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CHAPTER I

Introduction: According to the Experts

PERFORMANCE APPRAISALS SELDOM, IF ever, work as advertised. Appraisals do
notwiork because chey are fundamenrally fawed in their design, use, and inrenc.
They work againse human namure, contain falie assumptions, and are founded
upon ourdated theories. In fact, embedded in almost every single book on the
subject is a chapter, a few pages, a tahle, a paragraph, or a few sentences that
are essentially disclaimers. These disclaimers deseribe the condirions, circum-
stances, of occasions when performance appraisals may not work. Taken as a
whale, the problems of performance appraisals cannot be overcome.

There are hundreds of books about how o do appraisals, how to do them
berter, or how to do them differendy. Organizations are always in the process
of implementing new and better systems. The new systems replace old sys-
vems that did not work as expected. The average performance appraisal system
lasts only three to five years, and then the virmally endless cyele of selecting,
implementing, and replacing the system is repeared. The realicy is that perfor-
mance appraisals as practiced in the vast majority of organizations simply do
not work.

hany organizations blindly use them in a mispuided attempe to motivae
employees 1o perform better. Yer, appraisals were never desipned o improve
performance, only to measure and rate ic

hanagers and employvess dislike appraisals and everyone knows thar they
are not good for morale. Appraisals are known for being inaccurate and for
causing fear and anger. This certainly ourweighs any good that they mighe cre-
are. Appraisals are a prehistoric method of managing and motivaring employ-
sas,

Performance appraisals were built for an induserial warld. Organizations
would be wise to abandon the use of this ourdated system thar never acmally
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How to Use This Book

Why You Should Buy This Book

Ir you presn THE annual performance appraisal process, invest in this kool
You will learn a revolutionary process o mack, monitor, document, and im-
prove your subordinares” performance.

Whe Sheuld Rend This Bosk

ManagersSupervimr. The Performance Conversations® modd will give vou
tools to coach your employess to peak performance while still mesting the
administrarive requirement of many organizations o produce annual perfor-
mance appraisal documents.

Himviaw Resowrces Professionads. Those who are responsible for performance
management systems can use this book w audic and improve cheir current
performance systems. Most importantly, after learning the benefis of the Per-
formance Comversations” model, you will decide to replace your aurrent sys-
tem. Tools and techniques o better train supervisors to manage and document
individual performance will also be provided.

Semigr Laaders. Chief emeoutives, vice presidents, general managers, and
those responsible for larpe enterprises will benefit from advice on developing an
organizatonal culnre that drives individual performance.

What s in This Book
This book contains three major components:

l. An intreduction to the Performance Conversations™ model of perfor-
MAnce Management.

[

A eritique of rraditional appraisals.

3. A puide o rwenry-first-cenmury supervision and management tech-
niques.
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