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[bookmark: _Toc71705124][bookmark: OLE_LINK3]Abstract 
Performance activities among enterprises have become an important way to improve competitiveness and allocate economic resources in the economy. Being a key development sector in China, the take-out industry has been developing rapidly. Performance evaluation methods of enterprises in the take-out industry are becoming more and more effective. ELE. ME Company is a very successful online food delivery company in China. The selected research object is ELE. ME Company. Based on the performance appraisal adopted by ELE. ME Company for delivery personnel, this paper studies the impact and role of performance appraisal on delivery personnel. It discusses the advantages and problems of the performance appraisal adopted by the company.
The research idea of this paper is mainly to analyze the performance appraisal adopted by ELE. ME Company for distribution personnel, and comprehensively measure the performance through the performance appraisal method adopted. ELE. ME Company has a profound influence on the food delivery industry. The research background of this paper is based on the development status of performance appraisal in China's take-out industry and the performance appraisal of ELE. ME Company as a reference. The focus of this paper is studying the effect of ELE. ME Company on performance appraisal of the distribution personnel. To conduct an in-depth study on the performance appraisal of the distribution personnel by ELE. ME Company, more detailed relevant data will be collected. This paper studies whether this performance appraisal method is effective and provides reference significance by analyzing the data.
Research shows that the performance appraisal method adopted by ELE. ME Company for delivery personnel provides the delivery personnel with work motivation and ensures their work efficiency. However, because the performance appraisal is not fully implemented, the delivery personnel do not have a deep understanding of the performance appraisal, resulting in the majority of the delivery personnel think that the performance appraisal is dispensable. Through the study of the performance appraisal model, it is found that the hard appraisal method adopted by ELE. ME Company can effectively manage a lot of distribution personnel. The rigid assessment method can not make the delivery personnel have a deep understanding of performance assessment, making the delivery personnel have a more efficient work efficiency. In addition, the KPI method is used for assessment, which can reach a consensus between the employees and the Company's purpose. The Company can also get benefits when the employees get benefits, which to a large extent, enables the delivery personnel to obtain a strong sense of belonging.
Questionnaires were used to gather data for the study. The data obtained were analyzed using regression analysis and correlations. According to the report, employee job satisfaction is positively linked to and influenced by fairness in the evaluation system, which links appraisals with advancement, task clarification, and performance feedback. According to the report, employee engagement is also positively linked to and influenced by the linkage of appraisals with pay, the recognition of training needs, the clarification of performance appraisal intent, and employee participation in the development of appraisal tools. The study suggests that ELE. ME Company adhere to performance-based compensation programs, provide training to workers identified as needing it to improve the relevance of performance appraisals and initiate and/or sustain contact between management personnel and their subordinates, particularly regarding their performance.
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[bookmark: _Toc71705125]1.0 INTRODUCTION
Organizations set objectives and expectations for themselves that they strive to achieve. As a result, management divisions of companies are concerned with employing strategies and skills ineffectively, preparing, coordinating, and executing projects, directing, and monitoring processes to meet predetermined goals. Human resource management is dealing with how an organization's staff is managed. Usually, they are in charge of employee recruiting and retention of good workers and employee training and growth to increase their productivity, performance, and satisfaction, thus facilitating the organization's overall success. Organizational targets and priorities act as yardsticks for evaluating performance. HRM practitioners use performance appraisals to assess their workers' performance because their contributions are critical to their success. Positive work attitudes like job satisfaction and dedication, on the other hand, are required for the desired performance of workers that an organization requires. As a result, pessimistic workplace behaviours jeopardize the achievement of organizational objectives.
Performance appraisal, which has been described as an essential feature of a company, continues to pique the interest of researchers with experts alike due to the roles it plays in the company's success. Many companies invest largely in incentives and programs to encourage employee loyalty and promote collaboration, leading to the development and increase in employees' organizational commitment and job satisfaction.
Organizations must use performance appraisals to ensure that their workers are aware of their performance changes and development and their abilities and potentials. The effectiveness of a performance assessment method has a significant influence on other facets of human resources and an organization's overall strategy. The effectiveness of matters on workers, such as recruitment, practice, and motivating employees' strategies, is built on the efficacy of performance appraisals. It allows workers to set their own developmental goals, which ultimately lead to personal development. Thus, there is no question that a well-executed performance assessment is sufficient to reconcile an organization's needs with the needs of its employees. Recent studies show that appraisals have a positive impact on organizations. Still, they also highlight the need for assessment procedures to be easily understood by the workers and communicated functions.
Compared to the benefits mentioned, performance assessment can be regarded as the most difficult aspect of human resource. Many parties involved in appraisal procedures, including the employees, supervisors, and human resource managers, are not happy with their institution's appraisal programs. Appraisal performance has also been identified as being riddled with flaws.

Employee loyalty is correlated with performance assessment, which fosters teamwork, has a beneficial effect on other Human Resource activities, and is also positively involved in motivating employees. Many companies invest in performance appraisals because of the importance of these factors in achieving organizational objectives.
On the other hand, researchers point out flaws in the structure and warn of the risks it presents to management and their superiors. They also say that there is widespread frustration with performance evaluations.
The study aimed to determine the effects of performance appraisal on employee job satisfaction and organizational engagement if done correctly, focusing on the goals and characteristics of the performance appraisal evaluation. It also examines the effects of performance appraisals on employee attitudes toward their employment, hypothesizing that performance levels would improve when performance appraisals are conducted with specific intent, and the performance is linked. Employees' work-related behaviours, job satisfaction, and organizational engagement would be favourably affected by incentives.
This research would make a significant contribution to current expertise in the field with performance appraisals. The research was the first to look at the effects of the performance appraisals on employee attitudes toward their employment, emphasizing ELE. ME Company's distribution staff. The analysis will also be useful in bringing to the fore considerations to consider when designing evaluation systems, and it will serve as a point of reference to other similar research works in future.

[bookmark: _Toc71705126]2.0 Literature review
[bookmark: _Toc71705127]2.1 Aims and objectives
[bookmark: _Toc71705128] 2.1.1 Aims 
This report aims to explore the impact of performance appraisal on the delivery personnel of ELE. ME company.

[bookmark: _Toc71705129]2.1.2 Objectives 
1. To discuss the views of the distribution personnel of ELE. ME on the performance appraisal method
2. To discuss the performance appraisal and its purpose as well as performance appraisal as researched by domestic scholars.

[bookmark: _Toc71705130]2.2 Performance Appraisal and Its Purpose

The purpose of performance appraisal refers to the path and way of the final use of the appraisal results and information of employees in the management practice of the organization. As one of the important components of the performance appraisal system, the purpose of performance appraisal is also one of the most important strategies for the organization to conduct staff management (Cleveland, 1980). Douglas McGregor is the scholar who first put forward the concept of "performance appraisal purpose" and systematically discussed the variable of performance appraisal purpose. Douglas McGregor, 1960 published "the human side of enterprise," the classic books where in the book, Douglas McGregor pointed out that performance appraisal includes management, information, and incentive three purposes. Among them, the purpose of management refers to the organization to employees to evaluate the information for employee job promotions, and adjustment and salary distribution and distribution, and other personnel decisions. Information purposes refer to the organization for employees to evaluate the main way of use to identify the advantages and disadvantages of employees, helping employees understand their advantages and disadvantages to promote employees' self-development and improvement. Incentive purpose is through the process of performance appraisal, and the organization also can inspire employees did not show potential, good initiative and enthusiasm of the staff (McGregor, 2006).

There are mainly two views on the definition of performance. One is to regard performance as a result and express it with output, index, task and target. The other regards performance as the behaviour of individuals and thinks that performance is the behaviour and action of individuals at work, and defines performance as the result of output that is consistent with People's Daily feelings to facilitate people's understanding. At the same time, it has strong operability in performance measurement, which is conducive to clarifying specific indicators, such as the total production volume, the reported sales volume of defective products, etc., and easy to maintain objectivity (Falcone, 2007). However, this does not agree with the performance as output or result of scholars in this definition questioned.
On the one hand, the organization's performance is difficult to place the results to measure standard. Simply, the pursuit of results, on the other hand, some inappropriate behaviour is likely to lead to employees, such as the pursuit of short-term profit behaviour, competing with each other between colleagues, regardless of the interests of the whole organization behaviour, etc. In terms of performance research, Campbell has summarized the meaning of performance from eight aspects. One is the proficiency of specific tasks; The second is the proficiency of the non-specific tasks involved; Third, communication, ability; Fourth, the subjective effort manifested in work; Fifth, the discipline of work; Sixth, the ability to drive others and teams to work; Seventh is the embodiment of supervision and management ability; Eighth is the embodiment of leadership (Compell, 2009). It can be seen that the performance framework of Campbell's induction mainly depends on three aspects of individual factors: the declarative knowledge owned by employees; Procedural knowledge and job skills possessed by the employee; The employee's motivation.

After determining the concept of performance, foreign scholars determined the related concepts of performance appraisal. They believe that performance appraisal is a means and process for enterprises to ensure that the working process and results of employees are highly consistent with the enterprise's strategic goals. In other words, the enterprise combines the performance appraisal of employees with the strategic goal and corporate culture of the company, standardizes the behaviour of employees according to the strategic goal and corporate culture of the company, promotes the continuous improvement of the individual performance of employees, and ultimately improves the overall performance of the enterprise (Wynne, 1997).

Finally, foreign scholars determined the method of performance appraisal. The performance appraisal method refers to the evaluation of the performance, ability, attitude and personal morality of the employees in the work process, and the evaluation results are used to judge whether the ability and quality of the employees match the requirements of the post. There are many methods used in performance appraisal, such as alternate ranking method, ranking identification method, behaviour comparison method, key event method, mandatory distribution method, behaviour anchoring scoring method, etc. However, there are four main methods commonly used:

[bookmark: _Toc71705131]2.2.1 Management by objectives (MBO)

Peter Drucker first put forward the concept of management by objectives in his book Management Practice. He believed that all the tasks and objectives of the enterprise must be eventually transformed into goals. The manager of an enterprise must first determine the enterprise's strategic goals and then decompose them into the goals of the subordinate departments and employees. Subsubordinate departments and employees to complete their own goals, the completion of the enterprise objectives, according to the completion of the goals of each department and employees for the results of the assessment and feedback, necessary rewards and punishment and improve the focus of management by objectives lies in results and guidance (Yildiz, 2016). 
[bookmark: bookmark1]
[bookmark: _Toc71705132]2.2.2 Balanced scorecard (BSC)

Robert Kaplan and &Vid Norton first proposed the Balanced Scorecard method. The characteristic of the balanced scorecard balances the static financial index and the non-financial index at the same time. It avoids the lag and inconsistency of the evaluation caused by the traditional evaluation method, which relies too much on the financial index. Therefore, the balanced scorecard has been applied to a great extent (Kaplan, 1992).

[bookmark: bookmark2][bookmark: _Toc71705133]2.2.3 360-degree performance appraisal method

[bookmark: bookmark3]The 360-degree performance appraisal method refers to that the assessment objects are evaluated from their perspectives by their superiors, colleagues, subordinates, customers and experts. At the same time, the assessment objects also evaluate themselves. Finally, the assessment results are fed back to the assessment objects to help the assessment objects improve their work performance. The characteristic of a 360-degree performance assessment is that the assessment objects themselves also participate in the assessment. At the same time, it avoids the assessment deviation caused by the halo effect in the assessment process (Zondo, 2018).

[bookmark: _Toc71705134]2.2..4 Key Performance Indicator (KPI)

The most popular assessment method in the world is the KPI method. KPI is to find out several representative and key indicators to assess the assessment object. The characteristics of the KPI assessment method are as follows: It can keep the employee assessment synchronized with the company's strategic goal. It has controllability and can keep the direction of the driving force of the work consistent (Parmenter, 2015).

KPI is developed from CSF(Critical Success Factor), an enterprise strategy implementation process decomposition tool designed by McKinsey. Then Jack Rockart refined and refined these concepts in the 1980s, and they were popularized by the general public (Muczyk, 1987). Foreign scholars should follow SMART principles when conducting KPI performance assessment after years of research tasks: S stands for Specie refers to "concrete", that is, the key performance indicators should be set according to the actual enterprise workflow, not general, but details. 'M', on behalf of the Measurable, refers to "Measurable dizzy, performance indicators must be quantifiable or is behaviour, which requires to design the corresponding key performance indicators (KPIs). They should be relevant to the specific process, consider whether the relevant process parameters are easy to collect, the cost of the acquisition is reasonable, if not accords with afore-mentioned conditions, can establish behaviour should be considered an alternative evaluation model. 'A' stands for Attainable, and it refers to "achievable".Set performance standards that can be achieved through employee effort and process improvement. As an important part of the key performance indicator system, it can point out the direction of enterprise performance improvement. Unpractical standard is meaningless. R stands for "Realistic", which involves performance indicators that must come from reality, not fictitious or hypothetical. T stands for time-bound. A predetermined performance standard is completed or reached within a certain Time limit. This principle reflects the efficiency of the implementation of the KPI evaluation system (Doran, 1981).

Overall, foreign scholars study earlier, from the concept of performance to the performance appraisal method and so on, have done a lot of research to provide a good foundation for follow-up studies. However, foreign scholars study did not involve the specific process of KPI evaluation, such as KPI assessment steps, and the domestic scholar's research just makes up for the deficiency of foreign scholars research.


[bookmark: _Toc71705135]2.3 Domestic Literature Review

Based on the existing research results of foreign scholars, domestic scholars have done a lot of related research on performance appraisal and achieved great results.
In our country, the academic circle more consistent view is performance, namely performance and effect. Performance can be expressed at both organizational and individual levels: Organizational performance and individual performance are not isolated from each other but are organically combined through corporate goals and corporate culture. Yu Guilan et al. believed that performance contains three characteristics: multifactor, multidimensional and dynamic. Multifactorial: employee performance is affected by subjective and objective factors rather than a single factor. Different influencing factors have different influences on employee performance, so we should seize the main influencing factors (skills, environment, opportunity, motivation) to promote employee performance. Multidimensional: the assessment of employee performance should be carried out comprehensively from multiple aspects, such as corporate culture, corporate strategic objectives, organizational characteristics, and employees' working attitude and ability, and different aspects have different weights. Dynamic: employee performance is constantly changing over time. Enterprises should understand the dynamic nature of performance and better determine the assessment cycle (Guilan,2004).

Zhu Fei believes that a complete performance appraisal consists of five steps. The first step is to obtain the company's support for performance appraisal; the second step is to select the appropriate appraisal tool; the third step is to select the evaluator; the fourth step is to determine the appropriate appraisal time; the fifth step is to finish the appraisal; or the fourth step is to repeat the above four steps when problems are found (Zhu, 2007).

Zhang Guangjin and Liao Jianqiao believe that key performance indicators are quantifiable or feasible standard systems used to assess or manage the performance of the examined and are indicators that contribute value to the enterprise's strategic goals. The agreement reached between employees and managers on selecting key performance indicators can, to a certain extent, achieve good communication on their job objectives, job performance, and even future career development. As for the specific operational process of KPI, they believe that the first step is to clarify the strategic objectives of the enterprise; the second step is to refine the factors of success of the enterprise according to the strategy; the third step is to form key performance indicators; the fourth step is to verify the KPI index database through communication and assessment; the fifth step is to maintain the applicability of KPI (Zhang, 2013). Jiang Yingming and Xing Huandong used KPI tools to set up many KPL departments for enterprise departments to work around KPI indicators to determine the role of KPI tools in the performance appraisal system and job requirements (Jiang, 2014). Considering the different stages and levels of enterprise performance appraisal, Jiang Zhigang proposed the research idea of applying a variety of performance appraisal tools into a performance appraisal system. The use of the KPI tool is mainly to decompose the process of enterprise strategic objectives from the company, department and post layer by layer. It is necessary to decompose the performance indicators horizontally through the objective management method and elaborate the construction of enterprise performance management-oriented by strategy (Jiang, 2008). Zhang Xiaoyan stated the research and theory of KPI in the road and bridge construction industry, designed the KPI system on this basis and concluded that basic conditions were required to implement KPI in enterprises. For example, the strategic objectives are clear, the enterprise culture pays attention to innovation, pays attention to work performance, and the relationship between employees and the enterprise is good. As for the research on key performance indicators, many domestic scholars only give a brief introduction to key performance indicators and apply them in the construction of the performance appraisal system of enterprises. There are few studies on systematic design and case analysis (Zhang, 2010).

In general, domestic scholars have done more in-depth and specific research-based on drawing lessons from foreign scholars. In the research process, they have focused more specifically on implementing the KPI performance appraisal system, such as the implementation process and implementation steps. However, domestic scholars' research on KPI performance appraisal mainly focuses on the performance appraisal of large enterprises. At the same time, there are little researches on the KPI appraisal of small and medium-sized enterprises, and the development of small and medium-sized enterprises is not standardized. Compared with large enterprises, it is more difficult to build a specific KPI assessment system. Therefore, it is necessary to expand the research on the KPI assessment of small and medium-sized enterprises. This paper formally conducts research based on this.

[bookmark: _Toc71705136]2.4 Criticisms and Challenges of Performance Appraisal
Performance assessment is fraught with difficulties, and researchers have largely criticized it. Evaluation requirements, evaluation mistakes, and other issues that obstruct successful performance assessment are among the criticisms claim that there is a disconnect between theory and practice (Maroney and Buckley, 1999). They go on to condemn HR professionals for failing to use psychometric methods in performance evaluations. Similarly, Walters (2005) cites assessment criteria as a performance appraisal challenge. He argues that the requirements may be too broad and recommends that performance assessment criteria be written in quantifiable and observable terms.
Management's use of assessment as the primary tool for improving employee efficiency has also been criticized (Bach, 2005). According to Bach, this method discourages workers from evaluating their past performance and rewarding them based on their past performance. This critique can be summarized as having an ingrained emphasis on potential success and low regard for past performance, thereby supporting Strebler (2001)'s query a why performance assessment focus on empowering workers through ensuring performance targets and their objectives are met via sufficient provision of preparation requirements, as well as a clear overview of goals and the setting of clear potential goals.
Walters, (2005), also mentions evaluators' lack of integrity, which leads to ranking and assessment failures based on personal prejudices such as stereotyping. Maroney and Buckley, (1999), suggests that managers who conduct performance appraisals often untrained in regard to the job. As a result, they obstruct sincere input by introducing subjectivity and prejudices into the data collected on organizational effectiveness. Appraisers should be prepared to carry out performance assessment, according to (Walters 2005). This would ensure accurate results and an impartial appraisal method.
Performance assessment is also challenged by resistance, according to (Walters 2005). Employees can resist the assessment process if they receive unfavourable ratings, he says. As a result, workers should receive a clear clarification and be well-informed about the intent and method of the assessment. The expectations should be communicated to all employees, and they should know exactly what is expected of them. Given this difficulty, (Maroney and Buckley, 1999) argue that performance assessment can increase employees' reliance on their bosses.

[bookmark: _Toc71705137]2.5 Approaches to Performance Appraisal
Companies can take various approaches that can be traced back to classification, which includes behaviour patterns and result in focused strategies (Creamer & Janosik, 1999).
Behaviour-based methods, according to Creamer and Janosik (1999), are a type of performance assessment that uses particular performance variables to evaluate employees. Rating scales and the forced-choice approach are two examples. The behavioural checklist is another form of behaviour-based strategy that specifies particular expectations or goals that an employee must follow. The behaviours can differ depending on the type of job being evaluated. This approach is regarded as advantageous because it avoids contrasting one employee's performance to that of another employee, instead of focusing on individual performance yardsticks (Diya Jose, 2013).
Second, results-oriented approaches rely on the outcomes of appraisals (Creamer and Janosik, 1999). Management by Objectives is an illustration of a commonly used result-based strategy (MBO). MBO is a modern method of performance assessment that measures performance objectively. Managers and workers discuss MBO, and both sides consent on the goals to accomplish and when they should be accomplished (Diya Jose, 2013).
Diya Jose (2013) also addresses cognitive appraisals and 360-degree appraisals. She defines a 360-degree appraisal as a method that considers all aspects of a person's life. It ensures that all parties involved in the employee's success, such as the boss, supervisor, and team members, have input. Employee profiles and reports are also included. Aside from all of this, the employee's detailed input is often used. Performance appraisals are extremely helpful when forming teams since they employ a psychological approach to analyzing psychological characteristics, such as how an employee analyzes problems, cognitive abilities, and emotional health.
[bookmark: _Toc71705138]2.6 Job Satisfaction
Job satisfaction is a measure of how happy an employee is with his or her job. It involves an employee's feelings about the circumstances under which he works, which affects his work attitudes. It is also concerned with incentives, as incentives can affect employees' attitudes toward their employer (Kim, 2005). Job satisfaction is described by Schwepker (2001) as a satisfying emotional state arising from an assessment of one's job as achieving or facilitating one's job values. On the other hand, work stress is an unpleasant emotional state that an employee experiences when he learns that his job prohibits him from achieving his goals.
Intrinsic, extrinsic, and absolute satisfaction are the three types of satisfaction. According to (Wegge et al. 2007), it aids organizations in detecting work habits such as corporate citizenship and absenteeism. Similarly, (Saari 2004) claims that employers can classify or monitor employee turnover based on work satisfaction. It's also a good indicator of how well you're doing at work (Chen, 2006). As a result, an organization's attempts to improve employee job satisfaction will help to reduce negative work behaviours such as absenteeism (Cohen et al., 2007).
Organizations should be aware, however, that job security can have a negative association with job productivity, according to (Judge et al. 2001), who found a close linkage between job satisfaction and success in a meta-analysis. The complexity of an employee's work is one aspect that influences job satisfaction. Employees with high-complexity tasks are more likely to be satisfied with their jobs than those with low to moderate difficulty tasks (Cohen et al., 2007).
In conclusion, because an individual's performance can be affected by his attitude (Bowling, 2007), companies cannot easily determine whether job satisfaction can improve productivity. This should be taken into account by organizations when determining whether or not to improve employee job satisfaction.
[bookmark: _Toc71705139]2.7 Employee Attitudes and the Effects of Performance Appraisal
The need for reviews (Shrivastav & Sapra, 2012) and compensation is emphasized in studies on the effects of performance assessment on employee attitudes (Gichuhi, Abaja, & Ochieng, 2012). A study to examine the effects of performance appraisal on employee attitudes (Shrivastav and Sapra, 2012) found that while performance appraisal is important to organizations, it is also important to provide information to staff because it has a positive impact on productivity. They claim that providing input during an assessment improves cooperation between supervisors and employees while also motivating employees. The study also emphasizes the importance of performance appraisal in motivating workers to work for organizational and personal objectives. They caution that poorly conducted performance appraisals may harm the company by leading workers to work poorly.
Employees get no benefit after a performance assessment, according to a report by (Gichuhi et al., 2012). It said that in terms of performance evaluation, there was little benefit. According to the report, there is no substantial difference in employee compensation based on their results. The study inquired as to why appraisals provided no direct benefits to workers and suggested that the intent of appraisals be reconsidered. Since incentives are one of the variables that affect employees' work-related attitudes (Moorhead & Griffin, 1992), this activity can reduce employee job performance and engagement.
Another research (Omboi et al., 2011), which looked at the efficacy of performance appraisal systems on workers, found that performance appraisal systems positively influenced employee performance. Employee preparation, management by priorities, and performance-based compensation were listed as the key factors that affect employee performance, as they received high ratings from respondents. According to the report, employee performance is also influenced by competence, evaluation, and progress, but only to a limited extent to a reasonably moderate degree.
According to a recent study (Daoanis, 2012), the performance assessment method has a significant positive and negative impact on employee engagement. She discovered that employee loyalty is heavily influenced, as is their willingness to take the initiative in their jobs. As a result, employee morale and effectiveness are severely harmed, as they say, that their desire to do their jobs is harmed. Employee responses showed that they would not mind working additional hours on the bright side. Still, on the downside, workers would be unable to work for additional hours, or outside the hours they are paid because they believe they are not adequately compensated. The findings of this study support Lee and Bruvold's (2003) statement that
Employees are eager and feel obligated to repay the company by delivering high standards of success if the organization demonstrates a dedication to incentives and employee growth. Employees will be more driven to work for organizational objectives, even though they are subordinate, as a result of this, and their attitudinal loyalty will increase (Latham, 2003).
[bookmark: _Toc71705140]3.0 Research Method
Research methods refer to any practice used to determine research. To be more precise, this is how researchers design research systematically to ensure that adequate and reliable results are obtained to meet all research objectives (Jansen, 2020). In this study, this was achieved by analyzing the views and influences of the delivery personnel of Ele.me Company on the usual performance appraisal method and system. 
[bookmark: OLE_LINK1]The primary purpose of this section was to: "Select an appropriate research method to discuss the views of the distribution personnel of ELE. ME on the performance appraisal method and the influence of this appraisal method on their work."
To achieve this goal, this study analyses information mainly using the Onion study introduced by Saunders et al. (2016), which considers authority, authenticity, and validity. Quantitative and qualitative approaches were used in the thesis. Quantitative methods are more objective. It is used in the evaluation of proof as well as the clarification of theories and hypotheses. It is much more centred towards statistics gathering and interpreting. It is the process of recording and measuring variables.
On the other hand, qualitative research focuses primarily on analyzing non-numerical data. This form is far more reliant on interviews than on statistics. It refers to variable definitions, concepts, attributes, and descriptions.
[bookmark: _Toc71705141]3.1 Research design

The qualitative research design was used in this report. In situations where the analyzers believe they have a particular group of people who can identify the critical issues regarding the study's primary factors, the qualitative approach is used. The population of our sample is the employees of ELE. ME and I use a descriptive research design. Since the aim of the analysis was to find the relationship and determine how the determinants assist each other, and the appropriate method was appropriate for the study.
[bookmark: _Toc71705142]3.2 Target population

The employees who work at ELE. ME were the study's target population.
[bookmark: _Toc71705143]3.3 Sampling design

We used a simple random sampling method to select the mentioned population, ensuring that each member within the population has equal and known chances of being selected. For data collection, 150 people were chosen to represent the population. A simple random sampling technique is generally a low-cost method of analyzing data within a short time. Furthermore, the workers were knowledgeable and conscious of the study's factors.

[bookmark: _Toc71705144]3.4 Data Collection

This usually refers to collecting and analyzing accurate insights for research by utilizing standard techniques. Researchers can make assumptions about the data they collect. In the research process, data collection is the most critical step, and the methods of data collection also vary according to the purpose of the research (Sapsford, 2006).

[bookmark: _Toc71705145]3.5 Analysis and Data collection

This is within the last layer in the onion study. The activity at this point of the study contributes significantly to the validity and authenticity of the study as a whole. Data analysis and collection depending on the research methods used. This layer explains how to collect and carefully analyze the data involved in the study and the data sources, calculations, samples, etc. The data collected includes both the primary and the secondary data, as discussed below. 
[bookmark: _Toc71705146]3.5.1 Primary data:

It is the data collected by researchers through interviews, surveys, and questionnaires. Primary data is usually chosen for research and considered the most valuable data in the study. Primary data are typically selected and adjusted for specific research requirements. In addition, research objectives and target populations need to be determined before primary data are collected (Newman, 1998).

[bookmark: _Toc71705147]3.5.2 Secondary data

Secondary data is data that can be sought at any time according to the needs of the researcher. Secondary data may be used for general purposes and not for specific studies. When other researchers use primary data, it becomes secondary.
Secondary sources of data include books, periodicals, newspapers, and websites. Secondary data is more accessible to obtain than primary data, especially with the development of The Times. Today's society has entered the era of electronic media, and secondary data sources have become even more extensive (Stieglitz, 2018).
[bookmark: _Toc71705148]3.6 Research Methodology

[bookmark: _Toc71705149]3.61 Questionnaires 

It is a research tool composed of multiple questions. Their purpose is to collect data and information needed for research from interviewees, which can be carried out by computer or by mail. Questionnaire surveys are a relatively cheap, fast, and effective way to get information from many people. In addition, there is no need for researchers to carry out the survey personally. Instead, the survey can be carried out online (Oppenheim, 2008).
In this article, 13 questions were designed for the delivery personnel of ELE. ME Company. The target number of completed questions was 30, and the survey was carried out online. Considering the work of the distribution personnel and the study's timeframe, the questionnaire was sent to approximately 40 people.
[bookmark: _Toc71705150]3.6.2 Comprehensive Literature Research Method

Through collecting and sorting out information related to performance appraisal of target enterprises and obtaining new theoretical information through various channels, practical, theoretical analysis is provided for this paper.
[bookmark: _Toc71705151]3.6.3 Case study method 

Taking Ele. As an example, Me Company summarizes the existing problems through the analysis of corporate performance appraisal and puts forward relative improvement methods. Effective theoretical research and theoretical support are given to the text.
[bookmark: _Toc71705152]3.7 Limitations

Performance appraisal involves the core management technology of an enterprise, so it is necessary to keep the core data confidential during the research, which will bring a lot of restrictions to the study. In addition, due to identity reasons, a company will not provide the core information, which will restrict the research results and make it impossible to analyze more effectively.
[bookmark: _Toc71705153]3.8 Ethical Considerations

This paper was conducted according to the ethical standards of UWTSD and was approved by the research director and coordinator through a moral approval form. The researchers ensured that the respondents' information was confidential and informed of the purpose of the study. They also confirmed that the research was not a sensitive subject for the interviewee before conducting an interview.
Sincerely informing the interviewees about relevant information can enable them to express their ideas better. The researchers also promised to keep the questionnaires confidential and destroy the collected data after the study was completed. Any participant had the right to know the content and purpose of the research before participating and could withdraw at any time.
[bookmark: _Toc71705154]3.9 Conclusion

This section successfully fulfilled its primary purpose: "Select an appropriate research method to discuss the views of the distribution personnel of ELE. ME Company on the performance appraisal method and the influence of this appraisal method on their work." This paper determines the appropriate research methods for this study and proves that the combination of qualitative and quantitative methods is reasonable.
[bookmark: _Toc71705155]4.0 Data analysis 
[bookmark: _Toc71705156]4.1 The results of the primary data

The questionnaire results revealed a lot of problems, and the questionnaire did not set many questions because of the busy workload of the distribution staff. However, it was possible to obtain the vital information needed and to analyze it. The questionnaire was distributed 40 times, and 36 people were very willing to cooperate with the survey, but unfortunately, 4 people refused to fill in the questionnaire.

[image: chart]Figure 1 Educational background


The graph shows that of the 36 people who took part in the survey, 52.78% had a high school education, with 25% having a primary school education and barely more than 20% having a university education and above combined. This shows that the general level of education of ELE. ME Delivery staff is not high. In China, delivery workers have a tough job. Most university students do not choose to work in this industry after graduation, which is directly related to general perceptions and parental attitudes. They would consider delivery workers a terrible job and only chosen by people who cannot find a job. So this has led to a genera lly low level of literacy among delivery workers. However, there are also cases where university students are employed, and some choose to work part-time as delivery workers in their free time. In the short term, the wages for delivery workers are not low enough to satisfy the needs of university students.
[image: chart(1)]Figure 2 understanding of the performance appraisal program

From the analysis of the survey results, it is clear that 47.22% of the delivery staff are very aware of the performance appraisal. Only about 30.56% of those who understand it, only a small proportion of people do not understand the performance appraisal taken by the ELE. ME company for delivery staff. This also shows that the performance appraisal is not fully implemented, leading to the existence of performance appraisal that is easy to ignore.

[image: chart(2)]Figure 3 Do you think the performance indicators are scientific and reasonable?


The graph shows that 36.11% of employees consider performance appraisals reasonable, and 33.33% consider them reasonable, but 30.56% consider them unreasonable. This shows that there is a problem with performance appraisal, which leads to employees not understanding or even not paying attention to performance appraisal.
[image: chart(3)]Figure 4 How much incentive does the current assessment method have for you to exert your work enthusiasm.


The graph shows that 52.78% of people think that performance appraisals have no impact at all, and 30.56% of people think that performance appraisals have an average impact. Only 16.67% of people think that performance appraisals have a great impact. This indicates that the performance appraisals developed by ELE. ME for its delivery staff are largely not in place.

The above is the data collected through the questionnaire, and the important information has been selected for analysis. The following is the information obtained through communication with the regional managers of the distribution staff.
All the primary data were collected by contacting and consulting ELE. ME distribution personnel, regional managers, and other working staff, and the collected data were also sorted out. For large takeout companies, there is a clear hierarchy of staff (takeout captain, takeout trainer, takeout knight, and takeout rider). Among them, the cardinal number is the biggest; the change is most belonging to the delivery rider. Delivery deliverers are divided into full-time deliverers and part-time deliverers. The difference between them is very simple. Full-time deliverers are mainly in the delivery industry and only responsible for delivery activities. Part-time deliverymen have other jobs and take time off work or at night to deliver food. At present, under the market salary management mode, the measurement standard of the part-time rider is single, "delivery quantity * unit price"; The salary model of full-time riders is calculated according to 'basic salary + subsidy + performance + commission + bonus+ promotion reward + seasonal subsidy'. The basic salary varies from region to region (100-300 yuan). Basic salary + benefits: 2,500-2,800 yuan (with regional differences). Commission: the part less than or equal to 200 orders shall be calculated at 2 yuan per order, while the part greater than or equal to 200 orders shall be calculated at 4 yuan per order. Commission: the part greater than or equal to 400 orders shall be calculated at 6 yuan per order. The commission should not exceed 10 yuan per order (greater than or equal to 5 kilometres). Deduction fee: 50 yuan each (bad rating); 200-300 yuan each (complaints). Based on salary, performance appraisal is carried out from three aspects. The first aspect is the performance appraisal index, which evaluates the delivery singular number delivered by the delivery personnel through their efforts. The second aspect is the ability to assess indicators, which refers to the distribution personnel to complete their work should have the ability. The third aspect is the attitude assessment index, which refers to whether the delivery personnel receives bad comments after the completion of the order. ELE. ME's performance in terms of distribution personnel generally extends from these three aspects. At the same time, for the performance appraisal of the delivery personnel, ELE. ME adopts the point deduction system, the full mark is 100 points, and if the work is not carried out in accordance with the rules and regulations, points will be deducted, and fines will be imposed. The selection is conducted once every two months, and the delivery personnel without points deduction for two months can be judged on the gold medal rider; the bonus is 200 yuan. Points will be deducted, but the highest will be awarded a silver medal rider; the prize is 100 yuan. The rider with the points deducted and the second place is awarded the bronze medal, and the prize is 50 yuan. At the same time, riders of different levels of gold and silver have a commission of 1-3 yuan (according to the level of riders) in each order. If the score is lower than 60 points in two months, clearance treatment will be conducted.
[bookmark: _Toc71705157]4.2 Part of ELE. ME performance appraisal regulations

ELE. ME adopts KPI Key Performance indicators for riders, which simplifies the tedious evaluation criteria into several Key indicators. To some extent, the evaluation method to compare the performance of riders with key indicators is an effective combination of object management and Pareto. The main assessment criteria are as follows:
1. The company allows employees to apply for sick leave, personal leave, marriage leave and funeral leave according to actual needs. The basic salary within two days of each leave shall be paid for the whole month.
2. The horseman will be rewarded with a bonus of 50 yuan for not being late for work and not leaving early every month. Those who do not ask for leave or leave without reasons will be treated as absenteeism, 50 yuan for one day.
3. It is strictly prohibited for the rider to ask for tips from customers during his/her work. Once found, the rider will be fined 50 yuan, and his/her performance points will be deducted.
4. No one is allowed to quarrel with customers for any reason, and comments and insults are strictly prohibited. Once found, the first fine of 200 yuan, warning, deduction of 50 performance points, the second monthly salary of zero, and dismissal.
5. The company sets up a reward system and sets up 3 awards, such as 200 yuan for the first prize for the gold medal rider, 100 yuan for the second prize for the silver medal, 50 yuan for the third prize for the bronze medal rider, and the first prize for the one with the highest score in the comprehensive evaluation, and so on.
6. During the working period, the mobile phone must be guaranteed to have electricity frequently and must be equipped with charging treasure. During the peak period, the mobile phone cannot be shut down.
7. Each person's performance is divided into 100 points, and the two months 'performance is less than 60 points, and the company will be cleared.
In addition to complying with ELE. ME's customized regulations and performance review requirements; riders are also required to collect a self-evaluation summary form at a designated place at the end of each day. Evaluate their daily work status during breaks. In addition, the station master will rate the daily work of the riders. It can be seen that ELE. ME has rigorous requirements on riders and has formulated very detailed assessment contents. Meanwhile, it adopts mandatory assessment methods to let riders work in strict accordance with the requirements so as to ensure that the performance assessment is carried out for every rider.
[bookmark: _Toc71705158]4.3 Problems with ELE. ME's the performance appraisal review

In human resource management, performance appraisal is an essential part, which directly reflects the performance of employees, and the appraisal results are closely related to a variety of factors. It can not only reflect the performance of employees and indirectly reflect the performance of the enterprise but also be linked to performance and reflect the income of employees. A scientific performance appraisal system can fundamentally reflect the current state of the company, and the improvement of the appraisal system is directly related to the success or failure of the core work.
In the modern competitive society, the problems of low internal efficiency and unclear division of labour in ELE. ME are more prominent. Compared with other enterprises in the sales industry at home and abroad, ELE. ME mainly has the following three problems in the performance appraisal of riders:
First lies in the assessment index aspect, the performance appraisal index is will the moral character, the work performance, the ability, and the attitude use the scientific way union organization characteristic of dividing the item and the standard. ELE. ME has a clear bias in this regard. The setting is not scientific, a lack of logic between each other, indicators at all levels and the final indicators are not consistent. This leads to quantification difficulties in the actual work of the rider and the inability to evaluate. In the process of assessment, more emphasis is placed on the results, and no attention is paid to the intermediate process, which cannot be further deepened, and the most effective results cannot be obtained.
The second is to take a hard assessment, leading to misunderstanding of performance assessment. According to the 2018 takeout group insight report, 52 per cent of riders have a high school or vocational college degree, while 28 per cent have a junior high school degree or less. According to this report, it can be learned that the general educational level of ELE. ME riders are not very high, so the issues they consider are contrary to the content of the company's performance appraisal. From the rider's point of view, performance appraisal is a way for them to get the bonus, and their first thought is how to make their delivery time shorter, more efficient and complete more orders. They will see the performance criteria as a roadblock on their way to getting a bonus, not so much because of the work they are doing.
Finally, performance appraisal methods cannot be implemented. Although ELE. ME conducts appraisals; they tend to be superficial, which makes it impossible to evaluate performance truly. It is more related to the income, which is difficult to be implemented in the actual work of the riders. In case of problems, the points deduction system is adopted, which leads to a great discount in its function. What's more, the assessment method adopted by ELE. ME for the riders is to deduct points from the usual work of the station master and to score by the distribution staff themselves after the completion of the work. This will create a loophole so that no one knows what happened during the process of delivering the food to the rider and whether the rider violated the assessment rules in the blind area of supervision, such as whether the rider violated traffic rules, opened the food without permission and stole food. This makes it difficult for ELE. ME's performance appraisal to be implemented in the rider's work.
[bookmark: _Toc71705159]5.0 Conclusions and recommendations 
[bookmark: _Toc71705160]5.1 Conclusions 

Through the research on the performance appraisal of ELE. ME, it can be found that ELE. ME shares common problems with other enterprises in the Chinese food delivery industry in the aspect of performance appraisal. The idea of performance appraisal is not deep among the riders. Most of the riders think that performance appraisal is optional, and the idea of existing appraisal is to finish the number of orders every month. On the one hand, the reason is that the rider himself does not pay attention to the assessment. On the other hand, the reason is that the webmaster responsible for the daily assessment of the rider did not put the assessment in place. This has led to performance appraisals not being taken seriously enough by distribution staff, so much so that most find them a nuisance that not only constrains their actions, but also limits their freedom and, most importantly, becomes a drag on their ability to make money. And, in order to be given enough freedom, station managers responsible for the daily evaluation of distribution staff often ignore the existence of performance appraisals. But when managers start to ignore the existence of performance appraisals, then the performance appraisal form becomes less important. 

However, compared with other take-out enterprises, ELE. ME has an advantage in a performance appraisal that other enterprises do not have, that is, the performance appraisal method adopted by them. KPI's are important in 4 ways: 1. KPI increase employee motivation, the culture of the company is important for performance reviews, and they in a sense recognise the efforts of employees and acknowledge their achievements and responsibilities. 2. KPI's are important for the value of the objectives of the business. KPI's are important for the value of the objectives to ensure that performance is not blindly pursued and that the employee's pursuits are aligned with the goals of the business. This ensures that every part of the work is carried out with purpose and accuracy.3. KPI's promote growth, teams can use KPI's to see exactly how they are performing at any given time without having to wait for quarterly appraisal results, KPI's allow employees to monitor performance and respond immediately, employees are better able to achieve goals and understand how to achieve them. 4. KPI's are important for performance management. There is no denying the importance of KPI's. KPI's simplify the complexities of kisio appraisals by allowing employees to see not only what they are doing and how they are performing, but also how others are performing and how they are doing. This is vital for management to ensure that everyone is working in the right direction. 

ELE. ME company adopts different performance appraisal methods for in-service clerks and front-line riders, but they can enable the two kinds of performance appraisal to achieve the company's goals. Therefore, the advantages of KPI are reflected. Different assessment methods are implemented for employees of different levels and types of work. This assessment method is not only convenient for the management to manage the front-line riders, but also able to clearly grasp the performance of the company's clerks.

[bookmark: _Toc71705161]5.2 Recommendations on issues arising

1. Strengthen performance training, so that the staff in-depth understanding of performance appraisal. In order to make employees understand the performance appraisal of Ele . me, it is necessary to publicize the core ideas and understand the relevant systems of the company through training. At the same time, it is necessary to emphasize matters needing attention, so that employees have a more comprehensive understanding, so as to help further work. Second, make clear the role positioning, let the management work be implemented in every link; for all employees can do the right and responsibility clear, each assume their responsibilities. The general manager of the department is in charge of the overall situation, while other employees perform their respective duties, and the performance appraisal is truly implemented in place. Everyone completes the work to the end, and keeps communicating with each other in various ways to improve their own quality, so as to improve the performance training. Regular assessment sharing sessions will be held, in which relevant departments share their experience and exchange management methods. We will sit together to find more effective ways to promote the effective completion of the training. This way can not only play an incentive role, but also promote common improvement. It can also make "ELE. ME" employees better understand the significance and use of performance appraisal, which can often achieve very good results.

2. Clarify and standardize performance appraisal standards and rewards and punishments to make employees pay attention to performance appraisal. To solve the problem that ELE. ME employees don't pay attention to performance appraisal, it is more important to conduct effective performance appraisal. Performance appraisal is the appraisal of work performance, which should be objective, not strong personal feelings; only the examiners are fair and impartial, can make employees think such appraisal is effective. But it is not enough to specify the performance appraisal criteria. The company should increase rewards and punishments after the appraisal. The rewards can be bonus benefits and promotion, while the punishment is salaried deduction, bonus benefits, and even dismissal. At the same time, I urge the regional leaders to carry out the daily assessment of the riders in strict accordance with the assessment standards, and carefully record the daily work status of the riders, so as to fundamentally solve the problem of "ELE. ME" employees are not paying attention to the performance assessment.
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1.Your educational background[single]
	Options
	Subtotal
	Proportion

	Junior high school and below
	9
	[image: IMG_256]
25%

	High school or technical secondary school
	19
	[image: IMG_257]
52.78%

	College
	7
	[image: IMG_258]
19.44%

	Undergraduate course
	1
	[image: IMG_259]
2.78%

	This question is valid for the number of people who have completed it
	36
	




2.Your educational background[single]
	Options 
	Subtotal
	Proportion

	Junior high school and below
	9
	[image: IMG_256]
25%

	High school or technical secondary school
	19
	[image: IMG_257]
52.78%

	College
	7
	[image: IMG_258]
19.44%

	Undergraduate course
	1
	[image: IMG_259]
2.78%

	This question is valid for the number of people who have completed it
	36

	







3.Your working years[single]
	Options 
	Subtotal
	Proportion

	1 year and below
	8
	[image: IMG_256]
22.22%

	1-3 years
	13
	[image: IMG_257]
36.11%

	3-5years
	13
	[image: IMG_258]
36.11%

	5-10years
	2
	[image: IMG_259]
5.56%

	This question is valid for the number of people who have completed it
	36

	







4.Your understanding of the performance appraisal program (including indicators, processes, methods)[single]
	Options
	Subtotal
	Proportion

	Know very well
	17
	[image: IMG_256]
47.22%

	Know roughly
	11
	[image: IMG_257]
30.56%

	Do not know much about
	8
	[image: IMG_258]
22.22%

	This question is valid for the number of people who have completed it
	36

	








5.Do you think the performance indicators (such as order number, attendance, order satisfaction) are scientific and reasonable?[single]
	Options
	Subtotal
	Proportion

	very reasonable
	13
	[image: IMG_256]
36.11%

	General
	12
	[image: IMG_257]
33.33%

	Very unreasonable
	11
	[image: IMG_258]
30.56%

	This question is valid for the number of people who have completed it
	36

	








6.Do you work according to the targets you set?[single]
	Options
	Subtotal
	Proportion

	Strictly carry out
	6
	[image: IMG_256]
16.67%

	Generally perform
	21
	[image: IMG_257]
58.33%

	Don't perform
	7
	[image: IMG_258]
19.44%

	Completely ignored
	2
	[image: IMG_259]
5.56%

	This question is valid for the number of people who have completed it
	36

	







7.How often are examinations conducted?[single]
	Options
	Subtotal
	Proportion

	A month
	36
	[image: IMG_256]
100%

	A quarter of
	0
	[image: IMG_257]
0%

	Half a year
	0
	[image: IMG_258]
0%

	A year
	0
	[image: IMG_259]
0%

	This question is valid for the number of people who have completed it
	36

	







8.How did you get to know the results of the assessment?[multiple]
	Options 
	Subtotal
	Proportion

	Direct system feedback
	4
	[image: IMG_256]
11.11%

	Superior manager or stationmaster notice
	34
	[image: IMG_257]
94.44%

	Notice of written documents
	2
	[image: IMG_258]
5.56%

	This question is valid for the number of people who have completed it
	36

	









9.Do you think the results are fair and objective?[single]
	Options 
	Subtotal
	Proportion

	Very fair
	22
	[image: IMG_256]
61.11%

	Basic fairness
	11
	[image: IMG_257]
30.56%

	Very unfair
	3
	[image: IMG_258]
8.33%

	This question is valid for the number of people who have completed it
	36

	









10.If you have any objection to the assessment result, can you appeal?[single]
	Options 
	Subtotal
	Proportion

	Yes
	36
	[image: IMG_256]
100%

	No
	0
	[image: IMG_257]
0%

	This question is valid for the number of people who have completed it
	36

	











11.After the appeal is lodged, who will handle the feedback?[single]
	Options 
	Subtotal
	Proportion

	Artificial customer service
	0
	[image: IMG_256]
0%

	Superior manager or stationmaster
	36
	[image: IMG_257]
100%

	This question is valid for the number of people who have completed it
	36

	











12.How well and effectively do you think the assessment results are used for salary and level promotion?[single]
	Options 
	Subtotal
	Proportion

	Excellent results
	7
	[image: IMG_256]
19.44%

	Very general
	18
	[image: IMG_257]
50%

	Effect is very poor
	11
	[image: IMG_258]
30.56%

	This question is valid for the number of people who have completed it
	36

	








13.How much incentive does the current assessment method have for you to exert your work enthusiasm?[single]
	Options
	Subtotal
	Proportion

	Role is very big
	6
	[image: IMG_256]
16.67%

	Role in general
	11
	[image: IMG_257]
30.56%

	It doesn't work
	19
	[image: IMG_258]
52.78%

	This question is valid for the number of people who have completed it
	36
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