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PERFORMANCE MANAGEMENT

» CONTRIBUTE TO THE EFFECTIVE MANAGEMENT OF INDIVIDUALS
AND TEAMS IN ORDER TO ACHIEVE HIGH LEVELS OF
ORGANISATIONAL PERFORMANCE

» SHARED UNDERSTANDING ABOUT WHAT IS TO BE ACHIEVED AND
AN APPROACH TO LEADING AND DEVELOPING PEOPLE WICH WILL
ENSURE IT IS ACHIEVED

(FOOT&HOOK, 2011,p.249)



APPRAISAL PROCESS

» FORMAL SYSTEM OF REVIEW AND EVALUATION OF INDIVIDUAL OR
TEAM PERFORMANCE

THE MAIN GOALS OF APPRAISAL
» TO IDENTIFY HIGH PERFORMANCE EMPLOYEES
» TO DETECT PROBLEMS IN EARLY STAGE

» TO MOTIVATE AND TO DEVELOP EMPLOYEE
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WHY WE DO THE APPRAISAL?

» ASSESSMENT OF CURRENT EMPLOYEE PERFORMANCE
» ARE PERFORMANCE STANDARDS BEING MET?
» TRAINING NEEDS

» WHAT DOES THE EMPLOYEE NEED TO LEARN IN ORDER TO
IMPROVE HIS/HER CURRENT WORK PERFORMANCE?

» CAREER PLANNING AND DEVELOPMENT

» ASSESSING AN EMPLOYEE’'S STRENGTHS AND WEAKNESSES TO
DETERMINE ADVANCEMENT OPTIONS

» COMPENSATION PROGRAMS

» PROVIDES A BASIS FOR RATIONAL DECISIONS REGARDING PAY
ADJUSTMENTS (RAISES AND BONUSES)




WHY WE DO APPRAISAL?

» INTERNAL EMPLOYEE RELATIONS

» USED FOR DECISIONS IN SEVERAL AREAS OF INTERNAL

EMPLOYEE RELATIONS, INCLUDING PROMOTION, DEMOTION,
TERMINATION

» RECRUITMENT AND SELECTION

» GENERATES DATA TO VALIDATE SELECTION CRITERIA

» HUMAN RESOURCE PLANNING

» ASSESSMENT DATA IS HELPFUL IN BUILDING REPLACEMENT OR
SUCCESSION CHARTS




WHAT MATTERS?

» ORGANISATION’S STRATEGY AND OBJECTIVES
» ORGANISATION CULTURE

» ORGANISATION PROCESSES

» HRM APPROACH

» MISSION




WHAT SHOULD BE DONE

» EXPECTATION SHOULD BE LINKED TO LONG-TERM GOALS AND
BROAD ISSUES

» WE MUST ENSURE THAT OUR EMPLOYEES:
» KNOW AND UNDERSTAND WHAT IS EXPECTED FROM THEM

» HAVE THE SKILLS NECESSARY TO DELIVER ON THESE
EXPECTATIONS

» ARE SUPPORTED BY ORGANISATION TO MEET THEIR GOALS
» ARE GICEN FEEDBACK ON THEIR PERFORMANCE

» HAVE THE OPPORTUNITY TO DISCUSS AND CONTRIBUTE TI
TEAM AIMS




HOW WE CAN CONDUCT APPRAISAL?

» MANAGEMENT BY OBJECTIVES (MBO)

» RATING SCALES

» BEHAVIOURALLY ANCHORED RATING SCALES (BARS)
» BEHAVIOURAL OBSERVATION SCALES

» CRITICAL INCIDENTS

» NARRATIVE REPORT




ROLES IN THE APPRAISAL PROCESS

HUMAN RESOURCE DEPARTMENT

» DESIGNS THE APPRAISAL SYSTEM

» ESTABLISHES AND MONITORS A REPORTING SYSTEM
» TRAINS MANAGERS IN CONDUCTING APPRAISAL

» ADVISORS FOR MANAGERS

» MAINTAINS APPRAISAL RECORDS

MANAGERS & SUPERVISORS

» EVALUATE EMPLOYEE PERFORMANCE

» COMPLETE THE APPRAISAL DOCUMENTS AND FORMS
» REVIEW APPRAISALS WITH EMPLOYEES




SUPERVISORS AS AN APPRAISER SHOULD:

» BE AWARE OF THE OBJECTIVES & REQUIREMENTS OF THE
EMPLOYEE'S JOB

» HAVE THE OPPORTUNITY TO FREQUENTLY OBSERVE THE
EMPLOYEE OR HIS/HER WORK

» BE CAPABLE OF EVALUATING AND RECORDING OBSERVED WORK
BEHAVIOR OR PERFORMANCE

» AVOID OR MINIMIZE POTENTIAL APPRAISAL ERRORS AND BIAS




AMO MODEL - PURCELL

» ABILITY - TO LEARN NEW SKILLS AND CAN BE DEVELOPED
FURTHER

» MOTIVATION - MOTIVATING PEOPLE TO USE THEIR ABILITY TO
ACHIEVE ORGANISATIONAL GOALS

» OPPORTUNITY - ORGANISATION SHOULD PROVIDE OPPORTUNITY
TO PEOPLE TO USE THEIR SKILLS



APPRAISAL ERRORS

Segment Action (use to validate placement)
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Actively manage to correct performance with Actively engage in performance improvement Actively engage in attitude improvement without
g Ipunitive measures to manage out of the organization| without punitive measures (for first year), correct in punitive measures, diagnose source of
9 and/or company if improvement isn’t rapid. current role, hold pay. disengagement, move out of job or correct in current|

role to address quickly, move out of company if
improvement isn’t rapid.

LOW MODERATE HIGH




APPRAISAL ERRORS

» APPRAISER DISCOMFORT
» TIME CONSUMING
» UNPLEASANT EXPERIENCES
» LACK OF OBJECTIVITY
» USED WRONG SCALE METHODS
» USED WRONG FACTORS
» HALO/HORN EFFECT

» APPRAISER USE JUST ONE POSITIVE/NEGATIVE SITUATION TO
EVALUATE EMPLOYEE

» LENIENCY/STRICT EFFECT
» GIVING UNDESERVED HIGH RATINGS/BEING UNBDULY CRITICAL




APPRAISAL ERRORS

» CENTRAL TENDENCY

» ERROR OCCURES WHEN EMPLOYEES ARE RATED INCORRECTLY
NEAR TO AVERAGE

» RECENT BEHAVIOR

» EMPLOYEES BEHAVIOR OFTEN IMPROVES SEVERAL WEEKS
BEFORE SCHEDULED EVALUATION

» PERSONAL BIAS

» DIFFERENT KIND OF STEREOTYPES CAN AFFECT APRAISER"S
JUDGEMENT

» EMPLOYEE 'S ANXIETY
» MANAGER DOES NOT WANT TO TREAT EMPLOYEES BADLY




QUICK CARD - APPRAISAL PROCESS

» ESTABLISH OBJECTIVE CRITERIA

» OBSERVE EACH EMPLOYEE DURING THE WHOLE APPRAISAL PERIOD
AND MAKE NOTES

» SET UP THE APPOINTMENT SEPARATELY AND MAKE TIME JUST FOR
INTERVIEWING

» PREPARE NOTES ON YOU WANT TO TALK ABOUT

TALK ABOUT WORKING BEHAVIOR AND PERFOMANCE OF EMPLOYEES
NOT ABOUT THEIR PERSONAL CHARACTERISTICS

APPRAISAL PROCESS IS NOT DISCIPLINARY PROCESS
GIVE SPACE FOR EMPLOYEE TO TALK DURING THE INTERVIEW TOO
LISTEN TO YOUR EMPLOYEE CAREFULLY

CREATE GOALS FOR OTHER APPRAISAL PERIOD
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PRISTUPY KE VZDELAVANI

» NAHODILY
» SYSTEMATICKY
» UCICi SE ORGANIZACE

>
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ATMOSFERA PERMANENTNIHO VZDELAVANI

VZDELAVANI SE ODEHRAVA CO NEJBLIZE SAMOTNE PRACI
PRACOVNIK JAKO SUBJEKT ROZVOJE

TYM EXTERNICH | INTERNICH LEKTORU

DURAZ NA MULTIMEDIALNOST A DIFERENCIALIZACI




FUNKCE VZDELAVANI

ORIENTACNI A ADAPTACNI
INTEGRACNI
KVALIFIKACNI
SPECIALIZACNI

INOVACNI A ZMENOVA
MOTIVACNI
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OBLAST! VZDELAVANI

FUNKCNI (PROFESNI)
DOPLNKOVE
MANAZERSKE
JAZYKOVE

IT

UCELOVE

ZAKONNA
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CYKLUS VZDELAVANI V ORGANIZAC]
(Hronik, 2007)

1/ IDENTIFIKACE VZDELAVACICH POTREB

2/ DESIGN VZDELAVACI KTIVITY

3/ REALIZACE VZDELAVACI AKTIVITY

4/ ZPETNA VAZBA (VYHODNOCENI EFEKTIVITY)




IDENTIFIKACE POTREB

1/ POTREBY ZAMESTNANCE

VLASTNI ZPETNA VAZBA

IDENTIFIKACE ROZVOJOVYCH POTREB NASRIZENYM (ZNA?,UMI?,CHCE?,MUZE?)
DEVELOPMENT CENTRUM

360° ZPETNA VAZBA

ROZVOJOVY PLAN
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IDENTIFIKACE POTREB

2/ POTREBY ORGANIZACE
- STRATEGIE, CILE, KULTURA

KOMPETENCE

VYKON




Employee Name

Date:

What does employee expect from the company

COMPETENCIE

Customer Focus needed improvement — satisfactory - outstanding
Action oriented needed improvement — satisfactory - outstanding
Optimizes Processes needed improvement — satisfactory - outstanding
Collaborates needed improvement — satisfactory - outstanding
Communicates Effectively needed improvement — satisfactory - outstanding
Instills trust needed improvement — satisfactory - outstanding
Professional skills needed improvement — satisfactory - outstanding
Use the S.M.A.R.T. criteria: Actions you are taking or plan to
Specific take in this fiscal year to provide this
Measurable talent with experiences that force
Attainable them to try new skills, stretch the
Relevant span of their work, or enable them to
Timely practice and perfect current
capability

Current:
9Box
Job position (# yrs)
e Sz Prior: (up to 3 in or out of company)
E m p | o ye e average Job position (# yrs)
) Job position (# yrs)
Picture Job position (# yrs)
Education:
Year of last Highest degree and specialization
promotion
Actions taken to retain talent with company. Summary of development strategy: specific

development path or combination of paths and why.

side? What is employee plan for future?

STRENGHTS WEAKNESSE

Describe HiPot’s strenghts.

Actions you are taking or plan to take in
this fiscal year to connect this talent to
the networks and relationships (including
your own) needed to support their
development process

Summary: Short paragraph summarizing this talent, strengths and weaknesses, ambitions, etc.

Actions taken to increase employee commitment.

What does employee appriciate from the company side?

Describe HiPot’s weaknesses.

Formal learning situations
taken or planned for this fiscal
year to provide this talent the
training necessary to prepare
them for their development
process

(classes, seminars, degree
nronrame certificatinne

Career Goals
1t role or bigger project or new job position targeted for
this HiPot in how many years

Replacement by

Name of employee who is able to replace HiPot position

Tracking of results: changes in
knowledge, ability,
competency, job readiness you
would expect to see as
evidence that development is
complete



DESIGNOVANI VZDELAVACI AKTIVITY

» CILAKTIVITY
» OBSAH

» UCASTNICI
FORMA
LEKTOR
PROSTREDI

v v Vv




METODY VZDELAVANI

vV v v vV v v v VvV Y

PREDNASKA, INSTRUKTAZ
PANEL, FRUM

WORKSHOP

PRIPADOVA STUDIE

SKUPINOVA DISKUZE

HRANI ROLI, MODELOVA SITUACE
UCENI V AKCI

PRACE NA PROJEKTU

SUPERVIZE

» EXKURZE
» SDILENI
» OUTDOOR AKTIVITA




METODY A PRISTUPY

» METODU VZDELAVAN| VOLITE PODLE TOHO ZDA ROZIJITE
» ZNALOST
» DOVEDNOST
» PRAKTICKOU APLIKACI
» POSTOJ




REALIZACE

LEKTOR
MISTNOST

UCEBNi POMUCKY
UCEBNI MATERIALY
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» 3P - POSELSTVI, PRIKLAD, PREKVAPENI (Hronik, 2007)




EFEKTIVITA VZDELAVANI

KIRKPATRICKUV MODEL

1/ HODNOCENI VZDELAVACI AKCE UCSTNIKY
2/ ZHODNOCENI ZNALOSTI

3/ HODNOCENi ZMENY CHOVAN|

4/ ZHODNOCENI DOPADU NA BUSINESS CILE
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NASTROJE HODNOCENI

360°ZPETNA VAZBA

HODNOTICI FORMULAR

HODNOCENI NADRIZENYM

TESTOVANI ZNALOSTI

DEVELOPMENT CENTRUM

REPORTING

NAVRATNOST INVESTIC DO VZDELAVANI
DOSAHOVANI BUSINESS CiLU
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