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~ Wanna Rock in your office 2 Perforn
-~ But, hew-is-your performance appraised?

The answer for this question was handled by
Miss. Shayona Joseph, Research Analyst,
on 13" February 2009 at 6pm IST. .
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“Performance Appralsal IS the process of evaluatlng '
— 'F\"Toerformance and gualifications of employees in
terms of the requirements of the job for which he Is
employed, for the purpose of administration including
placements, selection for promotions, providing
financial rewards and other actions which require
different treatment amongithe members of the group

ﬁstmgwshed from actions iﬁﬁtmg member_é—
” ')

-=ill



= Promotion Decisions

Serves as a useful basis for job change or promotion
= Training and Development Programs -

Serves as a guide for formulating a suitable training
and development program

= Feed back

‘Enables tiiiﬂﬁ|0¥ees to kn%gw,w
sonal development '

It helps in individual development

-
elll he s doinge




- = Setting the work standards e
. " Assessing-employee’s actual performance relative to these
standards

= |t allows a manager to let subordinates know how well they
are doing and how they can do better in the future ,

= |t provides an effective basis for distributing rewards such
as pay raises and promotions

It helps the organization monitor its employee selection, -
dining, and development activitie T —
' S0 that he can

nate deficiencies and Impreve perfermance in course

of time




—=_Productivity
Increase In production
= Attitude —
Personal behavior of the employees
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S’_ upervisors
- Peers
= Subordinates
= Self-appraisal
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= Establishi performance standards
= Communicate the standards

= Measure the actual performance
= Compare actual perfoermance with standards -

~ and disc rais -

TTTR—
COrrective actions If necessary.




= 360 Degree Feedback System
= Paired comparison method

= Ranking Method

= Graphic Rating Scale -




360 Degkee

"'““““e“—n 515 101 the 360 dearees e Cire

= |t IS also known as ‘'multi-rater feedback
‘multisource feedback’, or ‘'multisource
assessment

= |t comes from all around the employee

= Feedback comes from subordinates, peers, and
managers in the organizational hlerarchy, as well

a5 self-asse nt B —
| to plan the training. and

development program
= |t Is for making promotional or pay decisions




|t compares each employee to aII other

employees on how well they perform each
trait

= A comparison iIs made of how well'‘ene
employee performs relative to each of the

I.her employees B
T ——

Meﬂema@'as to how well

an employee does compared to all other
employees in the office




Heirlrig Metriod

- ﬁ‘l‘f@'appralser ranks the eployees from| the u
~ DPest to the poorest on the basis of their
overall performance

= |t may also be done by ranking a. person on
his job performance against another
member of the competitive group ]

B Evaluato > top,and bottom
Oyees first and then select the next
highest and next lowest and move towards

the average employees
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= SIS METNo0 IS PErCImEd Py asSighingra
___rating for an employee for each of several
different traits

= The supervisor simply decides how well
each employee performs relative tereach
trait, and assigns a rating

t'takes veny little time se taﬁ SuUpenvisencan.
YAEVIEWS ely short period
of time




Attributes

Unsatisfactory

Satisfactory

Outstanding

Quantity of
work

Quality of Work

Knowledge of

Cooperation
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= (1S a very controversi

-~ performance

= All employees are rated, using a graphic
rating scale or similar methods, and the
ratings are added together to'.come up with
an overall rating

= The emplo e.placedintercategories
g ormers, high-average
performers, average performers, low-
average performers and low performers

e
——
—

al'way of appraising.
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~ they are perceived by others

~ ® Encouraging more open feedback — new
INsights
= Provides a clearer picture to senior;
management of individual’s real worth

ﬁﬁentifying key. development areas for the

Wﬂrﬂnwmm —
- ganization as a whole

= |dentifying strengths that can be used to the
best advantage of the business.




= A roundediview.of the ndividual's/ team
211)C

Ofo'fJJZS'[JOfJ perfofrnzrce vame'
~ Strengtns'and'weaknesses are:

—

—J_SupporL_g a climate of continuous
Improvement

= Perception of feedback as more valid and
objective, leading to acceptance. of results
and actions required

= Gaps are identified in one!
=Eisd .

or direct reports

f-perceptiony
€ manager, peer




Thank Youl!!
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