Chapter #8
Performance Management and the employee Appraisal Process

Performance Management: 
· Process
· Goal: create a work environment in wich people can perform to the best of their abilities
· The goal is not to punish people…. Its to bring out the best in your employees

Performance appraisal ( part of performance management)
: **Note: most disliked duty of a manager or a supervisor. The most dispised fuction. 
· Annual or biannual process
· Manager evaluate employees performance

Ongoing performance feedback. FIGURE 8.1
Performance apparaisals are only a part in the process. 

Purposes of performance apparaisal FIGURE 8.2
**managers can focus on both. 

Developmental purposes:
(In a context of a classroom): the person can think about the feedback and use it a next time.. its about growth. 
· Giving feebback, identifying individual streights and weaknesses and identify goals. 
Administrative purposes: 
(in a context of a classroom)..
From the perspective of the teacher
· Promoting employees, determining compensation, hiring people, making reward descision. 

Performance appraisal Programs:
Appraisal programs: FIGURE 8.2
-Administrative
· Compensation
· Job evaluation
· EE support




-Developmental:
· Ind. Evaluation
· Training
· Career planning


Why appraisal programs sometimes fail
· Lack of top-management information and support
· Unclear performance standards
· Rate bias
· Too many forms to complete
· Use of the appraisal program for conflicting purposes
Ex: the employee wasn’t warned by her poor performance.. 

Establishing performance standards FIGURED 8.4
The more the boxes are together… the more valid is your measurement. (validity)
Criterion deficiency: refers to actualy performance that are not really measured: example: training that was not being measured?
Criterion contamination: elements that are measured but are not part of actual performance. 

Who should appraise performance?
· Manager/supervisor appraisal
· Self appraisal—not so usefull for adminisrative
· Subordinate appraisal—how supportive .. 
· Peer appraisal: 
· Team appraisal- 
· Customer appraisal

Putting it all together: 360-degree appraisal FIGURE 8.6 ( p. 294)
· Ensure anonumity
· Make respondents accountable
· Prevent “gaming” of the system
· Use statistical procedures
· Identify and qualify biases

Training appraisers
Establishing an appraisal plan: 
· Provide an explanation of the performance appraisal systems objectives: 
· Explain the mechanics of the rating system:
· Alter raters to the weaknesses and problems of appraisal systems:




Training performance appraisers
Common rater-related errors
· Error of central tendency
· Leniency of strictness errors
· Recency error
· Contrast error
· Similas to me error

Performance appraisal methods 3 different types:
FIGURE 8.8 important to look at!!!

TRAIT METHODS: evaluating employee on certaint traits they have( leaderships skills)( being responsible, dependable, being a team player)
· Graphic rating scales: rated on characteristics
· Mixed standard scaled: beter than, worst than, equal to a specific standard. 
· Forced choice method: 
· Essay method:

BEHAVIOURAL METHODS: action of behaviours.. capturing aspects that are related to trait, but the focus is on behaviour.  (punctual, curtious, )
· Critical incident
· Behavioural checklist method
· BARS: list job dimensions (wich are determined in job analysis).. and says if they perform them or not 
· BOS: measures the frequency of behaviour 8.5 frequency of behaviour.. from almost never to almost always

RESULT METHODS: focus is on productivity, outcome! 
· Appraisal based on quantitative measures : thwere ar some problems that can affect the results of the performance apprails.. Example if the market is really bad, 
· MBO
· Balanced scorecard: used to apprail individual employees, teams and the corporation itself. 

Productivity measures. PROB: dosnt account how they go the jjob done**MORE… dosnt account for other factors that affect results(economy)
(dosnt account for external effectrs) 

SOLUTION to this problem- Goal setting theory: MBO
MBO: goals are established 





Three types of appraisal interviews 
: giving the manager the opportunity to discruss the employees performance record. See if they have any improvement or growth.

· Tell and sell interview: Persuasion.. manager tells individual how they have done, and sells them on what they need to do.  (one directional)

· Tell and listen interview( Two way) manager communication both weak and strong points about person.. and employee get to explain her point of view

· Problem solving interview: manager will use skills as listening and responding to employees feelings.. Manager is trying to stimulate grown in employee.


Conducting the appraisal interview: 
Invite participation ask for self assessment
If a Change behaviour problem solving focus
Minimize critisicm (   express appreciation
Establish goals  be supportive
Follow up day by day


[bookmark: _GoBack]Improving performance:
· Identifying sources of innefective performance
· Performance Diagnostic
· Managing ineffective performance
Not pulling weight,, not helping the team to further goals. 
· Possible course of action
· Not effective because they lack ability: because they don’t feel comfortable 
Resolution:: Training

· Problem of willingness:
Resolution: find a way to make someone more motivated. 
Tranfer employee.. to another department where there skills would fit better. 
Use disciplinary actions such as warning: if u don’t improve possibility of discharge. 

· Cautions
· How these problems are addressed. : nothing personal(don’t call ppl lazy) focused on the quality of the work not the person. 
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