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Introduction

Performance reviews are important components of the human resources management
discipline because they are crucial in assessing and monitoring employee performance. This
evaluation explores the performance management processes within Maryland Hospital,
examining its current performance appraisal system and proposing changes to enhance its
effectiveness. As a mid-sized hospital, Maryland Hospital operates within the dynamic

healthcare industry, where aligning strategic goals to people development is paramount.

Current Performance Appraisal Processes

Performance appraisal assessments are a vital tool for managing hospital employee
performance. By evaluating individual performance, strengths, and areas for improvement, the
hospital can identify and address any performance gaps, provide feedback, and make informed
decisions regarding promotions, training, and development opportunities. Effective performance
management contributes to higher productivity, employee engagement, and overall
organizational success. Performance appraisals play a critical role in aligning employee
performance with the strategic goals of the small hospital. The hospital can establish clear
performance expectations to ensure that employees’ objectives and behaviors align with the

organization's broader goals (Pompei et al., 2023).

Current performance appraisal tool

Maryland Hospital currently utilizes a comprehensive performance appraisal tool known
as the Balanced Scorecard to assess employee performance. This tool consists of quantitative and
qualitative components, allowing for a comprehensive evaluation of employees' performance and

potential. Quantitative components: The quantitative components of the performance appraisal



tool involve the measurement of specific, objective criteria such as key performance indicators
(KPIs), productivity metrics, patient satisfaction scores, and adherence to clinical protocols.
These components provide tangible and measurable data for assessing employees' performance
against predetermined benchmarks and organizational standards. Qualitative performance
appraisal tool incorporates qualitative components that assess subjective aspects of employee
performance. Qualitative assessments provide insights into employees' behavioral competencies
and their alignment with the hospital's cultural values and desired work behaviors. An example
of Maryland hospital's current practices is using a rating scale within the performance appraisal
tool. This rating scale allows supervisors to rate employees on various performance dimensions,
such as technical skills, interpersonal skills, and teamwork, using a numerical or descriptive

scale.

Communication and Implementation of Practices

Maryland Hospital recognizes the importance of effective communication in ensuring
understanding and buy-in from employees regarding performance appraisal practices. They
employ various communication channels to disseminate information and foster transparency.
This includes regular communication through email, internal newsletters, and staff meetings,
where the hospital's performance appraisal processes and expectations are discussed.
Additionally, the hospital utilizes intranet platforms and online resources to provide employees

with access to relevant documents, guidelines, and FAQs related to performance appraisals.

Strategies for effective implementation

Training and education for managers and employees: Maryland Hospital invests in

training programs to equip managers and employees with the necessary knowledge and skills to



effectively conduct and participate in performance appraisals. These training sessions focus on
providing guidance on using the performance appraisal tool, conducting fair evaluations,

delivering constructive feedback, and setting development goals.

Clear guidelines and expectations: The hospital establishes clear guidelines and
expectations for the performance appraisal process, ensuring that all employees understand the
criteria, timelines, and procedures involved. This includes providing written guidelines and
instructions, explaining performance rating scales, and clarifying the link between individual

performance and organizational goals.

Continuous feedback and support: The hospital emphasizes the importance of ongoing
feedback and support throughout the performance appraisal cycle. Managers are encouraged to
provide regular employee feedback, recognize their achievements, and promptly address

performance issues (McCarthy et al., 2021).

Example illustrating communication and implementation practices

For instance, Maryland Hospital conducts an annual town hall meeting dedicated to
performance appraisals. During this meeting, the hospital's leadership explains the performance
appraisal process, highlights its significance in achieving strategic goals, and addresses any
employee concerns or questions. The town hall meeting serves as a platform for open dialogue
and allows employees to gain clarity on the appraisal process. Furthermore, the hospital
incorporates a performance appraisal calendar into its shared electronic calendar system, visible
to all employees. This calendar outlines key dates and milestones related to the appraisal cycle,
such as the submission deadline for self-evaluations and the scheduled dates for performance

discussions. By making the calendar easily accessible and visible to all, the hospital ensures that



employees are well-informed and can plan accordingly, reducing confusion and promoting

engagement in the appraisal process.

Changes to Improve Performance Appraisal Processes

Several necessary changes have been identified to enhance the performance appraisal
processes within Maryland Hospital. Firstly, an assessment of the limitations and gaps in the
current system has been conducted, aiming to address issues such as subjectivity, lack of clarity
in performance expectations, and inadequate measurement of behavioral competencies.
Secondly, aligning the performance appraisal processes with best practices and industry
standards is essential, incorporating elements such as clear and objective performance criteria,
regular feedback, and a focus on employee development. As an example of a proposed change,
implementing a 360-degree feedback system is suggested. This change is driven by the rationale
of obtaining comprehensive feedback from multiple sources, including peers, subordinates, and
supervisors, to provide a well-rounded view of an employee’s performance. Anticipated benefits
of this change include improved self-awareness, enhanced teamwork, and a more holistic
evaluation of employee contributions, ultimately fostering individual growth and organizational

success (DeNisi & Gonzalez, 2017).

New Performance Appraisal Tool and Interview Method

Introducing the "Performance Excellence Tool" as a new performance appraisal tool for
Maryland Hospital is crucial to elevate the evaluation process. This tool incorporates features
such as clear performance criteria, competency assessments, and development goal setting. It
aligns with the organization's needs and goals by facilitating objective and measurable

evaluations, fostering employee growth, and promoting alignment with strategic objectives.



Additionally, implementing an effective method for conducting performance appraisal interviews
is crucial. Structured and constructive interviews ensure consistency and fairness in evaluations,
allowing for meaningful discussions on performance, strengths, and areas for improvement. Key
elements of effective interviews include active listening, open-ended questions, specific
examples, and collaborative goal setting. The proposed appraisal tool and interview method offer
several benefits, such as increased transparency, improved communication, enhanced employee
engagement, and targeted professional development, ultimately leading to a more effective and

impactful performance evaluation process (Beveridge, 2020).

Recommendations for Company Leadership

To meet the performance appraisal expectations of fair and realistic criteria, it is
recommended that the company leadership incorporates objective and measurable standards in
the evaluation process, ensuring transparency and minimizing bias or subjectivity. Additionally,
for employees' professional development and motivation, providing ample opportunities for
growth and skill enhancement is crucial. This can be achieved through training programs,
mentorship initiatives, and cross-functional projects. Furthermore, recognizing and rewarding
exceptional performance will not only motivate employees but also reinforce a culture of high
performance (Parker & Reams, 2020). Two specific recommendations include implementing a
competency-based assessment framework to evaluate desired skills and behaviors and
establishing a structured performance recognition program that acknowledges and rewards

outstanding achievements.



Conclusion

This evaluation has explored Maryland Hospital's current performance appraisal
processes and proposed changes to improve their effectiveness. Key points discussed include
using performance appraisal assessments to manage employee performance and their link to
strategic goals. The current performance appraisal tool, consisting of quantitative and qualitative
components, and examples of current practices were examined. Communication and
implementation strategies, including training, clear guidelines, and continuous feedback, were
highlighted. The proposed changes involve aligning the appraisal processes with best practices
and industry standards, introducing a new performance appraisal tool, and implementing
effective interview methods. The importance of fair and realistic criteria, professional
development opportunities, and recognition for exceptional performance were emphasized. The
proposed changes can potentially enhance employee engagement, productivity, and overall
organizational success by aligning performance appraisal with strategic goals and employee

development.
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