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- A MISSION statement explains what the organization does, for whom and the benefit. A 

VISION statement, on the other hand, describes how the future will look if the 

organization achieves its mission. 

- A MISSION statement concerns what an organization is all about whereas a VISION

statement is what the organization wants to become.

- A MISSION statement gives the overall purpose of an organization, while

a VISION statement describes a picture of the "preferred future."

- A MISSION is what an organization does, its action; a VISION is what an organization 

would like to happen as a result of the action that it does. 

- MISSION answers the question ñWhat would not happen if we were not here as an 

organization?ò Or more positively, ñWhat change is achieved because we exist? , while 

VISION answers the question: ñWhat are the results, the ends, the consequences of our 

action?ò

- MISSION looks at today. VISION looks forward; 



How?

Core Values

Functional

Management

Strategic
Individual

Companyôs

Objectives

Company Objectives

Department Objectives

Individual Objectives

What?

V I S I O N

Vision Strategies Guiding Principles

Competencies/Skills



Culture

Why are we in business ?

Values

Climate

Mission

Vision

Driving Force

How do we do business ?

How will we know weôve arrived ?

How can we get there ?

Where do we want to be ?

Where are we now ?
SWOT

OCA

Goals/Obj.

Resources

Tactics

Strategies

Gap Analysis

Coordination Budgets MilestonesReportsControls



COMPENSATION MANAGEMENT

Employers provide:

Å Competitive compensation and benefits

Å Career development opportunities

Å Flexibility to balance work and home life

Employees contribute:

Å Continuous skill improvement

Å Reasonable time with the organization

Å Extra effort when needed



ÅJob Satisfaction

ïA positive emotional state resulting from evaluating 
ƻƴŜΩǎ Ƨƻō ŜȄǇŜǊƛŜƴŎŜΦ

ÅOrganization Commitment

ïThe degree to which employees believe in and accept 
organizational goals and desire to remain with the 
organization.





ÅAbsenteeism

ïInvoluntary absenteeism

ÅUnavoidable with understandable cause (e.g., actual illness)

ïVoluntary absenteeism

ÅAvoidable without justifiable cause (e.g., feeling illness)

ïMeasuring absenteeism
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Controlling Absenteeism 

DISCIPLINARY 
APPROACH 

Increasingly severe disciplinary action leading 
eventually to dismissal 

POSITIVE 
REINFORCEMENT 

Rewarding attendance with prizes and bonuses 

COMBINATION 
APPROACH 

Use of both discipline and rewards to motivate 
employee attendance. 

ñNO FAULTò 
ABSENTEEISM 

Reasons for absence do not matter. Absenteeism in 
excess on normal limits can trigger disciplinary action 
and lead to eventually to dismissal 

PAID TIME-OFF 
PROGRAMS 

Time-off is not categorized by type. Absences in 
excess of employer-paid time-off are unpaid. 

 



ÅTurnover
ïThe process in which employees leave the organization and 

have to be replaced.

ÅTypes of Turnover 
ï Involuntary turnoverτterminations for poor performance or 

work rule violations.

ïVoluntary turnoverτemployee leaves the organization by 

choice.



Turnover Types 

Functional turnover Lower-performing or disruptive employees 
leave the organization. 

Dysfunctional turnover Key individuals and high performers leave at 
critical times. 

Uncontrollable turnover Occurs for reasons outside the impact of the 
organization. 

Controllable turnover Occurs due to factors that could be 
influenced by the employer 

 



ÅImpact of Retention Failure

ïInability to achieve business goals

ï[ƻǎǎ ƻŦ άƛƳŀƎŜέ ǘƻ ŀǘǘǊŀŎǘ ƻǘƘŜǊ ƛƴŘƛǾƛŘǳŀƭǎ

ïHigh costs of turnover and replacement



RETENTION DETERMINANTS



COMPETENCIES IN A SYSTEM MODEL



Core competencies originally applied to organizationsas a whole:

ï Confer competitive advantage
ï Valuable
ï Rare
ï Difficult to imitate

Eastman Kodak

Service:  Photography products

Core competency: Chemical imaging

Fedex 

Service: Delivery 

Core competency: Logistics



A combination of observable and applied skills, 

knowledge and behaviors that is important for the 

success of the organization, personal performance, and 

enhanced contribution

A ñset of knowledge, skills, and abilities necessary to 
accomplish a work activityò 

Buford & Lindner

May include behaviors such as attitudes,

traits and motives 

Milkovich & Newman





The technical or professional information acquired 

through formal education, training, or personal 

experience needed to perform the job.  Usually it makes 

more sense to consider the breadth or depth of 

knowledge needed than the specific means of gaining it.

Å MBTI

Å PEOPLESOFT/SAP-HR

Å OUTLOOK

Å BUSINESS ENGLISH

Å LEGISLATIVE TERMINOLOGY

Å DEPARTMENT POLICIES

Å GOVERNMENT LAWS



The proficient application of knowledge and behavior in

completing job tasks or duties. They describe actual

physical or mental activities.

ÅTyping

ÅOffice Equipment Use (Fax) 

ÅProduct Evaluation

ÅMath 

ÅAnalytical Ability

ÅPresentation

ÅTeamwork

ÅLeadership

ÅListening



The observable actions an employee uses to achieve 
job-specific results.

Å Aligns own activities & priorities to meet organizational 

needs.

Å Responds directly and thoroughly to questions.

ÅMaintains eye contact appropriate to the situation.

ÅWrites clearly, logically and effectively.

Å Responds positively to changes in direction, priorities, 

responsibilities or assignments.



ï Improve employee performance

ï Focus on organizational culture and values

ï Communicate business strategy throughout the 

organization

ï Focus employees on results

ï Provide a framework for integrating HR 

applications which are evolutionary, not 

revolutionary 





ÇHomogenized ςsame set for all

Ç Individualized ςunique set for each

ÇStratified ςsets vary by class of job







Management

It should focus on organizational energy on the attainment 

of strategic business objectives.

Human Resource Management

It should give HR Personnel powerful ammunition in the 

event a personnel action is challenged.



Team Heads/Supervisors/Managers

Å System should help raters to feedback their subordinates about their 
performance.

Å Helps them set goals for themselves and their team members that are   
meaningful and important.

Å Helps them identify and communicate the things their subordinates 
should do more and less of.

Å Makes it easier for the raters to explain decisions that they make 
which directly affect associates ïpromotions, reassignments, raises, 
assignment to training or special projects.

Å Provides a return on their investment of time, effort and emotional 
energy that is well justified by results.



Ratee

Å Discovers where they stand

Å Knows what to do to improve their performance and increase 

the likelihood of receiving an increase in pay (Mgt.ôs discretion)

Å Knows where to concentrate their self development efforts

Å Knows what possible career paths may be available to them in 

the organization, if any.



Once elements of competency have been defined, they 

need to be specified in terms of: the quality with which 

they have to be achieved, the evidence that proves they 

have been obtained, the field of application and the 

knowledge required. These are the components of the 

competency criterion.

Performance criteria are a description of the quality 

requirements of the result obtained in employeeôs 

performance. They allow to establish whether the 

employee can reach the result described by the element 

of competency or not.



Å 3 types of performance criterion:

ïTrait-based criteria - focus on the personal characteristics of an

employee (eg. loyalty, dependability, creativity and communication

skills, focus on what a person is, not on what he or she does or

accomplishes on the job)

ïBehaviour-based criteria - specific behaviours that lead to job

success (eg. instead of ranking leadership ability (a trait), the rater

is asked to assess whether an employee exhibits certain

behaviours)

ïResults or outcome-based criteria - focus on what was

accomplished or produced rather than how it was accomplished or

produced



ÅTrait measures

ïAssessment of how employee fits with organizationôs culture, 

not what s/he actually does

ÅBehavior-based measures

ïFocus on what employee does correctly, and what employee 

should do differently

ÅResults-based measures

ïFocus on accomplishments or outcomes that can be 

measured objectively



Å Traits

ï attentive

ï courteous

Å Behaviors

ï officer actively monitored the speed of traffic

ï officer was polite to each motorist

Å Results

ï officer wrote 32 traffic citations

ï officer received 3 complaints

Trait Behavior Result



Actual 

Performance

Measured

Performance

Deficiency

Contamination

True

Assessment

Invalidity

Evaluatorôs & 

Employees 

situational & 

personal factors

Poorly defined task 

performance

Performance 

overlooked by 

Evaluator



Performance 

measures

Criterion contamination: 

Elements that affect the 

appraisal measures that 

are not part of the actual 

performance

Strategic relevance: 

Performance 

standards linked to 

organizational goals 

and competencies
Criterion deficiency: 

Aspects of actual 

performance that are not 

measured

Reliability:

Measures that are 

consistent across 

raters and over 

time

Actual

performance

Zone of valid 

assessment



COMPENSATION MANAGEMENT

METHOD ADVANTAGE DISADVANTAGE

Written essay Simple to use More a measure of evaluatorôs

writing ability than of employeeôs

actual performance

Critical incidents Rich examples Time-consuming; lack

behaviorally based quantification

Graphic rating Provide quantitative Do not provide depth of job

scales data; less time- behavior assessed

consuming than others

BARS Focus on specific Time-consuming; difficult to

and measurable job develop measures

behaviors

Multiperson Compares employees Unwieldy with large number of

with one another employees

MBO Focuses on end goals; Time-consuming

results oriented

360°Appraisal More thorough Time-consuming



COMPENSATION MANAGEMENT

ADVANTAGES DISADVANTAGES

TRAITS
Inexpensive

Meaningful

Easy to use

Potential for error

Poor for counseling

Poor for allocating rewards

Poor for promotional decisions

BEHAVIOR
Specific dimensions

Accepted by employees

Useful for feedback

OK for reward/promotion

Time consuming

Costly

Some rating error

RESULTS

Less subjectivity bias

Accepted by employees

Performance-reward link

Encourages goal setting

Good for promotion

decisions

Time consuming

Focus on short term

Criterion contamination

Criterion deficiency



COMPENSATION MANAGEMENT



COMPENSATION MANAGEMENT

Graphic Rating Scale

A scale that allows the rater to indicate an employeeôs 

performance on a continuum.

Job criteria scales

Behavioral scales

Drawbacks

Restrictions on the range of possible rater responses

Differences in the interpretations of the meanings of scale items 

and scale ranges by raters

Poorly designed scales that encourage rater errors

Rating form deficiencies that limit the effectiveness of the 

appraisal



COMPENSATION MANAGEMENT



COMPENSATION MANAGEMENT

A performance appraisal tool that uses a list of 

statements or work behaviors that are checked by raters.

Can be quantified by applying weights to individual checklist 

items.

Drawbacks

Interpretation of item meanings by raters

Weighting creates problems in appraisal interpretation

Assignment of weights to items by persons other than the raters



COMPENSATION MANAGEMENT





1. Mike Winkle

2. Robert King

3. Sally Morris

4. Fred Taft

Simple Ranking

Paired Comparison

Forced Distribution

COMPARATIVE  METHODS



1. Difficult to use when there more than 10 

employees 

2. Easier to rank top and bottom performers



Difficult to use with many employees (NC2  comparisons)









ïManager keeps a written record of highly 

favorable and unfavorable employee actions.

ïDrawbacks

Å±ŀǊƛŀǘƛƻƴǎ ƛƴ Ƙƻǿ ƳŀƴŀƎŜǊǎ ŘŜŦƛƴŜ ŀ άŎǊƛǘƛŎŀƭ 

ƛƴŎƛŘŜƴǘέ

ÅTime involved in documenting employee actions

ÅMost employee actions are not observed and may 

become different if observed

Å9ƳǇƭƻȅŜŜ ŎƻƴŎŜǊƴǎ ŀōƻǳǘ ƳŀƴŀƎŜǊΩǎ άōƭŀŎƪ ōƻƻƪǎέ





ÅEssay Method

ïaŀƴŀƎŜǊ ǿǊƛǘŜǎ ŀ ǎƘƻǊǘ Ŝǎǎŀȅ ŘŜǎŎǊƛōƛƴƎ ŀƴ ŜƳǇƭƻȅŜŜΩǎ 

performance.

ïDrawbacks

Å5ŜǇŜƴŘǎ ƻƴ ǘƘŜ ƳŀƴŀƎŜǊǎΩ ǿǊƛǘƛƴƎ ǎƪƛƭƭǎ ŀƴŘ ǘƘŜƛǊ ŀōƛƭƛǘȅ ǘƻ 

express themselves.

ÅField Review

ïOutside reviewer interviews the manager about the 

performance of each employee and develops a rating for the 

employees from the interview notes.











Key MBO Ideas

ïEmployee involvement creates higher 

levels of commitment and performance.

ïEncourages employees to work effectively 

toward achieving desired results.

ïPerformance measures should be 

measurable and should define results.

Specifying the performance goals that an individual and 

his or her manager agree to try to attain within an 

appropriate length of time.





Management by Objectives



It is a process whereby an individual is rated on their performance by 

people who know something about their work. 

This can include direct reports, peers, managers, customers or clients, 

in fact anybody who is credible to the individual and is familiar with 

their work can be included in the feedback process. 

The individual usually completes a self-assessment exercise on their 

performance, which is also used in the process. 



superiors

subordinates

peers customers

self-rating

outside

observers

employee



1. It provides the individual with an opportunity to learn how different colleagues

perceive them, leading to increased self-awareness.

2. It encourages self-development.

3. It increases understanding of the behaviors required to improve personal and

organizational effectiveness.

4. It promotes a more open culture where giving and receiving feedback is an

accepted norm.

5. It increases communication within the organization.

6. It can be a powerful trigger for change. However, how you do it is more

important than doing it.





360DEGREE FEEDBACK





We can ask for feedback in selected 

areas without hurting the integrity of the 

360 degree principle.



F E E D B A C K


