[bookmark: _GoBack]An employee performance appraisal is a small part of the performance management system (Corcoran, 2006).  Specifically, the performance appraisal is defined as "a formal management system that provides for the evaluation of the quality of an individual's performance in an organization" (Grote, 2002, p. 1).  Indeed, many corporate performance appraisals began as a result of Taylor’s (1911/2012) Principles of Scientific Management (as cited in Grote, 2002).  The performance appraisal process includes planning, execution, performance assessment, and performance review (Grote, 2002).  Therefore, managers should understand that an effective performance appraisal conducted within the performance management system is one of the most valuable tools they have (Grote, 2002). 
Equally important is the manager’s understanding that the assessment or review is only one part of the performance management system (Corcoran, 2006).  The performance management system is multi-faceted and, indeed, can, when executed correctly, be one of the most effective systems within an organization (Corcoran, 2006).  The performance management system includes six phases that begin with an expertly written job description (Corcoran, 2006).  This job description should clearly define the roles, goals, and expectations of the employee.  Second, the person whose skills or potential skills to fill that position is recruited and hired by the company.
Third, the performance management system continues with the onboarding of the individual.  This orientation should include the job description, along with detailed information related to the performance review process, timeframes for that appraisal, who will be conducting the appraisal and monetary measurements that link to the organizational, department, and individual goals (Corcoran, 2006).  Reviewing the specific job description and expected outcomes at this time could minimize issues within the performance appraisal process.
Fourth, the employee begins working for the organization, which is the beginning of a psychological contract (Rousseau & Parks, 1993).  A psychological contract is "is the belief of obligations existing between two or more parties" (Rousseau & Parks, 1993, p. 3).  Therefore, it is vital that during this employment phase that the employee should receive regular, documented feedback related to their goals (performance updates).  The fifth phase is the formal performance appraisal, which will be reviewed in the next three paragraphs of this post.  Finally, within the sixth phase, the employee's new training and development plan are created, which includes self-development and competency-based training (Corcoran, 2006).  The employee’s goals within this plan should be specific, measurable, attainable, realistic, and time-bound (SMART).  This plan, along with the performance appraisal, will provide both measurements for the results of the performance review period as well as plans and goals for the next performance review period. 
Therefore, in conducting a performance review, Grote (2002); Mazurek (n.d.) suggests that for a performance appraisal to be beneficial and positive that clear expectations must be determined in advance, and feedback must be continually provided throughout the performance review timeframe.  Additionally, the individual conducting the performance review should set the stage by asking questions and listening effectively for the answers (Mazurek, n.d.).  Furthermore, the performance review form should not be completed until the manager and employee have ended the discussion related to the employee's performance (Mazurek, n.d.)  Lastly, the communication leading up to the performance appraisal should be so clear that there are no surprises during the actual performance review (Grote, 2002; Mazurek, n.d.; McNamara, n.d.).
Alternatively, McNamara (n.d.) suggests that an organization should design a legally valid performance review process along with a consistently used performance appraisal form.  Furthermore, McNamara (n.d.) proposes that the first performance appraisal should occur six months from the employee's start date and that the employer should initiate the meeting approximately two weeks before the review.  Next, the employee should recommend changes to their job description and provide specific written feedback toward their review (McNamara, n.d.).  Equally important, the manager should document their input to the job description and the goals of the employee, conduct the performance appraisal meeting, and update the performance review form (McNamara, n.d.).  Finally, there should be no surprises during the performance appraisal as feedback should be ongoing (Grote, 2002; Mazurek, n.d.; McNamara, n.d.).  Indeed, a well-written performance review that focuses on performance improvement will benefit both the individual and the organization (DeNisi & Pritchard, 2006).
Additionally, Corcoran (2006); Gillian (2001) suggest that managers must be aware of biases when conducting a performance appraisal.  These biases may include but are not limited to, horns and halos bias, recency bias, sexual/racial discrimination, and organizational culture bias ( Corcoran, 2006; Gillian, 2001)  Furthermore, Gillian (2001) recommends ways to overcome each of these biases or prejudices during the performance appraisal.
The following examples provide for what may be considered as an ineffective and, conversely, an effective way to conduct performance appraisals.  At McDonald's, general managers at some locations wrote and conducted 60 to 80 performance reviews during the same month.  Although the employees have job descriptions,  the performance reviews often lacked the substance to measure or provide direction with the performance management system adequately.  The manager often dreaded writing the reviews, and the employees did not receive the benefit of a well-executed appraisal.  Therefore, the only benefit for the employees was their annual raise.
Conversely, in my preparation of management and consultant performance reviews for nearly 30 years at McDonald's, the system was very different from the crew level review.  Each manager not only had a job description but a competency or knowledge, skills, and abilities (KSA) plan.  The manager was expected to rank themselves using a Likert-based scale on each of these critical KSA’s before the performance review meeting.  I  was expected to do the same.  The performance review was generally a 2-hour process and occurred away from the office.  This appraisal compared each aspect of the performance review until the consultant or manager, and I reached consensuses.  Next, a final evaluation was provided as a weighted average of the numerical scores.  Finally, a training and competency development plan and SMART goals were determined for the next performance review period. 
In summary, a well-developed performance management system from the development of the job description through the performance appraisal is very beneficial (Corcoran, 2006).  Specifically, a well-executed performance appraisal can assist with knowledge, motivation, and performance by the employee.  This performance, in turn, leads to better results for that individual, the department, and the organization.
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