. Do you think that the é)v:pjer'ts’f‘recomendatibns_ will
. be sufficient to get most of the admiriistrators to fill out

* ditional actions (if any) do you think will be necessary?

Do you think that Vice Président Winchester - . -

rte CleanmgCompany g

. the rating forms properly? Why or why not? Whatad- . 8-18.

would be better off dropping graphic rating’ P
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e forms, substituting instead one of the other tech-

-~ - niques discussed in this chapter, such as a ranking
. method? Why? =~ o - o S

- What performance appraisal system would you |

. develop for the secretaries if you were Rob Win- -

. chester? Defend your answer.

-

e Performance Appraisal

o-discover that her father had not.formally evalu-

ism; also fromi Jack, if things did not look right dur-
never shy about telling his managers about store problems so
that they, too, got »'Sqme ’feedba(:k' on .‘Wh'e‘re' th'éY-stO_b__'d. T

T ‘:‘_-.',-".Tlvii".s'jinfOrméilv_-féedbéck ho’tvyz’ithsténding,_ Jennifer be-
fter spendingseveral weeks on'the job, Jennifer was sur- .~

fed-any’ employee’s performance for ‘all the years that he -
wned the business. JacK’s position was that he had “a .~
undred higher-priority things to'attend to;” such as'boost-
sales:and lowering costs, and, in any case, many employ- -
s didn't stick around long enough to be appraised anyway. -
rthermore, .contended Jack; manual workers such as those
ing the pressing and the cleaning did periodically get posi.
ve feedback in terms of praise from Jack for a job well done, -

¢ of his swings through the stores. Similarly, Jack was -

- lieves that a more formal appraisal approach is required. She

- - 'believes that there are criteria sich:as quality, ‘quantity, atten-

- dance, and punctuality that should be evaluated periodically

~even if a worker is-paid based on how much he or she pro-

- duces. Furthermore, she feels quite strongly that the manag-
ers need to have a list of quality standards for matters suchas -

~store cleanliness, efficiency, safety, and adherence to budget .

- “on which they know they are to be formally evaluated, =

" Questions -~ e

'8-19. Is Jennifer right about the need to evaluate the

... workers formally? The managers? Why or why not?

- '8-20. " Develop a performance appraisal method for the

. workers and managers in each store.

Required Understanding: You ‘are ‘going to _-d‘eveI‘c)_p'
" a performance appraisal form for an - instructor:and.
“discussion of performarice appraisals in this chapter. ..
- How to-Set v ;
class into groups of four or five students.

. tive scale for appraising instructors? Why or why not? -

Purpose: The purpose ofthis exercisé s to give you practice .~ -

* in developing and using a performance appraisal form. .
~should " therefore ‘be- thoroughly - familiar ‘with: the
Up the Exercise/Instructions: Divide the -

'8'_-21.'5“ -Ei'r_s‘t,".Ba"sed 'oh_'Whavt_vyéu.hdw‘kndwa.b'out_pérfcr.-.g."
.0 rnance appraisals, do you think Figure 8.1 isaneffec- -~ -

*22.. Next, your group should develop its own tool for. . .- o :
. appraising the 'Peerrmance‘ of an instructor; Decide .. "~

‘which of the appraisal tools.(graphic rating scales,
- - -alternation ranking, and so on) you are going'to'
" use, and then design the instrument itself. Apply -
+ what you learnéd in this-chapter about goal-setfirig
to provide the instructor with practical goals.
Next, have a'spokesperson from each group put
-his or her group’s appraisal tool on the board, - ‘
How similar are the tools? Do they all measure
about the same factors? Which factor appears
- most often? Which.do you think is.the most:
effective tool on'the board? Can you think of any
- way of combining the best points of several of
~ the tools into a new performance appraisal tool?

s
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