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Elzbieta TRACZ?

EMPLOYEE EVALUATION IN THE CONTEXT OF A
NEW EVALUATION METHOD

The following paper discusses the problem of engxogvaluation. It aims to present
the modern methods of evaluationthe context of the new alternative method degvetbby
Wiktor Adamus, which is based on a hierarchicallysia of decision-making problems
(Analytic Hierarchy Process). The first section thfe article provides a synthetic
presentation of selected, modern methods of emplogealuation, indicating their
advantages and disadvantages in practical use ganmations. The second part is a
description of the multi-criteria research method #e possibilities of its application. The
third part presents the results of the study cotetlin the IT company. In the study, a
multi-criteria method was used to evaluate emplsyedo included process engineers from
two teams: a team responsible for production p@dsnning and a team supervising the
production launch. The evaluation was based oneeafuhical model composed of three
levels. The first level included the assessmenméria selected to suit the nature of work of
particular teams. The second level of subcriter@duided the 6-level assessment scale from
‘'very low' to 'very high'. The final level of theoakel comprised alternatives, i.e. the number
of employees being evaluated. The conclusion was tile new method of employee
evaluation is better than the previous methodsesiitcenables the selection of evaluation
criteria which are adequate for a particular johisTmethod allows for an easy and clear
compilation of results regardless of the size ampe tof the company, and thus the number
of workers subject to the assessment process.
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1. INTRODUCTION

Human Resource Management is currently getting réitedy new meaning to an
organization. Over the years, this concept hasredguits dimension, containing not only
the basic personnel matters, but also integratestesys of employee evaluation,
motivation and staff development, including cargmath development. Increasing
expectations of companies regarding the profeskiomapetence and qualifications of
current and potential employees make them searcthdobest qualified staff. Therefore,
employee evaluation is extremely important, stgrtirom the selection and recruitment
and ending with the current and periodic perforneaappraisals. Employee evaluation
ceases to be regarded as "necessary evil" by epgdogr as a routine procedure by the
management, since it has become a valuable piedefamation for managers. The
article is to present a new, multi-criteria methmfdemployee evaluation, based on the
analytic hierarchy process.
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2. MODERN METHODS OF EMPLOYEE EVALUATION

In Poland, employee evaluation is not a requirem@ampanies can carry them out or
relinquish them altogether; also, they themselvelecs the evaluation methods and
techniques which they deem most suitable. The RPdalébour Code regulates the basic
issues related to equal treatment in employmeriiclar1 82 highlights the need for equal
treatment of employees by the employer taking sge, disability, race, socio-political
status, and employment into consideration. Whaal$® important is the fair salary
determination for the same work or the work of éoadue, i.e. the work which requires
from the employees comparable professional quatiics as well as comparable
responsibility and effoft Not having an effective evaluation system incesathe risk of
inefficiency, poor office morale, and high turnovates. Outstanding employees can be
demoralized by feeling that their work goes unreatior by seeing lower performers
receive the same treatment and compensation taréceive.

In any organisation it is important to have in glacmeasurement process that speaks
to the performance level of individuals. The impoxte is not only to enable the organisa-
tion to ensure maximisation of individuals’ skiktts but also to ensure individuals’ per-
formances are aligned to the needs of the orgamiZat
The problem of subjective employee evaluation isvren important issue for HR
managers of many companies. Being responsiblehforselection of evaluation forms,
methods and criteria, they are facing a big chgkerDespite having a wide choice
between many possibilities of assessment, thegtdratruggling with their subjectivity.
Inconsistent perceptions as to the purpose of #gréopnance appraisal can throw the
entire performance appraisal system dfflt is obvious that this problem cannot be
completely eliminated from the evaluation procéesyever, it is important to choose an
appropriate method minimizing its effects, whichukkcbhave a negative influence on the
evaluated employee and the quality of his job perémce.

The selection of an appropriate method for evalgagmployees is a key issue in
human resource management. On the one hand, & helgetermining a salary for each
employee, taking into account their input and cotnrmant to work. On the other hand, it
helps to determine their career paths and traimipgortunities. Given the amount of
available methods of employee evaluation, it woblel advisable to analyze their
advantages and disadvantages in order to seleptdbeoptimal one for each company.
Modern employee evaluation trends in human resoararagement come down to the
following three methods: 360-degree feedback, cdemmy-based appraisal systems, and
management by objectives.

360-degree feedback is a contemporary evaluation method, in which rible of the
evaluator is played by different people who havetact with the assessed employee. P.

2 Kodeks Pracy Art. 1881, §3

3D.H Gesme., M. WisemaRerformance: A Tool for Practice Improvemgfitournal of Oncolo-
gy Practice”, 2011, Vol. 7, No. 2, p. 131.

4 A.L. Jefferson Performance appraisal applied to leadershifducational Studies”, 2010, Vol.
36, No. 1, p. 111-114.

® J.N. KondrasukThe ideal performance appraisal is a format notoanf “Proceedings of the
Academy of Strategic Management”, 2011, Vol. 10, Ng. 64.
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Ward describes the relationship between the apgeaisd raters as a mutual interaction
People whose duty is to evaluate can be supegoligagues or subordinates as well as
the organization’s external customers. The evatliateployee is to the self-assess his job
performance as well. J. Moczydiowska draws attentto the high degree of
confidentiality of such assessmeérhe also underlines that it is necessary to ehttus
criteria which will be clearly formulated and whichill mean the same thing for all
evaluators. This form of evaluation is also knovenraultisource, multi-subject, multi-
level or circular feedbaékThe advantages of this method include its congnsiveness,
which, according to Armstrong means providing ergpks with a broader perspective
which shows them how they are perceived by therenwient.

Increasing the number of raters reduces the sulijgadf the assessment. One of the
main disadvantages of this method indicated by @ik Tarczyska is its labor and time
intensity'®. People involved in the assessment process aneatway from their work,
which may affect its quality adversely. Armstrongoanotes that there might appear a
certain amount of insincere feedback from employ&bs introduction of this method of
evaluation often necessitates the introduction ahynchanges not only in the culture of
the organization, but also in the management sydtamalso important to include all the
members of the organization in the process of impletation of this methdd

Competency-based appraisal systems is the method based on the selection of an
employee’s competencies in the way so that theyflidgs or her job. In this method, the
competencies are the essential element of nottbelgmployee evaluation, but they also
make it possible to integrate the various functimismanagement into a whofe
Therefore, competencies are regarded as the magsiriamt asset of an organization,
necessary to its existence and develophefihe same view is expressed by Whiddett
and Hollyforc, who take one step further and strédss importance of creating
competency-based structures in a company, makingagement by competencies a
company philosophy. They also point to the importance of approprisgkection of the
strategy and appropriate manner of its implemestiattmployees should participate in its
creation and have information about the forthcondhgnges. T. Oleksyn claims that the
right definition of a competency is the basis afeass, which enables the proper selection

®P. Ward,Ocena pracownicza 360 stopni — metoda gfgmia zwrotnegoKrakéw, Oficyna Eko-
nomiczna, 2005, p. 24-25.

7. MoczydiowskaZarzdzanie zasobami ludzkimi w organizatffarszawa, Wyd. Difin, 2010, p.
101.

8 R. Korach,Nagroda i kara — Profesjonalna ocena pracownil@iwice, Wyd. Helion, 2009, p.
152, 201-202.

® M. Armstrong,Zarzdzanie zasobami ludzkinirakéw, Oficyna Ekonomiczna, 2005, p. 471-472.
10 A, Gick, M. Tarczyiska, Motywowanie pracownikdw: systemy, techniki, praktyk&arszawa,
Polskie Wydawnictwo Ekonomiczne, 1999, p. 150-154.

1 R. Lepsinger, A. LuciaSystem ocen pracowniczych 360 sto@liwice, Wyd. Helion, 2007, p.
42.

12 M. Sidor — Radkowska,Kompetencyjne systemy ocen pracownikéw — Przygotowadiezanie

i integrowanie z innymi systemami Z&Hrakow, Oficyna Ekonomiczna, 2006, p. 116.

13 Moczydiowska J.Zarzdzanie kompetencjami zawodowymi a motywowanie pracowniar-
szawa, Wyd. Difin, 2008, p. 144.

'3, Whiddett, S. HollyforcModele kompetencyjne w zadzaniu zasobami ludzkimKrakéw,
Oficyna Ekonomiczna, 2003, p. 39-40
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of employees and facilitates decisions connectetl salaries, promotions or employee
transferd”. In this method, core competencies of the orgdioizaare defined, which are
then subject to direct evaluation with the use af mf the following methods of
competency appraisal: 360 degrees, competency (@stespective, performance) or
observation scalé$ Defining the competencies that are key to a gijednposition or
forcing them upon employees might turn out to bebfamatic. The introduction of an
inappropriate strategy can do a company more hdram tgood. In addition, the
development of employee competencies does not setlystranslate into him achieving
the set goals, neither does it guarantee an impremein his job performante

Management by objectives is a method promoting greater mutual cooperation
between the evaluated employee and his immedigterisu. Objectives to be met and
tasks to be performed by the employee during angpariod of time are mutually agreed
upon. During periodic performance appraisal, thera verification of the employee’s
achievements and the degree to which he has rdatizae set objectives. Sidor -
Rzadkowska claims that the set objectives should basistent with the SMART
principle’®. According to A. Ludwicziiski, assessment by determining the objectives
should be the result of the overall managemenesystdopted by the organizatidnit is
also important that it results from the organizadib culture instead of standing in
contradiction to it. The advantages of this metimdude involvement of employees in
the decision-making process, which streamlinesctwrdination of undertaken actions in
a compan$f. It is also important to develop in employees mseeof responsibility not
only for the tasks to be done, but also for thewnoprofessional development.
Paradoxically, the disadvantage of management ljgctibes may turn out to be an
excessive focus on goals. The assessment of theonwlishment often ignores the
means by which an employee has reached them. WhaeWicka regards as another
disadvantage of this method is the fact that iregdjards the needs and goals of an
individual, which do not always coincide with thbjectives of the organizatiéh Other
disadvantages of a MBO system mentioned by Cirardth Flaniken include a significant
amount of paperwork, particularly in the beginnsigges of a new system, and the con-
cern that MBO tries to make unclear responsibdlittend goals exact and compels em-
ployees to measure objectives that are not medsffiathen choosing this method of
assessment, it is important to pay special attentiothe specificity of organizational

15 T, Oleksyn,zZarzdzanie zasobami ludzkimi w organizacji — Kanony,isedontrowersje Kra-
kéw, Oficyna a Wolters Kliwer business, 2008, p. 96

183, Moczydtowskazarzdzanie kompetencjami zawodowymi a motywowanie pracownik
Warszawa, Wyd. Difin, 2008, p. 144.

173, Whiddett, S. HollyfordMlodele kompetencyjne w zatdzaniu zasobami ludzkinirakéw,
Oficyna Ekonomiczna, 2003, p. 39-40.

18\. Sidor — Radkowska, Ksztaltowanie nowoczesnych systeméw oceny pracowniaakow,
Oficyna Ekonomiczna, 2006, p. 100-102.

YA, Ludwiczynski, Zarzzdzanie zasobami ludzkimi — Tworzenie kapitatu liedgkorganizaciji
red. H. Krol, Warszawa, PWN, 2006, p. 296.

203, &drzejczakOceny okresowe — Zamdzanie przez oceniani&daisk,Wyd. ODDK, 2000, p. 46
21D, Lewicka, Zarzdzanie kapitatem ludzkim w polskich przebirstwach Warszawa, PWN,
2010, p. 130.

22 R. Cintrén, F. FlanikenPerformance Appraisal: A Supervision beadership Tool?“Interna-
tional Journal of Business and Social Science”, 2¥bl 2, No. 17, p. 30.
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culture, which shapes the nature of the employemployee relation, and to the level of
maturity and responsibility of employees, sinces tilmethod would be appropriate only in
such caséd

3. THE ESSENCE OF THE AHP METHOD

The Analytic Hierarchy Process (AHP), whose creatod forerunner is Thomas.L.
Saaty, is a mathematical method that allows fovisglproblems and making decisions
based on the multiplicity of criteria. In his boehktitled The analytic hierarchy & network
processes, W. Adamus presents AHP as a method whilpractical way combines two
distinct disciplines of mathematics and psychofdgyhe main advantage of this method
is presenting immeasurable (intangible) elementsiumerical values in the form of
priorities. This allows the decision maker to fiadlecision which will best suit his goals,
considering particular criteria. The basis of thexidion (hierarchical) tree is the main
objective, against which other criteria and suledia are compared to one another. Each
comparison is accompanied by verbal evaluatiomfdated by a decision maker and the
corresponding numerical value - Saaty's nine-psiafe is used for compari€dnThen,
in the same way a comparison is made between @iffetecision alternatives against the
adopted criteria and/or subcriteria. The modelteddn this way is known as a function
of priorities, which means that the decision alatine of the highest priority is the best to
be chosen. The AHP method is used not only in impl&ting scientific research projects,
but, as noted by Michael Scott, it is also usednayagers to dispel doubts when difficult
decision problems arise in their organizations & as to put emphasis on reaching a
consensus while assessing comparisons of manyatifferiteria®°.

Among the main advantages of the Analytic Hierarehgcess, there is a possibility of
making an objective choice based on the decisiea formed by experts. This method
enables giving a numerical value to immeasuraldenehts; therefore, it is possible to
measure things which are elusive, intangible oeepdral and were previously impossible
to be measuréd In order to compare a large number of criterid/ansub criteria, it is
necessary for a decision maker to be focused amdtiae in order to avoid errors of
illogical answers.

The method of Analytic Hierarchy Process in thddfief employee evaluation was
first applied by W. Adamus. He characterized théstang evaluation methods and
techniques, taking into account the advantagesieadivantages of their application in an
organization. He also proposed an alternative nietifoobjective employee assessment
and on its basis he developed a hierarchical streiaf evaluation. Its essence is giving
the selected assessment criteria particular impoetaveights and ranking them according

R, Korach,Nagroda i kara — Profesjonalna ocena pracownilaiwice, Wyd. Helion, 2009, p.
152, 201-202.

24\W. AdamusThe Analytic Hierarchy & Network Processeksakéw, Wydawnictwo Uniwersyte-
tu Jagiellaiskiego, 2008, p. 7-8.

25 7. L. Saaty,Principia Mathematica Decernendi — Mathematical riRiples of Decision Making,
Pittsburgh, RWS Publications, 2010, p. 17.

28 .M. ScottQuantifying uncertainty in multicriteria conceptisetion methodsLondon, Springer-
Verlag London Limited, 2006, p. 175-176.

27 http://www.ergonomia.ioz.pwr.wroc.pl/download/Arae8y TheSevenPillars.pdf Doc. Electr.
accessed on 9.11.2014
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to these weights. The result for a particular erygéois the product of importance weights
of the selected evaluation criteria and sub cetdn the final stage, a verbal appraisal is
given, which depends on the number of points obthiby an employee from the
evaluator.

4. THE PRACTICAL APPLICATION OF THE NEW EMPLOYEE
EVALUATION METHOD

The following article presents a new method of eaypé appraisal on the example of
employee evaluation carried out among process eaggnin an international IT company
dealing with the planning, appraisal and productadnelectronic subassemblies. The
evaluation was conducted among the employees fraomtéams: the team planning the
manufacturing process and the team responsible pfeparing and launching the
production line. In this particular company, penfiance appraisals are done once a year
with the use of a standard form filled out by swjsars and employees. The analysis of
the collected information shows that the forms am clear enough, and that the
evaluation process often does not provide the &asémformation about the work and
achievements of individual employees. All employdasn the selected teams were
subject to the study and the assessment was doree tbgm manager and a human
resource manager. The evaluation also included @rapt’ self-assessment. For each
team, a separate decision tree was developed, whage objective was to evaluate
employees. The basis for evaluation in this modalevthe evaluation criteria adopted in
the organization in the evaluation process, taillore each team’s function. Another
element of the model are the sub criteria for deiteing the degree of intensity of each of
the main criteria. Expansion and breadth of denidi®@es, and in this case of "the
evaluation tree", is highly dependent on the spatifof a given organization’s business
activity. Some companies will prefer simple modsith a small number of criteria, other
companies will need to expand those models salilegtfully meet their expectations and
are useful in the assessment process.

Figure 1 shows a schematic diagram of the decis@mfor evaluating the staff from the

team responsible for planning the manufacturinggss.

All staff evaluation used in the study are defiasdollows:

1. Focus on results — action to achieve identifiec¢onnes;

2. Visionary — ability to anticipate events and inastencies based on the likelihood of
their occurrence in the planning stage of the mactufing process and production
line;

3. Troubleshooting — quick response to critical eventinconsistencies in the process
occurring, initiative in action;

4. Building cooperation — taking team actions, implamagon of common tasks,
achievements of team objectives;

5. Coaching — acquisition and improvements of skilier the guidance of coach, sup-
port in action;

6. Work management — punctuality, compliance with pthoes and work discipline;

7. Experience — acquisition of practical skills andWtedge of work-related, includes
past and present;

8. Responsibility — professional duty, involvementth®ir work, commitment to co-
workers and superiors;
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9. Decisions — making — accuracy in assessing thet&ity definitely in action;
10. Change management — change in the overall plaramidgmplementation process of
the production line, reaction to unforeseen evantksituation.

Figure 1: The hierarchical structure of employealeation

1. GOAL
EMPLOYEE APPRAISAL
/ / 2.CRITERIA \ \
iy i Building f Work i ibili
Visional b Coachin Experience Responsibility
Focus on results ry Troubleshooting cooperation g management p
Very low _| Very low _| Very low | _| Very low | I Very low I_ Very low Very low Very low
0,0425 0,0425 0,0425 0,0425 0,0425 0,0425 0,0425 0,0425
,_| Low | __| Low | Low Low Low Low Low Low
0,0642 0,0642 0,0642 0,0642 0,0642 0,0642 0,0642 0,0642
Average I _l Average | Average Average | Average '— Average Average Average
0,1009 0,1009 0,1009 0,1009 0,1009 0,1009 0,1009 0,1009
Above average Above average Above average Above average Above average Above average Above average Above average
| (] 16__|02 I__.._____I0 1602 0,1602 0,1602 0.1602 0,1602 0,1602 0,1602
_| High | _1 High | High High High High High High
02516 02,2516 02516 0,2516 0,2516 02516 0,2516 02516
Very high Very high Very high Very high Very high Very high Very high Very high
0,3806 0,3806 0,3806 0,3806 0,3806 03806 0,3806 0.3806
Employee appraisal | Employee appraisal | Employee appraisal | Employee appraisal

| I [l n

Source: own study based on Adamus Wspdiczesna metoda oceniania
pracownikow{w:] Komunikacja i jaké¢ w zargdzaniy Krakéw, Wyd. Uniwersy-
tetu Jagiellaskiego, 2010, p. 186-198

In order to compare the sub criteria, a six-pooaties was adopted to calculate the value of
their prioritie$®, which are as follows:

e verylow 0,0425
« low 0,0642
e average 0,1009
e above average 0,1602
e high 0,2516
* very high 0,3806

28 \W. AdamusWspdtczesna metoda oceniania pracownikéy Komunikacja i jakec¢ w
zarzidzaniy Krakow, Wyd. Uniwersytetu Jagiefiskiego, 2010, p. 186-198
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Transfer numerical ratings to verbal scales wasemsging six level scale developed by
W. Adamus, listed in Table 1

Table 1. Point and verbal employees evaluation

Ranking (number of points)

>3161 | 2060-3161 | 1306-2059 826-130% 533-825| <533

Verbal assessment

Outstanding | Distinguished Satisfactor ApproprigteUnsatisfactory Inadequate)

far exceeds

the standards . e
exceeds stan- | slightly . significantly

and values, - slightly below

L dards and higher than as expected - below

significantly . - expectations .
expectations | expectations expectations

exceeds

expectations

Source: Adamus W., A contemprorary method of ermgrgyassessment, [w:] Materiaty

z konferencji,Proceedings of the International Symposium onAlmalytic Hierarchy Process
(Sorrento, 15-18 June 2011), p. 5

As a result of the pairwise comparison of the peafees of synthetic criteria for the
production process planning teatheir priorities indicating their importance in the
assessment process were determined. This allowedafkking them from the most
important ones (with the highest degree of imparcthee employee evaluation results) to
the least important ones (only slightly influencinghe results of the assessment).
Figure 2 shows the hierarchy of evaluation critésiathe production planning team.

Figure 2 The hierarchy of evaluation criteria foe production planning team

! Priorities [Z”E|gl

The inconsistency index is 0.0563, Ikis
desirable to have a walue of less than
o1
~
Building cooperation 0.060459
Coaching 0.051041
Experience 0.09z2805
Focus on resulks 0.208067
Responsibility: 0.099331
Troubleshooting 0.182111
Visionary 0.239104
work management: 0.036581 3
Okay

Source: own study

Criteria priorities of production process planntegm outlined above, were obtained
by applying the geometric mean of the questionsditied by persons participating in the
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evaluation process. Work done by the manufactupragess planning team is not the
work of reproducing. However, it's requires novabtlannovative thinking, predicting the
consequences of the solutions and location ofcatifpoints. Hence high values of the
priorities of the criteria visionary and troublestiog. High priority of the criterium,
focus on the results, clearly indicates the neeidnfdement and achieve business goals.
Low priority criterion of experience points at faing on young workers, often immedi-
ately after graduation. Table 2 shows the perforaagvaluation of the production plan-

ning team
Table 2. Performance evaluation of the productianmng team
Criteria Employee Employee Employee Employee Employee
| I 1] \Y, \Y,
. . Above . High
High High Very high
Focus on resultg 0.2516 0.2516 average 0.3806 0,2516
0,1602
. Above avera- . High
- High Average Very high
Visionary ge 0,2516
0,2516 0.1602 0,1009 0,3806
. . Above . Very high
. Very high High High
Troubleshooting 0.3806 0.2516 average 0.2516 0,3806
0,1602
Building coope- Abovgeavera- High High Very high OHZI%EG
ration 0.1602 0,2516 0,2516 0,3806
: Low Average Very low High High
Coaching 0,0642 0,1009 0,0425 0,2516 0,2516
Work manage- Average Above avera- Above High Very high
ment 0,1009 ge average 0,2516 0,3806
' 0,1602 0,1602 '
Above avera-| Above avera- . High
Experience ge ge 0"8(‘;\;’2 Vgr%ISh(;gh 0,2516
0,1602 0,1602 ' '
. Above avera- . High
o High Average Very high
Responsibility 0.2516 ge 0.1009 0.3806 0,2516
0,1602
TOTAL PO- 2404 1966 1272 3327 2798
INTS
VERBAL AS- s . . | T
SESSMENT Distinguished Satisfactory Appropriate  Outstandindistinguished

Source: own study

As a result of the pairwise comparison of the pregiees of synthetic criteria for the
team supervising the production laurtbleir priorities indicating their importance in the
assessment process were determined.
Figure 3 shows the hierarchy of evaluation critésiathe team supervising the production

launch.
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Figure 3 The hierarchy of evaluation criteria foe team supervising the production

launch

! Priorities

The inconsistency index is 0.0405, It is
desirable bo have a walue of less than

0.1

Euilding cooperation

Change management

Decision - making

Experience

Focus on resulks

Respansibility

Troubleshooting

Cikay

0.074479

0.235702

0.115505

0.034564

0.315885

0.066122

0. 154444

Source: own study

Prioritizing staff evaluation criteria for the teaupervising the production launch in-
dicated that the maximum weight reached critermsu$ on results — in the evaluation of
employees are taken into account how and whatdkewas achieved by each of them
intended results to the construction and commigsgpof pre-designed production line.
The second criteria in other of importance is thenge management — management skills
associated with the processes of modernizationcagbn and installation of the entire
production line, slots machines in production aqdipment necessary for its launch.
Table 3 shows the performance evaluation of the teapervising the production launch.

Table 3. Performance evaluation of the team sugiexyithe production launch

Criteri Employee | Employee | Employee | Employee | Employee | Employee
riteria
| Il 1] v \Y VI

Focuson | 000 | Mo | e | Mo LY e
results 0,1602 02516 | 91602 | 9% | 03806 | o0,1602
Decision - High High Average | Very high High High
making 0,2516 0,2516 0,1009 0,3806 0,2516 0,2516
Troubles- High Very high Average High High High
hooting 0,2516 0,3806 0,1009 0,2516 0,2516 0,2516
Building Q/%‘r’;ge High Q/%‘r’;ge Very high | High High
cooperation 0.1602 0,2516 0.1602 0,3806 0,2516 0,2516
%g?lg%z_ Average ;\‘Z?;ge Low High Q/k;?;ge High
ment 0,1009 0.1602 0,0642 0,2516 0.1602 0,2516
Experience Above Above Low Very high Above Above

P average average 0,0642 0,3806 average average
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0,1602 0,1602 0,1602 0,1602
Responsibi- ;‘/%?;ge High Low Very high High High
lity 0.1602 0,2516 0,0642 0,3806 0,2516 0,2516
TOTAL
POINTS 1707 2465 1116 2891 2673 2195
VERBAL
AS- . Distingu- | Appropria- | Distingu- Distingu- Distingu-
SESSMEN | Sausfactory| ey te ished ished ished
T

Source: own study

5. CONCLUSIONS

Nowadays, employee evaluation systems are becomiwgry important issue in
human resources management. The efficient funcigprof such a system in an
organization gives it the opportunity to observegrify and monitor employee
performance.

The study conducted for the purpose of this papeead to capture the modern
methods of assessment in the context of the nesvnalive method developed by W.
Adamus.

The most important advantages resulting from th@iegtion of the new multi-criteria
employee evaluation method created on the basithefAnalytic Hierarchy Process
include:

« this method can be applied in any organizationaméigss of its size and nature
of their business (service companies, manufactucimgpanies, administrative institu-
tions, etc.)

e a possibility to select the key evaluation critewhich are fully relevant to a
particular job position;

e clear presentation of the priority values of assesg criteria calculated via
comparison, which unambiguously indicates thos¢eriai influencing the quality of
performance in a given job in an organizationat oniteam in the most important way;

e easier analysis of the results;

« the method can be successfully applied in evalndtip supervisors, co-workers
or in employee self-assessment - which greatlygeslthe problem of subjectivity of the
assessment;

. using "Super Decisions" or "Expert Choice" compugeftware to perform the
calculations streamlines the work of the evaluatuat reduces the time necessary to carry
out the evaluation process.
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OCENIANIE PRACOWNIKOW W KONTEK SCIE NOWEJ METODY OCENY

W pracy podite zostaly rozwzania nad problematykocen pracowniczych. Ma ona na
celu ugcie wspotczesnych metod oceniania w koktek nowej, alternatywnej metody
opracowanej przez Wiktora Adamusa opigeej sk na hierarchicznej analizie problemow
decyzyjnych (Analytic Hierarchy Process). W pierejszczsci artykutu dokonano
syntetycznej prezentacji wybranych, wspoiczesnycletooh oceny pracownikéw ze
wskazaniem na ich wady i zalety w praktycznym zesh@niu w organizacjach. Drag
cze$¢ stanowi opis wielokryterialnej metody badawczejamrz mdliwosciami jej
zastosowania. W egzci trzeciej zaprezentowano wyniki badgrzeprowadzonych w
matopolskiej firmie z braty IT. W badaniach dokonano oceny pracownikéwzyimerow
procesu z wybranych dwoch zespotdw: zesp6t ds.oplania produkcji oraz zespét
nadzorugcy uruchomienie produkcji, przy pomocy wielokrytgriej metody AHP. Oceny
dokonano w oparciu o zbudowany model hierarchicznyuwzgkdnieniem trzech
pozioméw. Poziom pierwszy stanowily kryteria ocerga odpowiednio dobrane z
uwzglednieniem specyfiki pracy danego zespotu. Drugi pozsubkryteriéw, ukazagy 6-
stopniova skale ocen od bardzo niskiej, po bardzo wys@statni poziom modelu zawiera
alternatywy, czyli ilé¢ ocenianych pracwnikéw. W konkluzji stwierdzore, nowa metoda
oceniania pracownikéw jest lepsza od dotychczasbwyetod umgliwiajac wybér tych
kryteriow oceny, ktéreassadekwatne do danego stanowiska pracy. Pozwalaadatwe i
czytelne opracowanie wynikOw niezahte od rodzaju oraz wielkoi organizacji, a co za
tym idzie ilcsci pracownikéw podlegagych procesowi oceny.
Stowa kluczowe ocean pracownikow — kryteria oceniania — Analityz Proces Hierar-
chiczny.
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