Essay questions
1.
Supervisors may ask employees to furnish a self-rating at the appraisal interview for discussion. What are the benefits and drawbacks of this procedure?
Answer:  Self-rating can be very developmental. In a MBO-style approach, the employee must think about strengths, weaknesses, and successes and failures with regard to the objectives set. Often the ratee will identify more weaknesses in any PA than the rater will - IF the ratee is asked. Again, the developmental quality of this is very effective. Obviously there are problems when the employee is either dishonest or refuses to take part. 
2.
What method or methods would you use to appraise the performance of the following kinds of employees: keypunch operator, first-line supervisor in a manufacturing plant, professor of management, airline pilot, office clerk in a large government office, and police officer?
Answer:  A variety of answers to this question is possible. It is possible to use the same PA method for all, or to come up with a different method for each. Issues to concentrate on is:
· !
whether the method is an absolute standard or a comparative method;
· !
who will do the rating, and whether multiple raters could be used
· !
whether monitoring could be used to provide objective performance data;
· !
how much time and money would be needed to use these methods.
3.
When the process of evaluating employees is viewed as purely perfunctory, supervisors show little or no interest in completing the forms and conducting the interview. In some cases, the appraisal interview is not conducted. Why do these problems exist? What can be done to reduce them?
Answer:  When the PA system be comes too routine, or ceases to be of any importance as far as the appraisers can see, interest wanes. If promotions in a firm are based upon unofficial criteria like social factors, family, and friendships; based upon political factors; or based on any other non-performance criteria, then the role of the PA is minor. Supervisors are very busy, and the less important duties simply get put on the back burner.
Add to the lack of importance placed upon PAs within many organisations the fact that most supervisors dislike "playing God" and evaluating an employee's past performance - sometimes in terms which seem negative, provocative, and damaging. Violence towards supervision in the workplace has magnified this problem.
The direct link between the objective PA ratings and the organisational rewards such as pay, promotions, and job assignment must be strengthened. When promotions or terminations are decided, the PA must appear to be an important basis for the decision. T & D on PAs can also help establish this link.
4.
As an HR administrator who is developing a PA system for department stores sales personnel, you have decided to implement the BARS methods. Write three behavioural statements that illustrate good performance and three that describe poor or mediocre performance.
Answer:  Some issues to watch out for are: 1) the statements must be behavioural - describe the positive or negative behaviour so that any observer could categorise the performance into one of the behaviours. Figure 9.6 showing one dimension of performance with the behavioural descriptions is a good reference.
5.
If a manufacturing employer decided to use multiple raters for PA instead of having only the supervisor perform all of the appraisal, what other raters might be most helpful? What if the employer as a retail store or a government department?
Answer:  Some manufacturers use the following raters as part of the PA system: the end-users or customers; fellow employees (particularly if there is a work group); and other supervisors who regularly have contact with the ratee. Multiple raters are currently being used more than ever, especially in retail and other service industries.
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