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What is a Performance Appraisal? 

Formal process for employees and those concerned in their 
development to discuss individual performance over the last 12 
months and the development opportunities to take forward in to the 
coming year 

Objective?  
•identify employee training and development needs 
•help identify the support they need in order to achieve this
•effect promotions based on competency and performance
•improve communication between employees and managers 
•determine whether selection, training and development 
programmes are being effective? 



Difference between…

Performance Management and Performance 
Appraisals? 
•Performance Management

– Continuous and ongoing 
– Formal and/or informal 

•Performance Appraisals
– Periodic (usually annual) 
– Formal review 

Objective form of 
feedback, where 
individuals are assessed 
against well defined 
benchmarks 



Methods of appraising performance?

Traditional methods:
• Forced Distribution 

Method 
• Graphic Rating scale 
• Narrative Method
• Critical Incident 

Technique  

New methods:
• Behaviour Anchor 

Rating scale
• Online web based 

performance appraisal
• 360 assessment 
• Assessment centres



The challenge? 

• Biased: halo/horn effect 

• Competencies not clearly defined e.g. results focused –

what does this mean? 

• Difficult to develop and expensive 

• Ratings scales are not standardised

– What does a rating of 6 mean?  



What is 360 assessment? 



ETS, 360 feedback survey trends, 2015



A CASE STUDY 
Project delivery 



Customer
Focus

Motivation 

3 levels - some overlapping 
behaviours identified 

Developing 
others



Creative
….concerned with being curious and having lots of ideas - being a 
resourceful problem solver. It relies on an ability to make unusual, or even 
improbable, associations and to apply these to the conception of 
alternative strategies and solutions. Such people are divergent thinkers 
who allow their line of thought to move into previously unconsidered 
areas. While convergent strategies zoom in to a single best solution, 
divergent strategies zoom out to open things up and to bring in new 
perspectives and new material. 

Attention to detail
…..is concerned with being attentive to detail in the planning and the 
execution of tasks. Individuals who are a good fit with this competency take 
great care with tasks and have a respect for craftsmanship, for doing things 
properly and for complying with policies and procedures. They have a single-
minded focus on the task in hand and would be quick to spot errors and 
inconsistencies. Their high standards are rooted in a desire for order and for 
perfection, and a deep concern to avoid error. 

Problem Solving
…. is concerned with delivering effective solutions and having a good practical 
understanding of issues. High scorers will be imaginative and open to a wide range of 
ideas and influences and will consider both traditional and innovative options before 
committing to a solution. They should also be driven and concerned to quickly and 
successfully resolve any problems for which they have taken responsibility. Finally, high 
scorers should also have the confidence and self-belief to implement their ideas or put 
them forward for others to do so.  

3 levels - some different behaviours 
relating to that role 



Competency: identifying behaviour(s) 

Ratings: Strongly agree, agree, somewhat agree……strongly 

disagree 

Decision Making - ‘has the vision to make strategic decisions’
‘ensures that all decisions are well informed’  

Developing Others – ‘able to support and mentor others in the workplace’

People Management = ‘doesn't do things simply to remain popular’



Competency rating

Exceeds competency consistently 10

Meets competency 9--8

Partially meets competency however still needs 
to focus on development of some areas 7--4

Requires development to meet competency 3--2

Needs to develop competency 1



Leadership potential 

Takes an independent view of issues
Welcomes the views of others, but subjects them to rigorous 
evaluation 
Communicates a motivating vision to back their proposals
In touch with industry developments and is strategic about 
company direction. 
Maintains positive team relationships while preserving 
managerial authority. 

Positive Indicators 
Easily swayed by group pressure
Decisions are influenced by a desire for personal popularity

Finds it difficult to create a vision and gain 'buy-in' from 
others 
Has a narrow perspective and ignores the bigger picture 
Seems unaware of the feelings and concerns of team 
members

Negative Indicators

Customer Focus 
Can challenge clients when appropriate  
Has a positive and optimistic approach when dealing with 
clients
Understands the critical importance of strong client 
relationships to business success at X
Takes the company values around client care and strategies on 
board and acts by them
Attentive  and  displays  active  listening  skills  

Has difficulty understanding client challenges  
Quick to show irritation and impatient when dealing with 
clients 
Does not understand the importance of strong client 
relations to business performance 
Acts individualistically and is unconcerned about company 
values around client care 
Slow to act. Does not follow through on commitments or 
on resolving issues 





Benefits of a 360 approach? 

• Increases self awareness and recognition of development 

needs

• Provides an objective form of feedback 

• Minimises halo/horn effect

• Facilitates open communication ethos 

• Increases employee motivation and confidence   



Best practice 
Performance Appraisals 



Appraising past performance
….with the future in mind..





Open ended questions 
allow for an open 
conversation about 
strengths

Are they being utilised and 
fully realised or are there 
opportunities in the 
business to use them 
elsewhere or within a 
different job role? 



• The world of work today…
– Flexibility
– Transferable skills 
– Transitioning across different departments 
– Career change opportunities 

• So can be prepared for:
– Business development and growth 
– Future business innovation and change 
– Succession planning
– High potential



RATEE GENDER DIFFERENCES 
Research results 







Benefits of 360’s in Performance Appraisals? 

A larger proportion size of women under rated 
themselves in comparison to men 

21 out of the 24 competencies for women in 
comparison to only 
4 out of 24 competencies for men 

Gives a full 360 perspective – objective, unbiased so you can identify
an employee’s full potential 



Any Questions?

Attendee discount offer of 25%
PM360 and & EQ360* certification workshops

Quote reference PCL360

Call us on +44(0)1892 559 540

* EQ-i2.0 is part of the EQ360 certification process 



Find us on Facebook, Twitter and LinkedIn

www.psychological-consultancy.com

Call us on +44(0)1892 559 540



Benefits of 360º Assessment 

• Increases self awareness and recognition of development 

needs

• Provides an objective form of feedback 

• Minimises halo/horn effect

• Increases employee motivation and confidence   

• Facilitates open communication ethos 



Pitfalls of 360º Assessment 

• Time consuming and difficult to manage

• Contributions becomes personal and 

unconstructive  

• Can be de-motivating for ratee 

• Process becomes the ONLY platform for 

employee feedback 

• No follow through or action plans taken forward 


