UNIT 1
PERFORMANCE MANAGEMENT



PERFORMANCE MANAGEMENT

A Definition:

Performance management is the process of ensuring individual and
team effort support the organisational objectives and to realise
key stakeholder expectations and wealth creation in all the
identified value drivers of the organisation.

Thus:

-Planning is crucial

-Stakeholder expectations are key drivers

-Management and employee buy-in and involvement are paramount

-Link to and alignment with strategy
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The Nature of Performance Management



Importance of performance management

1. Salary administration

2. Performance feedback

3. Identifying individual strengths and weaknesses
4. Documenting personnel decisions

5. Recognizing individual performance Q
6. Identifying poor performance

7. Assisting in goal identification ———
8. Making promotional decisions. S
9, Retention or termination of personnel TS
10. Evaluating goal achievement.




ROLE OF PERFORMANCE IN ORGANIZATION
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ROLE OF APPRAISAL IN PERFORMANCE MANAGEMENT

» Supervisor
- Usually do the actual appraising
- Must know how to conduct the Appraisal fairly
- Must be familiar with basic appraisal formatting
* HR Department
- Serves a policy making and Advisory role
- Prepare forms and procedures And insist that all Department use them
- Appraisal based on their skills



PROCESS OF PERFORMANCE MANAGEMENT

Visioning

Rewarding

People Goal Setting

Measuring Performance Strate_gic
Success Management Planning

Business

Forecastin :
& Planning

Analyzing
Results



Relevance of objective in organization

The major objectives of performance management that you should consider when establishing, or reformatting,
your performance management system:

1. Setting and Defining Goals
Setting and defining clear goals yields several key benefits, including:

Allowing employees to focus on what’s important.

Aligning individual objectives with business objectives.

Optimizing employees’ individual performance.

Identifying the key result areas and work upon improving them.



2. Setting Expectations for Managers and Employees

In order to Set expectations that yield solid results, try to follow this succession of stages for expectation
setting:

 Define the expectations in clear terms. Let your employees know exactly what is expected from them and
provide clarification when needed.

» Explain how the expectations established will help in fulfilling the overall business objectives; draw the
line of sight between their contribution and the business achieving those objectives.

« Document the expectations. Establish a process that clearly defines and measures what to do and who is
responsible for each task.



3. Setting Performance Standards

Every role in a company has a certain performance standard that comes along with it, and a failure to
accomplish performance standards can mean the following for your business:

Setting even more unrealistic standards for the job that is failing to reach its existing standards.

Not having enough resources to complete the new demands.

A failure of cooperation or collaboration from the team and manager.

A lack of effort on the employees’ part.



4., Establishing Effective Communication

In order to build a communication active environment, consider the following tips:

Team leaders, or managers, should take sufficient time to indulge in one-on-one interactions with their team
members; regular touch-points and contact.

To build a workforce with varied skills, that fosters further career development, continuous feedback and
coaching are critical. This can be done through performance reviews, or 360-Feedback resources.

Set and conduct regular team building activities (there are some great online activities).

Promote and encourage collaboration and communication among team members, and as an essential part of
the workplace culture.

Use appropriate and helpful business communication tools.



Dimensions of performance management




Organizational Performance
Management

eAnalyze Data
eResearch Root Cause
eldentify Solutions

sProcess Improvements
eService Delivery

eCitizen concerns ,' Pe rform ance o O O

eFrequently Asked Questions

«Trends - Development

.

Media Relations &
Customer Service Communications

O

eProactive Messages
ePositive Stories

sEducation/Clarificatio
eMedia Relationships

Training &
O Development

eEducate Staff
eImprove Skills

ePerformance Improve
eCustomer Solutions



What 1s Organizational Performance?
— performance
— organizational performance

Why 1s Measuring Organizational Performance

Important?

Better Asset Management

° assel management



Why 1s Measuring Organizational Performance
Important? (cont.)

— Increased Ability to Provide Customer Value

— Impact on Organizational Reputation

— Improved Measures of Organizational Knowledge

o organizational knowledge



Better
Asset
Management

Improved
Measures of
Organizational
Knowledge

Why
Measure
Organizational
Performance?

Increased Ability
To Provide
Customer Value

Impact on
Organizational
Reputation



Financial
Controls

Benchmarking
Best Practices
Approach

Performance
Control
Tools

Information
Controls

Balanced
Scorecard
Approach



INDIVIDUAL PERFORMANCE MANAGEMENT

Individual Performance means the performance objectives specifically
attributable to each Participant reflective of his/her functional area and
responsibilities, taking into consideration top Executive’s evaluation of
performance in that regard.



Supervisor/Boss
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UNIT 2

°E

RFORMANCE PLANNING AND ANALYSIS



P Performance plan is to set goals of the
organization & then derive goals of group and
individuals within the organization.

P To channel everyone's efforts towards
organization objectives.




Performance planning

Building a development driven system means focusing
everyone on what is important.

Vision

Where we want to be

Values

How we want to be

- e

Business planning
Key steps this year

:

Departmental
objectives agreed

*

Individual
objectives agreed

Facilitation
required

Training
required



Performance
Performance Planning

Planning Process =

-

Rewards and Perromance
Feedback Monitoring

Performance Development
Rating Plans



PERFORMANCE ANALYSIS

* A specialist discipline involving systematic
observations to enhance performance and
improve decision making, primarily
delivered through the provision of objective
statistical (Data Analysis) and visual
feedback (Video Analysis)



PERFORMANCE ANALYSIS

What is Performance Analysis ?

Performance Analysis

Analyze Evaluate

* “Creating a valid and
reliable record of
performance by means of
systematic observation
that can be analyzed with

Performance

Analysis
Observe Feedback

a view to facilitating
change”

Only 30-50% can be
recalled after observing
a live performance!




PERFORMANCE ANALYSIS

Performance Analysis Concepts

1 Time-space Diagrams (Micro)

2 Queuing Theory (Macro)

3 Fluid-flow Approximation (Macro)

4 Simulation (Micro)

5 Mathematical Programming (Macro)

!

Performance

Analysis



PERFORMANCE ANALYSIS

Performance Analysis Process

Performance
Analysis

Source Drift & Correct
Games Technique




Benefits of Performance Analysis

Reduced development and operating costs

Manage and optimize current processes thereby
resulting in more efficient and effective processes

— Defined and repeatable process — reduced time to do same
volume of work

Reduces risk and increases safety and reliability
Better software architecture designs
More maintainable systems

Enable NASA to handle more complex systems in the
future

Put the responsibility where it belongs from a
organizational perspective - focuses accountability



Jhe Philosophy Behind Performance Analvsis
*Pick ont
*Fick out
*Find an
*Find a
*Workon the Problem in Traming.

*Remember this is a and




PERFORMANCE ANALYSIS

Importance Performance Analysis Grid

Quadrant | — Quadrant Il —
“Not asimportant and in “Important and in

adequate Current condition” adequate Current
condition”

Performance

Quadrant Il — Quadrant |V —

“Not as important and in “Important and in

unacceptable Current unacceptable Current
condition” condition”

Importance



Key Performance Area:-
Key = crucial/main

Performance = Achievement/A ttainment
- Area = spacefrange/field of operation

- KE Y PERFORMANCE AREA :-

Main achievement space



KPA B8
Benefit Flow Managemeant

{(Cormmmunity based / ownegd
gevelopment programs )

KPA 7
Integrated Development

{Tounsm, Accessibility,
Cross-border products)

KPA ©
Integrated Management

{Park-to-Park, Joim

Operations)

KPA 1
Joint Planning

{(Vision, Consultation,
National I1DPs, TFCA 1DPs)

{MoUs, Treaties, Legal Entities)

KPA 3
Sustainable Financng

(Fimnancial Sustainable
Strateqy, Sustainable
Financial Mechanisms)

KPA 4
Policy Harmonization

{ Wailvers, exemplions,
Rarmonizeg
policies/procedures)




Performance Planning Components

1. Expectations & goal setting

® What is required in order to be successful in your
job - understanding performance expectations and
contributions for the future period

O What are we trying to achieve and how you can
contribute - understanding the department and
organization goals

2. Leverage and build new capabilities

O utilizing your exXisting strengths and capabilities to
achieve the goals

® What new skills, knowledge and competencies will
you need to develop to be successful



Performance Planning - setting expectations

Specific

What is the desired outcome?

Measurable

How will you and your staff member know if
the desired outcome has been achieved?

Attainable

Have you and your staff member discussed
and reached consensus on the outcome?

Relevant

Are the assignments relevant for the
position? Are they aligned with department
or organizational goals?

Timely

When will the result be achieved?




OBJECTIVE OF PERFORMANCE ANALYSIS

Demonstrate an exercise that uncovers how leaders
make managerial decisions based upon data

Identify barriers to effective analysis and reporting of
Pl data

Share 2 data analysis/reporting educational tools
targeted for staff

Provide sample PowerPoint slides for staff training
re: data analysis and process variability

Discuss Pl information needs of leadership



BENEFITS OF PERFORMANCE PLANNING

EMPLOYEE WORKS TOWARDS
ORGANIZATION GOALS

K”‘rc.’E‘ /
ORGANIZATION S0OA
TO EMPLOYEES \
g

ORGANIZATION GOALS
ACHIEVED & EMPLOYEE IS
REWARDED




Performance

Measures



« An unwell person gets better (an accomplishment)
« Phase of healing or taking medicine (an activity)

= Transition from ill to well (an achievement)

» Immediately the person is in good health (a state)

accomplishment




ACCURATE

CODE QUALITY

MODERATE




UNIT 3
PERFORMANCE REVIEW AND
DISCUSSION



What Is a Performance Review?

The component featured in essentially all performance management
frameworks is the giving of feedback.

This usually presents itself in the form of a performance review.

Other names for the performance review are performance evaluation or
performance assessment.
As opposed to informal or casual feedback, the performance review is a

formal appraisal of an employee and their work during an established time
period.



https://www.bamboohr.com/hr-glossary/performance-review/

TYPES OF PERFORMANCE REVIEWS

Top-down / ' et
Employee _
Asses':m)ént @ ,; Assessment
Upward \\
Feedback 0.0 ' Team
Leader (\(Q{\ ;] Assessment
Assessment ’

slidemodel.com



SIGNIFICANCE OF PERFORMANCE REVIEW

 Performance reviews give both the company and your employees important
feedback.

« Acknowledgement and constructive criticism helps motivate people to improve.
« Target training and development

« Encourage engagement

* Spot talent






Introguction

Performance rating is a step in the work
measurement in which the analyst observes the

worker's performance and records a value
representing that performance relative to the
analyst's concept of standard performance.




PERFORMANCE RATING!

R 5 the sten n the work massirement i whach the aniivdl obsenves e
WOrkers performance and recards a4 value reprecenting that performarnce
relstode 10 the anaiil's concept of standard performance.

R bhelps peopde do thew jobx Bellar, xantifies tramnang and educaton neads,
AN peopie B WOk they can excel i, and mamntans farneds o salanes
Denebs pramation, herng, and Teng. Most yorkers want to know how they
are_doing on the Job, Workers need performance lesdback 10 work
elffecively Accessing an employee timely, accurate, constructive feedback

is keyto effective performance.,




PERFORMANCE APPRAISAL

Definition

Performance Appraisal Definition is given by Edwin B Flippo — “Performance Appraisal is a systematic,
periodic and so far as humanly possible, an impartial rating of an employee’s excellence in matters pertaining to
his present job and to his potentialities for a better job.”

Meaning

» Performance Appraisal is a way to evaluate the performance of an employee and it is also edited as a
complete process document.

» Performance Appraisal is done on a regular basis, there is a regular review of employee performance in an
organization in Performance Appraisal.

» Performance Appraisal is also known as a performance review, employee evaluation.

* Generally, its performance is evaluated by the staff’s manager.



APPRAISAL FACTORS

« JOB KNOWLEDGE (knowledge of duties and responsibiliprocedures)sition)

 QUALITY (correctness, completeness, and accuracy of work duties performed

« QUANTITY OF WORK (amount of work done during workday)

 RESPONSIBILITY AND DEPENDABILITY (willingness to take on assignments and be held accountable)
« INITIATIVE (origination and development of vital job procedures

 EFFECTIVE USE OF TIME (ability to organize, prioritize and schedule)

* INTERPERSONAL RELATIONS (communication and cooperation with fellow employees)

« ATTENDANCE AND PUNCTUALITY (conformity to work hours; timely attendance at meetings)
 INTERNAL CONTROL (performance as related to individual’s internal control responsibilities)



W unacademy

Factors affecting Performance Appraisa

'-.,

Dominant Work Orientation
o
superior Officer’s Value System
Yo [

Inter-Personal Relations

Loyalty

I

!

Factors hinderin objective assessment




Sources of Error in Performance Appraisal

= Validity

= Reliability

* Management Attitude

= Rater errors

= Halo Effect

« Central Tendency

« Leniency/Strictness Bias
« Prejudice

 Recency Effect

* Relationship effect

* Subjective performance criteria

11



Performance Appraisal Methods

Traditional

Methods
QRanking Method

q Paired Comparison

QGrading Method

QForced Distribution Method

?Check]ist Method
q Essay Method

Modern

Methods

.’

QManagemem by Objectives(MBO)

Q?,GO-Degree appraisal

QCost Accounting Method

q.t\ssessment Centres

%ehaviourally Anchored Rating Scales

educha.com




What is Rater’s bias?

Rater biases are conscious or unconscious tendencies that affect how supervisors rate their employees.
Ideally, ratings are based on actual performance and the ratings themselves are accurate reflections of that
performance.

Control of Rater Bias and Error

» Two approaches have been developed to control and eliminate rater bias and error. One approach is to
design better performance appraisal forms that will be resistant to these problems.

» The other is to train raters to avoid rating errors.
Rater Training to Reduce Errors

« The objective of Rater Error Training is to familiarize raters with rater errors and to teach them to avoid
these rating patterns.

* In other words, the raters might reduce the number of halo and leniency patterns in their ratings, but
those ratings are less accurate in reflecting the true levels of performance.



Performance Review Discussion

« Mutually review the employee’s
responsibilities.

« Mutually examine the employee’s
performance

e Mutually explore what each can do to
ensure performance improvement.

« Mutually review the employee’s short-term
and long-term goals.

16



OBJECTIVE OF PERFORMANCE REVIEW DISCUSSION

1. To maintain records in order to determine
compensation packages, wage structure, salaries
raises, etc.

2. To identify the strengths and weaknesses of
employees to place right men on right job.

3. To maintain and assess the potential present in a
person for further growth and development.

4. To provide a feedback to employees regarding their
performance and related status.

5. To provide a feedback to employees regarding their
performance and related status.

6. It serves as a basis for influencing working habits of
the employees.

7. To review and retain the promotional and other training
programmes.



Performance Review Discussion Process

Step 01

Establsh
Purpose

._‘_ &

© 00 00O O

‘Step 02 Siep 02 Sitep 04 Step 06 Step 06 Step 07
Cuthne Meetng Discuss Liscuss Action Reach A Mutual SUMIMMIse Ask For

Agoenda Obstacies And Hlan Ard its Agreement On Suggestions And
Solutions Outcomes Solutions Express Suppon



ROLE OF MENTORING

« A mentor may share with a mentee (or . )
protege) information about his or her own Mentormg Functions
career path, as well as provide guidance,
motivation, emotional support, and role
modeling. A mentor may help with
exploring careers, setting goals, developing

contacts, and identifying resources. advancement.
Coaching

» Career Functions: Help the mentee learn
the ropes and prepare for career

» Career mentor can play only three types of
roles for you

« Confidante
* supporter and
* guide.

» Challenging assignments
Exposure and visibility
+ Protection



DEFINITION OF COACHING

Coaching is a relationship of rapport and trust in
which the coach uses their ability to listen, to ask
questions and to play back what the client has
communicated in order to help the client to clarify
what matters to them and to work out what to do to
achieve their aspirations.



Process of coaching

Planning

Based on the information gained

and in line with goals

Observation
In training and at

competition

l

T

Feedback

Which should be appropriate,

correct and positive

Analysis
Before, during and after
performance

l

T

Evaluation
Involves interpretation and
decision making




Mentoring vs Coaching

Mentoring systems are designed to promote professional development by
linking an employvee with a mentor who will focus on the overall development of
that mentoree.

Mentoring is rransformational and involves much more than simply acquiring a
specific skill or knowledge. Mentoring is about a relationship and involves both
the professional and the personal. In many ways, mentoring is like counseling.

Coaching systems are designed to provide an employee with a content expert
who works with that individual in assuring that employee learns a particular

skill or piece of knowledge.

Coaching is about skills and knowledge acquisition.



UNIT 4
IMPLEMENTING PERFORMANCE
MANAGEMENT SYSTEM



PERFORMANCE MANAGEMENT SYSTEM

’

“Performance Management

System is the key driving force to

employee’s productivity,

development, rewards and .

awards” Focused -
\ Effective

Business

P — 2

Performance
Management

System

User Maturity

\Friendhv : == \Aligned




Meaning Of Performance
Management

Performance Management- A systemalic process

for improving organizational performance by
developing the performance of individuals &

fteams.

Performance Management System — A rcadmap

for creating a High Performance organization
through the integration of ocrganization'’s vision,

values, systems and people”™



PERFORMANCE STANDARDS PERFORMANCE MEASUREMENT

PERFORMANCE

MANAGEMENT
SYSTEM

A

REPORTING OF PROGRESS QUALITY IMPROVEMENT PROCESS




Objective of PMS

* Drive individual and hence organisational performance;
 Develop organisational culture and individual capabilities;
« Measure performance in a more objective and systematic manner; and

* Facilitate effective HR and operational decisions in line with
organisational strategy.



Operationalizing change

« An operational change is a change in the structure of your company.
That could be a reorganization, layoffs, or just a team change due to a
strategic or mission statement change.

 Operational changes are some of the roughest for your employees
because they never quite know what to expect. At least with a change
in technology they aren’t likely to find themselves without a job.



IMPLEMENTING PERFORMANCE
MANAGEMENT PROCESS

PERFORMANCE
MANAGEMENT



Factors affecting the performance management cycle

Developmental

= E—

I Purpose

Employoes Fulure
[ f= = Pl e R - ]
N

T Cognitive bilas Petceptions
]

Bshavioural




PITFALLS OF PERFORMANCE
MANAGEMENT

TYPICAL PMS CYCLE

r PLANNING j

CONSEQUENCE MONITORING
L ASSESSMENT J




PITFALLS/LIMITATIONS OF
PERFORMANCE MANAGEMENT

Performance appraisal is a perplexing activity

Performance expectations are unclear or
misunderstood

Putting process over purpose
Communication gap
Considered only as a management directive



Contributions of performance
management systems

Motivation to perform is increased.

Self-esteem is increased.

Managers gain insight about subordinates.

The definitions of job and criteria are clarified.
Self-insight and development are enhanced.
Administrative actions are more fair and appropriate.
Organizational goals are made clearer.

Employees become more competent.

There is better protection from lawsuits.

There is better and more timely differentation between good and poor
performers.

Supervisors’ views of performance are communicated more clearly.
Motivation, commitment, and intentions to stay in the org are enhanced.



Benefits of Performance
Management System

Better Communication

Better Workflow Management

Develops a Conducive Learning
and Development Environment

Fair, Reliable and Secure




>

Disadvantages of Performance Management System

* Risk of Internal Competition: Competition starts cropping up within a team when
employees are compared with each other within the same parameters. This leads to

internal politics pulling down the overall performance of the team.

* Favoritism: Mangers are also human beings who at times fall into the prey of doing

favoritism with their subordinates which lead to internal cold war within the team

* Time Consuming: The entire appraisal process needs an eye for detail

understanding every emplovee current performance, reason behind their drawbacks,

career aspirations which delays the process.

* Expensive: Implementation of technology for driving the PMS results into high

expense of an organisation.




Disadvantages of Performance Management System

Manager’s Dilemma: Sometimes the manager’s get into dilemma in taking decision between
two best performers in a team which may lead to serious dis-engagement and politics starts
arising.

Job Dissatisfaction: When the employee does not get the desired hike in salary after the
appraisal process, it leads to dissatisfaction in their job. This happens primarily because of the
manager’s inability to convince and justify the ratings given to an employee.

Unjustified Demands of managers and cemployvees: At times, unjustified, impractical
demands or expectations are made not only from the manager but also from the employees
during administering the appraisal process due to which unfair standards and ratings are given
which have an adverse effect on the performance

Damaged relationship: If the appraisal interviews are not conducted properly justifying the
pros and cons of an employee, it leads to an argument thercby damaging the relationship of a
manager and an associate,

Increased Turnover: Increasing internal competition, manager's favoritism and not fulfilling
the expectation of the employee’s leads to dis-engagement resulting mto mcrease in staff
turnover,



Market Trends of
Performance Management Software

No More Annual ) Data-driven
Performance Review | | Employee Performance
Management

Artificial Intelligence Cloud-based Performance
Management Software 4

Employees

Self-service Portal
Experience

for Employees




Perfornmance
Management Trends

2020
|

MARKET S HIFT &6 GROW T H

COrrpoing feaedback will replace thies anvriad reviosw: e anct Tose all,
eading Lo drastic changes in pesTormancs Mmamnagoeciryyent
practices. The market is projectad Lo 2rove ot a 139 CAGR,

T HE BH uUuUMAN EXPERIENCE

The Mmooy e expericeoncs, a long-stanchne HR tvrend,. has evoived
I to thh= human sx<xperience, The human sexprevgience emphasizes
Etving sneaning 1o esnpioyees” wosrk or personsilizing thwedr woric




INCREASE IN CLOUD USAGE.

A ccording 1o the Siesra-Cidar 2019 MR Systaoms Saarvoy,
performance management s experiencing an uptick i cloud
usape. Cloud techamvology aifows organizations o create & soif-
service expoerience for omployesas.

MENT AL HEALTRH & W ELLNESS
T he World Heaith Organization reposted that depression anmnag
anxdety have led to S1 trillion per yvear in lost productivity. In

response, employers are Incorporating mantal hesith support nto
thwasir PpEerTOoOrNMmMance: Mmanssaemment practices




TRADITIONAL VERSUS NEXT PREACTICE

Emphasis on the past Emphasis on the Tuture

Reviews ook at pecple’s peffon'nance over the past Employess are invihed to focus on desired future
year. performance.

Annuval perfonTmance review Regular check-ins

2 ) : ility. Decisic Thefocushereusondevelopmeut.These
K ST AR } nd accou DMLY > conversations do not involve filling in forms {(talent

about pay, advancemeant, promotions and layoffs. cannot be developad by ticking boxes).

Static system Fluild system

The cycle is based on workﬂow business rhythm

The cycle is equal to a fiscal year. RS

Manager in the fead Empioyees take ownership

The manager-employee relationship here reflects a The reiationship here reflects an adult-adult
parent-child relationship. This leads to dependency relationship between parties. Which leads to
and diminishes initiative. ownership and involvement.

Focus on weaknesses Focus on binlding strengths

Traditional approaches tend to diagnose what went PM next practice is focused on identifying talent
wirong. and strengths.




Figure 2. Performance management: Old rules vs. new rules

Old rules

New rules

Performance appraisals and goal-setting conducted
once per year

Feedback collected by manager at end of year

Goals kept confidential with focus on indvidual
achievement

Employees evaluated by their manager

Employees force-ranked on a quantitative scale

Compensation kept confidential and focused on
equity; bands based on performance ratings

Managers fooused on evaluating performance

One leader evaluates each individual in a qualitative,
opinion-based process

Process considered to be a burden and waste of time

Check-ins conducted quarteriy or more frequently;
regular goal-setting occurs in an open, coliaborative
process

Feedback collected continuously and easily reviewed
at end of year (often through apps and mobile tools)

Geoals made public and transparent with increased
focus on team achievement

Managers also evaluated by their employees

Employees rated on a qualitative scale; rankings
considered, not forced

Compensation levels more transparent, more
frequently discussed, and focused more on pay for
performance than on equity

Managers focused on coaching and developing
people

Many contribute to an individual's performance
evaluation; evaluation draws heavily on data

Process is agile, faster, continuous, and lighter

Deloitte University Press | dupress. deloitte.con



Categories Traditional Method Modern Method
Guiding Principle Individualistic Organization oriented
Appraisal Styles Directional, Evaluative Facilitative, Coaching

Frequency Annually Frequently

Criteria Objective Measurable Criteria Vague Criteria

Assessment Supervisor Assessment Self and Peer Assessment




MODERN PERFORMANCE MANAGEMENT
REQUIREMENTS

Goals Planning Review Analysis decision
collection making



PMS Framework

Identify Key Result Provide learning Establish rewards
Areas (KRA), Key and development and recognition
Performance interventions not initiatives to
Indicators, limited to training, promote positive
Performance to enhance behaviors and
grg\etsiem?es performance results
i Developing Rewarding
Performance Capacity to
Goal Setting Perform
Monitoring Evaluating
Performance | Performance
Establish e Do, Obje'ctwtely
tt;\‘g?g?gzgessystem p | peﬂo?r;aa::eeusing
regular and timely . : > ) . | scorecards and

feedback et critical incidents




UNIT 5
APPRAISAL AND REWARD SYSTEMS



Introduction

» Performance appraisal helps the employee & the
management to assess the level of employee's
|perfcl>rmance compared to the standard / pre-determined
evels.

» Performance appraisal is a very essential element in any
organization to understand & improve the employee's
performance.

« Performance appraisal used as a basis to decide
promotions, increments, transfer efc.

« Performance appraisal is used as the basis for employee
development.




Meaning & Definition

+ Performance appraisal is @ method of evaluating the
behavior & performance of employees in the
workplace.

» It includes both the qualitative & quantitative
aspects of performance.

» It indicates how well the employee is fulfilling the
demands of the job.

» Performance should not be confused with effort.
Performance is always measured in terms of results.

+ Performance appraisal is the systematic description



Meaning & Definition

» The basic purpose is to find out how well the
employee Is performing the job and establish a
plan of improvement.

» Appraisals are arranged periodically according to a
definite plan

» Performance appraisal is not job evaluation. It
refers to how well someone is doing the assigned
job. Job evaluation determines how much a job is
worth to the organization and , therefore, what
range of pay should be aSS|gned to the jOb

« Performance appraisal is a continuous process in
large scale organizations.




Contents of Performance Appraisal

Regularity of attendance

Ability to work with others
Leadership style & abilities

Initiative

Technical skill

Ability to grasp new things
Reasoning ability

Originality & resourcefulness
Integrity

capability to assume responsibility
Knowledge of systems & procedures
Quality of suggestions offered for improvement



Characteristics of Performance
Appraisal

A step by step process

Examines the employee strengths, weaknesses
and potentials

Scientific and objective study
An ongoing and continuous process

Secures information for making correct decisions
on employees

Examines the HRs potentiality in the organization
iNn micro, meso and macro levels



Purpose of Performance
Appraisal

= To create and maintain a satisfactory level of performance.

= To help the superiors to have a proper understanding about

their subordinates.

= To contribute to the employee growth and development
through training, self and management development

programmes.

= To facilitate fair and equitable compensation based on

performance.



- Determine job competence

+ Enhance staff development

<+ Discover employee’s aspimtions

<+ Recogmze accomplhishments

<+ Improve communicatons

“ Ardiin manager’'s coaching and counselhing

« Determine training and developmental needs
+ Make mventorics of talents

* Select Tor advancement of salary
<+ ldemtity unsanstacroryvernployees

00 00 0’

0

00 00 00 00



Advantages of performance appraisal

Performance improvement.
Development of employees.
Career planning.

Corrective actions.
Promotions.

Motivation.

Opportunity for an employee.



Advantages of Performance Appraisal

Facilitation of communication:

Communication in organizations is considered an essential function of worker
motivation.it has been proposed that feedback from PAs aid in minimizing employees’ perceptions of
uncertainty.Fundamentally, feedback and manzagement-employee communication can serve as a guide
in job performance.

Enhancement of employee focus through promoting trust:

Behaviors, thoughts, and/or issues may distract employees from their work, and
trust issues may be among these distracting factors.Such factors that consume psychological energy can
lower job performance and cause workers to lose sight of organizational goals.Properly constructed and
utilized PAs have the ability to lower distracting factors and encourage trust within the organization.
Goal setting and desired performance reinforcement:

Organizations find it efficient to match individual worker’s goals and
performance with organizational goals.PAs provide room for discussion in the collaboration of these
individual and organizational goals.Collaboration an also be advantageous by resulting in employee
acceptance and satisfaction of appraisalresults.

Performance improvement:

Well constructed PAs can be valuable tools for communication with employees
as pertaining to how their job performance stands with organizational expectations“At the
organizational level, numerous studies have reported positive relationships between human resource
:nanagement (HRM) practices” and performance improvement at both the individual and organizational

evels.
Determination of training needs:

“Employee training and development are crucial components in helping an
organization achieve strategic initiatives”.it has been argued that for PAs to truly be effective, post-
appraisal opportunities for training and development in problem areas, as determined by the appraisal,
must be offered.PAs can especially be instrumental for identifying training needs of new
employees. Finally, PAs can help in the establishment and supervision of employees’ career goals.
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Advantages Disadvantages

True Potential Of The Employee Consuming Process

Promotes Employee Development Personal Bias or Incorrect ratings

Acts as a Motivator Horn & Halo Effect

Employee Training & Development Spillover Effect

Promotion and Transfers
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VWHO SHOULD DO THE APPRAISING?

1. The Immediate Supervisor — is usually in the best position to
observe and evaluate the subordinate’s performance, and is
responsible for that person’s performance.

2. Peer Appraisals — becoming more popular with firms using
self-managing teams.

3. Rating Committees — consist of multiple raters, typically the
employee’s immediate supervisor and three or four other
Supervisors.

4. Self-Ratings — tend to be higher than supervisor or peer
ratings.

. 5. Appraisal by Subordinates — or upward feedback, is where
subordinates anocnymously rate their supervisor’s
performance.

6. 360-Degree Feedback — where ratings are collected from the
employee’s supervisors, subordinates, peers, and internal or
exXternal customers.



Appraisals and HR Decisions

 The first and the foremost responsibility of HR team is to design the entire
appraisal process.

 The criterion of performance appraisal needs to be very clear and transparent.

* The HR team also needs to sit with the reviewing authorities to ensure appraisals
are done on time and only the deserving employees get the benefits.

* It 1s the human resource team’s responsibility to ensure a smooth implementation
of the appraisal process.



Reward System

v An organization designs and implements a reward system to focus worker
attention on the specific behaviors the organization considers necessary to
achieve its desired objectives and goals.

v If rewards are to be useful in stimulating desired behaviors, they must meet the
demands of the employees whose behaviors they are mtended to influence.

v" Because of the almost endless wvariety of human qualities, workplace
requirements, and situational demands, the task of designing and managing a
reward system so that it will benefit the organization i1s a difficult and complex

undertaking.
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Legal Aspect of Performance
Appraisals

1. Keep Comﬁrehenswe Records: Documentevery performance
appraisal, both good and bad. It takes time, but can protect
supervisors in case of litigation. Keep notes on interactions,
meetings, and correspondence on a calendar.

2. Focus on Performance not Personality: Keep all comments on
a professional level.

3. Be Positive, Constructive, and Specific: Rememberthe
purpose of a performance appraisal is to improve performance.

4. Be Honestand Treat All Employees the Same: Supervisors
}Nhoﬁare honest, straightforward, and equitable are on solid grounds
egally

5. Apply Objective Standards: List actual dates and factual
examples to list shortcomings.



Issues In performance appraisals

Appraising Performance:
Problems and Solutions

Potential Rating-
Scale Appraisal
Probiems
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Unclear Halo Central Recency Leniency or Bias
Standards Effect Tendency Effect Striciness




Team performance management

Team performance management is a

set of interventions on individual, Team
team and organizational level to Team Performance
improve the way team members work Management
together towards a mutually agreed-
upon goal.

Talent
Management




TEAM PERFORMANCE MANAGEMENT

How to Effectively Lead Teams Through Performance Management?
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Ensure Leadership provides direction
to enhance team performance

Align team goals with
organizational goals

Trainer teams toc enhance
team effectiveness

Use team-based performance
appraisal to develop employees

Link rewards to learn
performance




Team Pertormance Management Model

Enterprise

Individual Collaboration

Principles:
Results « Actionable
« Feed-forward focus
* Includestop. “start.” and



