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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 in 1960 published "the human side of enterprise" the classic books, in the book, Douglas McGregor pointed out that performance appraisal includes management, information, and incentive three purposes, among them, the purpose of management is refers to the organization to employees to evaluate information for employee job promotions and adjustment and salary distribution and distribution, and other personnel decisions; Information purposes refers to the organization for employees to evaluate the results of the main way of use is to identify the advantages and disadvantages of employees, helping employees to understand their own advantages and disadvantages, to promote employees' self-development and improvement: incentive purpose is through the process of performance appraisal, 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 words such as output, index, task and target. The other regards performance as the behavior of individuals, and thinks that performance is the behavior and action of individuals at work, and defines performance as the result of output that is consistent with People's Daily feelings, so as 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).  But don't agree with the performance as output or result of scholars in this definition questioned, on the one hand, the performance of organization is difficult to place the results to measure standard, simply the pursuit of results on the other hand, some inappropriate behavior is likely to lead to employees, such as the pursuit of short-term profit behavior, competing with each other between colleagues, regardless of the interests of the whole organization behavior, 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 the 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 personal 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 strategic goals of the enterprise. In other words, the enterprise combines the performance appraisal of employees with the strategic goal and corporate culture of the company, standardizes the behavior 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.Performance appraisal method refers to the evaluation of the performance, ability, attitude and personal morality of the employees in the process of work, 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, behavior comparison method, key event method, mandatory distribution method, behavior anchoring scoring method, etc. However, there are four main methods commonly used:

①Management 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 strategic goals of the enterprise, and then decompose them into the goals of the subordinate departments and employees. Subsubordinate departments and employees to complete their own goals, the final 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. (Peter, 1954)
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②Balanced score card(BSC)
Robert Kaplan and D&Vid Norton first proposed the Balanced Scorecard method. The characteristic of balanced scorecard is that it balances the static financial index and the non-financial index at the same time, and 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)
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③360-degree performance appraisal method
[bookmark: bookmark3]The 360-degree performance appraisal method refers to that the assessment objects are evaluated from their own 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 360-degree performance assessment is that the assessment objects themselves also participate in the assessment, and at the same time, it avoids the assessment deviation caused by halo effect in the assessment process.(Zondo, 2018)

④Key Performance Indicator(KPI)
The most popular assessment method in the world is the KPI method. KPI is to find out a number of 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 strategic goal of the company. 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 behavior, which requires to design the corresponding key performance indicators (kpis) should not only relevant to the specific process, consider to whether the relevant process parameters is easy to collect, the cost of the acquisition is reasonable, if not accords with afore-mentioned conditions, can establish behavior should be considered an alternative evaluation model. A stands for Attainable it refers“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 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 make up for the deficiency of foreign scholars research.
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, multidimension 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 the improvement of 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 strategic goals of the enterprise. The agreement reached between employees and managers on the selection of 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, so as 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 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 for the implementation of 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 how to apply them in the construction of 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 on the basis of drawing lessons from foreign scholars. In the research process, they have focused more specifically on how to implement the KPI performance appraisal system, such as the implementation process and implementation steps. However, domestic scholars' researches on KPI performance appraisal mainly focus on the performance appraisal of large enterprises, while there are few 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 more necessary to expand the research on KPI assessment of small and medium-sized enterprises. This paper formally conducts research based on this.
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