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—— Objectives

« Organizational effectiveness from the HR perspectives
* Role of performance appraisal for the organizational effectiveness

» Other key factors of organizational effectiveness



Interrelationship of core process

Resources People

Processes

Awareness of a general core process from resource consumption to the delivery of services to
achieve certain objectives adds value to the organizational effectiveness.

The strategic plan plays an integral part in working to achieve higher organizational effectiveness.
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__ Benefits of effectiveness in the organization

- Improved Employee Engagement and Performance - Employee productivity is directly tied to
iIndividuals performance outcomes. This, in turn, affects the organization’s performance.

- Better Management - This can mean better manager training, increased communication
between managers and employees, updated policies and procedures, among other things.

- Decreased Costs - Effectiveness in any operations can decrease costs. Those savings can
come from any area that is causing waste — outdated processes, obsolete technology, ineffective
workflows, and so on.

- Improved Citizen Engagement - A main goal of the public organization is to maximize quality
and accessibility of citizen service. By improving the effectiveness of citizen service-related
departments, the organizations can enhance relationships and boost service value.

- Better Use of Technology - Effective digital adoption efforts can improve digital workflows, data
Insights, processes, employee training and many other areas.

- Desired Organizational Outcomes - It should be apparent that a more effective organization
will be better at achieving its goals and strategic priorities, the better it can achieve its goals, the
more effective and efficient it will be.
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—— Competency based HR

Competencies impact all aspects of ) DESC‘IJQCI)IETIONS

employment and processes, from the
time we get hired. ~

TALENT l RECRUITMENT
MANAGEMENT

& SELECTION

/

TRAINING & I‘ PERFORMANCE
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Core competencies

Core Competencies are defined as those
competencies required for all employees to
be successful within an organization, and for
the organization to achieve its objectives.

Leadership

Values and Ethics

Citizen Service

Management &
Organization

Problem Solving &
Decision Making

Accountability

Analytical thinking

Team work

Communications

Mentoring & Coaching

Self-development



Performance appraisals and interviews

S Achieved organizational
effectiveness

Enhanced leadership

/ Strengthened organizational
, development and training

Performance

appraisal
\ Identified and removed
barriers to performance




— Performance appraisal

Core elements
v Reflect on past performance;
v Goals and strategies for future;
Evidence-based
Base the interview on accurate data;

v

v Goal of offering support and development;

v Supervisor must have direct knowledge of work performance of employee,
v

Interview should and must seen to be fair and balanced.



—— If you don’t have money to spend, then:

&0

Provide coaching and mentor

Attend special

presentations

Recognize effort
and contribution

Provide opportunity
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to work on special
projects




——— What makes an employee dread the interview?

Not knowing how they are doing;
Not having previous positive interviews;

Not having or limited learning and
development;

Not knowing how they are to be assessed,;
Not clear about their job duties.
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—— How you (manager) dread the interview?

Not feeling confident to judge performance,;

Not having full data on the employee,;

Not knowing the new process of performance appraisals;
Not knowing solutions to better job performance,;

Not having adequate resources to direct employee for
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Balancing your role

Act as a Coach providing feedback and support

Invest in the relationship by viewing as a partnership

Focus on accomplishments and success
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—— Setting the stage for constructive feedback

Start by asking the employee to share what they are doing in their job;
Begin with some positive feedback or observation;

Review goals and set new goals;

Keep accurate notes;

Prior to interview have the employee do a self assessment.
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— Tip

Maintain different sources of information on the employee;

Allow self appraisal of employee;

Obtain subordinate or co-worker feedback;

Obtain client or public feedback;

Keep a regular note on employees performance,;

Especially note on the positive actions;

Feedback shared in the interview should never come as a total surprise;
If you do then you risk a loss of trust and the employee may quit listening;
Also, it may lead future development and goals setting.
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Biases

Comparison Bias - Outstanding performer/low performer is
compared to other performers.

Performance appraisals are also compared to the last one
completed.

Prevention strategy

Focus on actual performance rather than the individual. Being
aware of different performance and behavior levels and other
contributing factors.

Recency bias - Focus on the most recent time period instead of
the total time period because it's easier to remember things that
happened recently.

Document performance at different points in time throughout the
performance period. At the end performance appraisal cycle, use
as many feedback and documents as appropriate.

Halo/Horns Effect Bias - Allowing one good or bad trait to
overshadow others, for instance letting an employee’s congenial
sense of humor override their poor communication skills.

Evaluate performance on multiple dimensions of performance to
get a holistic view so that one good or bad trait or skill doesn’t
overshadow everything else.

Idiosyncratic Rater Bias - Evaluate skills on which an appraiser
Is not good at and rate others higher. Conversely, tend to rate
others lower in things an appraiser is great at.

Consider actual performance of employees and separate own
intention and bias from it.

Confirmation Bias - Search for or interpret a situation in a way
that confirms an own pre-existing beliefs and suspicion.

Pay close attention to performance, feedback, fact or action that
goes against the preexisting beliefs.

Similar-to-Me Bias - Give a higher rating to employees with
similar interests, skills and backgrounds as an appraiser

Focus on specificity in the judgement and avoid stereotypes.

Centrality and Leniency Bias - Rate most items in the middle of
a rating scale to avoid a potential conflict. Give favorable ratings
even though an employee has a notable room for improvement

If it is a potential issue for some, eliminate the neutr I%ption from
the rating scale. Focus on specificity in the judgement and avoid
stereotypes




Talent management and development

1C XaHranTrym ryiuaTtranTan / ©Hgep noTeHUmManTan

1B Yp AYHT3N rynuaTranTan / ©Hgep noteHuuanTtam

1A LUunAasr rynuyaTranTav / ©Hgep noteHumanTtamn

- ONOH YNIManadp MIPrallCaH Mall YagBaprar Xaaun 4 3apumM YUrmanasap
M3Mar YagBapaa HaMarayynax waapanaratan.
- Yin axunnaraa, yp YagBapaa camkpyynax 00moMKUAr 3panxunimk

- TYAUSTIaNMNH 30pUNTbIH BUENanTUIr BYPaH XaHrax,
MaHMnannaH axunnagar.
- AnbaH xaary 12-24 capblH xyrauaaHz Cypy XerkuH,

- Yp yagBapaa HaM3IrayynaxuiH cauyy unyy eHaep
xapuyunara Oyxum axxun xmnxag, 6anaH. NpasgyiH
MaHnannaryng rax y3ax 6ormHo.

©Haep axunnagar. HAM3MT YYpPar xapuyuiara XynasH aBy axunnaxag 0anaH. - ONoH YArManuIH axIbIr TYYLWTaN CanH XUmK
noteHumnanTtan - Tyxait anbaH xaard4uir MaAnar yp Yagsapaa OypaH awuurnaxag Hb O3MXKNar |- Yp yafBapblH 3epyyr apunraxag YMriacaH cypranTt rynuaTragar, 6ue fgaaH axunnax YyagsapTan.
Y3Yynax xapartan (Yp YaaBapblH 3epyyr apuniraxag YMriacaH KOYYUHT erex, eep XenknuiH YA axunnaraaHz xampyynax. - ACyyanbIr epreH XypasHa TOLOPXOWITK, LUNAABIPNSLAT.
anbaH TyLwaang TOMUIIOX raxX MaT) - Tycraw yypar gaanraeap erd, ryiuatryynax samaap
XODKYY3X.
2C XaHranTrym rynuaTrantan/JyHaax noTteHumManTan 2B Yp AYHTan rynuatrantan/AyHaax noteHumanTtam  2A Wungar rynuatranTtan/dyHAaax noTeHuuanTtamn
- TyxaliH anbaH Tywaang TOMWOr4004 yaaaryn acean banryynnarag epHex |- FyAUSTranuinH 30punTbiH OUEN3aNTUIAT XaHrax, - AnbaH TywaarnblH YWr YYPrunH XypasHa lwungar
Oy eepunenT LWMHIYNANUINH yrIMaac rynuadTranuiiH yp AyH XaHrantryn 6anx MaHnannaH axunnagar. Anveaa acyygang MIpPraxnunH  [rynuadTrantan, banryynnarbiH yin axunnaraaH yHaTamn
MaragnanTtan. TYBLUMHA YIIC CyypbTauW, TyyliTam xaHaaar. XyBb HAM3p opyyaar. LWaapaarpax yp Yagsapsbir
- LaTnaH g3BLIMX COHMPXOMIy 3CBAM HAMANT yypar 939MLLC3H, YUNASM, rYNU3Tranasapad HOTNOH Xapyynaar.
[yHaax XapwuyLnara xXynaaH aBaxapg 6ansH ouw. JapaarunH 12-261 HamanT yypar gaanrasap, XxapuyLnara XynaaH aBaxaz
NoTeHLuanTait CapbiH Xyrauaarz, HaManT axusl, YYpar Aaanrasarn 63n9H [G3aNsH. ) )
v Ganx maragnantaun. - ©epUiH cypranTt XenknuinH acyyaang aHxaapaxbiH
- LLInHa3p yycaH 6un 6oncoH Hexuen 6argan, 60NoMXKUIAr 39paruaa bavryynnarbiH YU axunnaraasbl Yp AyH,
aLLMINaH epreH Lap XypasaTan aXun XMnx COHUPXONIyn.  [Herneer HaMarayynax 60MoMXUAT 3PINXUAIK axunnazar.
- CTpaTerntan axunnax acBan xapwuruaaHbl yp YagBapaa
caxpyynax LaapanaraTtan.
3C XaHranTryi ryiUsTranTai/XsI3raapnaraMan noTeHUManTail 3B Yp .qyl-rraﬁurvﬁuaTranTaﬁ/Xﬂsraapnamman 3A Wunpar r\!ﬁuaTran'raWXﬂsraapnar.qman
noTteHuuanTan noTeHUManTan
- TyNuaTranuiiH Tenesnereex TycrargcaH axnbir XaHranTryn ouenyyngar. - TYAUSTIaNMNH 30pUNTbIH OUENANTUIAN XaHrax, - MapraxxnuiiH yp Yyagsap cantamn, ryiuaTran eHaepTen.
- Ynr yyprH axrnbIr TOrTMOr, BONMOMXKUAH XAMXKIJHA, XUIDK Yaadarryi. MaHnannaH axunnagar. Torrsop cyypbLunnTam - XaHrantTan XamXasHg aMXunTTan axunnacaH,
- OQOOMUIAH YmMr YYPrMAH XYPISHA axraa XUk rynuaTraxag 03pxLasanTamn axunnagar, 6ycabiH UTran gaagar. OanryynnarbiH yin axunnaraaHg NxaaxaH XyBb HIM3p
Tynrapgar. - NapaarunH 12-24 capblH XyrauaaH COpunTTon axun, opyynax yp Yagsaprtan.
x:g:ae?ﬂ;:‘:ﬂ;;" - OpooruiiH anGaH Tyllaanaaa aMxunTTai axunnax Hb Spran3aaTai. HAM3NT Yypar JaanraBap XUiK ryiLaTraxag 6anoH 6u. |- AnbaH Tyluaan A3BLLYYMSX3 XapaaxaH TOXUPOMXKTOM

- AnGaH Tyllaanaac Yerneenex 3CBaJ1 CaNryynaH axnyynax.

- OpoorniH anbaH Tywaan 433p yp YagBapaa
[93LUMYYNaX3 aHxaapy axunnax baviraa.

- Youpaax anbaH Tywaang O9BLUUH aXurnax
COHVPXOSTYA. ©6pUIAH YU YYPIUIAH XYPI3HA, XUIAX ECTOMN
a)Xrnaa TOrTBOp CyypblUMATaN, TyyliTan XMncaap bawraa.

OV X3aMy anba, HANK XOOPOHA, CANaH axunyynax
9CB3M TOAOPXOW YYPar Aaanrasap AaanraH Xumx
rYMLSTIYYIax.

- KoyumHr/meHTOpuHr/ 6ycan cypranh *EOKNMIH ynn
axunnaraaHg xampyynax.

XaHranTrym ryauaTranTtan

Yp AYHT31 rYNLU3TranTan

Wwnaar ryiuaTranTtan




—— Other key factors to organizational effectiveness

v People performance

v Communications

v Evolving workplace culture
v Change management

v Continuous iImprovement
v Leadership

v Accountability
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——— Workplace culture

- Value team members:
- Trust and commitment to the team:

- Foster high positive approach to decision
making;

- Communication is open and transparent;
- Work to resolve conflict; and

- Respect team decisions.
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— Change management

To successfully implement any new processes, products and
organizational strategies for the effectiveness while minimizing negative
outcomes, leading the "people side" of major change within an
organization is a key.
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Change Curve

Emotional Response to Change

Anxiety
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Change Curve

How do | respond? How can | improve my response”?

Notice Your Acknowledege Your
Denial Commitment

» Seek information * Reward yourself

» Accept reality » Stay vigilant

Accept Your Learn Through
Resistance Exploration
» Acknowledge your feelings + Create a vision
+ Take a small step * Seek learning opportunities
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Continuous improvement

(. Performance ) ( « Compelling
measurement vision

* M&E / internal » Shared goals
audit

— —_

Performance

. = )

* Resources Vision &

. Core Mission
Processes

« Communicatio

" J L J

Organization must demonstrate a willingness to continuously improve its processes.

If nothing ever changes, people will develop apathy toward the organization, leading to stagnation and
ineffectiveness. | 22
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Enhancing Resource
Management through
Institutional Transformation

Address: Floor 3, National Times News Tower Khudaldaanii gudamj, Khoroo 1
Chingeltei district, Ulaanbaatar-15160 Mongolia

Phone: 7610-5000



