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[bookmark: _Toc29619735]Executive Summary
This report summarizes the concept of performance management, performance appraisal, change management, the differences between traditional appraisal and modern appraisal and gives recommendations of making some small changes of modern appraisal system. In a whole, the modern appraisal is better than the traditional appraisal system as employees can receive the regular feedback and it can also enhance the employee work morale. Besides, the modern appraisal can also improve the productivity of work. In order to make the appraisal better, the right benefits and a double way communication between managers and employees can be considered. 


[bookmark: _Toc29619736]1.Introduction
[bookmark: _Hlk28451008]This aim of this report is to offer recommendations to the company how to alter from the traditional performance appraisal to modern performance review. In order to achieve this goal, the first objective is to identify the basic concept of change management and employee engagement, the second objective is to compare the traditional performance appraisal and the contemporary performance appraisal. The benefits and drawbacks of both appraisals will be analyzed. Thirdly, the importance of the modern performance appraisal in the business case study should be analyzed. Fourthly, a number of methods of modern performance review should be analyzed and two or three better methods among them will be selected for the business. 

External environment consists of external elements that have an influence on the business. It consists of two types including macro environment and micro environment (Lemeur, 2018). External factors are driving the need for change of human resource management, including technology, demographics, globalization and new behaviors (CIPD, 2013). In the future work, artificial intelligence can help to recruit employees and make the most of every employee’s abilities (CIPD, 2013). For the multigenerational workforce, there exists 4 generations in the labor market including traditionalists, baby boomers, generation X and generation Y (Delcampo, 2011). There is a need to manage performance in some different ways. With the development of the technology, more modern appraisal methods should be needed. The traditional appraisal systems hardly empathize the employees’ strengths whereas the contemporary performance appraisal pays attention to employees’ behaviors such as leadership skills and innovation (EDUCBA, 2013). There are many reasons why the business can gain benefits from the new approaches of appraisal. They can bring benefits to the employee performance, development needs, the improvement of employees’ participation rates and defining goals. 


[bookmark: _Toc29619737]Main Body
[bookmark: _Toc29619738]2.1 Concept of performance management, performance appraisal, change management and employee engagement
Performance management is a continuing procedure of communication between an administrator and a subordinator, in order to achieve the strategic aims of the organization (Puckett, 2019). The procedure of communication consists of identifying expectations, setting objectives, determining goals, offering feedback, and evaluating results (Berkeley, 2017). 

A performance appraisal is a systematic evaluation of an employee's work performance and overall influence to a company. It is also acknowledged as an "annual review," "performance review or appraisal," or "employee review," a performance appraisal evaluates an employee’s capabilities, accomplishments and progress, or the lack skills (Buba, 2016). 

[bookmark: _Hlk28492346]Change management is the procedure, tools and methods to manage the people side of change in order to achieve the expected business goals. It focuses on people and the main purpose is to ensure the change is thorough and smooth. The following graph illustrates that both the project management and the change management support altering from a current working method to an expected future state (Rouse, 2012). 

            


Figure 1 Change management and project management
             
Sources from <https://www.prosci.com/resources/articles/change-management-definition>
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In order to have a higher efficiency, the process of change management should consider the influence of an adjustment and replacement on procedures, systems and employees. The processes of planning, testing, conveying, scheduling, implementing, recording change and evaluating its influence must be required (Rouse, 2012). The documentation is the most important part of change management. The following figure illustrates the process. 

Employee engagement is a method of creating the opportunities of business achievement and promoting the organizational performance management (Rouse, 2012). It is mainly based on loyalty and trust of employees. The purpose of the employee engagement is to figure out the ways of an organization achieving the objectives through transformations (Rouse, 2012). It is in accordance with the values of the business, which is about obeying the promises (Brown, 2008). 
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Figure 2  Change management process   
  
Sources from: <https://www.apm.org.uk/body-of-knowledge/delivery/scope-management/change-management/> 




[bookmark: _Toc29619739]2.2 Comparison between the traditional performance appraisal and the contemporary performance appraisal

[bookmark: _Hlk28456696]“The performance appraisal is an estimation or the evaluation of the employee’s job performance against the pre-established standards such as quality and quantity of items, job knowledge, flexibility, administration, leadership abilities” (Business Jargons, 2014). It can also deal with the performance issues where essential. The performance appraisal includes the traditional and contemporary appraisal methods (Puckett, 2015). The diagram illustrates the different methods between the traditional appraisal review and the modern evaluation review. 
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Figure 3 The comparison between the traditional methods and the modern appraisal methods

Sources from:<http://www.yourarticlelibrary.com/performance-appraisal/performance-appraisal-methods-traditional-and-modern-methods-with-example/35492> 

[bookmark: _Hlk28492011][bookmark: _Hlk28492117][bookmark: _Hlk28491831]There exists a number of problems of the traditional performance appraisal. Above all, the biggest problem is that it happens too irregularly. This means that people usually work 50 hours every week averagely, however, it is impossible for an annual hourly meeting to evaluate the people’s achievement accurately. Therefore, in order to change the appraisal process, providing feedback regularly is one considerable way (Next Level Work, 2013). Secondly, it may cause the problem of stress. It is unavoidable that human bodies cannot react normally when their status is threatened. According to the research, it builds up a chain reaction which tends to narrow people’s fields of view, limit their flow of data, and limit their innovations (Simon, 2017). In addition, the traditional appraisal system has a tendency to focus on the adverse comments and censures of the staff from the person that is one step further up the grading. The personal features are not completely related to the employees’ work, therefore, criticisms may be unfounded. Self-appraisal can help to achieve the goal, however, there may be some challenges for employees to evaluate themselves honestly (Jones, 2017). Besides, it may cause the problem of rater bias and labor consuming. The traditional appraisal system is recognized to be inconsistent. Although the clear appraisal system is set, it’s tough to ensure that a number of managers work in accurately the same method. The main reason is that different managers will evaluate people in different ways, and bias may cause the problem of inconsistency in how an assessor judges each of his assistants (Jones, 2017). When the appraisal systems are paper-based, the labor will be run out, which will bring huge time-pressure on the small companies of HR (Jones, 2017). 

For example, for the traditional method of ratings creep, contributions of staff can be hard to measure on a mathematical scale. Besides, it is always unsuccessful in evaluating performance (Next Level Work, 2013). For the traditional method of ranking, it may bring pressure in the work environment. Besides, instead of evaluating based on employees’ own accomplishments, the employees are rated against one another. In addition, it may cause unhealthy competition between coworkers (Next Level Work, 2013). The traditional appraisal mainly concentrates on form filling. Managers need to take a yearly chance to become familiar with the employees’ performance and achievements as they did not have meetings regularly with their staff once a year. The biggest problem is that it will be hardly helpful when data is seized irregularly. As a result, employees can not feel motivated and it is not beneficial for the employee morale (Next Level Work, 2013).

There exists a number of benefits and importance of contemporary appraisal system. Firstly, it can provide the flexible feedback and learning. Traditional appraisal system cannot provide the nimble feedback because it happens too rarely a year. By contrast, the contemporary appraisal system can provide the frequent feedback, transparency or clear direction every year. The problems can be dealt with more easily as the managers can see the conditions of goals promptly (Puckett, 2015). As a result, it can ensure better data quality and improve the efficiency of the process review. Besides, the employee retention and engagement can be improved. Secondly, it is beneficial for the business goals keep in accordance with the modern world as the business will change swiftly in the future. The correct performance management software can simplify the procedure of goal setting and it can also provide the departments with greater transparency (Puckett, 2015). 

[bookmark: _Toc29619740]2.3 The analysis of methods of modern appraisal system and its impact on employment engagement
The management by objectives is an evaluation approach that managers and staff corporate with each other to identify, schedule, organize and convey goals. After determining the goals, managers and employees will discuss the work development and the viability (Bhasin, 2019). 
There exists a number of advantages of this method. Above all, it can boost the development of the performance. This kind of approach mainly emphases on determining goals and controlling goals. They mainly focus on costs and seize the chances. Changing the schedule can boost the productivity and profits. The second benefit is that it can improve the sense of identification of the individual employee of the organization. The juniors will take pride in participating in the organizational goals, which enhances their confidence and commitment to the organizational objectives (Bhasin, 2019). Thirdly, it can enhance the open communication and better synchronization in the organization. The main reason is that employees can receive regular feedback and there will be an active interaction between people in the organization (Todor, 2011, p83-87). 

However, it may also bring a number of disadvantages. The first limitation is that the employees may be unsatisfied with the MBO system. They may suffer stress to get along with the management while determining the goals. Sometimes the goals may be too impractical and too inflexible (Hunter, 1991, p322-336). The second drawback is that it lacks the support of top management. In MBO, staff have an equal chance of involvement, which is resented by the top management. This system cannot be achieved without the full support of top management (Hunter, 1993, p51-53). Thirdly, the procedure of MBO is too expensive and time consuming. Too many reports and meetings are involved, which will have a huge pressure on the managers. As a result, managers will generally resist this method (Venkatesh, 2019). 

The second method is 360-degree appraisal. It is a whole employee appraisal procedure.
It involves gathering the nameless opinions of colleagues, managers, and direct reports, which is used to give a subordinate well-rounded and helpful feedback (Rolfe, 2013). This method can gain the point of views from a wide range of sources. Therefore, it can know people’s abilities better (Venkatesh, 2019). 

This method brings a considerable number of benefits in an organization. Above all, it is the most flexible method as it can offer feedback from all perspectives from groups to managers to staff. Therefore, it will consist of a wide range of views, which are essential for seeking feedback (Sherman, 2019). Secondly, the employees can do so in a manner that links to the company’s core capabilities. These capabilities reflect the organization’s standard for behaviors and communications (Sherman, 2019). 

On the other hand, it may also bring some disadvantages. Above all, the feedback may be not very precise as there may be a number of approaches which make the feedback become insufficient. In addition, people always misjudge the whole aim of the 360-degree feedback activities. The purpose of feedback is to be constructive rather than personal (Sherman, 2019). Secondly, it is only supportive when it gains acted upon and used. The main reason for the failure of 36-degree appraisal is that feedback is given, but then forgotten by people rapidly (Sherman, 2019).

The third method is the Behaviorally Anchored Rating Scales (BARS). It is a method which can identify the most significant parts of an employee’s performance and how much he needs to improve in order to achieve his goals or objectives (Lloyd, 2014). 

For the advantages of this approach, above all, it is based on the behavior. The BARS system is totally concentrated on employees’ performance. Preferably, it can eliminate all ambiguity of the meaning of each mathematical rating. Secondly, it is easy to use. The clear behavioral pointers can make the procedure easier for the managers to implement and the employees to accept. Thirdly, it is based on actions. After understanding the detailed performance expectations and requirements of excellence, staff can take steps to improve their performance more easily and efficiently (Lloyd, 2014). 

For the drawbacks of this method, firstly, the procedure of making and carrying out BARS is very inefficient, hard, and expensive. Each BARS form should be created for each position in the organization. Besides, the maintenance fee is very high. As the job changes, more monitoring and maintenance should be required by BARS. In addition, the demand is very high for managers. Specific information of the employees’ behavior should be needed by managers in order to conduct BARS appraisals. Gathering data can be very inefficient (Lloyd, 2014).

The modern appraisal method can have a positive impact on the employees’ engagement motivation. Above all, it can provide the feedback for the employees in time, they can see the status of their recent work performance in time. The positive results from the feedback can inspire they to work harder and make a greater progress next time. The weaknesses of their work performance from the feedback can encourage they to find errors in a timely manner and correct their mistakes (Deepa, 2016). Besides, it can also encourage the employees to increase their productivities as the employees can see the goals clearly (Deepa, 2016). 











[bookmark: _Toc29619741]3. Conclusion
This report illustrates the comparison between the traditional performance appraisal system and the modern performance appraisal system and their impacts on the employee engagement motivation. In a whole, the contemporary performance appraisal review is better than the traditional appraisal review. This report draws main conclusions that the modern evaluation review can provide regular feedback for staff whereas the traditional appraisal can only offer feedback for them once a year, as a result, the employees can gain benefits of being more devoted to work and making greater work progress through feedback in contemporary appraisal methods. Therefore, it can improve the employee participation rates and retention. Besides, the contemporary appraisal methods can provide transparent directions of business goals for employees each year, as a result, the productivities of them can be encouraged to improve. In addition, the traditional appraisal systems hardly empathize the staff’s strengths whereas the modern performance appraisal focuses on employees’ conducts such as leadership capabilities and innovation. For the modern method of MBO, it can mainly be beneficial for the communication between employees and better cooperation in the organization due to the interaction between staff. 




[bookmark: _Toc29619742]4 Recommendations of approaching the implementation of the new appraisal system
Change management is the discipline that provide guidance about how people make preparations, equip and support individuals to implement change successfully in order to achieve organizational success and outcomes (Rouse, 2012). There are three levels of change management including individual change management, organizational change management and enterprise change management capability. For the individual change management, the methods people experience transformations and what they need to change successfully should be required to understand. Besides, what will help people make an effective shift should be required to comprehend. For the organizational change management, it involves identifying the groups and people who will need to switch due to the project in the first, and the specific approaches they will need to change. For the enterprise change management, it is an organizational core capability that offers competitive differentiation and the skills to adapt to the altering world effectively (Rouse, 2012). 

In order to make a great progress in a modern appraisal system, there are a number of recommendations for the business. 

In order to ensure that the procedure of feedback work normally, a double way communication between managers and employees should be required. Managers’ tasks should include offering feedback in a beneficial and appropriate manner. Employees’ responsibilities should include seeking feedback to make sure that they figure out how they are conducting and responding appropriate to the feedback they receive (Pulakos, 2018). 

In order to offer feedback more efficiently, firstly, the feedback should be put in a private place immediately and whether the conducts are effective should be precise. Secondly, in order to meet the needs of development, the steps of schedule should be needed (Cederblom, 1982). In order to improve the employee retention and the employee participation rates, investing in employees and providing the right benefits can be also considered. Benefits plays a significant role in making employees content, engaged and healthy (Cederblom, 1982). 
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