Unit 10, Session 2

Performance Evaluation and Motivation

Measuring Performance

Our ability to determine if motivation is effective is limited by our ability to measure.  As we will discuss, this is a difficult problem.  

Look at Exhibit 10-2 on page 445 of your textbook.   Let's work our way through this model.

1.  How will a performance evaluation system be used?


To motivate--How?


To create a system of rewards--How?  There are several models



% plus inflation pay raises



forced ranking up or out  (page 453 last paragraph)



"step" increases



fixed-sum cash bonuses (% of pay or flat rate)


To PUNISH


See the book for others

2.  Who evaluates?


Not as simple as it sounds.  See page 449, second paragraph on 360 evaluation.  


Page 25 of the text...misconceptions article.  You can't really improve ratings by 
training alone.


The "Law of Large Numbers."  The more successive tries, the more likely the 
measure will be accurate

3.  How to evaluate?


This is out of order from the book, but for a reason.  This needs to be established first.  


Forced rankings are significantly better in high performance organizations.  This means we need 


SERIOUSLY look at strategy and HONESTLY evaluate it.  As an HR manager, you must know if 
the organization wants to REALLY be high performing.  Most aren't...satisficing.  

4.  What to evaluate?


Traits--evaluation for the organization


Behaviors--evaluation for the job.


Outcomes


Best:  NO SINGLE criterion.

5.  Means of Evaluation


Several methods--examples.  See pages 454-456.

Other issues: 



Avoid fads.  You are playing with people's lives.  See article 10-1 on 360 degree performance 
evaluation.


Common errors:  Halo effect, fear of confrontation, bias, measures not tied to strategy, central 
tendency errors--scorers gravitate toward the mean, lack of anchors for specific behaviors--if 
somebody is ranked 25% higher is the behavior 25% more valuable  See article 10-2 on 
supermeasures.


Team based appraisal.  Everybody hates it. 

