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At GE, Jack Welch established a performance management system to find and advance the finest employees. The "Rank and Yank" or "vitality curve" ranking method served as the foundation for the system. According to this approach, GE's managers have to rate their staff members based on performance, with the poorest 10% being let go.
There is disagreement over GE's performance management system's efficacy. Others contend that the method successfully recognised and elevated top performers, fostered a high-performance culture, and enhanced overall organisational performance (Collins, 2015). Some contend that the method fostered a competitive and demoralising atmosphere were individuals prioritised their success over the teams. The system was also criticised for being discriminatory against several groups, including women and minorities, who may have suffered disproportionate penalties due to institutional bias.
Forced ranking is emphasised heavily in GE's performance management system, which has drawn acclaim and criticism for this strategy. Other performance management strategies, including ongoing feedback, frequent check-ins, and growth plans, are employed by other businesses. Forced ranking systems have been eliminated by certain businesses due to negative effects on employee morale and organisational culture (Quinn, 2018). Nonetheless, some businesses continue to employ comparable techniques, such as Microsoft's infamous "stack ranking" scheme, which was dropped in 2013.
Overall, the effectiveness of performance management systems depends on various factors, including the organization's goals and values, the organization, the culture of the organization, and the specific system being used. While GE's performance management system was controversial, it created a high-performance culture and identified and promoted top talent. However, the system may have also negatively impacted morale and team performance, and its effectiveness may have been limited by systemic bias.
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Rank and Yank System
The Rank and Yank system, also known as the vitality curve, was a performance management system implemented by Welch at GE. Under this system, managers were required to rank their employees according to their performance, and the bottom 10% were let go (Galbraith, 2016). The system was designed to identify and promote high-performers while eliminating underperformers.
However, the system was controversial, with critics arguing that it was demotivating for employees constantly threatened with being let go. It was also criticized for being arbitrary and subjective in the ranking process.
Despite the controversy, the Rank and Yank system effectively improved overall performance and productivity at GE. It incentivized employees to perform at their best and encouraged healthy competition among team members. However, it is essential to note that the system may only work in some organizational cultures and industries and may have adverse effects on employee morale and motivation.
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There is disagreement over GE's performance management
system's efficacy. Others contend that the method successfully
recognised and elevated top performers, fostered a high-
performance culture, and enhanced overall organisational
performance (Collins, 2015). Some contend that the method
fostered a competitive and demoralising atmosphere were
individuals prioritised their success over the teams. The system
was also criticised for being discriminatory against several
groups, including women and minorities, who may have
suffered disproportionate penalties due to institutional bias.

At GE, Jack Welch established a performance
management system to find and advance the
finest employees. The "Rank and Yank" or "vitality
curve" ranking method served as the foundation
for the system. According to this approach, GE's
managers have to rate their staff members based
on performance, with the poorest 10% being let
go.

Forced ranking is emphasised heavily in GE's performance
management system, which has drawn acclaim and criticism for
this strategy. Other performance management strategies,
including ongoing feedback, frequent check-ins, and growth
plans, are employed by other businesses. Forced ranking systems
have been eliminated by certain businesses due to negative
effects on employee morale and organisational culture (Quinn,
2018). Nonetheless, some businesses continue to employ
comparable techniques, such as Microsoft's infamous "stack
ranking" scheme, which was dropped in 2013.
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Rank and Yank System

The Rank and Yank system, also
known as the vitality curve, was a
performance management system
implemented by Welch at GE.
Under this system, managers were
required to rank their employees
according to their performance, and
the bottom 10% were let go
(Galbraith, 2016). The system was
designed to identify and promote
high-performers while eliminating
underperformers.
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