Case Studies – Performance Management
Case Study 1: The Biased Appraisal System
Scenario:
A mid-sized technology company has been receiving complaints from employees about fairness in their performance reviews. Multiple employees have reported that certain managers tend to rate individuals higher if they have a good personal relationship with them, regardless of their actual performance. This has led to dissatisfaction and a feeling of injustice among the staff.
Key Issues:
- Bias in performance ratings (Halo effect and personal favoritism).
- Lack of objective evaluation criteria.
- Low employee morale and trust in the performance management system.
- Potential legal and ethical implications.
HR Interventions:
- Redesign the appraisal system to include objective, measurable KPIs.
- Introduce 360-degree feedback involving peers and subordinates.
- Conduct regular training for managers on unconscious bias and fair evaluation.
- Implement a review and appeals process for performance evaluations.
- Use technology (e.g., HR analytics tools) to flag inconsistencies in ratings.
Discussion Questions:
- What are the long-term consequences of biased appraisals?
- How can HR build a culture of fairness and accountability?
- What tools or processes can help managers become more objective?
Case Study 2: Implementing Continuous Feedback at a Traditional Firm
Scenario:
A legacy manufacturing firm has traditionally relied on annual performance reviews. However, the HR team is pushing to implement a continuous feedback model to align with evolving best practices. Senior leaders, accustomed to the old system, are skeptical about the change. There is a cultural resistance to moving away from formal, once-a-year evaluations.
Key Issues:
- Resistance to change from senior leadership.
- Lack of familiarity with continuous feedback models.
- Risk of poor implementation without buy-in and training.
- Need to align feedback systems with company culture and values.
HR Interventions:
- Organise workshops to demonstrate the benefits of real-time feedback.
- Pilot the continuous feedback system in one department and track results.
- Share success stories from other firms or industry benchmarks.
- Train managers on giving constructive, timely feedback.
- Use performance management tools (e.g., feedback apps) to simplify the process.
Discussion Questions:
- What are the advantages of continuous feedback for employees and organisations?
- How can HR overcome leadership resistance to change?
- What strategies and tools can ensure successful implementation?
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