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rapidly in the retail market. It offers millions of movies, games, music, electronics, and other general .

merchandise products in several categories, including apparel and accessories, auto parts, home Continue to post

furnishings, health and buuly aids, toys, and groceries. Shoppers can also download e-books, games,
P or
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Kindle. Amazon also offers Dmd\ms and services, such as self-publishing, online advertising, an e-
commerce pltform, hosting, and aco-branded credit card.

To keep this megastore running at a fast pace, Amazon hired 115,000 employees who generated 74
billonin 2013 . Snap a photo from your
ye they emplos phone to post a question

labor i mega-retailer, N wi
Wal-Mart, Amazon has delivered creative business solutions to their own processes to continuously sendyoua enetine downioad

increase their operating effectiveness. However, their strategy focuses on enhancing the customer
shopping experience and providing excellent customer service rather than providing the lowest:priced
products. To meet their customers’ needs, Amazon must deliver more speed and efficiency in its giant

link

also increase labor effciency and employee safety.

‘The quality of Amazon's warehouse labor has become the critical ssue in the firm's success, and hence,

success factor. That being said, Amazon’s turover rate at these lowest-ranked positions in the

appropriate candidates while promoting the very best. To detect the lowest- and highest-performing
I initiated
Review (OLR).

OLR has two (2) main goals:

(1) finding future leaders and preparing them to he able to iau the most.
to grant promotions and find the Only the d these | |

. . e " chers oy Chean
subordinates be considered for promotion. All executives in the room evaluate these suggestions and 53'"9""9 Elementary  Understandin
‘then debate the alternatives. Promotions are given at the end. During the process, instead of using hard Operating.
data, executives tend to evaluate employees' performance on the basis of personal, anecdotal 6t Editon
experiences. Anyone in the meeting may deny a promotion; therefore, ambitious employees seeking a Viewall solutions

orker

I terms of promotion, Amazon CEO Jeff Bezos expects the managers to set the performance bar quite.
high to allow only the most exceptional talent to progress. Promotions are protected by well-written
guidelines, which focus on delivery and impact but not on internal politcs. People spend less time
campaiging for their own promtions, and top performers are highly compensated based upon the
quality of their work. Therefore, only a few promotions are available each year, and receiving positive
feedback from a supervisor s quite rare. The approval that employees get from their supervisor s nat
enough to earn a promotion; employees still have to “ight” for a promotion, which may not occur
immediately.

Direction: Answer the following questions. Support your answers with explanations. (5 items x 10
points)

Which appraisal methods most closely resembles OLR?
What appraisal method do you think would best meet Amazon's objectives of retaining the best
employees while intiating corrective action with the bottom 10%?2 Jusify your chosen appraisal
method.
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Ans.1 Problems addressed in performance appraisal is that during the process, instead of using complex
data, managers often evaluate employee performance On a personal, anecdotal experience. The
management peers have a say in this.

Ans.2 The above factors affect the accuracy of the Organization and the leadership review (OLR) by
contributing to internal politics. The employee will be spending time entertaining the people around him to
geta promotion. This wil affect the quality of the employee’s work.

Ans.3 Management peers do not need to have a say in job promotion. Even 0 avoid the choice made by
the manager the rating manager should be made.

Ans.4 OLR is similar 1o a 360 Degree Feedback which is a t that evaluates p
using only feeds from managers, peers, etc.

Ans.5 In my opinion a goal-oriented rating would be the best way Amazon could place its employees. In
this way the objectives are preceded by the type of work and the required standards. If an employee meets
the original objectives he or she may be considered for promotion and if the employee falls behind on
many other job-related objectives then Corrective action may be taken. The Objective-Managed Objective
(MBO) Expert Response Method best fits well with Amazon's goals. Because this method is used to match
the principles of the Organization. In this way managers, supervisors and staff identify, plan, organize and
communicate objectives that wil focus on the evaluation period. There will be periodic discussions to
achieve the goals set. Success is rewarded with promotion and failure to transfer or other ongoing training.
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Questions viewed by other students

Q: Lab Data X Prepared solutions, absorbance, and calculated (FeSCN2+) Solution 1 Solution 2 Solution 3 Solution 4.
Solution 5 0.00400 0.00400 000400 0.00400 0.00400 0.00400 0.00400 0.00400 0.00400 0.00400 5.00 5.00 5.00
5,00 5.00 Concentration iron(ll) nitrate [Fe(NO3)3] (M) Concentration potassium thiocyanate [KSCN] (M) Volume
Fe(NO3)3 (mL) Volume KSCN (mL) Volume Dl water (mL.

A: See answer

@: Read the news article provided and answer the following questions. Be tharough yet succinct with your answers, Read
the rubric on the second page thoroughly. Papers should be a maximum of 2 pages 1) What are the ethical issues in this
case? a. Describe the ethical issues presented in the news article. b. Apply concepts from Ch. 7 (Colquitt), to describe how
the elements of moral

A: See answer
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What performance appraisal problems were implicitly mentioned in the study ? Enter question

Expert Answer

‘Continue to post

Anonymous answered this
545 answers

18 questions remaining

Was this answer helpful? ‘ o ‘ ‘ Qo |
Problems of Performance Appraisal

& Major Problems: Appraiser Discomfort, Lack of Objectivity, Horn Error, Leniency, Central Tendency Error
and a Few Others

Snap a photo from your
phone to post a question

Performance appraisal is always flooded with criticisms, and is criticized in most of the organizations. ‘\"ﬁ“ send you a one-time download

Appraisees are generally unhappy with ratings of the appraisers, One of the reasons might be inadequate
training of the raters or appraisers. Other reasons may be ascribed to appraiser discomfort, lack of
objectivity, halo error, leniency or strictness, central tendency error, recent behaviour bias, personal bias

(stereotyping), and manipulating the evaluation. essEs-aees
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It has been evidenced that many performance appraisal reports neither motivate the appraisees nor
provide effective guidance to them. Rather, the reports create conflicts between the appraisees and
appraisers that lead to dysfunctional organizational environment. It is also seen that appraisers do this job
as an obligatory duty. But they should treat them as a tool for organizational development, derive pleasure,
and love to do this. Organizational climate can effect this attitudinal change.
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2 Lok Objecity
Some human characteristics or factors such as appearance, attitude, and personality cannot be measured [ ]
as these are subjective in nature, Moreover, they have litle to do with the performance of an employee. :
The subjectivity poses problem to the appraisal method, though it cannot be totally avoided.
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Mondy (2009) opines that employee appraisal based primarily on personal characteristics may place the samplinig  Elementary  Understandin
evaluator and the company in untenable positions with the emaloyee and equal employment oppertunity adEdtion  Differential. g Operating..
guidelines. The firm may be hard-pressed to show that these factors are job-related. amEdton 6t Edition
3. Halo/Horn Error: Viewallsolutions
During appraisal, one performance feature or incident often influences the other features or incidents.

Generally, ene positive feature results in high ratings of other features, thus making the overall rating very
high. Halo errors mainly occur in immeasurable or subjective features such as obedience, sobriety,
devotion, etc.
Similarly, horn error occurs when the appraisee, considering one negative feature, rates other features o
incidents at a lower level. In fact, no appraiser should mix Up one feature with other features. Thus,
generalization must be cautiously aveided,
4. Leniency or Strictness:
Some appraisers, while appraising, compromise with strictness, and become very lenient and aceordingly
rate very high than the actual ranking. In fact, they intend to keep away from controversy. This sort of
leniency makes an under performer equivalent to a good performer. Let us recall that, there is nothing so
Unequal as the equal treatment of Unequals; as different folks should get different strokes.
If the appraiser is lenient, he/she cannot identify some deficiencies that can otherwise be corrected after
identification. Thus, leniency error leads to working with unidentified deficiencies and prohibiting a person
from individual development.
Organizations cannot canduct training programmes for the underperformers for leniency errors committed
by the appraisers. Again, some appraisers are Unduly stricter than they should be. This results in strictness
error, as appraisees get lower rankings than they should. Both leniency and strictness errors are chronic
preblems in performance appraisal. Many organizations follow a system of normalizing the ratings.
5. Central Tendency Error:
Many organizations design their appraisal forms seeking the appraisers to mark or tick against attributes.
Generally, appraisers evaluate appraisees near the average or in the middle of the scale. Appraisers avoid
controversy as employees are rated in the fully satisfactory range.
6. Recent Behaviour Bias:
Formal appraisal is conducted generally once in a year. During appraising the appraisers, remember any
good work done, commendable behaviours exhibited, and remarkable contribution to the company only in
the recent past. They cannot keep in mind the good or adverse behaviours exhibited in the beginning of
the appraisal period, unless they are recorded. Recent behaviour bias is a natural happening as they flash
in the memory easily; but it is difficult to recapitulate what happened in the distant past.
7. Personal Bias (Stereotyping):
Similarities and dissimilarities between the appraiser and appraisee often influences the appraisal system.
Pitfalls in the appraisal system occurs when gender, caste, creed, colour, race, and ethnicity of the
appraisee influences the appraiser. Some appraisees may get favoured while someone else may not.
Managers establish a high image about those who bear similarities, and rate them comparatively higher
while the other group is rated lower than they should be. Mondy (2009) confirms that mild-mannered
employees may be appraised more harshly because they do not seriously object to the results. But
appraisers take care when they appraise out-spoken employee.
8. Manipulating the Evaluation:
Nepotism and preferential treatment continue to influence the performance appraisal of employees. A
supervisor having interest to promote or give a pay hike to a subordinate close to him can manipulate the
entire appraisal. He rates the subordinate higher and gives high performance evaluation points/grades
which the subordinate may not deserve at all
Similarly, the supervisor may not like another person who is argumentative, outspoken, and confronts
often. In such cases, the supervisor evaluates him lower than the actual. If that person is close to an
influential person and happens to be a member of any protected group, he exarts prassure and the
smooth working of the department is disturbed.
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