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ABSTRACT

Performance appraisals (called also subjectiveuatiah interviews) are widespread in most
OECD countries. For instance, in the US over 90%aofe organizations employ some
performance appraisal system (Murphy and Clevelaf81) and over 75% of state agencies
require annual performance appraisals (Seldon,ah@m and Jacobson, 2001). While
performance appraisals are one the most widelyrelsed areas in organizational psychology
(see for instance Catano et al. 2007), they rem@iimmited in economic literature that, to the
best of our knowledge, there is no specific ecomoddfinition of performance appraisals.
This is quite surprising since a significant numbeempirical papers in economic literature
deal directly or indirectly with performance appas (see for instance Medoff and Abraham
1980; Baker, Gibbs and Holmstrom 1994; Gibbs anddfeks 2004; Engellandt and
Riphahn 2004; Brown and Heywood 2005; Diaye, Grearal Urdanivia 2008; Addison and
Belfield 2008).

These empirical papers seem to suggest that pefam@nappraisals are designed not only to
evaluate ex post the effort of the employees betadso designed as an ex ante selection
device of workers based on specific criteria. Fwstance Diaye, Greenan and Urdanivia
(2008) using a matched employer/employee surveZamputerization and Organizational
Change (survey “Changements Organisationnels etridtisation”, COI) conducted in 1997,
show that incentive mechanisms with performancaagals always include in addition to
the traditional incentive effect, a high selectieffect whose consequence is to attract the
agents whose desutility of effort is the weaker. &Asonsequence, one can expect that
performance appraisals positively influence firprfitability. Hence performance appraisals
look like an innovative intangible capital whichters into firms' production functions. And it
may be the case that the “efficiency” of perform@aappraisals depends on the organizational
structure and ICT of firms.

This paper aims at identifying the role played B lin the “efficiency” of performance
appraisals. Related to the previous question, plaiger aims also at analyzing whether
performance appraisals impact the way firms marthgeskills of their employees (for
instance firms may react by firing some employeestaring new skills). Especially, we will
estimate the impact of performance appraisals gulgmes’ turnover within firms.

The dataset that we use, is the new matched enrf#ayeloyee survey on Computerization
and Organizational Change (survey “Changementsrizg@onnels et Informatisation”, COI)
conducted in 2006 (see www.enquetecoi.net). Tatmtrary of the COI 1997 survey which
concerns only manufacturing firms, the COIl 2006cswns all industrial sectors.

Finally we use two kind of econometric methods: pinepensity scorenatching method and
a switching method.
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