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Appraising the Appraiser:
Making Performance Appraisals Work!
BY STEPHEN WHITE, DIRECTOR/CHIEF APPRAISER AT COBB COUNTY, GA.
AND TEAM CONSULTING INSTRUCTOR

H

ow do you feel about
providing an estimate
of value on your most
valuable asset? Your employees!
Most jurisdictions require an
annual performance appraisal
on each employee. Many
managers and supervisors loathe
the exercise of writing up a
performance appraisal on each
employee. The employee and the
manager/supervisor often have a
negative viewpoint of the entire
process. The employee may feel
this is the opportunity for the
manager/supervisor to air their
complaints about all the work
they have done for the past year
while all the good work goes
unnoticed. Managers/supervisors
feel the entire process is a
waste of time, and generally the
discussion takes on a negative or
argumentative tone.

The truth is, performance
appraisals — if administered
properly — are a great tool for
making a better employee.
This is the opportunity for the
manager to highlight the worth
of the employee and outline any
items that need addressed. In
this article, we will outline a few
common practices by managers/
supervisors that can hinder the
success of the performance
appraisal and the discussion that
goes along with the appraisal.
Many of us have just done
performance appraisals at the end
of the calendar year. I thought this
would be a good time to focus
on how we can improve. We will
also focus on a few helpful tips to
make sure you get the most out of
this process.
continued on page 2
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MANAGEMENT MATTERS

Appraising the Appraiser continued from page 1

COMMON ISSUES
Here are three common issues with the
performance appraisal that hinder the success of
the tool:

1.

COPY AND PASTE – One of the common issues
with the performance appraisal is to grab
the electronic file from last year, look it over,
change a few words here and there (want to make
it look like we put some effort into it!), then sign the
document and we are all done! We’ve all done it,
but don’t we feel a little guilty when we sit down to
write that document and upon completion feel like
maybe we really didn’t give it our best effort? A good
recommendation is to think about the employee’s
year and write a few notes before we get the
electronic file. This way we have fresh ideas that we
can incorporate into this year’s file. If we copy and
paste, generally the employee knows because they
compare one year’s file to the next and they know
we aren’t giving it our all!

2.

LACK OF DETAILED COMMENTS – Another
common issue is when the manager or
supervisor just puts one or two sentences for
each category on the appraisal. The sentences tend
to be very high level and generic. The supervisor
then gives a “meets expectations” or “average”
grade for each category. The point of the appraisal is
being missed. This is the opportunity to commend
the employee for what they are doing well and
provide counsel on areas they need to improve.
Many supervisors don’t want to deal with the
confrontation, so they take the “high road” and
provide a benign comment that won’t generate
discussion.

3.

LACK OF HONESTY – Again, the supervisor
misses the opportunity to correct bad behavior.
We are concerned the employee will push back
on comments the supervisor makes regarding
areas needing improvement. The supervisor is
afraid of confrontation. Instead, the supervisor
avoids the issue and doesn’t comment on any
problem behavior at all or the supervisor puts such
generic comments in the document and the issue
is somewhat glanced over. Here is an example of
comments for an employee that has issues with
professional appearance: “Ensure that you adhere to
the office’s high standards for professionalism.” It’s
a positive comment and the employee misses what
the supervisor really wants them to work on. Here is
a better way to put the need, “I am concerned that
your appearance does not reflect the professional
attire that we expect for our employees. Specifically,
you appear to be dressed too casual for office attire
and your clothes do not follow what is required
according to our dress and grooming policy.” Now
the employee knows specifically what they need to
give attention to.

TIPS FOR SUCCESS
Here are some tips to making the performance
appraisal a successful tool for the employee and the
supervisor and/or manager:

1.

BE HONEST – Address issues head on. Are you
sick of them coming in late? Are they calling
out sick one too many times on Mondays? Do
they not dress professional enough? Do you feel
they are rude with customers? Do you feel like they
are always walking around the office socializing
and they are never at their desk working? These
are some topics that managers deal with, but
continued on page 3
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Appraising the Appraiser continued from page 2

sometimes these issues never make it to the
performance appraisal because the manager
doesn’t want to deal with the confrontation. In order
for the problem to go away, you have to specifically
mention the issue.

2.

COMPLEMENT, COUNSEL, COMPLEMENT –
When handling issues, make sure you apply
positive comments in the performance
appraisal — as well as the items needing attention.
Everyone has things they need to work on.
Conversely, everyone has something they do well.
Highlight good points about the employee and
don’t just use the performance appraisal as an
opportunity to focus on items they need to work
on. The performance appraisal is also about letting
employees know you noticed their good qualities.
I like to use a positive comment before and after
addressing points that are issues needing attention.

3.

UNITY – This may seem like an odd tip.
However, the performance appraisal is most
effective if the supervisor and his/her managers
are united in the performance appraisal ratings
and comments. Managers can provide advice or
feedback to the supervisor on what to write in the
appraisal, but really the document should mainly be

the opinion of the immediate supervisor. Nobody
works closer to the employee than the supervisor.
The manager or upper level managers should never
allow personal feelings to get in the way of the
performance appraisal. The last thing anyone wants
is a supervisor delivering a performance appraisal
that he/she does not fully agree with. This can lead
to comments from the supervisor indicating they
don’t fully agree with the performance appraisal.
Instead, it is more powerful when the management
team is united on remarks and/or ratings given in
the appraisal. If the employee gets the impression
the performance appraisal is the opinion of one
manager but not the other, the effectiveness is
lessened.
In today’s labor market, finding quality
employees is a real challenge. Once the employee
is brought on board, the performance appraisal
is a great tool to take them to the next step. If the
appraisal is used poorly, it allows poor performance
to foster and ultimately cost the organization. If the
employee recognizes how they are valued to the
organization, they will respect the performance
appraisal and look for ways to improve on items
mentioned and discussed. This leads to a happier
employee and a happier management team! ■
Image Source: Microsoft 365 Stock Images

PROFESSIONAL SERVICES
Are you having difficulty keeping up with all your assessment
functions? TEAM Consulting, LLC can help. We offer expertise
in valuation services and assessment administration to support
government agencies and local jurisdictions. Our professionals
can assist your office with a wide variety of assessment office
needs:

■ Development of mass appraisal valuation models and analysis
■ Appeals and litigation support
■ Benchmark and Capitalization Rate studies
■ Staff training, office procedures and work flow
Let TEAM Consulting assist you with your assessment duties on your next valuation cycle.
Past TEAM Consulting assignments have included assisting clients with
the following tasks:

■ Valuation analysis of short term rental housing for litigation
■ Review of Commercial Real Estate Division processes and procedures
■ Professional development and appraisal education
■ Business process review for state Tax Administration Division
■ Collection, analysis and model building for income and expense data
■ Commercial properties using desktop appraisal technology
Contact Brad Eldridge, MAI, CAE at eldridge.brad@gmail.com
or 785-550-0945.
TEAM Consulting Newsletter
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WORKSHOP SPOTLIGHT

SQUARE PEG - ROUND HOLE:
VALUING PROPERTIES THAT
DON’T FIT IN THE MODEL
BY BRAD ELDRIDGE, MAI, CAE

W

e can really crank out some values
using mass appraisal when there
is sufficient data available. For an
appraiser, it’s hard to beat that feeling when you
have a data sample that really represents the
spectrum of properties you are appraising. But what
do we do with those unique properties? . . . You
know, that one specialized commercial property with
architectural features that only a mother could love?
TEAM Consulting has put together a new halfday workshop to assist commercial appraisers in
finding solutions to value difficult commercial
properties that may not fit in the traditional
mass appraisal model. It includes suggestions on
resources for obtaining information to support the
analysis and provides a roadmap for establishing a
reliable market value.
OBJECTIVES OF THE WORKSHOP INCLUDE:

■ Identify the Uniform Standards of Professional

Appraisal Practice (USPAP) relevant to appraising
challenging commercial properties.

■ Identify possible solutions to overcome difficultto-appraise commercial properties.

■ Be familiar with research and analysis strategies
available to commercial real estate appraisers.

■ Understand options to the appraiser when all

three approaches to value cannot be developed.

■ Know how to arrive at a reliable value conclusion
for challenging appraisal assignments.

The workshop material contains a discussion
of the various types of unique properties and what
features make them special. The discussion also
addresses what parts of the appraisal process
create challenges for the commercial property
appraiser.
Strategies detailed in the material involve
specifics to the data and sale confirmation process
that led the appraiser to solving the appraisal
problem, as well as examples of supporting size
adjustments for a subject property that’s larger than
the data set’s sizes. ■

■ Know where to find guidance in USPAP regarding
difficult-to-value properties.

■ Recognize typical challenges in appraising unique
commercial properties.

■ Describe features of a non-stabilized property

To schedule this workshop:
Contact Brad Eldridge at
eldridge.brad@gmail.com
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SURVEY RESPONSES ON RECENT
TEAM CONSULTING SERVICES
BY BRAD ELDRIDGE, MAI, CA
TEAM Consulting hit a new record in 2021 by providing
professional development and education services to over 2,000
assessment professionals. Thank you to all our instructors and
education coordinators that helped make that happen.
A wide range of consulting services were also provided to
jurisdictions from coast to coast. Here’s a look at some of the
feedback TEAM Consulting has received on recent services
provided.

We were pleased
with the consultant’s
communication
with us regarding
what information
was needed for his
report, how it was
prepared and the
final results.

I liked the class
participation
and that there
were lots of
examples.

Thoroughly enjoyed
presentation. Found
it very informative

Nice
presentation
that offered
useful solutions,
tips and
tricks.

The report was easy
to read and follow
how the results were
arrived at.

Because of the detail of the
study, we were able to use the
study results as evidence (for our
value appeal hearings).

I like that (the consultant) took the
time to go over the report with us. He
practically insisted on it and it was
good that he did. We learned what his
approach was to working on the task at
hand and also how he structured the
report itself to relay his findings.

Excellent course. The
instructor knew the subject
and kept the course flowing
with communication from the
participants. Excellent!!!

I learned several
new things to help
me be a better
trainer, several of
which I wouldn’t
have thought about
before this workshop.

TEAM Consulting Newsletter

We appreciate all feedback
we receive — whether it’s
good or bad. All comments
received are considered in
future workshop offerings and
services provided to our clients.
We look forward to continuing
what works and incorporating
suggestions for improvement
where needed.
Do you have ideas
for workshop content or
improving the education
experience?
Please let Brad Eldridge
know your thoughts at
eldridge.brad@gmail.com or
give him a call at 785-550-0945.
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BE LIKE GREG
Greg reached out to many people in the
assessment community to help them achieve a
similar path. I remember his first call to me asking to
join an IAAO committee. I loved collaborating with
Greg on different tasks, sharing ideas and solving
problems with him.
I think one of the best ways we can honor
someone and allow their legacy to continue is to
find their positive attributes and project them in
your daily behavior.
The list of Greg’s positive attributes goes on and
on, so I am going to share with you a few ways I
aspire to “Be Like Greg”:

■ Approach difficult situations with
grace and pace. Take time to process
and not react.
■ In adversarial situations, find common
ground and work to understand ways
to work through differences with
diplomacy.
■ Enjoy making memories with your
family.
■ Make time to mentor and help others.
Greg McHenry, AAS, RMA, former County
Appraiser for Riley County, Kansas, and
past IAAO President
BY BRAD ELDRIDGE, MAI, CAE

M

ost of the readers of this newsletter likely
have heard of Greg McHenry, the most
recent past-president of the International
Association of Assessing Officers (IAAO). Greg
recently passed away, and he will be tremendously
missed. There have been several homages printed in
industry communications about Greg, but this one is
going to be a little different.
There’s a lot of ways we can honor someone
when they pass — ceremonies to gather in
remembrance, writings of all their accomplishments,
recalling stories of the departed and reflections
through prayer. One of the things that sticks out
in my mind is an IAAO membership ad titled “Be
Like Greg,” which detailed the timeline of Greg’s
membership in IAAO and how IAAO set him up for
success in his career in assessment.

■ Go outside and enjoy God’s creations.
■ Listen with intent. Show the person
talking that you care about what they
are saying.
■ Smile. (I’ve been accused of having
a frowny face when I’m deep in my
spreadsheet analysis…this one will take
a lot of work!)
■ Share your honest opinion with tact.
As I practice these, Greg’s legacy lives on and his
warm spirit will be present. Maybe you experienced
a Greg trait that you can project in your personal
interactions as well? Here’s to a great man that
helped make this world a better place and dedicated
himself to the assessment industry. ■
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WILL THAT EVER SELL?
BY BRAD ELDRIDGE, MAI, CAE

◀ Fans of Dynasty, Melrose Place and Beverly
Hills 90210: hold on to your coffee. The creator of
such riveting dramas has listed his home. That’s
right — for a modest $165 million, you can enjoy
the former residence of Aaron Spelling. The
56,000 square-foot home contains 123 rooms
and features 14 bedrooms, 27 bathrooms, a
tanning room, a solarium, a games room, grand
foyer, formal dining room, library, movie theater
and bowling alley.
https://bit.ly/3uA6MRt | https://bit.ly/3tHrLCw

▶ Looking through the articles on Mr. Spelling’s listing led

me to another impressive home in the Los Angeles area.
“The One” is dubbed as the “biggest and move expensive
modern home in America” and took over 10 years to
build. The developer planned to list the property at $500
million, but due to skyrocketing costs in 2020-2021, the
property was placed in receivership last year. It was listed
in January 2022 for $295 million to try and cover the $255.7
million in debt on the project. It eventually sold at auction
for $126 million + $12% commission = $141 million total
price. Try not to get lost in the 105,000 square feet.
Watch the video: https://cnb.cx/3wDb79b
Auction details: https://bit.ly/3wHSRLU

◀ In related news, another unique residence location
recently sold on the Upper East Side of Manhattan,
New York. Sir Paul McCartney found a buyer for his
penthouse on Fifth Avenue for $8.5 million, much less
than the $15.5 million he paid in 2015 for the property.
Now before you pull out your calculator and try to
figure out how much the market declined between
the two sales, keep in mind that McCartney had
“gutted” the two-story unit that had not been updated
since the 1960s. As you can imagine, demo work on
a high-rise unit can take time . . . then you have to
get building materials back up there! Sounds like the
renovation was too much of a “Long and Winding
Road” for McCartney to say “I Feel Fine” about.
◀ We’ve highlighted the Basket Building in previous TEAM Consulting
newsletters as a unique building, but the property is an interesting case study
of special use properties. Some claim that you’d have to be a real basket case
to design a building in the shape of a basket, but that didn’t stop Longaberger
from fashioning their corporate headquarters after their “medium market
basket” in Newark, Ohio.
The 180,000 square-foot building features a seven-story atrium, 141-seat
auditorium, multiple conference rooms, 25 underground parking spaces —
and don’t forget about the 75-ton handles on the roof. The structure was
built in 1997 for $32 million and was valued as high as $28 million after it was
completed. For the decade following, the county’s market value fell to $12-$13
million and then to $8 million in 2017. The property was listed for sale at $5
million in 2017 and then sold for $1.2 million to a developer that planned to
convert the property to a boutique hotel. About the time the developer had the plans and tax credits approved to start
the project, the pandemic hit and halted the hotel project. It was back on the market at an asking price of $6.5 million
in 2021, but now the owner does not want to sell! https://bit.ly/36r1LTm | https://bit.ly/37UStiA | https://bit.ly/3LBaUrp ■
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