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Uber in a Performance Appraisal Lawsuit
Introduction
Uber has been using the stack rank system of performance appraisal since its inception. This system evaluates employees against one another  “Uber Technologies Inc. used a practice known as stack ranking, a zero-sum evaluation that pits employees against one another” (Greenfield, 2017). In this kind of system, people with a similar skill set and an equivalent performance level cannot be rated equally because it requires that one employee is ranked on top of the other. Some artificial or made-up distinctions are therefore used to rank one employee higher than the other. Such artificial distinctions make the evaluation biased compromising the whole performance appraisal process. As Greenfield (2017) maintains, the main problem with forced ranking is the artificial distinction made by managers between employees, to separate an equivalent ranking, that doesn’t reflect performance. 
In the recent past, Uber was sued specifically for discrimination and bias against women. “At Uber, discrimination was baked into the system, a new suit alleges, pointing to a systemic bias against women in the ride-sharing company’s performance evaluations” (Greenfield, 2017).  As Greenfield puts it, the approach of stack ranking was unfair and disproportionately hurtful to women.  The former engineer at Uber, Roxana Del Toro Lopez, who filed the lawsuit claimed that the stack ranking system penalized women regularly resulting in low pay and few and limited promotions for them. 
Uber has since changed its performance appraisal system.  The lawsuit brought about a bad reputation which included sexism, bad behavior, and unfairness for the company. As such, the company decided to overhaul its performance appraisal system to avoid these problems in the future and to focus more on its employee welfare. “The company overhauled its employee ranking system earlier this year, part of a broad reorganization influenced by widespread reports of bad behavior and sexism at the company” (Greenfield, 2017). Although Uber did not accept the claim, it decided to adopt a new performance appraisal system. The new appraisal system now focuses more on providing feedback and setting goals to improve performance ditching the idea of ranking employees.
Background
 The performance appraisal system used by Uber was biased and unfair. It did not reflect the performance of an individual correctly as it included artificial distinctions to ensure no employees have an equivalent level of performance but rather one is higher in performance ranking than the other. The system ranked women lower than men, clearly highlighting the bias of the system. According to Greenfield, the system penalized women and ranked them unfairly. This generally makes the pay and compensation of women in the firm unfair. “If the performance evaluations are biased, and raises and bonuses are based on performance, it will hurt women’s compensation” (Greenfield, 2017).  Additionally, the process was too subjective with no goals entered into the system for accountability and reference purposes. As such, managers could easily get away with the bias and the use of incorrect evaluation information. Furthermore, the system ranked employees by measuring their performance against that of others. Employees did not set goals for use in the evaluation system; ranking was done based on who performs better than the other irrespective of the capabilities. Another wrong thing done by Uber in its performance appraisal while using the stack and ranking process is that the rankings were used to determine pay and promotions only. The system did not consider performance appraisal as a tool for employee improvement and development an essential element of performance management. The top-ranked employees got the highest bonuses and promotion while the low-ranked employees were fired. They were not given a chance for improvement or development after the rankings.
Analysis of the issue
Performance appraisal should be fair and free from bias.  The use of biased information or information that is subject to artificial distinctions and alterations makes performance appraisal ineffective and inefficient. The biased information provides incorrect feedback to employees either reflecting good performance while in the real sense the employee is performing poorly or poor performance even when the employee actually records significant improvements on the ground. Such cases reduce the motivation and morale of some employees while creating a false illusion to others thus resulting in low productivity. Furthermore, performance appraisal should be gender insensitive. Employees should be treated as equal; whether male or female. Performance appraisal should be aimed at the improvement and development of an employee. The feedback provided to the employees should be used to identify development opportunities for personal and career development for the employees. Performance appraisal goals derived from the job description should be the bench mark against which performance is measured. Measuring the performance of an employee against that of another employee with different capabilities is unfair and ineffective. 
Application 
Performance appraisal systems in the workplace should seek to evaluate employees fairly and equally despite the gender. No individual should have to be fired, dismissed or miss bonuses and promotions because of biased performance feedback or ratings. As such, managers should be very careful when choosing performance appraisal systems and when evaluating employees. Additionally, performance appraisal systems should focus more on employee development instead of ratings and ranks to determine pay rise and promotions. Effective feedback should be rooted in the improvement and motivation of employees. Employee performance should be measured against the goals set to make it possible to track the progress of an employee’s performance. Organizations should include employees in the development of the performance appraisal systems and continuously take their views on how well the system is working for them. This helps increase the objectivity of the performance appraisal system.
Conclusion
In conclusion, performance appraisal systems should be free from bias to ensure that they are effective and efficient in providing feedback to employees. Managers must be keen when choosing appraisal systems and during the evaluation process to avoid bias which may compromise the performance appraisal process.  Firms with systems that are subject to bias should redesign their appraisal systems to avoid the destruction that bias brings to the overall productivity levels of the organization. Essentially, flawed performance appraisal systems should be redefined to be more relevant. Performance appraisal systems should also focus more on the improvement and development of employees in terms of both career and personal development. The feedback derived from the performance evaluation should be used to identify development opportunities and not passing judgment. Such performance appraisal systems are more objective. Goals set in reference to the job description should be used as the basis against which an employee’s performance is measured. The progress made by the employee in terms of achieving the set goals should be used to inform the performance levels as it reflects the actual performance and capabilities of the employee. The inclusion of employees in the development of an appraisal system is essential.
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