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review, cmployees.

call the ratings as “based’. This practice is

age-old and has often been subjoct to erie-

icisens from varkous quarers.
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firm s getting rid of anoual cvaluations.
Starting in September, the company’s
230,000 staffers will no longer be judiged
based on company rankings and evabua-
tons. The CEO has said that the firm will

ansignments.

Not just Accenture, in March this year,
Deloitte announced that it was pilotng a
new programime in witich rankings woold
disappear. Microsoft did away with its

nearly two years ago. Adobe, Gap
and Medtromsc have transformed their

Goodbye annual ratings,

Moving away from the annual ritual of ratings, companies are now making yearly
performance reviews interactive and hi-tech

Hello flexibility

with their employ-
con” says Db,
Technology can
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week you open the ma-
data flashes on the
screen, This willl help beep Negative

the focus and serve as a Review
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Measure based on the glven task Which system suits Indian companies
Rituparna Chakraborty, senioe VP of PEITOFMANCE bester? Deb says that while millenoials C force iting
TeamLease, says, she is personally not in mm want empowerment at work level, their into bands/ ratings is
fivour o the Bell Gurve, “Give  task: e work e 0 be managrd by clear sl 48 e b ey corporae
Measure based assignment i setting s Executive
Mvn:::\-irﬂ\-ml'lvt lmmm . udnnmlhdndx.(kn)(mlz:lplﬂ« Access (India).
team, manager more formal foodback on 3 IW W?dl-h‘-lmpm
mlon:o.dkmlmmly mmmm frequency when compared with Gen Z.
lower than that, because you cannot amm “It's important to sensitise managers quhmm
the highest ratings to all,” she says, the benefits of holistic, technology-led
that chear tasks should be given to indy- new-age review mechanisms that elimi- — with lange employee

based on it. Samit Deb, HR head for Asia

says
Das. Rooesh Puri, MD of Executive Access

o back office, then a conventional review  Pacific for Kronos, too opines that the Bell feltmm mmﬂmrpcd&mml«dhxﬁil 0 separste

system can be followed and the same thing  Curve system is fundamentally flawed as mn?n‘mndm‘ml.m' reviews with annual

cannot be applicable for dynamic jobs™ A pits one. aganstanather. — yndervalued. ager enab quired the
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%0 25 10 achieve them, lowod? feedback is seklom MM rmance m

"lldruubpmmn:'#’:‘n. can wamwmmw processes will therefore need 3 mix of  says a fully transparent, demo-
hey rciore b

be measured,” he adds. Often, ¥ “High tech and High touch’ clements 1o process would: help.

da not go well with employees. “In case of

Rishi  the annual performance review exercise

1R The
mmmmmlom ensure this change in performance re-  "Thetop. should drive
lurnhryhh‘d(dslm Hc-ﬁlhlll L

'.‘-!.-.,.. b lised th workforce.” he says. 10 the extent possible, while

and ranking have led to quite a few good should be some mochanism in place  ensune
(India), o global search firm, says perform-  performers exiing as thiey fele they were 10 measure one's performance so as  says. One way 1o address this is by
ance review and rating should be an on- thanks to the force o give employees and rm
going excrcise. "Annual ratings are pass¢  nature of the bell curve ranking system. hike according 1o hyber perform- can be based
now as gving feedback 10 an sl Th forward think on n size and other criteria.
u-roneyur-)m!nmm he isations are experimenting and already *It s very important w differen: “‘: eIy T
making some drastic changes like: tiate per of individual object: o ' pe
lnmndo(mallmﬂmkﬁ awary from something which was very fash- within d thereafu enfore
back 0n a monthly basis could be betser. it ionable ke stack ranking or cven the holy wanlp:opkbudnad“m ing stack ranking or a bell curve ap-
L} hat feedback dated, and  grail of conds the annual per- ance. Itis ey to rodesign the ap | proach, whik rithin thy
remedial action can be executed immedi-  formance review itsell” Deb says. mhaiohn.whtuhmmiwm presct budget, Hart.
ately. However, it should not become a rit of well-defined goals that are objective “Bell curves and stack ranking take
ual as is the case with annual Taking the app route in nature are set. Periodic evaluation - away accountability from line man-
Purt says. His firm has conducted more  Now comp th wmmwm d make them less effective
than 1,900 scarch mandates at mw.'h:alhbwmm i the im- CIPECT 10 P ';M e -
Jevels. Annual performance reviews area  Facebook plementation of performance sys- m—‘rn 1‘!
disaster, says Hari TN, who has been in  day, managers can seck as tem.” says Richard Lobo, SVPand Head et away with the perfoct excuse
the HR industry for more than 25 years,  well as defiver HR, Infosys. not bearning how to kead by
and is ot present the head of HR at Big- using In the Indian context, receptivity bs  that it's the top management’s
Rasket.com, an ooline grocery company.  and ‘comments’ etc higher when feedback is conveyed in 2 #0010 impose bell curves. State-
“Organisations that have no other mech-  and start conversa- 50 Ind ments like T would have liked to give
anismys but the snnual performance re-  tions that pave need to factor the DNA of Indians when — youa bt can't do so be-
\kwmmuha - managing performance  the way for mrtﬂnmm cause :umw:‘
not business. lhﬂtlslmpe two-way ot necessanily , outlined by our top
riodic review Puri .a-uwuw
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