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1. Executive Summary


2. Introduction

A performance appraisal, as defined by (Silver, 2019), “is a regular review of an employee’s job performance and overall contribution to a company.” According to this source, it may also be known as “an annual review, performance review evaluation or employee appraisal.” From a management point of view, performance appraisals are a necessity in terms of proving how effective the current employees are. From a human resources perspective, the results of employee appraisals may mean more than how effective a worker that person is. They can also lead to thoughts that a particular employee may need more support in order to carry out their role to a higher standard, thus letting the company know that there may be a need to look into how an employee is doing in more depth where necessary.

2.1. Report Remit

This report seeks to achieve a number of objectives. The first is to look into the current approach to performance appraisals and to evaluate whether or not it is the most appropriate for the company in this day and age. The second is to look into at least one new method of carrying out performance appraisals and to evaluate whether or not a new method would be a more suitable method. Both the evaluation of the current method and any potential new approaches will be backed up by a variety of sources. Finally, a conclusion will be drawn regarding the best approach to employee appraisals for the company, with recommendations being made.

3. Background of Performance Appraisals

According to (CIPD, 2019), performance appraisals “are one of various performance management tools that aim to ensure employees’ performance contributes to business objectives.” This source in particular goes on to say that appraisals “should be used as part of a holistic approach to managing performance.”
(Levinson, 1976) claims that there are three basic functions of performance appraisal. He goes on to name them as being “to provide feedback to each person on his or her performance, to serve as a basis for modifying or changing behaviour toward more effective working habits and to provide data to managers with which they may judge future job assignments and compensation.” Put simply, performance appraisals have been in place for decades and serve the purpose of allowing individuals within a company to evaluate performance and to decide on how they will move forwards.
It is thought that performance appraisals were first introduced in 1914. This is evidenced by (Engagedly, 2018), who states that “in. 1914, Frederick. Winslow. Taylor introduced a performance appraisal process that focussed on current worker productivity and ways to improve it over time.” It is also mentioned that the “appraisals focused more on the individual’s personality and traits like knowledge, punctuality, loyalty, etc instead of accomplishment of workplace goals and service quality.”

3.1. Pros and Cons of the Current Approach to Performance Appraisals

Currently, there are six criteria evaluated by the performance appraisal method in place at this company. They are product/technical knowledge; meeting deadlines/commitments; team-working; energy, determination and work rate; adaptability/flexibility; and enhancing capability. At present, these areas are evaluated using a five-point scale. (Paculea, 2014) states that “using a 5 or 7-point scale is more likely to produce higher mean scores, relative to the highest possible attainable score” This suggests that using a 5 point scale in relation to employee appraisals is not the most efficient method of evaluation for the simple reason that it is not always accurate.
On the other hand, (Paculea, 2014) also states that a five-point scale can be “compared with the 10 point scale, which is more likely to produce lower mean scores, relative to the highest possible attainable score.” This means that the company is not currently using the most effective method of evaluation during performance appraisals as the 10-point scale would be more accurate as it has a wider potential.
Having said that, it is claimed by (Quee, 2010) that “the 5-point scale made it easier to differentiate performance between employees.” She goes on to say that “it is important foe employees and managers to agree on objectives that can be measured, quantitatively or qualitatively, so there can be an objective differentiation.” This means that the five-point scale is a simple way for someone to evaluate each employee and also to compare certain aspects of that person’s work-ethic where necessary.
Despite this, it is also claimed that the five-point scale may make it “harder for supervisors to communicate how to attain higher performance levels” and “may encourage central tendency.” In simple terms, the five-point scale does not have a huge range of levels. This lack of detail may mean that it may be difficult to explain to employees how they may improve and move through the performance levels. The fact that it may lead to central tendency means that some employees may see the five-point scale as an excuse to not perform to the best of their abilities since 3, which is the middle level, is seen in most places as being satisfactory. This could potentially mean that they will not strive to reach the higher levels due to their current work level being seen as satisfactory.

3.2. Potential Approaches to Performance Appraisals for the Future

At present, there are six criteria included in the company’s performance appraisals. Whilst this is sufficient, it would also be appropriate to evaluate how punctual employees are, how well they are able to use their own initiative and, where appropriate, how well they are able to lead their team.
Furthermore, it could be beneficial to the company to look into an alternative method of evaluating employees through performance appraisals, since there are a number of drawbacks to using the five-point scale. According to (Perform Yard, 2019), “a Likert Scale, named after psychologist and inventor Rensis Likert, is a scale that employs questionnaires for research and survey purposes.” This source goes on to explain that “the scale measures the attitudes and survey of participants by observing their responses in a linear format – i.e., fixed choice responses on a continuum from strongly agree to strongly disagree.” The Likert scale is widely used and is an effective way of measuring qualitative information.
Additionally, it is mentioned by (McLeod, 2019) that “the Likert Scale is a five or seven point scale which is used to allow the individual to express how much they agree or disagree with a particular statement.” For example, one of the criteria of the company’s performance appraisals looks into how well employees meet deadlines and keep up with such commitments. If the Likert scale were used, this particular criterion could be phrased as “commitments are kept and deadlines are always met.” In response, the person filling out the performance appraisal could be expected to select an option from one of the following options:
· Strongly disagree
· Disagree
· Undecided
· Agree
· [bookmark: _GoBack]Strongly Agree 

3.3. Advantages and Disadvantages of Establishing a New Method of Carrying out Performance Appraisals

Firstly. there are a number of disadvantages to using the Likert scale as a method of evaluation. For example, it is claimed by (Smart Survey, 2017) that “one disadvantage of using Likert Scales can be that respondents either lean towards choosing the most extreme option or express no opinion at all.” This source goes on to say that “this can lead to results being clustered around the middle or at each end of the scale, making it hard to distinguish” between the results. For any company, this would be an issue in relation to performance management because the results of the performance appraisal would be inconclusive if people chose not to express an opinion in relation to any of the criteria.
What is more, there are several advantages of using the likert Scale.

4. Conclusion

4.1. Recommendations
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