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Chapter 1 Introduction 

1.1 Introduction

The value of human capital is clearly defined in the economics literature. In fact, according to the basic Solow model with respect to the production function a firm uses two inputs to produce output, namely capital and labour. Using the production function as the initial concept a firm is able to increase its output by increasing the productivity of capital and labour. This thesis will discuss only the labour input in an organization, the capital input will be disregarded in the research. In this context, the achievement of optimizing the productivity of the human capital in a firm is essential; hence the productivity of the employees is a primary builder of a profitable business. In addition, the acknowledgment of the fact that the productivity might be optimized by stimulating the performance of the employees is essential. Consequently, for creating a business that is gainful, creating a management device that yields a higher performance of the employees is indispensable.

Different approaches are outlined in the human resource management literature to get the best out of the employees. In the economic models of compensation there is an assumption that higher performance requires greater effort. Effort is again in some other way associated with disutility for the employees. These models predict that with providing incentives for increasing the productivity of the employee, the expected utility of the employee will increase. These external incentives can have different forms like praise, recognition, promotion opportunities and cash rewards. Economists tend to focus on the monetary rewards while it is recognized that non-monetary rewards can also be important for improving the performance of the employees.
 
Additionally, the classical school assumes that the agent is lazy of origin while financial rewards can stimulate him to work harder. Consequently, this approach introduces material awards for stimulating employees.
 A second approach regarding the stimulating factor of the employees comes from the behavioural scientific school.
 This schools’ approach describes that besides the financial factor, the immaterial factor also plays a role as a motivating device. In accordance with this school the employees desire to apply their capacities along with developing themselves in their job. He chooses to take responsibility and to take decisions concerning his activities. Consequently, the subordinates desire to be respected for their personality as a full-fledged employee. As a result, by meeting these immaterial requirements the subordinate might be stimulated for delivering higher performance.

This thesis will especially comment on the lagging approach, so it will discuss the immaterial context. In particular it will discuss a management device which is used in the human resource management. This management device is also called a job evaluation conversation which is a tool for optimizing the functioning of employees by meeting their immaterial needs. 

Ahead of discussing the job evaluation conversation detailed, it is important to restrict the subject to a particular sector. In this thesis, the focus will be on the banking sector which is an arbitrary selection. Moreover, the conditions have to be restricted further to gain useful information about the job evaluation conversation. Homogeneous managers of different banks will be interviewed to gain information about the execution of the job evaluation conversation. The following question can be stated as the main focus of the study:

How is the job evaluation conversation conducted in the banking sector?

1.2 Relevancy subject

This thesis will discuss the job evaluation conversation in the banking sector. However, the relevancy of this subject will be clarified primarily. Firstly, in a time where the human resource management plays a great role, it will be necessary for managers to obtain the knowledge about the implementation of the job evaluation conversation. Clearly, the job evaluation conversation is a potentially significant part of the performance appraisal system of any organization. As a result, this issue is relevant for all the firms which conduct the job evaluation conversation or which are going to implement this conversation. 

Secondly, as described in subsection 1.1 firms use human capital as input. To maintain qualitative human capital, it may be relevant to do this research on the implementation of the job evaluation conversation. Particularly, this conversation is defined as a device to optimize the functioning of the employees. It might be possible to influence the internal incentive of the subordinate during the job evaluation conversation. 

1.3 Methodology

The main objective of this thesis is to obtain significant information about the job evaluation conversation in the banking sector. The methodology will consist of a theoretical study and of an analysis of the empirics. The empirics will be gained through interviews with homogeneous managers of different local banks in Rotterdam and the vicinity of Rotterdam. 

1.4 Outline of the thesis

The thesis will be subdivided into three parts. The first part will discuss the theoretical background of the job evaluation conversation. The theoretical part consists of the chapters 2, 3, 4 and 5. In these chapters certain hypotheses will be derived concerning the information of the literature study. The second part will argue the empirics of the job evaluation conversation, which will take place in chapter 6. This chapter will also discuss the consistency between the literature and the empirics. In particular, the derived hypotheses in the theoretical part will be supported or rejected regarding the output of the interviews. Finally, the third part will exist of chapter 7 which will provide a summary of the first two parts.
A detailed outline of the thesis is as following. Chapter 2 which is a part of the theoretical part will discuss the objectives of the job evaluation conversation. Chapter 3 will argue the motivation of the subordinate through the job evaluation conversation. Thus, in chapter 3 it will be shown whether the job evaluation conversation is useful as a motivation device. Chapter 4 again will discuss the association between the superior and the subordinate. The different conversation models will be outlined while the role relation between the superior and the subordinate will be a part of discussion as well. The last chapter of the theoretical part, chapter 5 will argue the appraisal system. Concerning the empirical part of the thesis, chapter 6 will shortly show the results of the interviews which take place with homogeneous managers in the banking sector. Chapter 7 will provide the results concerning the literature and the empirics. 
Chapter 2 The job evaluation conversation
2.1 Introduction 

The introduction of this thesis induces the job evaluation conversation regarding the functioning of the employee. The job evaluation conversation is used to provide awareness about the performance of the employee. The output of the job evaluation conversation is useful for different objectives. Accordingly, this section will present the objectives of the job evaluation conversation. It will be shown that in the economics literature there is a variety of objectives for implementing the job evaluation conversation. Furthermore, this section will discuss how to manage with the multiple objectives of the job evaluation conversation. Finally, certain hypotheses will be derived concerning the theoretical outcome of this chapter. The next subsection will provide a review of the argued objectives of the job evaluation conversation in the economics literature.
2.2 The objectives of the job evaluation conversation
The job evaluation conversation is an important management tool for every organization. Clearly, a job evaluation conversation provides a dialogue between the superior and the subordinate. Additionally, it gives the opportunity to provide feedback from the appraiser to the employee and vice versa. Again the job evaluation conversation is not only necessary for the communication between the subordinate and the superior. The information that will be obtained from the job evaluation conversation can be used for decisions concerning the organization. 

The ineffective use of the job evaluation conversation is recognized in papers of Landy & Trumbo (1980) and Meyer, Kay & French (1965).
 To increase the effectiveness of the job evaluation conversation organizations have to decide about the objective of the job evaluation conversation. Hence, the intelligibility about the objective of the job evaluation conversation might have a positive effect on the outcome of the appraisal. Thus, before implementing the job evaluation conversation organizations have to decide which objectives are to be realized with the conversation. The literature provides information about the different objectives of conducting a job evaluation conversation. 
De Wolff (1963) states that the conversation can be used for many purposes like personnel mutations, compensations and education needs of the subordinates. Also stimulating the subordinate and validation of selection procedures are objectives for implementing the job evaluation conversation.
 Again Drenth (1982) distinguishes four main objectives of the job evaluation conversation. In his view the evaluation can be used for selection and training of the subordinate. Furthermore, the job evaluation conversation is useful for determining the potential of the subordinate for growth possibilities. The third function mentioned by Drenth (1982) is decision making in the field of the organization and the management of employees. The last category is the improvement of the performance, correcting and stimulating the subordinate.

Moreover the writers Roe and Daniëls (1984) have categorized the objectives of the job evaluation conversation in four categories. The first category is controlling the behaviour of the employees. This implies that the superior analyzes the results of the job and the working method of the employees and investigates whether they are consistent with the expectations and norms of the firm. The second category is justifying bonuses or compensations. Again, the third category is the evaluation of the prescribed policy. This way, the results of the appraisals can be used for determining new policies and mainly for selection and educating employees. The last category is gaining information regarding each individual employee for the construction and the maintenance of the personnel file.

Cederblom (1982) points out two main objectives of realizing the job evaluation conversation, namely the evaluation and discussion of administrative decisions and the purpose of development and counselling of the subordinates.
 Here the administrative decisions are mentioned as the compensations of the subordinates.
	
	De Wolff
	Drenth
	Cederblom
	Roe and Daniels

	Objective 1
	mutation
	-
	-
	-

	Objective 2
	selection procedure
	selection and potential measuring
	-
	selection

	Objective 3
	compensation
	-
	administrative decisions
	bonuses

	Objective 4
	education needs
	training
	-
	education

	Objective 5
	stimulating
	correcting, stimulating and improvement performance
	developing and counselling
	control behaviour

	Objective 6
	-
	-
	-
	construction personnel file

	Objective 7


	-
	decision making
	-
	evaluation policy


Table 1: An overview of the objectives of the job evaluation conversation
 As illustrated above all the objectives mentioned of the job evaluation conversation are categorized and outlined in table 1 to elucidate it further. According to the overview of the objectives described in the literature in table 1 there are totally 7 objectives. The objectives of the construction of the personnel file and personnel mutation are mentioned infrequently by authors.  Again another objective is decision making which is mentioned by Drenth (1982) and Roe and Daniels (1984). Here the outcome of the job evaluations will be linked to the current policy which will be evaluated and discussed. Objectives as selection, compensation and education are mentioned by most authors. Remarkably it can be stated that in the literature the use of the job evaluation conversation for stimulating and improving the performance of the subordinate is being justified.  It can be observed in the table that all authors mention the stimulation device as an objective of the job evaluation conversation. With the job evaluation conversation as a motivation device the superior will control the behaviour of the subordinate and stimulate him to perform optimally. 

Chapter 3 will argue the issue of the use of the job evaluation conversation as a management tool to motivate employee. The next subsection will argue the issue of the multiple objectives of the job evaluation conversation. 
2.3 Dealing with the multiple objectives 
Subsection 2.1 discussed the multiple objectives of the job evaluation conversation. An important question arises concerning the variety of these objectives. Should the job evaluation conversation deal with all the objectives? In this subsection it will be discussed whether it is favourable to pursue multiple objectives with the job evaluation conversation.

Cummings and Schwab (1978) came with an important approach to deal with the multiple objectives of the job evaluation conversation, which is on the whole consistent with the approach of Cederblom (1982). Cummings and Schwab (1978)   state that the objective of the job evaluation conversation depends on the employee and job. Consequently, the job evaluation conversation is differentiated into different evaluations by pursuing different objectives. Here the authors mention the developmental evaluation, the maintenance evaluation and the remedial evaluation.
 
The developmental evaluation is useful for high performing employees with high potential in rather discretionary jobs. Again the maintenance evaluation is used for subordinates with a steady performance level. They are unlikely to improve their performances because of their limited abilities, motivations or the nature of their jobs. The last one is the remedial evaluation. This evaluation is conducted for low performing subordinates with the aim to increase their performances to acceptable levels. Regarding the fact that this thesis studies homogeneous jobs in the banking sector, only the type of the subordinate will be significant for determining the objectives of the job evaluation conversation. To sum up, the approach of Cummings and Schwab (1978) suggest that the type of the subordinate is crucial to obtain clear answers about the objective of the job evaluation conversation. 
From the above, it is considerable that not all the objectives of the job evaluation conversation should be realized. There should be dissimilarity of the job evaluation conversations per subordinate, because of the dependence of the objective by the type of the subordinate.
2.4 Conclusion 
Summing up, it is clear that the job evaluation conversation is conducted for many reasons regarding the organization and the employees. The objectives which are mentioned repeatedly will be analyzed further in the empirical framework studied in chapter 6. The following hypotheses can be derived regarding the objectives of the job evaluation conversation:
1. The job evaluation is used for selection.

2. The job evaluation conversation is used for compensation.

3. The job evaluation conversation is used for education.

4. The job evaluation conversation is used for decision making.

5. The job evaluation conversation is used for motivating and increasing the performance of the employee. 

Concerning the literature it is stated that not all the objectives of the job evaluation conversation should be realized for every subordinate. It is argued that the objective of the job evaluation conversation is dependent of the type of the subordinate. Respecting this the following hypothesis can be derived:
6. Each job evaluation conversation pursues different objectives dependent of the subordinate.
Chapter 3 Motivation of the subordinate
3.1 Introduction 
The previous chapter has described the job evaluation conversation taking into account the objectives. Also the use of the job evaluation conversation for stimulating and improving the performance of the subordinate is being justified. In addition, this chapter will argue the function of the job evaluation conversation as a motivation device. A description of the job evaluation conversation is provided by Visschedijk (1986) describing the conversation as a tool to maximize the functioning and the job results of the subordinate. Again Van den Broek (1996) discusses the job evaluation conversation on the one hand as the improvement of the delivered product or service of the subordinate, thus the improvement of the performance of the subordinate. On the other hand, Van den Broek (1996) describes it as the improvement of the motivation of the subordinate, whereby the pleasure and the enthusiasm in the job increases. 


The importance of motivation cannot be excluded of the job evaluation conversation. Therefore, subsection 3.2 will provide an equation of the net outcome of the job evaluation conversation, whereby the variable of motivation plays a great role. Again subsection 3.3 will describe the economic literature behind the thought of motivating subordinates. Finally, subsection 3.4 will provide a hypothesis given the conclusion.
3.2 Motivation as a variable
The definition that is provided by Van den Broek (1996) for the job evaluation conversation is that it is a conversation which is regularly performed with the participation of the superior and the subordinate concerning the structural tasks of the job, the atmosphere on the workplace, the execution of the tasks and the circumstances with the aim to improve the quality of the work by making agreements about the signalled problems.
 Van den Broek (1996) again states that the quality of the work is closely related to the motivation. During the job evaluation conversation certain decisions are made. The net outcome of these decisions can be formulated as following:
(1)
 E = Q*A

Where: E = the Effect of the decision
Q = the Quality of the decision
A = the Acceptance of the decision
Equation 1 states that the effect of the decision is the quality of the decision multiplied by the acceptance of the decision by the subordinate. The quality denotes if the decision is a qualitative decision for having a positive effect on the outcome. The other variable is acceptance which is closely related to motivation. When the subordinate does not accept the decision he will not be inferior to the decision and will not be motivated to perform the task optimally. This again has a negative effect on the outcome.
 The acceptance of the decision can also be formulated as follows:

(2)          A = A(M)
Where: M is Motivation
Substitution of formula 2 in formula 1 will provide:

(3)
E= Q*A(M)

Concluding, formula 3 shows that the net outcome of the job evaluation conversation is dependent of the motivation. Thus, increasing the motivation of the subordinate will lead to higher net outcomes. The way of motivating the subordinate will be argued in the next subsection.
3.3 The job evaluation conversation as a motivation device
The motivation of the subordinate is mentioned as an objective for conducting the job evaluation conversation. Given the economics literature, there are some ways to motivate the subordinate. One way is to stimulate subordinates by providing rewards. Also delegation of tasks and job enlargement are ways which are described in the economics literature to motivate the employee.
 Furthermore, there is also some literature about motivating subordinates through ordinary talk. Some economists are pessimistic about the extent of verbal communication for stimulating subordinates.
 The thought behind this is that employees see through the incentive of the manager to exaggerate the abilities of the subordinate or to overstate the importance of the tasks. Nevertheless, it is indisputable that ordinary talk can be used as a motivation device.
 Therefore, it is essential for the superior to gain the knowledge about how to react and what to say during the job evaluation conversation to motivate the subordinate. It is necessary to conduct the job evaluation conversation in such a way that it becomes a motivation device. 
In the tenet of economics it is known that individuals respond to incentives. There is a great deal of evidence that incentives really promote effort and performance, thus praising the employee could really serve as a positive reinforcement for obtaining a higher performance of the subordinate.
 Bénabou & Tirole (2003) have discussed the incentives for motivating the employee. They note in their work that incentives like rewards or providing encouragement or praise are incentives which are weak reinforcements in the short period. Additionally they note that these incentives are negative reinforcements in the long period.  Gibbons (1997) and Lazear (2000) argue that incentives have a positive effect on the performances of the employee. In contrary, the psychological tenet argues that rewards may impair the performances of the employee. Kruglanski (1978) and Deci, Koestner and Ryan (1999) argue that rewards would have a negative effect on the performances and especially in the long period. Consistently, it is shown that individuals who follow certain programmes
 where they are rewarded show compliance at the short term but not in the long period. In contrary, where there is no reward the individuals show better compliance in the long run.
 Another contribution comes from Etzioni (1971) who states that employees find control of their performances using incentives dehumanizing and alienating.
 It is also known that extrinsic rewards would erode the intrinsic interest, because employees would see these incentives as controlling devices for controlling their behaviour. 

Bénabou and Tirole (2003) discuss the principal agent approach with the use of incentives. They state that by offering incentives, the principal would send the signal that she trusts the agent. Conversely, extrinsic motivation incentives will have limited effect on the performance of the agent and will decrease the motivation of the agent for similar activities in the future. Bénabou and Tirole also (2003) state that the subordinate finds an activity less attractive when a reward is offered. The reward mentioned here can be interpreted as a monetary reward, but also as a non-monetary reward as praise. They declare in their article that in equilibrium rewards are positive reinforcements in the short-term. And also that rewards weaken the agent’s valuation of the attractiveness of the activity. Thus, the higher the reward the less attractive is the task for the subordinate. Therefore incentives would reduce the attractiveness of the activity and subsequently the intrinsic motivation of the subordinate. 
The authors also note that an incentive is bad news for the subordinate and it damages the self-confidence of the subordinate permanently. Rewards impact intrinsic motivation negatively, since it decreases the self-confidence permanently. Therefore a reward is a positive reinforcement in the short period, but it will always reduce the future motivation. The following quotation from Bénabou and Tirole (2003) explains the motivation of the subordinate further when he is offered a reward for an activity:

‘The tension between the short-term and long-term effects on motivation of offering a reward also suggests the following idea: once a reward is offered, it will be required-and ‘expected’- every time the task has to be performed again-perhaps even in increasing amounts.  In other words, through their effect on self-confidence, rewards have a ‘ratchet effect’. This irreversibility may explain people’s (e.g. parent’s) reluctance to offer them, even on occasions where they would seem like a small price to pay to get the current job done.’
This again, will cause the strategic stimulus to appear not motivated, in order to obtain higher rewards in the future. Another consistent approach comes from Kohn (1993) who states that incentives make persons less enthusiastic about their behaviour. 
But there are conditions for rewards affecting the self-confidence negatively. The first condition is that the principal has information about the activity and the agent where the agent does not have this information. The second condition is that the principal is tempted to offer a reward when the activity is really a boring task or when the agent is a low ability worker. So, when concerning about the negative impact of a reward, it is necessary to see whether these conditions hold. The superior needs to have private information about the activity and the subordinate. Further, it must also hold that the reward that is provided is influenced by the information that the principal has. Thus, when the appraiser knows that the task is boring, the appraiser would have the attempt to provide the reward for motivating the subordinate extraneously. Given these conditions the reward would be counterproductive and will not motivate the subordinate.

Additionally Bénabou and Tirole (2003) made a difference between ex ante and ex post rewards. Where ex ante rewards are described as promised rewards or contingent rewards are ex post rewards described as discretionary rewards. When the principal chooses an incentive scheme before the activity is conducted, the agent will rationally interpret it as a signal of a boring task or as lack of trust. Contrarily, when rewards are not contracted before the activity, so when the rewards are discretionary, rewards may boost the self-esteem or the intrinsic motivation of the agent. Ex post rewards will have a positive effect on the intrinsic motivation of the subordinate, because the subordinate gains from the reward the knowledge that the activity was considered difficult and that he is talented for conducting the activity optimally. Thus, when the supervisor is appreciative after the task, it will lead to a higher intrinsic motivation. The subordinate will leave the idea that the purpose of the reward is the control of his behaviour, because the principal has no obligation to reward him for his performance.

Bénabou and Tirole (2003) also emphasize that the practice of encouragement and praise will build up the self-esteem of the subordinate. Korman (1970) argues that the manager should attempt to increase the self-image of the employee. As described before the boosting up of the self-image of the subordinate must be practiced after the completion of the activity. Nemeroff and Wexley (1977) also showed that praise is positively correlated with the motivation of the subordinate to improve his functioning. Additionally, they showed that praise is also positively correlated with the subordinates’ satisfaction of the conversation. The contrary holds for criticism which tends to effect the job evaluation conversation negatively. When criticism is given in a form of fair warning it may be appropriate. Thus when the performance of the subordinate is really lacking it may be useful to warn him on his performance. 

Taken together, these findings show that external incentives might have weak positive impact on the performance of the subordinate in the beginning. And that in the long run these incentives become negative reinforcements. Although, the net result of external incentives is dependent on the timing of these incentives. Stimulating the intrinsic motivation ex post will lead to positive outcomes. On the contrary, where using external incentives ex ante is counterproductive. It can be stated that the conduction of the job evaluation conversation can motivate the subordinate using ex post pep talk. This motivation will lead to higher a performance which is mentioned as an objective of the job evaluation conversation.
3.4 Conclusion 
Chapter 3 has shown that increasing the motivation of the subordinate will lead to higher net outcomes. Given the assumptions of Bénabou and Tirole (2003) it can be declared that it is possible to motivate the employee using the job evaluation conversation. However, there are constraints for using the job evaluation conversation as a motivation device. Bénabou and Tirole (2003) state that with ex post praise higher intrinsic motivation of subordinates is possible. They also declare that ex ante praise will be non effective in the long-term. Thus, it is also possible to stimulate the subordinate ex ante with praise during the job evaluation conversation. However the outcome will then be positive in the short-term and negative in the long-term. Concerning this conclusion the next hypothesis can be derived:
7. The job evaluation conversation is useable as a motivation device.

This hypothesis will be analyzed further in chapter 6 using the empirics.

Chapter 4 The association between the superior and the subordinate
4.1 Introduction 
This chapter will mainly focus on the association between the superior and the subordinate. It will discuss the different conversation models, with respect to the behaviour of the superior and the subordinate. Most superiors find it hard to perform the job evaluation conversation. Commonly, they have insufficient prepared the job evaluation conversation concerning their attitude against the subordinate or how to lead the conversation. While a sufficient preparation of the job evaluation conversation has a positive impact on the success of the job evaluation conversation. Van den Broek (1996) points out that a job evaluation conversation stands or falls with its preparation. More knowledge about the different conversation models is therefore necessary for performing the job evaluation conversation optimally.
 


Subsection 4.2 will argue the different conversation models. Subsection 4.3 will discuss the role relation between the superior and the subordinate. Again subsection 4.4 will provide an indication of the appropriate conversation model. And finally a conclusion of chapter 4 will be provided in subsection 4.5.
4.2 The conversation models

According Van den Broek (1996) there are five different models mentioned in the literature concerning the conversation model. These are:
· The tell-and-sell method

· The tell-and-listen method
· The problem-solving method

· The planning-and-review method 

· The method where the subordinate does not contribute to his own job evaluation.

The last mentioned model is in fact not really a conversation model, because a conversation between the subordinate and the superior does not occur. The superior will just fill in an appraisal form without discussing the content with the subordinate. Hence, this method does not have a reason of existence in a time where participation of the subordinate is essential for obtaining useful information about the functioning of the subordinates. Concerning Van den Broek (1996), using the results of the job evaluation conversation of this method might be harmful for the functioning of the subordinate. It will lead to changes which are unexpected for the subordinate which again might cause resistance. It will be also harmful for the functioning of the subordinate, because it might influence the motivation of the subordinate negatively and damage the mutual relations inside the organization. Consequently excluding the participation of the subordinate in the job evaluation is not an effective way to optimize the functioning of the subordinate. For this reason this method will not be discussed further in this research.
Maier (1966) discusses also the mentioned methods, except for the planning-and-review method and the method with no contribution of the subordinate. And finally Wijchers (1993) makes a contribution to the conversation models. He describes just like Maier (1966) the tell-and-sell method, the tell-and-listen method and the problem solving method. The different conversation models will be described separately in the next subsections. 
4.2.1 The tell-and-sell method
With the tell-and-sell method the superior will lead the conversation. He will inform the subordinate with the signalized problems and will sell the solutions of the pointed problems. Thus, with selling the solution the superior tries to convince the subordinate with the accuracy of the solutions which he has invented. Generally, the subordinate experiences such a conversation as frustrating, because he is not invited to communicate his ideas. The subordinate will not get the opportunity to communicate his point of view about the possible reasons and the likely solutions of the problems. Besides, the superior often practices a preaching attitude. This conversation model generates resistance by the subordinate and will disturb the relation between the subordinate and the superior. 
 According to Wijchers (1993), this conversation model is not an appropriate model for performing the job evaluation conversation.
4.2.2 The tell-and-listen method
The tell-and-listen method is less directive than the tell and-sell method. Also in this case the superior will communicate the signalized problems and their grounds with the subordinate. He will confront the subordinate with his invented solutions as well. But, the superior is with the practice of this method less strict with the origin of the problems. The superior will behave as a listener to have more insight into the problems. Thus, contribution of the subordinate with searching for the reasons of the problems is welcome. But, the solutions of the problems will be provided just by the superior.
 The contribution of the subordinate will result in a different attitude of the subordinate. It provides that the defensive feelings of the subordinate will calm down. It will also provide awareness to the subordinate that he is taken seriously.
 Again according to Maier (1966) this method is equal to the tell-and-sell method concerning the fact that it does not include the contribution of the subordinate regarding the solutions of the problems. But subsequently, the opinion of the subordinate about the job evaluation will be asked and explored. Given that there is no contribution of the subordinate with searching for solutions of the problems, it is possible that the motivation of the subordinate will be lacking. Thus just enforcing the solutions to the subordinate will not provide an optimal result of the job evaluation conversation.

4.2.3 The problem-solving method
With the problem-solving method it is essential that the superior has no preconceived opinion about the subordinate. The superior will try to make an inventory of the problems together with the subordinate. He will also search for solutions of the problems with contribution of the subordinate. Thus in this case it is important that the subordinate has an opinion about the problems and their possible solutions.
 According to Wijchers (1993), this conversation model is a very appropriate method to perform the job evaluation conversation. The communication will occur through two directions, namely from the supervisor to the subordinate and vice versa. This conversation model will motivate the subordinate to participate active to the conversation.
 Maier (1966) concludes that this is the only method where the superior leaves his role of judge and becomes a counsellor. The superior has to listen very well and has to express and summarize the statements of the subordinate. The superior also has to ask informative and supportive questions to help the subordinate to find the solutions for the problems on his own and to view them critically. According to Van den Broek (1996) this model is an important base of the job evaluation conversation. A characteristic of the problem-solving method is that there is not a specific line in the conversation. The problems and the potential solutions will be discussed during the conversation, in which the role of the subordinate is significant. Thus, it is possible that the conversation heads a whole other direction than originally planned.
4.2.4 The planning-and-review method
The planning-and-review method deletes the problem of having no line in the conversation as in the problem-solving method. This conversation model consists of five steps. The first step is the analysis of the function of the subordinate, thus the prominent tasks are being discussed. The next step is that the subordinate prepares a program for the coming period. The third step is to comment on the work program of the subordinate. The superior and the subordinate discuss the work program and make changes in the program if necessary. The fourth step is the review conversation. That is, after a period of time the superior and the subordinate come together to evaluate the work of the subordinate. Often the conversation has a problem-solving approach where the participation of the subordinate is significant. This ensures the equality between the superior and the subordinate which is essential.
 The last step is to make a new program for the next period. 
Just like in the problem-solving method, the subordinate has a huge task to participate in the conversation and to communicate the experienced problems. Also here the superior will fulfil the role of counsellor. It is also mentioned that this method barely confronts the superior with a defensive attitude of the subordinate. Moreover, through practicing this method, the motivation of the subordinate increases demonstrably. Additionally this method contributes largely to the content of the conversation.

4.3 The role relation between the subordinate and the superior
In this subsection the role relation between the superior and the subordinate will be analyzed regarding the literature. Mainly, it will be discussed whether the superior realizes the role of judge or the role of counsellor. The role of the superior in a job evaluation conversation is discussed in many papers. McGregor (1957) has the opinion that the superior has to realize the role of counsellor and not the role of judge. McGregor (1957) emphasizes that the superior has to reach his help to the subordinate. Cederblom (1982) also states that the superior has to realize a tutoring role. Additionally, Burke et al. (1978) show that the support of the superior will provide positive interview outcomes. Drenth (1982) again emphasizes the tutoring and coaching role of the superior. He agrees with Maier (1963) who also considers coaching as the most suited way to maintain the relationship between the subordinate and the superior. Also Meyer, Kay and French (1965) plead for the stimulating factor of the job evaluation conversation and for the tutoring role of the superior.

Although, according to Visschedijk (1986) there is not one role of the superior that suits the job evaluation conversation the best. In his view the role of the superior during the job evaluation conversation is dependent of the situation.  This view is consistent with the contingency-thinking.
 For example the tell-and-sell-method is valid for young subordinates, who are in need of advice and the certainty of a leading figure. He also states that with the tutoring role the superior realizes a non-directive attitude against the subordinate where the participation of the subordinate is welcomed. Additionally, the subordinate participates with the decision-making of the agreements. 
Given the above it can be concluded that in so far as the role relation between the superior and the subordinate is discussed, the role of the superior might be a tutoring role. There is no unambiguous answer to the question which role relationship between the two actors is most productive, but the answer seems to be that the tutoring role has the preference above the role of judge. 

4.4 The appropriate conversation model
This subsection will argue the most appropriate conversation model when conducting the job evaluation conversation. Table 2 shows the association between the subordinate and the superior for the different conversation models.

	 
	tell-and-sell
	tell-and-listen
	problem-solving
	planning-and-review

	Manager leading the conversation
	yes
	yes
	no
	no

	Participation subordinate is high
	no
	no
	yes
	yes

	Manager communicates problems and solutions
	yes
	yes
	yes
	yes

	Both communicate problems and solutions
	no
	partly
	yes
	yes

	Subordinate communicates problems and solutions
	no
	partly
	yes
	yes

	Manager  is a counselor
	no
	no
	yes
	yes

	Manager is a judge
	yes
	yes
	no
	no


Table 2: The association between the subordinate and the superior for the different conversation methods
It has been shown that the tell-and-sell method and the tell-and-listen method are lacking considering the participation of the subordinate. Cederblom (1982) notes that welcoming the participation of the subordinate during the job evaluation conversation is an important factor for producing effective conversations. Also Bassett and Meyer (1968) show that the participation of the subordinate during the conversation will result in more positive outcomes.
 The participation of the subordinate plays a great role in the problem-solving method, therefore this conversation model will be recommended. Also the planning-and-review method draws the subordinate into the conversation which makes it an effective method to motivate the employee. 
The difference between the planning-and-review method and the problem-solving-method is that there is a line in the conversation of the planning-and-review method. The work program is planned, so that after a period the work program will be reviewed, thus the content of the conversation is already largely described in the work program. Although, both methods can be effective. Some superiors might prefer the lack of a certain line in the conversation, while others might prefer the certainty of the content of the conversation.

The problem-solving-method strives for growth and development of the subordinate. Maier (1966) links the role of counsellor only to the problem-solving-method. Again according to Wijchers (1993), this conversation model is a very appropriate method to perform the job evaluation conversation. Concerning the appropriate model of the conservation also Meyer, Kay and French plead for the problem-solving model. 
It is expected that the problem-solving-method or the planning-and-review method are the most suitable job evaluation conversations concerning the participation of the subordinate during the conversation. 
4.5 Conclusion 
Concerning the above, the economic literature encourages in general a tutoring and coaching role of the subordinate. Thus, when the superior has to choose between the roles of judge or tutor, the job evaluation conversation might have a more positive outcome when the role of tutor is taken. However, the situational approach is also encouraged. This indicates that there is no one explicit role of the superior which is optimal when performing the job evaluation conversation.
Concerning the appropriate conversation model the problem-solving-method and the planning-and-review method are recommended, taking into account the participation of the subordinate during these conversation methods. Participation of the subordinate is namely an important factor which has a positive effect on the outcome of the job evaluation conversation. Regarding the conclusion the next hypotheses can be derived.
8. The superior has a tutoring role during the job evaluation conversation.
9. The problem-solving-method and the planning-and-review-method are the most appropriate methods when performing the job evaluation conversation.

These two hypotheses will be researched and discussed further in chapter 6 and 7.

Chapter 5 The appraisal system
5.1 Introduction
In this chapter the appraisal system will be discussed with reference to the book of Van den Broek (1993) titled ‘Functioneringsgesprekken en beoordelen’. The written appraisal of the functioning of the subordinate that is conducted by filling in a questionnaire is the main subject of this chapter and will be analysed further. This questionnaire can be divided into different appraisal systems with a distinction in the form and the norm. This chapter will discuss these two differentiations. Firstly, it will discuss the form of the appraisal system. Secondly, there will be focus on the appraisal system using a compulsory choice scale. Mainly, the size of the points scale will be described when using a system with scales. Thirdly, the norm of the appraisal system will be analyzed as well.
5.2 The form of the appraisal system
When appraising the functioning of the employee it is important to register the information regarding the subordinate. There are three different appraisal systems to register the functioning of the employee. One form is a system where the appraiser composes clarifications when registering the functioning of the subordinate. Here the superior defines the functioning of the subordinate which is also called the defining method. Another form is a system with scores where the superior gives scores for certain abilities. Again another form is the use of a system with scales where the appraiser is obligated to mark an option. According Van den Broek (1996), systems with a compulsory choice scale are the most used ones in the Netherlands and in Belgium. In accordance, the next subchapter will discuss the system with a compulsory choice scale. 
5.3 The size of the compulsory choice scale
When using a compulsory choice scale the appraiser has to mark an option of the given choices. The size of the given choices is also called the points scale. The points scale can vary from a two-point scale to a ten-point scale. In subsection 4.3 an example of a compulsory choice scale will be shown. The most common are the four-point scale and the five-point scale. According Van den Broek (1996), the systems with a wide points scale are not optimal, because they emphasize the level that has been obtained instead of the improvements of the functioning of the employee. Again with the five-point scales the appraiser has the tendency to mark the middle of the appraisal scale. Also the extremes are barely used with a five-point scale. According to Van den Broek (1996), the four-point scale is more practical. Hence it is not possible to mark the middle of the appraisal scale. Also three-point scales and the two-point scales are useful, because they concentrate on the content of the functioning of the subordinate and not on the level that has been reached.
5.4 The norm of the appraisal system

The appraisal systems can also be differentiated by the arrangement of the norm. Additionally, the functioning of the employee can be compared with different norms. Firstly, there are systems in which the employees are compared with each other. So, in this case the functioning of other employees will be the norm. Subsection 4.3.1 will discuss this norm further. Secondly, there are systems in which the functioning of the employee is compared with the function requirements of the job. Here are the functioning requirements the norm. Again this norm will be analyzed further in subsection 4.3.2. Finally the average could function as norm as shown in table 2 below. Without doubt there will be many other norms which can be implemented in the appraisal system. But this thesis will focus on these three norms only. Table 3 shows a compulsory choice system with the average as norm. As can be observed there are five qualifications where the average performance is the middle of the appraisal scale. 
	far below average
	
	below average
	
	on average
	
	above average
	
	far above average

	
	
	
	
	
	
	
	
	


Table 3: Five-points scale with the average as norm

5.4.1 System where the functioning of colleagues is the norm
This part will discuss the appraisal system when using the functioning of colleagues as norm. With this norm each employee will be compared with other employees individually for each criterion. Suppose there are four subordinates with homogenous functions, say the employees A, B, C and D. By using the comparison system, employee A will be compared with employee B, C and D. Again employee B will be compared with C and D. And employee C will be compared with D. So, in the end there will be 6 comparisons for each criterion. There can be also different variants of this system. 
Concerning the system where subordinates are compared with each other, there is a large behavioural literature that employees find it demoralizing. When an employee is rated deficient compared with another employee and the inequity between these employees is stated, the net productivity of the employees will decrease. The notion is that inequity reduces morale and ultimately the productivity of employees.
 Noticing this, superiors tend to assign uniform ratings when evaluating the performance of the subordinates.
 Concerning the negative effect of the system where the functioning of colleagues is the norm it is expected not to conduct this system. 

5.4.2 System where the behaviour requirements is the norm

Here the appraisal system will be discussed with the behaviour requirements as norm.
Using this system, initially the behaviour requirements for a function have to be determined accurately. Subsequently, the possible behaviour acts have to be defined.  An example of a scale of the possible behaviour acts is:

1. Does not obey the rules, instructions and the regulations; no logical execution of the actions; is disorganized with the execution of the activities.
2. Does not always adopt the rules, instructions and the regulations correctly; does need assistance in the application of the methods, procedures and practices.
3. Does apply the rules, instructions and the regulations correctly; works orderly and methodical; does need support with difficult non-routine situations and problems by the application of the methods, procedures and practices.

4. Does work really orderly and methodical; does apply the rules, instructions and the regulations correctly in any situation; comes sometimes with concrete propositions for improvements of the methods, procedures and practices.

5. Is fully competent on the field of the methods, procedures and practices; works extreme orderly and methodical; comes regularly with improvements concerning the existing methods, procedure and practices.
As it can be observed the scale of the possible behaviour acts are organized from point 1 which indicates that the subordinate does not perform according the behaviour requirements to point 5 which indicates that the subordinate surely performs consistently with the behaviour requirements. This scale can be used for each criterion and each criterion can be valuated differently. It is possible that a criterion has a higher weight than another criterion. In the end the subordinate will be appraised according the average of the criterions considering the fact that certain criterions are counted twice or more. Such an appraisal system provides all the clarity about the most required behaviour acts. Moreover, it provides the appraiser the possibility to make concrete statements about the behaviour acts of the subordinate and which criterions have to be developed further. However the development of this system is an extensive activity, because each function has other behaviour requirements. Consequently, it is attainable only when there are many identical functions in an organization. Again a disadvantage of this system with the function requirements as norm is that employees score better during time.

5.5 Conclusion 

There are many systems to appraise the subordinate concerning the job evaluation form. Firstly, it is possible to distinguish the appraisal system by the way of describing the functioning of the subordinate. That is, by using clarifications, scores or scales. Concerning the widespread of the scales, are systems with a wide points scale not optimal. Four-point scales, three-point scales or two-point scales are more effective, because they concentrate on the content of the functioning and not on the level that has been obtained. Given this information the next hypothesis can be formulated.
13. When using a point scale the four- or three- or two-point scale will be preferred.
Secondly, different norms can be implemented in the appraisal system such as the average, the functioning of other employees and the function requirements of the job. Concerning the system where employees are compared with each other, it can be stated that it may lead to ineffective outcomes. Comparing employees will lead to noticing the differences between the subordinates and will cause inequity. This will reduce the morale and ultimately the productivity of employees.
 Thus, providing horizontal equity is desirable when appraising the employees. Concerning this, the next hypothesis can be derived.
14. The norm of the appraisal system should not include the functioning of other colleagues.
Chapter 6 Empirics
6.1 Introduction

This part of the thesis will discuss the empirical research of the job evaluation conversation in the banking sector. The population in this statistical study is the group of managers of the local banks. The sample is a part of the population from which we actually have collected information to draw conclusions about the conduction of the job evaluation conversation. The sample consists of 9 managers of local banks in Rotterdam and the vicinity of Rotterdam. It has to be emphasized that the size of the sample is really small, so the variability of the statistics might be large. This indicates that due to the number of the managers, this empirical research will yield preliminary results. Nevertheless, the results of the empirical research will be used to estimate the consistency of the hypotheses in chapter 7. 

The interviewed managers are involved with the Postbank, Fortis bank, Abn-amro Bank and the Rabo bank. The questionnaire filled in by the managers is submitted in appendix 1. Besides the data of the interviews, also some statistics and the significance of hypotheses will be computed using the statistical program SPSS. Subsection 6.2 will focus on the statistics. Subsection 6.3 will show the results of the interviews regarding the objectives of the job evaluation conversation. Subsection 6.4 will show the empirical results regarding chapter 3 which discusses the job evaluation conversation as a motivation device. Again subsection 6.5 and 6.6 will respectively show the association between the superior and the subordinate, and the appraisal system. Finally a short conclusion will be provided given the results in subsection 6.7. 
6.2 Statistics 
Statistics is used for properly evaluating the data. This subsection will focus on the statistics of the empirical research. With the responses of the interviews a data set is created. This data set consists mainly of categorical variables. This means that the data set consists mainly of non-numerical values. For making the data set useful for computing statistics it has been adjusted into numerical variables. In this manner, in the most cases the responses of the managers are assigned to classes and each class has been provided of a value. 
The empirical research is implemented through testing the hypotheses formulated in the previous chapters with the One Sample T-Test. Additionally, the significance level has been computed which is a measure for computing the acceptance of the research hypothesis. It is assumed that the data set is normally distributed for computing the significance level. For each hypothesis a One-Sample T-Test has been derived with a confidence interval of 95%. Moreover, the significance statistic measure will indicate the probability of a difference between the sample mean and the theoretical mean by luck. Thus, when the probability of a difference between the means by luck is greater than 0.05, the research hypothesis will be retained. Finally, the data will be illustrated using histograms in Appendix B. 
6.3 Results of the interviews regarding chapter 2
This subsection will show the results regarding the objectives of the job evaluation conversation. Table 4 shows the objectives of the job evaluation conversation which are marked by the managers. Since it was possible to mark more than one objective many managers have marked several objectives. Table 5 show the statistics of the different objectives of the job evaluation conversation. When adjusting the categorical variables into numerical variables, the value of 0 is provided by the confirmation of the objective by the superior. The null hypothesis is in this case:

H0: µ=0 

The alternative hypothesis is then:

Ha: µ≠0 

Again the value 1 is provided by the invalidation of the objective by the superior. The hypothesis is in that case:

H0: µ=1 

Again in the alternative case, the hypothesis will be as following:

Ha: µ≠1 


Regarding the One-Sample T-Test, it will test if the collected data could really come from a population with as hypothesis µ=0. So, the difference of the means between the theoretical part and the empirical part will be researched. Table 6 show the values of certain statistics. The explanation of theses statistics is as following:
· t = the observed difference between the means( = Mean Difference )/ the expected difference between the means (= the standard error of the mean)
· df = degrees of freedom

· Sig = chance that there is a difference between the means just by luck. 
 
· Mean Difference = mean of sample - µ.

Given table 6 it can be stated that the difference of the means are not significant of the objectives of training and motivation. In this case the mean of the sample did not differ significantly from the stated hypothesis of µ=0. Thus, the hypothesis of the confirmation of the objective will be verified. In the other cases where the significance value is smaller than 0.05 the alternative hypothesis of Ha: µ≠0 

will hold. With reference to table 7, it can be stated that the objectives of administrative decisions and evaluation policy are rejected as objective by the superiors, where the hypothesis of H0: µ=1 will hold.

	The objectives of the job evaluation conversation
	

	Selection and potential measurement
	5

	Administrative decisions
	3

	Training and education needs
	7

	Evaluation policy and decision making
	3

	Motivation of the subordinate
	7


Table 4: The objectives of the job evaluation conversation

	 
	N
	Mean
	Std. Deviation
	Std. Error Mean

	obj.selection
	9
	.44
	.527
	.176

	obj.admi
	9
	.67
	.500
	.167

	obj.training
	9
	.22
	.441
	.147

	obj.policy
	9
	.67
	.500
	.167

	obj.motivation
	9
	.22
	.441
	.147

	obj.personnelfile
	9
	.89
	.333
	.111


Table 5: Statistics of the objectives of the job evaluation conversation
	 
	Test Value = 0

	 
	t
	df
	Sig. (2-tailed)
	Mean Difference
	95% Confidence Interval of the Difference

	 
	
	
	
	
	Lower
	Upper

	obj.selection
	2.530
	8
	.035
	.444
	.04
	.85

	obj.admi
	4.000
	8
	.004
	.667
	.28
	1.05

	obj.training
	1.512
	8
	.169
	.222
	-.12
	.56

	obj.policy
	4.000
	8
	.004
	.667
	.28
	1.05

	obj.motivation
	1.512
	8
	.169
	.222
	-.12
	.56

	obj.personnelfile
	8.000
	8
	.000
	.889
	.63
	1.15


Table 6: One-Sample T-Test of the acceptance of the objectives of the job evaluation conversation
	 
	Test Value = 1

	 
	t
	df
	Sig. (2-tailed)
	Mean Difference
	95% Confidence Interval of the Difference

	 
	
	
	
	
	Lower
	Upper

	obj.selection
	-3.162
	8
	.013
	-.556
	-.96
	-.15

	obj.admi
	-2.000
	8
	.081
	-.333
	-.72
	.05

	obj.training
	-5.292
	8
	.001
	-.778
	-1.12
	-.44

	obj.policy
	-2.000
	8
	.081
	-.333
	-.72
	.05

	obj.motivation
	-5.292
	8
	.001
	-.778
	-1.12
	-.44


Table 7: One-Sample T-Test of the rejection of the objectives of the job evaluation conversation
Table 8 shows the diversity of the objectives of the job evaluation conversation. Five of the nine managers mention that each job evaluation consists of different objectives. They declare the diversity of the job evaluation conversation with the dissimilarity of the subordinates. This implies that in their view the objective of the job evaluation conversation is dependent of the subordinate. The similarity of the objectives is given a value of 0, the dissimilarity again a value of 1. The hypotheses of similarity and the dissimilarity of the objectives are both rejected in table 10 and 11. In this case no statements can be made.
	 The diversity of the objectives of the job evaluation conversation
	

	Each job evaluation consists of similar objectives
	4

	Each job evaluation consists of different objectives
	5

	Totally
	9


Table 8: The diversity of the objectives of the job evaluation conversation
	 
	N
	Mean
	Std. Deviation
	Std. Error Mean

	diversity.objectives
	9
	.44
	.527
	.176


Table 9: Statistics of the diversity of the objectives

	 
	Test Value = 0

	 
	t
	df
	Sig. (2-tailed)
	Mean Difference
	95% Confidence Interval of the Difference

	 
	
	
	
	
	Lower
	Upper

	diversity.objectives
	2.530
	8
	.035
	.444
	.04
	.85


Table 10: One-Sample T-Test of the similarity of objectives
	 
	Test Value = 1

	 
	t
	df
	Sig. (2-tailed)
	Mean Difference
	95% Confidence Interval of the Difference

	 
	
	
	
	
	Lower
	Upper

	diversity.objectives
	-3.162
	8
	.013
	-.556
	-.96
	-.15


Table 11: One-Sample T-Test of the dissimilarity of objectives
6.4 Results of the interviews regarding chapter 3

Table 12 shows the output of the interview regarding the motivation of the subordinate during the job evaluation conversation. The categorical variable ‘Yes’ is adjusted into numerical value of 0 and the categorical variable of ‘No’ is adjusted into the value of 1. Here the One-Sample T-Test could not be produced. The data set exist namely only of the value 0. In this case it can be concluded that motivation of the subordinate takes place during the conversation.
	Motivation of the subordinate takes place during the conversation
	

	Yes
	9

	No
	0

	Totally
	9


Table 12: Motivation of the subordinate
	 
	N
	Mean
	Std. Deviation
	Std. Error Mean

	motivation
	9
	.00
	.000
	.000


Table 13: Statistics of the motivation of the subordinate
6.5 Results of the interviews regarding chapter 4
The next tables show the results of the interviews with respect to chapter 4 which discusses the association between the superior and the subordinate. Again here are the categorical variables adjusted into numerical values, starting with 0 for ‘Strongly agree’ and 1 for the other categories. According to table 22 the following statements are being verified:
· The manager communicates the signalized problems and the possible solutions with the subordinate.
· Both the manager and the subordinate communicate the signalized problems and the possible solutions.
· The manager acts as the tutor of the subordinate.
· The manager acts as the judge of the subordinate.
	The Manager leads the job evaluation conversation
	

	Strongly agree
	4

	Partially agree
	5

	Neutral
	0

	Partially disagree
	0

	Strongly disagree
	0

	Totally
	9


Table 14: The manager as leader of the job evaluation conversation
	The participation of the subordinate is high during the job evaluation conversation
	

	Strongly agree
	5

	Partially agree
	3

	Neutral
	0

	Partially disagree
	0

	Strongly disagree
	1

	Totally
	9


Table 15: The participation of the subordinate during the job evaluation conversation
	The manager communicates the signalized problems and the possible solutions with the subordinate
	

	Strongly agree
	7

	Partially agree
	1

	Neutral
	0

	Partially disagree
	1

	Strongly disagree
	0

	Totally
	9


Table 16: The manager communicating the signalized problems and the possible solutions
	Both the manager and the subordinate communicate the signalized problems and the possible solutions
	

	Strongly agree
	7

	Partially agree
	2

	Neutral
	0

	Partially disagree
	0

	Strongly disagree
	0

	Totally
	9


Table 17: The manager and the subordinate communicating the signalized problems and the possible solutions

	The subordinate communicates the signalized problems and the possible solutions with the manager
	

	Strongly agree
	3

	Partially agree
	1

	Neutral
	4

	Partially disagree
	1

	Strongly disagree
	0

	Totally
	9


Table 18: The subordinate communicating the signalized problems and the possible solutions
	The manager acts as the tutor of the subordinate
	

	Strongly agree
	7

	Partially agree
	2

	Neutral
	0

	Partially disagree
	0

	Strongly disagree
	0

	Totally
	9


Table 19: The manager as coach during the job evaluation conversation
	The manager acts as the judge of the subordinate
	

	Strongly agree
	8

	Partially agree
	1

	Neutral
	0

	Partially disagree
	0

	Strongly disagree
	0

	Totally
	9


Table 20: The manager as judge during the job evaluation conversation

	
	N
	Mean
	Std. Deviation
	Std. Error Mean

	manager.leads
	9
	.56
	.527
	.176

	partici.subor.high
	9
	.44
	.527
	.176

	man.communicate
	9
	.22
	.441
	.147

	both.communicate
	9
	.22
	.441
	.147

	subor.communicate
	9
	.67
	.500
	.167

	manager.coach
	9
	.22
	.441
	.147

	manager.judge
	9
	.11
	.333
	.111


Table 21: Statistics of the association between the superior and the subordinate
	 
	Test Value = 0

	 
	t
	df
	Sig. (2-tailed)
	Mean Difference
	95% Confidence Interval of the Difference

	 
	
	
	
	
	Lower
	Upper

	manager.leads
	3.162
	8
	.013
	.556
	.15
	.96

	partici.subor.high
	2.530
	8
	.035
	.444
	.04
	.85

	man.communicate
	1.512
	8
	.169
	.222
	-.12
	.56

	both.communicate
	1.512
	8
	.169
	.222
	-.12
	.56

	subor.communicate
	4.000
	8
	.004
	.667
	.28
	1.05

	manager.coach
	1.512
	8
	.169
	.222
	-.12
	.56

	manager.judge
	1.000
	8
	.347
	.111
	-.15
	.37


Table 22: One-Sample T-Test of the association between the superior and the subordinate
6.6 Results of the interviews regarding chapter 5

The next tables 23, 24 and 25 show the results of the interview with respect to chapter 5 which discusses the appraisal system used in the banking sector. When selecting the form and the norm of the appraisal system, it was possible for the managers to select more options. Here only the data of the size of the points-scale exists of numerical values. The data of the form and the norm of the appraisal system are again adjusted into numerical variables. When the manager verifies a certain form or norm, it is provided of a value of 0. By rejecting a certain form or norm, it is provided of the value 1.
	The appraisal system
	

	Scales with a compulsory choice system
	8

	System with  composing clarifications
	7

	System with scores
	2

	Different
	0


Table 23: The form of the appraisal system

	The size of the scale
	

	Three points scale
	1

	Four points scale
	1

	Five points scale
	6

	Totally
	8


Table 24: The size of the scale

	The norm of the appraisal system
	

	The average
	1

	The function requirements
	8

	The functioning of colleagues
	1


Table 25: The norm of the appraisal system

According to table 27 an appraisal system with compulsory choices and clarifications is being verified with significance values of greater than 0.05. So, these two systems are not significant different of 0. Again shown in table 28, an appraisal form with scores is rejected due to a significance level of greater than 0.05, meaning that a system with scores is not significant different of µ=1. 

	 
	N
	Mean
	Std. Deviation
	Std. Error Mean

	system.scale
	9
	.11
	.333
	.111

	system.clarification
	9
	.22
	.441
	.147

	system.score
	9
	.78
	.441
	.147


Table 26: Statistics of the form of the appraisal systems
	 
	Test Value = 0

	 
	t
	df
	Sig. (2-tailed)
	Mean Difference
	95% Confidence Interval of the Difference

	 
	
	
	
	
	Lower
	Upper

	system.scale
	1.000
	8
	.347
	.111
	-.15
	.37

	system.clarification
	1.512
	8
	.169
	.222
	-.12
	.56

	system.score
	5.292
	8
	.001
	.778
	.44
	1.12


Table 27: One-Sample T-Test of the form of the appraisal systems with µ=0

	 
	Test Value = 1

	 
	t
	df
	Sig. (2-tailed)
	Mean Difference
	95% Confidence Interval of the Difference

	 
	
	
	
	
	Lower
	Upper

	system.scale
	-8.000
	8
	.000
	-.889
	-1.15
	-.63

	system.clarification
	-5.292
	8
	.001
	-.778
	-1.12
	-.44

	system.score
	-1.512
	8
	.169
	-.222
	-.56
	.12


Table 28: One-Sample T-Test of the form of the appraisal systems with µ=1

Concerning the size of the scale, tables 30, 31, 32 and 33 show that only the five points scale is being verified, in contrary with the two points-, three points- and four points scales which are being rejected. 
	 
	N
	Mean
	Std. Deviation
	Std. Error Mean

	size.scale
	8
	4.63
	.744
	.263


Table 29: Statistics concerning the size of the appraisal system

	 
	Test Value = 2

	 
	t
	df
	Sig. (2-tailed)
	Mean Difference
	95% Confidence Interval of the Difference

	 
	
	
	
	
	Lower
	Upper

	size.scale
	9.979
	7
	.000
	2.625
	2.00
	3.25


Table 30: One-Sample T-Test of a two points scale
	
	Test Value = 3

	 
	t
	df
	Sig. 

(2-tailed)
	Mean Difference
	95% Confidence Interval of the Difference

	 
	
	
	
	
	Lower
	Upper

	size.scale
	6.177
	7
	.000
	1.62500
	1.0030
	2.2470


Table 31: One-Sample T-Test of a three points scale
	 
	Test Value = 4

	 
	t
	df
	Sig. (2-tailed)
	Mean Difference
	95% Confidence Interval of the Difference

	 
	
	
	
	
	Lower
	Upper

	size.scale
	2.376
	7
	.049
	.625
	.00
	1.25


Table 32: One-Sample T-Test of a four points scale
	 
	Test Value = 5

	 
	t
	df
	Sig. 

(2-tailed)
	Mean Difference
	95% Confidence Interval of the Difference

	 
	
	
	
	
	Lower
	Upper

	size.scale
	-1.426
	7
	.197
	-.37500
	-.9970
	.2470


Table 33: One-Sample T-Test of a five points scale

Additionally concerning the norm of the appraisal system the hypothesis of an appraisal system with as norm the function requirements is being verified in table 35 with a significance value of 0.347 which is greater than 0.05. Again the average and the functioning of colleagues are being rejected as norms of the job evaluation system in table 36. Meaning that these two norms are not significantly different of µ=1.

	 
	N
	Mean
	Std. Deviation
	Std. Error Mean

	norm.average
	9
	.89
	.333
	.111

	norm.funct.requirements
	9
	.11
	.333
	.111

	norm.funct.colleagues
	9
	.89
	.333
	.111


Table 34: Statistics concerning the norm of the job evaluation system
	 
	Test Value = 0

	 
	t
	df
	Sig. (2-tailed)
	Mean Difference
	95% Confidence Interval of the Difference

	 
	
	
	
	
	Lower
	Upper

	norm.average
	8.000
	8
	.000
	.889
	.63
	1.15

	norm.funct.requirements
	1.000
	8
	.347
	.111
	-.15
	.37

	norm.funct.colleagues
	8.000
	8
	.000
	.889
	.63
	1.15


Table 35: One-Sample T-Test of the norm of the job evaluation system with µ=0
	 
	Test Value = 1

	 
	t
	df
	Sig. (2-tailed)
	Mean Difference
	95% Confidence Interval of the Difference

	 
	
	
	
	
	Lower
	Upper

	norm.average
	-1.000
	8
	.347
	-.111
	-.37
	.15

	norm.funct.requirements
	-8.000
	8
	.000
	-.889
	-1.15
	-.63

	norm.funct.colleagues
	-1.000
	8
	.347
	-.111
	-.37
	.15


Table 36: One-Sample T-Test of the norm of the job evaluation system with µ=1
6.7 Conclusion

Considering the empirics it can be concluded that the most of the interviewed managers conduct the job evaluation conversation for the training and motivation of the subordinate. The hypotheses of the confirmation of these objectives are verified. In contrary, the objectives of administrative decisions and evaluation policy are rejected by the most managers. In the case of the selection objective no statement can be provided due to the fact that this objective is not accepted or rejected by the managers. Concerning the similarity and the dissimilarity of the objectives of the job evaluation conversation also here it is not possible to provide a clear statement.

Again concerning the motivation of the subordinate during the job evaluation conversation a remarkable statement can be made. Namely all the managers accept that they motivate the subordinate during the job evaluation conversation. Thus, the job evaluation conversation can surely be used as a motivation device.

Considering the association between the superior and the subordinate, it can be concluded that both the manager and the subordinate communicate the problems and the possible solutions. Thus, the interviewed managers are more in to a joint responsibility of communicating the signalized problems and the possible solutions. However, the responsibility of the manager communicating his ideas is also accepted. It is also remarkable that the managers accept their role as tutor and judge. They verify that they are able to act as tutor or as judge. Here again, no clear statements can be made about the statements of the manager leading the conversation, the high participation of the subordinate and the subordinate communicating his ideas. 

Concerning the appraisal system, a system with compulsory choices and clarifications is being accepted. Although, the appraisal system with using scores is rejected. Concerning the size of the scale the hypothesis of a five points scale is being verified. Again the two points-, three points- and four points scale are being rejected. And finally, the hypothesis of an appraisal system with as norm the function requirements is being verified. The contrary holds for an appraisal system with as norm the average and the functioning of the colleagues. 
Chapter 7 Results with respect to literature and empirics
7.1 Introduction

This chapter will discuss the results of the literature research and the empirical research. It will argue if the economic literature is supported by the results of the empirical research. The following main question will be discussed: 

How is the job evaluation conversation conducted in the banking sector?

Of course, with taking into account the objectives of the job evaluation conversation, the job evaluation conversation as motivation device, the association between the superior and the subordinate during the job evaluation conversation and the appraisal system. Totally, eleven hypotheses are derived in the theoretical part. These derived hypotheses will be verified or rejected using the results of the empirical part. Finally, some thoughts will be presented for further research in subsection 7.3.
7.2 Conclusion thesis
In the previous chapter it is stated that most of the interviewed managers conduct the job evaluation conversation for the motivation and training of the subordinate.  These objectives are also notably mentioned in the literature. De Wolff (1963), Drenth (1982), Cederblom (1982) and Roe & Daniels (1984) referred also to the stimulation or motivation of the subordinate as possible objective of the appraisal conversation. Regarding the training of the subordinate, this objective is also mentioned by De Wollf (1963), Drenth (1982) and Roe & Daniels (1984) except for Cederblom (1982). It is also stated in the empirical part that administrative decisions and evaluation policy are not objectives of the job evaluation conversation. And that no evidence can be provided about the objective of selection. Thus, concerning the following hypotheses derived in the theoretical part:

1.   The job evaluation is used for selection.

2.   The job evaluation conversation is used for compensation.

3.   The job evaluation conversation is used for education.

4.   The job evaluation conversation is used for decision making.

5. The job evaluation conversation is used for motivating and increasing the performance of the employee. 

Hypothesis 1 cannot be verified or rejected. Hypotheses 2 and 4 can be rejected. Again hypotheses 3 and 5 can be verified concerning the empirical part. Thus, it seems that concerning the objectives of the job evaluation conversation, there is to some degree uniformity between the literature and the practice. 


Furthermore considering the diversity of the objectives of the job evaluation conversation it is not clear whether managers prefer similarity or dissimilarity in the job evaluation conversation. This is because of the existence of nonuniformity in the opinions of the managers. However the literature denotes that the objective of the job evaluation conversation should be dependent of the employee and job. The interviewed managers who preferred dissimilarity also mentioned the dependence of the objective by the type of the employee. Given the results of the empirical research it can be declared that about half of the managers apply this theory in practice. So, the following hypothesis cannot be accepted or rejected.
6.   Each job evaluation conversation pursues different objectives dependent of the subordinate.

Moreover, it has been shown that it is possible to motivate the subordinate using the job evaluation conversation. However, given the assumptions of Bénabou and Tirole (2003) there are constraints for using the job evaluation conversation as a motivation device. They state that with ex post praise higher intrinsic motivation of subordinates is possible. Ex ante praise will be effective temporary in the short-term and non effective in the long-term. Hypothesis 7 is derived concerning the theoretical part. 
7.   The job evaluation conversation is useable as a motivation device.

Again, the empirical part has shown that managers motivate the subordinate during the job evaluation conversation. Therefore, hypothesis 7 can be verified with reference to the empirical part.
Given the empirical research it seems that supporting and assessing the subordinate can go together. It is possible that the superior acts as judge as well as counsellor. The economic literature prefers in general a tutoring role of the superior instead of the role of judge. But, the situational approach is also encouraged. This indicating that there is no one explicit role of the superior which is optimal when performing the job evaluation conversation. Hypothesis 8 is derived in the theoretical part which emphasizes a tutoring role.

8.   The superior has a tutoring role during the job evaluation conversation.

In this case, the derived hypothesis can be accepted. However, the role of judge of the superior is also accepted in the empirical research. This indicates that the theoretical part and the empirical part are consistent to certain extend considering the role of the superior taking into account the situational approach.
Besides, given the empirical research it seems that the interviewed managers have more or less a sense of duty to communicate the signalized problems and the possible solutions. It is also stated that a combination of communicating the problems and the possible solutions by the superior and the subordinate is verified. This approach of communicating the signalized problems and the possible solutions is in compliance with the problem-solving method and the planning-and-review method. Considering the results of the empirical part hypothesis 9 cannot be verified or rejected due to the fact that the superior also acts as judge. This is namely not consistent with the problem-solving method and the planning-and-review method. 
9. The problem-solving-method and the planning-and-review-method are the           most appropriate methods when performing the job evaluation conversation. 
Again no statements can be provided about the leading role of the manager during the job evaluation conversation, the high participation of the subordinate and the responsibility of the subordinate communicating his ideas about the problems and possible solutions. Nevertheless, the participation of the subordinate during the job evaluation conversation is recommended in the literature where Cederblom (1982) states that welcoming the participation effects the job evaluation conversation positively. 

Regarding the analysis about the appraisal system it seems that in practice often an appraisal system is conducted using scales with compulsory choices and clarifications. Also when using the compulsory choice system, the five-point scale is preferred. Additionally, the economic literature describes that the four-point scale and the five-point scale is most common. However a wide point scale is not optimal in view of Van den Broek (1996). He believes that the four-point scale is more effective, hence it would not be possible to mark the middle of the scale. Additionally, the four-point scales, three-point scales or two-point scales are noticed as effective scales, because they concentrate on the content of the functioning and not on the level that has been obtained. Taking into account hypothesis 10 derived in the theoretical part; there is no consistency between the recommendation of the economic literature and the practice. Thus, hypothesis 10 can be rejected.
10. When using a point scale the four- or three- or two-points scale will be preferred.

It also has to be noticed that in practice the function requirements is usually the norm of the appraisal system which is mentioned in the economic literature next to the average and the functioning of other colleagues. The functioning of other colleagues as norm would lead to ineffective outcomes regarding the literature. Comparing employees will lead to inequity between the subordinates. This will reduce the morale and ultimately the productivity of employees. It is stated that providing horizontal equity is desirable when appraising the employees. It seems that the practice supports this theory, because of the fact that the functioning of other colleagues as norm is rejected. Thus the following final hypothesis can be accepted.
11. The norm of the appraisal system should not include the functioning of other colleagues.

Finally, noticing the theoretical part and the empirical part, it can be stated that there is uniformity between the literature and the practice in some cases. And there is also nonuniformity in other cases. 
7.3 Further research

This subsection presents some thoughts for further research. Due to the size of the sample, the taken conclusion of the results of the empirical research might be doubted. Therefore, it would be interesting to perform such an empirical research with a broader sample size to see whether the taken results are really definite. Additionally, the interviews with the managers can also be executed outside Rotterdam and vicinity. Also in this empirical research only the managers of the local banks are interviewed. Another option for further research would be to interview the subordinates regarding the job evaluation conversation. This would provide the subordinates’ point of view about the job evaluation conversation which could add more value to the empirical research. 
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Vragenlijst

Datum: 
Naam Manager: 
Vestiging Bank:      
(Kruis aan wat van toepassing is)

1. Hoe vaak wordt het functioneringsgesprek gevoerd?

 FORMCHECKBOX 
 1 х per jaar

 FORMCHECKBOX 
 2 х per jaar

 FORMCHECKBOX 
 Anders, namelijk 
2.1 Wat wilt u bereiken met het functioneringsgesprek? (Meerdere opties mogelijk)
 FORMCHECKBOX 
 Het meten van competenties en selecteren van personeel voor andere functies.

 FORMCHECKBOX 
 Administratieve beslissingen (bespreken van de bezoldiging).

 FORMCHECKBOX 
 Inventarisatie van de trainingsbehoeften.

 FORMCHECKBOX 
 Voor evaluatie van beleid en decision making.

 FORMCHECKBOX 
 Het functioneren van medewerkers optimaliseren door peptalk (motivatie van medewerkers).

 FORMCHECKBOX 
 De constructie van het personeelsbestand (systeem met informatie over de medewerkers).

 FORMCHECKBOX 
 Anders, namelijk      
2.2 Worden de aangekruiste doelstellingen bij vraag 2.1 in elk functioneringsgesprek gehandhaafd?

 FORMCHECKBOX 
 Ja, elk functioneringsgesprek heeft dezelfde doelstellingen.

 FORMCHECKBOX 
 Nee, de doelstellingen kunnen per functioneringsgesprek verschillend zijn.

     Licht toe:      
(Geef aan in welke mate u het eens of oneens bent met de stelling)

	
	In hoge mate mee oneens


	Enigszins mee oneens


	Neutraal
	Enigszins mee eens


	In hoge mate mee eens



	3.1 Als manager leid ik het gesprek.
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 


	3.2 De participatie van de medewerker tijdens het gesprek is hoog.
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 


	3.3 Als manager communiceer ik de gesignaleerde problemen en de mogelijke oplossingen met de medewerker.
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 


	3.4 Gezamenlijk met de medewerker worden de problemen en de mogelijke oplossingen geanalyseerd.
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 


	3.5 De medewerker analyseert zelf de problemen en de mogelijke oplossingen.
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 



(Geef aan in welke mate u het eens of oneens bent met de stelling)

	
	In hoge mate mee oneens


	Enigszins mee oneens


	Neutraal
	Enigszins mee eens


	In hoge mate mee eens



	4.1 De manager is de coach van de medewerker.
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 


	4.2 De manager is de beoordelaar van de medewerker.
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 



5.1 Welke meetbare gegevens zijn verzameld bij de voorbereiding van het functioneringsgesprek? (Meerdere opties mogelijk)
 FORMCHECKBOX 
 Mate van klanttevredenheid.
 FORMCHECKBOX 

Wachttijden in de bankhal.

 FORMCHECKBOX 

Aantal geplande afspraken met specialisten en doorverwijzingen (leads).

 FORMCHECKBOX 
 Aantal verkopen.

 FORMCHECKBOX 

Samenwerking met collega’s.
 FORMCHECKBOX 

Houding en gedrag.

 FORMCHECKBOX 

Anders, namelijk      
5.2 Worden meetbare afspraken gemaakt voor de toekomst?

 FORMCHECKBOX 
 Nee

 FORMCHECKBOX 

Ja, Licht toe:      
6.1 In hoeverre komt loopbaanbeleid voor in het functioneringsgesprek?

Licht toe:      
6.2 In hoeverre komt bezoldiging voor in het functioneringsgesprek?

Licht toe:      
6.3 In hoeverre komt motivatie van de medewerker voor in het functioneringsgesprek?

Licht toe:      
(Kruis aan wat van toepassing is)

7.1 Wat voor een beoordelingssysteem wordt gehanteerd? (Meerdere opties mogelijk)
 FORMCHECKBOX 
 Beoordelingsformulier met gebruik van schalen met een gedwongen keuze systeem ( U bent verplicht om een optie aan te kruisen).
 FORMCHECKBOX 
 Beoordelingsformulier met gebruik van schriftelijke toelichting.

 FORMCHECKBOX 
 Beoordelingsformulier met gebruik van scores.

 FORMCHECKBOX 
 Anders, namelijk      
7.2 Wat is de schaalomvang bij gebruik van schalen?

 FORMCHECKBOX 
 Drie-puntsschaal

 FORMCHECKBOX 
 Vier-puntsschaal

 FORMCHECKBOX 
 Vijf-puntsschaal

 FORMCHECKBOX 
 Anders, namelijk      
7.3 Wat is de norm van het beoordelingssysteem? (Meerdere opties mogelijk)
 FORMCHECKBOX 
 Het gemiddelde als basis.

 FORMCHECKBOX 

De functie-eisen als basis.

 FORMCHECKBOX 
 Het functioneren van andere medewerkers als basis (vergelijkingsschalen).

 FORMCHECKBOX 
 Anders, namelijk      
Eventuele op- of aanmerkingen: 
Einde

Bedankt voor uw medewerking!

U kunt de ingevulde vragenlijst replyen of sturen naar 267074ma@student.eur.nl

Appendix B

[image: image5]

 SHAPE  \* MERGEFORMAT 
[image: image6]

[image: image7]
[image: image8]

[image: image9]

[image: image10]

 SHAPE  \* MERGEFORMAT 
[image: image11]

[image: image12]

 SHAPE  \* MERGEFORMAT 
[image: image13]

[image: image14]

 SHAPE  \* MERGEFORMAT 
[image: image15]

[image: image16]

[image: image17]
[image: image18]

[image: image19]

 SHAPE  \* MERGEFORMAT 
[image: image20]

[image: image21]

 SHAPE  \* MERGEFORMAT 
[image: image22]

[image: image23]

[image: image24]

 SHAPE  \* MERGEFORMAT 
[image: image25]
erasmus   universiteit   Rotterdam






















































































� Source: Baker, G.P., Jensen, C. & Murphy, K.J. 1988, ‘Compensation and Incentives: Practice vs. Theory’, The Journal of Finance, Vol. XLIII, No.3, pp. 593-616.


� Source: Schieman, C.J., Huijgen, J. H. & Gosselink, F.J. 1999, Management, Beheersing van bedrijfsprocessen, Educatieve Partners Nederland BV, Houten.


� Ibid.


� Source: Cederblom, D. 1982, ‘The Performance Appraisal Interview: A Review, Implications, and Suggestions’, The Academy of Management Review, Vol. 7, No. 2, pp. 219-227.


� Source: Visschedijk, A.J. 1986, Beter leiding geven door beoordelen: de betekenis van het functioneringsgesprek voor het leiding geven, Uitgeverij H. Nelissen BV, Baarn.


� Ibid.


� Source: Visschedijk, A.J. 1986, Beter leiding geven door beoordelen: de betekenis van het functioneringsgesprek voor het leiding geven, Uitgeverij H. Nelissen BV, Baarn.


� Source: Cederblom, D. 1982, ‘The Performance Appraisal Interview: A Review, Implications, and Suggestions’, The Academy of Management Review, Vol. 7, No. 2, pp. 219-227.





� Source: Van den Broek, L.C.A.H. 1996, Functioneringsgesprekken en beoordelen, Kluwer Bedrijfswetenschappen, Deventer.


� Source: Van den Broek, L.C.A.H. 1996, Functioneringsgesprekken en beoordelen, Kluwer Bedrijfswetenschappen, Deventer.


� Ibid.


� Source: Crutzen, B. S. Y., Swank, O. H. & Visser, B. 2007,’Confidence management: on interpersonal comparisons in teams’, Tinbergen institute discussion paper,


 Available at: � HYPERLINK "http://www.tinbergen.nl/discussionpapers/07040.pdf" ��http://www.tinbergen.nl/discussionpapers/07040.pdf�.


� Ibid.


� Source: Crutzen, B. S. Y., Swank, O. H. & Visser, B. 2007,’Confidence management: on interpersonal comparisons in teams’, Tinbergen institute discussion paper,


 Available at: � HYPERLINK "http://www.tinbergen.nl/discussionpapers/07040.pdf" ��http://www.tinbergen.nl/discussionpapers/07040.pdf�.


� Source: Bénabou, R. & Tirole, J. 2003, ‘Intrinsic and Extrinsic motivation’, Review of Economic Studies, 70, pp. 489-520.


� The programs could be a ‘stop smoking’ treatment or a ‘lose weight’ program.


� Source: Bénabou, R. & Tirole, J. 2003, ‘Intrinsic and Extrinsic motivation’, Review of Economic Studies, 70, pp. 489-520.


� Source: Ibid.


� Source: Baker, G.P., Jensen, C. & Murphy, K.J. 1988, ‘Compensation and Incentives: Practice vs. Theory’, The Journal of Finance, Vol. XLIII, No.3, pp. 593-616.





� Source: Bénabou, R. & Tirole, J. 2003, ‘Intrinsic and Extrinsic motivation’, Review of Economic Studies, 70, pp. 489-520.


� Source: Cederblom, D. 1982, ‘The Performance Appraisal Interview: A Review, Implications, and Suggestions’, The Academy of Management Review, Vol. 7, No. 2, pp. 219-227.





� Source: Wijchers, L. E. A. 1993, Functioneringsgesprekken, Kluwer Bedrijfswetenschappen, Deventer.








� Source: Wijchers, L. E. A. 1993, Functioneringsgesprekken, Kluwer Bedrijfswetenschappen, Deventer.


� Ibid.


� Source: Visschedijk, A.J. 1986, Beter leiding geven door beoordelen: de betekenis van het functioneringsgesprek voor het leiding geven, Uitgeverij H. Nelissen BV, Baarn.


� Source: Wijchers, L. E. A. 1993, Functioneringsgesprekken, Kluwer Bedrijfswetenschappen, Deventer.


� Source: Van den Broek, L.C.A.H. 1996, Functioneringsgesprekken en beoordelen, Kluwer Bedrijfswetenschappen, Deventer.


� Source: Wijchers, L. E. A. 1993, Functioneringsgesprekken, Kluwer Bedrijfswetenschappen, Deventer.





� Source: Van den Broek, L.C.A.H. 1996, Functioneringsgesprekken en beoordelen, Kluwer Bedrijfswetenschappen, Deventer.


� Ibid.


� The contingency thinking describes that the most effective approach is dependent of the situation. This means that there is not one approach that always will be successful when realizing the job evaluation conversation. Source: CliffsNotes.com. Contingency School of Management. 18 Apr 2008.


� Source: Cederblom, D. 1982, ‘The Performance Appraisal Interview: A Review, Implications, and Suggestions’, The Academy of Management Review, Vol. 7, No. 2, pp. 219-227.


� Source: Van den Broek, L.C.A.H. 1996, Functioneringsgesprekken en beoordelen, Kluwer Bedrijfswetenschappen, Deventer.


� Baker, G.P., Jensen, C. & Murphy, K.J. 1988, ‘Compensation and Incentives: Practice vs. Theory’, The Journal of Finance, Vol. XLIII, No.3, pp. 593-616.


� Ibid.


� Source: Van den Broek, L.C.A.H. 1996, Functioneringsgesprekken en beoordelen, Kluwer Bedrijfswetenschappen, Deventer.





� A research on the University of Nottingham (Holdsworth, 1990) confirms this. Source: Van den Broek, L.C.A.H. 1996, Functioneringsgesprekken en beoordelen, Kluwer Bedrijfswetenschappen, Deventer.





� Baker, G.P., Jensen, C. & Murphy, K.J. 1988, ‘Compensation and Incentives: Practice vs. Theory’, The Journal of Finance, Vol. XLIII, No.3, pp. 593-616.


� Source: � HYPERLINK "http://faculty.winthrop.edu/sinnj/PYSC%20301/SPSS%20Guides/One-sample%20t-test,%20retained.pdf" ��http://faculty.winthrop.edu/sinnj/PYSC%20301/SPSS%20Guides/One-sample%20t-test,%20retained.pdf�








PAGE  
2
The job evaluation conversation in the banking sector


[image: image27.emf]manager.leads

1.5 1 0.5 0 -0.5

Frequency

6

4

2

0

manager.leads

Mean =0.56


Std. Dev. =0.527


N =9

[image: image28.emf]partici.subor.high

1.5 1 0.5 0 -0.5

Frequency

6

4

2

0

partici.subor.high

Mean =0.44


Std. Dev. =0.527


N =9

[image: image29.emf]man.communicate

1.5 1 0.5 0 -0.5

Frequency

10

8

6

4

2

0

man.communicate

Mean =0.22


Std. Dev. =0.441


N =9

[image: image30.emf]both.communicate

1.5 1 0.5 0 -0.5

Frequency

10

8

6

4

2

0

both.communicate

Mean =0.22


Std. Dev. =0.441


N =9

[image: image31.emf]subor.communicate

1.5 1 0.5 0 -0.5

Frequency

8

6

4

2

0

subor.communicate

Mean =0.67


Std. Dev. =0.5


N =9

[image: image32.emf]manager.coach

1.5 1 0.5 0 -0.5

Frequency

10

8

6

4

2

0

manager.coach

Mean =0.22


Std. Dev. =0.441


N =9

[image: image33.emf]manager.judge

1.5 1 0.5 0 -0.5

Frequency

12

10

8

6

4

2

0

manager.judge

Mean =0.11


Std. Dev. =0.333


N =9

[image: image34.emf]system.scale

1.5 1 0.5 0 -0.5

Frequency

12

10

8

6

4

2

0

system.scale

Mean =0.11


Std. Dev. =0.333


N =9

[image: image35.emf]system.clarification

1.5 1 0.5 0 -0.5

Frequency

10

8

6

4

2

0

system.clarification

Mean =0.22


Std. Dev. =0.441


N =9

[image: image36.emf]system.score

1.5 1 0.5 0 -0.5

Frequency

10

8

6

4

2

0

system.score

Mean =0.78


Std. Dev. =0.441


N =9

[image: image37.emf]size.scale

5.5 5 4.5 4 3.5 3 2.5

Frequency

6

5

4

3

2

1

0

size.scale

Mean =4.62


Std. Dev. =0.744


N =8

[image: image38.emf]norm.average

1.5 1 0.5 0 -0.5

Frequency

12

10

8

6

4

2

0

norm.average

Mean =0.89


Std. Dev. =0.333


N =9

[image: image39.emf]norm.funct.requirements

1.5 1 0.5 0 -0.5

Frequency

12

10

8

6

4

2

0

norm.funct.requirements

Mean =0.11


Std. Dev. =0.333


N =9

[image: image40.emf]norm.funct.colleagues

1.5 1 0.5 0 -0.5

Frequency

12

10

8

6

4

2

0

norm.funct.colleagues

Mean =0.89


Std. Dev. =0.333


N =9

[image: image41.emf]obj.selection

1.5 1 0.5 0 -0.5

Frequency

6

4

2

0

obj.selection

Mean =0.44


Std. Dev. =0.527


N =9

[image: image42.emf]obj.training

1.5 1 0.5 0 -0.5

Frequency

10

8

6

4

2

0

obj.training

Mean =0.22


Std. Dev. =0.441


N =9

[image: image43.emf]obj.policy

1.5 1 0.5 0 -0.5

Frequency

8

6

4

2

0

obj.policy

Mean =0.67


Std. Dev. =0.5


N =9

[image: image44.emf]obj.motivation

1.5 1 0.5 0 -0.5

Frequency

10

8

6

4

2

0

obj.motivation

Mean =0.22


Std. Dev. =0.441


N =9

[image: image45.emf]diversity.objectives

1.5 1 0.5 0 -0.5

Frequency

6

4

2

0

diversity.objectives

Mean =0.44


Std. Dev. =0.527


N =9

[image: image46.emf]motivation

0.5 0.25 0 -0.25 -0.5

Frequency

10

8

6

4

2

0

motivation

Mean =0


Std. Dev. =0


N =9

[image: image47.emf]obj.admi

1.5 1 0.5 0 -0.5

Frequency

8

6

4

2

0

obj.admi

Mean =0.67


Std. Dev. =0.5


N =9

