordinates.  

Midyear Review: Midyear review is an important process in which the appraisee can revisit the KRAs and goals in the light of reasons, which may be beyond the 

control of the appraisee. The review helps the Reporting Officer to review the progress of the agreed targets and provide early warnings of non-performance to 

the Appraisee improvement.  

Annual Appraisal: The objective of annual appraisal is to discuss and arrive at real performance with respect to agreed targets. It is necessary that due discussions 

take place between Appraisee and reporting officer before Annual Assessment. It is necessary that Reporting Officer perform his role so that reviewing officer and 

Accepting Authority do not face any problem in objective assessment.  

Appraisal of additional task/Self-assigned task: Under this column, special achievements of the Executives during the year are required to be recorded. Achieve-

ments like handling of emergency situations, process improvements, contributing articles, representing the corporation in competitions like Quiz, acquiring special 

competencies, acting as internal faculty for imparting training etc. should only form a part of this special achievements section. Reporting Officer can also assign 

specific task during the period under review and successful completion of the task can also form part of this section.  

Competencies and Core Values: This section deals with assessment of functional/ technical or managerial competencies. There is Competency Assessment Rating 

scale on which the assessment is to be made.  
For the executives at the level of E5 to E7 the concept of KRAs based on Balanced Score Card has been introduced. The executives are required to plan their 

performance keeping in view the spirit of MOU targets. There are certain functions which have KRAs directly linked to MOU and their targets shall be based on 

MOU targets. The targets are required to be measurable in terms of measurable quantity, measurable time or measurable level of service quality. The executives 

whose KRAs are not directly linked with the MOU Targets they have to frame up Departmental Targets in consultation with their Reporting officer.  

While setting targets by the executives 4(four) quadrants viz. Financial perspective, Customer perspective, Process improvement perspective and Employee Learn-

ing Perspective are to be considered to bring a balanced approach in the working.  

I. TARGETS BASED ON FINANCIAL PERSPECTIVE: The Targets on Financial Perspective have two dimensions i.e. increase in revenue and reduction in cost. While 

all departments do not directly deal with increase in revenue, reduction in operating cost in terms of their departmental operating expenses is applicable to all 

the departments.  

II. TARGETS BASED ON CUSTOMER PERSPECTIVE: The customer perspective has two dimensions i.e. internal customers and external customers. All departments 

provide service to other departments thus departments receiving their service are their customers. Departments/ groups are required to carry out a survey on 

various service parameters with their customer department to arrive at their current satisfaction level. 

The survey is carried out twice a year i.e. six monthly and annually before evaluation. The feedback shall be required from the “same peer group”/ customers 

during both the surveys. The concerned executives will develop a suitable feedback format for the purpose of survey in consultation with the HOD. 

For Liaison Department, the feedback will be based from HOD/Internal Customers. 

For HR, F&A Department the feedback will be based on survey from all the cross section of the employees.  

III. TARGETS BASED ON PROCESS IMPROVEMENT PERSPECTIVE: This pertains to the targets to be worked out by the appraisee in consultation with the reporting 

officer for bringing about certain improvements in the work being carried out by them.  

IV. TARGETS BASED ON EMPLOYEE LEARNING AND GROWTH PERSPECTIVE: This perspective has two parts i.e. i) pertaining to meeting the training requirement 

as per the company training policy and initiatives for creating a learning culture in the department and ii) completion of annual appraisal of self and subordinates 

within the stipulated time. The performance descriptor against these targets for 50%, 75% and 100% level of performance is also to be defined.  

The Performance Appraisal report also has a section of Individual Training and Development needs where appraise mentions the type of training and exposure 

required to enhance job knowledge and managerial skills.  

 

NORMALIZATION 

With the adoption of Pay Revision 2007 in THDCIL as per the direction of DPE all the executives of the Corporation are to be graded under Bell Curve Approach so 

that not more than 10% to 15% of the executives are graded as” Outstanding/Excellent” and 10% of the Executives should be graded as Below par for the purpose 

of distribution of PRP. These 10% executives will not be entitled for getting any PRP.  
After the Final marks is given by the respected Accepting Authority and after the PMR disclosure process at each grade and PMR Appeal process is over the 

Normalization process starts. The Accepting Authorities at different levels are as under: 

E2 to E5 Concerned General Manager of Higher Authority 

E6 to E7 Concerned Directors or CVO 

E8 to E9 CMD 

The Performance score reflects the highest performance level within the cluster and ranking in accordance. Ranking is an important function, which is strictly 

adhered to facilitate in fitting each executive in Bell Curve. The finally approved scores are tabulated for fitting each executive in designated class i.e. Normalization 

Centers. Normalization process starts with the formation of Normalization Centres (NC) for different projects/units/departments. Preferably NCs are formed of 

each grade of executives if sufficient population is available. Otherwise more than one executives grades are clubbed in a particular NC. Subsequently, a three 

member committee comprising of representatives of Director(Tech.), Director(Personnel) and Director(Finance) is constituted. 

Minimum population for applying Bell Curve in THDC has been considered at minimum 8. For less than 8 executives pertaining to more than one Accepting 

Authority in a particular grade are clubbed. Since every human being has unique tendency of assessment, it is likely observed conservative markings and liberal 

markings given by the Accepting Authorities. This is conspicuous in the case of E2 to E5 level executives where numbers of Accepting Authorities are too many and 

population is less than 8 specifically.  

Normalization Committee takes care of this aberration by grouping the Accepting Authorities in such a manner that executives with liberal markings come in 

particular group(s) and executives with conservative markings come in other group and apply Bell Curve approach in the groups. Thus, liberal markings and con-

servative markings are brought on a common platform. All the graded executives pertaining to all projects/units/departments under different ratings are put 

together and sorted in descending order. Total executives falling under different rating groups are compared according to the Bell Curve Norms of the Corporation. 

If any adjustment is required, it is done to match the norm as far as possible. While doing so the following guidelines are also kept in mind by the committee 

members: 

Everything being equal, criteria to be adopted in the process of normalization in the following order: 

i) Working at Operating Stations 

ii) Working at Corporate Office who are extending effective assistance to Operating Stations/Projects including design. 

iii) Working at Construction Projects 

iv) Working at Liaison Offices 

v) Generally ranking/ switching is made in the same discipline 

vi) General perception of performance of the Appraisee shall be considered.  

As per the Bell Curve Guidelines not more than 10% to 15% of the executives are graded as” Outstanding/ Excellent” and 10% of the Executives should be graded 

as Below par for the purpose of distribution of PRP. Generally, a trend has been found PMRs are sent to Corporate Centre prior to Normalization do not meet the 

specified percentage criteria set as per Bell Curve and internal guidelines related to Bell Curve. The percentage of Outstanding, which should not be more than 

10%, is generally found to be on the higher side similarly, PMRs, which should be rated as Very Good/Good/Poor, are also not in the specified percentage.  

Normalization Centres are created to ensure: 
1. Bell Curve. 
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2. Shall bring objectivity and rationale.  

3. Proper identification of Performers in range in a curve.  

Basis of formation of Normalisation Centres (NC) 
1. Administrative control of the Units 

2. Grade wise grouping 

3. No. of Executives 

4. Clubbing of different grades of executives if required 

5. Applying Bell Curve criteria 

6. Adequate representation of Executives in particular grade in units/depts.  

After Normalization, it is ensured that the rated PMRs are as per the guidelines and specified percentage criteria in this regard. A pictorial representation is 

presented below: 

FIGURE 1.1: PRE-NORMALIZATION 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
 

FIGURE-1.2: POST NORMALIZATION 
 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

In the interest of improving fairness and transparency in Performance Appraisal Process the copies of PMRs are given to executives to make appeal against the 
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COMMUNICATION OF SCORES AND APPEAL PROCEDURE 
In the interest of improving fairness and transparency in performance appraisal process the executives will be provided copies of Performance Management Report 

(PMR) to the Appraisee and also to afford an opportunity to make appeal against the assessment made by the Accepting Authority through the hierarchical 

channel.  

FIG. 1.3: PERFORMANCE MANAGEMENT SYSTEM PROCESS FLOW IN THDCIL 

 
PERFORMANCE APPRAISAL FOR THE EXECUTIVES IN E-8 AND E-9 GRADE 
Executives in the level of E-8 and E-9 grade use the format for their Performance Appraisal Report circulated by DPE.  

The Performance Appraisal Report comprises of 06 sections. 

Section- I Basic information of the officer reported upon. 

Section –II Self appraisal of the officer reported upon. 

1. Brief description of responsibilities. 

2. Annual workplan deliverable and achievement. 

3. Any exceptional contribution, e.g. successful completion of an extraordinarily challenging task or major systemic improvement (resulting in significant ben-

efits to the Company and/or reduction in time and costs).  

4. Constraints that hindered performance. 

5. Specific areas of training that will add value. 

6. Declaration regarding submission of property return, Medical check-up and annual work-plan for all the officers for whom the officer reported upon is the 

reporting officer. 

Section–III  Appraisal of the Reporting Authority relating to the accomplishment filled in  

Section-II  and Personal Attributes and Functional Competencies.  

Section- IV Review by the Reviewing Authority: Over all grades computed by summing up the weightage average in assessment of the achievements made and 

Personal Attributes and Functional Competencies. 

Section-V Acceptance by the Accepting Authority.  

Section-VI Review by the Accepting Authority in the light of the representation received from the officer reported upon. 

Evaluation of KRAs is assigned on a scale of 1-5, in maximum of 2 decimal numbers, with 1.00 referring to the best grade and 5.00 to the lowest grade. Weightage 

to KRAs will be 75% and Personal Attributes & Functional Competencies will be 25%. 
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Appeal procedure is same as that for E-2 to E-7. Representation, if any, against the assessment of the achievements made against the targets and assessment of 

Personal Attributes and Functional Competencies is considered as per the terms mentioned for other executives of the corporation. Bell Curve approach and 

Normalization of scores for the purpose of payment of PRP is as per method adopted for the other Executives in the corporation. 

 

LINKAGE OF PMS TO PAYMENT OF PERFORMANCE RELATED PAY (PRP) 
After the Pay revision guidelines issued by Department of Public Enterprises in respect of 2nd Pay Revision of CPSEs and introduction of Performance Related 

Pay(PRP) as incentive and its being linked to Performance Management System every CPSE was directed to devise and implement a robust and transparent Per-

formance Management System. THDCIL therefore further streamlined its Performance Management System to make it more transparent, participative, commu-

nicative and linked the same with payment of incentive in the form of PRP.  

For payment of PRP the MOU rating of the Corporation and Individual rating of the employees derived from Performance Management System is used to distribute 

Performance Related pay on the formulae devised by Department of Public Enterprise.  

Performance Related Pay (PRP), will be linked to:  

a) MOU rating of the Corporation. 

b) Profit of the Corporation.  

The percentage ceiling of PRP for different existing grades and levels of employees as per DPE guidelines expressed as percentage of Basic Pay followed in THDCIL. 

 
TABLE 1.3: PERCENTAGE CEILING OF PRP 

GRADES/LEVELS PRP (as Percentage of Basic Pay) 

CMD 200 

Directors 150 

E8-E9  70 

E6-E7  60 

E4-E5 50 

E2-E3 40 

Supervisors 40 

 

TABLE 1.4: METHODOLOGY FOR CALCULATION OF PRP AS PER DPE FORMULA 

PRP from current profit (60% of PRP) 0.6 X 

Annual Basic 

Pay 

X 

MOU Rat-

ing 

X 

Grade Incen-

tive 

X 

Exec. Perform. Rat-

ing 

X 

Ratio of available amount to Required 

amount 

Maximum limit of this ratio shall be 1. 

Total 

PRP from Incremental profit (40% of 

PRP) 

0.4 X 

Annual Basic 

Pay 

X 

MOU Rat-

ing 

X 

Grade Incen-

tive 

X 

Exec. Perform. Rat-

ing 

X  

Ratio of available amount to Required 

amount 

Maximum limit of this ratio shall be 1. 

Total 

PRP on Individual Performance: PRP on individual performance is payable to Executives/Supervisors in accordance with factors mentioned in table below 

  
TABLE 1.5: PRP ON INDIVIDUAL PERFORMANCE 

Individual Rating Bell Curve Application (Percentage of total population) Percentage of PRP payable as PRP on Individual Rating 

Excellent 15% 100% 

Very Good 45% 80% 

Good 30% 60% 

Average/ Not satisfactory 10% 0 

The individual component disbursed against PRP comes out from the Performance Appraisal rating of the employees. Thus, the PMS of THDCIL has been linked to 

payment of incentives as well.  

 

TRAINING NEEDS ANALYSIS THROUGH PMS 
The Performance Management System is also used to get the training need assessment of employees. The Performance Appraisal Report contains a dedicated 

section of Training need, which is filled by concerned employee thereby reflecting the areas where the employee requires training. The Human Resource Depart-

ment maintains the data of such filled training need sheets of Performance Appraisal Report, which is used to devise training calendar.  

Performance Management System is thus serving in manifold ways in THDCIL, whether it is measuring, managing performance of employees, whether with proper 

feedback helping in improvement of performance of those lagging behind, identifying and rewarding the performers and paying them incentives, identifying the 

training needs of employees etc.  

In order to adjudge the effectiveness and positive change that has emerged out of implementation of new Performance Management System a sample survey was 

conducted using questionnaire: The questionnaire contained variables and questions related to Objectivity of Performance Management System, formulation of 

Key result Area(KRA), Measurement of Performance through KRAs, Linkage of KRAs with organizational Targets, Role of reporting officer, reviewing officer, Ac-

cepting Authority, Communication of Performance Appraisal Scores to Individuals, Feedback, Counseling, and general perception of Employees about the Perfor-

mance Management System. The pictorial presentation of the findings in presented below: 

The Performance Management System in THDCIL is not only meant for objective assessment of performance but for further development and management of 

talent through recognizing the performers and awarding them. At the same time assist those who are lagging behind in performance by continuous feedback and 

helping them improving their performance. 

The PMS scores are also used in developing executives for future challenges and nominating them to different training programmes as well. The PMS is used in 

aligning KRAs with the business strategies and identifying superior performers in the organization by defining clear career paths and accountabilities. The rewards 

and recognitions are linked with the PMS. The new PMS has boosted the employee’s motivation and performance. The job satisfaction has also improved due to 

the introduction of a fair and transparent PMS and linking it with reward system. 

Most organizations consider performance assessment processes as being an important employee intervention activity. Most of them have at least one perfor-

mance assessment cycle that is mandatory for all employees.  

However, despite the understood importance of the process, in actual practice, performance assessment or employee appraisal largely remains an annual ritual 

in most organizations – file opened at the beginning of every year and closed at the end of every year—a process that has more to do with annual increments and 

yearly promotions. 

A questionnaire developed to measure certain parameters related to PMS yielded the results presented below:  
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FIGURE 1.4: EMPLOYEES RESPONSES ON VARIOUS PARAMETERS OF PMS 

 

CONCLUSION  
The results that questionnaire revealed that 61% of executive population is satisfied that PMS is serving the purpose performance evaluation, 51% each population 

is of the opinion that PMS is serving the purpose of performance planning, Internal feedback and 59% opines it is serving the purpose of capturing Training Need. 

Error in Bar Graph 59% to be replaced with 87%.  

The alignment between individual performance and organizational goal is also of utmost importance by introducing an appropriate set of performance indicators. 

Measuring performance is useful only when it translates into action. Performance management tools by themselves do not create sustained high performance. It 

is important to create an environment conducive for effective and efficient performance with a system of rewards and punishment, besides building capacity at 

all levels of government to get results. 

Coming to the conclusion, it should be mentioned that people have different skills, abilities and aptitudes and there is a great need to have suitable performance 

evaluation system to measure the relative merit of each employee in modern organization. 

Employee performance evaluations traditionally vary by organization, and management may struggle with selecting the best evaluation methods for their own 

employees. That is why a comprehensive employee appraisal is often made up of several different methods of performance evaluation. Of course, managers can 

choose to use only one of them when judging an employee’s performance, but multiple evaluation methods are able to get a broader picture of the areas where 

the employee needs improvement. Regular performance evaluations not only provide feedback to employees, but also provide employees with an opportunity to 

correct deficiencies. 

In THDCIL the performance appraisal method has underwent a paradigm shift and is working well to achieve the objective with which it was implemented. How-

ever, with each passing day and several challenges that has been confronted in the past few years of implementation, continuous effort is being made to improve 

and streamline the system.  
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