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PREFACE AND INTRODUCTION 

This thesis exaiiiiiies Perfortnance Appraisal Systems \\.itliin top-tier accoiuiting firms In 

Ireland. Using a review of current literati~re and qualitative research carried out in a 

sample of these top-tiered accounting firms. tliis thesis aims to explore tlie issues 

surrounding tlie success or failure of tlie introduction of Performance Appraisal Systems. 

It looks at the design and implementation of a perfortnance appraisal system into Firin A 

and \vlietlier or not it's introduction has been a success. It compares tlie performance 

appraisal s\.stem ilitroduced in Firtn A and PAS in three other accountant!. I'irms apt l i s t  

current literature 

The research is I'ocuscd 011 fi\;e main areas. \\-Iiich arc the bases of this stud! Firstl!.. tlic 

dc\elopment and design of the Perlbrmance Appraisal S\:stem introduced in Firin A. 

Secondly. the implementation of this s).stem. Tliirdl).. the approaches and methods 01' 

performance appraisal used \\.itliin F'irin A. Fourthly. \\-tiether or riot tlie introduction of 

tlie Performance Appraisal Sj,stem has been a success in Firin A. Fiftlil!,. \\ hether or not 

Performance Appraisal Systems ha\-e beeti s~~ccessfill  in tlie otlier three accoutitanc\. 

firills researclicd for t h ~ s  stud!. The underl!.ing rationale in carr!.lng out this research is 

to explore tlie Ice)- areas ol'tlie introductton. implementation and tlie success or l 'a~li~rc 
. . 

factors associalcci \\.it11 perlbrmance appraisal In accou~itanc! firms In light of the current 

l i  teratilre 

f ' l iapter  2 1s rhc c: \c '~ut i \  t: sumniar! \ \ h ~ c h  s~~~n~lia~-isc:s  tht: I'i~lclli~;~\ aliil conc: l~~i~o~ib  

li-om the main bod\ ol'the report 

Chapter 3 is a re\ le\\ of the rele\.ant literature concerned \\-it11 per lbrma~~ce appraisal 

s!ste~iis. I t  1s concerned \ \ -~ th  pro\ iding reliablc information to aid in the unclerstand~ng 

oftlieorics and topics relei-aiit to t h ~ s  stud\-. .l'lie purpose of this chapter is to oulline tlie 

Ice!. areas ol'~ntercst. to e.\-aminc the contribut~ons of e\-1x1-ts anti academ~cs in the f'~eld of 

I'eribrmance Appratsal and to cons~tler- tlie pract~cal ~mplications arising from such 

theor!. It also re! in \ -s  tlie perlb~.mance appra~sal s! sten1 tntrocli~ced in F ~ r m  A .  
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Chapter 4 outlities the research objecti\:es of this study. I t  describes the research 

methodolog!. used. it looks at the collection methods and sources of both secondary and 

priniary data and describes lie\\- this data is analysed to produce meaningfi~l and relevant 

infomiation. Finall\:. it describes the limitations of the research methods used in this 

study. 

Chapter 5 provides a profile of the accounting firms studied 

Chapter 6 pro\-ides a sumniar). and analysis of the research findings 

Chapter 7 deals \\ ~ t l i  tlic conclus~ons dra\\n fro111 the rescarcli and the recommcndat~ons 

offered to I Ism A ( ~ f '  appropr~atc) to Impro\ c t l ie~r PAS 
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SECTION 2 

ABSTRACT/EXECUTIVE SUMMARY 
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Performance Appraisal is an integral part of an!. organisation and it's 1,isibility 

and i~l t i~nate  streligtlis lie in its ability to assist \\-it11 staff retention and understand 

tlie factors responsible for an individual's motix-ation. 

Empirical evidence and tlie huge volumes of \\-ritten material in this area suggests 

that the implementation of a Performance Appraisal System (PAS) in any 

organisation IS essential if that organisation is serious in it's des~re  to be 

successfi~l. 

Forii~al monltorlng s ~ s t e m s  date b a d  as e a r l  as the earl! 1900's and current 

urltcrs in t h ~ s  area st111 elplore a l t e r n a t ~ ~ e  model\ ancl uses of' Perl'orn~ance 

Appraisal S stenis 

.,-lie professional service sector is an area of' Irish busiiiess that has esper~enced 

significant gro\\-th and prolitabilit!. o\.er tlie past 10 \,ears. This sector not onl!. 

conti~iues to attract lii~ge \ oli~mes of college graduates into ~ t s  cniplo!.ment net but 

also attracts high caliber pi-ofcssionals at other lc\-els. Stal'l'rctention and 

moti\-ation are Ice!. factors in the cont~nued success of organisations \\ itliln this 

sector 

I 013 [lei. accoilntlnsz f'i~-lns ha\ r bc.c:ii I ~ ~ I ~ C I ~ I O S ~  3111011;gs[ tllc li1g1i l ) c r l i ) l - in~~i~  

entitles \\ ~ t h ~ n  this sector. Foul- successli~l accounting f~ rms  \\ere targeteci to 

sti~d! thc success or f'ailurc of their PAS One firm i l l  particular \\-as compared 

against its peers and relexxnt literature Its apparent IBilurc \\.as esaniineci In the 

contest ol'llic success ol'tlie others. 

Quest~onnaires \\.ere completed and inter\ Ie\\s conducted \ \  it11 a \\-ide sample of 

indii iduals it-om tlicsc firms. A 111gh success rate In terms of cli~est~onnaires N
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completed (63%) \ \as aclilebed Inter\ leu s \\ere held I\ it11 e\ er?, one \\ ho 

returned a completed questionna~re 

The outcome of my research concluded that it is clear that Firm A's inabiliti to 

operate a successfi~l PAS L\-as do1i.n to 6 core reasons: 

1 .  Lack of Management Siipport 

2.  Ineffective appraisal sliills 

3. Complex paper\vorl< 

4. Failure to e\.aluate the act~ial PAS itself 

5 .  Laclc of ob-jectib-es 

6. No improvement in performance 

A number of recolntnendations \\;ere made to senior management in Firin A in order to 

improb-e the i~nplementation aiid operatioil oftheir PAS. 
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SECTION 3 

LITERATURE REVIEW 
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PART I :  OVERVIEW OF PERFORMANCE APPRAISAL SYSTEMS 

Performance appraisal may be defined as a procedure or process \,\;liich assists in tlie 

collection, checking. sliari~ig and use of information collected froin and about people at 

\\.orli for the evaluation of tlieir performance and potential for such pilrposes as improb-ed 

\\,-orli performance and staffde\.elopment. In order for organisations to prosper or survive 

they need to retain and get the best out of tlieir liu~nan resources (McMalion. 1999). The 

success of a performance appraisal system largely depends on lie\\- much it is integrated 

into tlie \\.hole perfortnance management process. This is the total process of managing 

employees' performatice in relation to tlieir current and fiiti~re roles. and in relation to the 

organisations o\-erall bus~liess ob-iecti\-es. lBEC (2004). 

The performance appraisal s!.stem can be seen to lia\;e man!. interrelated li~nctions 

including performatice evaluation and target setting, tlie establisliment of\\-orli standards. 

tlie identification of skills gaps and tlie facilitation of communications and moti\.ation. 

Giinniglc ct al ( 1997). 

This inlbrmation. \\.liich is conimunicated to the emplo!.ee through tlie appraisal 

inter\ ic\\-. is i~sed to determine tlie rele\-at~ce ol'indi\ idual and \\-orli group performance 

lo organisational ob.jecti\cs and to ilnpro\e the cfficienc. and success of tlie organisation 

and the \\-orli perlbrmancc of emplo!.ees 

I'lic terlns 'pcrlbr-matlcr maliagcmcnt' ancl ~pcr l i~~~rnancc  appl-a~sal' arc: ot'tcn nsccl 

1nle1-changeable Perl'ormancc appra~sal I-e1i.1-s onl!- to the el-aluat~on ol'cniplo!.ee 

pcrfor~iiance \\ hereas performance Inanagcment describes tlie \\-hole process 01' managing 

an ernplo!.ee's pcrforlnance. \\liere assessment 1s on]! a part of tlie process IBEC (3004) 
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Orsanisat~ons plannins to formalise their process oi'assesstn2 e~nplo!-re perlbrmance 

should be f~~ll!.  a\\ar-e of the implications ol'tlie Emplo! merit Ecl~lal~t \  .Act. IC)C)S ancl In 

p a r t ~ c ~ ~ l a r  the pro\ isions relatins to direct ant1 111ilirc'ct ~ I i s ~ r ~ ~ i i i n a t i o n .  

I t  is ememel!  important lo accurate11 record all issues d~scussed during the 1x1-lhrmance 

appraisal process and  indeed an! pe~-forrna~icc related inlbrmation \\liicli ma!- arise 

1111-ou~liout the >eat- Emplo! el-s should a \  o ~ i l  unnecessar! I-cliance o11 sulsject~\ e cr-iteri~l 

 nil \\ 11~1-c ; I ~ ~ ~ C ) I ~ I - I ; I ~ L '  cite pa~-l i~t~l ; l i -  e\ainpli.s of pool- ~?ctr-fo~-~nat~cc:. Sucli inli>i-1natis11 

ma\ bc \cI-! 111ipot-13111 In c l c l > n d ~ n ~  a i l ~ s ~ n ~ s s a l  case. liar c\;;11111?1e 

A c c o r d t n ~  to McMahon a n d  G i ~ n n ~ g l e  ( 1994). there arc n ~ a ~ i !  ob l ec t~ \  es  to 111troduc1ng 

appra~sals  

'1.0 re\.ie\\ appraisee perlbrmance \\-it11 a \ ie\\ to learn~ng liom experience. 

To  agree k e  ol?jecti\-es and explore icleas for the impro\-ement of results 

ach I e \.ed 

'1'0 assist emplo!.ees in anal!-sing tlieir o\\.n strengths and \\cal\-nesses 

'To assist the appraisee In the iclentification of  training needs and other remed~al  

1111t1ati\ 1:s. ; ~ n d  In asscssin;~ tlic ernplo! ci:'s pote11t1al ant1 cal-rtet- tlr\ r : lopmc~i~ 

prospects. 

To secure feedbacli on lie\\ el'lect~\cl!- the emplo>cc has been ~nanased  or 

super\-ised 

To  ensurc that the emplo! cc is fi~ll!. axial-e of ]lo\\- superiors \-ie\\ theil- 

perforlnance ancl co~itribution 

'1.0 asstst \\-it11 decisions relatins to pa!. Increases or ne\\ salar! l e x l s  

To  maintain e q i ~ i t ~ .  in the c\-aluation and tl-catn~rnt ol'staf'f. \ ia usage of a 

standard appraisal and a related appeals s!.sten~ 
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Q To address the problem of the 'misfit', or sub-standard employee perfortnance. 

and to assist n:ith decisions in regard to staff retention. Ultiiiiately this may 

support one's defence against allegations of unfair disinissal or illegal 

discrimination. 

Q To maintain an updated set of personnel records for such purposes as the 

kami liarisation of new managers \\-it11 tlie ob-jec tives, past performance. special 

probleins or ambitions of 'inherited' staff. the validation of selection tecliniqi~es 

and einployee retention decisions. 

E \  ci-~cleii & Anderson ( 1993) state that the performaiice appra~sals ha\ e benefits for 

managers. emplo! ees and tlie organisatton 

Benefits to managers 

Q Opportunity to learn about emplo!,ees' hopes. fears. aiixieties and coiicerns 

relating to both tlietr present Job and their fcit~tre. 

Q Chance to clarify and reinforce important goals and priorities 

Mechaiiism for measuring chai~ges in eniplo!.ees' \\.orl.; performance 

Opportunity to moti\-ate stafl'recognising achie\-emenls 

Q Clarification of o\-erlap or ambiguities that ma!. evist In tlic \\-orlc structure 

Bencfits to emplo! ees 

Q Opportunit!. to rece1k.c feedback 011 ho\\- performancc is 1-ie\\ed in tlie cornpan!. 

-) Ol~lx)t- t~~n~t!  tu ~ N I I I I I L I ~ I C ~ ~ ~ :  \ I"\  ~ d b o u t  rhc .lob 

0 C)pportunit!. to d~scuss  career options 

Recognition of tasks carried out \\ell and ob.jecti\es achie\.ed 

0 Basis for identif.ing trainlng and dei-elopmcnt needs 

0 Jointl!. agreeing ob.1 ecti\.cs for the nest re\-ie\\- period 
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Benefits to the organlsation 

e Assistance \\-ith succession planning and the identification of fi~ture potential 

0 Facilitation of human resource planning through competence analysis 

e Method of ensuring harmony bet~\.een business ob-jectives and employee 

perlbrma~ice 

Generally impro\.ed corn~ni~nications tliroughout the colnpag. 

Opportiuiity to improve performance 
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History 

The first formal monitoring systems are said to Iiave e\.olved out of the \\.ark of Frederick 

Ta1,lor and his follo\vers before World War 1 Rating for officers of the US armed 

ser\.ices \ \as  introdticed in tlie 1920's. and this spread to tlie UIC. as did sonie of the 

factory-based systems. 

Merit-rating came to the fore in tlie USA and the U K  in tlie 1950's and 1960's \\.lien it 

\\-as soineti~nes renamed performance appraisal. 

Ma~iagei~ient b!- ob.iecti\-es then came ancl \\-ent in the 1960's and IC)70's and. 

simulta~~eousl!-. csperinients \\ere made \\-ith tlie critical incident tccliniclue and 

belia\.iourall!- a~ichored ratlng scales. 

A revised form of results-oriented performance appraisal eiiiergcd in tlie 1970's. \\-li~cli 

still esists toda!-. 'l'liis form of pcrformance appraisal rece11.ed a boost during the late 

1980's becausc of tlie use ol'pcrfor~iiance-relaled pa!. based on pcrformance ratings. 

Appra~sals. ha5 been cicf~ncd b! AC'AS ( 1988) 
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AD>IISISTRATIO OF T H E  SCHE4IE 

ll71o sho~lld be coipel-ed? 

Performance Appraisal Systems call co\.er all categories of employees or it may be 

confined to one particular category. Tlic \-ie\\. of man!. organisations is that all staff 

s l i o ~ ~ l d  be appraised. Long ( 1986) suggest that there are numerous reasons for tliis. 

including the desire to promote flexible I\-orking practices and increasing consistency in 

the conditiotis of management and non-managei~iei~t staff. Ho\\.e\.er. the content and 

frequent!. should be adapted for each categor!.. According to 1:letclier. ( 1997) tlie same 

elen~erit.~ of appraisal ma!. be present in the appraisal scliemc at dil'ferent le\ els. In tlie 

sense that there ma bc objecti\-e-setting and assessment ol'sorne job-related ab111tic.s. but 

the forin and content of them slioi~ld ccrtainl!. \-ar!. to suit tlic circumstances. 

Onc posslble approach is to introduce the scheme at a ~nanapement le\.el and encourage it 

to cascade do\\ii tliroilgli the organisatioli 

Table: I - Irrsli Organisations Appraising Spec~l'lc Stafl'Categorics (YO) 

E~npIoj ee G~-oup 
Senior Mana, nement 

- 

M~ddle  and Junior management --*-;I -- - 

Super\ isors -- 
Clcr~cal /Secrct~lr ial~Adm~n -- 
S1\1I1cd/Sem1-sl~11Ied 6 0 
I<no\\ ledge \i orl\ers* 8 4 

- - - 

M,~nilal i 5 
- - 

Source Mcblalion and (iilnn~gle ( I C)C1-I-) 

'"'l'hose I\-lio pro1 ided professionallscientil'ic anci ad\  Isor! set-\ ices 

Accorcfiny to r letclier (3004) Pian\ orsantsatlons lia\ c a formal re\ L C \ \  and oblect~\  c 

isettins sesjion annilall\. but encouraye the apprarscrs to hold intet-lm re\ i t . \ \  e ~ t l i c ~  

cluarterl! or half-! earl! Apart fr-om chcclii~ig that oblecti~ es arc st111 rele\ ant .  thrsc also 
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Armstrong (3000) states that tlie timing of tlie revie\\. can be linlied to the corporate 

business or operational planning programme so as to ensure that t e a m  and individuals 

can contribute to tlie formulation of departmental and. ultimately. corporate ob-jectives 

and to provide for these teamlindividual ob-jectives to flo\\. from those finall! deter~ni~ied 

at corporate. functional and departmental levels. 

Usually appraisals take place annually, as a matter of routine. In some firms the rhythm 

of the business dictates a inore frequent appraisal pattern; it is rare to find intervals of 

longer tlian a !.ear In \ \hidl  tlie appraisal process I S  talien at all seriousl\.. 

\I710 cor~n'~rct.s the clppr.criscrl 

Accorcl~ng to 113EC (2004): 

.l'lie immediate Inanaser is in the best positio~i to assess tlie performance as lie/slic has the 

responsibilit!. of monitoring performance oil a day-to-day basis. It is cxtremel!. important 

that tlie super\.isor f~ll!. understaiids tlie appraisal process and the problems that ma!. 

linnit its \.slue. 

I.'letclier (2004) states 'that concerns about tlie appraisers' okiecti\-~t> and ki~rness in 
. . 

~~ssessment  Iiaie niade this model problematic 

IREC' (3004) 5tatt.b that tlie~e '1st. \ ai IOLI \  altcrnat~l e\ \ \  li~cli li,l\ c hcen triccl \\lilcIn are 

.Celf c~ppl,crr.rcrl 

Armstrong ( 2 0 0 0 )  defines self-appraisal as a proccss In \\liich i n d ~ \  idi~als re\ lei\ their 

o \ \ n  perlbrmancr. using str~~cturecl approach. as tlie basis f'ol- clisci~ss~ons \\ ~ t h  t1ici1- 

managcrs in re\ ic\\ meetings. N
at

io
na

l C
ol

le
ge

 o
f 

Ir
el

an
d



Fletcher (2004) states there are niunerous advantages to incorporating self-appraisal into 

the appraisal process. It is said to engender more commit~nent on the part of the person 

appraised. because of its participative nature. It reduces defensiveness by encouraging 

the appraisees to take the lead in revieiv~ng their o\,vn performance rather than having an 

assessment imposed on them. I t  encourages appraisees to think a b o ~ ~ t  their o\\m 

performance and development needs in a focused \\-a?. And b). g i~ . ing  the perspective of 

t\\.o people - tlie appraiser and the appraisee - i t  should lead to more ob-jective 

assessment than if it rested on either one alone 

blarger~son ( 1976) has argirecl that selfassessnient appra~sal s! stems are the o~il! \\a! to 

a x e  a complete p ~ c t i ~ r e  ol'thc performance of thc e m p l o ~ c c  and to alold a ' c r i t~c~sc -  
L 

defend ' sccnarlo 

.-l.s.sistc~/~ce qf' Exte~.ncrl ('o/isultcn~ts 

IBEC (3004) states that this approach can bring a greater element ofob.iecti\-it!. and 

ensures colislstency across the organisation. once a common measure is used. Ho\\-e\.er. 

it is importa~it to remember that the line manager is in tlie best positlon to assess and 

monitor perlor~iiance on an on-going basis 

360 Llrgr-er Ferdl7irck 

360-degree feeclbacli has been def~ned b! Ms'artl ( IC>97) as. "l'he s!stemattc collection 

and feeclbacli of pcrfor~nance data on an incl11-idual or group d e r i x d  from a ~iumber ol' 

tht. stal\c~linldt~i-s on t l~c ' i i -  ~?crt'oi-ii~a~~c:il' 

Loiidon and  Heatt\ ( IC)93) ha\ e suggested that the rationale I'or 3GO-degree Ikedbacl\ I \  a \  

foIlo\\s 

0 360-desrcc fetsdba~li can hcco~ne a po\\ert'~rl organisat~onal ~nter-1-cntiori to 

increase a\\arcness ol'tlie importance ol'alignins Icaclel- beha\-ioul-. \\-orli unit N
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results. and customer expectations. as \.\-ell as increasing employee participation in 

leadership development and \\.ark unit effecti\.eness: 

8 360-degree feedback recognises the complexit!. of ~nanagement and the \:alc~e of 

iripi~t fro111 various sources - it is axiomatic that Inanagers shoi~ld riot be assessing 

beha\.iours the!. cannot obser\.e. and the leadersliip beIia\.iot~rs of subordinates 

may not bc kno\\-n to tlieir managers. 

360-degree feedback calls attention to important performance dimensions that 

Ilia). hitherto ha\-e been ~ieglected b!. an ogranisation. 

According to Armstrong (2000) 360 cfcgree feecibacl\ a\ a rc la t~~el!  ne\\ I'eaturc of 

performance management \\ li~cli Incorporates tlie \ ~ c \ \ s  of man! ~ n d ~ \   duals from man! 

dlffcrent pcrspectl\ es. persons In\ oli ed ~nclucie 

i the person to \\.horn they report 

their direct reports 

k tlieir peers or team members 

i-- their internal ci~sto~iiers/suppI~ers 

> their external customers. clients or suppliers 

> sell' assessment 

F:eedback 1s gencrall!- obtaineci tlirougli the use ofstructurcci clnc'st~o~~naires. Responses 

are then anal! sed and tlie incii~   dual receil-es a report on pcrfor~iiance strengths and 

\\c:alinc:ssc.; IRI(('. (.?OO.I ) 

Il7,i.lcrr is  tr,t~pr.cri.se~l according to 1 BLiC' (3004) 

Appraisal s!.stems can mcasure an!. nu~nber of criteria from personalit!- and beha\ iour to 

the acIiic\ement of pre\-iousl!. agreed ~ o a l s l o b ~ j e c t ~ ~ ~ e s  Each of these can be mcas~~red 

clilantltatl\ el!. or clualitati\-el! N
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Wliile personality and behavioural measures are important. they should not be relied 

upon solely. Appraisals have been criticised for the h c t  that too rn~lcli reliance has been 

based on tlie sub.jecti\.e et.aluation of personality traits e g.  attitude to \\.ark. enthusiasm 

etc. The difficulty I\.-ith such measures is that they have bee11 defined differently by 

appraisers uith the res~ilts that siib.jecti\-ity is ine\.itable. Furthermore. if the personality 

traits cannot be slio\\.n in some \\.a!. to be related to the Job of the appraisee. then their use 

\vill be open to challenge. By concentrating on tlie Job rather than the appraisee the level 

of sub-jectib-ity can be redi~ced. 

'Phe objectives of'some performance appraisal s! steins ma!. be to address the problem of 

sub-standard emplo!.ee performance. I lo~vever. it is important that tlie appraisal process 

and inter\-ie\\- does not take tlie fbrm o f a  disciplinar!. procedure. Some companies lia\.e 

de\.-eloped performance improi cment plans to pro\-ide a bridge bet\\-een pcrfor~nance 

appraisal and discipliiiar!. procedures. These include feedbaclc. coaching and training 
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DESIGS & I.\IPLE.\IENTATIOh OF I\ PAS 

Des i g ~  

According to Fletcher ( 1997). the most important stage in the life of an appraisal s!.stem 

is tlie design. Get it \\-rong here atid it is liliel). to stay \\.rang. Design needs carefill 

thought and consideration of a number of issues. At the design and introductor). phases 

care must be talien to ensure that all relevant vieivs are elicited and that the proposed 

system fits in \\-ell \\.it11 the orgaliisation's practices and culture. Adeclilate training and 

publicit!. also ha\-e to be pro\.ided to enable parties to get the best out ol'tlie system. 

Oi~gcr~~i.srrfioriri/ Sf1.llct~11.e 

The structure and tlie culture of organisations are interconnected. and bot11 need to be 

considered \\-lien design~ng a Perl'ormance Appraisal S!.stem. 

A highly structured. bureaucratic organisation. (\\liere there 1s great emphasls placed on 

formal obscr\-atice on rules and proccclures) \ \ - i l l  probabl!. need a perl'ormance appraisal 

system \\.liicli is a relati\.ely formal process. \\-it11 clear guidelines. a l'i~cd ti~iietable atid 

an appraiser firnil!- in cotitrol of the process 

For organisations that are coiistantl!. changing. a I'lcxible anci adaptable approach to 

appraisal is neccssar!.. \\ it11 a greater tiegrce of'local control 01-er content and 

admlnistratlon. 'l'liis ~!-pe ol'appraisal 1s primar~l! geared to ~ n o t ~ \ . a t i o ~ i  ant1 de\-elopment 

and has liigli le\.el ol'appralsee part~cipation accorciing to 1:letclier (3004) 

/ " / / / I ~ I ~  /11e ~ ~ 0 / ~ 1 0 / ~ ~ ~ l ' ~  ~ ' l l / l l l / ~ t ~  

'l'he performance appraisal s!-sten? has got to be in tune \\ it11 tlie prc \a l l~ng cultilre of tlie 

organisatlon if i t  1s to surt ~ \ c .  It \\oulcl be a mistalie to I-egard i t  as a separate process 

\\-it11 an casill. ~dcntifiablc border. as opposcd to bcing part and parcel of the \\ ider 

management process. According to iVlcblaIion ( 1999) extcnsii-e consilltation \\-it11 all 

parties to the proposecl s!stern \ \ i l l  help in this regard It \ \ [ I 1  also pro\c i n \  ali~able 111 

gain~ng acceptance o l '  and adherence to - the I'lnal product ,411 appralscc's. appraisers. 

scctlo~is or dl\ Isions \\ ~ t l i  responsibilit! 1'01- acting on an! o l '~ l1~ .  outcomes ol'the process 
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( e  g Iiilman resource planning. training. payments) must be pro\ ~ d e d  \ \ ~ t h  tlie 

opportun~t! to make an ~npu t  to the des~gn  process Line managers need to be ~ n \  ol\ cd 

111 the des~gn  phase, as they are the people \i ho \\ 111  e~entuallq habe to operate the 

systeiii It 1s ad\  sable that the) be co~isi~lted. elther en lnasse or as a representatlbe 

sample. so that tlie lie\\ or re\ ~ s e d  s\,ste~ii s111ts them 

Settrrlg the Peifoinlnr?ce O ~ ~ e c t r i ~ e ~  nr~d Cr.rte1.10 

Accord~ng to Beard\\cll and Holden ( 1997) a d ~ s t ~ n c t ~ o n  can be made bet\\een ~nput  or 

output based crlterla 

e Input based criteria relatioli to the personal characteristics. traits. competcncies 

and sliills \\.liicli a n  emplo!.ee brings to a coliipan!. or Job. 

Output based criteria are concerned \\-it11 indi\.idual performance ob.jecti\.es or 

standards to be [net by the e~nployee \\.hicli relate either to an o\.erall cornpan!. 

strate:!. or a specific Job description. 

Objec'tll'e c 

Oblec t~ \cs  descr~bc soinetli~~ig that has to be accompl~shed - a  polnt to be c ~ ~ m c d  at 

Oblect~\  cs or goals (tlie ter~ns arc ~ntercliangcable) d e f ~ n e  \illat organlsatlons fi~iictio~is 

clepartmcnts anci ~nciii  duals arc c\pectecl to a c h ~ c \ c  o ier  a per~od of t ~ m e  accord~ng to 

Armstrong (3000) 

l o o  man! o t? lec~~\  cs can spoil t l ~ c  appl-a~sal s! stem ' I'he simpler thc nlessngc tlic 

greater the chance ot'1t being recci\-ed and put Inlo practice." sa!.s Brian Bramhall. 

Personnel Manager at Loct~te 

j4ccorcl~~ig to Armctrons (3000) oblect~\es  can be \\orl\-rclatecl refirring to the resi~lts to 

he attained or thc contribut~on to bc made to he ach~e\emeiit of organisat~onal f i~nct~onal 

01 [cam goals I he\ call also be per~on,ll. tal\~ng the form ofde \  clopmental 01- le,lr~iing N
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ob.jecti\.es tliat are concerned \\-it11 \\.hat indi\:iduals should do to enhance their 

kno\\-ledge. skills and potential and to improve their perfonnance in specified areas 

According to Beard\\.ell and 1-lolden ( 1  997) ~b~ject lves  are generally Jointly agreed upon 

by he emploq.ee and manager and used to measure and assess emplo).ee performance. 

Ob-iective setting is assumed to be an impartial process of evaluatio~i. Often companies 

use the acrony1ii SMART to help set effective ob-jectives: 

S - Specific or Stretching. clear i~nambiguous and colicerned \\-it11 a single. specific 

aspect of tlie results. 

PI - Measurable: the!- nii~st contain a 1ii117iber. ratio or descriptio~i that \ \ i l l  clear \\-lien 

the!. ha\-e becn acliie\.ed: cluantih.. cost and tinie. 

A - Agreed or Achie\.able. not too ex!.-not too hard. appropriate to tlie organisation and 

elnplo),ee's needs and capabilities. 

K - Realistic. ob.iecti\.-e must bc \\-ithin the capabilit~es of both tlie departlnent and the 

individual. 

' I '  - Time specifieci, t h ~ s  must elearl!. be defined. 

'/-here is no golden rule as Lo ho\\ olicn object11-es should be re\ ~c\ \ -ed .  (It?\-iousl!- if an 

emplo!-ee is undergoing a periocl ol'intcnsi\-e training and de\.elopment. then objcctii-es 

\ \ i l l  ha\ c to be re\ ic\\-cd at regular inter\-als F'i~rtherniore. I I ' L I I C  ayspra~see's job is 

undergoing change. the11 more li-ccluent re\ ie\\s \\auld be \\a~-ranted accorciing to IREC 

( ?OO.-L ) 
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f i n i r~ i~g  

Tlie provision of a professional training programme is recognised as central to the 

attainment of a successfi~l appraisal system McMahon ( 1999). 

Table 2: Training Provided 

Appraisers 

Source Surt el  conducted b\ the Faciilt! of' Business. Dubl~n Ins t i t~~tc  of Technolog! 

19981'99 

Appraisees 

Tra~nlng pro\ ~ d e d  for all 
Tra~nlng prov~ded for 7599% 
Training pro\ ~ d e d  for 50-74% 
Tra~nlng pro\ ~ d e d  for 2 5 4 9 %  
I ra1111ng pro\ ~cied for I-24% 
No tralning pro\ ~ d e d  for ail! one 

According to Ste\\,art and Ste\\-art ( 1957). training in appraisal is of t\\-o kinds. There is 

litlo\\ ledge trainllig. 111 \\li~cli inanagers arc taught the nuts ancl bolts of the s! stem. and 

there I S  sh~l l  t ra in~~ig .  In \\ Ii~ch the\ learii to conciuct appra~sal Inter\ lei\ s \\ell 

NO. 
34 
- 

I I 
7 
3 

3 
19 

IBEC (3004) ha \c  btated that an e\sent~al patt o l ' t ra~n~ng.  ancl ~ndccd ol'performance 

appraisal itselll is \\.riling goals 1.ong-term benefit is dcri\-ed li-om ensuri~ig that 

managers can \\.rite goals that are clear and easil\. identifiable. Appraisers must also be 

O/o 

43 
14 
9 
6 
4 

2 4 

trailled to deal \\-it11 conli-ontation in a constri~cti\.e \\a! 

NO. 
18 
10 
7 - 
3 

3 
3 6 

YO 
23 
I3 
9 
6 
4 

4 6 
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.\lethods of 24ppl-nisit?g 

Outlining performance standards. setting goals. monitoring performalice and giving 

feedback should be addressed 011 a continuous basis. Similarl!.. fornial revie\\- per~ods 

and tlie relaying ofthat  information through tlie appraisal inter\-ie\\. should be arranged 

regularly and certainly more than a once a year The purpose of formal revie\\. periods 

and of  any subsequent appraisal inter\-ie\\. should be to sum up the period under re\-ie\\.. 

relate assessment of performance. receive feedback from elnployees. and set tlie agenda 

and action plan for the neyt period under re\.ie\\- according to IBEC (3004). 

There arc numerous tools and methods used Ibr measuring performancc A selectloll ol' 

tlie Inore colnmonl! used tools ~nclude 

Appraisal lornis 

e Rating 

e Ranki~ig 

Critical incident 

Object i~es  ortented s!.stems 

a Assessment centres 

.-l/lp~.~i.vcll l,b/./11.v 

Phc prl-ti)l-lnancc; al?l)ra~sal 1111-in 15  tlic \ \  ~ . r t t t > l ~  I I ~ ~ : C ~ I L I I I I  (111-011~11 \ \ I I I ( : ~ I  017j(:(:ii\ ( '  t!oai\ ; I I . ( '  

sct out anci iluantif'led. 
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Stel\-art and Stetvard ( 1987) state \\-liat is included on the Ibrm depends upon the system. 

General guidelines are: 

e Last years ob.jecti\.es and \\-hether the!. \\.ere reached 

An overall rating of performance 

o Rating of perfortnance on individual rating scales, and narrati\:e si~mmaries of 

performance on given criteria 

e Anv special achievetnents or difl'iculties recorded pre\-ioiisl!. 

Some appraisal forms are informal and unstructured. The appraiser is given a blank page 

and is reqiiired to gi\.e an o\,erall assessment ol'thc appraisee b!- commenting oil hisllier 

\\orli performance. Although straightfor\\-ard. this approach can be Jiidgemental and 

there ma). be difficulties in guaranteeing conststency across all employees. In other cases 

a specific Sorm ma!. be dra\\n up b!, the organisation and co~npleted by the parties at the 

appraisal ~nter\-ie\\. The benefit of'such forms is that they set out. In an organised \\-a\.. 

the areas to be co\,erccl accordilig to IBEC (3004). 

'"Strengths: 

1 ) Providcs a more rountied and precise descript~on of perlbr~nancc and potential 

than man! otlic1- appra~sal ~~?~:rhoils 

li ) I lscl'iil li)r Ib~dbacli purposes 

'3M;calille~ses. 

I ) Sub.jccti\-~t! - \\-it11 considerable potential for bias 

3 )  ' I ' i ~ i ~ e - c o ~ i s u ~ i ~ ~ t ? g .  

3 )  Appraisers must lia\c all aptitude 1'01- clear \\[-Itten expression As a result. this 

techn~cliic often tells as much about the  appraise^- as the appraisec 

4) D~l'ficiilt to colnparc \\siting st!-les ancl reporls and. conseclilentl!.. appsaisees. 

N
at

io
na

l C
ol

le
ge

 o
f 

Ir
el

an
d



Ratir~g 

According to McMahon ( 1999) there are a number of \.ariatioils on tlie rating scale 

technique. Ho\\-ever. tlie basic model involves providing tlie appraiser \vitli a list of job 

qualities or characteristics tipon \\-Iiich they are to evaluate staf'f. The appraiser is 

requested to indicate the degree to \\-hicli tlie apraisee lias perforliied under each of the 

fol lo\\.ing factors: 

job kiio\\.ledge/abilities at your particular Job 

productivit!./i~idi\.iduaI output 

qualit\. of' \\-ork 

attitude to \\-orli 

flesibilit!. 

initiati~clperception 

interaction \\.it11 others 

performance against set targets 

necd for super\.ision 

Ar~iistrong ( 1993) argues that \\Iiilc ratlng scales are a coiiienlcnt means ol'comparins 

crnplo! ces and arrl\ Ing at an el aluat~on. the\ tend to Ignore thc complc\ set of \ariables 

that detcrm~nc \\orl\ perl'ormaiice and arc a li~ghI\ sub lcc t~ \e  method of assessment 

According to Mcblalion ( 1999). i i i  an attelnpt to force appraisers to seriousl!. consider 

~ I ~ c I I -  o \  aluatio~i so11ic; sclicnles 131-o\ ~clc 1111- a s c c L ~ o ~ ~  at tl i r :  I ~ O ~ L O I I I  O I ' C ; I C I I  ';c;lI(' \ \  1ic1.0 

the! arc reclilircd to expla~n tlie rating gi\ cn. 

Research re\-eals that tlicre 1s the danser that appraisers \ \ - i l l  choose tlie 'saf'e' rnicidle 

option b!. selecting option number three - the good performer. I'he problem can bc 

o\.ercolne sonie\\.liat b! ha\-ing an e \ e n  numbcr ol'options 

'I'li~' s1.stet-n milst be able to accommodate the di1'ft.i-cnces in Jobs in tertns ol'.loh content. 

I\-01-li goals ancl \\-orli responsibllitics. Miliere tlicre 1s a srouping ol'emplo> ccs \\.]lose 
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jobs are similar then a sta~idardised performance appraisal form can be used I-io\~-ever. 

all jobs must not be forced to fit tlie one system. If the system is to be successfi~l. it must 

allow for differences. Finally. \\-lien designing an appraisal ineasure~nent document. it is 

important to keep the forlii simple. 

"Strengths: 

1 ) Quick and easy to use. yielding quantitative results. 

2 )  Facilitates a co~iiparison of e~nployees oli relel-ant performance criteria. 

3 )  Its flesibility allo\\.s adaptation to all sorts of Jobs. 

4 )  Can be designed to facilitate concclitration (and consequetitl!. feedback) on 

emploj.ee beha\-iour as opposed to personalit!.. It encourages an emphasis on 

lie\\- results are acliie\-ed. rather than Just on tlic results tliemsel\cs. 

3 )  I t  can be used as the basis for re\\-arding and lor de\-eloping staff. 

*Weal~iiesses: 

1 ) Sub.jecti\-it!. - potential for bias and abuse. 

2 )  Different appraiser rating standards (c.9.  a r i s i l i~  li-o~n escess~t-c  lenient!. or 

se\-erit!. fault!. meinor\.. differin? interpretations of the standarcl scales). ma!. gl\ c 

rise to appraisee feelings ol'unfi~irncss about the sclien~e. 

3 ) M;licrc personalit!- characteristics arc used as criter~a the!. ma!. ~nl'luence 

perfbr~nance. but do not constitute perlbrmancc per sc As tlie appralsec's 

personalit\. is fixed. this \iould be a bad platlbrln f'To111 \\.liicli to pro1.1de feedbaclL. 

I ) Scales nced to he ~~c:riocl~call\ iipdateil and \ alidatcxl to I-ictlccl l o b  cli;~n:c 

I<olatcd to ~ h r s  I S  ~ l i c  Iict that tlie assessment crlterla sclectrcl. tliroiigh reIc\ ant. 

ma!. lack preclsc ps!-cliological meaning and gi\-e I-isc to ~iicasurernt'nt clifficulties 

e g,  inkgrit!.. initiati\-e. 
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Rnl11ti11g 

According to Gunnigle and Flood. ranking is a method of appraising perforinance \\-liere 

the appraiser ranks workers from 'best' to '\\orst' based on specific cliaracteristics or 

overall Job performance. 

*Strengths: 

1 )  Simple 

2 )  Facilitates comparisons 

* w e  a 1 -  \iiesses: 

1 ) Little basis Ibr decisions 

3) Degrees of difference not specified 

3 )  Subjecti\.e 

C~.iticcrl Incident 

Arnistrong states that the critical-incident tecliniclue is a means of eliciting data about 

effective or less effecti\.e beha\-ioilr that 1s related to examples of acti~al elelits - critical 

incidents 7'1ie techniclue is used \\ it11 groups of job holders ancilor tlieir managers or their 

'experts' (sometimes. less effectil el!.. \ \  ~ t h  indi\.idilals not in a group.) 

I'his t! pe ol'appraisal ma! take ti\-o I'orms. One s!-stem focuses on beha\-iours and 

reqilires the appraiser to clra\\ LIP a list of c r ~ t ~ c a l  job recluire~nents. This l~s t  is then ilsed 

to clctermrni: il' the cmployec meets thc rccluir-ctl critrcal stal~ciards ,/lltc~-l~at~\i:l\.. t11e 

appralsel- obsel-\ es beha\ ioui- all ! car I-oilncl. notlng a n i~mbc~.  01' ~ C ~ I ~ I \ . I O L I S S  \ \  Iiel-c [lie 

emplo\,ee's performance \\-as cither \.er!- good or L-er!. poor. These I'orm the +critical 

~ncide~its '  \\hicli arc the11 ilscd as a mcasure of the  emplo!.ees 01-erall performance 7'liis 

method has been found to be more i~sel'i~l for dei.elopmental p ~ ~ r p o s e s  rather than 

oblecti\-e ei.aluative purposes M'liile more ob.jccti\-e. ~t is demanding on the apprarser's 

time and obseri-ational sliills 'l'he n~ajor limitation ofthe approach is t h a ~  ~t onl! focuses 

on a sclecteti nnnibel- of clispla!-cd heha\ iours o r  perlhrmances IBEC (2004 ) .  N
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"Streligtlis: 

1 ) Job related 

2 )  More ob-jective 

"Weaknesses: 

1 ) Needs good observational skills 

2 )  Titne consuming 

00jecti1.e oraiented sj.stenls 

According to Gunnigle. Herat?. and Morle!. ( 1997) resi~lts oriented s!.stems are based oti 

the underlyilig prtnciples of ' management b!. ob.ject~\-es' (MBO). \\-liicli iliclude tlie 

specification of objectix-es. participation in agreeing  object^\-es. thc measurement ot' 

performance against ob-jecti\.es. and finall!. feedback and monitoring. In tlie resitlts- 

oriented system. performance is measured against preb-iousl!. agreed targets or lie!. result 

areas. 

IBEC (3004) state that MBO has been c r~ t~c l scd  as be~tig short-term orlcntecl and that ~t 

pro\ ides I?\\ ~ns~gl i t s  Into emplo\ ee beha\ tour. and c loe~ not fac~lltate comparison\ 

acrosb emplo! ecs Wlorco\ er clternal \ artable5 ma! tnlitblt tlic acIilc\ ement 01' 

o b l e c t ~ ~ c s  and tliese ma! not be tal\cn Into account \\lien appr'llslng pcrlormance 

*Strengths: 

I ) 'I'lir: i ~ i c l i \  ~iiual 's ant1 tlic 01-ganisation's ol?lecl~\ e j  arc: I ~ n I i ~ i l  so c \  ctl-\ boil\ 011 

~ l i c  tcani li;no\\s t11c11- t - c o l ~ .  

2 )  l 'he beneficla1 eAi-ct of goal-settins on task performance I S  one of tlie iiiost robust 

aticl replicated ol'researcli findings. Ho\\-e1.e~. feeclbacl< on perl'ormance in 

relation to goals and objectt\-cs is nccessar! if performance is to be imp-o\ cd 

3 )  I t  facilitates an open and patticipati\-e management st!-le. Greater le\-els of 

\\orker m o t i ~  ation. collaboration. comniitmcnt and perlbrrnancc are consequentl! 

assoc~ated \\.it11 the s!.stem N
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4 )  The focus is oti specitk ob-jecti\:es, rather than behavioural or personal attributes. 

The feedback elemelit of the inter\.ie\\- ought then to be Inore ob-jectii-e and less 

contentious. 

5 )  The appraisee ought not be surprised by the results of the appraisal. 

'"Wealinesses: 

1 ) Time-consu~ning to idelitifi. SMART ob.jectives. especially for some staff 

categories. 

2) Objectives may become minimum perfortnance standards. as appraisees \\-is11 to 

a\-oid agreeing difficult targets I\-ith appraisers. 

3 )  An  emphasis on short-tern1 results Inay lead appraiser to ignore the appraisee's 

efltcti\.eness in  other areas. This has also been identified as a prcoccupatio~i \\-it11 

tlic ends rather than the means. or \\ it11 \\.hat has been donc as opposed to lie\\- it 

has been done. 

4) Circumstances may change so quickly as to make object i~es  ~rrele\.ant b ~ .  the 

appraisal date. This can be den~ot i~a t ing .  More frecluent re\.ie\\- sessions can 

help o\.ercolnc this problem. For esample. man). of'the multinational companies 

in the electronics sector in Ireland coli\.enr cluarterl! appraisals 

.-l.~se.s.s~~lent ('e17tl.e.~ 

This Ibrm of appraisal in\-ol\-es taking employees ~I i ro i~gh a series of assessments (e .g .  

inter\ ie\\-s. tests etc.)  l'lie \-slue of such a method lies in ~ t s  abilit!- to assess nu11ibe1- ol' 

ilinicnsions. and  its oh jec l~ \  it! I lo\\i:\ ci-. \ \  liilc t r  11ic:asul-es c:ompctcc~i~. il ilocs not 

measilre on..~lic.~joh pc~- l i ) r~~iancr  

'"Strengths. 

1 ) Range of dimensions csamined 

3) Ob.jecti\-e 
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2 )  Not necessarily Job specific 

Table 3: Performance Appraisal Schemes Used in the Surveyed Orga~iisations in tlie 

Republic of Ireland 

Scheme 
Ob-jectibe SettingIResults-oriented 
Self-appraisal 
Rating Scales 

Sumber  

" ~ 

Competencies 

1 Ranking 7 9 

Per Cent * 
57 
42 
3 8 

Peer Appraisal 
Descriptive Essay 
Customer Anpraisal 

7 2  
5 3 
4 8 

2 6 3 3 
15 
12 
9 

/ Up\vard Appraisal 

I Paired Comnarison 2 3 

19 
I I 
I 1  

Forced D~strlbutlon 
C r ~ t ~ c a l  Incldent 

3 

some organlsatlons use d~fferent scheme t! pes for d~l'lerent emplolec categories. and 

6 
4 
4 

I Other 

most comb~ne  schemcs t! pcs Into one s! stem 

3 

3 

.S'oil~.ce: Sur\-ev conciucted at tlie I:aci~lt! ol' Business. l lubl~n Ins~itute ol'71'eclinolog!. 

1998/1~199 A complete description of all scheme t pes. together \\ it11 cxamplcs and a 

more detailed anal!-s~s of the scheme optlons can be li)i~~iil in  McMalion. G and 

Gunnigle. P.. Performance Appraisal. H o ~ r  to Gef I f  Righf. Institute of Personnel 

i\/lanagcnic.~it. Dnblin 1 C)C)-I- 

*7Tliis total exceeds tlie number (or 100%) of organisations using appraisal systems. as 
4 3 
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The performance appraisal iiitervie\,v can be an important element in a successfi~l 

perforinance appraisal systeni. The  intervie\\. is iisefiil in that it pro\-ides a forum for one- 

to-one discussion oil employee perforinance and offers tlie appraisee the opportunity to 

respond. 

Preparation is vital for ensuring tlie success of  the intervie\\-. The  first exercise for any 

employer is to prepare the necessar!. documentation \\-hich \ \ . i l l  be iised prior to. d i~ r ing  

and aHcr the appraisal. 

Reqirri-ed Doc~~n~et~ztcctroi /RE(' (3004) 

The forms used to prepare. conduct aiid record a fornial appra~sal  mcctliig shoulci ~nc lude  

a reminder detailing tlie purpose. format. timing and \ enue .  

a form detailing tlie fiinctions o f t h e  appraiser and appraisee belorc. during and 

after tlic appraisal The  ini'ormation should refer to preparation. inci~\.idual 

responsibilit~es and the subsequent actlon plan. I t  should seek to in\ol \ -c  the 

emplo>.ee as milch as possiblc 

Q a pre-meeting sheet completed b!- appraiser and appraisee detailing the issues 

\\ Iiich both parties I\-ish to coL.cr. I t  I S  good practice to escliange these forms 

prior to tlie appraisal intervie\\-. 

c, thc appraisal summar! shert  slioulil bc ~~sc:il t.l~.tr~ng tlir I I I C C I ~ I I ~  nntl aiicl- to 

summarise the agreeincnts and decisions rcached c i ~ ~ r ~ n g  the appraisal 1nLct-i ie\\ 

Ne\\ ob-jcctii-es. time scales. changes 111 Job  description and re\ ie\\- periods etc 

should be i~ ic l~ idcd  here. 

a cle~~elopmcntal and carccr oblectiies slieet should also be de\.lsed to record tlie 

training ancl de\.elopnient plans for the emplo!.ee 
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C'l~nracteristics of effecti13e i n t e r~~ ie~r~  

E\.enden and Anderson ( 1  992) put for\,\.ard a set of guidelines that can facilitate effective 

appraisal in tervie~ing:  

e Begin the inter\-ie\\. \\;it11 a clear statement of the purpose of the meeting. \vhich 

\ \ - i l l  ensure that both parties are alvare of the ratioliale for the intervie\\.. 

Attempt to establish rapport and put the elnployee at ease. While this is a difficult 

process and is heavily dependent oil the nature of the relationship bet\c-een the 

parties, it can be facilitated by ensuring that adequate notice of tlie intervie\\- has 

been given to the emplo!.ee and he or she has had time to prepare for it. 

Discuss tlie main tasks and responsibilities undertaken b!. the employee and in\.ite 

comments. 'l'his stage should take account of an!. self'-appraisal that has bcen 

conducted and should focus on the ob.jecti~es and lie!. tasks of the Job. 

Ensure that a balanced discussion takes place. The manager is required to praise 

the employee for good perforniance but also to be franli in discussing any 

perceived \\-ealinesses. The focus sl~ould be on the attainment of \\;orli targets and 

standards 

Q 1:ncourage the emplo!.ee to talk franl~l!. about an!. frustration in the Job and an!. 

problem areas. (Jilestioning style is part~cularl!. pertinent herc. espcciall!. if the 

emplo!.ee is unsure about or un\\-illing to admit to problems or dif'licult~es 

0 Encoirragc the emplo!ce to dc\-elop selt-anal!.sis and sell-disco\-er!. particularl!- 

in relation to de\-eloping action plans I'or tlie lilture. Greater com~nitment to nc\v 

ol?ji:ctl\ (25 and 13lalis is 111ir:1> \ \  11t:t-t' t1ic c:n~plo\ t : ~  (:a11 111alic a conti-~bcltloli 

to\\ ards determining thcm. 

0 Bring the inter) ie\\ to a close \\-ill1 a silinlnar! that clarifies \\.Ilat action is 

cspectcd Ibr the coming appraisal per~ocl. 

FeedOcrck 

I'eedbacli 1s tlits most r ll'ect i\.e \\.a!. ol' learning morc about oursel\-es and the effect our 

beha\-lour has on other people. Uilicn \\-e rcceil-e it \\.e can assess its \.aluc. tlie 

consecluenccs of ~gnoi-~nglusing it. and clecidc \ h a t  \ \ e  \ \ i l l  do as a result 01' i t .  I t '\\e are 
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not open to it and do not receive it. Lve \ \ i l l  not be 11 a position to learn and develop 

McMahon ( 1999). 

G~ridelir~es 017 y/ .o~~idir~g feedbcrcli accordi~ig to Armstrong ( 1995) 

B~rild.feedl7crck irito the job. To be effective, feedback should be built into the Job 

or provided ivithin 48 hours of an actil-ity taking place. 

Pro~~ide feedback 011 act~rcrl eI.erIts. Feedback should be provided 011 acti~al results 

or obserl-ed beliaviour. It should be backed LIP by evidence. I t  shoilld be backed 

up b \  e\-icience. It should not be based on supposit~on about tlie reason for the 

beliaviour. 

11e.sc.1-ibe. do11 'tj~mdge .Phe fcedbacli sliould be presented as a descriptioii ol'\\hat 

has happened but should not be acconipanies b!- a Judgement. 

Refer- to spec!fic behn~.io~rr-s. Relate all our feedback to specific items of' 

beha\-iour. Don't ~ttdulge in transmitting general feelings or impressions. 

.-1.~1~ cl~restions rather t/?crr~ rllake stcrten1erit.s. Thus: 'Why do you thing this 

happened'?' 'On reflection. is there an!. other \\-a!. in ~\l i icl i  \.ou think 1.011 could 

ha\-e liandleci the situation'?'. ' 1  lo\\- do !-oil think \.oil should taclile this sort ol' 

situation in the f~ tu re ' ? '  

.S'elect kej. i.ss~me.s r.e.str.ict ?.o~mr..re//'to t l~e~rl.  'I'liere is a limit to ho\\ much 

criticisni an! one can take If !.oil OF-ercio 11. tlie slii~ttcrs \\ 111 go up ancl !-oil \\ i l l  

get no\\-liere. 

I FOCIIS 011 ~ S I I L ' C ~ S  of' I ~ ~ : I ~ ~ \ ) ~ ~ I I I ; ~ I ~ c L '  1111' ~ n c l ~ \  ~clllal (:an ~rnl?l-o\i' I1 I S  a \\;lstc 

of time lo concc'ntrate on areas tliat an ~ndi\- dual can do little o r  notlii~ig about 

tll-o~.ic/e positi~~e,fi.ec/baclc Pro\-ided feedbacl\: 011 tlie things tliat tlie inclil-id~~al 

ciid \\-ell In a d d ~ t ~ o n  to areas for lmpro\.emcnt. People are more likel! to \\.orli 

positit el\. at improwng their perforlnance and dc\-elopins tlieir sliills iI'tlie\. feel 

elnpo\\-ered b!. the process. 
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PART 2: PAS UNDER REVIEW 

Firm '4 

Flr~n A's Performance Appra~sal S\istem (PAS) \ \as ~ntroduced In Apr~l  2002 I t  IS the 

ke! tool to assess the folio\\ 111g emploj ees perfortilance 

1 .  Directors 

2. Associate Directors 

1 Managers 

4. Assistant Managers 

5 .  Qilalified Staff 

6. Se~ni  Senior 

7 .  Business Support 

Desigrlirlg the Performance Appraisal System 

A \\orklng group \ \as set up for the purpose ol'des~gning an  appropriate s!.stem for Firm 

A.  ' l 'hr composition of this group \ \as small but representatii-e ol'all of the main parties 

to be al'1i.cted b!- the s!.stem i.e. those \ \ho ha\ e to \\ orli the system. Their participation 

helps ensure their comlnltment to the s!ste~n and also ensure that it is made to fit the 

organisations contest. 

1-111s group \\el-c glicn specific term5 ol'rcfercncc (and a cle,~dl~nc) 1i)r thc clej~gn '~ncl 

~mplenicntat~on ol'the appralbal s\ htein. anti the organ~satlon ol'appropr~ate traliilng to 

enable the s\stem to be put In place 
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Table -I: Time fraine for Integrat~ng the Pcrforinance Appra~sal S! stem \\ ~ t h  F~riii A 

Desigtt 
During this time the folio\\-ing tooli place 

The working group \,\;as set- i~p 
The systems object~ves and ho\\ the! \ \ere golng to be 
measured \\ere defined 
The scheme type and the procedures to meet the aforement~oned 
oblectives \\!ere decided 

1 8 Sa~nple documentation \\as d r a \ \ ~ i  np and tested. 1 
0 Final dociunentation agreed. 

I~tplenzetttcrtiotz 

I his stage consisted of 
Inlorming staff ol'the iiitroduct~on ol'tlie ne\\ PAS through 
barlous presentations 
1'1ie Iollo\\ing tra~ning \ \as pro\ ided 

o Ho\\ to conduct effecti\c appraisals for all those 
responsible for conduct~ng appraisals 

o Ho\i to complete the appra~sal form for all staff' 
members 

Ang-Oct 2002 

Performance ,\pprwisal S).stem - O\.ervie\j 

The Performance Appraisal S!strm I S  tlie 11nIc bet\\c.cn ~nclii-idual perfortnance and tlie 

goals of the firm 'l'his summar!- is dcsignecl to gi\ c an  o\  er\ ic\\ ol'tlic. process 

The process is baseci on a s~mple  ~ ~ C I I ~ I S C  - i f  tlie indi\ iduals y o \ \  th and  cle\ eloplnen~ art; 

117 Ilnt \\ it11 \\hat I S  ili~portalit to tlic hus~nlts\. c \  CI-! onc \\ 1 1 1  I ~ C I ~ L ' I ' I ~  

For clients. it \ \ - i l l  eiihance abilit! to pro\ itle better solutio~is. ]:or the firm. i t  \ \ - i l l  mean 

continued success. For ~ndii-iduals. it can result in enhanced performance and greater 

re\\ ards 

I n d ~ \  idi~al perf'ormance \ \ - i l l  be ass~stcd I?!. ha\-ing a common i~nclerstancliiig ol'tlic firm's 

business direction and clear appreciation of \ \  l int  is e ~ p e c t e d .  'l'he capabilit!. to acliie\-e 
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goals and development ob-jectives \ \ - i l l  lead to meaningful re\i.ards and career 

progression. 

I .  Design Framework 

The process is intended to fiilfil five \.ital fiinctions: 

ensure staff at the relevant levels understand the firm's priorities 

create a culture of continiious learning and feedback 

appraise and rate performance 

recognise and re\\.ard commitment to the firm's priorities 

r, identifv and meet training and de\-elopment needs 

2. Success by Design 

The process is designed to be: 

3. C'ore Comporiel~ts 

The core components of thc PAS include 

0 'l'lie maln areas ol'\\orli for period ulider re\ le\\ K: [heir related goals and targets. 

Q Corc competencies reclitired to carr!. out the job eft'ectii-el!- and at a h ~ g h  stanciarti 
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A. The Approach (Goal Setting) 

?'lie PAS is based on a self-assessment approach. The key tool to stritcture the setting 

and measurement of both financial and non-financial goals is an appraisal document. It is 

based on the folio\\-ing strategic perspecti\:es: 

People 

Client Service 

Effectibeness 

e Contrib~ttion to Results 

To reflect the dll'l'erent nature ol'thc roles I\ 1tIii11 the firm. there are four Lersions of the 

form for the folio\\ iiig lebcls 

DirectorIAssociate DirectorIManager 

0 Assistant MangerISenior 

Semi Senior 

[:or ~ntcrnal staff. i.e support staff(Ft11atice. HR.  Wlarlieting. Secretaries etc) the!. 

\ \ - i l l  \-ie\\ intertial staff to bc thelr clients In rclatioti to bustness de\.eloptiient and 

cl icn t ser\.ice. 

13. Perfof-rnaoce Appraisal 

Each year there \ \ - i l l  be a final Performance Appraisal I t  sho~ild be a -110 surprises‘ 

iliscussioti. as i t  I S  exl?cctccl [hat b \  I C I C I I C I I )  1112 gc);11s aliil 1rc--c~\ali1a1111~ lhc111 \ \  1111 lhc 

appraiser rn~d-~.eal-. the appraisee \ \ i l l  I\-no\\ lie\\- the!- are tie\ eloping and tlie t!.pc's ol' 

rc\\.arcis that are \\-ithtn their grasp. 

Tlic appraisal \\ 1 1 1  be conducted b\ tlie appraiser I c the person \\]lo has the most relcl an t  

]\no\\ ledse and clpertence ol'tlie appralsee's \ \  orl\ o\ er thc precetl~ng 12 motitli\ 

.The appraisal is focused on measurtng performance agalnst the goals ayrcccl 13 months 

prei iousl!-. 
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The assessment rating \ \ - i l l  be discussed at this nieeting and decided upon by the 

appraiser. 

The assessment ratings range from 5 to I .  depending 011 the achievement of tlie 

individual's agreed goals and their contribution to the firm. 

The indib-idual prior to tlie meeting \\-ill complete under the core areas 

Ind~b tdual self-assessment 

I n d ~ \  ~ d i ~ a l  targets for next 12 months 

T l i~s  \\ 1 1 1  be passed to tlie appraiser \\ ho \\ 1 1 1  complete thelr assessment prlor to tlie 

mectlng At the meetlng agreed goals X: targets \\ 1 1 1  be cl~scussed/agrecd and conipleted 

b) both partles 

C. Recogrlitiorl & Reu,arcl 

The rating \ \ - i l l  be a critical link bet\\-een perfor~nancc and l'i~tilre salar!. and promotion 

prospects 

D. Future Potential - Identify .l't-aining & De\.elopment S e e d s  

'I'ralnlng and De\-elopmcnt tieeds \ \ - i l l  be ident~l'ied and recorded on tlie li)r~ii. This 

inlbrmatio~i \ \ i l l  then be used to design training programmes that meet these ~iecds.  

Ci0211 Setting 

Goals define the 'outputs' that cacli indi\-idual \ \ i l l  be responsible for producing. The!- 

gi\-e directio~i and focus to roles and responsibilit~es 'I'lie!. help ~ndi\-iduals unclerstand 

\\-hat needs to be acli~e\-cd alicl \\Ill. successfi~l acIiie\-ement is important. 

'l'lie primar!. source for determininy lndii iciilal goals \ \ 1 1 1  be tlie ind~\.idual self- 

assessment and target setting. An addit~onal perspecti\-e \ \ I / !  be gained from the 
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appraiser. but the appraisees o\vn thoi~ghts about \\-here they can ~nalie the most 

sigi~ificant contribution inust be included. 

The responsibility for setting goals is shared betiveeli the appraiser and appraisee. Co- 

de\-elopment is critical if agreement 011 goals and targets for the year are to be achie\-ed. 

Personal Goals 

Personal goals are made up ol'three components. 

Goal - The goal s l io~~ld  specify the desired output. I t  should be expressed simpl!. 

and slio\\- a clear end result. 

Measurement - What !.oil ha\-e acliie\.ed and ho\\ \.oil achieved it 

Target - I t   nus st be sct against a realistic agreed t i n ~ c  frame 

Goals !nust be SMAR? 

e Spec~fic 

\leasi~rable 

o . l c l i ~ e \  able 

Q Realistic 

T~mcframc 

IlP~~~fon-anantc~ .Appraisal 

Perforniance Appra~sal meetings are Iicld on a t i \  ice-\.earl!. basis. The half->.earl!. 

meeting in October \ \ i l l  pro\-tdc an opportulilt> to conl'irm that personal goals are on 

track and arc still current. Confirination that the inter~m appraisal has talien place \ \ . i l l  be 

communicated to Human Resources h!. the appraiser 
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The final performance appraisal meeting in April should be a '110 surprises' discussion as 

it is espected that both appraisee and appraiser \vill have had discussions about 

performance throughout the year. 

Self-Assessment 

Before the performance appraisal meetings the appraisee slioi~ld spend time reviewing 

y o ~ ~ r  performance and contribution over the year. 

Sob Ass~gnmellt Reports 

Whcre lob ass~gnment reports ha\ e been complcted d u r ~ n g  the !ear. these reports shollld 

form part of the performance appra~sal process 

Perfornicrtzcr Al~prcriscrl Mretitzg 

The appraisee and appraiser \\ . i l l  discuss and rate achievement to date and progress 

against agreed de\:elopment objectit-es. Goals for the coming !.ear also \ \ - i l l  be agreed 

e Follot\ Ing the Sinai performance appra~sal mectlng. the appraiser should ensure 

that all documentat~on 1s completed anci rccorcled \\ ~ t h  Human Resources 

Performance Ratings 

A pcrformai~ce ratlng \ \  1 1 1  be a\\arded to each I I I C I I \  ~t l~ral  basccl o n  the ach~e l  emcnt ol 

1 ~ ~ ~ - ~ ~ ~ 1  seal\ ,111il o\cralI c o n t r ~ h i ~ t ~ o n  lo  lit, 1'11111 

A decision about an indi\iclual's rating is not a ~nechanical or mathcmat~cal process. I t  

reqiiires the appraiser to lieep in lninii a nu~nber ol'clements: 

0 Ach~e\emelit 01'1nd1t  dual goals 

0 The lei el of contr~but~on 

0 I Lo\\ challeng~ng the goals are In t h c ~ r  part~cnlal- marliet 
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1,eadership beliar-iours. 

Each of the above elements can play a key role i l l  detestnilling a final rating 

Performance Rating Scale 

There are fi\.e different ratings that can be awarded to an i~idi~.idual .  It is critical that 

both appraisernand appraiser carefi~ll!. consider the folio\\-ing descriptiolis \\.hen 

establishing !.our ratins. 

5 Consistentl!. exceeds seals ancl has made a n  except~onal contribution to business 

performance. 

4 Frequently esceecls goals and has made high contribution to business 

performance. 

3 Meets agreed goals and acl i ie~cs  the high espectatiorls ol' an indi\-idual. 

Contributio~i to the biisiness performance is posit~\.e. capable and consistent. 

2 AcIiie\-es some soak .  lio\\e\-er. contribut~on to the b i~s~ness  has not been 

suff~cientl\. strong. 

1 1 las not met the expected perfortilance ancl co~itribution to busi~iess performance 

has not been satislietor! 

'': . 1 1 1  ~ I J I / I I ~ L ~ C , ~ ~ - I I I O I I  ( ? / ' ~ ~ , l / r ~ r  '/!i&rij e .vpecfi~fiof~s'  r~rc~crt~,~ I , Y  ~ I ~ C Y . Y , Y ~ I I ; I ,  111 O I ~ / C I I ,  1 0  

pr.u/~el'b ~/tldel-.ctrrrld the cl.ite~.rrr. / . . I I . ~ I I  . 1 .sets /,lrgh .srcrr?drrrv/.~/&. itself rnld 11.r 

. Y ~ ~ ~ ~ I I I ~ I I ~ / I ~ I . . Y .  T / I ~ I Y / ? I I . ~ ,  111ee/itlg tlie I . ~ ~ L I I I . ~ I I I ~ ~ ~ ~ . Y  CI/ .O/ICJ' ,Y I . o / ~  111 (111 c/~.eu u/' 

per:fbl.rr~culce it1etrri.r 11.01.ki17g 10 ( I  l?rgI~ s/arldcir.il. 
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Performance Improvement 

Peifor-nlnnce Ir?1pr'o1'er~ler7t 

Performance ~mpro\-ement nieasures \ \ . i l l  need to be initiated in circumstances \\.liere 

the appraiser has identified any or all of the lollo\\-ing: 

e iuider-acliie\.etiient of goals 

e under-performance in tlie job role 

contributioii to tlie busi~iess has not been sufficientl~. strong 

performance has not been satisFactor!. and recli~ires irn~iiediate significant 

~mpro\-ement 

The appraiser should ci~scuss his or her concerns \\-it11 tlie indii-idi~al. explaining \\-liere 

performance can be impro\-ed. 

Performance issues should be docu~iie~ited and an action plan agreed 1:urtIier 

meetings should be arraliged to appraise progress agalnst tlie action plan 

Pay & PI-ornotion 

.I'lie acliie\-ement of agreed goals 1s a lit.! Iictor in detcrnlin~ng f'i~ture salarl- and 

promotion prospects. 

I hc ~cr i i~ l .manct .  l-atliig \ \ I \ \  bc ~isccl a s  an InpuL 1'111- ilcternl~n~ny ~ h c  salar! r c \  Ir\\ 

a\\arded I'lie rating \ \ - i l l  also ha\-e an influence oil promotion prospects. 

Other fictors that \I i l l  be taken into account \\.lien nial i in~ pal and 17romotion tiecisions 

are' 

0 tlic firm'> profitabllit\ 

economic. geographic and ~~iarl \ct  conci~t~ons 
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s balancing current and long-term performa~~ce 

e level of responsibilit~ 

0 sustained contribution to the firm 

Training & De\felopment 

A stgnlficant element of t h ~ s  ne\\ process 1s thc r e c o g ~ i ~ t ~ o n  that ~ d e n t ~ l j  Ing and meetlng 

both Partner and S ta f f t ra~n~ng  and cle\elopment needs I S  a I\e\ lhctor lor tlie 1'1rln^s 

filture 

To ensure that Training LY: Deielopment needs are met. tlie firm has agreed to the 

folio\\ ing: 

0 Kecogn~se thc Importance of Tra11111ig R: De\elopment as a I\e\ process 

G I L ~  fill1 support to pro\ ~ d e  profcss~onal Tra~nlng R: De~clopmc~i t  to Partners and 

stall' 

c Design I raining R: De\elopment programme5 to bat~sf\ the need, tdent~f~ed and 

rccorciecl on 1nc11\ iciilal form\ 
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SECTION 4 

RESEARCH OBJECTIVES 

AND METHODOLOG\'  
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RESEARCH METHODOLOGY 

IUTRODl CTIOb 

1.111s chapter deals \ \ ~ t h  the \arlous means arid tools tlirough \ \ l i~ch one can conduct tlielr 

research Into a part~cular aspect of Human Resources \\ h ~ l e  e lp lo r~ng  the ad\antages and 

d~sad~antageslltmrtat~ons attached to each tool 

I~icluded in this chapter are. 

e a statement of general research ob.jccti\-es 

e an outline of'tlic ~netliotiolog!. used 

e the 1-arioi~s sources of primas!. a ~ i d  secondar!. data \ \ - i l l  be described 

an outline of rescarch targets 

an outlinc of tlie \\-ays in \\.Iiicli the data collected \ \ - i l l  be anal\.sed. 

Trill and HcJII .~~~I.s .  11990) \ ie \ \  the steps in rescarch methodolog!. as: 

I .  del'ining tlie research objectii-es. 

2. deciding \\-hat information to gelieratc and 

3. tlic data collectioli method. 

l'hc rcscar-ch o h i ~ ' c t ~ \  es ol'tli~s stitcl! are as li>llo\\ s 

I .  Lo salt1 ail itncici~stancl~~ig oi'\\Iietlier thc I'A.'; \ \o~-litng 1 1 1  I .~rtn ..\ 11~1s 17cc1i ;I 

success and to cletermine the reasons behtncl \\lietlier or not tt has bee11 

.7, to gain an unders~ancling ol'lio\\ perl'ormance appraisal s!.stcms are opcrattn9 in 

three other successfill accounting I'ir~iis 

3, to cleter~nine if the PAS in F ~ r m  A needs to hc impro\ccl 01- amendeci In an!- \\a! 

as a result ol'tlic findtngs in 1 and 3 a b o w  N
at

io
na

l C
ol

le
ge

 o
f 

Ir
el

an
d



RESEARCH 171.PES 

There are t\\-o main types of researcli. clutrtitittrtivr and qzrcilitrltive research. 

Ocrklej. (1999) illustrates the differences bet\\-een these t\vo techniques' 

Table 5: - Differences bet~veen Qualitatil-e and Qual~titati\-e Research 

1 QI~ALITATIYE RESE-\RCI-1 1 QIT.4NTITr\TI\'E RESEARCH I 

1 f oin actor. o\\ n frames of reference I I 
Concerned \\.it11 i~nderstanding beIia\.iour Seek the factslcauses of social phenomena 

I Close to the data: the 'insider' perspectlie 1 Remo\cd from the data: tlie .outsider' 1 

I 

1 pcrspectiie ! 

Naturalistic and controlled obseri-ation 

( 

Grounded. discoiery-orientated. cxplorator~.  I Ungroulided. ierificatioli oriented. 

Obtrusi\-e and controlled ineasurcnieiit 

/ Valid real. rich. clcep data / Reliable liard and seplicahle data I 

expansionist. descripti\.e. inductive 

Process-oriented 

-- -- -- I ~ln&neralisable s~ng lc  case ciiiclie~ 

reductionist. h!.potketico-deductit-e 

Outcome-oriented 

-- -- - --- - -- 

~ e n e r i l i ~ s a b l e  iiiolt~plc care s t ~ ~ d i e s  1 

1 Assume a d~ oamic I-eallt! 1 Assume a atahle rcalit! I 

It is usefill to distinguisli bet\\-een tliese t\\.o I'orms ol'research in order to establisli i\liicli 

~ l ~ ~ ~ ~ r o ~ l c ~ l l  I!, IllOSL \lllLill3l~: f01- ~ll l ' ,  ',tll~I! 

I 'he aim herc is to dc\-elop a general understanding of I'erlhrmance Appraisal SJ-stems ill 

a niiniber ofaccountanc!. fir~iis ant1 is not in an!. \\a!- intenclecl to gii-e conclusi\e resc~lts. 

l'liis table then elearl! demonstrates the appropriatel~ess of cl~~alitati\ e research to the 

stud\ of Firm A's Performance Appraisal S!.stcni. 
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The methods used in this study to gather such qualitative primar!. data \\-ere: 

1 .  the semi-structiired intervie\\- (b!. telephone) and 

2.  a questionnaire \vith closed elided questions (see appendix 1 )  

This approach is one \\here the Inter\ ie\\ follo\\s a fa~rl! standard set of questions \\Iillst 

offerlng somc tle\ibilit\ and a l lo \ \~ng  the \ le\\s of thc inter\ le\\ee to become I\no\\n 

This type of iiiter\-ie\\ is appropriate \\-hen cluestions require some thought and \\-lien 

responses need to be explored and clarified. 

I t  \ \ a s  conl'irmed to thc inter\ le\\ees that tlie~r ~dentlt\  \\oiild rcmaln confidential T h ~ s  

ei~couraged the inter\ Ie\\ec to dlscuss the top~cs  more opcnl! and li-eel\ Written notes 

\\ere tal\eii dur~ng  the IliLer\ le\\ \\hlch \\ere re-\\r~tten ~mmedlatel\ aHer the inter\ le\\ 

tooh place 

An\  gaps identified \\ere clarified \\ ith a follo\\-i~p call 

'The use of inter\-ie\\-s and cliiestionnaires are regarded as a source ofprit~zcrr:~~ elcrtcr. 

Prlmar! data 1s data that 15 collected solel! for thc purpose of ans \ \er~ng the research 

cliiestlon Hrann~cl\ and Kochc ( I 997) 

The use ol'\i-hat is kno\\-n as sc.coflclar:)- elatcr mnst also be considered in line \\-it11 the 

ll'nd!iigs I'r-om pi-lnlar-\ clata 

Sccondar) data refers to thc re\ le\\ in$ o l 'c~is t ing data that is a\-ailable on !.our research 

toplc Secondar!. ciata is data that is a\-ailable but \\ hich \ \as not dc\-eloped Ibr the 

purpose of tlic research cluestion at hantl. 

13la~ter et al (3002) clel'lnecl jecondan data as 

"Data \\Ii!ch has alrcad!. bee11 collected ancl possihl! also anal! sed. b! someone 

else" 
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Reasons for i~sing secondary data according to Baster et al (2002) include: 

1 .  Collecting primary data is difficult. time coiisi~ming and espensi\-e 

2 .  You can never hat.e enoi~gh data. 

3. It makes sense to use if the data you \\.ant already exists in some form 

4. It may shed liglit on, or complement. the primary data you ha\-e collected 

5. It ma!. confirm.  nodi if^. or contradict \.our findings. 

6 It allo\\ s ! 011 to focus 1 our attent~on 011 anal! sis and Interpretation 

7 You cannot conduct a research stud! In ~solatlon from \\hat  has alrcacl! hecn 

done 

8. More data is collected that e\-er used 

It is cssentlal to anal! se thc secondar! data a \  allable to properl! d e f ~ n e  the research 

cluestlon 

-fhe seconciar!. ciata i~sed in this case stud!. comes l'rorn external aiicl internal sources l 'he 

external sources i~sed arc hool\;s and journals based on the topic ol'l'erlbrrnancc 

Appraisals. Books a~icl journals are a useful source in establish~ng \\-hat some authors 

kelir\c arc the lie\ issues in relation to Pcrhrmance Appraisals and Pcrlhrinancc 

,411lx-aisal S! slc111.; 1'11s iiltci-nal S O L I I ~ C L ' ~  L I S C C I  I I I C I L I C I C  colnpati! clociiillriitat~o~~ is ( Ilii-111 

A PAS) .  
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R E S E A R C H  T L 4 R G E T S  

Questionna~res \\-ere given (and completed b!.) and intervie\\-s held \\-it11 a selection of at 

least one individual froin each of tlie follo\i-ing levels Lvithin each accoiuiting firm 

selected: 

Partners 

Directors/Managers 

Stafl'melnbers 

Si~pport staff 

. - ! X . A L j ' S I S  7'1 1 E  D.AT.4 

'l'here can be diffici~lties in structur~ng and a~ial!-sing clualitati\.e data. Hrannicli and 

Koclie ( 1997). propose that a researcher is faced \\-ith the follo\\.i~ig issues in tr!.ing to 

anal!.sc cliial~tati~-c data. 

A mass ix  problem classif!.ing the \\-ords and sentences tliat malie the test ol'tlic data 

o blali~ng sure tliat the co\.ei-age of the data is adccluate. tliat is. that the li~ll range oftlie 

substance of tlie text I S  represe~ited ancl. 

a Ensuring tliat e n o u ~ l i  detail is included to maximise understanding. 

'I'he lie\ is to anal!.sc data in  l i ~ h t  ofrele\.ant theories and Iitcratiirt:. a~icl to ~ ~ r o c l i ~ c r  

~ . l e s ~ : l ~ l ~ ~ l l ~ ~ l l \  ~ l l l ~ l  C I S : \ \ \  ~:oll~~lllsiolls 1-1-0111 lI1lS. 

'I'l~is concludes the outlitie of the methodolog!. that \ \as used I ~ I -  this research stud!-. 11 

has iclent~l'~ecl tlie r-esearcli oblecti\-es and outlined the methociolo~! used 11 lias 

clescribcd the soilrccs ol'data used and the \\a! in \\Iiich tlie data collected \\-as anal!-sed. 
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SECTION 5 

PROFILE OF ACCOUNTING 

FIRMS REVBEWED 
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PROFILE O F  THE ACCOUNTING FIRMS SELECTED FOR THIS 

RESEARCH 

This chapter profiles a sample of top-tier accounting firms selected in the rescarcli for this 

thesis as \\.ell as tlie culture and organisational structure foutid in these organisations. 

Firm LA 

F'ir~n A is one of tlie \\.orldls leading orgai~isations of independent national firms. 

providing audit. acco~unting. tas  and spccial~st business ad\-ice to pro\\.ing entrepreneurial 

organisations. l'heir common ail11 I S  to help business miners acliie\-e success and real~se 

their amhit~ons \\-liere\-er the!. choose to operate. 

Thclr \ \or ld \ \~de net\\orl\ 15 ded~catccl to i~nderstandlng and scr\ Icing tlie needs of the 

people \\ ho o\\n aiid manage pro\\ tli-or~entccl buslncsses 

Business o\\-ners can rely on [;it-m A to pro\ ide them \\-it11 practical solutions and help 

tlieni to ~naxirnise tlie opportiin~t~es and minimise tlie rid\: ofcommercial expansion 

Firm A in Ireland has been a premier pro\-ider ofaccoi~nting. consulting. audit. personal 

financ~al planning. corporate ancl personal tasation. corporate reco\-er!. and insol\-ency 

and corporate fi11a11ce ser\-ices to tlie Irish busincss commur~~t!- for man!- !-ears ?'he 

present pa r t~ ic r s l~~p  can tracc its liistor!. bacli to l8CICI \\lien its f o u n c l ~ n ~  fir111 \ \as  

i~stahl~sliccl rri lIi11~111i 

With of'f'ices in  Ili~blin anci L~nier~cli .  incli~ding -! I partners and o w r  330 stal'f. their 

clicnts include pitblic companies. large multi-national corporations and ~iiediun~-s~zeci 

nianul'acturing anel retail ent~tics. 

'4s a mcniber- of I Irm A Intemat~onal cl~ents and staft'beiicfit li-om a global nc.t\\orl\ 

operating to tlie li~glic\t 1nte1-nat~onal stanci~rd\, N
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At Firtn A every client gets a personalised ser\.ice and that means tlie personal advice and 

attention of a partner \\-herever they are in tlie \i.orld. Not man!. international accountant!. 

firms can claiin that: e\:en fe\\-er deli\.er it. 

At Firm A. though. it is \\.hy the!. believe the!, are in business: and i t  is the 11-ay the!- do 

business best. By delivering real partnership and advice clients can trust. personally. 

Firm U 

Firm B is a member of Firm B International - a global accoutitanc!. and consultins 

orgallisation \\.ith offices in ei-cr!. mqjor econoinic centre in the World. Metnbersliip of 

Firm B gi\.es their clients access to global expertise and deli\-ers local !<no\\-ledge i i i  all 

marliets - eilsuring a common. \\-orlcl\\-ide approach and focus. 

ICey statistics on Firm R I\-orld-\I ide for 2000 inclctde: 

Fec t u r ~ i o ~  er of US$1.763 billion 

I_ocated in 88 countries 

532 offices 

18.5 15 staff 111 total 

1 trm B International lias a strong ~nternat~onal net\\orl\ and the I'irm ha5 the neccssar\ 

sl\~lls and resources to ad\ ~ \ c  an ~ n ~ e r ~ i a t ~ o n a l  based bus~ncss 

l. 'i~-~ii H lias bee11 the listest yro\\ Ing anci most progressi\-c 1'1rm ol'business ad\-isers 111 

Ireland 01-er the last 17 !.ears ha\-ing a 39 count!. co\erage \\-it11 offices in Ilitblin. 

I.tmcricl\- and associate ol'fices In Cork and I3ellhst. \\ ttli 35  partners and oLcr 400 stafl' 

The f ~ r m  is organised to pro\.idc their clieilts \ \  it11 a comprelicnsi\-e range of ser\-ices 

includil~g audit and accountins. tas a n d  other fillancia1 ad\ isor! seri-ices. 

'1-lietr g o \ \  th has becn due to a clear niarket focus on gro\\ ing and elitrept-eneurial 

businesses. In this marl\-et the! \la\-e de\ elopccl a closc "hands on" relationship \\ it11 t lic~r 
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clients and they have gro\\-n as their clients ha\-e go \ \ -n .  Fir111 B take an actit-e interest in 

their clients' business and their clients regard them as business advisors. not Just 

accountants or tax specialists. Being a gro\\.ing entrepreneurial business oursel\-es the\. 

understand the iunique challenges and opportunities that gro\\-th presents. 

Today. they are the leading firln of bi~siness ad\-isors in Ireland servicing tlie needs of 

entrepreneurial and gro\vtIi orientated businesses. 

Firm C 

1 Irm C' 1s tlie result of the amalgalnatlon o f t \ \  o f ~ r m s  \\ li~cli ~iierged in Ma! 3004 The 

tntertiat~onal firm \\ Iitch i t  merged \\ tth has elpcrlenced s~gnil'icant gro\\tli o \  cr tlie past 

fi\ e \ears and no\\ 15 one of tlie fastest y o \ \  Ing profcss~onal f~rrns in Ireland 

Their philosophy has been to de\.elop to cater for clients' needs \\-lien recluired. but not to 

gro\\ for the sake of size alone. Their gro\itli lias been organic and they have ne\.er been 

~n\.ol\.cd in a ina.jor merger. As a firm the!- be1iei.e the!. are small enough to pro\-idc a 

personal ser\ ice but large enougli to ha1.e spec~alist expertise in all areas. 

Ilicti internal striictitre. \\it11 a Iiigli ratlo of partners to \taff. enables c l~ents  to bencf~t 

lion1 clit~cl\ partner response \\ ~ t h  fi~ll\ briefed bacl\-lip partner5 atid senior managers 

al\\a! s a \ a~!ab le  In tlie absence of the main partner 

1.1rrn C' Internat~onal n~L\\orli is no\\ o ~ i c  of tlie Icad~ng ttiter-nat~onal aucl~t. La\; a d \   so^-\ 

and consulting groups outside the Big 4. comprisiiig 440 off~ces of'member and 

correspondent firms In C> 1 countries \ \odd\\  ide in\  011-ing some 13.6000 partners. 

principals and stall' 

Tlic alni ol' F ~ r m  C' 15  lo pro\ ~ d c  comprehcns~\t.  modern seri ~ c e s  to cl~elit\  globall\ 

tliroiigli the c i r~elop~nent  and maintenance ol'a cohesi\e net\\orl\ that operates to the 

\ame higli 3tandard5 ofproli-ssional~stii and \ aluc in each countr\ 
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All inember firills of Ftrin C Internattonal are independent entitles - no partnership or co- 

o\inershlp e\;tsts betlieen them Ho\\ eber e k e 9  office \\orbs actibel. together sliarlny 

~nfor~nation.  talent and hilo\\ ho\\ 

Firm D 

Firm D is a leading firm of chartered accountants and business advisers in Ireland. 

Firm D are the second largest accounting firm i l l  the Republic of Ireland. 

The I'irm has 65 partners aiid more than 1400 people in offices in Dublin. Corli. Cal\\a! 

and Belfast. 

.T'lie!. \\orti \\.it11 clients in all sectors of Irish business pro\ iding a range ol'ser\ ices. 

'The cornerstones of their business are clitalit!. of ad\.lce. qualit!. of service. and qualit!. 01' 

their people 

I:irm D membcr f i r~ns  are a Icading pro\-ider of assitrance. tas and legal. and I'inancial 

acI\ isor!- ser\.ices. M!ith a global approach to ser\-ice del~ver!. Firm D responds to clients' 

complex business challenges \\.it11 consistent methodologies ancl common tools across 

industr!- sectors and natiotial boundaries 

Funclaniental to Firm D's approach is their focus on industr!. scctors. The!. belie\e that 

the!. can add value for their clients if the!. trul!. ~inderstat-td their industr!,. This 1s \\-li!. 

the! in\ est i l l  continuousl! lmpl-o\ trig ~ I X I I -  I \ I I o \ \  I C C ~ ~ C  ol'thc ~tldi~strics t l i ~ ' \  st:r\ c 

In :!00;3. 1.1rtn 11 aclite\cd I-c\ enilcs 01' l~JSX I0 '12 b11l~or-t d r ~ \  eii h ~ .  strong perlhrmances 

across all fiinctional bus~nesses. ftrm D member I'iriiis achtc\-ed strong results clespitc tlie 

co~itinued global economic decllnc. \\.idesprcad upIiea\-al in the industr!. ancl a difficiilt 

marliet cti\.~roninent. Firm D remains cominitted to offering a complemcntar!. raiige ol' 

iiii~lti-clisciplinar\~ sl\:iIls including Assurance. ]:AS. 'fax and L.egal serj-ices to clients. 

\\-l~ich continue to le\-erage Firm Ll's in-depth I<lio\i-ledge of thcir busitless sti-atcg~es. 

cultures. I'inancial plans. control en\  ironn~ents ant1 business risks. Nearll. 100.000 Firm 1) N
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professionals In member firins \\.orld\\.ide collaborate across industry. service and 

natio~ial bo~undaries to deliver professional servlces in 150 co~uitries. 

Culture 

Tlie po\\:er culture can be found generall!. in accountancy firms. \\-here the elnpliasis of 

the organisation is driven by a strong entrepreneurial spirit. Tlie po\\.er culture is strong 

and proud, \\-liile tough and competitive. This tIrpe of culture can be described as a '\\.eb' 

structure \\.it11 one or more po\\.erfi~l figures at tlie centre. \\.ielding poi\-er. There are fe\\ 

rules and procedures \\.ltli this t!,pe of culture. .I'l11s t!.pe of ciiltirre piit a lot of'fditli In tlie 

indi\.idual aiid they judge b!. resiilts and are tolerant of iiiealis. 

Where a po\\er culture ~ ~ 1 s t ~  those at the cciitre basc. disburse po\\cr and ~iifluencc 

tlirougliout tlie organisatloll T h ~ s  is the \ \a \  the bcl~efs and alms of tlie organlsation are 

translated to the emplo! ces 

S t r u c t ~ ~ r e  

Accoiinting firms arc partnersliips and ha\ e a hierarchical structure. Such firlns are rcin 

b!- a Management Coliimiltce \\hicli comprises of a Managing Partner ancl Parntcrs. Tlie 

Planaging I'artnei- acts as the chairperson ancl has a clut!. to ma~~i ta in  and protect the 

reputation of the firm and promote tlie interests ol'thc firm. its partliers and its stall' All 

plans ~iiaclc:'ol?~jcct~\cs sc:t I?! 111~: ~ i ~ a n a ~ p ; ~ i i c ~ i ~  ~ ~ ~ i i i i i ~ t l c t :  ; I ~ O  13~11  10 t l i~:  I . L ' I ~ I ~ I I I I I I ~ ?  

partners. on ay-eemcnt the I-elc\-ant ~ n f b r ~ i i a t ~ o ~ i  I S  passed to the management group Ir 

directors and managers. The role of tlie management ~ r o u p  I S  to translate these plans ancl 

objecti\es into specific objectiies anci \\a! s ol'acIiic\-ing thcni. 
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The hierarchical structure of these flnns can be \. I ~ I \  cd as folio\\ s 

Manapins Partner \ 
I /  

Management Committee 

Partners 

I 
DirectorsiAssociate DirectorsiSenior Managers 

Managers 

I 
Pool of' Stall' 

Supported by. 

o Aclm~nistratioi~ 

B I Iuman Resources 

0 1.1- 

o I;inal~ce 

a Secretarial 
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SECTION 6 

SUMMARY & ANALYSIS O F  

RESEARCH FINDINGS 
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SUNIMARY & ANALYSIS OF RESEARCH FINDINGS 

This chapter pro\.ides an ob-er\-ie\\- of the findings of my research \\.hi& \\:as condi~cted 

through semi-structured interv~e\i-s and questionnaires. 

Fhe ~ n t e r ~  le\\s \\ere conducted and quest~onnalres completed d u r ~ ~ i g  .lune and Jirlj 2004 

Inter\ie\\s \\ere conducted \\ ~ t l i  and qucstlonna~res completed b) a ml\ture of 

Partners 

D~rectors 

c Managers 

a Staff Members 

Support Staff 

35  questlonlmlres \\ere ~ssued and 23 \\ere returticd completed Of the 22 completed 

quest~onna~res the breahdo\\n of those rece l~ed  are as lbllo\\s 

0 Firm A - 9 

o Fi1-11113--5 

Firm C '  -3 

Q Firm D - 5 

After cond~~ct ing a more detailed anal~.sis ol'tlie data recel\cd through the qucstio~inaires 

ancl the se~ni-structured inter\ ic\\ s the f ind~ngs slio\\- that there are a number ol' speci l'ic 

reasons \\-h\ the PAS i~~troduced in 1,'irm A has not she\\-n the same success factors as 

those slio\\n in  thc other 1:irms rcl-ie\\ccl N
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These findingslreasons are detailed belo\\ 

Table 6: Results from questionnaires 

PAS in existence for s yrs 
Ob-jectives inet 
Designed bv Both 

Appraiser Immediate 

1 Same metliod for all cateoories I Y 

2-5 
Y 

All I All I All I 

2-5 
Y 

Both Both 

Over 5 
Y 

Both 

Bi-annually 
Im~nediate 

Management Support 
Indi\~dual goals linked to 

manager 
Rating 

Y 

organisational goals 
Individual goals set b!. 

Bi-annually 
Immediate 

What training \,\.as pro\-ided d 

Bi-annually 
Immediate 

manager 
Rating 

Y 

manager 
Rating 

Y 
N 

Don ' t litlo\\ 

Both ____I Matnl! 

for 111 

Y 
Y 

Y 
Y 

Both Both 

All 

Has PAS bceii modified 
Frecluenc! of e l  a l~~a t ion  

Improved Job perl'ormance 
identified 

A I l 

Length of'appraisal inter\;ie\\ 

All 

N 

N 
Not 

Ha\ c ! ou encoirntered an! 
problems \\ itli the s! stem 
O b \ ~ o u s  Itnl\ccl to training & &- 

Y 

Y 
0-3 ! rs 

i ! Ibrin 
- -  ~ ~ -~ 

I I-clc\ a l l ~  r.cle\ ant  , - I - -  

) Efl'ecii\ c niaiiage~iient loo1 li)r i Not I Vrr! 

developnient 

Management perception of' PAS Great]) ~n 

Adequate traitling & preparation 
pro\ ~ d e d  prtor to appra~sals 

Y 
0-2  I rs 

I:acli of tlie pt-oniptslq~icstions on the leli-liaiid stcic of t h ~ s  table cot-respond to tlie 

cietailecl cluesttons posed In the cliiestionna~re as set out in A p p e n d i ~  V 

Y 
0-3 rb 

ob\.tous 1 obvious ob\-ious 
Rele\:aiicc of format of appraisal Partl! 1 Ver!. Vet-!, Ver!. 
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For the purpose of summarising my research findings I have divided the responses 

received under the folio\\-ing headings: 

1 ) Management Support 

2 )  Appraisal Skills/T'raining 

3 )  Appraisal Forms 

4 )  Evaluation of PAS 

5 )  Goals/Ob.jective setting 

6 )  Improved Performance 

I ) Management Support 

For a PAS to be successli~l it 11ii1st ha\ e tlic support of ~i~anagement  Srom tlic outset 

Responses rcceiicd she\\ the folio\\ Ins 

1-lrm A - 67OA of the responses recc i~ed  stated that management support \ \as not e \   dent 

l:lrms 13. C R: D 85% of responses stated that management support \ \as e \  ~dcn t  

2 )  Appraisal SI\-ills/Trai~ilng 

Appraisal sliiIls/training is an important part of the im1~lementatioli o f a  PAS. I t  is 

~mpera t~ \ -e  that appraisers are trained In ho\\ to conduct an appraisal Inter\ ie\\ so as to 

ensure that both appraiser and appralsce get the most out of'tlie process. 

Firm A - 75% ol'appraiscrs stated that sul'ficient trainins in conducting appraisal 

inter\ ic\\ s I\ as I I O ~  pro\ tiled 

I;tt-ni L3. C' R I )  - 38 5*,0 01'1-csl?onsc.~ r-ccci\ ccl \\ere from nl?praisess :lncl ol'tliosc I",o 

stated that the training PI-o\-idecl \\-as sat1sf2ctor!-. 

3 )  Appraisal Forms 

According to 1:letcher. C. appraisal papel-\\orl\r shoultl he professional in  appearance (ie 

\-is~hl!. plcas~ng \\ithout being d~stracting). ccono~nical In ~ t s  ilse of'spacc. and  c.l'l'ccti\c 

in generating tlie information rcclnircd N
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Fl r~n  A - 89% stated that there \\ere too man\. forms and the! \\ere too long 

Firin B. C & D - 92% stated that the) \\ere liapp) \\ it11 the format and length oftlie 

appra~sal forms 

4) E\:aluation 

Organisations are operating in a ever changing environment so tlierel'ore it is necessary to 

evaluate the PAS so as to ensure tt remains in line \vith tlie changing goalslob~jectives of 

the organisation and its staff. 

F 1ri71 A - 100% of responses stated that eitlier 110 e \  aluat~on \ \as completed or that the\ 

\\ere iuia\\are of an\ e \a luat~on or changes to tlie sjstein 

I Irm B. C. & D - All respondees stated that since the ~ntrodiict~on of the~r  PAS tlie 

elements of the s! stem had been amended or replaced 

5 )  Goals/Ob~jecti\.e Setting 

The setting of goals/ob.iecti\.es sliould be shared bet\\-een both appraiser aiid appraisee to 

eiisurc that both parties are in agreement and also it ensures bc~!.-in from appraisees. 

Firni A - 67% 01' responses slio\\- tliat goals/objecti\ es \\ere mainl!. set b! tlie appraiser 

\\ it11 l~ttle input l'rom the appralsee 

Firm B. C' & I )  All respondees stated that the setting of'goals/otyecti\-es \ \ a s  sliarecl 

bet\\-een the appraiser and appraisee. 

6 )  Inipi-o\ cd I'erli,t-iiiance 

( h e  of'the maln ob- jec t~~cs  of a PAS is to contrihutc to the impro\emcnt of'both 

inciil idual and organisational performance. 

r ~ r i n  A - 01'tlic responjcs recei\ed 6090 \\ere l'rot~i mana!gement and of tliat onli 76'30 

statccl tliclt the\ sa\\ an 117ip1-o\ ement In performance as a result of tlie tiitrocii~ct~on oftlir 

PAS N
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Firm U. C & D - Management responses accounted for 46% of \\.hich 38.5% stated the!. 

noticed an improt-enlent in performance since the introduction ol'the PAS. 
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SECTION 7 

CONCLUSION & RECOMMENDATIONS 
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CONCLUSIONS AND RECOMMENDATIONS 

Follo\\.ing my study of literati~re re\-ie\\: in the area of performance appraisals. condi~cting 

primary research thoi~gh questionnaires and inter\-ie\\.s and finall). summarising and 

analj,sis the findings of tn!. research it became clear that there are a core nu~nber of 

significant reasons as to \ \hy the PAS in operation in Firm A is not operating to its 

potential and ultiniately has not been successfi~l. 

These core reasons are as folio\\-s: 

1 .  Lack ol'Management Support 

2.  Incffecti~ e appraisal sl\-ills 

3. Complex paper\\-orl< 

4. Failure to evaluate the actual PAS itself 

5. Lack of ob-jectives 

6. No perfortilance i~npro\.ement identified 

'l'lierc are also a number ol's~naller factors at \\orli \\.liich. couplecl \\-it11 the abo\-c 

problc~ns. manifest theinsel\-es 111to much larger proble~ns. 

These ~ n c l i ~ d e  i'lrni culture. stafl'host~l~t!. hunian judgements and bensltl\ ~ t ~ c s .  IacL of 

folio\\ LIP. support measures ancl conf l~c t~ng  o h l e c t ~ ~ e s  

I i c h  of  thc core rcasons arc ~ L I I - L I I ~ I -  exatninecl as li,llo\\s 

I.acli of 3ianagernent Support 

In order for a PAS to be a success. managenients' o \ \ncrsh~p of ancl coni~nitment to the 

I'AS is essential N
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It is evident from the research that Firm A did not have tlie fiill support of all senior 

management frotn the outset. 

Reasons for this included 

e Management \.ie\\- PAS as a burden. They regarded tlie formal appraisal as 

been a \\:ask of their valuable time as they felt that the!; are appraising 011 an 

ongoing basis any\\'ay. 

s Management do not take tlie time to understand the purpose and benefits of 

the PAS. 

e Management are reluctant to use a lbrmal appraisal system because the!. see i t  

as interfering \\.itli. and possibl!. damaging. the relationship the!, h a w  \\-it11 

tlieir employees. The dill'icult!. is not onl!. to persuade managers to appraise. 

biit to appraise correctl!. \\-it11 commitment. 

If the PAS 1s 1 ~ e \ \ c d  as not b e ~ n g  supported b? scnlor ~nanagenient the\ ~t \\ 111 be er\ 

dtl'lic~ilt to ensure that all other staff support the s!stem 

Reco t~~~~~ t r . ndc~ f rm  

In order to ensure support of senlor Inanagcmcnt the\ sliould he ~ n \ o l \ e d  ti-on1 the outset. 

I e ha \e  members ol'the management team ~ n \ o l \ e d  In the cies~gn and ~mpleme~itatlon of 

the s! stem 

All 111tc;rnal colnmnn1catlol-i s! stcln i t :  I1lccLln;;s. ctninil alc.:rl\. hrlc:l'ing\) \ I I O L I I C I  h(' ~ C I  

up to ensure that all management are ~nl'ormcd ol.the bcnef~ts ol'thc ~ntrocluction ol'thc' 

s!-stem and its obecti\-es. tlicse benefits and ob.jecti\es should he re-iterated at e\er-!- 

opportunit!.. 

All manasernent should also be kept updated on thc \ arious stages of the destgn a ~ i d  

iriiplc~~iei~tation. This \ \ i l l  ensurc that management arc co~istantl! a\ \are oE\\hat 1s going 
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This needs to be implemented \vithout delay 

Ineffective intervie\t.ing skills training 

Firm A appear to have an incompetent intervie\\.-ers appraising staff. 

An appraiser \\-]lo is tincertain. anxious. disinterested or arrogant \ \ . i l l  give rise to an 

implicit conclusion that i t  \\-oiild have been better off if the appraisal intervie\\- never tooli 

place. According to 111~. findings % of the appraiser respo~ise's stated that the!. did not 

recei\.e adequate training in ‘lie\\- to conduct an effecti\-e appraisal inter\-ie\\' 

l<econ~11~eri~~c~fio17: 

Pro\.ide appraisal inter\-ie\\.ilig sl\-ills training for all appraisers ~vhich \ \ - i l l  pro\-e to be 

productive and \\.orth\\ hile for both the appraiser and appraisee 

It is essential for the appraiser to litlo\\- ho\\ to deal \\-it11 

0 Obtaining informatio~~ 

c Giving feedback. both posltl\ c and negali\-e 

P r ~ b l e ~ n - s ~ l \  ing 

Moti\ating 

~3 counselling 

Firm A's managers alread!. feel inundateci \ \ - l t l i  paper\\ orli. and man!. resent the litrtlier 

form-filling required h! the appraisal s!-stem N
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l'liis became apparelit from the responses I reviewed. I t  \\-as evident tliat tlie appraisal 

paper\\-ork \\-as too long and took up too much of managers 'charpeable' time to colnplete 

(as managers are mainly assessed themsel\-es on the tiiunber of chargeable hours they 

themselves can bill ! ) .  

Some of tlie other firms used for co~nparable purposes stated that they ha\-e actually 

ainetided their appraisal forms for this reason. 

Reconln~endatio~~: 

When it comes to tlic issi~e oftlie appraisal form it should be made clear to both tlie 

appraiser and appraisee tliat the piirpose ol'the perfor~nance appraisal s!.stein is not to 

generate Inore paper\\ork but to motimte emplo\.ecs for the purpose of impro\ ing 

orsanisational perforinance. 

Those tnvol\.ed in the design ol'the appraisal form should take 011 board an! suggestioiis 

of aniendnients to the Ibrm given b!. tliosc responsible for coinpleting tlie appraisal forni. 

Failure to  E\,aluate the $\.stern 

Fa~lurc to eialuate a PAS and niake impro\cments \\here nccessar! is a major 1Bilure of  

FII-m A.  

'l 'hc. r-?t\ponscs ~-c:cc:i\-cci stntcd thai c~ther  n o  i>\aluat~oli  sol\ ~)lacc: or rctspoiiclc:~:.; \ \ i . rcX 

nna\\are ol'an c\-ali~ation taliin? place 100'),,0 of responses In relation lo F~rnls A's IIAS 

statcci that it had not been mociif'~ed since its introduction \\ hich ma\. ~ r n p l \ '  that iio 

c\aluation tooli place 

Recor/l~iierid~/tioii: 

Most organisations are operating in a 1-apidl! clianging en\-~ronment. so tlici-efore the 

appraisal s!-stem \\Iiich \ \as sufi'1ctcnt ~.t.stcrda!. ma! no longer scr\-e its or~ginal 

fi~nction. Appraisal s!-stems should bc e\-aluateci on a regi~lar basis to ensure i t  cloes~i't 
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remain inert and become a ritualistic exercise \\.hich may result in it losing its credibility 

and become obsolete. 

Lack of Objective setting 

An essential part of performance appraisal. is setting goals/ob.jecti\-es 

The settlilg of goals /oblect~~cs  sliould be a joint effort betlieen appraiser and appraisee 

for the PAS to be succcssfi~l 

t lo\ \e\er .  thls docs not appear to be thc casc I\ ~ t l i  Firm A. \illere the nialoritj of 

goals/oblectl\es are sct b! manageinc~~t B\ not ~ncludlng staff in the setting of goals this 

I~as  lead to staffhostilit~ to\\ards the PAS 

Reconlr11ei1dc~tro17: 

It I S  imperatlLe that both appraiser and appraisce are ~n\ol\eci  in the process of settlng 

goals/oblcctl\ es 

This \\ i l l  allo\\- staff to be able to \ ie\\ the s!.stem as theirs. liliel\- to bcnel'it them and 

rcclu~ring their acti\-e co-operation i l l  achie\ ing the goals/ol?jecti\-cs \\Iiicll in tllrn \ \  1 1 1  

improve organ~sational performance 01-erall. 
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No improvement in performance 

Firm A do not appear to have noticed any improvement in peri'or~nance since the 

introduction of the PAS. 

Reasons for t h ~ s  ~nclitde 

e Lack of support from management ma) habe resulted In the s>stem not been 

supported b> staff so therefore ~t \ \as not used as a tool to impro\ e 

performance 

Lack of understanding of the Importaiicc of se t t~ng personal goalsloblect~ies 

to ensure that staff are \\are of \\ hat is e ~ p c c t e d  of the 

Rrco~~~i~~endc i t io t~:  

e Ensure that management support is achie\.ed through methods previousl~. 

mentioned. 

Ob.jecti\.-es of the sj.stem and the i~i~portance of both appraiser and appraisee's 

~n\-ol\ .en~ent in the appraisal ~nter\-le\\- anti the setting of goals/ot?jccti\-es 

ncecls to he re-iterated. 
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APPENDIX I 

Fir111 A 
Perfotfnance Appr:iisaf Systezz~ (PAS) 

Director /Associate Director /Manager 

Name: Department: 

Position: 

Review Period fsorn: to: 

I Main Areas of work for pcriocl under review and their related goals & targets 

A. YOUR PEOPLE 
. . 

l)~zl>laylllg Ic;~~lc.r~hq>. crcatulg ancl ~lc\-r lol)~~lg :III (.ltrctl\-c 1(.:1111. r.9 S ~ I ; I ~ . I I I ~  r c ~ ~ > o ~ ~ ~ ~ l ~ ~ l l t l r s .  ~ I \ . I I I ~ ~  otlicr': \I);ICC. 

cYr 'ul>lxxt. ~ I I C (  ) L I ~ ; I ' I I ~  r l~c clc\-c.lollnlc~~t of. :lntl gl\-lng crccl~t to. tc:lnn ~ n c n ~ l ~ c r z .  m;ullt:lllllng g(~ocl nu ,~.;rlc. 
I'ro\-ltlll~g IXJ*ILI \ -C ncgatl\-c krdl~ack.  co;~chll~g. 1dcntll1\-111g tralll~~lg & ~ C I ~ \ ~ r I o l ~ ~ ~ ~ c . ~ ~ t  11t'c~1> 01-  st;^ t t  

Individual's Assessment 
- - - -- --- - (to be  completed prior to meeting) 

ndix-idi~al's Targets for next 12 months ( to  be completed prior to meeting) 

(to be colnpleteci prior to lneeting) 
-- 

~ ~ 

Agreed Goals & 'l'argets (to be completed at ~ncc t ing)  
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B. YOUR E F F E C T I V E N E S S  
l o u r  ;1111llt!- to hantllc largc. \-olunic> ot\\-ork. t o  cc~t i~rnu~l~catc  clcarl!- LY( COIICISC'I\  I~otli \.c.rball! CY( \ \ . r ~ t t v ~ ~ .  
.\bll~t\- to malic. >outlcl ludgc.111~11tz. L)en~o~istsatc. rnot~\-attot~ & dsl\-c togctllcr \vltIi n . t Ih~l~lcss  to c~vcrcomc. 
ol~stnclc~.  

Incliviclual's Assessment (to be  c o ~ n p l e t e d  prior to meeting) 

Individual's Targets for nes t  12 months (to be  co~nple ted  prior to meeting) 

Appraiser's hssessrnent (to be  completed prior to ~nee t ing)  

Agreed Goals & 'l'argets (to be co~nple ted  at  meeting) 

C. TECHNICAL 
1 .c~;lc1er.l1111 111 LI.CI~II~C:II :1c(.;1. ~ 1 1 ~ .  :1Il1111! t l 1  I ) ( .  ;I rcI1:lI~Ic 111 ) l i l t  I ) t  l.(.fcrell(-r & t I l ( .  C;l]):lCII! tl I 11.;1<1 C I I I I I ] ~ I ~ \  

tcchilrcal a>sli,.lIrnc,llr.. 
.- 

11idi\-idunl's Asscssmc~lt 
- p~~ - ~ -  ~ - - 

(to Oe c o ~ n p l r t r d  prior to ~ncetirlg) 
- --- ~ 

ppp~ 

I n d i ~ ~ i c l u ~ ~ l ' s  Targets for nest  12 months (to be  co~nple ted  prior to meeting) 
~ - 

Appraiser's Assessnlent (to be  cornpletetl prior to ~ n r e t i n g )  
~~ - -. -. . -- 

~- 
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Agreed Goals & Targets (to be completed at  meeting) 

D. CLIENT SERVICE 

tllncl!- n1;lnuc.r. q~rnllh- oi cl1c11r 1-c.ln r1011~11ips. .pcc~I ( 1  t t'csl11 msc. tc I cllcnrs ~lc.ctl>. 

Indi\rid~~al's Assesslnent (to be completecl prior to meeting) 

Individ~~al 's  'I'argets for nest 12 months (to be completed prior to meeting) -i 

Appraiser's Assessment (to be completed prior to meeting) 

-. .- - 

E. CONTRIBUTION T O  OVERALL TEAM RESULTS 
1 .('I V l >  1 1  t ti'('> ~ 1 : l l l ~ ~ i i ' ~ ~ .  pl'l IIIlpt ~:l , l l  ~ i > l l V C t l l  111. Cl  Illtl'l )lllllg ( ) t  1 1 1 l l l - C ~ l : l ~ ~ ~ l ~ I ~ ~ '  [Illlc. 

1ncii~-iclu:~l's Assess~nent (to be co~npletecl prior to ~neeting) 
-- - -- -- -- - ~ ~- - -- -- ~ - -  -~ N
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/ Individual's Targets for nest 12 months (to be  completed prior to meeting) 

Appraiser's Assessment r-- (to be co~npleted prior to meeting) 

I Agrecd Goals & Targets (to be conlpletetl at rnceting) 

- - -- - - - - - - - - - - 1 F. BUSINESS DEVELOPMENT 1 
I ~ I I  I I I I I I ~ I ~ I I  I I o r .  I hc ;111111t! t l  I ~clcl~t~fy. : I I ~ C I  S C . C I I I . ~  1.(.1;1t11 I I I \ [ I I I > .  

\\.tth \ aluablc cr r~~tnct>. csc.cl~l~~l~t\- rc 1 Ilc. scct~ ;IS ar ~nlc( 1nc. t( 1 \\-I\< 1nl Icad.; -hol~lrl I x  i>as>ccl. 

(to be co~npleted prior to meeting) 

Incli\ idiral's Targets for next 12 ~non ths  (to he cornplctcd prior to meeting) 

Appraises's Assessrncnt 
- 

(to hc completetl prior to ~nectirlg) 
.- ---A 

i Agreed Goals & Targets 
-. -- - - - - - 

I 

(to he co~npletetl a t  rneeting) N
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O\ei,ill R l l c l  \ e,ti Piog~e:;a Repoll  ( t o  bc completctl , ~ t  6 m o n t h  .;t.ige) 

- 

Incliviclual Assessment (to be cornplcted prior to the meeting) 

Appraiser's Assess~nent (to be co~npletccl at the meeting) 1 

SIC;S.ATI~IIES: .After tliscussing and agreeing on the corlterit of 6 month progress, both 
indi\.idual ant1 a l~ l~ra iser  sigri here. l 'he iricii~-idual should sign this section first follon-ccl by 
the appraiser. 

Iriclividual: Date: .--- - -  P ----,- .-- 
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Appraiser's Asscss~ncnt (to be co~npletecl at the meeting) 

OVERALL RATING CRITERIA 1 2 3 4 3 

Rating Scale 

11cccIcl.1 

5 - (11 )ll.;Istcn~l\. ; ~ c l i ~ c \  c.; cliallcng~ng and s t rc~c l i  goals 
4 I . rcc luc~~~l \ -  achtc\-cs chal leng~ng 2nd stretch goal.; 
3 - .\Icct.; goals ancl ach~ci-cs  li~gii cs l>cc ta t~o~i  
1 - Inilm I \  cmctlt 111 a cli~rnl~cl. o l '~>cr iormancc  arcas 1.: 

/ Appraiser ( t o  be completccl at the meeting) 

Indi\-idual: 
=s--.m..s--- ..-.-7-~. -- 

Bate: 
. -.- . .--: *z-7r.< - - ~  =.=- -=---=-.- > .rz- .L-=7= :.=- ==... --.- . - .--~- ~-.-y.-, 

Appraiser: 
.-----.-xz-.a . =-.- ..= .---= ... - -:- - -. - - - . 

Date: 
~ < . - . . - =  - --..=.=, =-.y.-~~2.--,~*.-a 
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Name:  

Firm A 
Perforzz~ance Appraisal Sr;s ten1 (PAS) 

ASSISTANT &+5WAGER/QUALIFIED SENIOR 

Department: 

Position: 

Revie~v Period from: to: 

1 Main Areas of work for period under revie~v anti their related goals & targets 

1 A. TEAMWORK 
11al;lng ;l pc ~ s ; t ~ \ - c  ci ~ n t ~ . ; l ~ i ~ l ; c  JII t o  thc [cam I,\ r c l a ~ l n ~  I\-cll t~ J i ) thcrs  ~ c ~ c l u d l n ~ ,  c f f ccu \  c. supcr\-islon o f  
staff. rimel!- rcpc l r t ~ n g  tc ) nlall;\gcl. ci rllcagilcs and Ii~lfi lnicnt i ~1 'gr i  )i113 wspi  ) ~ I ~ I I x I I ~ I ~ s .  \ I ;unta~nl l ig  m! )cnlc 
2nd mi ~ t ~ \ ~ a t ; i l ~ i  i ) f  crthcrs. 

I Individual's Assessr~ient (to be completed prior to meeting) -- 

Indiviciilal's Targets for nest 12 niontlis (to be completed prior to meeting) 

Appraiser's Assessment (to be completed prior to meeting) 

Agreed Goals B; Targets 
~ 

(to be completed at meeting) 
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B. YOUR EFFECTIVENESS 
SpcnIi111g & \ \ T I ~ I I I ~  CIL':I~I>-. I I I ~ C ~ ~ C ~ I I I ~  ' f t~c t~ \  CI)  \ ~ ~ t l l  o t l l ~ ~ .  IICIIIY ~ C C ~ : I ~ C C !  t o  II>~CII.  s l lo \ \~~lg  I>C~SI!I~:II 
cc~inrnttmcnt t o  thc ob)cctl\-cs OF the fir111 and clcpartmc~lt ns a \\.hole. I : t t cc t~\ -~  control o t  c:1scl0:1c1 ;111d 
lll~lll~P~lllcllt o f  rc50Llrccs. 

I Individual's Assessment (to be com~leteci  prior to meeting) I 

Individual's Targets for next 12 months (to bc co~npleteci prior to meeting) 

Appraiser's Assessment (to be cornpletcd prior to ~necting) 

Agreeci Goals & Targets (to be completed at meeting) 

TECHNICAL 
I ~ l l l t 1 l l l l 1 : , ' ~ 0 1 1 1 ~ 1 I 1 ; 1 1 1 ~ c ~  rC.C~lIII.c~Illc1l~>. Ijlltllllll:;' ) 0 1 1  1~CC~llIrc~Ill(.I11. :111c1 11>111g 1 1 \!..LI.111\ (.~k.Ctl\-c~l! & rttl~lClltl!.. 

Individual's Assess~nent (to be completed prior to meeting) 
- . - ~  ~p - ~p ~ ~- 

Indivici~~al's 'I'argets for nest 12 rr~onths (to be corrlpleted prior to lneetirlg) 

(to be completed prior to meeting) 
-- - -- N
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I Agreed Goals & Targets (to be completed at meeting) 

I D. COMMERCIAL AWARENESS 
L - l l ~ l ~ r > t ; l l l i l l l l ~  t I 1 c  t l l l~ l l l~ : l : l l  & C( ~ I l l ~ > v t l t l \ - c  Coscvs \ \ ~ I l l C l ~  lIII\>:lcL 0 1 1  t l l ?  < l c \ ~ < l ~ ~ 1 l ~ c l l t ' >  \ ~ v S t o S 1 T l ~ ~ l 1 c c .  l l l l ~ ~ C . ~ . l ~ ~ l ~ i l l 1 T g  & 
; I I ~ ~ I C I ~ > ~ ~ I I I ~  CCIIIII'S I I V C ~ I \ .  I I ~ ~ S I < C . ~ I I I : , '  ~ I I c .  i I < . l ~ l ~ t l l ~ ( . ~ l t  c . ~ ~ c c ' c ~ I \ . c ' I \  :111iI ~ I I C  ; I I I I I I~ \ .  t o  I I ~ ; I I \ c '  ~ 0 1 1 1 1 ~ 1  C O I I I I I I C ~ C I : I ~  ~ I V C I S I (  , I I \ .  

~ ~ ~pp 

Inclivitlual's Assessment (to be cornpletccl prior to meeting) 

- 

Targets for nest 12 months (to be co~npleted prior to meeting) 

Assessment 
~ 

(to he co~npletetl prior to meeting) 
-- - - - 

- - - - -. . - -. 

Agrced Goals & Tal.gcts 
L-- -- ~~ - -- -~~ -- ~ 1 (to IJC ccmq~letetl at  mccting) 

- - - - . -- . -. - 

BUSINESS DEVELOPhlENT 1 
l l l l r l  J I  I I S  f \ I  I l l l r l l l i l l  , 1 1 1 ~  1 1  S f  I I Ilk. .1111111! I f  ) (i l l . l1~ll-!  .111L1 .C.(.ill.C t.Cl.ll1i 1 1 l ~ l l 1 j b  \ \ . l l l l  \ . l l l l .1 l3 l~ .  i C( ~ l l ~ : l c - l ~ .  
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Individual's Assessment (to be c o m ~ l e t e d  ~ r i o r  to meeting) 

Individual's Targets for nest 12 months (to be completed prior to meeting) 

Appraiser's Asscssrnent (to be completed prior to meeting) 

Agreed Goals & -1'argets (to be co~npletecl at ~neeting) 

F. OPTIONAL 
(An!- other slcill area not co\-erctl in prc\-ious sections) 

1ntli~-iclual's Assessmenc (to he cornpletcti prior to meeting) 
- - p~ - p~ - -  ~- - - -  ~p ~p~ ~ ~ - --- 

--- - ---- - ~ -  - - ~ ~ -- -- ~ --- ~~ - 

I ~ l t l i ~  idi~al's I'argets for ncxL 13 months 
-- 

(to be eompletec1 prior to rneeti~lg) 
p-pp.-p . ~ - p . - ~ . ~ ~ ~ ~ - .  -- - - 

(to be cornplc~ecl prior to ~nee t i~ lg )  
-- ~- 

N
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I Agreed Goals & Targets (to be eoinpletecl at meeting) 1 

/ Individ~~al  Assessment (to be colnpletccl prior to the meeting) I 

Appraiser's Assessment (to be completed at the meeting) 
-- - - - - - - - - - -- 

Appr 2 I '  lser: Date: 
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Individual Assessment (to b e  completecl prior to the meeting) 

I I 

OVERALL RATING CRITERIA 1 2 3 1 3 

Rating Scale 5 - (:ons;stcntl\ achlc\ cs cliallcng~ng and stretch goals 
I I .  .L l  ..I. . .l..ll . . .  1 .& .  . - I -  - 1 .  

. . 

3 \Iccts goals and  achk\-c$ high expectation 
2 Impro\ crncnl 111 ;I n u m l ~ c s  o f  pcsforninncc ascas I S  

nccdccl 
I - I mnicc1i;ltc ,~ncl s1~111hcant ~n ip rc  i \ -c~ncnt  1s nccclcd 

- - ~ - -  - -- - -  -- - -  

I a~ A ~ r , ~ i s e r  (to be co~npletet l  a t  the rneeti~lg) 
- -  - 1 

I SIGNATURES 
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Firn~ A 
Perfomlance Appraisal Svsten~ (PAS) 

Semi Senior 

Name: Department: 

Position: 

Review Period from: to: 

/ Main Areas of work for period under revie\\- and their related goals & targets 

Inctivicfual's Targets for nest 12 rnonths (to be completed prior to meeting) 

.- -- - - --- -- 

Assessrnerlt (to be co~npleted prior to meeting) 
-- - - - - -~ - - - ~- -~ -- - p~ -~ - p- - -- p- 
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1 Individ~~al's Assessment (to be corn~le ted  ~ r i o r  to meeting) 

I Individ~lal's 'Targets for nest 12 months (to be completed prior to meeting) 

Appraiser's Assessment (to be completed prior to meeting) 

Agreed Goals 81'I'argcts (to be cornpleted at meeting) 

- 1 c- TECHNICAI, 

~ ~ -. 

Intlivitl~~al's 'l'argcts for nest 12 months 
- 

(to be cornpleted prior to meeting) 

(to he  completed prior to meeting) 
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E. FLEXIBILIT\-/PROBLEM SOLVING 

- 
(to be colnplctecl prior to meeting) 

Agreed Goals & Targets 
-- 

(to be completed a t  meeting) 
-- -. - 
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1 Individual's Assessment (to be co~npleted prior to meeting) 

Appraiser's Assessment (to bc co~npleted prior to ~neeting) 

Agreed Goals & 'Targets (to be cornpletccl at meeting) 

1 Indi\-idual Asscssrnent 
.- 

(to be co~npletecl prior to the meeting) 
- .. - -- 1 

I~~diviclual: Date: 

Appraiser: Date: N
at
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na
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Individual Assessment 1 (to be co~npleted prior to the meeting) 

I Appraiser's Assessment (to be co~npleted at the meeting) 1 
I'ro\-~dc colr~tncllt OII all! tllttcxrcllccs b t ' h ~ w n  thc Tnti~\-~du;ll's nsscysrnc~~t allti the \pl>rfllscr's a>> ' C > > I I I C ~ I ~ ~ .  .. . 

OVERA1,L KA1'ING CRITERIA 

Rating Scalc .i - ~;1111s1stc11tl\ acIl~c.\-cs c l l ; l l l v ~ ~ ~ ~ ~ ~ g  :111tl strc.tc11 go;ll> 
-1 I . r rc lur~~t l \ -  achlc\ cs ch;lllc~l'~~g ;111(l s t r c ~ c l ~  go;~I> 
3 - \Ivc.ts go;lls alld acll~e\ c.s high espectation 
2 - Iml>so\-cnlc.~~t 111 a nutnl~cl- r~fpcrforcllaucc ;{urn> 1s 11rc.tlc.cl 
I - I~nnlc.d~atc. atltl s ~ y l ~ t i c a n t  I I I I ~ X O \  c.111c.1lt I- 11cvclrcl 

( F1'7'LrRL POTENTIAL I 

Appraiser (to bc completed a t  the ~ n e e t i n g ) - ~ - ~ ]  -- 

Indivitlual: Date: 

Appraiser: Date: 

N
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Appen riiix I V 

Same: 

Fiml A 
Perforn~ance Appraisal Systenl (PAS) 

Bz~siness Sz~pport 
Re\.-ie\i- Period 

Main Areas of work for period under review and their related goals & targets 
A. TEAMWORK 

1 Individual's Assessment (to be completed prior to meeting) 1 

Individ~~al 's  Targets for nest 12 months -- (to be completed prior to meeting) 

Appraiser's Assess~nent (to be co~npletcd prior to meeting) 

Agreed Goals & Targets 1 -  - -  - 
( to  be complctec1 at ~nectirigl 

- - - - - -- -- 

( t o  he completed prior to meeting) 
-- N
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Individual's Targets for nest 12 months (to be completed prior to meeting) 

Appraiser's Assess~nent (to be co~npletecl prior to meeting) 

Agrercl Goals & Targets (to be complcted at  ~necting) 

C. 'TECI INICAL 
L .rs . I  )it\\-;ll-c. c.tticlc.n tl!- ;uld 1x12 n Ic\-cl i )  t I 1 :~\\-:ll-c.urq> : I ~ ~ X I  I~XI ; I~C '  11) i l>l~rsr ! I L  ; I C ~ I T . I ~ \  . Ilc.nlc 111s tr;l tc.. u l>tc  )-d:~rc 
[ c . c ~ I I ~ I c : ~ ~  klli ) \ \ ' l ?de~ Ill I )\\-I1 ;lI'r;l i l l -  \\ ( 11-I< ;111c1 t:lI\r> I )c . l .>~  111:11 t'(.>]>i !~l\llllllt\- t i  IS ~<c.c . I ) I I~: , '  111) ti !-d;ltc.. 

Indi\~idual's Assessment (to be cornplctecl prior to rnceting) 
p~ - -- - - -- -- - -- - .- -- -p - 

Individual's 'Targets for nest 12 months (to be completed prior to meeting) 
-- 

Appraiser's Assessment (to be cornpleted prior to  neel ling) 

- - -- 

Agreed Goals &Targets  
-- - . . . - -. - - -. -- -. 

(to be co~nplcted a t  meeting) 
- - 
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D. CORPORATE IkiAGE 
I~rojects Firm .L\ corporate image and core d u e s  effectil-el!. both internall!. and externall!.. L\:orh is neatly 
presentetl and in corporate sb.le. Projects a pleasant. good-h~lmoured anti p~.ofessional demeanour. e \ r n  under 
pressure. Takes opportunities for involl-emel~t in actilities outside -'core duties" \\-here these beliefit the office or 
firm as a \vhole. 

Individual's Assessment (to be completed prior to meeting) 

Incliviclual's Targets for nest 12 ~non ths  (to be  co~npletecl prior to meeting) 

- - - - - - - - -- - - -- - - - -- - 

Appraiser's Assessment (to be completecl prlor to mectlng) 

- - - - -. . - -- - 

Agreed Goals & Targets 
-. - 

(to he cornpletetl a t  meeting) 
- -. .-- . -- - -- -. . . - - . .. -- - 

/F TIME hlANAGEhIEN?' 

(: i  I ~ I ~ I I L I I I I C ; I ~ ~ S  lu q o o d  t l t i l~.  ~t c lc , :~cl l~~~c.  ~ ~ n r r ; ~ l ~ a u c  ;111tl 111:l l i~~ :ll~cru;rt~\.c, arr : l~~qc.nlc.~l t>.  
- -- 

(to be completecl prior to mceting) 
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Individ~ial's Targets for nest 12 months (to be completed prior to meeting) 

Appraiser's Assessment (to be cornpletect prior to meeting) 

Agreed Goals & Targets (to be co~npletecl at meeting) 

Indil iclual Assess~nent (to bc completed prior to thc meeting) 

I n ~ l i ~ - i c l ~ i ~ ~ l :  Date: N
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IncIivicIual Assess~nent  (to be  completed prior to the meeting) 

OVERALL RATING CRITERIA 1 2 3 4 7 

Rating Scale 5 - ( ;< ) l l ~ l > t ( ~ l l t l \  'lCIl1C,\ ?> cl1:lIlc~ll'~lll'g :111cl , trcccI1 g< 1:1l. 
I - ~ ~ L ~ U C . I I ~ I !  ;1c111c\ (,. cl~:~l lc~lgi~lg :untl >trctcli g~ I ; I I >  

i \lrct> go:ll, ;111cI :~clilc,\ c> high cspectzttion 
2 - I lll~~ro\~clll?llt I l l  :I 1l~llTlllL~r 1 It ~~?rtllrlll~lllct~ :lr(,;l. I >  ll(~C~clc~l 
I I 111n1ctl1;r tc. ac~tl >~pl~llc:lirt I I I I I ~ ~ ~  11 c11ie111 I. riccclc.tl 

- ~ -- -- -- -- -- - ~ ~ - -  

/ Appraisc7r 
- ~- 

(to be  colrlpleted at  the lncetirlg) 
-- -1 

>---- . ->-- nvzL -----=-== =-=------.=.-rz-- -rr-7z:A---~7--:L =::-L=. --=-:=-- -=-~<.- 

SIGNA'I'L-RES 
t I I I  I I 1 I 1 I I  I I I .  l o t  I I I I I I  ; I  I K  I I S .  I \ I?  

-..-- ---- ------ - - -.-- -=. La -.--. I .... 

Indivitlual: Date: 
-szd ..~=..~~ ---=-.--=. --Ta A--- 7.z~T-.---=..---.-=r------.. . .~-  , . - ~ ~ - ~ ~ > - . - . = : = y y  -s.=. - =.:=------. . ... . . . ---> 

Appraiser: Date: 
L.----.>--r=7.=--=---=r-.--- -: T-?L --.-..--..=-=?- ~. -= - .~77-~~ .=~=. -~ : - .~ .~~~-2  -.- N
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Appendix V 

1 .  Organisation 

2.  Job 'Title 

3. Length of Service montli(s) year(s) 

4 Flo\\ long has the PAS been in operation3 

3 M'hat are ~ t s  oblectii es" Please tick 

I o agree training needs 
To assist re\\ard re\ ~ c \ \  

R To re\ ie\\ lob perfbrtnance d u r ~ n g  thc per\ lous 12 months 
O c  1-0 discuss Siiture career debelopments 
R To set peri'orniance related oblect~bes for the lb l lo \ \~ng 12 ~nonths 
R Other 

6 Ilo J ou feel the oblect~\es  of the  appra~sal s c h e ~ ~ i e  \\ere met" 

B Yes N o  0 Partl! 

If thc ans\\er is no' or 'partl! '. in \ \ l ~ a l  \\a!(s) \\ere the! met" 

7 M~'lio \ \ a s  in[ 011-ed in the dcsizn ol'tlie p~-oc:t:hs 

41 I-liiinan I~c~our -cc i  
a ktanagemen t 

Both 
O Othcr 

B Managers 
fl Super\ isors 
fl I'rainees 
E l  Slipport Stafl' 
0 All 
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9. Ho\\ often do appraisals take place" 

Annually 
Bi-annuall> 
Quarterl!. 
Other 

10. Who carry's out the appraisal? 

Iln~nediate super\ isorlmanager 
More senlor manager 
Self Assessment 
H R  
An! othcr 

I I What ~iictliod is i~sed'? 

Rating scale5 
C r ~ t ~ c a l  Inc~dent 
Ranli~ng 
Narrat 11 e report 
Othcrla inivti~re ol'abojc 

12 Do !ou use the same method for all categories of sta1'1" 

Yes 

If the ans\\-cr i s  'no'. pleasc elabor-atc" 

13 I l i c l  !oil ha\ r; (lie huppor-t ol'scii~or n~anagcmclit ti-(3111 thc' I X ~ ~ I I ~ I I I ~ ' '  

0 Yes 0 No 

If Ilic a~is\\-er I S  'no ' .  please elaborate'? 

N
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14. When setting goals/ ob.jecti\.es are they linked to organizational goals'? 

Yes No Don't k~io\\.  

I .  Who 1s responsible for setting the goals/ ob-jectives'l 

I7 Appraiser 
I7 Appraisee 

Both 
Other 

16. What trai~iins \\.as pro\.ided prior to commencing the PAS'' Please tick 

Ho\\ to conduct effectlbe appraisal" 
Ho\\ to complete appra~sal fornis" 
Appra~sal Inter\ le\\ Ing sl<llls 
Otlicr 

17. Do you thinli that the introduction of the PAS has led to an improvement in 
job performance" 

Yes No 

II'tlie anslier I S  'no' please elaborate 

I S 1 la\ c !.oil encounterecl an!. problems \\.it11 the s!.stcm" 

Yes No 
II'the ansiicr is ' y s '  \\hat problclns 1ia1.c !.ou encountcretl" 

Q ~ I ~ - ' . Y ~ I O I ~ . S  19 (Y. ~1pp1.1. to N , I I ~ I . L I ~ . S . ~ I * . Y  N ~ I C /  I I I C I I I C I ~ ~ I I ~ ~ J I I  0ti11. 

19. Ha\-e !'ou niodified an!- section of tlic PAS silice its ~ntroduction" 

0 Yes El No 

I I'the ans\\cr 1s '!.es' please state'.' 

~ -- . -- --- 
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20 Ho\\ often do ! ou e l  aluatelplan to e \  aluate koi~r  PAS3 

0 - 2yrs 2 - 5yrs other 

3 1 .  DO . o i l  think that appraisals are: 

Too frequent 
Frequent enough 
Not fi-equent enough 
Not sure 

22. t~lo\\ long do your appraisal inter\-ie\\.s talie" 

More than I hour 
30 ~nins  
15 - 39 mins 
Less than I5 mills 

7 7 
'- 3 In a \\ell Integrated appra~sal. tralnlng and career de\elopment slstern. the 

s~gn~ficance of and Il~iks bet\\ een the \aslous areas of actl\ ~ t \  shoi~ld be pla~n to 
see In the case of 1 our s! stc~ii  I S  t h ~ s  

5 Ver! cffect~\el \  
Partlj e f f r c t ~ ~ e l !  

0 Not e f i t c t ~ \  el\ 
I I !>on t I\iio\\ 

'l -' -3 L>o \.oil regarcl the fol-mat of appraisal li)~-ms ilscd In reccnt !cars as 

61 Vcr\ r e l e~an t  
0 Partl\ relc\ ant  
17 Not rclel ant 

Don't  \\no\\ 

20 Ilo\\ \ \o i~ ld  1011 descl- be the apprci14al s ~ s t e m  as a manasement tool fi)~. 
[nipso\ Ing performance" N
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Mostly effective 
Partly effecti1.e 
Not effective 

27 Do ! - ~ L I  tiling that tlie appraisals have. either directly or indirectly led to an) 
improveinent in theJob performance of the i~iter\.ie\i.eesl 

Yes. in ever!. case 
Yes. in some cases 
No 
Too sooil to tell 

28 Ho\\ cio ! 011. as a manager. feel about tlie performance appraisal s! stem" 

Great l  in fa\ our 01' it 
In fai.our ol' i t  
Indifferei~l to it 
Against it 
Other 

29 Do 0 1 1  feel ! 011 ha\e  had adccluate tralnlng and preparallon to carr! out the 
appraisals' 

Yes 
No 

30 If there is an! other ~nformation \ \h~cIi  \ o u  lkcl \\onlcl bc Ilelpfi~l please state 
belo\\ 
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