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SECTION A – (10 × 2 = 20 marks)
Answer any TEN questions

1. Define performance management.
2. Mention the dangers of poorly implemented performance management system.
3. What is performance?
4. List out the dimensions of performance.
5. What are the objectives of conducting staff appraisals?
6. What is the importance in performance appraisal?
7. What is 360 degree feed back?
8. Define reward.
9. What is the need for performance consulting?
10.  What is the role of the performance consulting?
11.  Write a short note on organizing performance improvement department.
12.  Mention any two role of performance management system.
SECTION B – (5 × 5 = 25 marks)
Answer any FIVE questions

13. Explain the characteristics of an ideal performance management system. 
14. Explain the determinants of performance.
15. List and explain the problems in performance appraisal.
16. Write a short note on appraisal of potential.
17. Describe various skills required for performance management.
18. Explain the contracting for performance consulting services.
19. Explain the personal development plans with examples.   
SECTION C – (3 × 10 = 30 marks)
PART – A – Case Study – Compulsory Question (1 × 10 = 10 marks)

20. Mills Paper Company: 
Lance Amato, CFO for mills Paper Company, sat at his desk dreading the upcoming 
meeting with John Carpenter, a general accountant with the company.  He was going 
to    notify Carpenter of his termination from the company.  Although it was going to be 
a difficult meeting, Amato felt the company had no choice and had done everything 
possible to assist Carpenter in meeting the performance expectations that had been 
set for him.  
Carpenter had been hired by Mills Paper Company two years earlier.  At the time, he 
was 56 years old and had come to Mills with considerable experience.  When hired, 
Carpenter signed a written performance agreement, a patent and confidentiality 
agreement, and standard ethics letter.  Mills used a management by objectives 
performance appraisal system for its managerial staff.  

In the first quarter after he started work, Carpenter received a poor performance 
rating from his direct supervisor.  However, the files indicated that despite that poor 
performance rating, Carpenter received a seven percent salary increase the first year 
of his employment.  

Due to the reorganization of the company shortly thereafter, Carpenter was assigned to a different division and supervisor.  His new supervisor, Bob Crane, had prepared 
a set of objective for Carpenter.  During a mid-year review, Carne rated his 
performance has “Needs Improvement”.  As part of the improvement plant Carne 
developed for Carpenter, it was agreed that his performance would be reviewed again 
in 3 months.  

Crane made further suggestion for Carpenter’s improvement that included meeting 
with general managers at Mills to help him understand their needs.  When Carpenter 
did not meet performance expectations, he was demoted by Carne to financial analyst 
with a change in title, reduced grade and responsibilities, but remained at the same 
pay.  Once again, Carpenter was told his performance needed to improve.

Subsequent papers in the file showed carpenter’s performance did not improve or 
ever reach the level expected of some one with his background and skill.  In a last 
ditch effort to manger Carpenter, Amato had given him the option of being demoted to a general accountant or being terminated for inability to perform his job.  
Carpenter chose to accept the second demotion with decrease in salary from Rs. 75,000 to 70,000.  A set of performance objective were developed for Carpenter in his new position.  However, after 2 months it was clear that Carpenter was not able to 
meet the minimal target that had been set for him.  His financial reports continued to 
be of poor quality and were in accurate.  Finally, the decision was terminate 
Carpenter.  

Amato told Carpenter he was terminated for poor performance and would receive 21 
weeks severance pay, payment for unused vacation time, and could also use the 
company’s out placement services.  Carpenter reacted first with shock and then anger.  He slammed the door has he left Amato’s office.  Two months later, Mills Paper Company was notified that Carpenter had filed a complaint with local EEOC 
office alleging age discrimination, unfair performance appraisal, and negligent and 
intentional infliction of emotional distress.

Questions:
A. Evaluate Mills Paper Company’s management of John Carpenter’s performance.
B. What are the strengths and weaknesses of their approach to performance appraisals?
C. Do you think that Carpenter prevail in his charges against Mills? Why or Why not?
D. What are the elements of a legally defensible performance appraisal system? 

PART – B
                                    Answer any TWO questions          (2 × 10 = 20 marks)

21.  Explain the process of performance management.
22.  How will you diagnosing the causes of poor performance and explain how to overcome it.
23. What is performance appraisal interview?  Explain with suitable example.
24. Explain the different types of reward.
__________________
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