Unit 6

Measuring Performance

Why do we evaluate?

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


To motivate--How?


To create a system of rewards--How?  




To PUNISH

Who evaluates?


Not as simple as it sounds.  It can be the immediate supervisor, other supervision, group 
input, or team evaluation.


You can't really improve the evaluation system by training alone.


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

 How to evaluate?


Interview—most common, least effective

Quantitative scales—Beware of Darley’s law.


Self-Evaluation


What to evaluate?


Traits--evaluation for the organization


Behaviors--evaluation for the job.


Outcomes


Best:  NO SINGLE criterion.

Means of Evaluation


Scales


Forced Ranking


Descriptive language

.

Other issues: 



Avoid fads.  You are playing with people's lives.  

Team based appraisal.  Everybody hates it.
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?
Noteworthy issues in evaluation:
a.  The evaluation is used to both motivate and reward.  These two goals can be in conflict if negative feedback must be given.

b.  Because supervisors are often reticent to criticize work associates, evaluations tend to bunch up at the "outstanding" level.

c.  Evaluators don't think to use the evaluation to assess training needs, or as an opportunity to encourage employees to develop strengths.  

d.  Evaluators don't use the interview to establish goals for the coming period.

e.  Evaluators may be locked into a system of evaluation that either discourages employees or doesn't allow the system to reflect actual performance.  Forced ranking systems were given as an example.

f.  Employees may be evaluated on a single activity or criterion.  This may not reflect the actual worth of the employee.

g.  Systems such as 360 degree evaluation may not collect accurate or honest data because those asked to participate in the process may not be motivated to be truthful.

h.  Evaluators may not take the process seriously, and not bother to accurately assess.

i.  Evaluators may fear legal action.
Embassy Case:
