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Abstract

The case discusses the multitude of challenges that CAA faces with respect to its performance appraisal 
system. Sumair Saeed, Chief Human Resource CAA, feels that problems lie in the implementation of the 
current appraisal system. Firstly, the system of targets and objectives between and the appraiser and 
the appraisee at the start of the year is not being followed. This leads employees to feel unfairly treated 
because no criteria for performance appraisal for their evaluation have been agreed upon. Secondly, 
Sumair feels there is no buy-in for the performance appraisal system since supervisors regard appraisal 
as extra workload and an uneasy time of the year. Supervisors consider it to be a confrontational 
rather than developmental/feedback exercise with the subordinate. Moreover, supervisors lack training 
in providing feedback on appraisals. It is felt that the culture of the organisation develops hostility and 
distrust when the appraisals are being conducted. The appraisal system doesn’t differentiate between 
performers or non-performers; thus decisions on promotions or career progressions can’t be based on 
appraisals. The problem of demotivation among employees is also a result of an ineffective performance 
appraisal system, as no differentiation exists between star performers and non-performers. Sumair 
is now contemplating the changes in the design or the implementation of the performance appraisal  
system which are required to rectify the process of performance appraisal at CAA.
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Discussion Questions

1) Discuss the evolution of the performance appraisal system in CAA. Do a comparative analysis of 
ACR, PAR 2007, PAR II 2008, and PAR 2009–2014.
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2) What challenges does CAA face with respect to the current performance appraisal system?
3) What is an effective performance appraisal system? How do you think CAA can ensure the effec-

tiveness of its appraisal system?
4) If you were Sumair Saeed, how would you ensure adherence to the performance appraisal system 

and ultimately, a buy-in for it among CAA employees?

On 2 August 2014, Sumair Saeed, Chief of Human Resources at the Civil Aviation Authority (CAA), sat 
in his office, puzzled by the feedback that he had received regarding the performance appraisal process 
at CAA. In a recent senior level management committee meeting, the performance appraisal system 
had been hotly discussed and criticized for its ineffectiveness in the organization. Sumair knew that 
performance appraisal had become a contentious topic of discussion at all levels of the organization as 
employees’ promotions and trainings were linked to it. The problem arose when CAA wanted to give 
promotions to employees. The selection committees gathered to decide on the promotions, but it became 
evident that there was no basis of differentiation among individuals. All employees’ appraisals showed 
no marked difference in the past years, as appraisals were either filled half-heartedly or subjectively. 
Moreover, the collaborative process of setting targets and objectives at the start of the year for appraisal 
by the supervisor and subordinate was not being properly implemented. As the targets were not set, it 
further undermined the process as appraisers avoided appraising and ranking subordinates for promotions.

Sumair faced the challenge of developing a buy-in among employees to increase the effectiveness of 
the appraisal system. He commented:

CAA has experimented with the appraisal system many times in a move to bring efficiency to the organiza-
tion. Initially, CAA had an annual confidential report (ACRs) which was scrapped in 2007 in favour of the 
Performance Appraisal Form (PAR). Even PAR has gone through several modifications but the problem remains 
the same. Generally, employees in the organization feel unfairly treated when it comes to promotions and career 
path progressions. A solution to this was the introduction of a system of setting targets so that employees could 
be appraised against them, but even that is not being done properly. Line managers treat appraisals as extra  
workload and don’t do justice to the system. All these problems are leading to 20 per cent of the workforce doing 
the work whereas 80 per cent is inefficient and a burden to CAA. I believe that an effective appraisal system can 
put things in order at CAA as it would bring accountability and fairness in the organisation and lead to recogni-
tion and promotion of performers. 

A fair performance appraisal system was required so that identification of performers and non-performers 
could be made for rightful promotions of hardworking employees. Sumair felt that by conducting proper 
appraisals, the CAA would have a motivated human resource as employees would feel that they were 
treated fairly. He also wanted the CAA to become an organization of choice for employment so that it 
could attract a competent pool of human resource. Motivated employees ultimately would help CAA 
achieve its mission of becoming an efficient and leading aviation authority and lead to improvement in 
its service quality.

Pakistan Civil Aviation Authority

Established on 7 December 1982, the Pakistan Civil Aviation Authority was a public sector autonomous 
body working under the Federal Government of Pakistan through the Ministry of Defence. Prior to its 
creation, a Civil Aviation Department in the Ministry of Defence used to manage civil aviation-related 
activities.
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All kinds of civil aviation-related activities were performed by the CAA including the regulatory, air 
traffic services, airport management, infrastructure, commercial development at the airports, etc.

In 2007, the Civil Aviation Authority underwent restructuring and change management process to 
meet the present and future challenges. This organizational transformation process identified structure, 
culture, skills, and rewards as four tracks on which simultaneous emphases were being laid. The vision, 
mission and core values were identified. Wide-angle buy-in process by the CAA senior management 
with staff and lower levels for bridging communication gaps between different hierarchical levels of the 
organization had been taken. As a result of the restructuring process, the fundamental organizational 
structure was now designed to focus on three core areas, namely regulatory, air navigation services, and 
airport services. These core/line functions were fully supported by the various corporate functions of the 
organization.

The restructuring process helped the Pakistan Civil Aviation Authority to fully focus on the following:

1. Strengthening its safety and security oversight role as per the International Civil Aviation 
Organization requirements and standards.

2. Facilitating growth of infrastructure (airports and airport cities) on a fast-track basis. Private sec-
tor participation in the process was also encouraged.

3. Enhanced regulatory and air space management capabilities. Moreover, emphasis was being 
placed on commercialization of its assets and land with improved customer/passenger service 
standards, benchmarked with top performing international airports.

4. Development of a new aviation policy for the country in consultation with the Ministry of 
Defence, the Planning Commission, the World Bank, airlines, and aviation experts (expected to 
be considered by the Cabinet for approval shortly).

5. Investing in human resource development through structured approach, with particular focus on 
quality of people and enhancing their professional capability.3

The CAA Vision

‘Be a world-class service provider in the aviation industry.’

The CAA Mission

‘Provide safe, secure, and efficient best-in-class aviation services to the stakeholders.’

The CAA Strategy

• Achieve, comply, and exceed the requirements/standards set by the International Civil Aviation 
Organization and international management system standards.

• Enable the organization to work as a single unit with unified objectives, with each function aligned 
behind a single goal, that is performance improvement of the entire organization.

• Facilitate all CAA functions to fulfill/adhere to their regulatory, statutory, legal, and other require- 
ments.

• Identify and implement additional international management system standards and help CAA 
become one of the leading aviation organizations in the world.4
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The CAA Organogram

The Federal Government appointed the Director General (DG) who was the Executive Head of the CAA; 
he exercised such powers and performed such functions as may be specified in the CAA Ordinance 
or delegated to him by the CAA Board from time to time. The organization structure comprised three 
core areas, i.e., regulatory, air navigations services, and airport services headed by their respective 
Principal Directors (Exhibit 1). The DG CAA was assisted by the CAA HR Committee and the CAA 
Audit Committee. The CAA Quality Council was headed by the DG CAA and comprised Dy. DG CAA, 
all Principal Directors and Directors. These members collaboratively set the macro-level objectives 
and tasks/targets of the organization and oversaw the organizational drive in pursuit of its vision and 
mission.5 The total number of CAA employees was 9,935 in different pay groups (PG). The PG 01 to 
PG 04 were unskilled labour; PG 05 and PG 06 were administrative staff posts, whereas PG 07 onwards 
were officer-level posts (Exhibit 2). 

Evolution of the Performance Appraisal System at CAA

From 1982 to 2006, the CAA used the Annual Confidential Reports (ACRs) for appraising employees. 
The appraisal was based on personal orientation, personality, character, achievements, and failure 
(Exhibit 3). The ACR method was copied from the Pakistan Air Force (PAF). The reason for this was 
that initially, the CAA was operating as a department of the Ministry of Defence, but in 1982 it was 
granted autonomy; the PAF was given the task of setting up the new organization, its policies, and 
procedures. Thus, the performance management system also came from the PAF. The ACR did not 
capture the actual performance of the employee. It was a mere record keeping exercise and a one-way 
communication. ACRs placed all power and control in the hands of the appraiser/initiating officers. 
Any information recorded in ACRs played a vital role in the career planning of employees including 
promotions, termination of probationary period, courses/trainings, and posting/transfers to suitable 
posts. This led to an organizational culture of ingratiation and maintaining good repertoire with the 
higher ups rather than excelling in one’s work. These reports were raised at the end of the year. Only 
ACRs with adverse comments were shared with the employee; otherwise, they were kept confidential. 

According to Sumair:

Old ACRs evaluated on the basis of personal characteristics and even had questions which evaluated the religious 
orientation of employees and whose answers had to be affirmative. They placed a lot of power in the hands of 
the appraiser. Thus subordinates paid more attention to making supervisors happy rather than paying attention 
to work performance.

Another CAA employee commented:

Some employees used to call ACR the Annual Cumulative Revenge (ACR) which essentially meant that the 
supervisor could ruin one’s career by appraising him/her badly at the year-end if he/she didn’t maintain good 
terms with him/her.

There was no accountability required from the supervisors as they could get away with giving any 
comments. The subordinate felt frustrated, and his promotions were at stake if his ACRs had received 
close to average ranking, even in the absence of adverse comments. 
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In early 2007, along with other restructuring initiatives at the CAA, a move was made to change the 
performance appraisal system. The ACR was changed to the Performance Appraisal Report (PAR) 
(Exhibit 4). The objective of changing the appraisal system was to use it as a basis to properly develop 
human resource in the organization and move towards a more accountable style of management, effec-
tive delegation, efficient career growth for employees, and achievement of shared aims. The system was 
aimed at improving productivity, identifying training and career development, and maintaining records 
of duties and responsibilities, targets and objectives. 

In the old performance appraisal system (ACR), all evaluations were on the basis of professional 
abilities and competencies areas but in the new system (PAR), tasks and targets were given 60 per cent 
weightage, whereas 40 per cent weightage was given to competencies areas. The PAR of officers was 
raised by an officer who would be at least one pay group higher than the one being appraised or senior 
to him/her or someone under whose direct command the appraisee had worked. In the new system, the 
tasks and targets were decided at the start of the calendar year by the appraiser and the appraisee (super-
visor and subordinate). This was to form the foundation of performance evaluation. Targets were to be 
tailored to achieve specific results which directly linked to the department/organization’s strategy. The 
PAR was to be signed by both the appraisee and the appraiser. It was implemented on all officers starting 
from Group 7 and above. In order to make the transition smooth for the employees, it was decided that 
in the first year both reports (ACR and PAR) were to be filled simultaneously; however, employees 
started reverting to ACRs. This led the DG to issue a directive that PAR was to be implemented with 
immediate effect. Only a period of two months was given to train and implement the system. The human 
resource team of CAA travelled from city to city, gave presentations and conducted interactive sessions 
for the purpose of training the employees on the new appraisal system.

Farah Saleem, Deputy Manager HR, commented:

I was a new inductee at CAA at that time when the implementation of PARs had been announced. My team and 
I travelled extensively across different cities in Pakistan for training and conducting interactive sessions to make 
employees understand the new system.

There was immense pressure from the top management to make immediate improvements in the CAA. 
Thus, it was decided that the forced distribution system was to be applied to performance appraisals 
to identify performers and non-performers. The distribution curve was such that 5 per cent employees 
were to fall in ‘outstanding,’ 15 per cent in ‘very good,’ 60 per cent in ‘good,’ 15 per cent in ‘needs 
improvement,’ and 5 per cent in ‘inadequate performance’ (Exhibit 5). The rationale for introducing the 
distribution curve was to create an environment of fair opportunities, meeting challenges, high values, 
and increased competitiveness. Ranking of employees was expected to help the CAA in identifying 
training needs of employees and career development. Succession planning for grooming future leaders 
and linking productivity to salary increments were also expected to be outcomes of this system. Lastly, 
it was decided that as the organization was reaping profits, employees would be awarded bonuses.  
The employees’ bonuses were linked to the ranking of the forced performance curve.

The forced curve led seniors to rank subordinates based on personal preferences, with the favourites 
getting exceptional rankings. Thus, favoured subordinates became recipients of the maximum number of 
bonuses. 

One employee recalling the forced distribution system commented:

I remember the forced ranking developed a culture in the organization where initiating officers of performance 
appraisal started ranking employees according to personal likings. The bonuses that were to be given were three, 
two and half, two, one and zero based on performance ranking curve. This led many high performers to get 2 and 
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1/2 bonuses and some even got three bonuses but employees who were favoured by seniors got the highest rank-
ing and thus received three bonuses. At times, when a senior had to decide between an outperformer and a person 
he favoured, and the senior had to forcefully rank employees in the top 5%, he placed his favourite employee in 
the top 5%. Thus a culture of favouritism and unfairness developed.

The implementation of the distribution curve resulted in chaos. A culture of inequity and unfairness  
developed which led to distrust in the organization. This consolidated the efforts of employees who 
were against the change process from the very start. Some top management employees also wanted to  
revert  to the status quo and move back to ACR. In the start of August 2008, the DG CAA stepped down. 
The organization was awaiting a formal notification for the appointment of a new DG. A board mee-
ting was held by the officiating deputy DG CAA in August 2008, and most of the initiatives undertaken  
by the previous DG CAA were eliminated, including the distribution curve. The new DG CAA had not been 
announced yet and principally speaking, the board meeting should not have been held. But it was too late.

Sumair Saeed commented:

The reason for the failure of forced distribution was the pace at which it was rolled out. Though the working 
for all this had been done, only two months were given for its implementation so the nitty gritty involved was 
ignored. The concepts of employees regarding the system weren’t clear. Many employees weren’t given their due 
share of bonuses which added to the confusion surrounding the change process. We did try to train employees but 
still more time was required to educate them.

In September 2008, the new DG CAA was appointed. He went to the board again and revived the PAR 
but this time, without the application of forced distribution curve. In 2008, the PAR had two areas on 
which an employee was evaluated (Exhibit 6). The first one was the ‘target review’ which had two 
parts—target agreed and job knowledge, which carried 60 per cent of weightage. The other area was 
‘review of competence areas’, for example, organizing skills, leadership skills, problem solving, etc. that 
carried 40 per cent of weightage. The last section of the PAR form was the overall ranking by summing 
the target review and competence area review. In 2008, the CAA performance appraisal system by and 
large had remained unchanged with certain minor modifications. In 2009, a third part of training was 
included in the PAR form with comments to identify performance gaps and trainings required to fill 
those gaps. Both the appraiser and the appraisee filled this part. This was primarily done to address the 
individual’s future development needs by training him/her accordingly. After the inclusion of the training 
section in the form in 2009, the PAR form remained unchanged till 2014 (Exhibit 7).

Challenges of the Current Performance Appraisal System

Many issues arose with the performance appraisal system in CAA. Though the organization knew what 
it wanted to achieve in the long term, it was clueless about how to transform non-performing employees 
into performing ones in the short term. This happened mainly because people who were inducted in 
the 1980s and 1990s till 2007 neither had any merit nor were qualified with respect to the CAA. These 
employees were now at top managerial positions, but they were not willing to accept change. They felt 
that change would compromise their positions and thus did not want any amendment in the performance 
appraisal system. The management had entrusted Sumair with the immense task of designing an appraisal 
system that brought accountability for these employees. As these employees were mostly unskilled and 
resisted change, aligning them and creating a buy-in with respect to the performance appraisal system 
was a big challenge. Many senior managers time and again had aired their opinions about wanting to 
revert to the old system of ACRs rather than PAR. 
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A director commented:

ACRs were way better than PARs. They provided security and confidentiality to the senior. It is very difficult 
to give bad comments to your subordinate and give him a low ranking to his face in PAR; in ACR, we could 
freely give our candid feedback regarding our subordinate as it was kept confidential. There was one time when 
an employee threatened my life when I tried to put adverse comments in his PAR. It sounds unprofessional but 
there is no way one can fire people from their service in the CAA; it’s next to impossible as it is government 
service after all.

A second challenge was that the process of setting targets for performance appraisal was not being 
properly implemented by the appraiser or the appraisee. As the targets and tasks were not being 
established through a collaborative process (as required in the appraisal system), the senior had no basis 
to challenge his subordinate if he did not perform his task. This became a major cause of the flawed 
performance appraisal system.

An employee remarked:

The target setting process was non-existent in the appraisal system. Evaluations were being conducted in a way 
that at the time of the appraisal, the employee wrote some targets that he felt he had achieved during the year and 
told his senior that he had achieved those targets. As the senior had not communicated any tasks and targets at 
the start of the year, he was bound to agree with the ones given by his subordinate and appraise him accordingly.

Sumair felt that the design of PAR was not the problem; the real issue was with its implementation. 
As supervisors did not set targets, they received neither an agreement nor any signature on tasks and 
targets from their subordinates. Hence, it became very subjective at the end to assess the performance 
of the subordinates as the process of appraisal was not followed and there was no way to rationalize the 
performance appraisal report. 

A major problem of promotions had arisen earlier that year. The CAA had to decide on the promotions 
of employees. It lacked any proper measure to decide on the correct candidates as all appraisal reports 
had ranked their subjects above average or outstanding. The system was not differentiating a non- 
performer from a performer.

Sumair observed:

The CAA selection boards couldn’t decide the promotions if they looked at the performance appraisal reports 
(PARs). The PAR scores of a reputed non-performer who had no distinction in his service were compared to that 
of an outperformer—surprisingly they were the same. The only thing that helped was the fact that certain higher 
level posts at the CAA are declared as selection posts.6 This gives the selection board the power to use its judg-
ment to promote individuals. If this provision was not available, performance appraisal was not differentiating 
among employees.

Another challenge was lack of succession planning in the CAA. This led to two problems: on the one 
hand, some units of the CAA had many employees with similar credentials who were competing for 
higher posts; on the other hand in some units, there was a severe dearth of employees who could fill in 
the gap if the higher level manager left or retired. This led to poor career paths for employees in units 
which were overpopulated with employees having similar credentials. Conversely, the lack of training 
of employees in units contributed to gaps where there was a shortage of employees who could assume 
posts of responsibility. Both scenarios arose due to the poor performance appraisal system. It was neither 
differentiating employees with good credentials who could be promoted, nor carrying out the training 
need assessment properly to prepare employees to fill the knowledge and skill gap.
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An employee stated:

At the CAA, there is a general culture of not filling the Training Need Assessment head which is essentially 
considered a negative comment if it is filled. The other side is that all courses are suggested for training to an 
employee. This has led to wasteful spending of resources on employees. Proper training need assessment is not 
being done which can help in career path development or acquisition of knowledge and skills for proper succes-
sion planning at the CAA.

Many employees had aired grievances regarding the unfairness of the appraisal system as they were 
not appraised according to their job descriptions. This was most strongly felt by air traffic controllers 
(ATCs) because they believed that the current PAR form did not capture the work and effort that their job 
description involved. The seniors in the ATC branch also showed dissatisfaction with the current PAR 
form. They stated that it was not applicable to their branch as it asked to set targets and tasks, whereas in 
their job there was only one task and target, namely to ensure safety of airspace. Similarly, supervisors at 
the ATC branch felt that they could not rank their subordinates as required by the system because every 
air traffic controller did his job with precision. 

Director ATC commented:

It makes no sense that the same PAR form is meant for the ATC as for the whole organization. The reason is that 
there is no margin for error in air traffic job. If there is even a near miss or a slight mistake, it is reported in the 
media and documented. This means that if an air traffic controller doing a job for 25 years has not committed any 
mistake as compared to a newly inducted ATC of 5 years’ service—who too has not committed any mistake—
how are they both different for me? I can’t rank someone better than the other. They both are committed to their 
jobs. The job of an ATC, even according to world standards, is the most stressful job and this PAR form in no 
way captures the effort that an ATC makes to ensure air safety.

Sumair also believed that problems lay at both the appraisers’ and the appraisees’ sides. As the appraiser 
was not trained on the importance of filling the appraisal report, he treated it as extra workload. He 
filled it with either leniency or strictness, rather than fairness. Moreover, the appraisee did not have 
the patience to take feedback and instead took it personally. Some seniors felt that the appraisal reports 
should not be shared with the appraisee. They felt that some parts of the PAR, such as tasks and targets, 
could be shared, whereas comments and training need assessment could be kept confidential. 

Another concern was whether the distribution curve should be brought back to differentiate the per-
formers from the non-performers. Employees felt that it was unfair to have distribution curve ranking. 
They thought that every function should have its own bell curve, rather than an organization-wide bell 
curve. Sumair knew that having a bell curve for every function presented a major problem. If the whole 
group consisted of star performers, then some star performer would be rated low. On the other hand, if 
the whole group was composed of non-performers, one non-performer would be rated high. This led to 
unfairness for the star performers’ group. Sumair knew that forced ranking would not be acceptable to 
most employees and would also be a hard proposition to sell to the management. 

Way Forward

Sumair faced a multitude of challenges with respect to the performance appraisal system at the CAA. 
Was the current performance appraisal system a misfit to the organizational needs of the CAA? If not, 
then how could a buy-in be created and a proper understanding of the current performance appraisal 
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system be developed among employees? Should a distribution curve be reintroduced at the CAA and 
what should the distribution curve be? How could supervisors be trained to give feedback to their 
subordinates regarding appraisals? 

Sumair contemplated as to how this process of setting targets and objectives could be ensured between 
the appraiser and the appraisee, so that targets were locked at the start of the year. This would lead to 
clarification of objectives and targets to the subordinate and also help the supervisor in clarifying the 
criteria in order to measure his/her subordinate’s performance. Sumair wanted the appraisal to serve as 
an evaluative tool for trainings and skill enhancement at the CAA. Most importantly, Sumair wanted to 
develop a non-threatening and friendly culture in which appraisals were to be conducted.

Sumair knew that a quick solution at the CAA would not be possible because it required a change not 
only in processes but also in the mind-set of employees who felt threatened by appraisals. Thus, the 
approach to rectifying the performance appraisal system would have to be phased out in a way that it 
should involve employees at all levels of the organization. 

Exhibit 1. Current Organogram of CAA 

Source: Company Documents.



Khurshid et al. 207

Exhibit 2. CAA Strength of Employees in Each Pay 
Group 2014

Pay Group Total Employees

DG 1
Dy DG 1
EXE 2
PG 11 20
Ex-A 1
PG 10 77
Ex-B 16
Ex-C 3
PG–10 416
PG–10 383
PG–10 467
PG–10 1,080
PG–10 1,001
PG–10 1,947
PG–10 2,416
PG–10 1,355
PG–10 749
Total 9,935

Source: Company Documents.
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Exhibit 3. Annual Cumulative Report (ACR Form) 1982–2006 (p. 1 of 6)
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Exhibit 3. Annual Cumulative Report (ACR Form) 1982–2006 (p. 2 of 6)
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Exhibit 3. Annual Cumulative Report (ACR Form) 1982–2006 (p. 3 of 6) 
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Exhibit 3. Annual Cumulative Report (ACR Form) 1982–2006 (p. 4 of 6)
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Exhibit 3. Annual Cumulative Report (ACR Form) 1982–2006 (p. 5 of 6)
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Exhibit 3. Annual Cumulative Report (ACR Form) 1982–2006 (p. 6 of 6)

Source: Company Documents.
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Exhibit 4. Performance Appraisal Form (PAR) 2007(p. 1 of 5) 
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Exhibit 4. Performance Appraisal Form (PAR) 2007(p. 2 of 5) 
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Exhibit 4. Performance Appraisal Form (PAR) 2007(p. 3 of 5) 
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Exhibit 4. Performance Appraisal Form (PAR) 2007(p. 4 of 5) 



218  Asian Journal of Management Cases 14(2)

Exhibit 4. Performance Appraisal Form (PAR) 2007(p. 5 of 5)

Source: Company Documents.
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Exhibit 5. Forced Distribution Curve 2007

Source: Company Documents.

Exhibit 6. Performance Appraisal Form (PAR) 2008 (p. 1 of 2)
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Exhibit 6. Performance Appraisal Form (PAR)—2008 (p. 2 of 2) 

Source: Company Documents.
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Exhibit 7. Performance Appraisal Form (PAR) 2009–2014 (p. 1 of 4) 
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Exhibit 7. Performance Appraisal Form (PAR) 2009–2014 (p. 2 of 4) 



Khurshid et al. 223

Exhibit 7. Performance Appraisal Form (PAR) 2009–2014 (p. 3 of 4) 
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Exhibit 7. Performance Appraisal Form (PAR) 2009–2014 (p. 4 of 4) 

Source: Company Documents.
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Notes

1. Suleman Dawood School of Business, Lahore University of Management Sciences, Pakistan.
2. Department of Business Administration, United Arab Emirates University, UAE.
3. Pakistan Civil Aviation Authority, “About Us,” <http://www.caapakistan.com.pk/about_us.aspx>.
4. Pakistan Civil Aviation Authority, “Future Plan,” <http://www.caapakistan.com.pk/SF/SQMS/SQMS-Furture 

Plan.aspx>.
5. Pakistan Civil Aviation Authority, “About Organisation,” <http://www.caapakistan.com.pk/AboutUs.aspx>.
6. Selection posts mean promotion which is made strictly on merit; seniority plays its part only when other things 

are equal. Pay Group 09 and above are selection posts. Promotions to these posts shall be made on the basis of 
merit and suitability*. 

  *Merit shall be gauged on qualification, performance appraisal report and quantification score which span 
over the entire service of an employee in officer cadre.

  *Suitability of an employee shall be determined through requisite skill set, experience, job rotation,  
performance on the job, and general reputation. Moreover, professional knowledge of the post against which the  
candidate is likely to be promoted shall be given consideration (CAA company documents).
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Operations management has evolved from the initial Taylorian “Scientific Management” 
of production systems, through process improvement, process control and service 
excellence to lean systems, operations strategy, and business process reengineering. 
The GBR special issue invites scholars and practitioners to present their conceptual 
and empirical research findings as well as case studies highlighting some innovations in 
operations. These could cover both top-down and bottom-up innovations as well as the 
study of innovation itself. The basic idea of the special issue is to present a panorama of 
the wide span of research being conducted and practices being perfected that help in 
enhancing the value of human work supported by technology and processes constantly 
improved through innovations.
 The GBR special issue on Operations Management and Innovation invites original 
unpublished articles covering any aspect of this broad theme. An indicative list follows, 
though articles within the broad theme of Operations Management and Innovation and not 
included in the list below are also welcome:

•  Open innovation systems
•  Innovativeness and innovation ecosystems
•  New product and service design/development
•  Product and service quality 
•  Innovations in supply chain management
•  New developments in Project Management
•  Strategic decisions for global operations
•  Adoption of new technology
•  Service excellence from innovations
•  Servitization and its implications on organizations
•  Big data analytics in the operations context
•  E-business and operations

Manuscript Submission

The Research paper size can be of around 25–30 pages or to a maximum of 7000 words 
plus an Abstract of 200–250 words (in a single paragraph) can be submitted in MS word 
format and in APA style through the email address: globalbusinessreview@imi.edu, on or 
before 30 November 2017. 

You may also visit our website: http://journals.sagepub.com/home/GBR  for  submission 
and publication guidelines.
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ISSN: 0972–1509
6 issues per year

Call for Papers for GBR 19.3 Supplement 
(May-June 2018)

Special Issue: Operations Management  
and Innovation

Guest Editor: Pradip K Bhaumik



Journal of  
Developing Societies 
Managing Editor: Richard L Harris,  
California State University, Monterey Bay 

The Journal of Developing Societies is a refereed 
international journal on development and social change not 
only in ‘developing’ countries but also in the ‘developed’ 
societies of the world. It provides an interdisciplinary forum 
for the publication of theoretical perspectives, research 
findings, case studies, policy analyses and normative 
critiques on the issues, problems and policies of both 
mainstream and alternative approaches to development. 
The journal represents the full range of diverse theoretical 
and ideological viewpoints on development that exist  
in the contemporary international community. 

Recent Issue Highlights 

Articles 
 ¡ Preface to the 2016 Special Issue on Latin America and the Caribbean  

Richard L. Harris 

 ¡ Rethinking Development in Latin America: The Search for Alternative Paths in the 
Twenty-first Century  
Kyla Sankey and Ronaldo Munck 

 ¡ Democracy and Popular Rebellion in Contemporary Brazil  
Mônica Dias Martins 

 ¡ Debating Alternative Development at the Mining Frontier: Buen Vivir and the Conflict 
around El Mirador Mine in Ecuador  
Karolien van Teijlingen and Barbara Hogenboom 

 ¡ Progress in Bolivia: Declining United States Influence and the Victories of Evo Morales  
Ronn Pineo 

 ¡ Impacts of Climate Change in the Andean Foothills of Chile: The Economic and 
Cultural Vulnerability of Indigenous Mapuche Livelihoods  
Elvis Parraguez-Vergara, Jonathan R. Barton and Gabriela Raposo-Quintana 

 ¡ Migration and Community Resilience in Nicaraguan Afro-Caribbean Coastal 
Communities  
Erica B. Sausner and Nicole Webster 

 ¡ China’s South–South Cooperation with Latin America and the Caribbean  
Richard L. Harris and Armando A. Arias 

 ¡ Call for Abstracts: 7th African Unity for Renaissance International Conference and 
Africa Day Expo 
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IIM Kozhikode Society & 
Management Review 
Editor-in-Chief: Kulbhushan Balooni, Indian Institute of Management 
Kozhikode, Kerala, India 

Managing Editors: Naveen Amblee, Indian Institute of Management 
Kozhikode, Kerala, India
Rudra Sensarma, Indian Institute of Management Kozhikode, Kerala, India 

IIM Kozhikode Society & Management Review is a bi-annual journal from the 
Indian Institute of Management Kozhikode. The journal aims to connect to the 
management community—academia, businesses, public institutions, NGOs, and 
the government—by way of motivating research and publishing rigorous, clear 
and widely accessible articles concerning business management and broader 
society. 

The journal aims to bring out the many facets of management and their 
complex interrelationships. Moreover, of special interest would be contributions 
juxtaposing Eastern and Western philosophies in the context of contemporary 
management practices. 

The journal will primarily publish relevant research articles from all functional 
areas of business management, and perspective articles on evolving trends, 
insights and philosophies in management. Published articles will undergo a 
double blind peer review process and pass two fundamental criteria—relevance 
to the journal’s theme and contribution to the management literature. 

Recent Issue Highlights 

Editorial 
 ¡ Econometric Applications in Trade, Finance and Development  

N. R. Bhanumurthy and Rudra Sensarma 
Articles 

 ¡ Wagner’s Hypothesis: An Empirical Verification  
Masudul Hasan Adil, Aadil Ahmad Ganaie and B. Kamaiah 

 ¡ Determinants of Bank Foreign Direct Investment Inflow in India: A Dynamic Panel Data Approach  
Ajay B. Massand and Gopalakrishna B.V. 

 ¡ On Empirical Distribution of RCA Indices  
Kaveri Deb and Bodhisattva Sengupta 

 ¡ Transmission of Volatility across Asia-Pacific Stock Markets: Is There a Pattern?  
Amarnath Mitra and Vishwanathan Iyer 

 ¡ Has Financial Crisis Affected the Announcement Gains of Indian Cross-border Acquisitions?  
Neelam Rani and Aman Asija 

 ¡ Testing the CO2 Emissions Convergence: Evidence from Asian Countries  
Chhavi Tiwari and Mrutyunjay Mishra 

 ¡ Interpreting the Disparity in Educational Attainment among Various Socio-religious Groups in India  
Anjan Ray Chaudhury 

 ¡ Estimating Option-implied Risk Aversion for Indian Markets  
Sonalika Sinha and Bandi Kamaiah 

 ¡ A Panel Data Analysis of Relationship between Migration and Inequality  
Raju John 

 ¡ Meta-analysis of Value of Statistical Life Estimates  
Agamoni Majumder and S. Madheswaran 

 ¡ List of Reviewers for IIM Kozhikode Society & Management Review 
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