
APPRAISEL TECHNIQUES

A Smart HR Guide to Modern Employee Performance Appraisal Methods. The employee performance appraisal process
is crucial for organizations to boost employee productivity and improve their outcomes. A growing number of HR
professionals report that existing performance appraisal.

A pair of negative statements may be as follows: 1. Thus, if there are ten employees to be appraised, there will
be ten ranks from 1 to  The advantages of a forced ranking system include that it creates a high-performance
work culture and establishes well-defined consequences for not meeting performance standards. Then, the next
highest and the next lowest between next highest and lowest until all the employees to be rated have been
ranked. There may be an essay section as well. It helps employers understand the capacity and the capability
of the individual in social settings. It may also be done by ranking a person on his job performance against
another member of the competitive group. Quality of product produced or service rendered. This gives more
freedom for managers to distribute employees in a less stringent manner. Fortune Focus Critics have long said
that a forced ranking system can be detrimental to morale; it focuses too much on individual performance as
opposed to team performance. It is viewed by the Practicing managers and pedagogues as a philosophy of
managerial practice because. In a paired comparison system, the manager must compare every employee with
every other employee within the department or work group. Nonetheless, the essay method is a good start and
is beneficial also if used in conjunction with other appraisal methods. It results in very close supervision which
may not be liked by an employee. Forced Distribution Method: This method was evolved by Tiffen to
eliminate the central tendency of rating most of the employees at a higher end of the scale. There can be more
than three grades. Conoco also has settled lawsuits over its forced ranking systems, as domestic employees
claimed the system favored foreign workers. To be efficient at MBOs, the managers and employee should be
able to write strong objectives. Appraisals facilitate communication between the management and the
employees, which helps in conveying the expectations of the management to the employee and vice versa.
Inclines to favour some employees. With a critical incident appraisal A performance evaluation method in
which the manager is asked to record examples of effective behavior and ineffective behavior of the employee
during the time period between evaluations. The various methods included in each of the two categories are
listed in Table  Then, the check-list is given to the rater for evaluating the workers. IBM, IBM was able to
successfully defend accusations of age discrimination because of the objective criteria the employee Thomas
had been rated on. The research on BARS indicates that it too suffers from distortions inherent in most rating
scales. As you are sorting through your responsibilities, you receive an e-mail from HR outlining the process
for performance evaluations. However, the scale has disadvantages that make it difficult to use as an effective
management tool. Employees who feel that they are productive, but find themselves in lower grade than
expected feel frustrated and exhibit over a period of time reluctance to work. Behaviourally Anchored Rating
Scale: This is latest a modern appraisal technique , which has been developed recently. This method is also
used in manufacuring situations where production is extremely important. The final rating is done on the basis
of all sets of statements. At the end of the time period, it should be clear if the goal was met or not. It does not
test anything about how much better or how much worse an employee is when compared to another employee.
This method is results oriented and similar to the work standards approach, with a few differences. You are
also notified that you must give two performance evaluations within the next two weeks. Each statement has a
weight or scale value attached to it. Then the tool utilizes narrative information, such as from a critical
incidents file, and assigns quantified ranks to each expected behavior. Then, average effectiveness ratings for
each incident are determined to decide which incidents will be included in the final anchored scales. The
downside is that this method does not allow for reasonable deviations. This feedback based method is
generally used for ascertaining training and development requirements, rather than for pay increases. When it
is time for the employee to be reviewed, the manager will pull out this file and formally record the incidents
that occurred over the time period. First, the manager and employee sit down together and develop objectives
for the time period.


