PERFORMANCE APPRAISAL

A system of appraising/evaluating and feeding back information concerning the personnel’s quality of performance.  Generally, there are three (3) possible approaches:

1. A casual, unsystematic, and often haphazard appraisal

2. The traditional and highly systematic measurement of employee characteristics, employee contributions, or both

3. Mutual goal setting through a Management by Objectives program (MBO)

Traditional Performance Appraisal Systems

Ranking

The oldest and simplest system of formal systematic rating is to compare one person with all others for the purpose of placing them in a simple rank order of worth.  The appraiser considers person and performance as an entity; no attempt is made to systematically fractionize what is being appraised into component elements.

Person-to-Person Comparison

Instead of whole people to whole, personnel are compared to key person, one factor at a time.

Grading

Certain categories of worth are established in advance and carefully defined.

Graphic Scales

Involves establishing scales for a number of fairly specific factors.  The degrees on the factor scales are represented by definitions.  Two types of factors are used; 1) characteristics, i.e., initiative, dependability and 2) contributions, i.e., quantity and quality of work.

Checklists

In this system, the rater does not evaluate employee performance, it is merely reported.  The evaluation of the worth of reported behavior is accomplished by the HRD.  The rater is not aware of the specific values of the items.

Forced-Choice Description

In order to reduce or eliminate the possibility of rater bias, the rater is forced to choose between descriptive statements of seemingly equal worth.

Behaviorally Anchored Rating Scales

The focus of the appraisal is observed critical incidents.  The supervisor’s task is to observe and record these critical incidents when performed/exhibited by an employee.

Essay Description

This is simply essay or narrative description of employee performance.  

