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Nearing the end of my college experience my mind goes back to the past fours years I sat in college chairs on three different campuses.  As I look back I find that those years were filled with many happy moments and many difficult moments, yet each moment is bound together by one principle; performance review.  Each day I was in school I was responsible to myself and my professors for the time and money that was spent.  For me this performance review reaches out to my parents for the help in funding this education.  The review that came with college was a performance review for the topics studied in class.  It came at many different times.  For most classes it came when questions were asked during class on that day’s readings, at quiz time, and at the end of the semester.  The most important performance review I made to my myself and my parents was at the end of each semester for the aggregate grade I received from my performance.  In fact the American system for performance review, or grading, at all levels is an intricate and much-debated topic.  To sum up the reviews of performance made personally, my professors in college, my parents, and professionals in organizations I will use the word stewardship.
The dictionary defines stewardship as conducting, supervising, or managing of something; especially: the careful and responsible management of something entrusted to one's care
.  For many the term steward resembles an employee who manages provisions of food and passengers on an airline
.  In many areas of our lives, as college was for me, we act as airline stewards to actively direct affairs for ourselves and for others.  When we, as stewards, are asked to give an accounting of the office, duties, and obligations that we are in control of, we act in a stewardship.  Spencer W. Kimball brings more meaning and responsibility to the term by adding, “a steward is a person who has been given responsibility for someone else or for something belonging to someone else.
”  In short, stewardship is an evaluation of performance or accountability to another which “contains both positive and negative reinforcement.
”  
Stewardship is an important part of life.  “How well we perform is largely determined by whether the performance done is evaluated and rewarded.
”  How much money we make, the positions we hold, the influence we have, the grades we get, the type of family we raise, and the form of government in office all reflect the measurability of a stewardship held.  It helps us monitor our progress and acts as a single evaluation of an end result.
There are two main stewardships with which we, as human being, are responsible for.  They include personal and professional stewardships.  The most important part of the stewardship we hold in this life is focused around our personal lives.  A well-known prophet of the LDS church once said, “No success outside the home can compensate for failure inside the home.
”  Likewise, our professional lives are nearly impossible to mange if our personal lives aren’t in order.  Because no organization is better than the weakest person, so much importance is placed on individual performance or stewardships.  Put another way, “Our personal life investments become more important than our financial investments.
”  For this reason I will first focus on the foundation of personal stewardship.  If the principles of personal stewardship are understood and applied correctly, professional stewardships will likewise.  
Personal Stewardship

The apostle Paul stated that we were born into this world naked and we will depart the same way.  Thus the only things that we can take with us will be the knowledge we obtained and the person we become.  If these are the only lasting things that we will carry with us out of this world, is there a need for stewardship outside our person and personal knowledge?  Classifying personal stewardship into three areas helps us understand and answer this question; stewardship with God, with ourselves, and with our family and friends.
Each human is a steward entrusted with something that belongs to God.  That something is actually everything.  The Lord said, “I, the Lord, stretched out the heaven, and built the earth, my very handiwork; and all things therein are mine.
”  The whole earth and everything on it belong to the owner and creator; God
.  Having this relationship we are commanded to make the most of what we have been given.  We are to give a performance review of our time, talent, means, and everything with which he has (or will) blessed us with.  Then as stewards to God, there are three principles upon which performance review are based upon.
· A stewards is entrusted with something that belongs to God
· A stewards exercises agency in caring for this stewardship

· A steward is accountable for his stewardship

I will illustrate these principles by means of a common, yet personal, experience.  The other day and I noticed a fruit tree on the corner of a busy student street.  The tree had many notes hanging down warning any passerbys of the sins and dangers of stealing fruit from the tree.  In this regard, the owner of this tree is a steward over the tree.  He was given the means to plant or purchase the tree, he exercises agency in caring for and nurturing the tree, and is accountable for what he does with the fruit of the tree and more importantly the tree itself; its life and future.  The owner, or steward over the tree, has decided to exercise his agency and not share the fruit with just anyone.  Perhaps the steward uses the tree to make ice cream or jam that he sells to keep his family alive.   Whatever he decides to do, he is one day accountable for what he has done with both the fruit and the tree, for he is only temporarily entrusted with the responsibility over the tree but cannot take it with him when he leaves this earth.
Another possibility with the steward over the fruit tree is to transfer one part of his stewardship over to another.  He may delegate the responsibilities of caring for and nurturing the tree to another, but in the end he cannot transfer or delegate being accountable for the end results.  He may hire a student who lives in the complex next to the tree to care for it.  The student may not be directly responsible for the tree, but has been given a stewardship over it in place of another.  In this situation he is responsible to the owner for the performance of the tree.  Whatever he decides to do with his stewardship, whether it be making it profitable, not caring for and watering the tree, giving all the fruit away as gifts, or simply neglecting the trust with which he has been placed, the time assuredly comes when the worker must give an accountability to the owner for what he has done with it.
God has given us similar stewardship and expects us to be faithful in our stewardships, however he will not force us to do so.  He gives to some one gift and to others another.  He causes the sun to shine and the rain to poor on both the wicked and the righteous.
  Life was not meant to be fair by any outward standards, yet in the end, or at the time of judgment, we must make an accounting to him of how we cared for our stewardships.  This includes the talents we have or obtain
, the financial resources that at times seems to just fall into our hands, the families and kids we raise, the education we work for, and even the simple intangibles as the air we breathe
.
It is easy to allow these tangible and intangible resources to come and go without expressly making periodic reviews with ourselves and with giver of them, God.  But, if we are to be wise stewards and make the most with what we have, we are to understand one thing: where much is given, much is required
.  We must review our financial, personal, emotional, spiritual, family, religious, choices, talents, actions, and professional lives periodically to report on our performance for each.  We must make this evaluation because it is not our own standards by which we live.  We need to check our actions and results with those ultimately accountable.  Even my writing style and grade is not what I deem necessary.  I make an accountable stewardship according to how the ultimate trustee (professor) has set the grades and standards.
Making a performance review for the things in life can happen in many ways.  To keep the comprehensive task of stewardship simple, there are five principles upon which it is based, “The Five A’s of Stewardship
”
1. Acknowledgement – An understanding that we are responsible and have trust placed upon us to fulfill a specific task (s).  In life it is that God is the creator and provider of all that sustains life.
2. Author & Allow – Recognition that someone is the author of the principles we acknowledge to follow, whether it be a person, organization, or God.  Allowing each person to exercise agency in caring for a stewardship.
3. Accomplishment – Effective faith, planning, and work in fulfilling the responsibilities to the best of each person’s abilities until the stewardship is completed.
4. Accountability – Stewards are to render a full account by reporting to the author of the stewardship regularly and when it is complete.
5. Approbation – Formally approving, praising, commending, or receiving rewards for effective stewardship.  In the case of unwise or ineffective stewards, reprimand, chastisement, and correction.
We are directly accountable to God for life and eventually will stand before him to be judged.
  We can make a proper accounting of our earthly stewardship by following the principles mentioned above.  Even the intangibles in life can be quantified and reviewed so as to make a proper accountability to understand, plan, work, review, revise, account for, and receive the rewards.
A biblical parable in the book of Luke
 offers the best example of applying the principles, or five A’s, of stewardship.  The Lord gave three men different quantities of talents, know to us as coins or money.  One man received five, another two, and the last received one.  The men with the five and two talents made a plan and worked to multiply their talents.  The last man took his one talent and hid it in the earth.  The time then came for the stewards to render a stewardship of their talents.  The men with five and two talents had multiplied, even doubled their talents, whereas the man with one hid it in the earth and did nothing with it.  In approbation for their stewardships the two men were praised and rewarded by increased talents and praise, whereas the unwise steward was chastised and his talent taken away. 
In our personal lives prayer and giving are two of the most important principles for applying the five A’s to intangible stewardships.  Prayer is the ability to converse with God, offering thanks for what we have, giving a verbal account of what we have done with the gifts, blessings, and talents we have, and seeking guidance on future plans within our stewardship.  The second of sharing the resources and talents, as in the parable, is an effective method of acknowledging and accounting for each stewardship God has given us
.
Each of us has an eternal calling from God from which no one can release us.  This is a calling given to us by God, our Heavenly Father.  In this eternal calling, we have a stewardship, and “it is required of the Lord, at the hand of every steward, to render an account of his stewardship, both in time and in eternity.”  This most important stewardship is the glorious responsibility our God has given us to watch over and care for our own soul.  God has not only given men their agency and stewardship over many things, but created a system whereby men can acknowledge, manage, improve, checkup, and account for any and all earthly things.  We can and need to look deep inside our hearts while constantly checking our bearing.  If our current course of stewardship needs correction we need not be discouraged; stewardship and performance review is a constant part of life.  Jesus Christ also was accountable for his life and actions.  In his last and final prayer, he reported (accountability) to his Father, “I have finished the work which thou gavest me to do.
”
Personal stewardship, or performance review, is a time for each of us to acknowledge our stewardship, allow ourselves to set a plan and work the days of our lives for it, to accomplish meaningful goals, render an accounting of it during and at its completion, and to receive the rewards, redirection, or correction as the trustee deems necessary.   It is a time when we are always on an errand of responsibility.
Professional Stewardship

Moses was a great leader, but after he led the people of Israel out of Egypt he found it difficult to solve all the people’s problems by himself.  Every day, from morning until evening, he sat before the people to listen to their questions and resolve their issues.  He soon found that his duties were too great for just one man.  His father-in-law, Jethro, counseled him on the burden and ineffectiveness of his leadership.  Moses no sooner divided the Children of Israel into groups of 10, 50, 100, and 1000.  He proceeded to appoint a worthy male to lead each group.  As the leader and prophet of Israel, Moses then spent his time teaching the people the commandments and solving the most difficult problems.  The minute problems and responsibilities were handled by the leaders he had called.
  The principle of being evaluated or being the evaluator was born; professional stewardship. 
Organizations have much the same purpose as individuals in life but on a much larger scale.  They have the task to accomplish specific and quantifiable goals; they are outcome based.  With many more obstacles and people to work with, an organization such as a corporation, has the challenge of balancing structure and flexibility.  Effective organizations want their members to behave a certain way in performing individual roles, while at the same time adding spontaneous innovation, which is also favorable and beneficial to any organizations. For this reason, organizations have developed a system of formal methods for evaluating and quantifying the performance of their employees or members.  “How well people perform is largely determined by whether their performance is evaluated and rewarded.
”  
Professional stewardship is based upon the same set of principles that personal performance review is founded.  It is designed to reward and recognize performance, guide personal actions, provide individuals with information for their own personal development, to identify training needs for the organizations, and to integrate human resource planning while coordinating other personal functions.
  
Professional stewardship is approached from two angles, the employee being evaluated and the employer doing the evaluating.  It has been said that both employers and employees have seen performance review as threatening, for various reasons.
  For this cause, the performance evaluation itself needs to be revisited and reviewed.  Why should employers evaluate employees (their stewards) if it is disliked and oftentimes seen as ineffective?  What would happen if we didn’t have a system of stewardship?  These are some of the main questions that need addressing in professional stewardship.  Main criticisms or issues to performance are present, consider the following:
1. Halo Effect: Sometimes one characteristic about a person, positive or negative, strongly influences all other attitudes about that person.

2. Leniency-Strictness Effect: Some evaluators give mostly favorable ratings, while other evaluators evaluate the same performance more unfavorably.

3. Central Tendency Effect: Some evaluators give average ratings to everyone to avoid sticking their necks out to identify marginal or outstanding performance.

4. Interrater Reliability: Two evaluators seeing the same behavior may disagree and give different ratings.

5. Contrast Effect: The evaluation of one employee's performance may be influenced by the relative performance of the preceding individual.

6. Zero-Sum Problem: Some appraisal systems require supervisors to balance high ratings given to some employees with low ratings given to others. 
7. Numbers Fetish: An excessive focus is sometimes placed on numbers, which may be treated as though they possess unquestioned accuracy.

8. Regency Effect: Recent events are unduly reflected in the appraisal, to the exclusion of events earlier in the year.

Moses no doubt witnessed first hand a quagmire of the above mentioned criticisms and continued to feel the weight of stewardship, yet on a different scale.  His stewardship now rested on how he could overcome the ineffectiveness of those whom he placed as stewards.  Deciding what and how to evaluate continues to rest upon managers and executives.  The performance of Squeaky Squeegee employees, a personal business, should focus on employee effectiveness in finding new jobs, doing a job that exceeds the customer’s expectations, and all in a timely manner.  I am more interested in measuring employee end results over desires, attitudes, and behaviors.  In fact, “many organizations emphasize individual accountability through a results-oriented approach to performance evaluation
,” while less attention is placed on the tasks or activities they are called to perform.
Common methods for measuring the evaluation of performance have been developed throughout the years.  The graphics rating and the behaviorally-based system are two rating systems or scales that encompass the quantifiable stewardship; documented in appendix a and b:  
The graphics rating scale, appendix a, is the most widely used system of measuring performance.  It allows trustee to quantify and qualify work performed including the employee knowledge, skills, abilities, and overall performance.  The weakness in this model is that stewards are tempted to achieve their stewardship through unethical or undesirable means.  They also lend themselves to biased and open-ended accuracy.  
The behavioral-based system for rating, appendix b, has proven to be less biased and more reliable than its graphics rating counter part.  It provides a more accurate measure of actual performance, not just results, while allowing employees to better understand their current position and the organizations goals for improvement.  However, it does take more time and resources from the company or person performing the evaluation.
There are numerous ways and reasons to evaluate performance and hold members responsible for certain stewardships within an organization.  Whether it is in grade school, college, a government job, or any number of professional positions, there must be a just and timely evaluation of self and members.  
Students, for example, dislike being graded when they misunderstand the system, fail to live correct their lives or priorities to effectively compete, or when they allow other incentives to outdo the incentives of working towards good grades.  Our society in America is caught between having an effective grading system in education and not offending people.  A parent does not want to help their child do what it takes to achieve success in that area (knowing some will never be able to), at the same time threatening law suits and other damages to protect their child from not measuring up.  
There must always be a system of checks and balances on progress; greater disorder and confusion ensues when there is not.  Think about doctors, lawyers, or pilots not having to meet minimum requirements, or grades, before putting other people’s lives in their hands.  Soviet society created the equivalent to an anarchic grading system because jobs and life were based on assignments from the government, position in the communist party, and status in society; not grades in school.  Disorder, confusion, and destruction was its fate.  

Overall, such evaluations are necessary because life and organizations are focused around principles of structure and performance.  If there was no way or desire of measuring any level of performance anarchy would overrun an efficient system, whether in government, in an organization, or within life.  Each has a system by which to judge performance.  Whether a ranking, classification, graphics, or behavioral system is used, performance evaluation, feedback, and reward can be traced back to the principles, five “A’s” of stewardship.  It is upon these that individual and organizational stewardships rest and most efficiently function.  The ultimate example of complete stewardship can be found in religious teachings and above all in the life of the Master; Jesus Christ.
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“Our personal life investments become more important than our financial investments.”





“It is required of the Lord, at the hand of every steward, to render and account of his stewardship, both in time and in eternity.” 		D&C 72:3





“… of him unto whom much is give, much is required.” D&C 82:3





“Such mortal experiences give us opportunity to assess what we are doing with our lives.  All help us school our souls and strengthen our character in preparation for that final interview” 		    Joseph B. Worthlin





“Although research on the effectiveness of performance review or appraisal shows that such sessions do not consistently lead to improved performance, such sessions are still conducted inmost organizations.” 	  		  William Dyer





Illustration of a Graphic Rating Scale


Name of Employee Job Title


Department Rated By


Date


Instructions: Rate this employee on the basis of the actual work he or she is now doing. Read the definitions


very carefully. Compare this employee with others in the same occupation in this company or elsewhere. In the space before each number, rate the employee according to the following scale.





1	2	3	4	5	6	7	8	9	10


Fair 				Average				Excellent





[] 1. Quantity of Work: How does the quantity of this employees work compare with what you expect? Is this employee energetic and industrious, or does he or she waste time?


[] 2. Quality of Work: How does the quality of this employee's work compare with what you expect? Consider the degree of completeness and the number of errors and mistakes.


[] 3. Dependability and Responsibility: Habits of punctuality and attendance. Can this employee be trusted to complete work with a minimum of supervision?


[] 4. Initiative, resourcefulness, and leadership: Consider the employee’s ability to proceed without supervision and achieve results without being told. How does this employee affect the output of coworkers? Does he or she have the ability to direct and train others and utilize company resources and properties effectively?


[] 5. Judgment: Does the employee impress you as a person whose judgment would be dependable, even under stress? Is the employee likely to be excitable or hasty when making decisions in an emergency? Are decisions objective and rational, or swayed by feelings and the opinions of others?


[] 6. Ability, training, skill, and experience: Does the employee have sufficient job knowledge to perform satisfactorily? Does the employee need additional training on the job?


[] 7. Personal appearance and speech: Does the employee make a good first impression? Is the employee well-groomed, or slovenly? Does the employee have a pleasant speaking voice? Does he or she express thoughts and ideas well?








Illustration of a Behaviorally-Anchored Rating Scale


Cooperation and dependability refer to spontaneous and innovative behaviors beyond the formal job description that contribute significantly to the effectiveness of the company, e.g., dependability, willingness to accept assignments, cooperation in working with others, initiative in seeing what needs to be done and doing it willingly.





Excellent Attitude�
7�
Positive and enthusiastic approach to work. Always pleasant,


helpful, and cooperative. A self-starter. Strives to further the


company's interests.


�
�
Good Attitude�
6�
Excellent and enthusiastic worker, willing to do more than expected.


Always pleasant and cooperative unless criticized or mistreated.


�
�
Slightly Good Attitude�
5�
Performs assigned work but seldom goes beyond the normal job


expectations.


�
�
Average Attitude�
4�
Adequate worker, but occasionally allows personal problems to


influence work much of the day.


�
�
Slightly Poor Attitude�
3�
Sometimes resistive; expresses a dislike for being asked to assist


others.


�
�
Poor Attitude�
2�
Openly resistive; may even resist performing tasks that are part of the


normal job. Argumentative and sometimes nasty to coworkers.


�
�
Very Poor Attitude�
1�
Occasionally acts belligerently or hostile to supervisors


�
�
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