



Executive Summary
This report will introduce the relevant knowledge of performance appraisal. As one of the important tasks of human resource management, performance evaluation can help the development of the organization. At the same time, there are some problems with performance evaluation. This film report points out the problems in eight performance appraisals. A single document does not show good results in the annual performance assessment. In addition, because the evaluator has a subjective consciousness, the result of the evaluation will be determined based on the consciousness of the evaluator, which is obviously unfair. Performance evaluation requires mutual communication between employees and evaluators, which can promote the implementation of performance evaluation. Feedback, as an important part of performance appraisal, is often overlooked. Performance evaluation without feedback loses its significance. Because the purpose of performance evaluation is to make changes based on the results of the evaluation. Performance appraisal without a clear purpose is easy to be in the form, and can not play the role of performance appraisal. The formulation of performance evaluation indicators should be scientific, which is based on job analysis. Job analysis is helpful for assessors to have a certain understanding of employees and reduce the chance of errors. In addition, because managers are the subject of performance appraisal, the appraisal of managers is easily overlooked. Such performance evaluation is not comprehensive. 360-degree performance assessment can avoid some problems because of its multi-dimensionality. Various evaluators from the staff can provide comprehensive information to them, which helps their development. In addition, 360-degree performance appraisal can increase employee participation and work efficiency. But 360-degree performance evaluation is very time-consuming.
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[bookmark: _Toc29565503][bookmark: _Toc29565789]1.0 Introduction
The purpose of performance evaluation is to help the organization achieve its goals. At the same time, it can increase employee motivation（Silver，2019）. The traditional performance appraisal has some problems that restrict the development of the organization. The bias of the evaluator will affect the fairness of the evaluation results. At the same time, the lack of effective communication between appraisers and employees will make appraisers lack of understanding of employees. Performance evaluation without feedback will greatly reduce its effectiveness, because employees are not clear about the results of the performance evaluation and they cannot fully understand themselves and make changes. The performance evaluation is purposeful. If the purpose of the performance evaluation is not clear, the performance evaluation loses its positive meaning and cannot achieve good results（Thompson，2019）. The process of performance appraisal is unscientific. Improper formulation of performance evaluation standards or indicators will also affect the results of performance evaluation. Prior to performance evaluation, evaluators should analyze positions（Sullivan，2019）. In addition, performance evaluation has the problem of incomplete targets. Managers and evaluators in the organization should also be the subject of performance evaluation. Evaluation of managers will improve management efficiency and improve the integrity of performance appraisals. As a modern performance evaluation, 360-degree performance evaluation can effectively avoid some problems brought about by traditional performance evaluation. Employees receive feedback from their supervisors, colleagues, subordinates or customers. With multiple evaluators, the results of a performance evaluation can be made more comprehensive. Employees will improve their ability to work based on the results（Heathfield，2019）. This performance evaluation is conducive to employee development. But 360-degree performance evaluation also has disadvantages. Because of the higher costs, organizations need to spend more time training employees and collecting information about performance evaluations. Finally, the report makes recommendations. Organizations can communicate with employees and analyze their positions prior to performance appraisals. Choose the right evaluator to evaluate your employees. Organizing feedback is an important part.





[bookmark: _Toc29565504][bookmark: _Toc29565790]2.0 Main body
The performance appraisal is a regular appraisal and evaluation of the employee's actual work and contribution to the organization by scientific methods. Performance evaluation is a core part of personnel management within an organization (North, 2019). The purpose of performance appraisal is to establish a scientific and effective performance appraisal system within the organization to provide employees with work-related evaluations. This is an important basis for employees' promotion and salary increase. Through the performance appraisal, employees can timely understand their work deficiencies and correct them (Performance appraisal, 1988). Besides, performance appraisal can promote employee productivity and help achieve corporate goals.

[bookmark: _Toc29565505][bookmark: _Toc29565791]2.1 Some problems of performance appraisal
[bookmark: _Toc29565506][bookmark: _Toc29565792]2.1.1 A single file cannot accurately evaluate employees.
In the context of annual performance reviews, it is difficult for evaluators to summarize employees with just one document. Because employees have a heavy workload for one year, it is easy to make inaccurate assessments (Gaille,2015). If employees do some wrong work behaviors before the assessment, they will likely become the focus of performance evaluation and ignore the employee's entire year of work. This is unfair to employees, and will discourage employees from working positively.

[bookmark: _Toc29565507][bookmark: _Toc29565793]2.1.2 The assessment is subjective.
Evaluators are prone to bias during the evaluation process, which is also the direct cause of poor evaluation results. For example, in the middle trend, this deviation may cause the employees' evaluation results to be not much different, which will lose the positive significance of the evaluation, which will adversely affect the promotion of employees and ultimately affect employee work efficiency (Johnson,2019). In addition, the appraiser's lack of understanding of the staff will also affect the fairness of the appraisal. Performance evaluation with personal bias is irresponsible to the staff.

[bookmark: _Toc29565508][bookmark: _Toc29565794]2.1.3 Lack of feedback.
Performance reviews have little or no feedback. Organizational reviewers lack this sense of feedback. The appraisers do not clearly understand that the appraisal results have an motivating effect on the employees. In addition, the appraisers are afraid that the employees will be dissatisfied with emotions or behaviors due to poor performance evaluation (Mayhew,2019). In fact, performance evaluation without feedback will cause inconvenience to employees, and employees lack understanding about performance evaluation. The performance appraisal with feedback will explain and explain to the employees, while affirming the employees 'achievements, they also explain their deficiencies, and provide reasonable reference opinions for employees' future work.
[bookmark: _Toc29565509][bookmark: _Toc29565795]2.1.4 Lack of communication.
Performance evaluation of individual processes. The appraisers and employees lack effective communication. Performance communication not only refers to the performance feedback after the performance appraisal is completed, but also refers to the process of mutual communication between appraisers and employees throughout the performance appraisal process to jointly communicate relevant work information (Bhasin,2017). This information includes employees' work progress, existing problems at work, measures to solve problems, and how to help employees improve work performance.

[bookmark: _Toc29565510][bookmark: _Toc29565796]2.1.5 Fuzzy positioning of performance appraisal
The fuzzy positioning of performance assessment will not achieve good results. The positioning of performance appraisal is that the organization understands the work situation of employees through performance appraisal, and asks employees' questions. However, the lack of a purposeful assessment will make the assessment more formal. The organization evaluates for evaluation or because of employee bonuses. Such assessments will increase the psychological burden on employees, and employees work because they avoid lower performance assessments instead of improving performance (Mithbavkar,2017). Along with the inaccuracy of the assessment results, employees will have a psychological resistance to performance assessment, which is contrary to the purpose of performance assessment.

[bookmark: _Toc29565511][bookmark: _Toc29565797]2.1.6 The process of performance appraisal is unscientific.
The performance indicators are not scientific. In the process of formulating performance evaluation standards, the irrational setting of evaluation standards will affect the results of evaluations. Such as the completion of some work indicators, or use a single rating scale. The measurability of the assessment criteria is too poor, and there is not enough vocabulary to adequately describe the differentiated performance, in fact it cannot reflect the work results of employees (Reddy,2019). At the same time, if the standards for performance assessment are based on financial indicators, they will be too concentrated, and the specific links with the actual daily work of employees are not close enough. Attaching importance to reflecting the performance evaluation of employees through the high concentration of data. This type of performance evaluation is poor in comprehensiveness and the regional limitations of the evaluation are very strong.

[bookmark: _Toc29565512][bookmark: _Toc29565798]2.1.7 No job analysis was performed.
Position evaluation and analysis plays a vital role in the establishment of the performance evaluation system. If the division of responsibilities and the analysis and evaluation of positions within the organization exist independently of the performance evaluation system, this will lead to some management departments. Overlapping authority. In the long run, it is extremely detrimental to the strategic development of the enterprise. At the same time, there is a lack of detailed analysis and evaluation of job responsibilities, and there will also be post imbalances. The company only divides the ranks according to the existing positions, but does not systematically analyze the difference in workload and difficulty coefficient between the same positions in different departments (Mankiewicz,2019). For example, in the same position, the employees involved in four jobs and the employees in charge of two jobs have almost the same performance evaluation standards. Therefore, there is no difference in the resulting performance salary, which results in a large amount of work and responsibility. The bigger party is prone to negative emotions.

[bookmark: _Toc29565513][bookmark: _Toc29565799]2.1.8 The integrity of the assessment object is poor.
In most cases of performance appraisal, it is naturally considered to be an assessment of the work ability and performance completion of enterprise employees, but the assessment of the management effectiveness of enterprise managers is basically lacking. This has a lot to do with the limitations of the business manager's management philosophy (Lotich ,2016). In the operation of an enterprise, it is not only the assessment of employees' work performance and work ability that is very important to the development of the enterprise. A scientific enterprise management system and professional enterprise management personnel have a more important role in the stability of the enterprise. If an enterprise ignores the assessment of enterprise managers when it conducts performance assessment, the overall performance assessment system is lacking in science and integrity (Levinson ,2018). At the same time, there is a lack of accountability for evaluation managers. Assessors are not responsible for the results of the assessments they provide.



[bookmark: _Toc29565514][bookmark: _Toc29565800]2.2 New performance appraisal method

360-degree performance appraisal is a modern performance appraisal model. In the process, employees receive some anonymous feedback from colleagues, supervisors or subordinates around them. They are in a working environment with employees and have a certain understanding of their working abilities (Taylor,2019). This performance appraisal is characterized by its multi-dimensionality. The purpose of the 360-degree performance appraisal is to improve the employee's sense of participation and promote the achievement of corporate goals through the feedback process（Wainwright ，2019）. At the same time, because the assessment comes from all levels within the organization, it helps to cultivate team awareness and strengthen work efficiency. This assessment method helps employees understand themselves clearly, is conducive to career development, and is consistent with promotion within the organization.
[bookmark: _Toc29565515][bookmark: _Toc29565801]2.2.1 Performance appraisal process
Before the 360-degree performance appraisal is conducted, the organization needs to ensure that everyone involved in the appraisal correctly understands the purpose and role of the appraisal, so that employees can build trust in this performance appraisal (Jahan, 2019). 

First, the organization must determine the objects and content of the assessment. Performance evaluation indicators will be formulated after job analysis. At the same time, the assessment cycle is determined.
The choice of assessors is an important step in 360-degree performance assessment. Because enough assessors are needed to collect more comprehensive and objective information. The number of assessors should be determined based on the position and job content of the employee being evaluated (Trakstar, 2019). In addition, the evaluation requires the consent of the assessees to ensure that the results of the performance appraisal are recognized by employees. Evaluators will receive feedback from themselves, colleagues, supervisors, subordinates or customers. Self-assessment helps employees understand their deficiencies and make up for their deficiencies. Colleague assessment is more objective because colleagues get along more and can fully understand each other's capabilities. At the same time, evaluations from colleagues can better reflect their ability to interpersonal communication, which is one of the capabilities that cannot be ignored within the organization (Zondo, 2018). Subordinate assessments can help assessees understand their leadership or management capabilities. This is of great help to the management of the reviewees in the future and can develop their management skills. Supervisor evaluation is the most common in performance appraisals. Because the supervisor puts forward the performance appraisal and makes suggestions to the employees based on the appraisal results.

Feedback is a part that cannot be ignored. Employees will have a comprehensive understanding of themselves based on performance evaluations and a clearer understanding of their deficiencies. Feedback should take place in a separate conversation (Rogel, 2018). The purpose of this process is to help employees understand the evaluation results and make suggestions for employees' development based on the evaluation results. The depth of the dialogue will affect the effectiveness of the feedback.

[bookmark: _Toc29565516][bookmark: _Toc29565802]2.2.2 Advantage
The advantage of 360-degree performance evaluation is that it avoids the centering tendency that a single evaluator can easily produce（Jahan，2019）. The different evaluation results of each evaluator can provide employees with more comprehensive performance information.
The 360-degree performance appraisal strengthens the two-way communication between managers and employees of the organization, and improves the participation of members of the organization（Sherman，2019）. The 360-degree performance appraisal helps strengthen the company's core values, enhance its competitive advantage, and establish a more harmonious working relationship.
In addition, as more employees participate, this will increase the enthusiasm and organizational belonging of employees.
360-degree performance evaluation can increase the credibility of performance evaluation systems and help organizations create an honest and open work environment.
[bookmark: _Toc29565517][bookmark: _Toc29565803]2.2.3 Disadvantage
The disadvantage of 360-degree performance assessment is that the cost is too high, which requires a lot of time to collect information and feedback（Reddy，2019）. The value of this process due to the large number of people involved may be greater than the assessment.

Because organizations need to ensure that employees use 360-degree performance appraisal effectively, this requires more effort to train employees（Gruber，2017）. Because each employee is both the object of the assessment and the assessor.




























[bookmark: _Toc29565518][bookmark: _Toc29565804]3.0 Conclusion
The purpose of this report is to explore performance appraisal issues in human resource management. The basic role of performance evaluation is to help employees improve work efficiency and achieve organizational development goals. However, traditional performance evaluation can restrict the development of the organization. Organizations need to address these issues, so change is needed. Change is not blind. Organizations need scientific methods for performance appraisal. The 360-degree performance appraisal solves the problems of traditional performance appraisal from multiple dimensions. But 360-degree performance evaluation has its shortcomings, it is time-consuming. So this requires the organization to weigh the pros and cons when using the new performance appraisal.





























[bookmark: _Toc29565519][bookmark: _Toc29565805]4.0 Recommendation

Performance evaluation requires an appropriate number of appraisers. Fewer appraisers cannot provide employees with objective and comprehensive information, which is limited. The large number of appraisers makes the appraisal process complicated and time-consuming. In addition, appraisers are selected based on their knowledge of the employees. When choosing a customer as an evaluator, you must pay attention to the fact that evaluation is not the customer's job and should not cause more trouble to the customer. It can be replaced by methods such as customer satisfaction.

Before the performance evaluation, the evaluator needs to analyze the position of the evaluation target. An assessment made after understanding the work of an employee would make it reasonable. And communication is also essential. Effective communication will make performance appraisal better understood and recognized.

The process of performance evaluation should be scientific. The formulation of performance evaluation standards should be comprehensive. Each evaluation index is coordinated. It is not possible to use a single evaluation standard to evaluate all employees. The formulation of performance evaluation standards should be based on employees at different levels and in different positions, so that the standards are covered and targeted. At the same time, the performance evaluation standards should be quantified, which will ensure the fairness and feasibility of performance evaluation.

In addition, feedback on performance appraisals should be made private. Keeping the evaluator's opinion confidential can reduce the employee's resistance to the evaluator and enable the employee to face the evaluation result more frankly and honestly. If the opinions of the assessors are made public, it will cause some psychological pressure on the assessors and employees. In the early stages of an organization's performance evaluation, it is necessary to implement confidentiality measures. Effective feedback can reduce the resistance of performance appraisal.

Because 360-degree performance assessment takes more time, it takes more time for employees to make a grade and be perceived by others in the enterprise. Therefore, an organization can conduct an informal assessment some time in advance of a formal assessment. This assessment helps employees understand feedback, make appropriate adjustments to their work, or change their work goals.
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