On April 6, 2004 SELT (Student Employment leadership Team) sponsored a SELT Help Roundtable Discussion regarding Painless Performance reviews.  The discussion was facilitated by Bob Filipczak.  As the facilitator, Bob addressed many questions and concerns in regard to performance appraisals.  He also shared many personal experiences from working with training magazine.
Bob began the morning with sharing his own personal story about a worst performance appraisal.  Participants were then asked to work in their tables and discuss their worst experience with performance appraisals.  From this discussion participants shared with the large group reasons why appraisals may go bad and what can be done to curve this.  The following was shared:

· Emotions not in check

· Lack of motivation

· Appraisal should be part of on-going feedback and not a one time event

· Goals not met

· Employee may give superior self ratings

· Timeliness as to when the appraisal is given

· Giving affirmative feedback 1st
All agreed that a student employee’s first performance appraisal should be viewed as an n educational opportunity.

Bob shared with participants that in student employment there are the following consequences in giving performance appraisals:

· Compensation- employers can not in crease compensation as most wages are set

· Promotion decisions- very few departments have the ability to promote a student to a higher position

· Ability to observe behavior- some student employees may only work 4 – 6 hours a week, giving us little time to observe work or the student may work after hours

· Work as a priority-  many student employees do not view their student job as a priority

Bob then shared with the group what we do have in giving student employee performance appraisals:
· Coaching

· Feedback

· Legal documentation

· Letter of recommendation and future references

· Future on campus employment

· Giving students to opportunities to work with high profile assignments

Participants were then asked, “What can we do to make the 1st performance review useful?”  Participants discussed in roundtable and then shared with their large group the following:

· Explain process and foundation

· Use as a learning tool

· Explain that this is a part of life that they will experience

· Relate to school conference

· Interactive report card

· Tool used for referrals and future recommendations

· Explain what the ratings mean to you (i.e. 1 – 5 or EE ME etc.)

· Allow student to see what they will be evaluate don from the beginning of their orientation

· Give written feedback both positive and constructive.

Bob shared with the group thoughts about fairness when giving performance appraisals the following 5 factors of fairness were addressed:

1. Getting input prior to evaluation

2. 2-way communication during the interview

3. Ability to challenge the evaluation

4. Rater familiarity with employee work

5. Consistent application of standards

Bob then addressed with participants the types of forms used for evaluation of student employees.  Some members shared that their departments create their own form and others discussed the standard student employment form located at: http://www.csbsju.edu/se/Evaluation%20Form.doc
The following criteria are used in the CSB|SJU Student Employment Performance Appraisals:

· Quality

· Quantity

· Job knowledge
· Reliability

· Communication

· Leadership

· Professionalism 

· Teamwork

Bob raised for the group the following questions:

Do you use the standard form or your own form?
What do you like about the form or your own form?

How can we change the form to make it better work for you?

The group discussed that changes were needed to the form in the area of comments.  It appeared to confuse the supervisor/employee as to who was to write comments in which area.  The group suggested a labeled area for both supervisor and employee.   The group also had an in-depth conversation about goals.  How we should assess and assist student employees in writing goals when their work may be temporary. Many participants suggested transferability of goals for students.

Bob then discussed with the groups feedback.  Bob stated the following; “most people don’t like feedback, they don’t like to give it or receive it.”  Is this true, why?

Participants shared with small groups and then with the whole group the following on giving constructive/negative feedback:

· Always have a concrete example to share with a person when giving criticism

· Make inquiries of the person so that they may identify the areas of improvement

· Be self aware of your own challenges and willing to admit them

· Show interest in your employee’s perspective

· Working together “we”

· Be constructive

· Share observations- it’s behavior not the person

· Ask what you can do to help?

· Use “I” statements in conversation

· Identify with the employee the job and it’s challenges

· Give a reason why improvement is needed

· List areas where one may improve

· Ask for employee suggestions for improvement

· Question if they are serving in the mission of the job

The final question of the morning related to relationship and stress.  Does performance feedback often put stress on the relationship?  Can we avoid it?  The roundtable group discussed and then shared with the larger group. 

The following are ways to preserve personal relationships:

· Keep things flexible

· Value relationships over statistics and metrics

· Do an emotional analysis of the performance criteria

· Keep a sense of humor

All participants were asked to continue these discussion and thoughts by visiting the SELT Discussion Board at: http://discussions.csbsju.edu/selt/messages/board-topics.html
