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Background

IC Broker, Inc. (ICBN) is a recently established internet based electronic components trading company employing a small group of geographically dispersed telesales agents, business administration and engineering personnel. 

Survey Administration
In December, 2002 IC Broker administered a performance appraisal survey to five random employees out of twenty-five people within the organization in an attempt to fulfill employee relations goal's: to identify, assess, and prioritize performance appraisal models as they evolve and are impacted by internal and external factors, such as growth of the company and electronic components industry, departmental requirements, advancements in information technology, and changing expectations of customers, management, and staff.

Much of the data collected was through a performance appraisal survey questionnaire and was used in development of the strategic staff development 5-year plans.

The report clearly states that, “One hundred percent of all permanent employees (25 individuals), both full- and part-time, participated in the survey.” It goes on to state that not all respondents answered all five-performance appraisal survey questions. Therefore, percentages cited were calculated based on the number of employees who responded to each item in question, and not on the total number of ICBN employees.
According to the results of the study, 56 percent of ICBN employees request that their supervisors state performance goals more clearly. Nearly 43 per cent want the issue of their performance on the job more closely tied to both their development plans and their compensation outcomes.

The performance appraisal survey also found that 49 per cent of employees were at least moderately dissatisfied with the companies system of performance evaluation. There is evidence of many reasons for this widespread feeling of dissatisfaction. One source stated that, "A lot of managers still use the performance appraisal system to punish their workers instead of assisting in developing their skills."

Further analysis of survey responses found that while many older employees feel the ICBN performance appraisal system is ineffective, the system was definitely better than no performance appraisal system at all.

In addition, a common complaint received was that managers "fail to explain to subordinates exactly what they expect from them or to more clearly define the standards and criteria they will use to evaluate their performance." This results in conveying the feeling that managers are setting up employees with their objective process for ultimate failure.

Types of performance appraisals used 
The employee baseline review form is an HR-specific checklist of desired characteristics and competencies that represent a baseline for company leadership roles. Performing managers then submit the performance appraisal forms to the HR department for review. The performance appraisal form is relatively simple and quick to fill out (<15 minutes).

Common problems identified

Common problems were identified in the results, and it is apparent that the employee baseline review form is missing some key employee skills, such as financial objectives.

In the interest of simplicity and brevity, the focus of this performance appraisal survey will focus on the broad skills and behavioral competencies listed in the performance appraisal forms. More technical skills are vaguely listed and require further descriptors (e.g. "Strategic Orientation" refers to facility with budgets, and " Decision Making and Priority Setting" relates to project management & project planning.)

"Professional Knowledge and Skills" is a category in the performance appraisal. If managers see that as a major area of need for their subordinates, they can check it.

The competency definitions are perceived as being too broad thus making it difficult to interpret results, and they apply differently to the different types of individual positions. 

Employees suggest that management inquire with other selected peers and trusted individuals for more specific feedback, or input on what the individual’s goals should be. (e.g. "What have you observed about my demonstration of this competency?" and "If I were going to do some development on this competency, what would you suggest?")

Recommendations

While the merits of performance appraisal are continually debated, the performance appraisal survey argues that the existing performance appraisal system is definitely better than no performance appraisal at all. In addition, where the more informal job performance measures prevailed, the informal culture is generally expressed by stereotypes and bias that support ageism. To improve the existing performance appraisal process, a survey intended to improve understanding of attitudes toward older workers and to help the company plan better for older workers is recommended.

Summary

In conclusion, it is recommended that the annual Performance Appraisal process be amended to include the use of a Development Coach who is certified by ICBN human resources department and to supplement and improve the overall process by training every individual who will be conducting employee appraisals and be sure that all employees have received a proper orientation to the review process at ICBN (Dessler, 2000).
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