You’re Lying to your Employees – and They Know It!
You check your e-mail again, dreading the inevitable. You wait until late in the afternoon, the day before the deadline to talk to each of your employees. You would put it off longer if you could, but Human Resources has been gently but persistently reminding everyone that performance appraisals are due tomorrow.

You hate this annual ritual almost as much as your employees do. But it’s got to be done because it’s policy. 

The first two meetings are not too bad. Terri and Juan are solid employees. So those evaluations are pretty straightforward.
And finally, last but not – well, OK, in this case he is least. Randall is a pain in the neck. He’s a slug, slacker, trog… Pick your word. You inherited him from the last supervisor. You certainly would never have hired him. He comes in late. He calls in sick. Mysteriously that happens quite often on Fridays. His work is marginally acceptable – on his good days. Randall is a blowhard. He’s loud and inconsiderate. No one wants to work with him. In short, your life would be much easier without him. 

So now it’s Randall’s turn for his performance review. Randall’s first question is, “How long is this going to take?” You have fantasized about keeping such a meeting very short and saying, “Randall, you’re just not up to our standards. You’re fired.”
But reality sets back in, and you manage to assure him you won’t keep him too long. (You’d like to not keep him at all!) You hand him his copy of the document as you mention it looks a lot like last year’s appraisal. Randall grunts, “Is this where I sign?” after he skims over the ratings which are average for the most part.

Average? You rated him “Average” or “Meets Expectations?” 

You caved. You’ve been dreading this day since the same time last year. You know you should hold Randall accountable, document his behavior, ask for doctor’s statements for his excessive absences, but you don’t want to rock the boat. It’s just easier to rate him average and get this over with for another year. Besides, Randall is in a protected class, and he is just the kind of guy to scream about discrimination and the EEOC. 
But you caved. You essentially copied and pasted the ratings from last year’s document. Sure, you changed a few words here and there, and you even rated him down in a couple of categories, but in the end you did not give Randall the ratings he deserved. You lied. 

You lied to Randall. You also lied to your other employees as well as your supervisor by not giving an accurate rating of Randall’s work. Rest assured, word gets around. All of Randall’s co-workers will find out about his rating. And they’ll be mad. Because they also know Randall is a slug. And they immediately think, “Why am I busting my tail when Randall gets a “Meets Expectations” rating? Well, no more. If he can get away with all the crap he pulls, there’s no way they can do anything to me.” 
Your other employees, and everyone they gossip to, lose whatever respect they had for you because you have demonstrated you don’t have the guts to make Randall shape up. They know you caved.
So now, you’ve communicated to Randall, and everyone else that knows him, that his work ethic, his behavior, and his character are acceptable. Congratulations! Now even more employees will slide down to that level.

Oh, and don’t even think about firing Randall. The first exhibit in the court case will be his performance appraisals for the last four years. The ones you signed saying his performance was satisfactory. 
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