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EMPLOYEE COMPARISON METHODS

This exercise will help you become more familiar with the rank-order method, the paired-comparison method, and the forced-distribution method of performance appraisal.  You will evaluate the last five professors you have had (in previous semesters).  Feel free to use pseudo or false names.

Professor A:					Professor D:
Professor B:					Professor E:
Professor C:					

Rank-Order Method:   Rank the professors you listed above from “most effective instructor” (rating of 1) to “least effective instructor” (rating of 5):

1. Professor A						
2. Professor C
3. Professor D	
4. Professor E
5. Professor B
					


Paired-Comparison Method:  For each pair, circle which professor you believe is more effective.

Professor A versus Professor B			Professor B versus Professor D Professor A versus Professor C 			Professor B versus Professor E Professor A versus Professor D			Professor C versus Professor D
Professor A versus Professor E			Professor C versus Professor E
Professor B versus Professor C			Professor D versus Professor E

Count the number of times each professor was selected as more effective.

A:  ___4_____      B:  __0_____    C:  __3______    D:  _2_______   E:  _1_______      


Forced-Distribution Method:
Place one professor in each performance range.

90th to 100th percentile (most effective): Professor A

70th to 89th percentile:	    		   Professor C
30th to 69th percentile (effective):           Professor D

10th to 29th percentile:	    		Professor E

0 to 9th percentile (least effective):	Professor B


SEE NEXT PAGE
Now, look at your ratings above.  What do you notice?  Write down your observations. 
Rank-Order Method- was this easy or hard to do?  What about the persons in “the middle” (rated 2, 3, or 4)?  On what basis, did you rank order them?  That is, did you use the same criterion to rank order or did you use different information or criteria for each person? 
It is simple and easy method of employee comparison. The professors in the middle 2, 3 or 4 are ranked based on their class performances through grades such as A= good average, B=fair, C= bad average .Yes I used the same criterion to the rank order. However, this method may be subjected to other conditions such as some learners may be retaking the course or unit, and other students may be conversant with the teaching materials, some classes or units might be naturally difficult compared to others, or some learners may miss classes because of other activities or events.
 
Paired-Comparison Method- was this easy or hard to do?  If one person is rated better than another a few number of times, does that mean that person is “more effective?  Again, did you use the same criterion to rank order or did you use different information or criteria for each person?  What is you liked some things but not others about a person- then what how did you rate him/her?
The method is hard to do because it involves raring each professor five times. If one professor is rated more than another in few number of time it means that that professor is more effective. For example professor A is rated 4 times than professor B (rated 0) showing that based on the facets used against the predetermined standards, professor A is more effective than professor B.I used the same criterion to rank each professor such as performance, behavior, personality and attitude. I did not like some things such as attitude of Professor B, D and E. Therefore, used their personality, behavior and performance to rate them.
Forced-Distribution Method- was this easy or hard to do?  Did you have a professor to put in each category?  If not, what did you do?
It is the easiest method of comparing employees because I used the class performance of each professor to rank him or her. Yes I had a professor to rank in each percentage. I used the Class grades such as A=90% to 100%, B=70 % to 89%.

Summarize your observations from this exercise.
From this exercise, I have observed that each method of employee comparison may be contaminated or it is subjective or has deficient criteria that may fall prey to the numerous cognitive limitations in the assessors, hence may inhibit effective and accurate assessment of employees. This is because other facets that should be included in assessing the professors’ performance include research conducted, being a member of the administrative panel as well as becoming the student’s mentor may not be looked at when ranking them. Therefore, no one criterions is effective or perfect for all the purposes of organization.
	




