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Abstract

In today’s working environment there is a great deal of

commitment and effort from Employees’, who in turn naturally expect a

great deal more from their Managers. Carl Heyel observes, “ it is the

process of evaluating the performance and qualifications of the employees

in terms of the requirement of the job for which he is employed, for
purposes of administration including placement, selection for promotions,

* providing financial rewards and other action which require differential

¥
|

!
L’

L W\

woatment among the members of a group as distinguished from actions
affecting all members eq ually others regard, it as a process of estimating
or judging the value excellence, qualities or status of some object, person
or thing. Performance Appraisal must oe seen as a fundamental
responsibility of an Employer to ensure there is frequent one to one
discussion happening efficiently to appraise and give a valuable feedback
all times. Performance appraisal is often a negative, disliked activity and
one that seems to elude mastery. For many organizations, the primary
goal of an appraisal system is lo improve individual and Organizational
performance. There may be other goals, however a potential problem
with performance appraisal and a possible cause of much dissatisfaction
is expecting too much from one appraisal plan. For example, a plan that
is effective for developing employees may not be the best for determining
pay increases. Yet, a properly designed system can help achieve
organizational objectives and enhance employee performance. In fact,
PA data are potentially valuable for virtually every numan resource

functional area.

Keywords: Employee, Employer, Performance Management,
Performance Appraisal, Manager, 360 Degree Appraisal System, BARS
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INTRODUCTION

!

Performance appraisal 1s an |It1t<3grall1pz}n of HRM 44 "
o .. ~eaple. ‘P 2" 1S the ) A

icals with pcr.sonncl 1S P“OPI"_' [ copic 15 VAL Iportant ang Valy,. |-

deal: - or institution has in the form 4

° . . - . i ‘:"f |

«es. Performance evaluation I the periodical, methodic, |

g .. |
ng of an employee's brilliance in matters Pertain;y. |

his existing job and the potential fora better job. I?-d\;gn B E]ippo 15
a prominent personality in the Hur-naq Resource e Sa}d perfofm;.f;’
the systematic, periodic and_ an 1mpartial rating |-
employee’s excellence in the matters pertaining to'hls present jop,
a better job”. PA is thus a systematic way of reyjg, |

his potential for _ . _
and assessing the performance of an employee during a given Perig;.
].-

time and planning for his future. .
USES OF PERFORMANCE APPRAISAL

For many organizations, the primary goal of an appraisal sy,

L™

I
b
Il
#
| |

appraisal 1S

- — - ~

%

is to improve individual andorganizational performance. There may
other goals, however. A potential problem with PA, and a possible ¢z
of much dissatisfaction, is expecting too much from one appraisal p;
For example, a plan that is effective for developing employees may:

be the best for determining pay increases. Yet, a properly desig

system can help achieve organizational objectives and enha:
employee performance. In fact, PA data are potentially valuable !

virtually every human resource functional area.

Below are the key teams or Departments which would req

Performance Appraisal report for planning and critical decision makf‘”’i
for an Organisation |

°Human Resource Planning

° Recruitment and Selection

° Iraining and Development

* Carcer Planning and Development
° Compensation Programs

° Internal Employee Relations

* Assessment of Employee Potential
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PEFRFORMANCE APPRAISAL PROCESS

A A< shown in Figure 3.1, the starting point for the PA process s
v identifving specific pcrformancegoals. An appraisal system probably
(, cannol cffectively serve every desired purposc. so management should
' celect the specific goals it believes to be most important and realistically
(1 achievable. For example, some firms may want to stress employee
v development, whereas other organizations may want to focus on pay
! adjustments. Too many PA systems fail because management expects
I too much from on¢ mecthod and does not determine specifically what it

i« wants the system to accomplish.

3

. RESPONSIBILITY FOR APPRAISAL

Often the human resource department is responsible for
coordinating the design and implementationof performance appraisal
 programs. However, it is essential that line managers play a key role
n from beginning to end. These individuals usually conduct the appraisals,

¢ and they must directly participate in the program if it is to succeed.
d, Several possibilities exist with regard to the person who will actually

I, rate the employee.

-3 Following are the participants to be considered for conducting
rLI} an effective Appraisal system for an Employee
10];

« Immediate Supervisor
rec o Subordinates

m o Peers and Team Members

o Self-Appraisal

o Customer Appraisal
PERFORMANCE APPRAISAL METHODS

Managers may choose from among a number of appraisal

methods. The type of performanceappraisal system used depends on
its purpose. If the major emphasis is on selecting people forpromotion.

o e T N T e - - — -— o e
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(rainine. and merit pay increascs, a traditional mcthogd
ceales. may beappropriate. € ollaborative methods, i"C'lldinp inp
v L] vl . . ‘ ‘ 2 lli

the employeces themsclves, may proveto be more suitable for 3

cmployces.

Relow are some of the Appraisal methods used by major Org anigy };

(2) 360 — Degree Feedback Evaluation Method

The 360-degree feedback evaluation method js ,

performance appraisal method thatinvolves evaluation inp
multiple levels within the firm as well as external sources.

Figure 5.1 — 360 Degree Feedback Method

S =007

(b) Rating Scales Method

T'he rating scales methodis a performance appraisal methodt

rates erpployees according to defined factors. The factors chosen’ |
evaluatlop are typically for two types (i) Job related and (11) Persoz‘.lf‘
characteristics |
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;‘.nn\]p}c(’ work actions. When such an action, a “critical Incident.”
Caffects the department’s effectivencss significantly, cither positively or
“nepatively. the manager writes it down. At the end of the appraisal

nel od. the appraiser uses these records along with other data to evaluate

‘employee performance. With this method, the appraisal is more likely
(o cover the entire evaluation period and not focuson the past few weeks
or months.

f(d) Essay Method

The essay method 1s a performance appraisal method in which

the appraiser writes a brief narrativedescribing the employee’s
performance. This method tends to focus on extreme behavior in the

employee’s work rather than on routine day-to-day performance.

(e) Work Standards Method

s W

The work standards method is a performance appraisal method

that compares each employee’s performance to a predetermined standard
or expected level of output. Standard reflect the normal output of an
average worker operating at a normal pace.

(f) Ranking Method

The Ranking method is a performance appraisal method in which
the appraiser ranks all employees from a group in order of overall

performance.

(g) Forced Distribution Method

The forced distribution method of performance appraisal
requires the appraiser to assign individualsin a work group to a limited
number of categories, similar to a normal frequency distribution.

Thepurpose of forced distribution is to keep managers from being
excessively lenient and having adisproportionate number of employees
in the “superior” category.

(h) Behaviorally Anchored Rating Scale Method (BARS)

The behaviorally anchored rating scale (BARS) metho.d‘ is a
performance appraisal methodthat combines elements of the traditional
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rating scales and entical incident mcthods: var
are shown along a scale with cach described iy
spectficiob behavior,

A BARS system differs from rating scajes beey '
(q
using terms such as high,medium, and low at ¢
behavioral anchors related to the criterion

facilitates discussion of the rating because it addy

behaviors, thus overcoming weaknesses in other €valuatigp Met}
Regardless of apparent advantages of the BARSmethod, reports .
effectiveness are mixed. A specific deficiency is that the behavioyg,
are activity oriented rather than results oriented. Also
not be economically feasible since each job cate

BARS. Yet, among the various appraisal techniques, the BARS me

N

Is perhaps the most highly defensible in court because it is bage;

eSSes gpe.
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2o are the common hindrance occurs duning Performance Appe
1% VA L ety

aseal

o Apprascr Discomiort
s 1.ack of Objectivity
.  Fmplovee Anxiety

»  Mampulating the Evaluation

o Personal Bras
CHARACTERISTICS OF AN EFFECTIVFE
APPRAISAL SYSTEM

The basic purpose of a performance appraisal system is to
mprove performance of individuals teams, and the entire organization.
I'he system may also serve to assist in making administrativedecisions

oncerning pay increases, promotions, transfers, or tcrminations. In
ddition, theappraisal system must be legally defensible. Although a
serfect system does not exist, everysystem should possess certain
“haracteristics. Organizations should seck an accurate assessmentof
erformance that permits the development of a plan to improve

individual and group performance.The system must honestly inform
neople of how they stand with the organization.

The following factors assist in accomplishing these purposes.
« Job-Related Criteria

« Performance Expectations

o Standardization

o Trained Appraisers

¢ Continuous Open Communication
o Conduct Performance Reviews

e  Due Process
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CONCILUSION

Now that all 1s said and done,
all that important?

Yes. Used well, performance appraisal can be the m
toolan organization has to ensure the achievement of Str
tofocus the energy of organization members on the a¢
itsmission, and to reinforce the importance of everyone’
thecompany’s vision and values. It 1s genuinely Important
sure that all employees in the organization understand that
direct connection between their performance and the achje

what the organization says is important in its mission
pronouncement of vision and values and what the em

accountable for in their performance appraisal, they wil
about the importance of the stated mission. More than any other ty,

the organizational arsenal, the performance appraisal process by

power to direct the attention and energy of every organ

toward the achievement of strategic goals and corporate values.Althc;
performance appraisal serves many important functional dut’
performance appraisal is not an end in itself. Perfo

used to its maximum benefit, is the means
organization understands and is

Important objectives.

rmance appra:
by which everyone in-
held accountable for meeting i
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