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For	20	years,	eLeaP®	has	empowered	organizations	to	excel	through	learning,	performance,	&	quality.	Get	Started	Drive	measurable	growth	with	intuitive	dashboards	and	continuous	feedback	tools.	Explore	Features	Cut	evaluation	time	by	40%	while	delivering	feedback	that	drives	results.	See	How	It	Works	Access	2,000+	expertly	curated	courses
designed	to	accelerate	performance.	Browse	Course	Library	Integrate	performance	insights	with	tailored	learning	paths	for	lasting	impact.	Start	Your	Free	Trial	Designed	to	deliver	immediate	results	for	any	organization	The	eLeaP®	Performance	Management	Platform	transforms	how	organizations	evaluate	teams	and	individuals	and	engage
employees.	At	its	core,	the	powerful	Reviews	System	simplifies	evaluations	with	fully	customizable	templates,	supporting	peer,	self,	upward,	downward,	and	team	assessments	tailored	to	your	unique	needs.	Automated	review	cycles	streamline	annual	appraisals,	onboarding	evaluations,	and	milestone-based	check-ins,	saving	time	and	ensuring
consistency.	The	platform	offers	more	than	reviews;	it	integrates	tools	for	real-time	feedback,	goal	alignment,	weekly	task	management,	and	progress	tracking.	Comprehensive	surveys,	including	eNPS	and	fully	customizable	form	templates,	provide	the	flexibility	to	capture	meaningful	insights	and	adapt	to	your	organization’s	unique	requirements.
Advanced	analytics	uncover	trends	and	recognize	top	performers,	while	features	like	1-on-1s	and	check-ins	help	foster	meaningful	connections	and	engagement.	To	complete	the	solution,	eLeaP	includes	a	robust	Learning	Management	System,	providing	your	team	with	essential	training	and	resources	to	support	continuous	growth.	Discover	how
eLeaP	can	empower	your	organization	with	a	smarter,	more	effective	approach	to	performance	management.	Ditch	outdated	performance	systems	that	focus	only	on	evaluation.	eLeaP	delivers	a	flexible,	modern	platform	that	prioritizes	continuous	feedback	and	meaningful	development.	Empower	managers	to	become	effective	coaches,	help
employees	develop	critical	skills,	and	build	a	high-performing	organization	where	talent	thrives	in	today’s	competitive	landscape.	Learn	more	eLeaP	goes	beyond	performance	tracking—our	platform	is	purpose-built	to	spark	meaningful	engagement	and	bring	employees	into	the	conversation.	Capture	daily	sentiment	through	PulsePoint,	identify
engagement	trends	with	customizable	surveys,	and	transform	feedback	into	actionable	insights	that	strengthen	your	culture	and	boost	retention.	Learn	more	How	well	are	your	people	aligned	with	your	organizational	goals?	With	eLeaP’s	goal	hierarchy	system,	you	gain	powerful	tools	to	bridge	the	gap—connecting	departments,	teams,	and	individuals
to	shared	objectives	through	cascading	OKRs	and	visual	progress	tracking.	Drive	clarity,	accountability,	and	measurable	results	with	real-time	updates	that	keep	everyone	moving	in	the	same	direction.	Learn	more	Stop	wasting	energy	on	scattered	efforts	and	meaningless	metrics.	eLeaP	empowers	managers	to	focus	on	what	truly	drives	performance
—structured	one-on-ones,	targeted	feedback	opportunities,	and	actionable	insights	from	customizable	surveys	and	check-ins.	Transform	routine	performance	conversations	into	strategic	growth	opportunities	that	deliver	measurable	results.	Learn	more	Performance	improves	when	people	grow.	eLeaP	gives	you	everything	you	need	to	identify	skill
gaps,	build	tailored	development	pathways,	and	measure	progress—all	from	one	unified,	cloud-based	platform.	Connect	learning	opportunities	to	performance	goals	and	empower	your	teams	to	thrive	with	continuous,	measurable	development	that	drives	business	results.	Learn	more	Leadership	and	Management	161	courses	Organizational	Values	81
courses	Performance	Management	15	courses	Teamwork	87	courses	Learning	development	sessions	6,032,741	Active	Companies	1,269	Gamified	Points	Earned	98,829	Countries	Served	197	eLeaP	delivers	a	flexible,	centralized	performance	management	solution	that’s	intuitive,	customizable,	and	easy	to	implement—no	specialized	training	required.
Get	your	system	up	and	running	in	minutes	and	start	driving	meaningful	performance	improvements	across	your	organization	immediately.	Be	up	and	running	in	just	minutes.	Start	now	We’re	here	around	the	clock	when	you	need	us.	Find	Answers	Try	risk-free	with	our	100%	money-back	guarantee.	Learn	More	Thriving	organizations	don’t	leave
performance	to	chance.	eLeaP®	delivers	a	powerful,	flexible	platform	to	streamline	performance	management,	enhance	engagement,	and	drive	measurable	results.	From	customizable	reviews	to	targeted	development	tools,	empower	your	managers	and	employees	to	focus	on	what	truly	matters—continuous	improvement	and	lasting	organizational
impact.	Learn	more	Watch	this	article	as	a	short	video	on	my	YouTube	channel.	Are	you	a	manager?	Read	my	advice	on	how	managers	can	write	fair	performance	reviews	for	their	directs.Performance	reviews	are	coming	up.	I've	always	found	this	period	nerve	wracking,	despite	having	gone	through	it	so	many	times,	both	as	an	engineer,	and	later	as
an	engineering	manager.	Will	my	manager	give	me	fair	feedback?	Or	will	I	be	in	for	some	unexpected	surprises?The	best	way	to	not	have	a	surprise	on	your	review	is	to	prepare	your	own	self-review,	and	send	it	to	your	manager,	ahead	of	time.	Why	is	this	a	good	idea?	Managers	will	try	to	gather	as	much	information	as	they	can	on	your	work,	when
writing	your	performance	review:	this	is	how	I	do	performance	reviews	for	engineers	on	my	team.	However,	managers	will	not	know	about	everything	you	do.	They	will	also	often	fall	victim	of	the	recency	bias:	weighing	recent	work	more	than	that	in	the	past.If	you	put	in	the	work	to	write	your	own	appraisal	or	self-review,	you	not	only	make	your
manager's	job	easier:	you'll	also	set	yourself	up	for	a	more	fair	review.A	possible	structure	for	your	self-reviewIf	your	company	has	an	evaluation	or	self-review	template,	it's	a	good	idea	to	use	that	one.	For	other	cases,	I've	put	a	template	and	an	example	performance	self-review	together	for	inspiration.	Here's	the	structure	I'd	suggest.1.	State	the
goals/expectations	for	the	periodInstead	of	jumping	in	to	your	achievements,	set	the	stage.	In	your	interpretation,	what	expectations	or	goals	did	you	set	out	to	achieve?	If	your	role	has	expectations	defined,	those	might	well	be	the	expectations.	If	you	had	previously	set	goals	with	your	manager,	list	those.If	you	have	neither	of	them,	summarize	your
understanding	of	your	expectation.	It's	already	a	problem	if	expectations	are	not	clear:	after	the	review,	it	might	be	worth	having	a	follow-up	with	your	manager	to	clarify	what	baseline	expectations	mean	for	you,	and	for	them.Here's	this	section	in	the	example	performance	review	-	one	of	the	goals	was	to	be	more	involved	in	the	engineering	planning
/	RFC	process:Goal	setting	in	a	performance	review	example2.	List	your	accomplishmentsList	out	your	main	results,	and	larger	work	efforts.	Try	to	do	this	in	priority	order.	Use	numbers	to	make	things	more	specifics,	where	you	can	-	and	where	they	add	more	context.Numbers	could	be	things	related	to	the	code	the	code	(number	of	changes,	number
of	languages	worked	with,	number	of	services	worked	on	and	so	on),	to	people	(number	of	people	collaborated	with,	number	of	teams,	number	of	stakeholders),	to	business	impact	(revenue	impact,	reliability	improvements,	efficiency	changes	and	others).	The	self-review	is	an	opportunity	to	put	your	work	in	context:	not	just	the	effort,	but	the	result	of
this	work.For	work	that	has	not	yet	been	shipped,	using	the	estimated	impact	should	work	just	as	well.	For	example,	assuming	you	are	playing	a	key	role	for	an	in-progress	project,	you	could	say	“On	track	to	save	$500,000/year	by	shipping	Project	Pluto,	where	I	am	owning	the	Luna	and	Titan	components	end-to-end.”Link	to	specifics	where	it	makes
sense,	but	don't	go	overboard.	The	specifics	might	be	design	documents,	notable	code	changes	or	code	reviews,	or	other	artefacts.	Linking	these	could	give	additional	context	to	your	manager,	and	an	opportunity	for	them	to	spot	check	some	of	your	most	impactful	work.If	you	have	a	"work	log	document",	add	a	link	to	it	at	the	bottom	-	here's	an
example	and	template	for	this.	It's	a	helpful	practice	to	keep	a	document	where	you	keep	track	of	the	work	you	do	week-on-week.	Julia	Evans	calls	this	a	brag	document:it	has	other	benefits	on	having	your	work	recognized,	like	you	having	a	better	grip	on	all	the	work	you	do.	If	you	started	doing	this	beforehand,	it	also	makes	creating	your	self-review
much	faster!Here's	an	example	of	listing	out	accomplishments	using	the	above	principles	in	this	example:Accomplishments	list	in	a	performance	review	example3.	Talk	about	the	"how"Most	people	would	stop	by	listing	their	accomplishments.	I	suggest	adding	another	section	where	you	can	list	more	of	the	qualitative	details	on	your	work:	things	that
might	have	not	had	huge	business	impact,	but	show	the	small,	but	important	things.	Things	like	teamwork,	collaboration	and	helping	others.List	examples	of	you	helping	people	within	and	outside	the	team.	This	is	a	great	place	to	mention	thank	yous	you've	gotten	from	people	-	even	quoting	chat	messages	or	emails	you've	received.	Mention	names	of
people	and	teams	who	you	have	helped,	or	whom	you've	gotten	positive	feedback	from.This	section	is	important,	as	your	manager	probably	doesn't	see	even	half	of	the	positive	interactions	you've	had	with	people.	Show	it	to	them.	From		the	example	review:The	qualitative	work	in	the	performance	review	example4.	Reflect	on	levels	and
competenciesYour	manager	will	need	to	give	you	some	kind	of	rating	against	expectations	and	competencies.	Get	ahead	of	this,	and	make	their	job	easier,	while	giving	indication	of	what	you	think	about	your	own	rating.List	expectations	and	competencies,	and	give	examples	on	the	work	that	reflects	these	competencies.If	you	have	good	trust	with	your
manager,	you	could	provide	self-ratings	for	competencies	or	expectations.	If	you	have	less	of	this,	you	could	just	mention	areas	you	have	paid	special	attention	to:	areas	of	focus.	This	is	what	is	shown	in	this	example:Reflecting	on	competencies	in	the	performance	review	exampleTime	well	worth	spendingBefore	every	performance	review	period,	I'd
ask	my	directs	to	spend	time	on	their	self-review.	Many	people	would	leave	it	until	last	minute,	prioritizing	other	work,	including	peer	reviews	ahead	of	this	one.	Some	didn't	even	do	a	self-review.Be	sure	to	spend	time	on	your	self	review,	ahead	of	the	performance	review	process	kicking	off.	If	you	don't	spend	time	here,	you'll	have	little	reason	to
complain	if	your	manager	is	unaware	of	some	of	your	key	achievements,	and	your	feedback	is	more	negative	than	it	would	have	been	-	had	you	put	in	the	work.	You	are	also	missing	an	opportunity	to	reflect	on	all	the	things	you've	done.Of	all	the	"admin"	work	you	do,	this	one	will	have	an	outsized	impact	on	your	career.	So	put	in	the	work.	Subscribe
to	my	weekly	newsletter	to	get	articles	like	this	in	your	inbox.	It's	a	pretty	good	read	-	and	the	#1	tech	newsletter	on	Substack.	The	'Big,	Beautiful	Bill'	Changes	Student	Loan	Repayment	Plans.	What	Works,	and	What	Doesn’t,	According	to	Three	Experts	Jul	26,	2025	Diners	Still	Want	Value.	So	Why	Are	Full-Service	Restaurant	Visits	Up?	Jul	26,	2025
Intel	Plans	to	Spin	Off	Its	Networking	Unit	as	CEO	Looks	to	Shed	Assets	Jul	25,	2025	Fed	Rate	Cuts	Are	Likely	on	the	Way—Here's	Why	to	Consider	Taking	Your	RMD	Before	That	Happens	Jul	25,	2025	Top	CD	Rates	Today,	July	25,	2025	—	4	New	4.50%+	Offers	Added	This	Week	Jul	25,	2025	Markets	News,	July	25,	2025:	S&P	500,	Nasdaq	Close	Out
Strong	Week	at	Record	Highs;	Tesla	Rebounds	from	Sell-Off,	Intel	Drops	After	Weak	Earnings	Updated	Jul	25,	2025	S&P	500	Gains	and	Losses	Today:	Deckers	Stock	Jumps	as	Global	Footprint	Grows;	Intel	Shares	Sink	Jul	25,	2025	Intel's	Stock	Tumbles	Amid	Worries	Some	of	Its	Problems	'May	Not	Be	Fixable'	Updated	Jul	25,	2025	Tesla	Could	Roll
Out	Robotaxis	in	San	Francisco	Soon.	Its	Stock	Is	Rising.	Updated	Jul	25,	2025	Trump	Executive	Order	Calls	for	'Guardrails'	on	College	Athletes'	Pay	Jul	25,	2025	What	Is	President	Trump's	AI	Action	Plan?	Jul	25,	2025	Carvana	Stock	Could	Jump	Another	30%,	Oppenheimer	Says	Jul	25,	2025	Crypto's	Upward	Run	Has	Some	Worried	They've	Missed
the	Boat,	Survey	Says	Jul	25,	2025	Watch	this	article	as	a	short	video	on	my	YouTube	channel.	Are	you	a	manager?	Read	my	advice	on	how	managers	can	write	fair	performance	reviews	for	their	directs.Performance	reviews	are	coming	up.	I've	always	found	this	period	nerve	wracking,	despite	having	gone	through	it	so	many	times,	both	as	an
engineer,	and	later	as	an	engineering	manager.	Will	my	manager	give	me	fair	feedback?	Or	will	I	be	in	for	some	unexpected	surprises?The	best	way	to	not	have	a	surprise	on	your	review	is	to	prepare	your	own	self-review,	and	send	it	to	your	manager,	ahead	of	time.	Why	is	this	a	good	idea?	Managers	will	try	to	gather	as	much	information	as	they	can
on	your	work,	when	writing	your	performance	review:	this	is	how	I	do	performance	reviews	for	engineers	on	my	team.	However,	managers	will	not	know	about	everything	you	do.	They	will	also	often	fall	victim	of	the	recency	bias:	weighing	recent	work	more	than	that	in	the	past.If	you	put	in	the	work	to	write	your	own	appraisal	or	self-review,	you	not
only	make	your	manager's	job	easier:	you'll	also	set	yourself	up	for	a	more	fair	review.A	possible	structure	for	your	self-reviewIf	your	company	has	an	evaluation	or	self-review	template,	it's	a	good	idea	to	use	that	one.	For	other	cases,	I've	put	a	template	and	an	example	performance	self-review	together	for	inspiration.	Here's	the	structure	I'd
suggest.1.	State	the	goals/expectations	for	the	periodInstead	of	jumping	in	to	your	achievements,	set	the	stage.	In	your	interpretation,	what	expectations	or	goals	did	you	set	out	to	achieve?	If	your	role	has	expectations	defined,	those	might	well	be	the	expectations.	If	you	had	previously	set	goals	with	your	manager,	list	those.If	you	have	neither	of
them,	summarize	your	understanding	of	your	expectation.	It's	already	a	problem	if	expectations	are	not	clear:	after	the	review,	it	might	be	worth	having	a	follow-up	with	your	manager	to	clarify	what	baseline	expectations	mean	for	you,	and	for	them.Here's	this	section	in	the	example	performance	review	-	one	of	the	goals	was	to	be	more	involved	in
the	engineering	planning	/	RFC	process:Goal	setting	in	a	performance	review	example2.	List	your	accomplishmentsList	out	your	main	results,	and	larger	work	efforts.	Try	to	do	this	in	priority	order.	Use	numbers	to	make	things	more	specifics,	where	you	can	-	and	where	they	add	more	context.Numbers	could	be	things	related	to	the	code	the	code
(number	of	changes,	number	of	languages	worked	with,	number	of	services	worked	on	and	so	on),	to	people	(number	of	people	collaborated	with,	number	of	teams,	number	of	stakeholders),	to	business	impact	(revenue	impact,	reliability	improvements,	efficiency	changes	and	others).	The	self-review	is	an	opportunity	to	put	your	work	in	context:	not
just	the	effort,	but	the	result	of	this	work.For	work	that	has	not	yet	been	shipped,	using	the	estimated	impact	should	work	just	as	well.	For	example,	assuming	you	are	playing	a	key	role	for	an	in-progress	project,	you	could	say	“On	track	to	save	$500,000/year	by	shipping	Project	Pluto,	where	I	am	owning	the	Luna	and	Titan	components	end-to-
end.”Link	to	specifics	where	it	makes	sense,	but	don't	go	overboard.	The	specifics	might	be	design	documents,	notable	code	changes	or	code	reviews,	or	other	artefacts.	Linking	these	could	give	additional	context	to	your	manager,	and	an	opportunity	for	them	to	spot	check	some	of	your	most	impactful	work.If	you	have	a	"work	log	document",	add	a
link	to	it	at	the	bottom	-	here's	an	example	and	template	for	this.	It's	a	helpful	practice	to	keep	a	document	where	you	keep	track	of	the	work	you	do	week-on-week.	Julia	Evans	calls	this	a	brag	document:it	has	other	benefits	on	having	your	work	recognized,	like	you	having	a	better	grip	on	all	the	work	you	do.	If	you	started	doing	this	beforehand,	it	also
makes	creating	your	self-review	much	faster!Here's	an	example	of	listing	out	accomplishments	using	the	above	principles	in	this	example:Accomplishments	list	in	a	performance	review	example3.	Talk	about	the	"how"Most	people	would	stop	by	listing	their	accomplishments.	I	suggest	adding	another	section	where	you	can	list	more	of	the	qualitative
details	on	your	work:	things	that	might	have	not	had	huge	business	impact,	but	show	the	small,	but	important	things.	Things	like	teamwork,	collaboration	and	helping	others.List	examples	of	you	helping	people	within	and	outside	the	team.	This	is	a	great	place	to	mention	thank	yous	you've	gotten	from	people	-	even	quoting	chat	messages	or	emails
you've	received.	Mention	names	of	people	and	teams	who	you	have	helped,	or	whom	you've	gotten	positive	feedback	from.This	section	is	important,	as	your	manager	probably	doesn't	see	even	half	of	the	positive	interactions	you've	had	with	people.	Show	it	to	them.	From		the	example	review:The	qualitative	work	in	the	performance	review	example4.
Reflect	on	levels	and	competenciesYour	manager	will	need	to	give	you	some	kind	of	rating	against	expectations	and	competencies.	Get	ahead	of	this,	and	make	their	job	easier,	while	giving	indication	of	what	you	think	about	your	own	rating.List	expectations	and	competencies,	and	give	examples	on	the	work	that	reflects	these	competencies.If	you
have	good	trust	with	your	manager,	you	could	provide	self-ratings	for	competencies	or	expectations.	If	you	have	less	of	this,	you	could	just	mention	areas	you	have	paid	special	attention	to:	areas	of	focus.	This	is	what	is	shown	in	this	example:Reflecting	on	competencies	in	the	performance	review	exampleTime	well	worth	spendingBefore	every
performance	review	period,	I'd	ask	my	directs	to	spend	time	on	their	self-review.	Many	people	would	leave	it	until	last	minute,	prioritizing	other	work,	including	peer	reviews	ahead	of	this	one.	Some	didn't	even	do	a	self-review.Be	sure	to	spend	time	on	your	self	review,	ahead	of	the	performance	review	process	kicking	off.	If	you	don't	spend	time	here,
you'll	have	little	reason	to	complain	if	your	manager	is	unaware	of	some	of	your	key	achievements,	and	your	feedback	is	more	negative	than	it	would	have	been	-	had	you	put	in	the	work.	You	are	also	missing	an	opportunity	to	reflect	on	all	the	things	you've	done.Of	all	the	"admin"	work	you	do,	this	one	will	have	an	outsized	impact	on	your	career.	So
put	in	the	work.	Subscribe	to	my	weekly	newsletter	to	get	articles	like	this	in	your	inbox.	It's	a	pretty	good	read	-	and	the	#1	tech	newsletter	on	Substack.	Watch	this	article	as	a	short	video	on	my	YouTube	channel.	Are	you	a	manager?	Read	my	advice	on	how	managers	can	write	fair	performance	reviews	for	their	directs.Performance	reviews	are
coming	up.	I've	always	found	this	period	nerve	wracking,	despite	having	gone	through	it	so	many	times,	both	as	an	engineer,	and	later	as	an	engineering	manager.	Will	my	manager	give	me	fair	feedback?	Or	will	I	be	in	for	some	unexpected	surprises?The	best	way	to	not	have	a	surprise	on	your	review	is	to	prepare	your	own	self-review,	and	send	it	to
your	manager,	ahead	of	time.	Why	is	this	a	good	idea?	Managers	will	try	to	gather	as	much	information	as	they	can	on	your	work,	when	writing	your	performance	review:	this	is	how	I	do	performance	reviews	for	engineers	on	my	team.	However,	managers	will	not	know	about	everything	you	do.	They	will	also	often	fall	victim	of	the	recency	bias:
weighing	recent	work	more	than	that	in	the	past.If	you	put	in	the	work	to	write	your	own	appraisal	or	self-review,	you	not	only	make	your	manager's	job	easier:	you'll	also	set	yourself	up	for	a	more	fair	review.A	possible	structure	for	your	self-reviewIf	your	company	has	an	evaluation	or	self-review	template,	it's	a	good	idea	to	use	that	one.	For	other
cases,	I've	put	a	template	and	an	example	performance	self-review	together	for	inspiration.	Here's	the	structure	I'd	suggest.1.	State	the	goals/expectations	for	the	periodInstead	of	jumping	in	to	your	achievements,	set	the	stage.	In	your	interpretation,	what	expectations	or	goals	did	you	set	out	to	achieve?	If	your	role	has	expectations	defined,	those
might	well	be	the	expectations.	If	you	had	previously	set	goals	with	your	manager,	list	those.If	you	have	neither	of	them,	summarize	your	understanding	of	your	expectation.	It's	already	a	problem	if	expectations	are	not	clear:	after	the	review,	it	might	be	worth	having	a	follow-up	with	your	manager	to	clarify	what	baseline	expectations	mean	for	you,
and	for	them.Here's	this	section	in	the	example	performance	review	-	one	of	the	goals	was	to	be	more	involved	in	the	engineering	planning	/	RFC	process:Goal	setting	in	a	performance	review	example2.	List	your	accomplishmentsList	out	your	main	results,	and	larger	work	efforts.	Try	to	do	this	in	priority	order.	Use	numbers	to	make	things	more
specifics,	where	you	can	-	and	where	they	add	more	context.Numbers	could	be	things	related	to	the	code	the	code	(number	of	changes,	number	of	languages	worked	with,	number	of	services	worked	on	and	so	on),	to	people	(number	of	people	collaborated	with,	number	of	teams,	number	of	stakeholders),	to	business	impact	(revenue	impact,	reliability
improvements,	efficiency	changes	and	others).	The	self-review	is	an	opportunity	to	put	your	work	in	context:	not	just	the	effort,	but	the	result	of	this	work.For	work	that	has	not	yet	been	shipped,	using	the	estimated	impact	should	work	just	as	well.	For	example,	assuming	you	are	playing	a	key	role	for	an	in-progress	project,	you	could	say	“On	track	to
save	$500,000/year	by	shipping	Project	Pluto,	where	I	am	owning	the	Luna	and	Titan	components	end-to-end.”Link	to	specifics	where	it	makes	sense,	but	don't	go	overboard.	The	specifics	might	be	design	documents,	notable	code	changes	or	code	reviews,	or	other	artefacts.	Linking	these	could	give	additional	context	to	your	manager,	and	an
opportunity	for	them	to	spot	check	some	of	your	most	impactful	work.If	you	have	a	"work	log	document",	add	a	link	to	it	at	the	bottom	-	here's	an	example	and	template	for	this.	It's	a	helpful	practice	to	keep	a	document	where	you	keep	track	of	the	work	you	do	week-on-week.	Julia	Evans	calls	this	a	brag	document:it	has	other	benefits	on	having	your
work	recognized,	like	you	having	a	better	grip	on	all	the	work	you	do.	If	you	started	doing	this	beforehand,	it	also	makes	creating	your	self-review	much	faster!Here's	an	example	of	listing	out	accomplishments	using	the	above	principles	in	this	example:Accomplishments	list	in	a	performance	review	example3.	Talk	about	the	"how"Most	people	would
stop	by	listing	their	accomplishments.	I	suggest	adding	another	section	where	you	can	list	more	of	the	qualitative	details	on	your	work:	things	that	might	have	not	had	huge	business	impact,	but	show	the	small,	but	important	things.	Things	like	teamwork,	collaboration	and	helping	others.List	examples	of	you	helping	people	within	and	outside	the
team.	This	is	a	great	place	to	mention	thank	yous	you've	gotten	from	people	-	even	quoting	chat	messages	or	emails	you've	received.	Mention	names	of	people	and	teams	who	you	have	helped,	or	whom	you've	gotten	positive	feedback	from.This	section	is	important,	as	your	manager	probably	doesn't	see	even	half	of	the	positive	interactions	you've	had
with	people.	Show	it	to	them.	From		the	example	review:The	qualitative	work	in	the	performance	review	example4.	Reflect	on	levels	and	competenciesYour	manager	will	need	to	give	you	some	kind	of	rating	against	expectations	and	competencies.	Get	ahead	of	this,	and	make	their	job	easier,	while	giving	indication	of	what	you	think	about	your	own
rating.List	expectations	and	competencies,	and	give	examples	on	the	work	that	reflects	these	competencies.If	you	have	good	trust	with	your	manager,	you	could	provide	self-ratings	for	competencies	or	expectations.	If	you	have	less	of	this,	you	could	just	mention	areas	you	have	paid	special	attention	to:	areas	of	focus.	This	is	what	is	shown	in	this
example:Reflecting	on	competencies	in	the	performance	review	exampleTime	well	worth	spendingBefore	every	performance	review	period,	I'd	ask	my	directs	to	spend	time	on	their	self-review.	Many	people	would	leave	it	until	last	minute,	prioritizing	other	work,	including	peer	reviews	ahead	of	this	one.	Some	didn't	even	do	a	self-review.Be	sure	to
spend	time	on	your	self	review,	ahead	of	the	performance	review	process	kicking	off.	If	you	don't	spend	time	here,	you'll	have	little	reason	to	complain	if	your	manager	is	unaware	of	some	of	your	key	achievements,	and	your	feedback	is	more	negative	than	it	would	have	been	-	had	you	put	in	the	work.	You	are	also	missing	an	opportunity	to	reflect	on
all	the	things	you've	done.Of	all	the	"admin"	work	you	do,	this	one	will	have	an	outsized	impact	on	your	career.	So	put	in	the	work.	Subscribe	to	my	weekly	newsletter	to	get	articles	like	this	in	your	inbox.	It's	a	pretty	good	read	-	and	the	#1	tech	newsletter	on	Substack.	As	a	software	engineer,	your	career	growth	and	development	depend	on	a	self-
performance	review.Knowing	what	kind	of	performance	you’ve	achieved	is	key	to	planning	for	the	future	and	setting	goals.	A	comprehensive	Software	Engineer	Self-Performance	Review	can	help	you	assess	your	work,	identify	areas	for	improvement,	and	learn	from	successes.In	this	blog	post,	we	will	look	at	Software	Engineer	Self-Performance
Review	Examples.	You	can	learn	to	create	an	effective	one	for	yourself.	Software	Engineer	Self-Performance	Review	is	a	process	of	assessing	your	work	and	performance	as	a	software	engineer.	It	involves	taking	stock	of	the	accomplishments	you	have	achieved,	the	challenges	you	have	faced,	and	the	areas	where	you	could	improve.This	review	aims
to	gain	insight	into	how	well	you	are	doing	in	your	job.	Identify	any	issues	that	may	be	preventing	progress,	and	plan	for	future	development.	Self-performance	reviews	can	be	an	invaluable	tool	for	software	engineers.	They	allow	them	to	get	an	honest	assessment	of	their	work	from	themselves	rather	than	relying	solely	on	feedback	from	their	manager
or	colleagues.Besides,	self-performance	reviews	can	provide	an	excellent	opportunity	for	personal	growth.	This	is	by	allowing	an	individual	to	reflect	on	what	they	do	well	and	what	they	can	improve.	To	create	an	effective	Software	Engineer	Self-Performance	Review,	you	should	include	the	following	elements:	A	self-performance	review	is	an	excellent
opportunity	to	reflect	on	your	performance	over	the	past	year	or	quarter.	Take	stock	of	what	you	did	well	and	any	areas	for	improvement.	Be	honest	with	yourself	–	this	isn’t	about	patting	yourself	on	the	back;	it’s	about	being	realistic	in	your	assessment	of	where	you	stand.	Once	you	have	identified	your	strengths	and	weaknesses,	set	some	goals	for
improvement.	These	should	be	specific,	measurable,	and	achievable	goals	that	will	help	you	build	upon	existing	strengths	and	address	deficiencies.	Make	sure	to	give	yourself	clear	deadlines	and	review	your	progress	regularly.A	self-performance	review	is	also	a	great	place	to	showcase	the	work	that	you	have	done	in	the	past	year	or	quarter.	Make
sure	to	include	any	successes,	awards,	and	achievements	that	you	are	proud	of	so	that	you	can	look	back	on	them	later.	This	will	also	be	useful	when	it	comes	time	for	your	manager	or	supervisor	to	assess	your	performance	formally.	Track	progress	against	your	goals	and	accomplishments	throughout	the	review	period.	Keeping	detailed	notes
throughout	the	year	will	help	you	effectively	reflect	on	your	performance	during	this	process.	Photo	by	ThisisEngineering	RAEng	on	UnsplashWhen	it	comes	to	performing	a	self-evaluation	as	a	software	engineer,	there	are	specific	metrics	that	you	should	take	into	consideration.	These	include:	This	involves	assessing	the	quality	of	code	written	for	a
particular	project,	including	readability	and	maintainability.	How	quickly	have	you	delivered	projects?	Have	you	met	deadlines	and	kept	up	with	the	pace	of	the	industry?Did	you	identify	solutions	to	any	problems	during	the	development	process?	Did	you	work	well	with	other	team	members	on	a	project?	Could	you	take	charge	of	a	project’s	technical
decisions	and	guide	it	to	success?	Analyzing	these	metrics	can	help	you	determine	where	your	strengths	lie	and	provide	insight	into	areas	where	improvement	is	needed.	It’s	essential	to	be	honest	when	evaluating	yourself	to	make	progress	in	your	career.	Below	are	some	examples	of	Software	Engineer	Self-Performance	Reviews	to	help	guide	your
own:	•	“This	past	year,	I	was	able	to	successfully	complete	3	projects	on	time	and	within	budget.	I	focused	on	code	quality	and	readability,	which	enabled	me	to	deliver	clean	and	maintainable	code.	In	addition,	I	collaborated	effectively	with	my	team	members	in	order	to	identify	solutions	quickly	when	faced	with	obstacles.”	•	“I	am	proud	of	the	work	I
have	done	this	quarter	as	a	software	engineer.	My	code	has	been	well-received	by	peers	and	our	clients	alike,	showing	that	it	is	both	reliable	and	maintainable.	Furthermore,	my	problem-solving	skills	have	been	sharpened	through	working	on	challenging	tasks	that	have	pushed	me	to	think	outside	the	box.”	Software	engineer	self-performance	review
is	vital	in	assessing	and	improving	your	work	performance.	Considering	the	metrics	above,	you	can	create	a	comprehensive	review	that	will	help	you	identify	areas	for	improvement	and	plan	for	future	growth.	So	take	the	time	to	evaluate	yourself	regularly	and	strive	to	become	a	better	software	engineer!	Page	2Performance	reviews	are	an	important
part	of	modern	work	life.	The	goal	is	to	establish	a	positive	relationship	and	help	employees	reach	their	potential,	not	make	them	feel	bad	about	themselves.A	good	review	will	make	the	employee	feel	satisfied	and	reinforced	in	the	tasks	done	well.	Bad	reviews	are	very	uncomfortable;	they	can	take	the	wind	out	of	a	person	and	make	them	question
their	past	work	and	abilities.	This	is	why,	as	a	manager,	you	must	know	how	to	write	a	good	review	–	the	performance	review	examples	below	show	you	how.Performance	reviews	provide	the	opportunity	for	managers	to	assess	the	job	performance	of	their	employees.	They	are	essential	tools	for	identifying	areas	for	improvement	and	setting	goals	for
the	future.	Reviews	are	typically	the	basis	for	job	evaluations	and	promotions.A	standard	for	performance	reviews	is	that	they	should	be	constructive,	objective,	and	results-oriented.	In	this	article,	we	discuss	how	to	write	good	performance	reviews.	We	also	include	some	brilliant	performance	review	examples	you	can	gain	inspiration	from.What	Is	A
Performance	Review?A	performance	review	assesses	an	employee’s	job	performance	over	a	given	period	and	provides	feedback.	The	process	is	an	ongoing	assessment	of	performance,	rated	based	on	ethical,	effective,	and	efficient	job	performance.	An	employee’s	strengths,	weaknesses,	and	achievements	are	all	factored	out	in	a	performance	review.A
performance	review	is	often	used	to	provide	feedback	on	individual	performance,	identify	management	needs,	and	discuss	progress	and	future	goals.	This	is	while	encouraging	continuous	improvement	and	development.Benefits	of	A	Performance	EvaluationPerformance	reviews	benefit	the	employee	and	the	employer	in	several	ways.	Some	of	the
benefits	of	performance	review	include:It	is	an	avenue	to	provide	feedback.	After	a	performance	review,	feedback	is	given	to	employees	on	areas	they	excel	in	and	those	they	need	to	improve	on.It	encourages	growth	in	the	organization.	Performance	review	helps	employees	set	goals	and	identify	areas	they	need	to	improve.Improves	communication.
Performance	reviews	encourage	open	and	honest	communication	between	employees	and	their	managers.	This	helps	to	strengthen	relationships	and	create	a	positive	work	environment.Increases	productivity.	The	process	helps	to	improve	overall	productivity	and	performance	within	the	organization.Enhances	teamwork.	Performance	reviews	help	to
build	teamwork	by	promoting	transparency	and	collaboration	between	team	members.What	to	include	in	a	performance	review?Photo	by	Towfiqu	barbhuiya	on	UnsplashPerformance	reviews	are	not	just	a	tool	for	reflecting	the	performance	of	an	individual.	But	a	vehicle	for	greater	communication	and	improved	understanding	between	managers	and
employees.	It’s	also	great	for	building	stronger,	more	productive	teams.An	effective	performance	review	typically	covers	three	aspects;1.	Employee	Self-reviewUsing	some	performance	review	questions,	conduct	an	employee’s	self-evaluation.	This	will	help	you	better	grasp	how	the	employee	views	themselves.An	employee	self-review	provides	you
with	the	knowledge	necessary	to	establish	expectations	and	guide	the	conversation.2.	Assessment	of	progress	on	their	goalsDuring	the	performance	evaluation,	it	is	critical	to	assess	the	employee’s	progress	on	their	goals.	In	your	review,	describe	how	the	employee	performed	properly	or	did	not	meet	their	deadlines.	Remember	to	be	specific	and
include	relevant	examples.	This	will	enable	the	employee	to	see	where	they	failed	and	need	improvement.3.	Evaluation	of	how	they	workA	critical	assessment	of	how	the	employee	worked	throughout	the	year	is	essential	for	evaluating	the	employee’s	core	competencies.	Include	a	review	of	how	they	fulfilled	their	role	or	fell	short	of	it.	By	including	this
review,	you	cover	not	only	the	employee’s	performance	but	also	the	successes	that	were	accomplished	during	the	year.How	to	Write	A	Performance	ReviewThere	is	no	“correct”	way	to	write	a	performance	review,	and	the	system	will	vary	from	organization	to	organization.	However,	a	clear,	concise,	and	to-the-point	review	works	best.	Ensure	that
your	tone	is	polite,	objective,	fair,	and	honest.Consider	the	following	when	you	write	a	performance	review.1.	Review	the	employee’s	job	descriptionFirst,	review	the	employee’s	job	description	and	any	specific	goals	or	objectives	set	for	them.	This	will	help	you	understand	the	employee’s	responsibilities	and	guide	you	in	writing	the	review.2.	Gather
relevant	data	and	informationCollate	relevant	information	on	the	employee’s	productivity,	quality	of	work,	attendance,	and	any	feedback	or	evaluations	from	customers	and	other	employees.	This	will	give	you	a	clue	of	what	needs	to	be	reviewed.3.	Use	relevant	examples	Always	use	specific	examples	when	writing	about	the	employee’s	strengths	and
areas	for	improvement.	It	helps	to	back	up	your	review.4.	Provide	constructive	criticismConstructive	criticism	is	an	integral	part	of	any	employee	review.	This	helps	to	identify	the	points	for	improvement	to	prevent	further	mishaps.	However,	one	of	the	most	vital	aspects	of	constructive	criticism	is	never	to	offer	a	negative	review	without	first
explaining	the	details.	Also,	provide	the	employee	with	clarity	on	how	they	can	improve.5.	Include	the	positivesPerformance	reviews	offer	a	chance	to	emphasize	excellent	work.	Take	the	time	to	capture	what	the	employee	did	well	and	how	they	performed	excellently.6.	Use	language	carefullyUse	appropriate	language	to	avoid	any	possible
misunderstanding	of	the	performance	review.	Consider	using	a	descriptive,	specific	language.	Use	action	words	while	implementing	a	positive	and	honest	approach	to	writing	a	performance	review.Performance	Review	ExamplesThese	performance	review	examples	will	help	you	better	understand	how	to	structure	your	performance
review.TeamworkJohn	has	consistently	demonstrated	a	high-level	enthusiasm	when	it	comes	to	teamwork.	He	demonstrates	a	remarkable	ability	to	cooperate	with	others.	He	goes	above	and	beyond	his	duties	to	ensure	collective	success.	From	delegating	tasks	to	coordinating	meetings	efficiently,	John	is	a	reliable	asset	that	can	be	depended	upon	in
any	team	environment.	His	innovative	ideas	often	elevate	the	collaborative	efforts	of	the	team,	thus	making	him	a	valued	contributor	to	our	organization.	John	has	displayed	exemplary	teamwork	skills	during	his	tenure	here.	He	is	always	willing	to	lend	a	helping	hand	and	consistently	offers	guidance	to	his	colleagues	whenever	needed.	John’s
willingness	to	work	even	on	complex	tasks	reflects	his	commitment	to	the	team’s	success.	His	industry	knowledge	allows	him	to	offer	insightful	perspectives	that	often	provide	innovative	solutions.	His	attitude	and	understanding	of	teamwork	have	been	integral	in	fostering	an	environment	of	open	communication	between
members.	CreativitySamantha	displays	impressive	creativity	in	her	work.	She	brings	a	unique	and	sophisticated	perspective	to	the	table.	She	consistently	crafts	thoughtful	and	imaginative	solutions	with	an	engaging	style	of	communication.Samantha’s	creativity	is	outstanding;	she	thinks	outside	the	box.	She	also	uses	extensive	language	to	elevate	the
quality	of	his	work	consistently.	She	has	a	natural	aptitude	for	creativity	that	shines	through	his	work.	Samantha	can	easily	generate	new	and	innovative	ideas	while	also	showing	great	attention	to	detail	and	commitment	to	the	task	at	hand.	Her	creative	processes	always	have	an	individual	flair,	and	she	often	takes	risks	exploring	fresh	avenues	of
thought.	ComportmentJohn	exhibits	exemplary	attitude	and	comportment	in	his	daily	work,	confidently	navigating	difficult	conversations	with	uncommon	grace.	He	consistently	demonstrates	good	comportment.	John	exhibits	a	level	of	professionalism	and	graciousness	that	far	surpasses	his	peers.	His	interactions	are	marked	by	an	empathetic
understanding	of	the	situation	and	a	mastery	of	interpersonal	dynamics	that	are	quite	remarkable.	John	speaks	with	poise	and	purpose,	always	engaging	in	thoughtful	dialogue	while	remaining	open-minded	and	responsive	to	feedback.	He	sets	an	example	for	others	on	how	to	behave	and	interact.Customer	serviceSam	has	consistently	demonstrated
exemplary	customer	service,	combining	knowledge,	experience,	and	a	pleasant	demeanor	to	ensure	customer	satisfaction.	His	language	is	engaging	and	witty	while	never	failing	to	convey	the	utmost	professionalism.	He	has	displayed	a	remarkable	aptitude	for	problem-solving,	even	in	challenging	scenarios,	with	innovative	solutions	that	have	proven
highly	effective.LeadershipJohn	is	an	exceptionally	talented	leader,	possessing	a	unique	ability	to	motivate	and	engage	others.	His	expertise	lies	in	his	capacity	to	communicate	effectively	with	others.	John	exhibits	remarkable	tenacity	when	facing	adversity.	He	exemplifies	this	quality	through	his	resourcefulness	and	willingness	to	take	risks	when
necessary.	Furthermore,	he	is	highly	analytical.	He	can	identify	trends	and	correlations	from	disparate	data	sets	quickly	and	efficiently.	He	is	also	great	at	problem-solving	and	works	diligently	to	find	the	optimal	solution.	CommunicationBob	is	an	expert	in	communication	and	interpersonal	relationships.	He	displays	a	high	level	of	fluency	and
creativity.He	eloquently	expresses	his	ideas	with	clarity	and	confidence,	using	colorful	language	and	clever	turns	of	phrases	to	capture	the	reader’s	attention.	His	writing	demonstrates	a	great	understanding	of	complex	topics	and	emotions.	He	never	comes	across	as	robotic	or	formulaic.CompetenceJohn	has	been	a	reliable	and	competent	employee.
He	consistently	displays	an	impressive	level	of	expertise	throughout	his	time	here.	He	has	displayed	his	knowledge	in	tangible	ways,	such	as	providing	solutions	to	problems	and	introducing	innovative	ideas.	His	enthusiasm	for	work	is	commendable.	He	always	looks	out	for	new	opportunities	to	demonstrate	his	proficiency.	John	never	shies	away	from
challenges,	instead	embracing	them	with	determination	and	tenacity.	Final	WordsPerformance	reviews	are	a	necessity	in	any	work	environment	–	they	can	result	in	redirection,	staying	on	track,	and	improvements.As	an	employer,	you	must	focus	on	the	positives	of	the	employee’s	work	before	addressing	areas	that	need	improvement.	You	don’t	want	to
demotivate	or	demoralize	your	employees	by	providing	vague	feedback.	Ensure	that	your	performance	review	makes	the	employee	feels	valued	and	appreciated.	The	performance	review	examples	above	will	come	in	handy!Page	3Performance	reviews	are	an	important	part	of	modern	work	life.	The	goal	is	to	establish	a	positive	relationship	and	help
employees	reach	their	potential,	not	make	them	feel	bad	about	themselves.A	good	review	will	make	the	employee	feel	satisfied	and	reinforced	in	the	tasks	done	well.	Bad	reviews	are	very	uncomfortable;	they	can	take	the	wind	out	of	a	person	and	make	them	question	their	past	work	and	abilities.	This	is	why,	as	a	manager,	you	must	know	how	to	write
a	good	review	–	the	performance	review	examples	below	show	you	how.Performance	reviews	provide	the	opportunity	for	managers	to	assess	the	job	performance	of	their	employees.	They	are	essential	tools	for	identifying	areas	for	improvement	and	setting	goals	for	the	future.	Reviews	are	typically	the	basis	for	job	evaluations	and	promotions.A
standard	for	performance	reviews	is	that	they	should	be	constructive,	objective,	and	results-oriented.	In	this	article,	we	discuss	how	to	write	good	performance	reviews.	We	also	include	some	brilliant	performance	review	examples	you	can	gain	inspiration	from.What	Is	A	Performance	Review?A	performance	review	assesses	an	employee’s	job
performance	over	a	given	period	and	provides	feedback.	The	process	is	an	ongoing	assessment	of	performance,	rated	based	on	ethical,	effective,	and	efficient	job	performance.	An	employee’s	strengths,	weaknesses,	and	achievements	are	all	factored	out	in	a	performance	review.A	performance	review	is	often	used	to	provide	feedback	on	individual
performance,	identify	management	needs,	and	discuss	progress	and	future	goals.	This	is	while	encouraging	continuous	improvement	and	development.Benefits	of	A	Performance	EvaluationPerformance	reviews	benefit	the	employee	and	the	employer	in	several	ways.	Some	of	the	benefits	of	performance	review	include:It	is	an	avenue	to	provide
feedback.	After	a	performance	review,	feedback	is	given	to	employees	on	areas	they	excel	in	and	those	they	need	to	improve	on.It	encourages	growth	in	the	organization.	Performance	review	helps	employees	set	goals	and	identify	areas	they	need	to	improve.Improves	communication.	Performance	reviews	encourage	open	and	honest	communication
between	employees	and	their	managers.	This	helps	to	strengthen	relationships	and	create	a	positive	work	environment.Increases	productivity.	The	process	helps	to	improve	overall	productivity	and	performance	within	the	organization.Enhances	teamwork.	Performance	reviews	help	to	build	teamwork	by	promoting	transparency	and	collaboration
between	team	members.What	to	include	in	a	performance	review?Photo	by	Towfiqu	barbhuiya	on	UnsplashPerformance	reviews	are	not	just	a	tool	for	reflecting	the	performance	of	an	individual.	But	a	vehicle	for	greater	communication	and	improved	understanding	between	managers	and	employees.	It’s	also	great	for	building	stronger,	more
productive	teams.An	effective	performance	review	typically	covers	three	aspects;1.	Employee	Self-reviewUsing	some	performance	review	questions,	conduct	an	employee’s	self-evaluation.	This	will	help	you	better	grasp	how	the	employee	views	themselves.An	employee	self-review	provides	you	with	the	knowledge	necessary	to	establish	expectations
and	guide	the	conversation.2.	Assessment	of	progress	on	their	goalsDuring	the	performance	evaluation,	it	is	critical	to	assess	the	employee’s	progress	on	their	goals.	In	your	review,	describe	how	the	employee	performed	properly	or	did	not	meet	their	deadlines.	Remember	to	be	specific	and	include	relevant	examples.	This	will	enable	the	employee	to
see	where	they	failed	and	need	improvement.3.	Evaluation	of	how	they	workA	critical	assessment	of	how	the	employee	worked	throughout	the	year	is	essential	for	evaluating	the	employee’s	core	competencies.	Include	a	review	of	how	they	fulfilled	their	role	or	fell	short	of	it.	By	including	this	review,	you	cover	not	only	the	employee’s	performance	but
also	the	successes	that	were	accomplished	during	the	year.How	to	Write	A	Performance	ReviewThere	is	no	“correct”	way	to	write	a	performance	review,	and	the	system	will	vary	from	organization	to	organization.	However,	a	clear,	concise,	and	to-the-point	review	works	best.	Ensure	that	your	tone	is	polite,	objective,	fair,	and	honest.Consider	the
following	when	you	write	a	performance	review.1.	Review	the	employee’s	job	descriptionFirst,	review	the	employee’s	job	description	and	any	specific	goals	or	objectives	set	for	them.	This	will	help	you	understand	the	employee’s	responsibilities	and	guide	you	in	writing	the	review.2.	Gather	relevant	data	and	informationCollate	relevant	information	on
the	employee’s	productivity,	quality	of	work,	attendance,	and	any	feedback	or	evaluations	from	customers	and	other	employees.	This	will	give	you	a	clue	of	what	needs	to	be	reviewed.3.	Use	relevant	examples	Always	use	specific	examples	when	writing	about	the	employee’s	strengths	and	areas	for	improvement.	It	helps	to	back	up	your	review.4.
Provide	constructive	criticismConstructive	criticism	is	an	integral	part	of	any	employee	review.	This	helps	to	identify	the	points	for	improvement	to	prevent	further	mishaps.	However,	one	of	the	most	vital	aspects	of	constructive	criticism	is	never	to	offer	a	negative	review	without	first	explaining	the	details.	Also,	provide	the	employee	with	clarity	on
how	they	can	improve.5.	Include	the	positivesPerformance	reviews	offer	a	chance	to	emphasize	excellent	work.	Take	the	time	to	capture	what	the	employee	did	well	and	how	they	performed	excellently.6.	Use	language	carefullyUse	appropriate	language	to	avoid	any	possible	misunderstanding	of	the	performance	review.	Consider	using	a	descriptive,
specific	language.	Use	action	words	while	implementing	a	positive	and	honest	approach	to	writing	a	performance	review.Performance	Review	ExamplesThese	performance	review	examples	will	help	you	better	understand	how	to	structure	your	performance	review.TeamworkJohn	has	consistently	demonstrated	a	high-level	enthusiasm	when	it	comes	to
teamwork.	He	demonstrates	a	remarkable	ability	to	cooperate	with	others.	He	goes	above	and	beyond	his	duties	to	ensure	collective	success.	From	delegating	tasks	to	coordinating	meetings	efficiently,	John	is	a	reliable	asset	that	can	be	depended	upon	in	any	team	environment.	His	innovative	ideas	often	elevate	the	collaborative	efforts	of	the	team,
thus	making	him	a	valued	contributor	to	our	organization.	John	has	displayed	exemplary	teamwork	skills	during	his	tenure	here.	He	is	always	willing	to	lend	a	helping	hand	and	consistently	offers	guidance	to	his	colleagues	whenever	needed.	John’s	willingness	to	work	even	on	complex	tasks	reflects	his	commitment	to	the	team’s	success.	His	industry
knowledge	allows	him	to	offer	insightful	perspectives	that	often	provide	innovative	solutions.	His	attitude	and	understanding	of	teamwork	have	been	integral	in	fostering	an	environment	of	open	communication	between	members.	CreativitySamantha	displays	impressive	creativity	in	her	work.	She	brings	a	unique	and	sophisticated	perspective	to	the
table.	She	consistently	crafts	thoughtful	and	imaginative	solutions	with	an	engaging	style	of	communication.Samantha’s	creativity	is	outstanding;	she	thinks	outside	the	box.	She	also	uses	extensive	language	to	elevate	the	quality	of	his	work	consistently.	She	has	a	natural	aptitude	for	creativity	that	shines	through	his	work.	Samantha	can	easily
generate	new	and	innovative	ideas	while	also	showing	great	attention	to	detail	and	commitment	to	the	task	at	hand.	Her	creative	processes	always	have	an	individual	flair,	and	she	often	takes	risks	exploring	fresh	avenues	of	thought.	ComportmentJohn	exhibits	exemplary	attitude	and	comportment	in	his	daily	work,	confidently	navigating	difficult
conversations	with	uncommon	grace.	He	consistently	demonstrates	good	comportment.	John	exhibits	a	level	of	professionalism	and	graciousness	that	far	surpasses	his	peers.	His	interactions	are	marked	by	an	empathetic	understanding	of	the	situation	and	a	mastery	of	interpersonal	dynamics	that	are	quite	remarkable.	John	speaks	with	poise	and
purpose,	always	engaging	in	thoughtful	dialogue	while	remaining	open-minded	and	responsive	to	feedback.	He	sets	an	example	for	others	on	how	to	behave	and	interact.Customer	serviceSam	has	consistently	demonstrated	exemplary	customer	service,	combining	knowledge,	experience,	and	a	pleasant	demeanor	to	ensure	customer	satisfaction.	His
language	is	engaging	and	witty	while	never	failing	to	convey	the	utmost	professionalism.	He	has	displayed	a	remarkable	aptitude	for	problem-solving,	even	in	challenging	scenarios,	with	innovative	solutions	that	have	proven	highly	effective.LeadershipJohn	is	an	exceptionally	talented	leader,	possessing	a	unique	ability	to	motivate	and	engage	others.
His	expertise	lies	in	his	capacity	to	communicate	effectively	with	others.	John	exhibits	remarkable	tenacity	when	facing	adversity.	He	exemplifies	this	quality	through	his	resourcefulness	and	willingness	to	take	risks	when	necessary.	Furthermore,	he	is	highly	analytical.	He	can	identify	trends	and	correlations	from	disparate	data	sets	quickly	and
efficiently.	He	is	also	great	at	problem-solving	and	works	diligently	to	find	the	optimal	solution.	CommunicationBob	is	an	expert	in	communication	and	interpersonal	relationships.	He	displays	a	high	level	of	fluency	and	creativity.He	eloquently	expresses	his	ideas	with	clarity	and	confidence,	using	colorful	language	and	clever	turns	of	phrases	to
capture	the	reader’s	attention.	His	writing	demonstrates	a	great	understanding	of	complex	topics	and	emotions.	He	never	comes	across	as	robotic	or	formulaic.CompetenceJohn	has	been	a	reliable	and	competent	employee.	He	consistently	displays	an	impressive	level	of	expertise	throughout	his	time	here.	He	has	displayed	his	knowledge	in	tangible
ways,	such	as	providing	solutions	to	problems	and	introducing	innovative	ideas.	His	enthusiasm	for	work	is	commendable.	He	always	looks	out	for	new	opportunities	to	demonstrate	his	proficiency.	John	never	shies	away	from	challenges,	instead	embracing	them	with	determination	and	tenacity.	Final	WordsPerformance	reviews	are	a	necessity	in	any
work	environment	–	they	can	result	in	redirection,	staying	on	track,	and	improvements.As	an	employer,	you	must	focus	on	the	positives	of	the	employee’s	work	before	addressing	areas	that	need	improvement.	You	don’t	want	to	demotivate	or	demoralize	your	employees	by	providing	vague	feedback.	Ensure	that	your	performance	review	makes	the
employee	feels	valued	and	appreciated.	The	performance	review	examples	above	will	come	in	handy!Page	4Performance	reviews	are	an	important	part	of	modern	work	life.	The	goal	is	to	establish	a	positive	relationship	and	help	employees	reach	their	potential,	not	make	them	feel	bad	about	themselves.A	good	review	will	make	the	employee	feel
satisfied	and	reinforced	in	the	tasks	done	well.	Bad	reviews	are	very	uncomfortable;	they	can	take	the	wind	out	of	a	person	and	make	them	question	their	past	work	and	abilities.	This	is	why,	as	a	manager,	you	must	know	how	to	write	a	good	review	–	the	performance	review	examples	below	show	you	how.Performance	reviews	provide	the	opportunity
for	managers	to	assess	the	job	performance	of	their	employees.	They	are	essential	tools	for	identifying	areas	for	improvement	and	setting	goals	for	the	future.	Reviews	are	typically	the	basis	for	job	evaluations	and	promotions.A	standard	for	performance	reviews	is	that	they	should	be	constructive,	objective,	and	results-oriented.	In	this	article,	we
discuss	how	to	write	good	performance	reviews.	We	also	include	some	brilliant	performance	review	examples	you	can	gain	inspiration	from.What	Is	A	Performance	Review?A	performance	review	assesses	an	employee’s	job	performance	over	a	given	period	and	provides	feedback.	The	process	is	an	ongoing	assessment	of	performance,	rated	based	on
ethical,	effective,	and	efficient	job	performance.	An	employee’s	strengths,	weaknesses,	and	achievements	are	all	factored	out	in	a	performance	review.A	performance	review	is	often	used	to	provide	feedback	on	individual	performance,	identify	management	needs,	and	discuss	progress	and	future	goals.	This	is	while	encouraging	continuous
improvement	and	development.Benefits	of	A	Performance	EvaluationPerformance	reviews	benefit	the	employee	and	the	employer	in	several	ways.	Some	of	the	benefits	of	performance	review	include:It	is	an	avenue	to	provide	feedback.	After	a	performance	review,	feedback	is	given	to	employees	on	areas	they	excel	in	and	those	they	need	to	improve
on.It	encourages	growth	in	the	organization.	Performance	review	helps	employees	set	goals	and	identify	areas	they	need	to	improve.Improves	communication.	Performance	reviews	encourage	open	and	honest	communication	between	employees	and	their	managers.	This	helps	to	strengthen	relationships	and	create	a	positive	work
environment.Increases	productivity.	The	process	helps	to	improve	overall	productivity	and	performance	within	the	organization.Enhances	teamwork.	Performance	reviews	help	to	build	teamwork	by	promoting	transparency	and	collaboration	between	team	members.What	to	include	in	a	performance	review?Photo	by	Towfiqu	barbhuiya	on
UnsplashPerformance	reviews	are	not	just	a	tool	for	reflecting	the	performance	of	an	individual.	But	a	vehicle	for	greater	communication	and	improved	understanding	between	managers	and	employees.	It’s	also	great	for	building	stronger,	more	productive	teams.An	effective	performance	review	typically	covers	three	aspects;1.	Employee	Self-
reviewUsing	some	performance	review	questions,	conduct	an	employee’s	self-evaluation.	This	will	help	you	better	grasp	how	the	employee	views	themselves.An	employee	self-review	provides	you	with	the	knowledge	necessary	to	establish	expectations	and	guide	the	conversation.2.	Assessment	of	progress	on	their	goalsDuring	the	performance
evaluation,	it	is	critical	to	assess	the	employee’s	progress	on	their	goals.	In	your	review,	describe	how	the	employee	performed	properly	or	did	not	meet	their	deadlines.	Remember	to	be	specific	and	include	relevant	examples.	This	will	enable	the	employee	to	see	where	they	failed	and	need	improvement.3.	Evaluation	of	how	they	workA	critical
assessment	of	how	the	employee	worked	throughout	the	year	is	essential	for	evaluating	the	employee’s	core	competencies.	Include	a	review	of	how	they	fulfilled	their	role	or	fell	short	of	it.	By	including	this	review,	you	cover	not	only	the	employee’s	performance	but	also	the	successes	that	were	accomplished	during	the	year.How	to	Write	A
Performance	ReviewThere	is	no	“correct”	way	to	write	a	performance	review,	and	the	system	will	vary	from	organization	to	organization.	However,	a	clear,	concise,	and	to-the-point	review	works	best.	Ensure	that	your	tone	is	polite,	objective,	fair,	and	honest.Consider	the	following	when	you	write	a	performance	review.1.	Review	the	employee’s	job
descriptionFirst,	review	the	employee’s	job	description	and	any	specific	goals	or	objectives	set	for	them.	This	will	help	you	understand	the	employee’s	responsibilities	and	guide	you	in	writing	the	review.2.	Gather	relevant	data	and	informationCollate	relevant	information	on	the	employee’s	productivity,	quality	of	work,	attendance,	and	any	feedback	or
evaluations	from	customers	and	other	employees.	This	will	give	you	a	clue	of	what	needs	to	be	reviewed.3.	Use	relevant	examples	Always	use	specific	examples	when	writing	about	the	employee’s	strengths	and	areas	for	improvement.	It	helps	to	back	up	your	review.4.	Provide	constructive	criticismConstructive	criticism	is	an	integral	part	of	any
employee	review.	This	helps	to	identify	the	points	for	improvement	to	prevent	further	mishaps.	However,	one	of	the	most	vital	aspects	of	constructive	criticism	is	never	to	offer	a	negative	review	without	first	explaining	the	details.	Also,	provide	the	employee	with	clarity	on	how	they	can	improve.5.	Include	the	positivesPerformance	reviews	offer	a
chance	to	emphasize	excellent	work.	Take	the	time	to	capture	what	the	employee	did	well	and	how	they	performed	excellently.6.	Use	language	carefullyUse	appropriate	language	to	avoid	any	possible	misunderstanding	of	the	performance	review.	Consider	using	a	descriptive,	specific	language.	Use	action	words	while	implementing	a	positive	and
honest	approach	to	writing	a	performance	review.Performance	Review	ExamplesThese	performance	review	examples	will	help	you	better	understand	how	to	structure	your	performance	review.TeamworkJohn	has	consistently	demonstrated	a	high-level	enthusiasm	when	it	comes	to	teamwork.	He	demonstrates	a	remarkable	ability	to	cooperate	with
others.	He	goes	above	and	beyond	his	duties	to	ensure	collective	success.	From	delegating	tasks	to	coordinating	meetings	efficiently,	John	is	a	reliable	asset	that	can	be	depended	upon	in	any	team	environment.	His	innovative	ideas	often	elevate	the	collaborative	efforts	of	the	team,	thus	making	him	a	valued	contributor	to	our	organization.	John	has
displayed	exemplary	teamwork	skills	during	his	tenure	here.	He	is	always	willing	to	lend	a	helping	hand	and	consistently	offers	guidance	to	his	colleagues	whenever	needed.	John’s	willingness	to	work	even	on	complex	tasks	reflects	his	commitment	to	the	team’s	success.	His	industry	knowledge	allows	him	to	offer	insightful	perspectives	that	often
provide	innovative	solutions.	His	attitude	and	understanding	of	teamwork	have	been	integral	in	fostering	an	environment	of	open	communication	between	members.	CreativitySamantha	displays	impressive	creativity	in	her	work.	She	brings	a	unique	and	sophisticated	perspective	to	the	table.	She	consistently	crafts	thoughtful	and	imaginative	solutions
with	an	engaging	style	of	communication.Samantha’s	creativity	is	outstanding;	she	thinks	outside	the	box.	She	also	uses	extensive	language	to	elevate	the	quality	of	his	work	consistently.	She	has	a	natural	aptitude	for	creativity	that	shines	through	his	work.	Samantha	can	easily	generate	new	and	innovative	ideas	while	also	showing	great	attention	to
detail	and	commitment	to	the	task	at	hand.	Her	creative	processes	always	have	an	individual	flair,	and	she	often	takes	risks	exploring	fresh	avenues	of	thought.	ComportmentJohn	exhibits	exemplary	attitude	and	comportment	in	his	daily	work,	confidently	navigating	difficult	conversations	with	uncommon	grace.	He	consistently	demonstrates	good
comportment.	John	exhibits	a	level	of	professionalism	and	graciousness	that	far	surpasses	his	peers.	His	interactions	are	marked	by	an	empathetic	understanding	of	the	situation	and	a	mastery	of	interpersonal	dynamics	that	are	quite	remarkable.	John	speaks	with	poise	and	purpose,	always	engaging	in	thoughtful	dialogue	while	remaining	open-
minded	and	responsive	to	feedback.	He	sets	an	example	for	others	on	how	to	behave	and	interact.Customer	serviceSam	has	consistently	demonstrated	exemplary	customer	service,	combining	knowledge,	experience,	and	a	pleasant	demeanor	to	ensure	customer	satisfaction.	His	language	is	engaging	and	witty	while	never	failing	to	convey	the	utmost
professionalism.	He	has	displayed	a	remarkable	aptitude	for	problem-solving,	even	in	challenging	scenarios,	with	innovative	solutions	that	have	proven	highly	effective.LeadershipJohn	is	an	exceptionally	talented	leader,	possessing	a	unique	ability	to	motivate	and	engage	others.	His	expertise	lies	in	his	capacity	to	communicate	effectively	with
others.	John	exhibits	remarkable	tenacity	when	facing	adversity.	He	exemplifies	this	quality	through	his	resourcefulness	and	willingness	to	take	risks	when	necessary.	Furthermore,	he	is	highly	analytical.	He	can	identify	trends	and	correlations	from	disparate	data	sets	quickly	and	efficiently.	He	is	also	great	at	problem-solving	and	works	diligently	to
find	the	optimal	solution.	CommunicationBob	is	an	expert	in	communication	and	interpersonal	relationships.	He	displays	a	high	level	of	fluency	and	creativity.He	eloquently	expresses	his	ideas	with	clarity	and	confidence,	using	colorful	language	and	clever	turns	of	phrases	to	capture	the	reader’s	attention.	His	writing	demonstrates	a	great
understanding	of	complex	topics	and	emotions.	He	never	comes	across	as	robotic	or	formulaic.CompetenceJohn	has	been	a	reliable	and	competent	employee.	He	consistently	displays	an	impressive	level	of	expertise	throughout	his	time	here.	He	has	displayed	his	knowledge	in	tangible	ways,	such	as	providing	solutions	to	problems	and	introducing
innovative	ideas.	His	enthusiasm	for	work	is	commendable.	He	always	looks	out	for	new	opportunities	to	demonstrate	his	proficiency.	John	never	shies	away	from	challenges,	instead	embracing	them	with	determination	and	tenacity.	Final	WordsPerformance	reviews	are	a	necessity	in	any	work	environment	–	they	can	result	in	redirection,	staying	on
track,	and	improvements.As	an	employer,	you	must	focus	on	the	positives	of	the	employee’s	work	before	addressing	areas	that	need	improvement.	You	don’t	want	to	demotivate	or	demoralize	your	employees	by	providing	vague	feedback.	Ensure	that	your	performance	review	makes	the	employee	feels	valued	and	appreciated.	The	performance	review
examples	above	will	come	in	handy!Page	5Performance	reviews	are	an	important	part	of	modern	work	life.	The	goal	is	to	establish	a	positive	relationship	and	help	employees	reach	their	potential,	not	make	them	feel	bad	about	themselves.A	good	review	will	make	the	employee	feel	satisfied	and	reinforced	in	the	tasks	done	well.	Bad	reviews	are	very
uncomfortable;	they	can	take	the	wind	out	of	a	person	and	make	them	question	their	past	work	and	abilities.	This	is	why,	as	a	manager,	you	must	know	how	to	write	a	good	review	–	the	performance	review	examples	below	show	you	how.Performance	reviews	provide	the	opportunity	for	managers	to	assess	the	job	performance	of	their	employees.	They
are	essential	tools	for	identifying	areas	for	improvement	and	setting	goals	for	the	future.	Reviews	are	typically	the	basis	for	job	evaluations	and	promotions.A	standard	for	performance	reviews	is	that	they	should	be	constructive,	objective,	and	results-oriented.	In	this	article,	we	discuss	how	to	write	good	performance	reviews.	We	also	include	some
brilliant	performance	review	examples	you	can	gain	inspiration	from.What	Is	A	Performance	Review?A	performance	review	assesses	an	employee’s	job	performance	over	a	given	period	and	provides	feedback.	The	process	is	an	ongoing	assessment	of	performance,	rated	based	on	ethical,	effective,	and	efficient	job	performance.	An	employee’s
strengths,	weaknesses,	and	achievements	are	all	factored	out	in	a	performance	review.A	performance	review	is	often	used	to	provide	feedback	on	individual	performance,	identify	management	needs,	and	discuss	progress	and	future	goals.	This	is	while	encouraging	continuous	improvement	and	development.Benefits	of	A	Performance
EvaluationPerformance	reviews	benefit	the	employee	and	the	employer	in	several	ways.	Some	of	the	benefits	of	performance	review	include:It	is	an	avenue	to	provide	feedback.	After	a	performance	review,	feedback	is	given	to	employees	on	areas	they	excel	in	and	those	they	need	to	improve	on.It	encourages	growth	in	the	organization.	Performance
review	helps	employees	set	goals	and	identify	areas	they	need	to	improve.Improves	communication.	Performance	reviews	encourage	open	and	honest	communication	between	employees	and	their	managers.	This	helps	to	strengthen	relationships	and	create	a	positive	work	environment.Increases	productivity.	The	process	helps	to	improve	overall
productivity	and	performance	within	the	organization.Enhances	teamwork.	Performance	reviews	help	to	build	teamwork	by	promoting	transparency	and	collaboration	between	team	members.What	to	include	in	a	performance	review?Photo	by	Towfiqu	barbhuiya	on	UnsplashPerformance	reviews	are	not	just	a	tool	for	reflecting	the	performance	of	an
individual.	But	a	vehicle	for	greater	communication	and	improved	understanding	between	managers	and	employees.	It’s	also	great	for	building	stronger,	more	productive	teams.An	effective	performance	review	typically	covers	three	aspects;1.	Employee	Self-reviewUsing	some	performance	review	questions,	conduct	an	employee’s	self-evaluation.	This
will	help	you	better	grasp	how	the	employee	views	themselves.An	employee	self-review	provides	you	with	the	knowledge	necessary	to	establish	expectations	and	guide	the	conversation.2.	Assessment	of	progress	on	their	goalsDuring	the	performance	evaluation,	it	is	critical	to	assess	the	employee’s	progress	on	their	goals.	In	your	review,	describe	how
the	employee	performed	properly	or	did	not	meet	their	deadlines.	Remember	to	be	specific	and	include	relevant	examples.	This	will	enable	the	employee	to	see	where	they	failed	and	need	improvement.3.	Evaluation	of	how	they	workA	critical	assessment	of	how	the	employee	worked	throughout	the	year	is	essential	for	evaluating	the	employee’s	core
competencies.	Include	a	review	of	how	they	fulfilled	their	role	or	fell	short	of	it.	By	including	this	review,	you	cover	not	only	the	employee’s	performance	but	also	the	successes	that	were	accomplished	during	the	year.How	to	Write	A	Performance	ReviewThere	is	no	“correct”	way	to	write	a	performance	review,	and	the	system	will	vary	from
organization	to	organization.	However,	a	clear,	concise,	and	to-the-point	review	works	best.	Ensure	that	your	tone	is	polite,	objective,	fair,	and	honest.Consider	the	following	when	you	write	a	performance	review.1.	Review	the	employee’s	job	descriptionFirst,	review	the	employee’s	job	description	and	any	specific	goals	or	objectives	set	for	them.	This
will	help	you	understand	the	employee’s	responsibilities	and	guide	you	in	writing	the	review.2.	Gather	relevant	data	and	informationCollate	relevant	information	on	the	employee’s	productivity,	quality	of	work,	attendance,	and	any	feedback	or	evaluations	from	customers	and	other	employees.	This	will	give	you	a	clue	of	what	needs	to	be
reviewed.3.	Use	relevant	examples	Always	use	specific	examples	when	writing	about	the	employee’s	strengths	and	areas	for	improvement.	It	helps	to	back	up	your	review.4.	Provide	constructive	criticismConstructive	criticism	is	an	integral	part	of	any	employee	review.	This	helps	to	identify	the	points	for	improvement	to	prevent	further	mishaps.
However,	one	of	the	most	vital	aspects	of	constructive	criticism	is	never	to	offer	a	negative	review	without	first	explaining	the	details.	Also,	provide	the	employee	with	clarity	on	how	they	can	improve.5.	Include	the	positivesPerformance	reviews	offer	a	chance	to	emphasize	excellent	work.	Take	the	time	to	capture	what	the	employee	did	well	and	how
they	performed	excellently.6.	Use	language	carefullyUse	appropriate	language	to	avoid	any	possible	misunderstanding	of	the	performance	review.	Consider	using	a	descriptive,	specific	language.	Use	action	words	while	implementing	a	positive	and	honest	approach	to	writing	a	performance	review.Performance	Review	ExamplesThese	performance
review	examples	will	help	you	better	understand	how	to	structure	your	performance	review.TeamworkJohn	has	consistently	demonstrated	a	high-level	enthusiasm	when	it	comes	to	teamwork.	He	demonstrates	a	remarkable	ability	to	cooperate	with	others.	He	goes	above	and	beyond	his	duties	to	ensure	collective	success.	From	delegating	tasks	to
coordinating	meetings	efficiently,	John	is	a	reliable	asset	that	can	be	depended	upon	in	any	team	environment.	His	innovative	ideas	often	elevate	the	collaborative	efforts	of	the	team,	thus	making	him	a	valued	contributor	to	our	organization.	John	has	displayed	exemplary	teamwork	skills	during	his	tenure	here.	He	is	always	willing	to	lend	a	helping
hand	and	consistently	offers	guidance	to	his	colleagues	whenever	needed.	John’s	willingness	to	work	even	on	complex	tasks	reflects	his	commitment	to	the	team’s	success.	His	industry	knowledge	allows	him	to	offer	insightful	perspectives	that	often	provide	innovative	solutions.	His	attitude	and	understanding	of	teamwork	have	been	integral	in
fostering	an	environment	of	open	communication	between	members.	CreativitySamantha	displays	impressive	creativity	in	her	work.	She	brings	a	unique	and	sophisticated	perspective	to	the	table.	She	consistently	crafts	thoughtful	and	imaginative	solutions	with	an	engaging	style	of	communication.Samantha’s	creativity	is	outstanding;	she	thinks
outside	the	box.	She	also	uses	extensive	language	to	elevate	the	quality	of	his	work	consistently.	She	has	a	natural	aptitude	for	creativity	that	shines	through	his	work.	Samantha	can	easily	generate	new	and	innovative	ideas	while	also	showing	great	attention	to	detail	and	commitment	to	the	task	at	hand.	Her	creative	processes	always	have	an
individual	flair,	and	she	often	takes	risks	exploring	fresh	avenues	of	thought.	ComportmentJohn	exhibits	exemplary	attitude	and	comportment	in	his	daily	work,	confidently	navigating	difficult	conversations	with	uncommon	grace.	He	consistently	demonstrates	good	comportment.	John	exhibits	a	level	of	professionalism	and	graciousness	that	far
surpasses	his	peers.	His	interactions	are	marked	by	an	empathetic	understanding	of	the	situation	and	a	mastery	of	interpersonal	dynamics	that	are	quite	remarkable.	John	speaks	with	poise	and	purpose,	always	engaging	in	thoughtful	dialogue	while	remaining	open-minded	and	responsive	to	feedback.	He	sets	an	example	for	others	on	how	to	behave
and	interact.Customer	serviceSam	has	consistently	demonstrated	exemplary	customer	service,	combining	knowledge,	experience,	and	a	pleasant	demeanor	to	ensure	customer	satisfaction.	His	language	is	engaging	and	witty	while	never	failing	to	convey	the	utmost	professionalism.	He	has	displayed	a	remarkable	aptitude	for	problem-solving,	even	in
challenging	scenarios,	with	innovative	solutions	that	have	proven	highly	effective.LeadershipJohn	is	an	exceptionally	talented	leader,	possessing	a	unique	ability	to	motivate	and	engage	others.	His	expertise	lies	in	his	capacity	to	communicate	effectively	with	others.	John	exhibits	remarkable	tenacity	when	facing	adversity.	He	exemplifies	this	quality



through	his	resourcefulness	and	willingness	to	take	risks	when	necessary.	Furthermore,	he	is	highly	analytical.	He	can	identify	trends	and	correlations	from	disparate	data	sets	quickly	and	efficiently.	He	is	also	great	at	problem-solving	and	works	diligently	to	find	the	optimal	solution.	CommunicationBob	is	an	expert	in	communication	and
interpersonal	relationships.	He	displays	a	high	level	of	fluency	and	creativity.He	eloquently	expresses	his	ideas	with	clarity	and	confidence,	using	colorful	language	and	clever	turns	of	phrases	to	capture	the	reader’s	attention.	His	writing	demonstrates	a	great	understanding	of	complex	topics	and	emotions.	He	never	comes	across	as	robotic	or
formulaic.CompetenceJohn	has	been	a	reliable	and	competent	employee.	He	consistently	displays	an	impressive	level	of	expertise	throughout	his	time	here.	He	has	displayed	his	knowledge	in	tangible	ways,	such	as	providing	solutions	to	problems	and	introducing	innovative	ideas.	His	enthusiasm	for	work	is	commendable.	He	always	looks	out	for	new
opportunities	to	demonstrate	his	proficiency.	John	never	shies	away	from	challenges,	instead	embracing	them	with	determination	and	tenacity.	Final	WordsPerformance	reviews	are	a	necessity	in	any	work	environment	–	they	can	result	in	redirection,	staying	on	track,	and	improvements.As	an	employer,	you	must	focus	on	the	positives	of	the
employee’s	work	before	addressing	areas	that	need	improvement.	You	don’t	want	to	demotivate	or	demoralize	your	employees	by	providing	vague	feedback.	Ensure	that	your	performance	review	makes	the	employee	feels	valued	and	appreciated.	The	performance	review	examples	above	will	come	in	handy!Page	6Performance	reviews	are	an
important	part	of	modern	work	life.	The	goal	is	to	establish	a	positive	relationship	and	help	employees	reach	their	potential,	not	make	them	feel	bad	about	themselves.A	good	review	will	make	the	employee	feel	satisfied	and	reinforced	in	the	tasks	done	well.	Bad	reviews	are	very	uncomfortable;	they	can	take	the	wind	out	of	a	person	and	make	them
question	their	past	work	and	abilities.	This	is	why,	as	a	manager,	you	must	know	how	to	write	a	good	review	–	the	performance	review	examples	below	show	you	how.Performance	reviews	provide	the	opportunity	for	managers	to	assess	the	job	performance	of	their	employees.	They	are	essential	tools	for	identifying	areas	for	improvement	and	setting
goals	for	the	future.	Reviews	are	typically	the	basis	for	job	evaluations	and	promotions.A	standard	for	performance	reviews	is	that	they	should	be	constructive,	objective,	and	results-oriented.	In	this	article,	we	discuss	how	to	write	good	performance	reviews.	We	also	include	some	brilliant	performance	review	examples	you	can	gain	inspiration
from.What	Is	A	Performance	Review?A	performance	review	assesses	an	employee’s	job	performance	over	a	given	period	and	provides	feedback.	The	process	is	an	ongoing	assessment	of	performance,	rated	based	on	ethical,	effective,	and	efficient	job	performance.	An	employee’s	strengths,	weaknesses,	and	achievements	are	all	factored	out	in	a
performance	review.A	performance	review	is	often	used	to	provide	feedback	on	individual	performance,	identify	management	needs,	and	discuss	progress	and	future	goals.	This	is	while	encouraging	continuous	improvement	and	development.Benefits	of	A	Performance	EvaluationPerformance	reviews	benefit	the	employee	and	the	employer	in	several
ways.	Some	of	the	benefits	of	performance	review	include:It	is	an	avenue	to	provide	feedback.	After	a	performance	review,	feedback	is	given	to	employees	on	areas	they	excel	in	and	those	they	need	to	improve	on.It	encourages	growth	in	the	organization.	Performance	review	helps	employees	set	goals	and	identify	areas	they	need	to	improve.Improves
communication.	Performance	reviews	encourage	open	and	honest	communication	between	employees	and	their	managers.	This	helps	to	strengthen	relationships	and	create	a	positive	work	environment.Increases	productivity.	The	process	helps	to	improve	overall	productivity	and	performance	within	the	organization.Enhances	teamwork.	Performance
reviews	help	to	build	teamwork	by	promoting	transparency	and	collaboration	between	team	members.What	to	include	in	a	performance	review?Photo	by	Towfiqu	barbhuiya	on	UnsplashPerformance	reviews	are	not	just	a	tool	for	reflecting	the	performance	of	an	individual.	But	a	vehicle	for	greater	communication	and	improved	understanding	between
managers	and	employees.	It’s	also	great	for	building	stronger,	more	productive	teams.An	effective	performance	review	typically	covers	three	aspects;1.	Employee	Self-reviewUsing	some	performance	review	questions,	conduct	an	employee’s	self-evaluation.	This	will	help	you	better	grasp	how	the	employee	views	themselves.An	employee	self-review
provides	you	with	the	knowledge	necessary	to	establish	expectations	and	guide	the	conversation.2.	Assessment	of	progress	on	their	goalsDuring	the	performance	evaluation,	it	is	critical	to	assess	the	employee’s	progress	on	their	goals.	In	your	review,	describe	how	the	employee	performed	properly	or	did	not	meet	their	deadlines.	Remember	to	be
specific	and	include	relevant	examples.	This	will	enable	the	employee	to	see	where	they	failed	and	need	improvement.3.	Evaluation	of	how	they	workA	critical	assessment	of	how	the	employee	worked	throughout	the	year	is	essential	for	evaluating	the	employee’s	core	competencies.	Include	a	review	of	how	they	fulfilled	their	role	or	fell	short	of	it.	By
including	this	review,	you	cover	not	only	the	employee’s	performance	but	also	the	successes	that	were	accomplished	during	the	year.How	to	Write	A	Performance	ReviewThere	is	no	“correct”	way	to	write	a	performance	review,	and	the	system	will	vary	from	organization	to	organization.	However,	a	clear,	concise,	and	to-the-point	review	works	best.
Ensure	that	your	tone	is	polite,	objective,	fair,	and	honest.Consider	the	following	when	you	write	a	performance	review.1.	Review	the	employee’s	job	descriptionFirst,	review	the	employee’s	job	description	and	any	specific	goals	or	objectives	set	for	them.	This	will	help	you	understand	the	employee’s	responsibilities	and	guide	you	in	writing	the
review.2.	Gather	relevant	data	and	informationCollate	relevant	information	on	the	employee’s	productivity,	quality	of	work,	attendance,	and	any	feedback	or	evaluations	from	customers	and	other	employees.	This	will	give	you	a	clue	of	what	needs	to	be	reviewed.3.	Use	relevant	examples	Always	use	specific	examples	when	writing	about	the
employee’s	strengths	and	areas	for	improvement.	It	helps	to	back	up	your	review.4.	Provide	constructive	criticismConstructive	criticism	is	an	integral	part	of	any	employee	review.	This	helps	to	identify	the	points	for	improvement	to	prevent	further	mishaps.	However,	one	of	the	most	vital	aspects	of	constructive	criticism	is	never	to	offer	a	negative
review	without	first	explaining	the	details.	Also,	provide	the	employee	with	clarity	on	how	they	can	improve.5.	Include	the	positivesPerformance	reviews	offer	a	chance	to	emphasize	excellent	work.	Take	the	time	to	capture	what	the	employee	did	well	and	how	they	performed	excellently.6.	Use	language	carefullyUse	appropriate	language	to	avoid	any
possible	misunderstanding	of	the	performance	review.	Consider	using	a	descriptive,	specific	language.	Use	action	words	while	implementing	a	positive	and	honest	approach	to	writing	a	performance	review.Performance	Review	ExamplesThese	performance	review	examples	will	help	you	better	understand	how	to	structure	your	performance
review.TeamworkJohn	has	consistently	demonstrated	a	high-level	enthusiasm	when	it	comes	to	teamwork.	He	demonstrates	a	remarkable	ability	to	cooperate	with	others.	He	goes	above	and	beyond	his	duties	to	ensure	collective	success.	From	delegating	tasks	to	coordinating	meetings	efficiently,	John	is	a	reliable	asset	that	can	be	depended	upon	in
any	team	environment.	His	innovative	ideas	often	elevate	the	collaborative	efforts	of	the	team,	thus	making	him	a	valued	contributor	to	our	organization.	John	has	displayed	exemplary	teamwork	skills	during	his	tenure	here.	He	is	always	willing	to	lend	a	helping	hand	and	consistently	offers	guidance	to	his	colleagues	whenever	needed.	John’s
willingness	to	work	even	on	complex	tasks	reflects	his	commitment	to	the	team’s	success.	His	industry	knowledge	allows	him	to	offer	insightful	perspectives	that	often	provide	innovative	solutions.	His	attitude	and	understanding	of	teamwork	have	been	integral	in	fostering	an	environment	of	open	communication	between
members.	CreativitySamantha	displays	impressive	creativity	in	her	work.	She	brings	a	unique	and	sophisticated	perspective	to	the	table.	She	consistently	crafts	thoughtful	and	imaginative	solutions	with	an	engaging	style	of	communication.Samantha’s	creativity	is	outstanding;	she	thinks	outside	the	box.	She	also	uses	extensive	language	to	elevate	the
quality	of	his	work	consistently.	She	has	a	natural	aptitude	for	creativity	that	shines	through	his	work.	Samantha	can	easily	generate	new	and	innovative	ideas	while	also	showing	great	attention	to	detail	and	commitment	to	the	task	at	hand.	Her	creative	processes	always	have	an	individual	flair,	and	she	often	takes	risks	exploring	fresh	avenues	of
thought.	ComportmentJohn	exhibits	exemplary	attitude	and	comportment	in	his	daily	work,	confidently	navigating	difficult	conversations	with	uncommon	grace.	He	consistently	demonstrates	good	comportment.	John	exhibits	a	level	of	professionalism	and	graciousness	that	far	surpasses	his	peers.	His	interactions	are	marked	by	an	empathetic
understanding	of	the	situation	and	a	mastery	of	interpersonal	dynamics	that	are	quite	remarkable.	John	speaks	with	poise	and	purpose,	always	engaging	in	thoughtful	dialogue	while	remaining	open-minded	and	responsive	to	feedback.	He	sets	an	example	for	others	on	how	to	behave	and	interact.Customer	serviceSam	has	consistently	demonstrated
exemplary	customer	service,	combining	knowledge,	experience,	and	a	pleasant	demeanor	to	ensure	customer	satisfaction.	His	language	is	engaging	and	witty	while	never	failing	to	convey	the	utmost	professionalism.	He	has	displayed	a	remarkable	aptitude	for	problem-solving,	even	in	challenging	scenarios,	with	innovative	solutions	that	have	proven
highly	effective.LeadershipJohn	is	an	exceptionally	talented	leader,	possessing	a	unique	ability	to	motivate	and	engage	others.	His	expertise	lies	in	his	capacity	to	communicate	effectively	with	others.	John	exhibits	remarkable	tenacity	when	facing	adversity.	He	exemplifies	this	quality	through	his	resourcefulness	and	willingness	to	take	risks	when
necessary.	Furthermore,	he	is	highly	analytical.	He	can	identify	trends	and	correlations	from	disparate	data	sets	quickly	and	efficiently.	He	is	also	great	at	problem-solving	and	works	diligently	to	find	the	optimal	solution.	CommunicationBob	is	an	expert	in	communication	and	interpersonal	relationships.	He	displays	a	high	level	of	fluency	and
creativity.He	eloquently	expresses	his	ideas	with	clarity	and	confidence,	using	colorful	language	and	clever	turns	of	phrases	to	capture	the	reader’s	attention.	His	writing	demonstrates	a	great	understanding	of	complex	topics	and	emotions.	He	never	comes	across	as	robotic	or	formulaic.CompetenceJohn	has	been	a	reliable	and	competent	employee.
He	consistently	displays	an	impressive	level	of	expertise	throughout	his	time	here.	He	has	displayed	his	knowledge	in	tangible	ways,	such	as	providing	solutions	to	problems	and	introducing	innovative	ideas.	His	enthusiasm	for	work	is	commendable.	He	always	looks	out	for	new	opportunities	to	demonstrate	his	proficiency.	John	never	shies	away	from
challenges,	instead	embracing	them	with	determination	and	tenacity.	Final	WordsPerformance	reviews	are	a	necessity	in	any	work	environment	–	they	can	result	in	redirection,	staying	on	track,	and	improvements.As	an	employer,	you	must	focus	on	the	positives	of	the	employee’s	work	before	addressing	areas	that	need	improvement.	You	don’t	want	to
demotivate	or	demoralize	your	employees	by	providing	vague	feedback.	Ensure	that	your	performance	review	makes	the	employee	feels	valued	and	appreciated.	The	performance	review	examples	above	will	come	in	handy!Page	7Performance	reviews	are	an	important	part	of	modern	work	life.	The	goal	is	to	establish	a	positive	relationship	and	help
employees	reach	their	potential,	not	make	them	feel	bad	about	themselves.A	good	review	will	make	the	employee	feel	satisfied	and	reinforced	in	the	tasks	done	well.	Bad	reviews	are	very	uncomfortable;	they	can	take	the	wind	out	of	a	person	and	make	them	question	their	past	work	and	abilities.	This	is	why,	as	a	manager,	you	must	know	how	to	write
a	good	review	–	the	performance	review	examples	below	show	you	how.Performance	reviews	provide	the	opportunity	for	managers	to	assess	the	job	performance	of	their	employees.	They	are	essential	tools	for	identifying	areas	for	improvement	and	setting	goals	for	the	future.	Reviews	are	typically	the	basis	for	job	evaluations	and	promotions.A
standard	for	performance	reviews	is	that	they	should	be	constructive,	objective,	and	results-oriented.	In	this	article,	we	discuss	how	to	write	good	performance	reviews.	We	also	include	some	brilliant	performance	review	examples	you	can	gain	inspiration	from.What	Is	A	Performance	Review?A	performance	review	assesses	an	employee’s	job
performance	over	a	given	period	and	provides	feedback.	The	process	is	an	ongoing	assessment	of	performance,	rated	based	on	ethical,	effective,	and	efficient	job	performance.	An	employee’s	strengths,	weaknesses,	and	achievements	are	all	factored	out	in	a	performance	review.A	performance	review	is	often	used	to	provide	feedback	on	individual
performance,	identify	management	needs,	and	discuss	progress	and	future	goals.	This	is	while	encouraging	continuous	improvement	and	development.Benefits	of	A	Performance	EvaluationPerformance	reviews	benefit	the	employee	and	the	employer	in	several	ways.	Some	of	the	benefits	of	performance	review	include:It	is	an	avenue	to	provide
feedback.	After	a	performance	review,	feedback	is	given	to	employees	on	areas	they	excel	in	and	those	they	need	to	improve	on.It	encourages	growth	in	the	organization.	Performance	review	helps	employees	set	goals	and	identify	areas	they	need	to	improve.Improves	communication.	Performance	reviews	encourage	open	and	honest	communication
between	employees	and	their	managers.	This	helps	to	strengthen	relationships	and	create	a	positive	work	environment.Increases	productivity.	The	process	helps	to	improve	overall	productivity	and	performance	within	the	organization.Enhances	teamwork.	Performance	reviews	help	to	build	teamwork	by	promoting	transparency	and	collaboration
between	team	members.What	to	include	in	a	performance	review?Photo	by	Towfiqu	barbhuiya	on	UnsplashPerformance	reviews	are	not	just	a	tool	for	reflecting	the	performance	of	an	individual.	But	a	vehicle	for	greater	communication	and	improved	understanding	between	managers	and	employees.	It’s	also	great	for	building	stronger,	more
productive	teams.An	effective	performance	review	typically	covers	three	aspects;1.	Employee	Self-reviewUsing	some	performance	review	questions,	conduct	an	employee’s	self-evaluation.	This	will	help	you	better	grasp	how	the	employee	views	themselves.An	employee	self-review	provides	you	with	the	knowledge	necessary	to	establish	expectations
and	guide	the	conversation.2.	Assessment	of	progress	on	their	goalsDuring	the	performance	evaluation,	it	is	critical	to	assess	the	employee’s	progress	on	their	goals.	In	your	review,	describe	how	the	employee	performed	properly	or	did	not	meet	their	deadlines.	Remember	to	be	specific	and	include	relevant	examples.	This	will	enable	the	employee	to
see	where	they	failed	and	need	improvement.3.	Evaluation	of	how	they	workA	critical	assessment	of	how	the	employee	worked	throughout	the	year	is	essential	for	evaluating	the	employee’s	core	competencies.	Include	a	review	of	how	they	fulfilled	their	role	or	fell	short	of	it.	By	including	this	review,	you	cover	not	only	the	employee’s	performance	but
also	the	successes	that	were	accomplished	during	the	year.How	to	Write	A	Performance	ReviewThere	is	no	“correct”	way	to	write	a	performance	review,	and	the	system	will	vary	from	organization	to	organization.	However,	a	clear,	concise,	and	to-the-point	review	works	best.	Ensure	that	your	tone	is	polite,	objective,	fair,	and	honest.Consider	the
following	when	you	write	a	performance	review.1.	Review	the	employee’s	job	descriptionFirst,	review	the	employee’s	job	description	and	any	specific	goals	or	objectives	set	for	them.	This	will	help	you	understand	the	employee’s	responsibilities	and	guide	you	in	writing	the	review.2.	Gather	relevant	data	and	informationCollate	relevant	information	on
the	employee’s	productivity,	quality	of	work,	attendance,	and	any	feedback	or	evaluations	from	customers	and	other	employees.	This	will	give	you	a	clue	of	what	needs	to	be	reviewed.3.	Use	relevant	examples	Always	use	specific	examples	when	writing	about	the	employee’s	strengths	and	areas	for	improvement.	It	helps	to	back	up	your	review.4.
Provide	constructive	criticismConstructive	criticism	is	an	integral	part	of	any	employee	review.	This	helps	to	identify	the	points	for	improvement	to	prevent	further	mishaps.	However,	one	of	the	most	vital	aspects	of	constructive	criticism	is	never	to	offer	a	negative	review	without	first	explaining	the	details.	Also,	provide	the	employee	with	clarity	on
how	they	can	improve.5.	Include	the	positivesPerformance	reviews	offer	a	chance	to	emphasize	excellent	work.	Take	the	time	to	capture	what	the	employee	did	well	and	how	they	performed	excellently.6.	Use	language	carefullyUse	appropriate	language	to	avoid	any	possible	misunderstanding	of	the	performance	review.	Consider	using	a	descriptive,
specific	language.	Use	action	words	while	implementing	a	positive	and	honest	approach	to	writing	a	performance	review.Performance	Review	ExamplesThese	performance	review	examples	will	help	you	better	understand	how	to	structure	your	performance	review.TeamworkJohn	has	consistently	demonstrated	a	high-level	enthusiasm	when	it	comes	to
teamwork.	He	demonstrates	a	remarkable	ability	to	cooperate	with	others.	He	goes	above	and	beyond	his	duties	to	ensure	collective	success.	From	delegating	tasks	to	coordinating	meetings	efficiently,	John	is	a	reliable	asset	that	can	be	depended	upon	in	any	team	environment.	His	innovative	ideas	often	elevate	the	collaborative	efforts	of	the	team,
thus	making	him	a	valued	contributor	to	our	organization.	John	has	displayed	exemplary	teamwork	skills	during	his	tenure	here.	He	is	always	willing	to	lend	a	helping	hand	and	consistently	offers	guidance	to	his	colleagues	whenever	needed.	John’s	willingness	to	work	even	on	complex	tasks	reflects	his	commitment	to	the	team’s	success.	His	industry
knowledge	allows	him	to	offer	insightful	perspectives	that	often	provide	innovative	solutions.	His	attitude	and	understanding	of	teamwork	have	been	integral	in	fostering	an	environment	of	open	communication	between	members.	CreativitySamantha	displays	impressive	creativity	in	her	work.	She	brings	a	unique	and	sophisticated	perspective	to	the
table.	She	consistently	crafts	thoughtful	and	imaginative	solutions	with	an	engaging	style	of	communication.Samantha’s	creativity	is	outstanding;	she	thinks	outside	the	box.	She	also	uses	extensive	language	to	elevate	the	quality	of	his	work	consistently.	She	has	a	natural	aptitude	for	creativity	that	shines	through	his	work.	Samantha	can	easily
generate	new	and	innovative	ideas	while	also	showing	great	attention	to	detail	and	commitment	to	the	task	at	hand.	Her	creative	processes	always	have	an	individual	flair,	and	she	often	takes	risks	exploring	fresh	avenues	of	thought.	ComportmentJohn	exhibits	exemplary	attitude	and	comportment	in	his	daily	work,	confidently	navigating	difficult
conversations	with	uncommon	grace.	He	consistently	demonstrates	good	comportment.	John	exhibits	a	level	of	professionalism	and	graciousness	that	far	surpasses	his	peers.	His	interactions	are	marked	by	an	empathetic	understanding	of	the	situation	and	a	mastery	of	interpersonal	dynamics	that	are	quite	remarkable.	John	speaks	with	poise	and
purpose,	always	engaging	in	thoughtful	dialogue	while	remaining	open-minded	and	responsive	to	feedback.	He	sets	an	example	for	others	on	how	to	behave	and	interact.Customer	serviceSam	has	consistently	demonstrated	exemplary	customer	service,	combining	knowledge,	experience,	and	a	pleasant	demeanor	to	ensure	customer	satisfaction.	His
language	is	engaging	and	witty	while	never	failing	to	convey	the	utmost	professionalism.	He	has	displayed	a	remarkable	aptitude	for	problem-solving,	even	in	challenging	scenarios,	with	innovative	solutions	that	have	proven	highly	effective.LeadershipJohn	is	an	exceptionally	talented	leader,	possessing	a	unique	ability	to	motivate	and	engage	others.
His	expertise	lies	in	his	capacity	to	communicate	effectively	with	others.	John	exhibits	remarkable	tenacity	when	facing	adversity.	He	exemplifies	this	quality	through	his	resourcefulness	and	willingness	to	take	risks	when	necessary.	Furthermore,	he	is	highly	analytical.	He	can	identify	trends	and	correlations	from	disparate	data	sets	quickly	and
efficiently.	He	is	also	great	at	problem-solving	and	works	diligently	to	find	the	optimal	solution.	CommunicationBob	is	an	expert	in	communication	and	interpersonal	relationships.	He	displays	a	high	level	of	fluency	and	creativity.He	eloquently	expresses	his	ideas	with	clarity	and	confidence,	using	colorful	language	and	clever	turns	of	phrases	to
capture	the	reader’s	attention.	His	writing	demonstrates	a	great	understanding	of	complex	topics	and	emotions.	He	never	comes	across	as	robotic	or	formulaic.CompetenceJohn	has	been	a	reliable	and	competent	employee.	He	consistently	displays	an	impressive	level	of	expertise	throughout	his	time	here.	He	has	displayed	his	knowledge	in	tangible
ways,	such	as	providing	solutions	to	problems	and	introducing	innovative	ideas.	His	enthusiasm	for	work	is	commendable.	He	always	looks	out	for	new	opportunities	to	demonstrate	his	proficiency.	John	never	shies	away	from	challenges,	instead	embracing	them	with	determination	and	tenacity.	Final	WordsPerformance	reviews	are	a	necessity	in	any
work	environment	–	they	can	result	in	redirection,	staying	on	track,	and	improvements.As	an	employer,	you	must	focus	on	the	positives	of	the	employee’s	work	before	addressing	areas	that	need	improvement.	You	don’t	want	to	demotivate	or	demoralize	your	employees	by	providing	vague	feedback.	Ensure	that	your	performance	review	makes	the
employee	feels	valued	and	appreciated.	The	performance	review	examples	above	will	come	in	handy!Page	8Performance	reviews	are	an	important	part	of	modern	work	life.	The	goal	is	to	establish	a	positive	relationship	and	help	employees	reach	their	potential,	not	make	them	feel	bad	about	themselves.A	good	review	will	make	the	employee	feel
satisfied	and	reinforced	in	the	tasks	done	well.	Bad	reviews	are	very	uncomfortable;	they	can	take	the	wind	out	of	a	person	and	make	them	question	their	past	work	and	abilities.	This	is	why,	as	a	manager,	you	must	know	how	to	write	a	good	review	–	the	performance	review	examples	below	show	you	how.Performance	reviews	provide	the	opportunity
for	managers	to	assess	the	job	performance	of	their	employees.	They	are	essential	tools	for	identifying	areas	for	improvement	and	setting	goals	for	the	future.	Reviews	are	typically	the	basis	for	job	evaluations	and	promotions.A	standard	for	performance	reviews	is	that	they	should	be	constructive,	objective,	and	results-oriented.	In	this	article,	we
discuss	how	to	write	good	performance	reviews.	We	also	include	some	brilliant	performance	review	examples	you	can	gain	inspiration	from.What	Is	A	Performance	Review?A	performance	review	assesses	an	employee’s	job	performance	over	a	given	period	and	provides	feedback.	The	process	is	an	ongoing	assessment	of	performance,	rated	based	on
ethical,	effective,	and	efficient	job	performance.	An	employee’s	strengths,	weaknesses,	and	achievements	are	all	factored	out	in	a	performance	review.A	performance	review	is	often	used	to	provide	feedback	on	individual	performance,	identify	management	needs,	and	discuss	progress	and	future	goals.	This	is	while	encouraging	continuous
improvement	and	development.Benefits	of	A	Performance	EvaluationPerformance	reviews	benefit	the	employee	and	the	employer	in	several	ways.	Some	of	the	benefits	of	performance	review	include:It	is	an	avenue	to	provide	feedback.	After	a	performance	review,	feedback	is	given	to	employees	on	areas	they	excel	in	and	those	they	need	to	improve
on.It	encourages	growth	in	the	organization.	Performance	review	helps	employees	set	goals	and	identify	areas	they	need	to	improve.Improves	communication.	Performance	reviews	encourage	open	and	honest	communication	between	employees	and	their	managers.	This	helps	to	strengthen	relationships	and	create	a	positive	work
environment.Increases	productivity.	The	process	helps	to	improve	overall	productivity	and	performance	within	the	organization.Enhances	teamwork.	Performance	reviews	help	to	build	teamwork	by	promoting	transparency	and	collaboration	between	team	members.What	to	include	in	a	performance	review?Photo	by	Towfiqu	barbhuiya	on
UnsplashPerformance	reviews	are	not	just	a	tool	for	reflecting	the	performance	of	an	individual.	But	a	vehicle	for	greater	communication	and	improved	understanding	between	managers	and	employees.	It’s	also	great	for	building	stronger,	more	productive	teams.An	effective	performance	review	typically	covers	three	aspects;1.	Employee	Self-
reviewUsing	some	performance	review	questions,	conduct	an	employee’s	self-evaluation.	This	will	help	you	better	grasp	how	the	employee	views	themselves.An	employee	self-review	provides	you	with	the	knowledge	necessary	to	establish	expectations	and	guide	the	conversation.2.	Assessment	of	progress	on	their	goalsDuring	the	performance
evaluation,	it	is	critical	to	assess	the	employee’s	progress	on	their	goals.	In	your	review,	describe	how	the	employee	performed	properly	or	did	not	meet	their	deadlines.	Remember	to	be	specific	and	include	relevant	examples.	This	will	enable	the	employee	to	see	where	they	failed	and	need	improvement.3.	Evaluation	of	how	they	workA	critical
assessment	of	how	the	employee	worked	throughout	the	year	is	essential	for	evaluating	the	employee’s	core	competencies.	Include	a	review	of	how	they	fulfilled	their	role	or	fell	short	of	it.	By	including	this	review,	you	cover	not	only	the	employee’s	performance	but	also	the	successes	that	were	accomplished	during	the	year.How	to	Write	A
Performance	ReviewThere	is	no	“correct”	way	to	write	a	performance	review,	and	the	system	will	vary	from	organization	to	organization.	However,	a	clear,	concise,	and	to-the-point	review	works	best.	Ensure	that	your	tone	is	polite,	objective,	fair,	and	honest.Consider	the	following	when	you	write	a	performance	review.1.	Review	the	employee’s	job
descriptionFirst,	review	the	employee’s	job	description	and	any	specific	goals	or	objectives	set	for	them.	This	will	help	you	understand	the	employee’s	responsibilities	and	guide	you	in	writing	the	review.2.	Gather	relevant	data	and	informationCollate	relevant	information	on	the	employee’s	productivity,	quality	of	work,	attendance,	and	any	feedback	or
evaluations	from	customers	and	other	employees.	This	will	give	you	a	clue	of	what	needs	to	be	reviewed.3.	Use	relevant	examples	Always	use	specific	examples	when	writing	about	the	employee’s	strengths	and	areas	for	improvement.	It	helps	to	back	up	your	review.4.	Provide	constructive	criticismConstructive	criticism	is	an	integral	part	of	any
employee	review.	This	helps	to	identify	the	points	for	improvement	to	prevent	further	mishaps.	However,	one	of	the	most	vital	aspects	of	constructive	criticism	is	never	to	offer	a	negative	review	without	first	explaining	the	details.	Also,	provide	the	employee	with	clarity	on	how	they	can	improve.5.	Include	the	positivesPerformance	reviews	offer	a
chance	to	emphasize	excellent	work.	Take	the	time	to	capture	what	the	employee	did	well	and	how	they	performed	excellently.6.	Use	language	carefullyUse	appropriate	language	to	avoid	any	possible	misunderstanding	of	the	performance	review.	Consider	using	a	descriptive,	specific	language.	Use	action	words	while	implementing	a	positive	and
honest	approach	to	writing	a	performance	review.Performance	Review	ExamplesThese	performance	review	examples	will	help	you	better	understand	how	to	structure	your	performance	review.TeamworkJohn	has	consistently	demonstrated	a	high-level	enthusiasm	when	it	comes	to	teamwork.	He	demonstrates	a	remarkable	ability	to	cooperate	with
others.	He	goes	above	and	beyond	his	duties	to	ensure	collective	success.	From	delegating	tasks	to	coordinating	meetings	efficiently,	John	is	a	reliable	asset	that	can	be	depended	upon	in	any	team	environment.	His	innovative	ideas	often	elevate	the	collaborative	efforts	of	the	team,	thus	making	him	a	valued	contributor	to	our	organization.	John	has
displayed	exemplary	teamwork	skills	during	his	tenure	here.	He	is	always	willing	to	lend	a	helping	hand	and	consistently	offers	guidance	to	his	colleagues	whenever	needed.	John’s	willingness	to	work	even	on	complex	tasks	reflects	his	commitment	to	the	team’s	success.	His	industry	knowledge	allows	him	to	offer	insightful	perspectives	that	often
provide	innovative	solutions.	His	attitude	and	understanding	of	teamwork	have	been	integral	in	fostering	an	environment	of	open	communication	between	members.	CreativitySamantha	displays	impressive	creativity	in	her	work.	She	brings	a	unique	and	sophisticated	perspective	to	the	table.	She	consistently	crafts	thoughtful	and	imaginative	solutions
with	an	engaging	style	of	communication.Samantha’s	creativity	is	outstanding;	she	thinks	outside	the	box.	She	also	uses	extensive	language	to	elevate	the	quality	of	his	work	consistently.	She	has	a	natural	aptitude	for	creativity	that	shines	through	his	work.	Samantha	can	easily	generate	new	and	innovative	ideas	while	also	showing	great	attention	to
detail	and	commitment	to	the	task	at	hand.	Her	creative	processes	always	have	an	individual	flair,	and	she	often	takes	risks	exploring	fresh	avenues	of	thought.	ComportmentJohn	exhibits	exemplary	attitude	and	comportment	in	his	daily	work,	confidently	navigating	difficult	conversations	with	uncommon	grace.	He	consistently	demonstrates	good
comportment.	John	exhibits	a	level	of	professionalism	and	graciousness	that	far	surpasses	his	peers.	His	interactions	are	marked	by	an	empathetic	understanding	of	the	situation	and	a	mastery	of	interpersonal	dynamics	that	are	quite	remarkable.	John	speaks	with	poise	and	purpose,	always	engaging	in	thoughtful	dialogue	while	remaining	open-
minded	and	responsive	to	feedback.	He	sets	an	example	for	others	on	how	to	behave	and	interact.Customer	serviceSam	has	consistently	demonstrated	exemplary	customer	service,	combining	knowledge,	experience,	and	a	pleasant	demeanor	to	ensure	customer	satisfaction.	His	language	is	engaging	and	witty	while	never	failing	to	convey	the	utmost
professionalism.	He	has	displayed	a	remarkable	aptitude	for	problem-solving,	even	in	challenging	scenarios,	with	innovative	solutions	that	have	proven	highly	effective.LeadershipJohn	is	an	exceptionally	talented	leader,	possessing	a	unique	ability	to	motivate	and	engage	others.	His	expertise	lies	in	his	capacity	to	communicate	effectively	with
others.	John	exhibits	remarkable	tenacity	when	facing	adversity.	He	exemplifies	this	quality	through	his	resourcefulness	and	willingness	to	take	risks	when	necessary.	Furthermore,	he	is	highly	analytical.	He	can	identify	trends	and	correlations	from	disparate	data	sets	quickly	and	efficiently.	He	is	also	great	at	problem-solving	and	works	diligently	to
find	the	optimal	solution.	CommunicationBob	is	an	expert	in	communication	and	interpersonal	relationships.	He	displays	a	high	level	of	fluency	and	creativity.He	eloquently	expresses	his	ideas	with	clarity	and	confidence,	using	colorful	language	and	clever	turns	of	phrases	to	capture	the	reader’s	attention.	His	writing	demonstrates	a	great
understanding	of	complex	topics	and	emotions.	He	never	comes	across	as	robotic	or	formulaic.CompetenceJohn	has	been	a	reliable	and	competent	employee.	He	consistently	displays	an	impressive	level	of	expertise	throughout	his	time	here.	He	has	displayed	his	knowledge	in	tangible	ways,	such	as	providing	solutions	to	problems	and	introducing
innovative	ideas.	His	enthusiasm	for	work	is	commendable.	He	always	looks	out	for	new	opportunities	to	demonstrate	his	proficiency.	John	never	shies	away	from	challenges,	instead	embracing	them	with	determination	and	tenacity.	Final	WordsPerformance	reviews	are	a	necessity	in	any	work	environment	–	they	can	result	in	redirection,	staying	on
track,	and	improvements.As	an	employer,	you	must	focus	on	the	positives	of	the	employee’s	work	before	addressing	areas	that	need	improvement.	You	don’t	want	to	demotivate	or	demoralize	your	employees	by	providing	vague	feedback.	Ensure	that	your	performance	review	makes	the	employee	feels	valued	and	appreciated.	The	performance	review
examples	above	will	come	in	handy!Page	9Performance	reviews	are	an	important	part	of	modern	work	life.	The	goal	is	to	establish	a	positive	relationship	and	help	employees	reach	their	potential,	not	make	them	feel	bad	about	themselves.A	good	review	will	make	the	employee	feel	satisfied	and	reinforced	in	the	tasks	done	well.	Bad	reviews	are	very
uncomfortable;	they	can	take	the	wind	out	of	a	person	and	make	them	question	their	past	work	and	abilities.	This	is	why,	as	a	manager,	you	must	know	how	to	write	a	good	review	–	the	performance	review	examples	below	show	you	how.Performance	reviews	provide	the	opportunity	for	managers	to	assess	the	job	performance	of	their	employees.	They
are	essential	tools	for	identifying	areas	for	improvement	and	setting	goals	for	the	future.	Reviews	are	typically	the	basis	for	job	evaluations	and	promotions.A	standard	for	performance	reviews	is	that	they	should	be	constructive,	objective,	and	results-oriented.	In	this	article,	we	discuss	how	to	write	good	performance	reviews.	We	also	include	some
brilliant	performance	review	examples	you	can	gain	inspiration	from.What	Is	A	Performance	Review?A	performance	review	assesses	an	employee’s	job	performance	over	a	given	period	and	provides	feedback.	The	process	is	an	ongoing	assessment	of	performance,	rated	based	on	ethical,	effective,	and	efficient	job	performance.	An	employee’s
strengths,	weaknesses,	and	achievements	are	all	factored	out	in	a	performance	review.A	performance	review	is	often	used	to	provide	feedback	on	individual	performance,	identify	management	needs,	and	discuss	progress	and	future	goals.	This	is	while	encouraging	continuous	improvement	and	development.Benefits	of	A	Performance
EvaluationPerformance	reviews	benefit	the	employee	and	the	employer	in	several	ways.	Some	of	the	benefits	of	performance	review	include:It	is	an	avenue	to	provide	feedback.	After	a	performance	review,	feedback	is	given	to	employees	on	areas	they	excel	in	and	those	they	need	to	improve	on.It	encourages	growth	in	the	organization.	Performance
review	helps	employees	set	goals	and	identify	areas	they	need	to	improve.Improves	communication.	Performance	reviews	encourage	open	and	honest	communication	between	employees	and	their	managers.	This	helps	to	strengthen	relationships	and	create	a	positive	work	environment.Increases	productivity.	The	process	helps	to	improve	overall
productivity	and	performance	within	the	organization.Enhances	teamwork.	Performance	reviews	help	to	build	teamwork	by	promoting	transparency	and	collaboration	between	team	members.What	to	include	in	a	performance	review?Photo	by	Towfiqu	barbhuiya	on	UnsplashPerformance	reviews	are	not	just	a	tool	for	reflecting	the	performance	of	an
individual.	But	a	vehicle	for	greater	communication	and	improved	understanding	between	managers	and	employees.	It’s	also	great	for	building	stronger,	more	productive	teams.An	effective	performance	review	typically	covers	three	aspects;1.	Employee	Self-reviewUsing	some	performance	review	questions,	conduct	an	employee’s	self-evaluation.	This
will	help	you	better	grasp	how	the	employee	views	themselves.An	employee	self-review	provides	you	with	the	knowledge	necessary	to	establish	expectations	and	guide	the	conversation.2.	Assessment	of	progress	on	their	goalsDuring	the	performance	evaluation,	it	is	critical	to	assess	the	employee’s	progress	on	their	goals.	In	your	review,	describe	how
the	employee	performed	properly	or	did	not	meet	their	deadlines.	Remember	to	be	specific	and	include	relevant	examples.	This	will	enable	the	employee	to	see	where	they	failed	and	need	improvement.3.	Evaluation	of	how	they	workA	critical	assessment	of	how	the	employee	worked	throughout	the	year	is	essential	for	evaluating	the	employee’s	core
competencies.	Include	a	review	of	how	they	fulfilled	their	role	or	fell	short	of	it.	By	including	this	review,	you	cover	not	only	the	employee’s	performance	but	also	the	successes	that	were	accomplished	during	the	year.How	to	Write	A	Performance	ReviewThere	is	no	“correct”	way	to	write	a	performance	review,	and	the	system	will	vary	from
organization	to	organization.	However,	a	clear,	concise,	and	to-the-point	review	works	best.	Ensure	that	your	tone	is	polite,	objective,	fair,	and	honest.Consider	the	following	when	you	write	a	performance	review.1.	Review	the	employee’s	job	descriptionFirst,	review	the	employee’s	job	description	and	any	specific	goals	or	objectives	set	for	them.	This
will	help	you	understand	the	employee’s	responsibilities	and	guide	you	in	writing	the	review.2.	Gather	relevant	data	and	informationCollate	relevant	information	on	the	employee’s	productivity,	quality	of	work,	attendance,	and	any	feedback	or	evaluations	from	customers	and	other	employees.	This	will	give	you	a	clue	of	what	needs	to	be
reviewed.3.	Use	relevant	examples	Always	use	specific	examples	when	writing	about	the	employee’s	strengths	and	areas	for	improvement.	It	helps	to	back	up	your	review.4.	Provide	constructive	criticismConstructive	criticism	is	an	integral	part	of	any	employee	review.	This	helps	to	identify	the	points	for	improvement	to	prevent	further	mishaps.
However,	one	of	the	most	vital	aspects	of	constructive	criticism	is	never	to	offer	a	negative	review	without	first	explaining	the	details.	Also,	provide	the	employee	with	clarity	on	how	they	can	improve.5.	Include	the	positivesPerformance	reviews	offer	a	chance	to	emphasize	excellent	work.	Take	the	time	to	capture	what	the	employee	did	well	and	how
they	performed	excellently.6.	Use	language	carefullyUse	appropriate	language	to	avoid	any	possible	misunderstanding	of	the	performance	review.	Consider	using	a	descriptive,	specific	language.	Use	action	words	while	implementing	a	positive	and	honest	approach	to	writing	a	performance	review.Performance	Review	ExamplesThese	performance
review	examples	will	help	you	better	understand	how	to	structure	your	performance	review.TeamworkJohn	has	consistently	demonstrated	a	high-level	enthusiasm	when	it	comes	to	teamwork.	He	demonstrates	a	remarkable	ability	to	cooperate	with	others.	He	goes	above	and	beyond	his	duties	to	ensure	collective	success.	From	delegating	tasks	to
coordinating	meetings	efficiently,	John	is	a	reliable	asset	that	can	be	depended	upon	in	any	team	environment.	His	innovative	ideas	often	elevate	the	collaborative	efforts	of	the	team,	thus	making	him	a	valued	contributor	to	our	organization.	John	has	displayed	exemplary	teamwork	skills	during	his	tenure	here.	He	is	always	willing	to	lend	a	helping
hand	and	consistently	offers	guidance	to	his	colleagues	whenever	needed.	John’s	willingness	to	work	even	on	complex	tasks	reflects	his	commitment	to	the	team’s	success.	His	industry	knowledge	allows	him	to	offer	insightful	perspectives	that	often	provide	innovative	solutions.	His	attitude	and	understanding	of	teamwork	have	been	integral	in
fostering	an	environment	of	open	communication	between	members.	CreativitySamantha	displays	impressive	creativity	in	her	work.	She	brings	a	unique	and	sophisticated	perspective	to	the	table.	She	consistently	crafts	thoughtful	and	imaginative	solutions	with	an	engaging	style	of	communication.Samantha’s	creativity	is	outstanding;	she	thinks
outside	the	box.	She	also	uses	extensive	language	to	elevate	the	quality	of	his	work	consistently.	She	has	a	natural	aptitude	for	creativity	that	shines	through	his	work.	Samantha	can	easily	generate	new	and	innovative	ideas	while	also	showing	great	attention	to	detail	and	commitment	to	the	task	at	hand.	Her	creative	processes	always	have	an
individual	flair,	and	she	often	takes	risks	exploring	fresh	avenues	of	thought.	ComportmentJohn	exhibits	exemplary	attitude	and	comportment	in	his	daily	work,	confidently	navigating	difficult	conversations	with	uncommon	grace.	He	consistently	demonstrates	good	comportment.	John	exhibits	a	level	of	professionalism	and	graciousness	that	far
surpasses	his	peers.	His	interactions	are	marked	by	an	empathetic	understanding	of	the	situation	and	a	mastery	of	interpersonal	dynamics	that	are	quite	remarkable.	John	speaks	with	poise	and	purpose,	always	engaging	in	thoughtful	dialogue	while	remaining	open-minded	and	responsive	to	feedback.	He	sets	an	example	for	others	on	how	to	behave
and	interact.Customer	serviceSam	has	consistently	demonstrated	exemplary	customer	service,	combining	knowledge,	experience,	and	a	pleasant	demeanor	to	ensure	customer	satisfaction.	His	language	is	engaging	and	witty	while	never	failing	to	convey	the	utmost	professionalism.	He	has	displayed	a	remarkable	aptitude	for	problem-solving,	even	in
challenging	scenarios,	with	innovative	solutions	that	have	proven	highly	effective.LeadershipJohn	is	an	exceptionally	talented	leader,	possessing	a	unique	ability	to	motivate	and	engage	others.	His	expertise	lies	in	his	capacity	to	communicate	effectively	with	others.	John	exhibits	remarkable	tenacity	when	facing	adversity.	He	exemplifies	this	quality
through	his	resourcefulness	and	willingness	to	take	risks	when	necessary.	Furthermore,	he	is	highly	analytical.	He	can	identify	trends	and	correlations	from	disparate	data	sets	quickly	and	efficiently.	He	is	also	great	at	problem-solving	and	works	diligently	to	find	the	optimal	solution.	CommunicationBob	is	an	expert	in	communication	and
interpersonal	relationships.	He	displays	a	high	level	of	fluency	and	creativity.He	eloquently	expresses	his	ideas	with	clarity	and	confidence,	using	colorful	language	and	clever	turns	of	phrases	to	capture	the	reader’s	attention.	His	writing	demonstrates	a	great	understanding	of	complex	topics	and	emotions.	He	never	comes	across	as	robotic	or
formulaic.CompetenceJohn	has	been	a	reliable	and	competent	employee.	He	consistently	displays	an	impressive	level	of	expertise	throughout	his	time	here.	He	has	displayed	his	knowledge	in	tangible	ways,	such	as	providing	solutions	to	problems	and	introducing	innovative	ideas.	His	enthusiasm	for	work	is	commendable.	He	always	looks	out	for	new
opportunities	to	demonstrate	his	proficiency.	John	never	shies	away	from	challenges,	instead	embracing	them	with	determination	and	tenacity.	Final	WordsPerformance	reviews	are	a	necessity	in	any	work	environment	–	they	can	result	in	redirection,	staying	on	track,	and	improvements.As	an	employer,	you	must	focus	on	the	positives	of	the
employee’s	work	before	addressing	areas	that	need	improvement.	You	don’t	want	to	demotivate	or	demoralize	your	employees	by	providing	vague	feedback.	Ensure	that	your	performance	review	makes	the	employee	feels	valued	and	appreciated.	The	performance	review	examples	above	will	come	in	handy!Page	10Performance	reviews	are	an
important	part	of	modern	work	life.	The	goal	is	to	establish	a	positive	relationship	and	help	employees	reach	their	potential,	not	make	them	feel	bad	about	themselves.A	good	review	will	make	the	employee	feel	satisfied	and	reinforced	in	the	tasks	done	well.	Bad	reviews	are	very	uncomfortable;	they	can	take	the	wind	out	of	a	person	and	make	them
question	their	past	work	and	abilities.	This	is	why,	as	a	manager,	you	must	know	how	to	write	a	good	review	–	the	performance	review	examples	below	show	you	how.Performance	reviews	provide	the	opportunity	for	managers	to	assess	the	job	performance	of	their	employees.	They	are	essential	tools	for	identifying	areas	for	improvement	and	setting
goals	for	the	future.	Reviews	are	typically	the	basis	for	job	evaluations	and	promotions.A	standard	for	performance	reviews	is	that	they	should	be	constructive,	objective,	and	results-oriented.	In	this	article,	we	discuss	how	to	write	good	performance	reviews.	We	also	include	some	brilliant	performance	review	examples	you	can	gain	inspiration
from.What	Is	A	Performance	Review?A	performance	review	assesses	an	employee’s	job	performance	over	a	given	period	and	provides	feedback.	The	process	is	an	ongoing	assessment	of	performance,	rated	based	on	ethical,	effective,	and	efficient	job	performance.	An	employee’s	strengths,	weaknesses,	and	achievements	are	all	factored	out	in	a
performance	review.A	performance	review	is	often	used	to	provide	feedback	on	individual	performance,	identify	management	needs,	and	discuss	progress	and	future	goals.	This	is	while	encouraging	continuous	improvement	and	development.Benefits	of	A	Performance	EvaluationPerformance	reviews	benefit	the	employee	and	the	employer	in	several
ways.	Some	of	the	benefits	of	performance	review	include:It	is	an	avenue	to	provide	feedback.	After	a	performance	review,	feedback	is	given	to	employees	on	areas	they	excel	in	and	those	they	need	to	improve	on.It	encourages	growth	in	the	organization.	Performance	review	helps	employees	set	goals	and	identify	areas	they	need	to	improve.Improves
communication.	Performance	reviews	encourage	open	and	honest	communication	between	employees	and	their	managers.	This	helps	to	strengthen	relationships	and	create	a	positive	work	environment.Increases	productivity.	The	process	helps	to	improve	overall	productivity	and	performance	within	the	organization.Enhances	teamwork.	Performance
reviews	help	to	build	teamwork	by	promoting	transparency	and	collaboration	between	team	members.What	to	include	in	a	performance	review?Photo	by	Towfiqu	barbhuiya	on	UnsplashPerformance	reviews	are	not	just	a	tool	for	reflecting	the	performance	of	an	individual.	But	a	vehicle	for	greater	communication	and	improved	understanding	between
managers	and	employees.	It’s	also	great	for	building	stronger,	more	productive	teams.An	effective	performance	review	typically	covers	three	aspects;1.	Employee	Self-reviewUsing	some	performance	review	questions,	conduct	an	employee’s	self-evaluation.	This	will	help	you	better	grasp	how	the	employee	views	themselves.An	employee	self-review
provides	you	with	the	knowledge	necessary	to	establish	expectations	and	guide	the	conversation.2.	Assessment	of	progress	on	their	goalsDuring	the	performance	evaluation,	it	is	critical	to	assess	the	employee’s	progress	on	their	goals.	In	your	review,	describe	how	the	employee	performed	properly	or	did	not	meet	their	deadlines.	Remember	to	be
specific	and	include	relevant	examples.	This	will	enable	the	employee	to	see	where	they	failed	and	need	improvement.3.	Evaluation	of	how	they	workA	critical	assessment	of	how	the	employee	worked	throughout	the	year	is	essential	for	evaluating	the	employee’s	core	competencies.	Include	a	review	of	how	they	fulfilled	their	role	or	fell	short	of	it.	By
including	this	review,	you	cover	not	only	the	employee’s	performance	but	also	the	successes	that	were	accomplished	during	the	year.How	to	Write	A	Performance	ReviewThere	is	no	“correct”	way	to	write	a	performance	review,	and	the	system	will	vary	from	organization	to	organization.	However,	a	clear,	concise,	and	to-the-point	review	works	best.
Ensure	that	your	tone	is	polite,	objective,	fair,	and	honest.Consider	the	following	when	you	write	a	performance	review.1.	Review	the	employee’s	job	descriptionFirst,	review	the	employee’s	job	description	and	any	specific	goals	or	objectives	set	for	them.	This	will	help	you	understand	the	employee’s	responsibilities	and	guide	you	in	writing	the
review.2.	Gather	relevant	data	and	informationCollate	relevant	information	on	the	employee’s	productivity,	quality	of	work,	attendance,	and	any	feedback	or	evaluations	from	customers	and	other	employees.	This	will	give	you	a	clue	of	what	needs	to	be	reviewed.3.	Use	relevant	examples	Always	use	specific	examples	when	writing	about	the
employee’s	strengths	and	areas	for	improvement.	It	helps	to	back	up	your	review.4.	Provide	constructive	criticismConstructive	criticism	is	an	integral	part	of	any	employee	review.	This	helps	to	identify	the	points	for	improvement	to	prevent	further	mishaps.	However,	one	of	the	most	vital	aspects	of	constructive	criticism	is	never	to	offer	a	negative
review	without	first	explaining	the	details.	Also,	provide	the	employee	with	clarity	on	how	they	can	improve.5.	Include	the	positivesPerformance	reviews	offer	a	chance	to	emphasize	excellent	work.	Take	the	time	to	capture	what	the	employee	did	well	and	how	they	performed	excellently.6.	Use	language	carefullyUse	appropriate	language	to	avoid	any
possible	misunderstanding	of	the	performance	review.	Consider	using	a	descriptive,	specific	language.	Use	action	words	while	implementing	a	positive	and	honest	approach	to	writing	a	performance	review.Performance	Review	ExamplesThese	performance	review	examples	will	help	you	better	understand	how	to	structure	your	performance
review.TeamworkJohn	has	consistently	demonstrated	a	high-level	enthusiasm	when	it	comes	to	teamwork.	He	demonstrates	a	remarkable	ability	to	cooperate	with	others.	He	goes	above	and	beyond	his	duties	to	ensure	collective	success.	From	delegating	tasks	to	coordinating	meetings	efficiently,	John	is	a	reliable	asset	that	can	be	depended	upon	in
any	team	environment.	His	innovative	ideas	often	elevate	the	collaborative	efforts	of	the	team,	thus	making	him	a	valued	contributor	to	our	organization.	John	has	displayed	exemplary	teamwork	skills	during	his	tenure	here.	He	is	always	willing	to	lend	a	helping	hand	and	consistently	offers	guidance	to	his	colleagues	whenever	needed.	John’s
willingness	to	work	even	on	complex	tasks	reflects	his	commitment	to	the	team’s	success.	His	industry	knowledge	allows	him	to	offer	insightful	perspectives	that	often	provide	innovative	solutions.	His	attitude	and	understanding	of	teamwork	have	been	integral	in	fostering	an	environment	of	open	communication	between
members.	CreativitySamantha	displays	impressive	creativity	in	her	work.	She	brings	a	unique	and	sophisticated	perspective	to	the	table.	She	consistently	crafts	thoughtful	and	imaginative	solutions	with	an	engaging	style	of	communication.Samantha’s	creativity	is	outstanding;	she	thinks	outside	the	box.	She	also	uses	extensive	language	to	elevate	the
quality	of	his	work	consistently.	She	has	a	natural	aptitude	for	creativity	that	shines	through	his	work.	Samantha	can	easily	generate	new	and	innovative	ideas	while	also	showing	great	attention	to	detail	and	commitment	to	the	task	at	hand.	Her	creative	processes	always	have	an	individual	flair,	and	she	often	takes	risks	exploring	fresh	avenues	of
thought.	ComportmentJohn	exhibits	exemplary	attitude	and	comportment	in	his	daily	work,	confidently	navigating	difficult	conversations	with	uncommon	grace.	He	consistently	demonstrates	good	comportment.	John	exhibits	a	level	of	professionalism	and	graciousness	that	far	surpasses	his	peers.	His	interactions	are	marked	by	an	empathetic
understanding	of	the	situation	and	a	mastery	of	interpersonal	dynamics	that	are	quite	remarkable.	John	speaks	with	poise	and	purpose,	always	engaging	in	thoughtful	dialogue	while	remaining	open-minded	and	responsive	to	feedback.	He	sets	an	example	for	others	on	how	to	behave	and	interact.Customer	serviceSam	has	consistently	demonstrated
exemplary	customer	service,	combining	knowledge,	experience,	and	a	pleasant	demeanor	to	ensure	customer	satisfaction.	His	language	is	engaging	and	witty	while	never	failing	to	convey	the	utmost	professionalism.	He	has	displayed	a	remarkable	aptitude	for	problem-solving,	even	in	challenging	scenarios,	with	innovative	solutions	that	have	proven
highly	effective.LeadershipJohn	is	an	exceptionally	talented	leader,	possessing	a	unique	ability	to	motivate	and	engage	others.	His	expertise	lies	in	his	capacity	to	communicate	effectively	with	others.	John	exhibits	remarkable	tenacity	when	facing	adversity.	He	exemplifies	this	quality	through	his	resourcefulness	and	willingness	to	take	risks	when
necessary.	Furthermore,	he	is	highly	analytical.	He	can	identify	trends	and	correlations	from	disparate	data	sets	quickly	and	efficiently.	He	is	also	great	at	problem-solving	and	works	diligently	to	find	the	optimal	solution.	CommunicationBob	is	an	expert	in	communication	and	interpersonal	relationships.	He	displays	a	high	level	of	fluency	and
creativity.He	eloquently	expresses	his	ideas	with	clarity	and	confidence,	using	colorful	language	and	clever	turns	of	phrases	to	capture	the	reader’s	attention.	His	writing	demonstrates	a	great	understanding	of	complex	topics	and	emotions.	He	never	comes	across	as	robotic	or	formulaic.CompetenceJohn	has	been	a	reliable	and	competent	employee.
He	consistently	displays	an	impressive	level	of	expertise	throughout	his	time	here.	He	has	displayed	his	knowledge	in	tangible	ways,	such	as	providing	solutions	to	problems	and	introducing	innovative	ideas.	His	enthusiasm	for	work	is	commendable.	He	always	looks	out	for	new	opportunities	to	demonstrate	his	proficiency.	John	never	shies	away	from
challenges,	instead	embracing	them	with	determination	and	tenacity.	Final	WordsPerformance	reviews	are	a	necessity	in	any	work	environment	–	they	can	result	in	redirection,	staying	on	track,	and	improvements.As	an	employer,	you	must	focus	on	the	positives	of	the	employee’s	work	before	addressing	areas	that	need	improvement.	You	don’t	want	to
demotivate	or	demoralize	your	employees	by	providing	vague	feedback.	Ensure	that	your	performance	review	makes	the	employee	feels	valued	and	appreciated.	The	performance	review	examples	above	will	come	in	handy!Page	11Performance	reviews	are	an	important	part	of	modern	work	life.	The	goal	is	to	establish	a	positive	relationship	and	help
employees	reach	their	potential,	not	make	them	feel	bad	about	themselves.A	good	review	will	make	the	employee	feel	satisfied	and	reinforced	in	the	tasks	done	well.	Bad	reviews	are	very	uncomfortable;	they	can	take	the	wind	out	of	a	person	and	make	them	question	their	past	work	and	abilities.	This	is	why,	as	a	manager,	you	must	know	how	to	write
a	good	review	–	the	performance	review	examples	below	show	you	how.Performance	reviews	provide	the	opportunity	for	managers	to	assess	the	job	performance	of	their	employees.	They	are	essential	tools	for	identifying	areas	for	improvement	and	setting	goals	for	the	future.	Reviews	are	typically	the	basis	for	job	evaluations	and	promotions.A
standard	for	performance	reviews	is	that	they	should	be	constructive,	objective,	and	results-oriented.	In	this	article,	we	discuss	how	to	write	good	performance	reviews.	We	also	include	some	brilliant	performance	review	examples	you	can	gain	inspiration	from.What	Is	A	Performance	Review?A	performance	review	assesses	an	employee’s	job
performance	over	a	given	period	and	provides	feedback.	The	process	is	an	ongoing	assessment	of	performance,	rated	based	on	ethical,	effective,	and	efficient	job	performance.	An	employee’s	strengths,	weaknesses,	and	achievements	are	all	factored	out	in	a	performance	review.A	performance	review	is	often	used	to	provide	feedback	on	individual
performance,	identify	management	needs,	and	discuss	progress	and	future	goals.	This	is	while	encouraging	continuous	improvement	and	development.Benefits	of	A	Performance	EvaluationPerformance	reviews	benefit	the	employee	and	the	employer	in	several	ways.	Some	of	the	benefits	of	performance	review	include:It	is	an	avenue	to	provide
feedback.	After	a	performance	review,	feedback	is	given	to	employees	on	areas	they	excel	in	and	those	they	need	to	improve	on.It	encourages	growth	in	the	organization.	Performance	review	helps	employees	set	goals	and	identify	areas	they	need	to	improve.Improves	communication.	Performance	reviews	encourage	open	and	honest	communication
between	employees	and	their	managers.	This	helps	to	strengthen	relationships	and	create	a	positive	work	environment.Increases	productivity.	The	process	helps	to	improve	overall	productivity	and	performance	within	the	organization.Enhances	teamwork.	Performance	reviews	help	to	build	teamwork	by	promoting	transparency	and	collaboration
between	team	members.What	to	include	in	a	performance	review?Photo	by	Towfiqu	barbhuiya	on	UnsplashPerformance	reviews	are	not	just	a	tool	for	reflecting	the	performance	of	an	individual.	But	a	vehicle	for	greater	communication	and	improved	understanding	between	managers	and	employees.	It’s	also	great	for	building	stronger,	more
productive	teams.An	effective	performance	review	typically	covers	three	aspects;1.	Employee	Self-reviewUsing	some	performance	review	questions,	conduct	an	employee’s	self-evaluation.	This	will	help	you	better	grasp	how	the	employee	views	themselves.An	employee	self-review	provides	you	with	the	knowledge	necessary	to	establish	expectations
and	guide	the	conversation.2.	Assessment	of	progress	on	their	goalsDuring	the	performance	evaluation,	it	is	critical	to	assess	the	employee’s	progress	on	their	goals.	In	your	review,	describe	how	the	employee	performed	properly	or	did	not	meet	their	deadlines.	Remember	to	be	specific	and	include	relevant	examples.	This	will	enable	the	employee	to
see	where	they	failed	and	need	improvement.3.	Evaluation	of	how	they	workA	critical	assessment	of	how	the	employee	worked	throughout	the	year	is	essential	for	evaluating	the	employee’s	core	competencies.	Include	a	review	of	how	they	fulfilled	their	role	or	fell	short	of	it.	By	including	this	review,	you	cover	not	only	the	employee’s	performance	but
also	the	successes	that	were	accomplished	during	the	year.How	to	Write	A	Performance	ReviewThere	is	no	“correct”	way	to	write	a	performance	review,	and	the	system	will	vary	from	organization	to	organization.	However,	a	clear,	concise,	and	to-the-point	review	works	best.	Ensure	that	your	tone	is	polite,	objective,	fair,	and	honest.Consider	the
following	when	you	write	a	performance	review.1.	Review	the	employee’s	job	descriptionFirst,	review	the	employee’s	job	description	and	any	specific	goals	or	objectives	set	for	them.	This	will	help	you	understand	the	employee’s	responsibilities	and	guide	you	in	writing	the	review.2.	Gather	relevant	data	and	informationCollate	relevant	information	on
the	employee’s	productivity,	quality	of	work,	attendance,	and	any	feedback	or	evaluations	from	customers	and	other	employees.	This	will	give	you	a	clue	of	what	needs	to	be	reviewed.3.	Use	relevant	examples	Always	use	specific	examples	when	writing	about	the	employee’s	strengths	and	areas	for	improvement.	It	helps	to	back	up	your	review.4.
Provide	constructive	criticismConstructive	criticism	is	an	integral	part	of	any	employee	review.	This	helps	to	identify	the	points	for	improvement	to	prevent	further	mishaps.	However,	one	of	the	most	vital	aspects	of	constructive	criticism	is	never	to	offer	a	negative	review	without	first	explaining	the	details.	Also,	provide	the	employee	with	clarity	on
how	they	can	improve.5.	Include	the	positivesPerformance	reviews	offer	a	chance	to	emphasize	excellent	work.	Take	the	time	to	capture	what	the	employee	did	well	and	how	they	performed	excellently.6.	Use	language	carefullyUse	appropriate	language	to	avoid	any	possible	misunderstanding	of	the	performance	review.	Consider	using	a	descriptive,
specific	language.	Use	action	words	while	implementing	a	positive	and	honest	approach	to	writing	a	performance	review.Performance	Review	ExamplesThese	performance	review	examples	will	help	you	better	understand	how	to	structure	your	performance	review.TeamworkJohn	has	consistently	demonstrated	a	high-level	enthusiasm	when	it	comes	to
teamwork.	He	demonstrates	a	remarkable	ability	to	cooperate	with	others.	He	goes	above	and	beyond	his	duties	to	ensure	collective	success.	From	delegating	tasks	to	coordinating	meetings	efficiently,	John	is	a	reliable	asset	that	can	be	depended	upon	in	any	team	environment.	His	innovative	ideas	often	elevate	the	collaborative	efforts	of	the	team,
thus	making	him	a	valued	contributor	to	our	organization.	John	has	displayed	exemplary	teamwork	skills	during	his	tenure	here.	He	is	always	willing	to	lend	a	helping	hand	and	consistently	offers	guidance	to	his	colleagues	whenever	needed.	John’s	willingness	to	work	even	on	complex	tasks	reflects	his	commitment	to	the	team’s	success.	His	industry
knowledge	allows	him	to	offer	insightful	perspectives	that	often	provide	innovative	solutions.	His	attitude	and	understanding	of	teamwork	have	been	integral	in	fostering	an	environment	of	open	communication	between	members.	CreativitySamantha	displays	impressive	creativity	in	her	work.	She	brings	a	unique	and	sophisticated	perspective	to	the
table.	She	consistently	crafts	thoughtful	and	imaginative	solutions	with	an	engaging	style	of	communication.Samantha’s	creativity	is	outstanding;	she	thinks	outside	the	box.	She	also	uses	extensive	language	to	elevate	the	quality	of	his	work	consistently.	She	has	a	natural	aptitude	for	creativity	that	shines	through	his	work.	Samantha	can	easily
generate	new	and	innovative	ideas	while	also	showing	great	attention	to	detail	and	commitment	to	the	task	at	hand.	Her	creative	processes	always	have	an	individual	flair,	and	she	often	takes	risks	exploring	fresh	avenues	of	thought.	ComportmentJohn	exhibits	exemplary	attitude	and	comportment	in	his	daily	work,	confidently	navigating	difficult
conversations	with	uncommon	grace.	He	consistently	demonstrates	good	comportment.	John	exhibits	a	level	of	professionalism	and	graciousness	that	far	surpasses	his	peers.	His	interactions	are	marked	by	an	empathetic	understanding	of	the	situation	and	a	mastery	of	interpersonal	dynamics	that	are	quite	remarkable.	John	speaks	with	poise	and
purpose,	always	engaging	in	thoughtful	dialogue	while	remaining	open-minded	and	responsive	to	feedback.	He	sets	an	example	for	others	on	how	to	behave	and	interact.Customer	serviceSam	has	consistently	demonstrated	exemplary	customer	service,	combining	knowledge,	experience,	and	a	pleasant	demeanor	to	ensure	customer	satisfaction.	His
language	is	engaging	and	witty	while	never	failing	to	convey	the	utmost	professionalism.	He	has	displayed	a	remarkable	aptitude	for	problem-solving,	even	in	challenging	scenarios,	with	innovative	solutions	that	have	proven	highly	effective.LeadershipJohn	is	an	exceptionally	talented	leader,	possessing	a	unique	ability	to	motivate	and	engage	others.
His	expertise	lies	in	his	capacity	to	communicate	effectively	with	others.	John	exhibits	remarkable	tenacity	when	facing	adversity.	He	exemplifies	this	quality	through	his	resourcefulness	and	willingness	to	take	risks	when	necessary.	Furthermore,	he	is	highly	analytical.	He	can	identify	trends	and	correlations	from	disparate	data	sets	quickly	and
efficiently.	He	is	also	great	at	problem-solving	and	works	diligently	to	find	the	optimal	solution.	CommunicationBob	is	an	expert	in	communication	and	interpersonal	relationships.	He	displays	a	high	level	of	fluency	and	creativity.He	eloquently	expresses	his	ideas	with	clarity	and	confidence,	using	colorful	language	and	clever	turns	of	phrases	to
capture	the	reader’s	attention.	His	writing	demonstrates	a	great	understanding	of	complex	topics	and	emotions.	He	never	comes	across	as	robotic	or	formulaic.CompetenceJohn	has	been	a	reliable	and	competent	employee.	He	consistently	displays	an	impressive	level	of	expertise	throughout	his	time	here.	He	has	displayed	his	knowledge	in	tangible
ways,	such	as	providing	solutions	to	problems	and	introducing	innovative	ideas.	His	enthusiasm	for	work	is	commendable.	He	always	looks	out	for	new	opportunities	to	demonstrate	his	proficiency.	John	never	shies	away	from	challenges,	instead	embracing	them	with	determination	and	tenacity.	Final	WordsPerformance	reviews	are	a	necessity	in	any
work	environment	–	they	can	result	in	redirection,	staying	on	track,	and	improvements.As	an	employer,	you	must	focus	on	the	positives	of	the	employee’s	work	before	addressing	areas	that	need	improvement.	You	don’t	want	to	demotivate	or	demoralize	your	employees	by	providing	vague	feedback.	Ensure	that	your	performance	review	makes	the
employee	feels	valued	and	appreciated.	The	performance	review	examples	above	will	come	in	handy!Page	12Performance	reviews	are	an	important	part	of	modern	work	life.	The	goal	is	to	establish	a	positive	relationship	and	help	employees	reach	their	potential,	not	make	them	feel	bad	about	themselves.A	good	review	will	make	the	employee	feel
satisfied	and	reinforced	in	the	tasks	done	well.	Bad	reviews	are	very	uncomfortable;	they	can	take	the	wind	out	of	a	person	and	make	them	question	their	past	work	and	abilities.	This	is	why,	as	a	manager,	you	must	know	how	to	write	a	good	review	–	the	performance	review	examples	below	show	you	how.Performance	reviews	provide	the	opportunity
for	managers	to	assess	the	job	performance	of	their	employees.	They	are	essential	tools	for	identifying	areas	for	improvement	and	setting	goals	for	the	future.	Reviews	are	typically	the	basis	for	job	evaluations	and	promotions.A	standard	for	performance	reviews	is	that	they	should	be	constructive,	objective,	and	results-oriented.	In	this	article,	we
discuss	how	to	write	good	performance	reviews.	We	also	include	some	brilliant	performance	review	examples	you	can	gain	inspiration	from.What	Is	A	Performance	Review?A	performance	review	assesses	an	employee’s	job	performance	over	a	given	period	and	provides	feedback.	The	process	is	an	ongoing	assessment	of	performance,	rated	based	on
ethical,	effective,	and	efficient	job	performance.	An	employee’s	strengths,	weaknesses,	and	achievements	are	all	factored	out	in	a	performance	review.A	performance	review	is	often	used	to	provide	feedback	on	individual	performance,	identify	management	needs,	and	discuss	progress	and	future	goals.	This	is	while	encouraging	continuous
improvement	and	development.Benefits	of	A	Performance	EvaluationPerformance	reviews	benefit	the	employee	and	the	employer	in	several	ways.	Some	of	the	benefits	of	performance	review	include:It	is	an	avenue	to	provide	feedback.	After	a	performance	review,	feedback	is	given	to	employees	on	areas	they	excel	in	and	those	they	need	to	improve
on.It	encourages	growth	in	the	organization.	Performance	review	helps	employees	set	goals	and	identify	areas	they	need	to	improve.Improves	communication.	Performance	reviews	encourage	open	and	honest	communication	between	employees	and	their	managers.	This	helps	to	strengthen	relationships	and	create	a	positive	work
environment.Increases	productivity.	The	process	helps	to	improve	overall	productivity	and	performance	within	the	organization.Enhances	teamwork.	Performance	reviews	help	to	build	teamwork	by	promoting	transparency	and	collaboration	between	team	members.What	to	include	in	a	performance	review?Photo	by	Towfiqu	barbhuiya	on
UnsplashPerformance	reviews	are	not	just	a	tool	for	reflecting	the	performance	of	an	individual.	But	a	vehicle	for	greater	communication	and	improved	understanding	between	managers	and	employees.	It’s	also	great	for	building	stronger,	more	productive	teams.An	effective	performance	review	typically	covers	three	aspects;1.	Employee	Self-
reviewUsing	some	performance	review	questions,	conduct	an	employee’s	self-evaluation.	This	will	help	you	better	grasp	how	the	employee	views	themselves.An	employee	self-review	provides	you	with	the	knowledge	necessary	to	establish	expectations	and	guide	the	conversation.2.	Assessment	of	progress	on	their	goalsDuring	the	performance
evaluation,	it	is	critical	to	assess	the	employee’s	progress	on	their	goals.	In	your	review,	describe	how	the	employee	performed	properly	or	did	not	meet	their	deadlines.	Remember	to	be	specific	and	include	relevant	examples.	This	will	enable	the	employee	to	see	where	they	failed	and	need	improvement.3.	Evaluation	of	how	they	workA	critical
assessment	of	how	the	employee	worked	throughout	the	year	is	essential	for	evaluating	the	employee’s	core	competencies.	Include	a	review	of	how	they	fulfilled	their	role	or	fell	short	of	it.	By	including	this	review,	you	cover	not	only	the	employee’s	performance	but	also	the	successes	that	were	accomplished	during	the	year.How	to	Write	A
Performance	ReviewThere	is	no	“correct”	way	to	write	a	performance	review,	and	the	system	will	vary	from	organization	to	organization.	However,	a	clear,	concise,	and	to-the-point	review	works	best.	Ensure	that	your	tone	is	polite,	objective,	fair,	and	honest.Consider	the	following	when	you	write	a	performance	review.1.	Review	the	employee’s	job
descriptionFirst,	review	the	employee’s	job	description	and	any	specific	goals	or	objectives	set	for	them.	This	will	help	you	understand	the	employee’s	responsibilities	and	guide	you	in	writing	the	review.2.	Gather	relevant	data	and	informationCollate	relevant	information	on	the	employee’s	productivity,	quality	of	work,	attendance,	and	any	feedback	or
evaluations	from	customers	and	other	employees.	This	will	give	you	a	clue	of	what	needs	to	be	reviewed.3.	Use	relevant	examples	Always	use	specific	examples	when	writing	about	the	employee’s	strengths	and	areas	for	improvement.	It	helps	to	back	up	your	review.4.	Provide	constructive	criticismConstructive	criticism	is	an	integral	part	of	any
employee	review.	This	helps	to	identify	the	points	for	improvement	to	prevent	further	mishaps.	However,	one	of	the	most	vital	aspects	of	constructive	criticism	is	never	to	offer	a	negative	review	without	first	explaining	the	details.	Also,	provide	the	employee	with	clarity	on	how	they	can	improve.5.	Include	the	positivesPerformance	reviews	offer	a
chance	to	emphasize	excellent	work.	Take	the	time	to	capture	what	the	employee	did	well	and	how	they	performed	excellently.6.	Use	language	carefullyUse	appropriate	language	to	avoid	any	possible	misunderstanding	of	the	performance	review.	Consider	using	a	descriptive,	specific	language.	Use	action	words	while	implementing	a	positive	and
honest	approach	to	writing	a	performance	review.Performance	Review	ExamplesThese	performance	review	examples	will	help	you	better	understand	how	to	structure	your	performance	review.TeamworkJohn	has	consistently	demonstrated	a	high-level	enthusiasm	when	it	comes	to	teamwork.	He	demonstrates	a	remarkable	ability	to	cooperate	with
others.	He	goes	above	and	beyond	his	duties	to	ensure	collective	success.	From	delegating	tasks	to	coordinating	meetings	efficiently,	John	is	a	reliable	asset	that	can	be	depended	upon	in	any	team	environment.	His	innovative	ideas	often	elevate	the	collaborative	efforts	of	the	team,	thus	making	him	a	valued	contributor	to	our	organization.	John	has
displayed	exemplary	teamwork	skills	during	his	tenure	here.	He	is	always	willing	to	lend	a	helping	hand	and	consistently	offers	guidance	to	his	colleagues	whenever	needed.	John’s	willingness	to	work	even	on	complex	tasks	reflects	his	commitment	to	the	team’s	success.	His	industry	knowledge	allows	him	to	offer	insightful	perspectives	that	often
provide	innovative	solutions.	His	attitude	and	understanding	of	teamwork	have	been	integral	in	fostering	an	environment	of	open	communication	between	members.	CreativitySamantha	displays	impressive	creativity	in	her	work.	She	brings	a	unique	and	sophisticated	perspective	to	the	table.	She	consistently	crafts	thoughtful	and	imaginative	solutions
with	an	engaging	style	of	communication.Samantha’s	creativity	is	outstanding;	she	thinks	outside	the	box.	She	also	uses	extensive	language	to	elevate	the	quality	of	his	work	consistently.	She	has	a	natural	aptitude	for	creativity	that	shines	through	his	work.	Samantha	can	easily	generate	new	and	innovative	ideas	while	also	showing	great	attention	to
detail	and	commitment	to	the	task	at	hand.	Her	creative	processes	always	have	an	individual	flair,	and	she	often	takes	risks	exploring	fresh	avenues	of	thought.	ComportmentJohn	exhibits	exemplary	attitude	and	comportment	in	his	daily	work,	confidently	navigating	difficult	conversations	with	uncommon	grace.	He	consistently	demonstrates	good
comportment.	John	exhibits	a	level	of	professionalism	and	graciousness	that	far	surpasses	his	peers.	His	interactions	are	marked	by	an	empathetic	understanding	of	the	situation	and	a	mastery	of	interpersonal	dynamics	that	are	quite	remarkable.	John	speaks	with	poise	and	purpose,	always	engaging	in	thoughtful	dialogue	while	remaining	open-
minded	and	responsive	to	feedback.	He	sets	an	example	for	others	on	how	to	behave	and	interact.Customer	serviceSam	has	consistently	demonstrated	exemplary	customer	service,	combining	knowledge,	experience,	and	a	pleasant	demeanor	to	ensure	customer	satisfaction.	His	language	is	engaging	and	witty	while	never	failing	to	convey	the	utmost
professionalism.	He	has	displayed	a	remarkable	aptitude	for	problem-solving,	even	in	challenging	scenarios,	with	innovative	solutions	that	have	proven	highly	effective.LeadershipJohn	is	an	exceptionally	talented	leader,	possessing	a	unique	ability	to	motivate	and	engage	others.	His	expertise	lies	in	his	capacity	to	communicate	effectively	with



others.	John	exhibits	remarkable	tenacity	when	facing	adversity.	He	exemplifies	this	quality	through	his	resourcefulness	and	willingness	to	take	risks	when	necessary.	Furthermore,	he	is	highly	analytical.	He	can	identify	trends	and	correlations	from	disparate	data	sets	quickly	and	efficiently.	He	is	also	great	at	problem-solving	and	works	diligently	to
find	the	optimal	solution.	CommunicationBob	is	an	expert	in	communication	and	interpersonal	relationships.	He	displays	a	high	level	of	fluency	and	creativity.He	eloquently	expresses	his	ideas	with	clarity	and	confidence,	using	colorful	language	and	clever	turns	of	phrases	to	capture	the	reader’s	attention.	His	writing	demonstrates	a	great
understanding	of	complex	topics	and	emotions.	He	never	comes	across	as	robotic	or	formulaic.CompetenceJohn	has	been	a	reliable	and	competent	employee.	He	consistently	displays	an	impressive	level	of	expertise	throughout	his	time	here.	He	has	displayed	his	knowledge	in	tangible	ways,	such	as	providing	solutions	to	problems	and	introducing
innovative	ideas.	His	enthusiasm	for	work	is	commendable.	He	always	looks	out	for	new	opportunities	to	demonstrate	his	proficiency.	John	never	shies	away	from	challenges,	instead	embracing	them	with	determination	and	tenacity.	Final	WordsPerformance	reviews	are	a	necessity	in	any	work	environment	–	they	can	result	in	redirection,	staying	on
track,	and	improvements.As	an	employer,	you	must	focus	on	the	positives	of	the	employee’s	work	before	addressing	areas	that	need	improvement.	You	don’t	want	to	demotivate	or	demoralize	your	employees	by	providing	vague	feedback.	Ensure	that	your	performance	review	makes	the	employee	feels	valued	and	appreciated.	The	performance	review
examples	above	will	come	in	handy!Page	13Performance	reviews	are	an	important	part	of	modern	work	life.	The	goal	is	to	establish	a	positive	relationship	and	help	employees	reach	their	potential,	not	make	them	feel	bad	about	themselves.A	good	review	will	make	the	employee	feel	satisfied	and	reinforced	in	the	tasks	done	well.	Bad	reviews	are	very
uncomfortable;	they	can	take	the	wind	out	of	a	person	and	make	them	question	their	past	work	and	abilities.	This	is	why,	as	a	manager,	you	must	know	how	to	write	a	good	review	–	the	performance	review	examples	below	show	you	how.Performance	reviews	provide	the	opportunity	for	managers	to	assess	the	job	performance	of	their	employees.	They
are	essential	tools	for	identifying	areas	for	improvement	and	setting	goals	for	the	future.	Reviews	are	typically	the	basis	for	job	evaluations	and	promotions.A	standard	for	performance	reviews	is	that	they	should	be	constructive,	objective,	and	results-oriented.	In	this	article,	we	discuss	how	to	write	good	performance	reviews.	We	also	include	some
brilliant	performance	review	examples	you	can	gain	inspiration	from.What	Is	A	Performance	Review?A	performance	review	assesses	an	employee’s	job	performance	over	a	given	period	and	provides	feedback.	The	process	is	an	ongoing	assessment	of	performance,	rated	based	on	ethical,	effective,	and	efficient	job	performance.	An	employee’s
strengths,	weaknesses,	and	achievements	are	all	factored	out	in	a	performance	review.A	performance	review	is	often	used	to	provide	feedback	on	individual	performance,	identify	management	needs,	and	discuss	progress	and	future	goals.	This	is	while	encouraging	continuous	improvement	and	development.Benefits	of	A	Performance
EvaluationPerformance	reviews	benefit	the	employee	and	the	employer	in	several	ways.	Some	of	the	benefits	of	performance	review	include:It	is	an	avenue	to	provide	feedback.	After	a	performance	review,	feedback	is	given	to	employees	on	areas	they	excel	in	and	those	they	need	to	improve	on.It	encourages	growth	in	the	organization.	Performance
review	helps	employees	set	goals	and	identify	areas	they	need	to	improve.Improves	communication.	Performance	reviews	encourage	open	and	honest	communication	between	employees	and	their	managers.	This	helps	to	strengthen	relationships	and	create	a	positive	work	environment.Increases	productivity.	The	process	helps	to	improve	overall
productivity	and	performance	within	the	organization.Enhances	teamwork.	Performance	reviews	help	to	build	teamwork	by	promoting	transparency	and	collaboration	between	team	members.What	to	include	in	a	performance	review?Photo	by	Towfiqu	barbhuiya	on	UnsplashPerformance	reviews	are	not	just	a	tool	for	reflecting	the	performance	of	an
individual.	But	a	vehicle	for	greater	communication	and	improved	understanding	between	managers	and	employees.	It’s	also	great	for	building	stronger,	more	productive	teams.An	effective	performance	review	typically	covers	three	aspects;1.	Employee	Self-reviewUsing	some	performance	review	questions,	conduct	an	employee’s	self-evaluation.	This
will	help	you	better	grasp	how	the	employee	views	themselves.An	employee	self-review	provides	you	with	the	knowledge	necessary	to	establish	expectations	and	guide	the	conversation.2.	Assessment	of	progress	on	their	goalsDuring	the	performance	evaluation,	it	is	critical	to	assess	the	employee’s	progress	on	their	goals.	In	your	review,	describe	how
the	employee	performed	properly	or	did	not	meet	their	deadlines.	Remember	to	be	specific	and	include	relevant	examples.	This	will	enable	the	employee	to	see	where	they	failed	and	need	improvement.3.	Evaluation	of	how	they	workA	critical	assessment	of	how	the	employee	worked	throughout	the	year	is	essential	for	evaluating	the	employee’s	core
competencies.	Include	a	review	of	how	they	fulfilled	their	role	or	fell	short	of	it.	By	including	this	review,	you	cover	not	only	the	employee’s	performance	but	also	the	successes	that	were	accomplished	during	the	year.How	to	Write	A	Performance	ReviewThere	is	no	“correct”	way	to	write	a	performance	review,	and	the	system	will	vary	from
organization	to	organization.	However,	a	clear,	concise,	and	to-the-point	review	works	best.	Ensure	that	your	tone	is	polite,	objective,	fair,	and	honest.Consider	the	following	when	you	write	a	performance	review.1.	Review	the	employee’s	job	descriptionFirst,	review	the	employee’s	job	description	and	any	specific	goals	or	objectives	set	for	them.	This
will	help	you	understand	the	employee’s	responsibilities	and	guide	you	in	writing	the	review.2.	Gather	relevant	data	and	informationCollate	relevant	information	on	the	employee’s	productivity,	quality	of	work,	attendance,	and	any	feedback	or	evaluations	from	customers	and	other	employees.	This	will	give	you	a	clue	of	what	needs	to	be
reviewed.3.	Use	relevant	examples	Always	use	specific	examples	when	writing	about	the	employee’s	strengths	and	areas	for	improvement.	It	helps	to	back	up	your	review.4.	Provide	constructive	criticismConstructive	criticism	is	an	integral	part	of	any	employee	review.	This	helps	to	identify	the	points	for	improvement	to	prevent	further	mishaps.
However,	one	of	the	most	vital	aspects	of	constructive	criticism	is	never	to	offer	a	negative	review	without	first	explaining	the	details.	Also,	provide	the	employee	with	clarity	on	how	they	can	improve.5.	Include	the	positivesPerformance	reviews	offer	a	chance	to	emphasize	excellent	work.	Take	the	time	to	capture	what	the	employee	did	well	and	how
they	performed	excellently.6.	Use	language	carefullyUse	appropriate	language	to	avoid	any	possible	misunderstanding	of	the	performance	review.	Consider	using	a	descriptive,	specific	language.	Use	action	words	while	implementing	a	positive	and	honest	approach	to	writing	a	performance	review.Performance	Review	ExamplesThese	performance
review	examples	will	help	you	better	understand	how	to	structure	your	performance	review.TeamworkJohn	has	consistently	demonstrated	a	high-level	enthusiasm	when	it	comes	to	teamwork.	He	demonstrates	a	remarkable	ability	to	cooperate	with	others.	He	goes	above	and	beyond	his	duties	to	ensure	collective	success.	From	delegating	tasks	to
coordinating	meetings	efficiently,	John	is	a	reliable	asset	that	can	be	depended	upon	in	any	team	environment.	His	innovative	ideas	often	elevate	the	collaborative	efforts	of	the	team,	thus	making	him	a	valued	contributor	to	our	organization.	John	has	displayed	exemplary	teamwork	skills	during	his	tenure	here.	He	is	always	willing	to	lend	a	helping
hand	and	consistently	offers	guidance	to	his	colleagues	whenever	needed.	John’s	willingness	to	work	even	on	complex	tasks	reflects	his	commitment	to	the	team’s	success.	His	industry	knowledge	allows	him	to	offer	insightful	perspectives	that	often	provide	innovative	solutions.	His	attitude	and	understanding	of	teamwork	have	been	integral	in
fostering	an	environment	of	open	communication	between	members.	CreativitySamantha	displays	impressive	creativity	in	her	work.	She	brings	a	unique	and	sophisticated	perspective	to	the	table.	She	consistently	crafts	thoughtful	and	imaginative	solutions	with	an	engaging	style	of	communication.Samantha’s	creativity	is	outstanding;	she	thinks
outside	the	box.	She	also	uses	extensive	language	to	elevate	the	quality	of	his	work	consistently.	She	has	a	natural	aptitude	for	creativity	that	shines	through	his	work.	Samantha	can	easily	generate	new	and	innovative	ideas	while	also	showing	great	attention	to	detail	and	commitment	to	the	task	at	hand.	Her	creative	processes	always	have	an
individual	flair,	and	she	often	takes	risks	exploring	fresh	avenues	of	thought.	ComportmentJohn	exhibits	exemplary	attitude	and	comportment	in	his	daily	work,	confidently	navigating	difficult	conversations	with	uncommon	grace.	He	consistently	demonstrates	good	comportment.	John	exhibits	a	level	of	professionalism	and	graciousness	that	far
surpasses	his	peers.	His	interactions	are	marked	by	an	empathetic	understanding	of	the	situation	and	a	mastery	of	interpersonal	dynamics	that	are	quite	remarkable.	John	speaks	with	poise	and	purpose,	always	engaging	in	thoughtful	dialogue	while	remaining	open-minded	and	responsive	to	feedback.	He	sets	an	example	for	others	on	how	to	behave
and	interact.Customer	serviceSam	has	consistently	demonstrated	exemplary	customer	service,	combining	knowledge,	experience,	and	a	pleasant	demeanor	to	ensure	customer	satisfaction.	His	language	is	engaging	and	witty	while	never	failing	to	convey	the	utmost	professionalism.	He	has	displayed	a	remarkable	aptitude	for	problem-solving,	even	in
challenging	scenarios,	with	innovative	solutions	that	have	proven	highly	effective.LeadershipJohn	is	an	exceptionally	talented	leader,	possessing	a	unique	ability	to	motivate	and	engage	others.	His	expertise	lies	in	his	capacity	to	communicate	effectively	with	others.	John	exhibits	remarkable	tenacity	when	facing	adversity.	He	exemplifies	this	quality
through	his	resourcefulness	and	willingness	to	take	risks	when	necessary.	Furthermore,	he	is	highly	analytical.	He	can	identify	trends	and	correlations	from	disparate	data	sets	quickly	and	efficiently.	He	is	also	great	at	problem-solving	and	works	diligently	to	find	the	optimal	solution.	CommunicationBob	is	an	expert	in	communication	and
interpersonal	relationships.	He	displays	a	high	level	of	fluency	and	creativity.He	eloquently	expresses	his	ideas	with	clarity	and	confidence,	using	colorful	language	and	clever	turns	of	phrases	to	capture	the	reader’s	attention.	His	writing	demonstrates	a	great	understanding	of	complex	topics	and	emotions.	He	never	comes	across	as	robotic	or
formulaic.CompetenceJohn	has	been	a	reliable	and	competent	employee.	He	consistently	displays	an	impressive	level	of	expertise	throughout	his	time	here.	He	has	displayed	his	knowledge	in	tangible	ways,	such	as	providing	solutions	to	problems	and	introducing	innovative	ideas.	His	enthusiasm	for	work	is	commendable.	He	always	looks	out	for	new
opportunities	to	demonstrate	his	proficiency.	John	never	shies	away	from	challenges,	instead	embracing	them	with	determination	and	tenacity.	Final	WordsPerformance	reviews	are	a	necessity	in	any	work	environment	–	they	can	result	in	redirection,	staying	on	track,	and	improvements.As	an	employer,	you	must	focus	on	the	positives	of	the
employee’s	work	before	addressing	areas	that	need	improvement.	You	don’t	want	to	demotivate	or	demoralize	your	employees	by	providing	vague	feedback.	Ensure	that	your	performance	review	makes	the	employee	feels	valued	and	appreciated.	The	performance	review	examples	above	will	come	in	handy!	Method	to	document	and	evaluate	an
employee's	job	performance	"Performance	evaluation"	redirects	here.	For	the	academic	journal	in	science,	see	Performance	Evaluation.	"Performance	review"	redirects	here.	For	the	television	episode,	see	Performance	Review.	A	performance	appraisal,	also	referred	to	as	a	performance	review,	performance	evaluation,[1]	(career)	development
discussion,[2]	or	employee	appraisal,	sometimes	shortened	to	"PA",[a]	is	a	periodic	and	systematic	process	whereby	the	job	performance	of	an	employee	is	documented	and	evaluated.	This	is	done	after	employees	are	trained	about	work	and	settle	into	their	jobs.	Performance	appraisals	are	a	part	of	career	development	and	consist	of	regular	reviews
of	employee	performance	within	organizations.	Performance	appraisals	are	most	often	conducted	by	an	employee's	immediate	manager	or	line	manager.[3]	While	extensively	practiced,	annual	performance	reviews	have	also	been	criticized[4]	as	providing	feedback	too	infrequently	to	be	useful,	and	some	critics	argue	that	performance	reviews	in
general	do	more	harm	than	good.	It	is	an	element	of	the	principal-agent	framework,	that	describes	the	relationship	of	information	between	the	employer	and	employee,	and	in	this	case	the	direct	effect	and	response	received	when	a	performance	review	is	conducted.[5]	A	performance	appraisal	is	a	systematic,	general	and	periodic	process	that
assesses	an	individual	employee's	job	performance	and	productivity	in	relation	to	certain	pre-established	criteria	and	organizational	objectives.[6][7]	Other	aspects	of	individual	employees	are	considered	as	well,	such	as	organizational	citizenship	behavior,	accomplishments,	potential	for	future	improvement,	strengths	and	weaknesses,	etc.[6][1][8]	To
collect	PA	data,	there	are	three	main	methods:	objective	production,	personnel,	and	judgmental	evaluation.	Judgmental	evaluations	are	the	most	commonly	used	with	a	large	variety	of	evaluation	methods.[1]	Historically,	PA	has	been	conducted	annually	(long-cycle	appraisals);	however,	many	companies	are	moving	towards	shorter	cycles	(every	six
months,	every	quarter),	and	some	have	been	moving	into	short-cycle	(weekly,	bi-weekly)	PA.[9][10]	The	interview	could	function	as	"providing	feedback	to	employees,	counseling	and	developing	employees,	and	conveying	and	discussing	compensation,	job	status,	or	disciplinary	decisions".[9]	PA	is	often	included	in	performance	management	systems.
PA	helps	the	subordinate	answer	two	key	questions:	first,	"What	are	your	expectations	of	me?"	second,	"How	am	I	doing	to	meet	your	expectations?"[11]	Performance	management	systems	are	employed	"to	manage	and	align"	all	of	an	organization's	resources	in	order	to	achieve	highest	possible	performance[1]	and	to	eliminate	distractions	procured
from	individual	agents	that	neglect	the	companies	goals.[5]	"How	performance	is	managed	in	an	organization	determines	to	a	large	extent	the	success	or	failure	of	the	organization.	Therefore,	improving	PA	for	everyone	should	be	among	the	highest	priorities	of	contemporary	organizations".[12]	Some	applications	of	PA	are	compensation,	performance
improvement,	promotions,	termination,	test	validation,	and	more.[13]	While	there	are	many	potential	benefits	of	PA,	there	are	also	some	potential	drawbacks.	For	example,	PA	can	help	facilitate	management-employee	communication;	however,	PA	may	result	in	legal	issues	if	not	executed	appropriately,	as	many	employees	tend	to	be	unsatisfied	with
the	PA	process,	as	well	as,	the	misuse	of	PA's	can	incur	apathy	towards	organizational	goals	and	values.[1][14][15]	PAs	created	in	and	determined	as	useful	in	the	United	States	are	not	necessarily	able	to	be	transferable	cross-culturally.[16]	Performance	appraisals	(PAs)	have	wide-ranging	uses	in	organizations	across	sectors	and	are	intended	to	serve
various	purposes	including:	Performance	improvement	Employee	performance	improvement	is	considered	a	central	purpose	of	PAs	that	contributes	to	enhancing	organizational	effectiveness.[17]	Due	to	greater	demand	for	transparency,	accountability,	and	effective	public	service	delivery.[18]	PAs	in	public	sector	organizations	help	identify	strengths
and	weaknesses,	and	development	opportunities	that	algin	employees'	efforts	with	organizational	and	public	service	goals,	while	enabling	public	sector	employees	to	adjust	their	performance	in	order	to	foster	a	more	effective	government	workforce.[19]	Informing	employment	decisions	PAs	are	used	to	inform	employment	decisions	such	as	promotion,
termination,	and	transfer	of	employees.[20]	Transparent	and	objective	PAs	can	help	ensure	fairness	in	these	employment	decisions	as	well	as	help	identify	high-potential	employees	from	groups	that	may	be	more	traditionally	excluded,	thus,	contributing	to	career	progression	and,	at	the	same	time,	increasing	diversity	in	leadership	positions.[21]	From
a	labor	union	perspective,	PAs	should	be	embedded	within	fair	and	culturally	sensitive	appraisal	systems	and	should	not	reinforce	managerial	bias	or	justify	unfair	terminations	or	promotions,	particularly	for	employees	of	indigenous	background,	women,	and	ethnic	minorities	that	are	often	at	greater	risk	of	being	unfairly	evaluated	due	to	unconscious
bias	or	inequitable	standards.[22]	The	use	of	multisource	feedback	–	incorporating	evaluations	from	peers,	subordinates,	and	customers	to	provide	a	holistic	view	–	over	traditional	supervisory	ratings	may	assist	to	improve	rating	accuracy	by	reducing	leniency	bias	and	centrality	bias[23]	where	raters	may	give	overly	positive	evaluations	or	avoid
extreme	ratings,	respectively.	Organizational	research,	tools	and	practices	Research	shows	that	effective	PAs	are	reliable	indicators	of	employee	competencies	and	future	job	performance.[24]	In	public	sector	organizations	that	serve	diverse	populations,	inclusive	PAs	can	contribute	to	better	hiring	practices	and	employee	development	programs.[25]
Labor	unions	emphasize	that	these	systems	should	reflect	collective	efforts	rather	than	focusing	solely	on	individual	accomplishments,	as	collaboration	is	key	in	creating	an	inclusive	public	workforce.[26]	Communication	PAs	are	used	as	mechanisms	for	feedback,	to	clarify	job	expectations	and	organizational	goals,[18]	and	to	prevent
misunderstandings	that	may	arise,	including	those	stemming	from	cultural	differences.[19]	Transparent	appraisal	systems	also	reduce	the	risk	of	surprise	negative	evaluations,	a	concern	especially	pertinent	for	socially	excluded	groups	that	may	already	face	systemic	bias	in	the	workplace.[27]	Research	has	found	that	face-to-face	discussions	and
continuous	feedback	help	improve	the	performance	appraisal	process	by	enhancing	clarity	and	mutual	understanding.[28]	Development	and	training	PAs	can	assist	in	identifying	training	needs	and	setting	professional	development	goals	fostering	both	individual	growth	and	a	more	skilled	workforce	at	an	organizational	level.[29]	Cognitive	biases	such
as	the	anchoring	effect	and	halo	effect	can	impact	the	accuracy	of	appraisals	used	to	identify	training	and	professional	development	needs	by	relying	too	heavily	on	initial	information	(anchor)	when	making	judgments;	or	a	rater's	overall	positive	impression	of	an	individual,	both	of	which	can	influence	the	assessment	of	performance,	leading	to	biased
judgments	that	influence	evaluations.[30]	Documenting	performance	PAs	serve	the	purpose	of	documenting	appraisal	processes	and	results	–	essential	in	public	sector	organizations,	where	accountability	to	citizens	and	legal	regulations	is	required.	Proper	documentation	ensures	performance	is	recorded	transparently,	safeguarding	all	parties	in	case
of	disputes	around	wrongful	termination	or	discrimination.[31]	Labor	unions	advocate	that	such	documentation	should	be	accessible	to	employees	and	their	representatives,	ensuring	that	vulnerable	employees	are	protected	from	biased	evaluations.[32]	Reward	systems	PAs	are	often	used	to	determine	salary	levels	and	rewards	placing	a	greater
emphasis	on	the	need	for	transparency	in	how	compensation	decisions	are	made.[33]	Research	has	found	that	clear	communication	of	performance	metrics,	management	support,	and	fair	reward	distribution	are	essential	for	successful	reward	implementation.[34]	Job	evaluation	and	selection	Performance	appraisals	also	assist	in	formulating	job
criteria	and	selecting	individuals	suited	for	specific	tasks.	By	identifying	key	competencies,	PAs	help	ensure	that	recruitment	and	selection	processes	are	inclusive,	enabling	public	sector	organizations	to	meet	the	needs	of	diverse	communities.[25]	Motivation	PAs	serve	as	critical	tools	for	motivating	employees.	In	the	public	sector,	where	intrinsic
motivators	such	as	public	service	motivation	often	drive	performance,	PAs	can	enhance	motivation	by	recognizing	the	contributions	of	employees	and	providing	them	with	growth	opportunities.[18]	Public	sector	unions	emphasize	the	importance	of	non-monetary	rewards,	such	as	career	development	or	increased	responsibility,	which	can	be
particularly	meaningful	for	employees	from	groups	that	more	traditionally	suffer	from	social	exclusion,	as	these	provide	pathways	to	leadership	and	broader	representation.[35]	There	are	a	number	of	potential	benefits	of	organizational	performance	management	conducting	formal	performance	appraisals	(PAs).	There	has	been	a	general	consensus	in
the	belief	that	PAs	lead	to	positive	implications	of	organizations.[36]	Furthermore,	PAs	can	benefit	an	organization's	effectiveness.[37]	One	way	is	PAs	can	often	lead	to	giving	individual	workers	feedback	about	their	job	performance.[38][14]	From	this	may	spawn	several	potential	benefits	such	as	the	individual	workers	becoming	more	productive.[39]
Other	potential	benefits	include:	Facilitation	of	communication:	communication	in	organizations	is	considered	an	essential	function	of	worker	motivation.[14]	It	has	been	proposed	that	feedback	from	PAs	aid	in	minimizing	employees'	perceptions	of	uncertainty.[37]	Fundamentally,	feedback	and	management-employee	communication	can	serve	as	a
guide	in	job	performance.[14]	Enhancement	of	employee	focus	through	promoting	trust:	behaviors,	thoughts,	or	other	issues	may	distract	employees	from	their	work,	and	trust	issues	may	be	among	these	distracting	factors.[40]	Such	factors	that	consume	psychological	energy	can	lower	job	performance	and	cause	workers	to	lose	sight	of
organizational	goals.[14]	Properly	constructed	and	utilized	PAs	have	the	ability	to	lower	distracting	factors	and	encourage	trust	within	the	organization.[41]	Goal	setting	and	desired	performance	reinforcement:	organizations	find	it	efficient	to	match	individual	worker's	goals	and	performance	with	organizational	goals.[14]	PAs	provide	room	for
discussion	in	the	collaboration	of	these	individual	and	organizational	goals.[42]	Collaboration	can	also	be	advantageous	by	resulting	in	employee	acceptance	and	satisfaction	of	appraisal	results.[43]	Performance	improvement:	well	constructed	PAs	can	be	valuable	tools	for	communication	with	employees	as	pertaining	to	how	their	job	performance
stands	with	organizational	expectations.[37]	"At	the	organizational	level,	numerous	studies	have	reported	positive	relationships	between	human	resource	management	(HRM)	practices"[14]	and	performance	improvement	at	both	the	individual	and	organizational	levels.	Determination	of	training	needs:	"Employee	training	and	development	are	crucial
components	in	helping	an	organization	achieve	strategic	initiatives".[14][44]	It	has	been	argued	that	for	PAs	to	truly	be	effective,	post-appraisal	opportunities	for	training	and	development	in	problem	areas,	as	determined	by	the	appraisal,	must	be	offered.[45]	PAs	can	be	especially	instrumental	for	identifying	training	needs	of	new	employees.[8]
Finally,	PAs	can	help	in	the	establishment	and	supervision	of	employees'	career	goals.[37]	Despite	all	the	potential	advantages	of	formal	performance	appraisals	(PAs),	there	are	also	potential	drawbacks.	It	has	been	noted	that	determining	the	relationship	between	individual	job	performance	and	organizational	performance	can	be	a	difficult	task.[44]
The	ones	conducting	performance	appraisals,	such	as	line	managers	also	often	face	complexities.[3]	Generally,	there	are	two	overarching	problems	from	which	several	complications	spawn.	One	of	the	problems	with	formal	PAs	is	there	can	be	detrimental	effects	to	the	organization(s)	involved	if	the	appraisals	are	not	used	appropriately.	The	second
problem	with	formal	PAs	is	they	can	be	ineffective	if	the	PA	system	does	not	correspond	with	the	organizational	culture	and	system.[14]	Potential	complications	that	may	arise:	Detrimental	impact	to	performance	improvement:	It	has	been	proposed	that	the	use	of	PA	systems	in	organizations	adversely	affects	organizations'	pursuits	of	quality
performance.[46]	It	is	believed	by	some	scholars	and	practitioners	that	the	use	of	PAs	is	unnecessary	if	there	is	total	quality	management.[42]	Subjective	evaluations:	Subjectivity	is	related	to	judgement	based	on	a	supervisor's	subjective	impressions	and	opinions,	which	can	be	expressed	through	the	use	of	subjective	performance	measures,	ex	post
flexibility	in	the	weighting	of	objective	performance	measures,	or	ex	post	discretional	adjustment,	all	of	which	are	based	on	factors	other	than	performance	measures	specified	ex	ante.	Traditional	performance	appraisals	are	often	based	upon	a	manager's	or	supervisor's	perceptions	of	an	employee's	performance	and	employees	are	evaluated
subjectively	rather	than	objectively.	Therefore,	the	review	may	be	influenced	by	many	non-performance	factors	such	as	employee	'likeability',	personal	prejudices,	ease	of	management,	and	previous	mistakes	or	successes.	Reviews	should	instead	be	based	on	data-supported,	measurable	behaviors	and	results	within	the	performers	control.[47]
Negative	perceptions:	"Quite	often,	individuals	have	negative	perceptions	of	PAs".[36]	Receiving,	or	the	anticipation	of	receiving,	a	PA	can	be	uncomfortable	and	distressful[37]	and	potentially	cause	"tension	between	supervisors	and	subordinates".[39]	If	the	person	being	appraised	does	not	trust	their	employer,	appraiser	or	believe	that	they	will
benefit	from	the	process	it	may	become	a	"tick	box"	exercise.[48]	Central	tendency:	This	is	where	the	evaluator	fails	to	make	extreme	ratings	to	either	direction-low	or	high	but	remains	at	the	intermediate.	The	evaluator	fails	to	use	extremes	of	the	scale	and	uses	the	central	points	e.g.	rating	all	employees	as	average.[49]	Inflationary	pressure:	This	is
where	there	is	low	differentiation	with	the	upper	range	of	the	rating	choices	defining	outstanding	performance	as	90	or	above	good	as	90	or	above,	average	or	above	70	or	above	and	inadequate	performance	as	anything	below	70	leaves	one	wonder	for	a	promotion.[50]	Errors:	Performance	appraisals	should	provide	accurate	and	relevant	ratings	of	an
employee's	performance	as	compared	to	pre-established	criteria/goals	(i.e.	organizational	expectations).[51]	Nevertheless,	supervisors	will	sometimes	rate	employees	more	favorably	than	that	of	their	true	performance	in	order	to	please	the	employees	and	avoid	conflict.[14]	"Inflated	ratings	are	a	common	malady	associated	with	formal"	PA.[52]	Legal
issues:	When	PAs	are	not	carried	out	appropriately,	legal	issues	could	result	that	place	the	organization	at	risk.[39]	PAs	are	used	in	organizational	disciplinary	programs[37]	as	well	as	for	promotional	decisions	within	the	organization.[14]	The	improper	application	and	utilization	of	PAs	can	affect	employees	negatively	and	lead	to	legal	action	against
the	organization.	Performance	goals:	Performance	goals	and	PA	systems	are	often	used	in	association.	Negative	outcomes	concerning	the	organizations	can	result	when	goals	are	overly	challenging	or	overemphasized	to	the	extent	of	affecting	ethics,	legal	requirements,	or	quality.[53]	Moreover,	challenging	performance	goals	can	impede	an
employee's	abilities	to	acquire	necessary	knowledge	and	skills.[40]	Especially	in	the	early	stages	of	training,	it	would	be	more	beneficial	to	instruct	employees	on	outcome	goals	than	on	performance	goals.[14]	Derail	merit	pay	or	performance-based	pay:	Some	researchers	contend	that	the	deficit	in	merit	pay	and	performance-based	pay	is	linked	to	the
fundamental	issues	stemming	from	PA	systems.[45]	Although	performance	appraisals	can	be	biased,	there	are	certain	steps	that	can	be	taken	to	improve	the	evaluations	and	reduce	the	margin	of	errors	through	the	following:	Training	–	Bringing	awareness	to	the	potential	for	bias	by	training	the	Evaluators	to	be	aware	of	the	difference	of	skills	and
abilities	between	employees	and	how	to	subjectively	consider	these	traits.	Providing	feedback	to	raters	–	Trained	raters	provide	managers	who	evaluated	their	subordinates	with	feedback,	including	information	on	ratings	from	other	managers.	This	has	the	potential	to	reduce	leniency	errors.	Subordinate	participation	–	By	allowing	employee
participation	in	the	evaluation	process,	there	is	employee-supervisor	reciprocity	in	the	discussion	for	any	discrepancies	between	self	ratings	and	supervisor	ratings,	thus,	increasing	job	satisfaction	and	motivation.[54]	Use	multiple	raters	to	avoid	the	likely	bias	with	using	only	one	rater.	Conduct	post	appraisal	interviews.	interview	employees	after
appraisal	to	get	their	comments,	views	and	opinions	on	the	whole	exercise	and	general	performance.	Use	selective	rating.	Use	people	as	raters	on	areas	where	they	have	job	knowledge	since	no	single	person	is	knowledgeable	in	all	areas.	Reward	accurate	appraisers.	It	is	good	practice	to	reward	performance	and	hence	it	means	those	who	appraise
accurately	have	performed	and	should	be	rewarded.[55]	Leadership	development	coach	Jack	Zenger	urges	companies	to	find	alternatives	to	annual	performance	reviews,	and	says	that	research	supports	the	following:[56]	Frequent	discussions	with	employees	are	better	than	annual	reviews	Talking	about	future	goals	is	more	productive	than	past
performance,	especially	with	clear	targets,	deadlines,	and	the	participation	of	the	employee	Negative	feedback	can	cause	defensiveness	and	worsen	productivity	Positive	feedback	does	little	to	improve	productivity,	though	does	improve	the	interpersonal	relationship	with	the	person	giving	the	feedback	Neither	managers	nor	employees	like
performance	reviews	Higher-level	employees	receive	performance	reviews	less	frequently	Annual	reviews	are	often	justified	on	the	grounds	they	are	needed	for	salary	changes,	but	they	are	not	actually	necessary,	and	empirically	they	would	make	little	difference	for	most	employees	Labor	union	contracts	often	include	seniority	provisions,	specifying
that	promotions,	layoffs,	and	benefits	are	determined	based	on	the	length	of	service	rather	than	performance.	Historically,	these	provisions	aimed	to	prevent	favoritism,	cronyism,	and	corruption,	promoting	a	sense	of	solidarity	among	workers.	Seniority	serves	as	job	security,	protecting	long-serving	employees	from	arbitrary	layoffs	or	demotions.	It	is
commonly	seen	in	sectors	like	manufacturing,	education,	and	public	services,	offering	employees	a	predictable	path	to	career	advancement	and	rewards.	A	common	application	of	seniority	is	the	Last-In,	First-Out	(LIFO)	rule,	which	dictates	that	employees	with	the	shortest	tenure	are	laid	off	first	during	downsizing.	This	system	provides	stability	for
longer-serving	employees	and	is	considered	fair	in	workforce	reductions.	However,	critics	argue	that	LIFO	can	hinder	productivity	by	retaining	employees	based	solely	on	tenure,	regardless	of	their	current	performance	or	skills.	For	example,	in	technology-driven	industries,	newer	employees	may	possess	valuable	skills	or	innovative	approaches	that
senior	workers	might	lack.	As	such,	organizations	sometimes	face	difficulties	maintaining	a	competitive	edge	when	LIFO	rules	limit	their	ability	to	retain	high-performing	but	less-tenured	staff.	Nevertheless,	the	LIFO	rule	remains	a	vital	aspect	of	many	union	agreements,	particularly	in	traditional	industries	where	seniority	is	highly	valued.[57][58]
Seniority	significantly	influences	wage	structures	and	promotions,	often	resulting	in	a	wage	premium	for	employees	with	longer	tenures.	Union-negotiated	contracts	may	include	regular	wage	increases	based	solely	on	years	of	service.	This	approach	can	enhance	job	satisfaction	and	loyalty,	as	employees	feel	rewarded	for	their	long-term	commitment.
However,	this	system	may	also	lead	to	inefficiencies	if	individual	performance	and	skills	are	overlooked.	High-performing	employees	with	shorter	tenures	might	feel	demotivated	if	they	see	senior	colleagues	receiving	higher	wages	and	opportunities	simply	due	to	their	length	of	service.	This	structure	can	also	impose	financial	burdens	on	organizations
during	economic	downturns,	as	they	must	continue	paying	higher	wages	to	senior	employees	regardless	of	business	performance.	To	address	these	issues,	some	companies	have	implemented	hybrid	wage	systems	that	combine	seniority	with	performance-based	incentives,	allowing	them	to	recognize	both	experience	and	merit.[59][60][61]	While
seniority	offers	job	security	and	a	sense	of	fairness,	it	also	presents	challenges	in	modern	workplaces.	To	address	this,	many	labor	contracts	have	adopted	flexible	seniority	systems,	where	an	employee’s	abilities,	skills,	and	job	performance	are	also	considered	alongside	their	tenure.	For	example,	companies	might	use	performance	reviews	to	guide
decisions	related	to	promotions,	salary	increases,	and	even	layoffs.	This	approach	allows	employers	to	respect	seniority	while	ensuring	that	productivity	and	contributions	to	the	organization	are	fairly	acknowledged.	Union	rules	may	also	include	probationary	periods	and	warnings	as	mechanisms	to	balance	seniority	with	performance.	Employers	are
often	required	to	warn	poorly	performing	employees	and	give	them	a	probationary	period	to	improve	before	considering	dismissal.	During	disputes,	records	from	performance	reviews	and	probation	periods	often	play	a	crucial	role	in	arbitration,	helping	to	determine	whether	a	firing	was	justified.	This	structured	process	ensures	that	performance
issues	are	managed	fairly	without	undermining	the	seniority	system's	core	principles.[57][58]	In	recent	years,	some	organizations	have	increasingly	questioned	traditional	seniority-based	approaches,	arguing	that	they	can	stifle	innovation	and	adaptability,	especially	in	fast-paced	markets	like	technology	and	healthcare.	This	has	led	to	a	push	for	more
performance-oriented	contracts	that	still	incorporate	elements	of	seniority	to	ensure	a	balanced	approach.	Mixed	evaluation	systems,	combining	seniority	with	performance	metrics,	human	resource	metrics,	skills	assessments,	and	peer	feedback,	are	becoming	more	popular.	These	systems	aim	to	balance	the	stability	provided	by	seniority	with	the
need	for	a	dynamic,	merit-based	workforce.	The	ongoing	debate	reflects	the	complexities	of	modern	labor	relations	and	the	need	for	adaptive	strategies	that	can	meet	diverse	business	needs.[62][60]	Seniority	in	labor	contracts	remains	a	complex	issue.	It	offers	job	security	and	guards	against	favoritism	but	also	poses	challenges	in	balancing	merit
and	productivity.	Modern	labor	contracts	increasingly	seek	a	middle	ground,	integrating	seniority	provisions	with	performance-based	assessments	to	create	a	fair	and	efficient	work	environment.	By	valuing	both	experience	and	performance,	organizations	can	foster	a	culture	that	recognizes	long-term	loyalty	while	also	rewarding	high	achievers.	This
balanced	approach	is	key	to	building	a	workforce	that	is	both	stable	and	dynamic,	capable	of	meeting	the	demands	of	a	rapidly	changing	economy.	The	evolving	nature	of	workplaces	makes	finding	this	balance	more	important	than	ever.[58][57]	Managers	who	have	had	unsatisfactory	experiences	with	inadequate	or	poorly	designed	appraisal	programs
may	be	skeptical	about	their	usefulness.	Academic	literature	has	also	been	unable	to	appropriately	define	exclusive	measure	of	PA	effectiveness.[63]	The	skepticism	is	also	reflected	in	the	decline	in	the	use	of	traditional	PA	processes	in	the	U.S.	corporate	sector.[10]	It	is	estimate	of	a	third	of	the	U.S.	private	companies	have	now	switched	to	a	more
informal	and	frequent	engagement	between	managers	and	employees	to	enhance	performance.[10]	The	shift	is	attributed	to	a	greater	focus	on	talent	development,	business	agility,	and	a	preference	for	teamwork	over	individual	responsibility.[10]	The	government	and	public	sector	organizations	continue	to	use	PA	worldwide.[64]	In	the	2005	Merit
Performance	Survey	(MPS)	conducted	by	the	United	States	(U.S.)	Merit	Systems	Protection	Board	(MSPB),	16.41%	of	federal	supervisors	reported	that	they	had	rated	their	employees'	PAs	either	higher	or	lower	than	the	employees	should	have	received.[65]	Among	nine	potential	problems	identified	in	the	2005	MPS	on	structure	and	operation	of	the
U.S.	federal	government	appraisal	system;	inflated	ratings,	flawed	standards,	and	lack	of	support	were	ranked	as	the	top	three	problems,	respectively.[65]	Occurs	when	employees	receive	higher-than-expected	performance	ratings	due	to	systematic	bias	by	raters	when	conducting	PA.[65]	This	consequently	affect	the	effectiveness	of	PA	evaluations
due	to	the	impact	of	halo	effect	and	anchoring	effect	on	PA	rating.[64]	Research	shows	that	managers	tend	to	give	better	ratings	to	subordinates	they	favor,	influenced	by	both	direct	bias	and	indirect	bias.[66]	Inflated	ratings	are	more	common	when	PAs	are	conducted	for	judgmental	and	administrative	purposes,	such	as	promotions,	pay	increases,	or
job	retention,	rather	than	for	developmental	reasons.[65]	Research	studies	have	identified	various	factors	contributing	to	inflated	ratings.	First,	raters	may	be	lenient	to	avoid	administrative	burdens,	such	as	compiling	documentation	to	justify	low	ratings.[65]	This	could	be	because	managers	view	PAs	as	time-consuming	and	routine	tasks.[67]	Second,
raters	may	hesitate	to	give	harsh	ratings	to	avoid	damaging	work	relationships	and	creating	an	unproductive	environment.[65]	Recent	HRM	studies	also	suggest	raters’	experiences	cognitive	bias	influenced	by	contextual	factors,	such	as	institutional,	political,	and	cultural	influences,[68]	as	well	as	environmental	factors.[69]	For	instance,	an
environmental,	such	as,	a	national	crisis	can	impair	raters	to	rely	on	heuristic	thinking	rather	than	making	an	objective	and	cognitive	evaluation	of	subordinates	PA,	as	described	by	dual-process	theory.[69]	Third,	the	perceived	importance	of	accurate	PA	ratings	may	be	positively	influenced	by	motivational	factors,	such	as	felt	accountability,	incentive
structures,	and	public	service	motivation.[70]	Finally,	close	relationships	between	raters	and	subordinates	can	also	lead	to	inflated	ratings.	For	example,	a	line	manager	who	regularly	engages	with	subordinates	may	develop	strong	interpersonal	relationships,	which	can	impair	objective	evaluation.	Flawed	performance	standards	or	measures	are
attributed	to	the	use	of	subjective	criteria	or	ambiguous	measures	by	raters	during	PAs.	One	cause	of	this	issue	is	the	difficulty	in	defining	objective	performance	standards	due	to	the	complexity	of	job	tasks	or	outcomes.[65]	This	challenge	may	be	influenced	by	how	organizations	structure	their	employees'	duties.	Factors	such	as	job	autonomy,
teamwork,	and	job	rotation	affect	the	setting	of	performance	standards,	and	in	some	cases,	subjective	criteria	may	be	necessary	due	to	the	nature	of	the	job.[71]	For	example,	empirical	findings	suggest	that	subordinates	with	a	high	degree	of	job	autonomy	may	have	a	positive	relationship	with	the	inclusion	of	subjective	measures	in	their	PA,	due	to
the	variation	of	day-to-day	job	tasks	need	to	meet	performance	targets	and	provided	there	is	frequent	level	monitoring	by	their	line	managers.[71]	Clear	performance	standards	are	shaped	by	well-defined	organizational	goals.[72]	The	absence	of	clear	goals	and	targets	can	disrupt	goal	alignment,	which	affects	the	effectiveness	of	PAs	in	monitoring
and	managing	how	employees'	work	contributes	to	organizational	priorities.[73]	Organizational	goals	provide	employees	with	a	clear	line	of	sight,	helping	them	understand	how	their	duties	contribute	to	organizational	performance.[73]	A	study	suggests	that	PAs	help	moderate	the	relationship	between	employee	alignment	and	organizational
performance.[73]	Government	departments	and	public	service	organizations	often	face	challenges	in	developing	clear	organizational	goals,	which	makes	it	further	challenging	for	managers	evaluate	the	performance	of	subordinates	based	on	individual	performance	goals	that	are	not	clearly	aligned	to	organizational	goals.[63]	Lack	of	support	from
higher	management	can	undermine	raters'	confidence	and	their	ability	to	conduct	employee	PA	effectively,	which	can	compromise	the	independence	and	integrity	of	PA	decision-making.[65]	Employees	often	rely	on	higher	management	to	validate	the	organization's	decisions.[65]	When	higher	management	emphasizes	the	importance	of	PAs	by
providing	endorsements,	resources,	training,	and	time	for	participation,	it	can	motivate	raters	to	be	more	accountable	and	thorough	in	conducting	accurate	appraisals.[70]	However,	political	and	institutional	factors,	such	as,	political	ideologies,	norms,	and	organizational	culture	can	influence	the	effective	implementation	of	PA	outcomes.[68]	Human
resource	management	(HRM)	conducts	performance	management.	Performance	management	systems	consist	of	the	activities	and	processes	embraced	by	an	organization	in	anticipation	of	improving	employee	performance,	and	therefore,	organizational	performance.[74]	Consequently,	performance	management	is	conducted	at	the	organizational	level
and	the	individual	level.	At	the	organizational	level,	performance	management	oversees	organizational	performance	and	compares	present	performance	with	organizational	performance	goals.[45]	The	achievement	of	these	organizational	performance	goals	depends	on	the	performance	of	the	individual	organizational	members.[45]	Therefore,
measuring	individual	employee	performance	can	prove	to	be	a	valuable	performance	management	process	for	the	purposes	of	HRM	and	for	the	organization.[45]	Many	researchers	would	argue	that	"performance	appraisal	is	one	of	the	most	important	processes	in	Human	Resource	Management".[15]	The	performance	management	process	begins	with
leadership	within	the	organization	creating	a	performance	management	policy.[45]	Primarily,	management	governs	performance	by	influencing	employee	performance	input	(e.g.	training	programs)	and	by	providing	feedback	via	output	(i.e.	performance	assessment	and	appraisal).[75]	"The	ultimate	objective	of	a	performance	management	process	is
to	align	individual	performance	with	organizational	performance".[76]	A	very	common	and	central	process	of	performance	management	systems	is	performance	appraisal	(PA).[45]	The	PA	process	should	be	able	to	inform	employees	about	the	"organization's	goals,	priorities,	and	expectations	and	how	well	they	are	contributing	to	them".[76]
Performance	appraisals	(PAs)	are	conducted	at	least	annually,[77]	and	annual	employee	performance	reviews	appear	to	be	the	standard	in	most	American	organizations.[9]	However,	"it	has	been	acknowledged	that	appraisals	conducted	more	frequently	(more	than	once	a	year)	may	have	positive	implications	for	both	the	organization	and	employee."
[14]	It	is	suggested	that	regular	performance	feedback	provided	to	employees	may	quell	any	unexpected	or	surprising	feedback	to	year-end	discussions.[15]	In	a	recent	research	study	concerning	the	timeliness	of	PAs,	"one	of	the	respondents	even	suggested	that	the	performance	review	should	be	done	formally	and	more	frequently,	perhaps	once	a
month,	and	recorded	twice	a	year."[15]	Other	researchers	propose	that	the	purpose	of	PAs	and	the	frequency	of	their	feedback	are	contingent	upon	the	nature	of	the	job	and	characteristics	of	the	employee.[78]	For	example,	employees	of	routine	jobs	where	performance	maintenance	is	the	goal	would	benefit	sufficiently	from	annual	PA	feedback.	On
the	other	hand,	employees	of	more	discretionary	and	non-routine	jobs,	where	goal-setting	is	appropriate	and	there	is	room	for	development,	would	benefit	from	more	frequent	PA	feedback.	Informal	performance	appraisals	may	be	done	more	often,	to	prevent	the	element	of	surprise	from	the	formal	appraisal.[9][78][79]	There	are	three	main	methods
used	to	collect	performance	appraisal	(PA)	data:	objective	production,	personnel,	and	judgmental	evaluation.	Judgmental	evaluations	are	the	most	commonly	used	with	a	large	variety	of	evaluation	methods.[1]	The	objective	production	method	consists	of	direct,	but	limited,	measures	such	as	sales	figures,	production	numbers,	the	electronic
performance	monitoring	of	data	entry	workers,	etc.[1]	The	measures	used	to	appraise	performance	would	depend	on	the	job	and	its	duties.	Although	these	measures	deal	with	unambiguous	criteria,	they	are	usually	incomplete	because	of	criterion	contamination	and	criterion	deficiency.	Criterion	contamination	refers	to	the	part	of	the	actual	criteria
that	is	unrelated	to	the	conceptual	criteria.[1]	In	other	words,	the	variability	in	performance	can	be	due	to	factors	outside	of	the	employee's	control.	Criterion	deficiency	refers	to	the	part	of	the	conceptual	criteria	that	is	not	measured	by	the	actual	criteria.[1]	In	other	words,	the	quantity	of	production	does	not	necessarily	indicate	the	quality	of	the
products.	Both	types	of	criterion	inadequacies	result	in	reduced	validity	of	the	measure.[1]	Regardless	of	the	fact	that	objective	production	data	is	not	a	complete	reflection	upon	job	performance,	such	data	is	relevant	to	job	performance.	The	happy-productive	worker	hypothesis	states	that	the	happiest	workers	are	the	most	productive	performers,	and
the	most	productive	performers	are	the	happiest	workers.[80]	Yet,	after	decades	of	research,	the	relationship	between	job	satisfaction	and	job	performance	produces	only	a	weak	positive	correlation.	Published	in	2001	by	Psychological	Bulletin,	a	meta-analysis	of	312	research	studies	produced	an	uncorrected	correlation	of	0.18.[81]	This	correlation	is
much	weaker	than	what	the	happy-productive	worker	hypothesis	would	predict.	The	personnel	method	is	the	recording	of	withdrawal	behaviors	(i.e.	absenteeism,	accidents).	Most	organizations	consider	unexcused	absences	to	be	indicators	of	poor	job	performance,	even	with	all	other	factors	being	equal;[80]	however,	this	is	subject	to	criterion
deficiency.	The	quantity	of	an	employee's	absences	does	not	reflect	how	dedicated	that	employee	may	be	to	the	job	and	its	duties.	Especially	for	blue-collar	jobs,	accidents	can	often	be	a	useful	indicator	of	poor	job	performance,[1]	but	this	is	also	subject	to	criterion	contamination	because	situational	factors	also	contribute	to	accidents.	Once	again,
both	types	of	criterion	inadequacies	result	in	reduced	validity	of	the	measure.[1]	Although	excessive	absenteeism	or	accidents	often	indicate	poor	job	performance	rather	than	good	performance,	such	personnel	data	is	not	a	comprehensive	reflection	of	an	employee's	performance.[1]	An	employee	filling	in	an	evaluation	form	Judgmental	evaluation
appears	to	be	a	collection	of	methods,	and	as	such,	could	be	considered	a	methodology.	A	common	approach	to	obtaining	PAs	is	by	means	of	raters.[1]	Because	the	raters	are	human,	some	error	will	always	be	present	in	the	data.	The	most	common	types	of	error	are	leniency	errors,	central	tendency	errors,	and	errors	resulting	from	the	halo	effect.[1]
Halo	effect	is	characterized	by	the	tendency	to	rate	a	person	who	is	exceptionally	strong	in	one	area	higher	than	deserved	in	other	areas.	It	is	the	opposite	of	the	Horns	effect,	where	a	person	is	rated	as	lower	than	deserved	in	other	areas	due	to	an	extreme	deficiency	in	a	single	discipline.[64]	These	errors	arise	predominantly	from	social	cognition	and
the	theory	in	that	how	we	judge	and	evaluate	other	individuals	in	various	contexts	is	associated	with	how	we	"acquire,	process,	and	categorize	information".[1]	An	essential	piece	of	this	method	is	rater	training.	Rater	training	is	the	"process	of	educating	raters	to	make	more	accurate	assessments	of	performance,	typically	achieved	by	reducing	the
frequency	of	halo,	leniency,	and	central-tendency	errors".[1]	Rater	training	also	helps	the	raters	"develop	a	common	frame	of	reference	for	evaluation"	of	individual	performance.[82]	Many	researchers	and	survey	respondents	support	the	ambition	of	effectual	rater	training.[15]	However,	it	is	noted	that	such	training	is	expensive,	time-consuming,	and
only	truly	functional	for	behavioral	assessments.[15]	Another	piece	to	keep	in	mind	is	the	effects	of	rater	motivation	on	judgmental	evaluations.	It	is	not	uncommon	for	rating	inflation	to	occur	due	to	rater	motivation	(i.e.	"organizationally	induced	pressures	that	compel	raters	to	evaluate	ratees	positively").[1]	Typically,	raters	are	motivated	to	give
higher	ratings	because	of	the	lack	of	organizational	sanction	concerning	accurate/inaccurate	appraisals,	the	rater's	desire	to	guarantee	promotions,	salary	increases,	etc.,	the	rater's	inclination	to	avoid	negative	reactions	from	subordinates,	and	the	observation	that	higher	ratings	of	the	ratees	reflect	favorably	upon	the	rater.[1]	The	main	methods	used
in	judgmental	performance	appraisal	are:[1]	Graphic	rating	scale:	graphic	rating	scales	are	the	most	commonly	used	system	in	PA.[1]	On	several	different	factors,	subordinates	are	judged	on	'how	much'	of	that	factor	or	trait	they	possess.	Typically,	the	raters	use	a	5-	or	7-point	scale;	however,	there	are	as	many	as	20-point	scales.[1]	Employee-
comparison	methods:	rather	than	subordinates	being	judged	against	pre-established	criteria,	they	are	compared	with	one	another.	This	method	eliminates	central	tendency	and	leniency	errors	but	still	allows	for	halo	effect	errors	to	occur.[1]	The	rank-order	method	has	raters	ranking	subordinates	from	"best"	to	"worst",	but	how	truly	good	or	bad	one
is	on	a	performance	dimension	would	be	unknown.[1]	The	paired-comparison	method	requires	the	rater	to	select	the	two	"best"	subordinates	out	of	a	group	on	each	dimension	then	rank	individuals	according	to	the	number	of	times	each	subordinate	was	selected	as	one	of	the	"best".[1]	The	forced-distribution	method	is	good	for	large	groups	of	ratees.
The	raters	evaluate	each	subordinate	on	one	or	more	dimensions	and	then	place	(or	"force-fit")	each	subordinate	in	a	5	to	7	category	normal	distribution.[1]	The	method	of	top-grading	can	be	applied	to	the	forced	distribution	method.[83]	This	method	identifies	the	10%	lowest	performing	subordinates,	as	according	to	the	forced	distribution,	and
dismisses	them	leaving	the	90%	higher	performing	subordinates.	Behavioral	checklists	and	scales:	behaviors	are	more	definite	than	traits.	The	critical	incidents	method	(or	critical	incident	technique)	concerns	"specific	behaviors	indicative	of	good	or	bad	job	performance".[1]	Supervisors	record	behaviors	of	what	they	judge	to	be	job	performance
relevant,	and	they	keep	a	running	tally	of	good	and	bad	behaviors.	A	discussion	on	performance	may	then	follow.	The	behaviorally	anchored	rating	scales	(BARS)	combine	the	critical	incidents	method	with	rating	scale	methods	by	rating	performance	on	a	scale	but	with	the	scale	points	being	anchored	by	behavioral	incidents.[1]	Note	that	BARS	are	job
specific.	In	the	behavioral	observation	scale	(BOS)	approach	to	performance	appraisal,	employees	are	also	evaluated	in	the	terms	of	critical	incidents.	In	that	respect,	it	is	similar	to	BARS.	However,	the	BOS	appraisal	rate	subordinates	on	the	frequency	of	the	critical	incidents	as	they	are	observed	to	occur	over	a	given	period.	The	ratings	are	assigned
on	a	five-point	scale.	The	behavioral	incidents	for	the	rating	scale	are	developed	in	the	same	way	as	for	BARS	through	identification	by	supervisors	or	other	subject	matter	experts.	Similarly,	BOS	techniques	meet	equal	employment	opportunity	because	they	are	related	to	actual	behavior	required	for	successful	job	performance.[84]	The	frequency	of
an	evaluation,	and	policies	concerning	them,	varies	widely	from	workplace	to	workplace.	Sometimes,	an	evaluation	will	be	given	to	a	new	employee	after	a	probationary	period	lapses,	after	which	they	may	be	conducted	on	a	regular	basis	(such	as	every	year).	According	to	the	2014	Performance	Management	survey,	96%	of	employers	perform	annual
performance	evaluations	and	44%	of	employers	perform	a	90-day	performance	review	for	new	employees.[85]	For	assessment	to	be	successful	and	effective	it	must	be	conducted	as	a	managed	process.	The	process	must	be	given	sufficient	time	and	space	and	be	supported	by	appropriately	trained	and	purposed	personnel.	Key	activities	to	support	the
appraisal	process	are	identified	as:	A	suitable	model	of	assessment	(for	example:	narrative	self-assessment,	goal-based	assessment,	SWOT	analysis	or	rating	scales)	appropriately	credentialed	staff	to	manage	the	process	A	supported	approach	to	the	assessment	(employees	understand	the	process,	are	given	time	to	engage	with	it	and	are	motivated	to)
Improvement	actions	are	identified	and	acknowledged	where	achieved,	further	planning	is	undertaken	where	new	or	unresolved	improvement	actions	are	identified.	The	improvement	cycle	has	a	‘closed	loop’	structure,	allowing	employees	to	reset	prior	to	progressing	to	new	goals.	Employees	can	see	how	their	development	relates	to	the	wider
organisational	plan.	[86][87][88]	While	performance	appraisal	is	typically	performed	along	reporting	relationships	(usually	top-down),	assessment	can	include	both	peer	and	self-assessment.	Self-assessment	incorporates	a	“wide	variety	of	mechanisms	and	techniques	through	which	students	describe	(i.e.,	assess)	and	possibly	assign	merit	or	worth	to
(i.e.,	evaluate)	the	qualities	of	their	own	learning	processes	and	products”	(p.	804)[89]	Threats	to	successful	implementation	of	self-assessment	are	scarcity	of	time,	overemphasis	on	scoring	tools,	failure	to	follow-up	improvement	actions	and	lack	of	communication.[90]	It	is	a	Self-reflective	process	meaning	that	structure,	and	the	ability	to	remain
objective	about	one’s	own	achievements	and	qualities	are	essential	to	the	success	of	self-assessment.[91]	The	risk	of	flawed	self-assessment	is	that	self-perceptions	of	behaviours,	knowledge	and	skill	can	fail	to	align	with	the	reality	of	an	individual’s	performance.	This	can	either	absorb	excessive	management	time	in	addressing	flawed	self-perceptions
of	performance	or,	if	the	behaviour	is	not	addressed,	can	detract	from	the	achievement	of	organisational	goals.	Therefore,	evolved	reflective	skills	are	essential	to	successful	self-assessment.[92]	In	peer	assessment	the	appraisee	is	subject	to	feedback	from	peers	–	that	is	members	of	an	organisation	who	function	at	the	same	level	as	the	appraisee.	In
general,	tools	are	made	available	to	peer	assessors	to	grade	the	appraisee	against	pre-determined	criteria.	These	tools	typically	take	the	form	of	a	multi-format	questionnaire	that	might	include	VAS,	Likert	scoring	and	the	collection	of	both	quantitative	and	qualitative	data	by	a	number	of	means.[93]	As	in	any	method	of	performance	appraisal,	high
quality	of	feedback	is	a	key	to	the	effectiveness	of	peer	evaluation,[94][95]	as	is	closing	the	loop	on	the	appraisal	process.	There	are	threats	to	both	the	quality	and	perception	of	feedback	in	peer-assessment,	for	example	peers	may	be	biased	by	pre-existing	relationships	and	less	trust	or	value	might	be	put	in	the	appraisal	of	a	peer	than	a	senior.[95]
[96]	Additionally	in	an	organization	where	peer	assessment	is	undertaken,	employees	may	have	concern	for	how	the	analysis	of	other	is	perceived,	and	how	this	my	impact	on	their	own	assessment	in	turn.[97]	Potential	benefits	of	peer	assessment	are:	Decreased	“social	loafing”	(mitigates	the	tendency	to	be	less	productive	when	part	of	a	team).
Improved	performance.	An	environment	that	better	reflects	the	culture	of	the	team.	Individuals	take	greater	of	each	other	and	their	relationships.[93]	360	degree	feedback	contains	elements	of	self,	peer	and	manager	appraisal	as	it	aims	to	incorporate	feedback	from	multiple	sources	to	produce	a	more	comprehensive	evaluation	of	the	appraisee.[98]
The	feedback	is	divided	to	reflect	formative	and	summative	domains	–	formative	feedback	is	taken	from	peers;	Summative	feedback	is	taken	from	managers.	Both	are	combined	to	inform	development,	but	it	is	the	summative	feedback	which	counts	most	toward	organizational	performance	indicators	and	potential	rewards	or	punishments	related	to
performance.[99]	The	principal	advantage	of	360	degree	feedback	is	that	it	is	comprehensive	and	makes	it	possible	for	the	“organization”	to	feed	back	on	an	individual,	thus	blunting	potential	biases	that	might	occur	in	less	fulsome	processes,	as	such	the	360	process	promotes	organizational	trust,	and	mitigates	against	staff	members’	intent	to	leave.
[99]	In	negotiated	performance	appraisal	the	appraisal	follows	the	typical	format,	but	a	facilitator	is	present	who	may	mediate	perceived	risks	of	defensiveness,	bias	or	conflict	and	can	prevent	the	tendency	of	appraisers	to	leave	areas	of	under-performance	unaddressed.	This	approach	has	little	presence	in	the	literature	around	performance	appraisal
but	may	be	of	benefit	in	supporting	face	to	face	peer	performance	conversations.[citation	needed]	In	general,	optimal	PA	process	involves	a	combination	of	multiple	assessment	modalities.	One	common	recommendation	is	that	assessment	flows	from	self-assessment,	to	peer-assessment,	to	management	assessment	–	in	that	order.	Starting	with	self-
assessment	facilitates	avoidance	of	conflict.	Peer	feedback	ensures	peer	accountability,	which	may	yield	better	results	than	accountability	to	management.	Management	assessment	comes	last	for	need	of	recognition	by	authority	and	avoidance	of	conflict	in	case	of	disagreements.	It	is	generally	recommended	that	PA	is	done	in	shorter	cycles	to	avoid
high-stakes	discussions,	as	is	usually	the	case	in	long-cycle	appraisals.[citation	needed]	Research	has	shown	that	the	source	of	the	feedback	(either	manager	or	peer)	does	not	matter	in	influencing	employees'	subsequent	innovative	or	extra-role	behaviors	after	the	feedback	is	received.[100]	As	long	as	the	feedback	is	provided,	the	source	does	not
matter.[101]	The	principal–agent	framework	is	a	model	describing	the	relationship	of	information	held	between	an	employer	and	an	employee.	It	is	used	to	forecast	responses	from	employees	and	strategies	at	finding	resolutions	against	misaligned	incentives	that	interfere	with	the	goals	of	the	employer.	The	model	makes	two	assumptions:	the
principals	wants	agents	to	work	for	the	principal's	best	interest,	but	agents	possess	different	goals	than	the	principals;	and,	the	agents	have	more	information	than	the	principals	resulting	in	the	asymmetry	of	information	between	the	two	parties.	This	paradigm	creates	adverse	selections	and	moral	hazards	for	the	hiring	company	in	deciding	how	to
effectively	minimize	the	potential	threat	of	shirking;	disruption	to	daily	operations;	and	loss	in	output	margins	due	to	actions	of	the	employee.[5]	Incentive	pay	leads	to	the	increase	of	agents	awareness	of	their	own	actions	and	seek	to	maximize	their	pay	by	considering	the	best	possible	actions	that	can	be	taken	for	the	success	of	the	firm	and	actively
explore	several	options	to	minimize	opportunity	costs.	The	issue	with	this	form	of	resolution	is	the	firm	must	compensate	the	agents	for	bearing	a	risk	premium	and	inequitable	pay.[citation	needed]	Fixed	payment	ensures	a	safer,	standardized	mode	of	contract	that	delivers	reassurance	in	spite	of	performance	fluctuations	and	external	environment
volatility.	However,	lack	of	motivation	occurs	more	readily	and	incurs	shirking	and	adverse	selections.[102]	Main	article:	Organizational	citizenship	behavior	Also	referred	to	as	contextual	behavior,	prosocial	behavior,	and	extra-role	behavior,	organizational	citizenship	behavior	(OCB)	consists	of	employee	behavior	that	contributes	to	the	welfare	of	the
organization	but	is	beyond	the	scope	of	the	employee's	job	duties.[1]	These	extra-role	behaviors	may	help	or	hinder	the	attainment	of	organizational	goals.	Research	supports	five	dimensions	of	OCB:	altruism,	conscientiousness,	courtesy,	sportsmanship,	and	civic	virtue.[103]	Researchers	have	found	that	the	OCB	dimensions	of	altruism	and	civic	virtue
can	have	just	as	much	of	an	impact	on	manager's	subjective	evaluations	of	employees'	performances	as	employees'	objective	productivity	levels.[104]	The	degree	to	which	OCB	can	influence	judgments	of	job	performance	is	relatively	high.	Controversy	exists	as	to	whether	OCB	should	be	formally	considered	as	a	part	of	performance	appraisal	(PA).	The
performance	appraisal	(PA)	interview	is	typically	the	final	step	of	the	appraisal	process.[1]	The	interview	is	held	between	the	subordinate	and	supervisor.	The	PA	interview	can	be	considered	of	great	significance	to	an	organization's	PA	system.[9]	It	is	most	advantageous	when	both	the	superior	and	subordinate	participate	in	the	interview	discussion
and	establish	goals	together.[1]	Three	factors	consistently	contribute	to	effective	PA	interviews:	the	supervisor's	knowledge	of	the	subordinate's	job	and	performance	in	it,	the	supervisor's	support	of	the	subordinate,	and	a	welcoming	of	the	subordinate's	participation.[9]	The	objective	of	performance	appraisal	is	to	assess	the	training	development
needs	of	employees.	Numerous	researchers	have	reported	that	many	employees	are	not	satisfied	with	their	performance	appraisal	(PA)	systems.[15]	Studies	have	shown	that	subjectivity	as	well	as	appraiser	bias	is	often	a	problem	perceived	by	as	many	as	half	of	employees.[15]	Appraiser	bias,	however,	appears	to	be	perceived	as	more	of	a	problem	in
government	and	public	sector	organizations.[15]	Also,	according	to	some	studies,	employees	wished	to	see	changes	in	the	PA	system	by	making	"the	system	more	objective,	improving	the	feedback	process,	and	increasing	the	frequency	of	review."[15]	In	light	of	traditional	PA	operation	defects,	"organizations	are	now	increasingly	incorporating
practices	that	may	improve	the	system.	These	changes	are	particularly	concerned	with	areas	such	as	elimination	of	subjectivity	and	bias,	training	of	appraisers,	improvement	of	the	feedback	process	and	the	performance	review	discussion."[15]	According	to	a	meta-analysis	of	27	field	studies,	general	employee	participation	in	his/her	own	appraisal
process	was	positively	correlated	with	employee	reactions	to	the	PA	system.[43]	More	specifically,	employee	participation	in	the	appraisal	process	was	most	strongly	related	to	employee	satisfaction	with	the	PA	system.[43]	Concerning	the	reliability	of	employee	reaction	measures,	researchers	have	found	employee	reaction	scales	to	be	sound	with	few
concerns	through	using	a	confirmatory	factor	analysis	that	is	representative	of	employee	reaction	scales.[105]	Researchers	suggest	that	the	study	of	employees'	reactions	to	PA	is	important	because	of	two	main	reasons:	employee	reactions	symbolizes	a	criterion	of	interest	to	practitioners	of	PAs	and	employee	reactions	have	been	associated	through
theory	to	determinants	of	appraisal	acceptance	and	success.[105]	Researchers	translate	these	reasons	into	the	context	of	the	scientist-practitioner	gap	or	the	"lack	of	alignment	between	research	and	practice."[105]	Schultz	and	Schultz	notes	that	opposition	to	performance	appraisals	generally	do	not	receive	positive	ratings	from	anyone	involved,	"so
employees	that	will	be	directly	affected	by	the	Performance	Appraisals	are	less	than	enthusiastic	about	participating	in	them".	When	an	employee	knows	that	their	work	performance	has	been	less	than	perfect	it	is	nerve-racking	to	be	evaluated.	Employees	tend	to	be	hostile	knowing	they	could	be	given	bad	news	on	their	performance.[106]	Most
managers	prefer	to	begin	with	positive	information	and	then	add	bad	news	or	suggestions	for	improvement	at	the	end.	However,	employees	are	most	satisfied	when	bad	news	is	addressed	early	in	the	interview	and	positive	information	is	saved	until	the	end,	so	that	the	meeting	ends	with	a	positive	feeling.[107]	While	performance	appraisals	are
fundamental	in	the	assessment	of	employees,	frequent	testing	can	result	in	the	deterioration	of	employee	performance,	thus	impacting	overall	business	operations.	The	agent's	perception	of	these	'control'	devices	are	that	they	signal	mistrust	to	the	individual	and	reduce	working	autonomy.	If	these	management	practices	are	employed	without
consideration	of	the	emotional	response	to	said	devices,	then	the	agent's	willingness	to	engage	in	the	company's	ambitions	are	greatly	reduced	as	suggested	in	empirical	studies.[108]	There	are	federal	laws	addressing	fair	employment	practices,	and	this	also	concerns	performance	appraisal	(PA).	Discrimination	can	occur	within	predictions	of
performance	and	evaluations	of	job	behaviors.[1]	The	revision	of	many	court	cases	has	revealed	the	involvement	of	alleged	discrimination	which	was	often	linked	to	the	assessment	of	the	employee's	job	performance.[109]	Some	of	the	laws	which	protect	individuals	against	discrimination	are	"the	Title	VII	of	the	Civil	Rights	Act	of	1964,	the	Civil	Rights
Act	of	1991,	the	Age	Discrimination	in	Employment	Act	(ADEA),	and	the	Americans	with	Disabilities	Act	(ADA)."[1]	Lawsuits	may	also	results	from	charges	of	an	employer's	negligence,	defamation,	or	misrepresentation.[1]	A	few	appraisal	criteria	to	keep	in	mind	for	a	legally	sound	PA	is	to	keep	the	content	of	the	appraisal	objective,	job-related,
behavior-based,	within	the	control	of	the	ratee,	and	related	to	specific	functions	rather	than	a	global	assessment.[109]	Some	appraisal	procedure	suggestions	for	a	legally	sound	PA	is	to	standardize	operations,	communicate	formally	with	employees,	provide	information	of	performance	deficits	and	give	opportunities	to	employees	to	correct	those
deficits,	give	employees	access	to	appraisal	results,	provide	written	instructions	for	the	training	of	raters,	and	use	multiple,	diverse	and	unbiased	raters.[109]	These	are	valuable	but	not	exhaustive	lists	of	recommendations	for	PAs.	The	Employment	Opportunity	Commission	(EEOC)	guidelines	apply	to	any	selection	procedure	that	is	used	for	making
employment	decisions,	not	only	for	hiring,	but	also	for	promotion,	demotion,	transfer,	layoff,	discharge,	or	early	retirement.	Therefore,	employment	appraisal	procedures	must	be	validated	like	tests	or	any	other	selection	device.	Employers	who	base	their	personnel	decisions	on	the	results	of	a	well-designed	performance	review	program	that	includes
formal	appraisal	interviews	are	much	more	likely	to	be	successful	in	defending	themselves	against	claims	of	discrimination.[110]	Performance	appraisal	(PA)	systems,	and	the	premises	of	which	they	were	based,	that	have	been	formed	and	regarded	as	effective	in	the	United	States	may	not	have	the	transferability	for	effectual	utilization	in	other
countries	or	cultures,	and	vice	versa.[16]	Performance	"appraisal	is	thought	to	be	deeply	rooted	in	the	norms,	values,	and	beliefs	of	a	society".[111]	"Appraisal	reflects	attitudes	towards	motivation	and	performance	(self)	and	relationships	(e.g.	peers,	subordinates,	supervisors,	organization),	all	of	which	vary	from	one	country	to	the	next".[112]
Therefore,	appraisal	should	be	in	conjunction	with	cultural	norms,	values,	and	beliefs	in	order	to	be	operative.[113]	The	deep-seated	norms,	values	and	beliefs	in	different	cultures	affect	employee	motivation	and	perception	of	organizational	equity	and	justice.	In	effect,	a	PA	system	created	and	considered	effectual	in	one	country	may	not	be	an
appropriate	assessment	in	another	cultural	region.[112]	For	example,	some	countries	and	cultures	value	the	trait	of	assertiveness	and	personal	accomplishment	while	others	instead	place	more	merit	on	cooperation	and	interpersonal	connection.	Countries	scoring	high	on	assertiveness	consider	PA	to	be	a	way	of	assuring	equity	among	employees	so
that	higher	performing	employees	receive	greater	rewards	or	higher	salaries.[112]	Countries	scoring	low	on	assertiveness	but	higher	in	interpersonal	relations	may	not	like	the	social	separation	and	pay	inequity	of	higher/lower	performing	employees;	employees	from	this	more	cooperative	rather	than	individualistic	culture	place	more	concern	on
interpersonal	relationships	with	other	employees	rather	than	on	individual	interests.[112]	High	assertive	countries	value	performance	feedback	for	self-management	and	effectiveness	purposes	while	countries	low	in	assertiveness	view	performance	feedback	as	"threatening	and	obtrusive".[112][114]	In	this	case,	the	PA	of	the	high	assertive	countries
would	likely	not	be	beneficial	for	countries	scoring	lower	in	assertiveness	to	employ.	However,	countries	scoring	lower	in	assertiveness	could	employ	PA	for	purposes	of	improving	long-term	communication	development	within	the	organization	such	as	clarifying	job	objectives,	guide	training	and	development	plans,	and	lessen	the	gap	between	job
performance	and	organizational	expectations.[115]	Computers	have	been	playing	an	increasing	role	in	PA	for	some	time.[116]	There	are	two	main	aspects	to	this.	The	first	is	in	relation	to	the	electronic	monitoring	of	performance,	which	affords	the	ability	to	record	a	huge	amount	of	data	on	multiple	dimensions	of	work	performance.[117]	Not	only
does	it	facilitate	a	more	continuous	and	detailed	collection	of	performance	data	in	some	jobs,	e.g.	call	centres,	but	it	has	the	capacity	to	do	so	in	a	non-obvious,	covert	manner.	The	second	aspect	is	in	mediating	the	feedback	process,	by	recording	and	aggregating	performance	ratings	and	written	observations	and	making	the	information	available	on-
line;	many	software	packages	are	available	for	this.	The	use	of	IT	in	these	ways	undoubtedly	helps	in	making	the	appraisal	process	more	manageable,	especially	where	multiple	rating	sources	are	involved,	but	it	also	raises	many	questions	about	appraisees'	reactions	and	possible	effects	on	PA	outcomes.	Mostly,	the	evidence	so	far	is	positive.[84]
Mistakes	made	by	raters	is	a	major	source	of	problems	in	performance	appraisal.	There	is	no	simple	way	to	eliminate	these	errors,	but	making	raters	aware	of	them	through	training	is	helpful.	Rater	errors	are	based	on	the	feelings	and	it	has	consequences	at	the	time	of	appraisal.[118][119]	Varying	standards	Problem:	When	a	manager	appraises
(evaluates)	his	or	her	employees	and	the	manager	uses	different	standards	and	expectations	for	employees	who	are	performing	similar	jobs.[citation	needed]	Example:	A	professor	does	not	grade	the	exams	of	all	students	in	the	same	standards,	sometimes	it	depends	on	the	affection	that	the	professor	has	towards	others.	This	affection	will	make
professor	give	students	higher	or	lower	grades.	Solution:	The	rater	must	use	the	same	standards	and	weights	for	every	employee.	The	manager	should	be	able	to	show	coherent	arguments	in	order	to	explain	the	difference.	Therefore,	it	would	be	easier	to	know	if	it	is	done,	because	the	employee	has	provided	a	good	performance,	or	if	it	because	the
manager	perception	is	distorted.	Recency	effects	Problem:	When	the	manager	rates	an	individual	above	what	the	performance	actually	merits	due	to	only	considering	the	very	latest	performance	and	not	taking	into	consideration	a	sufficient	period	for	quality	assessment.	Example:	When	a	professor	gives	the	course	grade	based	just	in	the	performance
of	the	student	only	in	the	last	week.	Solution:	In	order	to	avoid	that,	the	manager	can	employ	methods	that	track	dominant	traits	as	well	as	minor	traits	to	understand	adaptation	over	time.	Total	strength	can	be	understood	as	the	sum	of	the	relative	strengths.	Primacy	effects	Problem:	When	the	person	who	evaluates	gives	more	weight	according	to
information	the	manager	has	received	first.	Example:	During	an	evaluation	the	manager	gives	a	higher	score	due	to	the	initial	impressions	the	employee	made	during	their	first	few	weeks,	and	is	overlooking	recent	performance	issues.	Solution:	When	the	manager	has	to	make	a	decision,	it	is	better	not	to	do	it	according	to	what	he	or	she	remembers,
but	should	be	based	on	all	the	relevant	and	documented	data	of	the	employees	performance.	Central	tendency	Problem:	When	the	manager	evaluates	every	employee	within	a	narrow	range,	as	the	average	because	he	or	she	is	dismissing	the	differences	in	the	performance	that	employees	have	done.	Example:	When	a	professor	because	the	average	of
the	class	tends	to	grade	harder.	Therefore,	if	the	performance	of	the	class	average	is	quite	high,	the	professor	will	evaluate	them	more	highly.	On	the	contrary,	if	the	average	of	the	class	is	lower,	he	or	she	would	appraise	lower.	Leniency	Problem:	Rating	of	all	employees	are	at	the	high	end	of	the	scale.	Example:	When	the	professor	tends	to	grade
harder,	because	the	average	of	the	class.	Strictness	Problem:	When	a	manager	uses	only	the	lower	part	of	the	scale	to	rate	employees.	Example:	When	the	professor	tends	to	grade	lower,	because	the	average	of	the	class.	Solution:	try	to	focus	more	on	the	individual	performance	of	every	employee	regardless	the	average	results.	Rater	bias[120]
Problem:	Rater's	when	the	manager	rates	according	to	their	values	and	prejudices	which	at	the	same	time	distort	the	rating.	Those	differentiations	can	be	made	due	to	the	ethnic	group,	gender,	age,	religion,	sexuality	or	appearance	of	the	employee.	Example:	Sometimes	happen	that	a	manager	treats	someone	different,	because	they	think	that	the
employee	is	homosexual.	Solution:	If	then,	the	examination	is	done	by	higher-level	managers,	this	kind	of	appraising	can	be	corrected,	because	they	are	supposed	to	be	more	impartial.	Halo	effect	Problem:	When	a	manager	rates	an	employee	high	on	all	items	because	of	one	characteristic	they	like.	Example:	If	a	worker	has	few	absences	but	the



supervisor	has	a	good	relationship	with	that	employee,	the	supervisor	might	give	to	the	employee	a	high	rating	in	all	other	areas	of	work,	in	order	to	balance	the	rating.	Sometimes	it	happens	due	to	the	emotional	dependability	based	on	the	good	relationship	they	have.	Solution:	Training	raters	to	recognize	the	problem	and	differentiating	the	person
with	the	performance	they	do.	Horn	effect	Problem:	This	is	the	opposite	to	the	halo	effect	and	horns	effect	occurs	when	a	manager	rates	an	employee	low	on	all	items	because	of	one	characteristic	that	he	or	she	dislikes.	Example:	If	a	worker	performs	well	but	at	certain	times	loves	telling	jokes,	but	the	supervisor	dislikes	jokes,	the	supervisor	might
give	the	employee	a	lower	rating	in	all	other	areas	of	work.	Sometimes	it	happens	when	they	do	not	have	a	close	relationship	and	manager	does	not	like	the	employee.	Solution:	Is	the	same	as	in	the	halo	effect.	Training	raters	to	recognize	the	problem	and	differentiating	the	person	with	the	performance	they	provide.	Contrast	Problem:	The	tendency
to	rate	people	relative	to	other	people	rather	than	to	the	individual	performance.	Example:	At	school,	if	you	are	sat	down	where	all	the	chatty	people	are	and	you	are	silent	but	you	do	not	pay	attention	and	you	do	not	do	your	homework,	because	you	are	drawing;	when	teacher	gets	angry	with	the	group,	you	might	be	excluded	of	the	bad	behavior	they
have	just	because	you	are	silent;	but	not	because	you	are	doing	a	good	performance.	Therefore,	according	to	the	group,	you	are	not	that	chatty,	but	you	are	either	doing	the	proper	performance.	However	the	rater	will	only	get	the	idea	that	your	behavior	is	not	as	bad	as	other,	thus,	you	will	be	rate	higher.	Solution:	The	rating	should	reflect	the	task
requirement	performance,	not	according	to	other	people	attitude.	Similar-to-me	/	Different-from-me	Problem:	Sometimes,	raters	are	influenced	by	some	of	the	characteristics	that	people	show.	Depending	if	those	characteristics	are	similar	or	different	to	the	evaluators,	they	would	be	evaluated	differently.	Example:	A	manager	with	higher	education
degree	might	give	subordinates	with	higher	education	degree	a	higher	appraisal	than	those	with	only	bachelor's	degrees.	Solution:	Try	to	focus	on	the	performance	the	employee	is	doing	regardless	the	common	characteristic	that	you	have	Sampling	Problem:	When	the	rater	evaluates	the	performance	of	an	employee	relying	only	on	a	small	percentage
of	the	amount	of	work	done.	Example:	An	employee	has	to	do	100	reports.	Then,	the	manager	takes	five	of	them	to	check	how	has	the	work	been	done,	and	the	manager	finds	mistakes	in	those	five	reports.	Therefore	the	manager	will	appraise	the	work	of	the	employee	as	a	"poor"	one,	without	having	into	account	the	other	95	reports	that	the	manager
has	not	seen,	that	have	been	made	correctly.	Solution:	To	follow	the	entire	track	of	the	performance,	not	just	a	little	part	of	it.	It	is	difficult	to	minimize	rater	errors,	since	humans	are	not	objective.	Moreover,	sometimes,	managers	are	not	aware	of	having	preferences	towards	people,	but	there	are	tools	to	have	more	objective	information,	such	as	using
available	technology	to	track	performances	and	record	it.	Consultant	Marcus	Buckingham	and	executive	Ashley	Goodall,	reporting	on	a	large-scale	Deloitte	performance	management	survey	on	Harvard	Business	Review,	said,	contrary	to	the	assumptions	underlying	performance	rating,	the	rating	mainly	measured	the	unique	rating	tendencies	of	the
rater	and	thus	reveals	more	about	the	rater	than	about	the	person	who	is	rated.	They	referred	to	this	as	the	idiosyncratic	rater	effect.	In	view	of	this	effect,	they	advocate	a	radically	different	approach	to	performance	management.	In	their	scenario,	360-degree	feedback	and	similar	time-intensive	exercises	are	replaced	by	team	leaders'	"performance
snapshots"	that	focus	on	what	they	would	do	with	each	team	member	rather	than	what	they	think	of	that	individual,	and	yearly	appraisals	of	past	performance	are	replaced	by	weekly	check-ins	among	team	leader	and	team	member,	preferably	initiated	by	the	team	member,	that	focus	on	current	and	upcoming	work.[121]	Behavioral	risk	management
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Employee	Assessments:	Organisational	Value	and	Purpose	(A	Focalworks	article)	Retrieved	from	"	Watch	this	article	as	a	short	video	on	my	YouTube	channel.	Are	you	a	manager?	Read	my	advice	on	how	managers	can	write	fair	performance	reviews	for	their	directs.Performance	reviews	are	coming	up.	I've	always	found	this	period	nerve	wracking,
despite	having	gone	through	it	so	many	times,	both	as	an	engineer,	and	later	as	an	engineering	manager.	Will	my	manager	give	me	fair	feedback?	Or	will	I	be	in	for	some	unexpected	surprises?The	best	way	to	not	have	a	surprise	on	your	review	is	to	prepare	your	own	self-review,	and	send	it	to	your	manager,	ahead	of	time.	Why	is	this	a	good	idea?
Managers	will	try	to	gather	as	much	information	as	they	can	on	your	work,	when	writing	your	performance	review:	this	is	how	I	do	performance	reviews	for	engineers	on	my	team.	However,	managers	will	not	know	about	everything	you	do.	They	will	also	often	fall	victim	of	the	recency	bias:	weighing	recent	work	more	than	that	in	the	past.If	you	put	in
the	work	to	write	your	own	appraisal	or	self-review,	you	not	only	make	your	manager's	job	easier:	you'll	also	set	yourself	up	for	a	more	fair	review.A	possible	structure	for	your	self-reviewIf	your	company	has	an	evaluation	or	self-review	template,	it's	a	good	idea	to	use	that	one.	For	other	cases,	I've	put	a	template	and	an	example	performance	self-
review	together	for	inspiration.	Here's	the	structure	I'd	suggest.1.	State	the	goals/expectations	for	the	periodInstead	of	jumping	in	to	your	achievements,	set	the	stage.	In	your	interpretation,	what	expectations	or	goals	did	you	set	out	to	achieve?	If	your	role	has	expectations	defined,	those	might	well	be	the	expectations.	If	you	had	previously	set	goals
with	your	manager,	list	those.If	you	have	neither	of	them,	summarize	your	understanding	of	your	expectation.	It's	already	a	problem	if	expectations	are	not	clear:	after	the	review,	it	might	be	worth	having	a	follow-up	with	your	manager	to	clarify	what	baseline	expectations	mean	for	you,	and	for	them.Here's	this	section	in	the	example	performance
review	-	one	of	the	goals	was	to	be	more	involved	in	the	engineering	planning	/	RFC	process:Goal	setting	in	a	performance	review	example2.	List	your	accomplishmentsList	out	your	main	results,	and	larger	work	efforts.	Try	to	do	this	in	priority	order.	Use	numbers	to	make	things	more	specifics,	where	you	can	-	and	where	they	add	more
context.Numbers	could	be	things	related	to	the	code	the	code	(number	of	changes,	number	of	languages	worked	with,	number	of	services	worked	on	and	so	on),	to	people	(number	of	people	collaborated	with,	number	of	teams,	number	of	stakeholders),	to	business	impact	(revenue	impact,	reliability	improvements,	efficiency	changes	and	others).	The
self-review	is	an	opportunity	to	put	your	work	in	context:	not	just	the	effort,	but	the	result	of	this	work.For	work	that	has	not	yet	been	shipped,	using	the	estimated	impact	should	work	just	as	well.	For	example,	assuming	you	are	playing	a	key	role	for	an	in-progress	project,	you	could	say	“On	track	to	save	$500,000/year	by	shipping	Project	Pluto,
where	I	am	owning	the	Luna	and	Titan	components	end-to-end.”Link	to	specifics	where	it	makes	sense,	but	don't	go	overboard.	The	specifics	might	be	design	documents,	notable	code	changes	or	code	reviews,	or	other	artefacts.	Linking	these	could	give	additional	context	to	your	manager,	and	an	opportunity	for	them	to	spot	check	some	of	your	most
impactful	work.If	you	have	a	"work	log	document",	add	a	link	to	it	at	the	bottom	-	here's	an	example	and	template	for	this.	It's	a	helpful	practice	to	keep	a	document	where	you	keep	track	of	the	work	you	do	week-on-week.	Julia	Evans	calls	this	a	brag	document:it	has	other	benefits	on	having	your	work	recognized,	like	you	having	a	better	grip	on	all
the	work	you	do.	If	you	started	doing	this	beforehand,	it	also	makes	creating	your	self-review	much	faster!Here's	an	example	of	listing	out	accomplishments	using	the	above	principles	in	this	example:Accomplishments	list	in	a	performance	review	example3.	Talk	about	the	"how"Most	people	would	stop	by	listing	their	accomplishments.	I	suggest
adding	another	section	where	you	can	list	more	of	the	qualitative	details	on	your	work:	things	that	might	have	not	had	huge	business	impact,	but	show	the	small,	but	important	things.	Things	like	teamwork,	collaboration	and	helping	others.List	examples	of	you	helping	people	within	and	outside	the	team.	This	is	a	great	place	to	mention	thank	yous
you've	gotten	from	people	-	even	quoting	chat	messages	or	emails	you've	received.	Mention	names	of	people	and	teams	who	you	have	helped,	or	whom	you've	gotten	positive	feedback	from.This	section	is	important,	as	your	manager	probably	doesn't	see	even	half	of	the	positive	interactions	you've	had	with	people.	Show	it	to	them.	From		the	example
review:The	qualitative	work	in	the	performance	review	example4.	Reflect	on	levels	and	competenciesYour	manager	will	need	to	give	you	some	kind	of	rating	against	expectations	and	competencies.	Get	ahead	of	this,	and	make	their	job	easier,	while	giving	indication	of	what	you	think	about	your	own	rating.List	expectations	and	competencies,	and	give
examples	on	the	work	that	reflects	these	competencies.If	you	have	good	trust	with	your	manager,	you	could	provide	self-ratings	for	competencies	or	expectations.	If	you	have	less	of	this,	you	could	just	mention	areas	you	have	paid	special	attention	to:	areas	of	focus.	This	is	what	is	shown	in	this	example:Reflecting	on	competencies	in	the	performance
review	exampleTime	well	worth	spendingBefore	every	performance	review	period,	I'd	ask	my	directs	to	spend	time	on	their	self-review.	Many	people	would	leave	it	until	last	minute,	prioritizing	other	work,	including	peer	reviews	ahead	of	this	one.	Some	didn't	even	do	a	self-review.Be	sure	to	spend	time	on	your	self	review,	ahead	of	the	performance
review	process	kicking	off.	If	you	don't	spend	time	here,	you'll	have	little	reason	to	complain	if	your	manager	is	unaware	of	some	of	your	key	achievements,	and	your	feedback	is	more	negative	than	it	would	have	been	-	had	you	put	in	the	work.	You	are	also	missing	an	opportunity	to	reflect	on	all	the	things	you've	done.Of	all	the	"admin"	work	you	do,
this	one	will	have	an	outsized	impact	on	your	career.	So	put	in	the	work.	Subscribe	to	my	weekly	newsletter	to	get	articles	like	this	in	your	inbox.	It's	a	pretty	good	read	-	and	the	#1	tech	newsletter	on	Substack.	Watch	this	article	as	a	short	video	on	my	YouTube	channel.	Are	you	a	manager?	Read	my	advice	on	how	managers	can	write	fair
performance	reviews	for	their	directs.Performance	reviews	are	coming	up.	I've	always	found	this	period	nerve	wracking,	despite	having	gone	through	it	so	many	times,	both	as	an	engineer,	and	later	as	an	engineering	manager.	Will	my	manager	give	me	fair	feedback?	Or	will	I	be	in	for	some	unexpected	surprises?The	best	way	to	not	have	a	surprise
on	your	review	is	to	prepare	your	own	self-review,	and	send	it	to	your	manager,	ahead	of	time.	Why	is	this	a	good	idea?	Managers	will	try	to	gather	as	much	information	as	they	can	on	your	work,	when	writing	your	performance	review:	this	is	how	I	do	performance	reviews	for	engineers	on	my	team.	However,	managers	will	not	know	about	everything
you	do.	They	will	also	often	fall	victim	of	the	recency	bias:	weighing	recent	work	more	than	that	in	the	past.If	you	put	in	the	work	to	write	your	own	appraisal	or	self-review,	you	not	only	make	your	manager's	job	easier:	you'll	also	set	yourself	up	for	a	more	fair	review.A	possible	structure	for	your	self-reviewIf	your	company	has	an	evaluation	or	self-
review	template,	it's	a	good	idea	to	use	that	one.	For	other	cases,	I've	put	a	template	and	an	example	performance	self-review	together	for	inspiration.	Here's	the	structure	I'd	suggest.1.	State	the	goals/expectations	for	the	periodInstead	of	jumping	in	to	your	achievements,	set	the	stage.	In	your	interpretation,	what	expectations	or	goals	did	you	set	out
to	achieve?	If	your	role	has	expectations	defined,	those	might	well	be	the	expectations.	If	you	had	previously	set	goals	with	your	manager,	list	those.If	you	have	neither	of	them,	summarize	your	understanding	of	your	expectation.	It's	already	a	problem	if	expectations	are	not	clear:	after	the	review,	it	might	be	worth	having	a	follow-up	with	your
manager	to	clarify	what	baseline	expectations	mean	for	you,	and	for	them.Here's	this	section	in	the	example	performance	review	-	one	of	the	goals	was	to	be	more	involved	in	the	engineering	planning	/	RFC	process:Goal	setting	in	a	performance	review	example2.	List	your	accomplishmentsList	out	your	main	results,	and	larger	work	efforts.	Try	to	do
this	in	priority	order.	Use	numbers	to	make	things	more	specifics,	where	you	can	-	and	where	they	add	more	context.Numbers	could	be	things	related	to	the	code	the	code	(number	of	changes,	number	of	languages	worked	with,	number	of	services	worked	on	and	so	on),	to	people	(number	of	people	collaborated	with,	number	of	teams,	number	of
stakeholders),	to	business	impact	(revenue	impact,	reliability	improvements,	efficiency	changes	and	others).	The	self-review	is	an	opportunity	to	put	your	work	in	context:	not	just	the	effort,	but	the	result	of	this	work.For	work	that	has	not	yet	been	shipped,	using	the	estimated	impact	should	work	just	as	well.	For	example,	assuming	you	are	playing	a
key	role	for	an	in-progress	project,	you	could	say	“On	track	to	save	$500,000/year	by	shipping	Project	Pluto,	where	I	am	owning	the	Luna	and	Titan	components	end-to-end.”Link	to	specifics	where	it	makes	sense,	but	don't	go	overboard.	The	specifics	might	be	design	documents,	notable	code	changes	or	code	reviews,	or	other	artefacts.	Linking	these
could	give	additional	context	to	your	manager,	and	an	opportunity	for	them	to	spot	check	some	of	your	most	impactful	work.If	you	have	a	"work	log	document",	add	a	link	to	it	at	the	bottom	-	here's	an	example	and	template	for	this.	It's	a	helpful	practice	to	keep	a	document	where	you	keep	track	of	the	work	you	do	week-on-week.	Julia	Evans	calls	this
a	brag	document:it	has	other	benefits	on	having	your	work	recognized,	like	you	having	a	better	grip	on	all	the	work	you	do.	If	you	started	doing	this	beforehand,	it	also	makes	creating	your	self-review	much	faster!Here's	an	example	of	listing	out	accomplishments	using	the	above	principles	in	this	example:Accomplishments	list	in	a	performance	review
example3.	Talk	about	the	"how"Most	people	would	stop	by	listing	their	accomplishments.	I	suggest	adding	another	section	where	you	can	list	more	of	the	qualitative	details	on	your	work:	things	that	might	have	not	had	huge	business	impact,	but	show	the	small,	but	important	things.	Things	like	teamwork,	collaboration	and	helping	others.List
examples	of	you	helping	people	within	and	outside	the	team.	This	is	a	great	place	to	mention	thank	yous	you've	gotten	from	people	-	even	quoting	chat	messages	or	emails	you've	received.	Mention	names	of	people	and	teams	who	you	have	helped,	or	whom	you've	gotten	positive	feedback	from.This	section	is	important,	as	your	manager	probably
doesn't	see	even	half	of	the	positive	interactions	you've	had	with	people.	Show	it	to	them.	From		the	example	review:The	qualitative	work	in	the	performance	review	example4.	Reflect	on	levels	and	competenciesYour	manager	will	need	to	give	you	some	kind	of	rating	against	expectations	and	competencies.	Get	ahead	of	this,	and	make	their	job	easier,
while	giving	indication	of	what	you	think	about	your	own	rating.List	expectations	and	competencies,	and	give	examples	on	the	work	that	reflects	these	competencies.If	you	have	good	trust	with	your	manager,	you	could	provide	self-ratings	for	competencies	or	expectations.	If	you	have	less	of	this,	you	could	just	mention	areas	you	have	paid	special
attention	to:	areas	of	focus.	This	is	what	is	shown	in	this	example:Reflecting	on	competencies	in	the	performance	review	exampleTime	well	worth	spendingBefore	every	performance	review	period,	I'd	ask	my	directs	to	spend	time	on	their	self-review.	Many	people	would	leave	it	until	last	minute,	prioritizing	other	work,	including	peer	reviews	ahead	of
this	one.	Some	didn't	even	do	a	self-review.Be	sure	to	spend	time	on	your	self	review,	ahead	of	the	performance	review	process	kicking	off.	If	you	don't	spend	time	here,	you'll	have	little	reason	to	complain	if	your	manager	is	unaware	of	some	of	your	key	achievements,	and	your	feedback	is	more	negative	than	it	would	have	been	-	had	you	put	in	the
work.	You	are	also	missing	an	opportunity	to	reflect	on	all	the	things	you've	done.Of	all	the	"admin"	work	you	do,	this	one	will	have	an	outsized	impact	on	your	career.	So	put	in	the	work.	Subscribe	to	my	weekly	newsletter	to	get	articles	like	this	in	your	inbox.	It's	a	pretty	good	read	-	and	the	#1	tech	newsletter	on	Substack.	Understanding	Modern
Performance	Appraisal	Methods	and	Techniques	for	Organizational	Success	Performance	appraisals	have	been	a	cornerstone	of	performance	management	since	organizations	first	recognized	the	need	to	systematically	evaluate	employee	contributions	and	guide	professional	development.	Traditionally,	the	performance	appraisal	or	evaluations
occurred	once	or	twice	per	year	in	formal	sit-down	sessions	where	managers	would	discuss	areas	needing	improvement	and	make	decisions	about	salary	increases	or	advancement	opportunities.	This	outdated	approach,	while	well-intentioned,	often	failed	to	create	meaningful	change	or	drive	sustained	performance	improvement,	leaving	both
managers	and	employees	frustrated	with	the	process	and	outcomes.	The	limitations	of	traditional	performance	appraisal	methods	have	become	increasingly	apparent	in	today’s	dynamic	business	environment,	where	organizations	need	agile,	responsive,	and	development-focused	approaches	to	talent	management	that	support	both	individual	growth
and	organizational	success.	Modern	performance	appraisal	techniques	have	evolved	to	address	these	shortcomings	by	incorporating	continuous	feedback,	multi-source	evaluation,	and	forward-looking	development	planning	that	creates	positive	employee	experiences	while	driving	measurable	business	results.	eLeaP’s	Performance	Management
Platform	revolutionizes	the	performance	appraisal	process	by	providing	comprehensive	tools	that	simplify	evaluations,	boost	productivity	through	targeted	development,	and	drive	measurable	results	that	benefit	both	employees	and	organizations.	Our	platform	transforms	traditional	appraisal	processes	into	strategic	talent	development	initiatives	that
build	organizational	capability	while	supporting	individual	career	advancement	and	job	satisfaction.	Ready	to	modernize	your	performance	appraisal	process?	Start	Your	Free	30-Day	Trial	of	eLeaP’s	Performance	Management	Platform	and	experience	how	advanced	appraisal	methods	can	transform	your	organization’s	talent	development	and	business
results.	New	to	modern	performance	appraisal	techniques?	Download	our	comprehensive	guide:	“The	Skeptic’s	Guide	to	Performance	Management“	and	discover	proven	strategies	for	implementing	effective	performance	appraisal	systems	that	drive	both	individual	development	and	organizational	success.	Today’s	performance	appraisal	methods	have
undergone	dramatic	transformation	from	their	traditional	roots,	moving	away	from	one-size-fits-all	approaches	and	punitive	carrot-and-stick	methodologies	toward	more	sophisticated,	personalized,	and	development-focused	strategies	that	recognize	the	unique	needs	of	different	employees,	roles,	and	organizational	contexts.	These	modern	approaches
emphasize	collaboration,	continuous	improvement,	and	future-focused	development	rather	than	backward-looking	criticism	and	evaluation.	Organizations	that	continue	to	rely	on	outdated	annual	review	methods	are	missing	significant	opportunities	to	engage	employees,	develop	talent,	and	drive	business	results	through	effective	performance
management.	The	traditional	annual	review	model	is	not	only	ineffective	but	often	counterproductive,	creating	anxiety	and	defensiveness	rather	than	motivation	and	improvement.	There	are	demonstrably	better	options	available	that	can	transform	performance	appraisal	from	a	dreaded	administrative	burden	into	a	powerful	tool	for	organizational
development	and	competitive	advantage.	In	this	comprehensive	guide,	we’ll	explore	the	most	effective	modern	performance	appraisal	methods	available	today,	analyze	their	benefits	and	implementation	considerations,	and	help	you	determine	which	approaches	are	most	suitable	for	your	organization’s	unique	needs,	culture,	and	strategic	objectives.
You	may	discover	that	combining	several	methods	creates	the	most	comprehensive	and	effective	approach	for	your	specific	organizational	context	and	employee	population.	Why	Performance	Appraisal	is	Essential	for	Organizational	Success	Understanding	the	fundamental	importance	of	performance	appraisal	provides	the	foundation	for
implementing	effective	evaluation	systems	that	drive	both	individual	development	and	organizational	success.	When	designed	and	executed	properly,	modern	performance	appraisal	methods	offer	numerous	critical	benefits	that	extend	far	beyond	simple	performance	measurement	to	encompass	strategic	talent	development,	organizational	alignment,
and	competitive	advantage	creation.	Performance	appraisal	serves	as	the	cornerstone	of	effective	talent	management	by	providing	systematic	approaches	to	evaluating	employee	contributions,	identifying	development	opportunities,	and	aligning	individual	performance	with	organizational	objectives.	These	evaluations	create	structured	opportunities
for	meaningful	dialogue	between	managers	and	employees	while	providing	data	and	insights	that	inform	strategic	decisions	about	resource	allocation,	promotion	opportunities,	and	organizational	development	priorities.	Strategic	Benefits	of	Effective	Performance	Appraisal	Organizational	Alignment	and	Goal	Achievement:	Effective	performance
appraisal	systems	create	clear	connections	between	individual	employee	performance	and	broader	organizational	goals,	ensuring	that	every	team	member	understands	how	their	daily	activities	contribute	to	strategic	objectives	and	business	success.	This	alignment	helps	prioritize	efforts,	focus	resources	on	high-impact	activities,	and	create	shared
accountability	for	organizational	performance	that	drives	measurable	business	results.	When	performance	appraisals	effectively	cascade	organizational	goals	down	to	individual	objectives,	employees	gain	clear	understanding	of	expectations	while	managers	can	track	progress	toward	strategic	priorities	through	individual	performance	metrics.	This
alignment	ensures	that	performance	improvement	efforts	support	broader	business	objectives	while	providing	employees	with	meaningful	work	that	connects	to	organizational	success.	Performance	Improvement	and	Excellence:	Systematic	performance	appraisal	identifies	specific	areas	where	individual	employees	can	improve	their	effectiveness,
efficiency,	and	contribution	to	organizational	success	while	providing	targeted	feedback	and	development	resources	that	accelerate	improvement.	These	evaluations	help	employees	understand	their	strengths	and	development	opportunities	while	creating	actionable	plans	for	continued	growth	and	enhanced	performance.	Performance	appraisal	also
enables	organizations	to	identify	and	replicate	best	practices	from	high-performing	employees	while	addressing	performance	gaps	before	they	impact	business	results	or	team	dynamics.	This	proactive	approach	to	performance	management	creates	opportunities	for	continuous	improvement	while	building	organizational	capability	and	competitive
advantage.	Competency	Development	and	Skills	Gap	Closure:	Modern	performance	appraisal	methods	systematically	identify	competency	gaps	and	skill	development	needs	while	creating	targeted	development	plans	that	build	organizational	capability	and	support	individual	career	advancement.	These	evaluations	help	organizations	understand	their
talent	inventory	while	identifying	areas	where	additional	training,	development,	or	recruitment	may	be	necessary	to	support	business	objectives.	By	connecting	performance	evaluation	with	learning	and	development	opportunities,	effective	appraisal	systems	ensure	that	skill	building	efforts	align	with	both	individual	career	aspirations	and
organizational	needs,	maximizing	the	return	on	development	investments	while	supporting	employee	engagement	and	retention.	Cultural	Alignment	and	Values	Integration:	Performance	appraisal	provides	structured	opportunities	to	reinforce	organizational	culture	and	values	while	recognizing	employees	who	exemplify	desired	behaviors	and
contributions.	These	evaluations	help	align	employee	behavior	with	cultural	expectations	while	identifying	opportunities	to	strengthen	cultural	integration	and	shared	commitment	to	organizational	success.	When	performance	appraisals	incorporate	cultural	and	behavioral	elements	alongside	performance	metrics,	they	help	build	cohesive
organizational	cultures	that	support	collaboration,	innovation,	and	excellence	while	providing	clear	expectations	for	professional	conduct	and	interpersonal	effectiveness.	Career	Development	and	Growth	Planning:	Comprehensive	performance	appraisal	creates	systematic	approaches	to	career	development	and	growth	planning	that	help	employees
understand	advancement	opportunities	while	preparing	them	for	increased	responsibilities	and	leadership	roles.	These	evaluations	provide	frameworks	for	discussing	career	aspirations	while	creating	development	plans	that	support	individual	advancement	and	organizational	succession	planning.	Effective	performance	appraisal	also	helps	identify
high-potential	employees	who	may	be	ready	for	advancement	while	providing	development	opportunities	that	build	leadership	pipeline	and	organizational	continuity.	This	strategic	approach	to	talent	development	ensures	that	organizations	have	the	leadership	capability	necessary	for	continued	growth	and	market	success.	Performance	Standards	and
Accountability:	Performance	appraisal	establishes	clear	performance	standards	and	accountability	measures	that	help	employees	understand	expectations	while	providing	managers	with	tools	and	frameworks	for	addressing	performance	issues	constructively.	These	evaluations	create	documentation	that	supports	fair	and	consistent	treatment	of	all
employees	while	providing	evidence	for	promotion,	development,	and	advancement	decisions.	By	establishing	clear	performance	standards	and	regular	evaluation	processes,	organizations	create	accountability	systems	that	encourage	excellence	while	providing	support	for	improvement	and	development	that	benefits	both	individual	employees	and
organizational	performance.	Of	course,	traditional	performance	appraisal	methods	often	fall	short	of	achieving	these	strategic	benefits	due	to	their	backward-looking	focus,	infrequent	timing,	and	punitive	approach	that	creates	anxiety	rather	than	motivation.	Current	methods	are	often	cumbersome,	time-consuming,	and	poorly	suited	for	modern
organizational	needs	that	require	agile,	responsive,	and	development-focused	approaches	to	talent	management.	The	Critical	Problems	with	Outdated	Performance	Appraisal	Methods	If	performance	appraisals	have	been	fundamental	components	of	performance	management	for	decades,	why	are	organizations	now	recognizing	the	need	for	dramatic
change	in	their	evaluation	approaches?	The	answer	lies	in	the	growing	recognition	that	traditional	appraisal	methods	have	long	been	ineffective	at	achieving	their	stated	objectives	while	often	creating	negative	side	effects	that	undermine	employee	engagement,	organizational	culture,	and	business	performance.	The	outdated	performance
management	model	itself	is	being	systematically	replaced	with	new,	more	agile	and	effective	methods	that	can	deliver	critical	benefits	while	keeping	pace	with	the	accelerating	speed	of	modern	business	environments.	These	traditional	approaches	have	proven	inadequate	for	organizations	that	need	real-time	feedback,	continuous	development,	and
collaborative	approaches	to	performance	improvement	that	support	both	individual	success	and	organizational	competitiveness.	Fundamental	Flaws	in	Traditional	Appraisal	Approaches	Backward-Looking	Focus	and	Limited	Relevance:	The	most	significant	problem	with	traditional	performance	appraisal	methods	is	their	exclusively	backward-looking
focus	that	emphasizes	past	performance	rather	than	future	development	and	improvement	opportunities.	Whether	organizations	use	rating	scales,	evaluation	checklists,	forced-choice	methodologies,	critical	incidents	documentation,	or	behaviorally	anchored	rating	scales,	these	approaches	all	share	the	fundamental	flaw	of	focusing	on	historical
performance	that	may	have	limited	relevance	to	current	challenges	and	future	opportunities.	This	backward-looking	approach	means	that	performance	discussions	often	center	on	events	and	behaviors	that	occurred	weeks	or	months	previously,	making	it	difficult	for	employees	to	connect	feedback	with	specific	situations	or	to	implement	meaningful
changes	in	their	daily	work	routines.	By	the	time	annual	or	semi-annual	reviews	occur,	the	specific	circumstances	that	led	to	performance	outcomes	may	have	changed	significantly,	reducing	the	relevance	and	impact	of	evaluation	feedback.	Furthermore,	backward-looking	performance	appraisals	provide	limited	value	for	decision-making	about	future
assignments,	development	opportunities,	or	career	advancement	because	they	focus	on	past	performance	rather	than	future	potential	and	capability	development.	This	limitation	prevents	organizations	from	effectively	developing	talent	or	making	strategic	decisions	about	human	capital	allocation	and	development	investments.	Infrequent	Timing	and
Missed	Opportunities:	Traditional	performance	appraisal	cycles	that	occur	annually	or	semi-annually	create	significant	gaps	between	performance	observation	and	feedback	delivery,	reducing	the	effectiveness	of	evaluation	insights	and	missing	critical	opportunities	for	real-time	course	correction	and	improvement.	These	extended	time	periods
between	evaluations	mean	that	performance	issues	may	persist	for	months	before	being	addressed,	while	achievement	and	excellence	may	go	unrecognized	until	long	after	they	occur.	The	infrequent	nature	of	traditional	appraisals	also	means	that	changing	business	priorities,	evolving	role	requirements,	and	emerging	development	needs	may	not	be
addressed	promptly,	leading	to	misalignment	between	employee	activities	and	organizational	objectives.	This	timing	disconnect	reduces	the	relevance	of	performance	feedback	while	limiting	opportunities	for	proactive	performance	management	and	development	planning.	Moreover,	infrequent	performance	evaluations	create	high-stakes	situations
that	generate	anxiety	and	defensiveness	rather	than	productive	dialogue	about	development	and	improvement	opportunities.	When	employees	receive	feedback	only	once	or	twice	per	year,	they	may	become	defensive	about	criticism	or	surprised	by	performance	assessments	that	don’t	align	with	their	self-perception	or	understanding	of	expectations.
Punitive	and	Evaluation-Focused	Approach:	Traditional	performance	appraisal	methods	often	emphasize	evaluation	and	judgment	rather	than	development	and	improvement,	creating	adversarial	relationships	between	managers	and	employees	rather	than	collaborative	partnerships	focused	on	mutual	success.	This	punitive	approach	focuses	on
identifying	deficiencies	and	assigning	ratings	rather	than	building	capability	and	supporting	professional	growth	that	benefits	both	individuals	and	organizations.	The	evaluation-focused	nature	of	traditional	appraisals	often	creates	zero-sum	thinking	where	employees	compete	against	each	other	for	limited	high	ratings	rather	than	collaborating	to
achieve	shared	organizational	objectives.	This	competitive	dynamic	can	undermine	teamwork	and	collaboration	while	creating	organizational	cultures	that	discourage	risk-taking	and	innovation.	Furthermore,	punitive	approaches	to	performance	appraisal	often	fail	to	provide	actionable	feedback	or	development	resources	that	enable	employees	to
improve	their	performance,	instead	focusing	on	documentation	and	rating	assignment	that	serves	administrative	purposes	rather	than	driving	meaningful	performance	improvement	and	capability	development.	Bias	and	Subjectivity	Issues:	Traditional	performance	appraisal	methods	are	highly	susceptible	to	various	forms	of	bias	and	subjectivity	that
can	undermine	fairness	and	accuracy	in	evaluation	outcomes.	Manager	bias,	recency	effects,	halo	effects,	and	personal	preferences	can	significantly	influence	evaluation	results,	leading	to	inconsistent	and	potentially	discriminatory	outcomes	that	undermine	employee	trust	and	organizational	credibility.	Without	systematic	approaches	to	bias
reduction	and	objective	performance	measurement,	traditional	appraisals	often	reflect	manager	opinions	and	preferences	rather	than	actual	performance	outcomes	and	contributions	to	organizational	success.	This	subjectivity	can	lead	to	legal	challenges	while	creating	perceptions	of	unfairness	that	damage	employee	engagement	and	organizational
culture.	The	subjective	nature	of	traditional	appraisals	also	makes	it	difficult	to	compare	performance	across	different	managers,	departments,	or	time	periods,	limiting	the	value	of	evaluation	data	for	strategic	decision-making	about	talent	development,	resource	allocation,	and	organizational	planning.	Limited	Development	Focus	and	Support:
Perhaps	most	critically,	traditional	performance	appraisal	methods	often	fail	to	connect	evaluation	outcomes	with	meaningful	development	opportunities	and	resources	that	enable	employees	to	improve	their	performance	and	advance	their	careers.	These	approaches	typically	focus	on	identification	of	deficiencies	without	providing	clear	pathways	for
improvement	or	access	to	development	resources	that	address	identified	needs.	The	lack	of	development	focus	in	traditional	appraisals	means	that	evaluation	insights	often	fail	to	translate	into	meaningful	performance	improvement	or	career	advancement,	reducing	the	value	of	the	appraisal	process	for	both	employees	and	organizations.	Without
clear	connections	between	evaluation	feedback	and	development	planning,	performance	appraisals	become	administrative	exercises	rather	than	strategic	talent	development	activities.	This	limited	development	focus	also	means	that	organizations	miss	opportunities	to	build	internal	capability	and	leadership	pipeline	through	systematic	talent
development	that	aligns	individual	growth	with	organizational	needs	and	strategic	objectives.	The	Most	Effective	Modern	Performance	Appraisal	Methods	While	numerous	approaches	exist	for	improving	employee	performance	evaluation,	they	vary	significantly	in	their	effectiveness,	implementation	requirements,	and	suitability	for	different
organizational	contexts.	Through	extensive	research	and	practical	application	across	diverse	industries	and	organizational	types,	several	modern	performance	appraisal	methods	have	emerged	as	particularly	effective	at	delivering	meaningful	performance	improvement	while	fostering	enhanced	employee	engagement,	cultural	alignment,	and
sustainable	professional	development.	These	advanced	appraisal	methods	share	common	characteristics	that	distinguish	them	from	traditional	approaches:	they	emphasize	future	development	rather	than	past	evaluation,	incorporate	multiple	perspectives	and	feedback	sources,	focus	on	collaborative	goal-setting	and	achievement,	and	integrate
performance	evaluation	with	ongoing	development	and	career	planning	activities	that	benefit	both	individuals	and	organizations.	360-Degree	Feedback:	Comprehensive	Multi-Source	Evaluation	The	360-degree	feedback	model	represents	one	of	the	most	significant	innovations	in	performance	appraisal	methodology,	fundamentally	transforming
traditional	evaluation	processes	by	incorporating	multiple	perspectives	and	feedback	sources	that	provide	comprehensive,	balanced,	and	actionable	insights	into	employee	performance	and	development	needs.	This	approach	has	gained	rapid	adoption	across	industries	because	of	its	effectiveness	at	providing	complete	performance	pictures	while
reducing	bias	and	subjectivity	that	often	compromise	traditional	evaluation	methods.	The	360-degree	feedback	approach,	sometimes	referred	to	as	the	peer	review	model,	expands	beyond	traditional	manager-only	evaluations	to	include	input	from	all	stakeholders	who	regularly	interact	with	the	employee	being	evaluated.	This	comprehensive	approach
includes	feedback	from	coworkers	and	peers,	direct	supervisors	and	managers,	subordinates	and	team	members,	and	in	many	cases,	customers,	clients,	or	other	external	stakeholders	who	can	provide	valuable	insights	into	performance	effectiveness	and	professional	impact.	Implementation	Framework	and	Best	Practices:	Effective	360-degree
feedback	implementation	requires	careful	planning	and	structure	to	maximize	benefits	while	minimizing	potential	negative	outcomes	such	as	personal	conflicts	or	retaliatory	feedback.	The	most	successful	implementations	apply	this	methodology	consistently	across	the	entire	organization	rather	than	selectively,	ensuring	fairness	and	creating
organizational	cultures	that	value	comprehensive	feedback	and	continuous	improvement.	Anonymization	of	all	feedback	sources	encourages	honest,	constructive	input	from	participants	who	might	otherwise	hesitate	to	provide	candid	feedback	due	to	concerns	about	personal	or	professional	repercussions.	This	anonymity	protection	is	essential	for
gathering	authentic	insights	while	maintaining	positive	working	relationships	and	organizational	culture	that	supports	open	communication	and	continuous	improvement.	Structured	feedback	templates	and	evaluation	frameworks	ensure	consistency	across	different	feedback	sources	while	providing	clear	guidance	for	participants	about	the	types	of
insights	and	observations	that	are	most	valuable	for	performance	improvement	and	development	planning.	These	templates	help	focus	feedback	on	specific	competencies,	behaviors,	and	outcomes	rather	than	general	impressions	or	personal	preferences.	Strategic	Benefits	and	Organizational	Impact:	The	360-degree	feedback	approach	provides
multiple	levels	of	transparency	that	build	trust	and	credibility	in	performance	evaluation	processes	while	ensuring	that	assessment	outcomes	reflect	comprehensive	performance	observations	rather	than	limited	manager	perspectives.	This	transparency	helps	employees	understand	how	their	performance	impacts	different	stakeholders	while	providing
managers	with	complete	information	for	development	planning	and	performance	improvement	initiatives.	Comprehensive	performance	analysis	becomes	possible	when	evaluation	incorporates	multiple	perspectives	and	observation	points,	enabling	identification	of	patterns,	trends,	and	development	opportunities	that	might	not	be	apparent	from
single-source	evaluations.	This	thorough	analysis	supports	more	accurate	performance	assessment	while	providing	detailed	insights	that	inform	targeted	development	planning	and	career	advancement	strategies.	Multiple	viewpoints	on	employee	strengths	and	development	areas	provide	balanced,	nuanced	performance	assessment	that	recognizes
the	complexity	of	workplace	effectiveness	while	identifying	specific	areas	where	improvement	efforts	can	have	the	greatest	impact	on	individual	performance	and	organizational	success.	This	comprehensive	perspective	helps	avoid	over-emphasis	on	single	performance	dimensions	while	ensuring	that	development	efforts	address	the	most	critical
improvement	opportunities.	The	inclusive	nature	of	360-degree	feedback	helps	all	participants	feel	valued	and	engaged	in	organizational	performance	improvement	while	creating	shared	responsibility	for	individual	and	team	success	that	strengthens	collaborative	relationships	and	organizational	culture.	When	employees	know	that	their	input
contributes	to	colleague	development	and	organizational	improvement,	they	become	more	invested	in	providing	constructive	feedback	and	supporting	collective	success.	Implementation	Considerations	and	Risk	Mitigation:	Successful	360-degree	feedback	implementation	requires	careful	attention	to	potential	risks	and	challenges	that	can	undermine
effectiveness	if	not	properly	addressed.	Organizations	must	establish	clear	guidelines	and	expectations	for	feedback	participation	while	providing	training	and	support	that	helps	participants	provide	constructive,	development-focused	input	rather	than	personal	criticism	or	competitive	undermining.	Protection	against	personal	grudges	and	political
maneuvering	requires	robust	feedback	review	processes	and	quality	controls	that	identify	potentially	problematic	input	while	ensuring	that	evaluation	outcomes	reflect	genuine	performance	observations	rather	than	personal	conflicts	or	organizational	politics.	This	protection	maintains	the	integrity	of	the	feedback	process	while	preserving	positive
working	relationships	and	organizational	culture.	Cultural	preparation	and	change	management	support	help	organizations	successfully	transition	to	360-degree	feedback	approaches	by	addressing	concerns,	building	understanding	of	benefits,	and	creating	organizational	environments	that	support	open,	constructive	feedback	exchange.	This
preparation	is	essential	for	overcoming	resistance	while	building	organizational	capability	for	ongoing	performance	improvement	and	development.	Management	by	Objectives	(MBO):	Collaborative	Goal-Setting	and	Achievement	The	Management	by	Objectives	(MBO)	performance	appraisal	method	represents	a	fundamental	shift	from	traditional
evaluation	approaches	toward	collaborative	goal-setting	and	achievement	frameworks	that	empower	employees	while	ensuring	clear	alignment	between	individual	performance	and	organizational	objectives.	This	approach	works	particularly	well	when	combined	with	frequent	check-ins	and	ongoing	performance	conversations	that	provide	regular
opportunities	for	feedback,	course	correction,	and	development	support.	The	frequency	of	check-ins	and	performance	conversations	is	critical	for	MBO	success,	with	weekly	or	bi-weekly	interactions	proving	most	effective	for	maintaining	momentum	and	providing	timely	feedback	that	enables	real-time	performance	adjustment	and	improvement.
Monthly	or	quarterly	check-ins,	while	better	than	annual	reviews,	often	prove	too	infrequent	for	maintaining	engagement	and	enabling	responsive	performance	management	that	keeps	pace	with	changing	business	priorities	and	emerging	challenges.	Collaborative	Framework	and	Employee	Empowerment:	The	MBO	method	emphasizes	collaboration
between	managers	and	employees	in	establishing	performance	objectives,	development	goals,	and	success	metrics	that	align	individual	aspirations	with	organizational	needs	and	strategic	priorities.	This	collaborative	approach	helps	ensure	that	performance	objectives	are	realistic,	achievable,	and	meaningful	while	building	employee	ownership	and
commitment	to	goal	achievement	and	professional	development.	Employee	empowerment	through	participation	in	goal-setting	and	performance	planning	creates	intrinsic	motivation	and	accountability	that	drives	sustained	performance	improvement	and	professional	growth.	When	employees	have	input	into	their	performance	objectives	and
development	planning,	they	develop	stronger	commitment	to	success	while	building	confidence	in	their	ability	to	achieve	challenging	goals	and	advance	their	careers.	The	collaborative	nature	of	MBO	also	strengthens	relationships	between	managers	and	employees	by	creating	shared	responsibility	for	performance	success	while	building	trust	and
communication	that	supports	ongoing	development	and	career	advancement.	This	partnership	approach	transforms	the	manager-employee	relationship	from	supervisor-subordinate	to	coach-mentee,	creating	more	positive	and	productive	working	relationships.	Implementation	Process	and	Best	Practices:	Effective	MBO	implementation	begins	with
managers	and	employees	working	together	to	establish	specific,	measurable,	achievable,	relevant,	and	time-bound	(SMART)	objectives	that	align	with	both	individual	career	aspirations	and	organizational	strategic	priorities.	This	collaborative	goal-setting	process	ensures	that	performance	objectives	are	meaningful,	realistic,	and	supportive	of	both
personal	and	professional	development.	Regular	check-in	meetings	provide	structured	opportunities	for	discussing	progress	toward	goal	achievement,	identifying	obstacles	and	challenges	that	may	require	additional	support	or	resources,	and	celebrating	milestones	and	accomplishments	that	maintain	motivation	and	momentum.	These	ongoing
conversations	enable	real-time	course	correction	while	providing	continuous	feedback	and	development	support	that	accelerates	performance	improvement.	Progress	measurement	and	milestone	tracking	help	maintain	focus	on	goal	achievement	while	providing	objective	data	that	informs	performance	evaluation	and	development	planning.	Clear
metrics	and	measurement	criteria	ensure	that	progress	assessment	is	fair	and	accurate	while	providing	employees	with	concrete	feedback	about	their	performance	and	development	trajectory.	Strategic	Benefits	and	Performance	Outcomes:	The	MBO	approach	empowers	employees	to	take	control	of	their	performance	and	professional	development
while	maintaining	clear	accountability	for	results	and	goal	achievement.	This	empowerment	creates	intrinsic	motivation	that	drives	sustained	high	performance	while	building	employee	confidence	and	capability	that	benefits	both	individuals	and	organizations.	Career-oriented	goal	setting	helps	employees	develop	skills	and	experience	that	support



their	professional	aspirations	while	building	organizational	capability	and	leadership	pipeline.	When	performance	objectives	align	with	career	development	goals,	employees	are	more	engaged	and	motivated	while	organizations	benefit	from	systematic	talent	development	and	succession	planning.	Trusting,	collaborative	relationships	between
managers	and	employees	create	positive	organizational	culture	while	enabling	effective	communication	and	support	that	drives	performance	improvement	and	professional	development.	These	strong	relationships	also	improve	retention	and	job	satisfaction	while	building	organizational	capability	and	competitive	advantage.	Real-time	course
correction	capabilities	enable	responsive	performance	management	that	addresses	challenges	promptly	while	capitalizing	on	opportunities	for	improvement	and	development.	This	agility	helps	maintain	performance	momentum	while	preventing	small	issues	from	becoming	major	problems	that	impact	individual	or	organizational	success.	Limitations
and	Complementary	Approaches:	While	the	MBO	method	excels	at	managing	tangible,	measurable	objectives	and	career-oriented	goals,	it	may	be	less	effective	for	addressing	intangible	goals	such	as	interpersonal	skill	development,	cultural	alignment,	or	behavioral	improvement	that	are	difficult	to	quantify	but	important	for	overall	performance
effectiveness.	Organizations	using	MBO	approaches	often	benefit	from	combining	this	method	with	other	evaluation	techniques	that	address	these	softer	skill	areas.	Integration	with	other	appraisal	methods,	such	as	360-degree	feedback	or	behavioral	assessment	approaches,	can	provide	comprehensive	performance	evaluation	that	addresses	both
quantitative	goal	achievement	and	qualitative	performance	dimensions.	This	combined	approach	ensures	that	all	aspects	of	performance	are	evaluated	and	developed	effectively.	Behaviorally	Anchored	Rating	Scales	(BARS):	Objective	Behavioral	Assessment	The	Behaviorally	Anchored	Rating	Scales	(BARS)	method	represents	a	sophisticated	approach
to	performance	appraisal	that	combines	the	objectivity	of	quantitative	rating	systems	with	the	specificity	and	relevance	of	behavioral	observation	and	assessment.	While	similar	to	traditional	rating	scale	approaches,	BARS	incorporates	significant	improvements	that	address	many	of	the	limitations	and	biases	associated	with	conventional	evaluation
methods.	The	BARS	approach	evaluates	employee	performance	by	comparing	observed	behaviors	against	specific,	clearly	defined	behavioral	examples	that	are	anchored	to	numerical	ratings,	creating	more	objective	and	consistent	evaluation	outcomes	than	traditional	subjective	rating	systems.	Each	behavioral	anchor	represents	a	specific	level	of
performance	effectiveness,	providing	clear	standards	and	expectations	that	reduce	ambiguity	and	subjectivity	in	performance	assessment.	Behavioral	Anchoring	and	Performance	Standards:	BARS	methodology	relies	on	carefully	developed	behavioral	anchors	that	represent	different	levels	of	performance	effectiveness	for	specific	competencies,	skills,
or	job	responsibilities.	These	behavioral	examples	are	derived	from	actual	workplace	observations	and	are	specifically	tailored	to	individual	roles,	departments,	or	organizational	contexts	to	ensure	relevance	and	accuracy	in	performance	assessment.	The	behavioral	anchoring	process	involves	systematic	observation	and	documentation	of	performance
behaviors	that	represent	excellent,	satisfactory,	and	unsatisfactory	performance	levels	for	each	evaluated	competency	or	responsibility.	This	systematic	approach	ensures	that	evaluation	criteria	are	based	on	actual	job	requirements	and	performance	observations	rather	than	abstract	concepts	or	subjective	preferences.	Clear	behavioral	examples	help
both	managers	and	employees	understand	specific	performance	expectations	while	providing	concrete	guidance	for	improvement	and	development	efforts.	When	employees	can	see	exactly	what	behaviors	represent	different	performance	levels,	they	can	focus	their	improvement	efforts	on	specific	actions	and	approaches	that	will	enhance	their
effectiveness	and	evaluation	outcomes.	Implementation	Framework	and	Quality	Assurance:	Successful	BARS	implementation	requires	careful	development	of	behavioral	anchors	that	accurately	represent	different	performance	levels	while	remaining	relevant	to	actual	job	requirements	and	organizational	contexts.	This	development	process	typically
involves	input	from	multiple	stakeholders,	including	high-performing	employees,	experienced	managers,	and	subject	matter	experts	who	understand	the	specific	requirements	and	challenges	of	different	roles.	Quality	assurance	and	calibration	processes	help	ensure	that	behavioral	anchors	are	consistently	applied	across	different	evaluators	and
evaluation	cycles,	reducing	bias	and	subjectivity	that	can	compromise	evaluation	accuracy	and	fairness.	Regular	review	and	update	of	behavioral	anchors	ensure	that	evaluation	criteria	remain	current	and	relevant	as	job	requirements	and	organizational	priorities	evolve.	Training	and	support	for	managers	who	conduct	BARS	evaluations	help	ensure
consistent	application	of	behavioral	anchors	while	building	evaluation	skills	and	capabilities	that	improve	assessment	quality	and	employee	development	outcomes.	This	training	is	essential	for	realizing	the	full	benefits	of	the	BARS	approach	while	avoiding	potential	pitfalls	and	implementation	challenges.	Strategic	Benefits	and	Performance
Improvement:	The	BARS	method	provides	enhanced	ability	to	assess	progress	toward	intangible	goals	such	as	interpersonal	skills,	leadership	capability,	and	cultural	alignment	that	are	difficult	to	measure	using	traditional	quantitative	approaches.	This	comprehensive	assessment	capability	ensures	that	all	aspects	of	performance	are	evaluated	and
developed	effectively.	Improved	feedback	quality	results	from	clearly	defined	behavioral	examples	that	provide	specific,	actionable	guidance	for	performance	improvement	and	professional	development.	Employees	receive	concrete	information	about	what	behaviors	they	should	continue,	modify,	or	develop	rather	than	vague	or	general	feedback	that
provides	limited	guidance	for	improvement.	Clear	performance	standards	and	expectations	help	employees	understand	exactly	what	is	required	for	success	while	providing	managers	with	objective	criteria	for	evaluation	and	development	planning.	This	clarity	reduces	confusion	and	conflict	while	building	shared	understanding	of	performance
requirements	and	advancement	criteria.	Consistent	evaluation	processes	across	different	managers	and	departments	ensure	fairness	and	accuracy	in	performance	assessment	while	providing	reliable	data	for	strategic	decision-making	about	talent	development,	resource	allocation,	and	organizational	planning.	This	consistency	builds	trust	and
credibility	in	performance	management	processes	while	supporting	evidence-based	talent	management	decisions.	Risk	Management	and	Bias	Reduction:	While	BARS	methodology	significantly	reduces	many	forms	of	bias	and	subjectivity	compared	to	traditional	rating	approaches,	personal	bias	can	still	influence	evaluation	outcomes	if	assessments	are
conducted	without	appropriate	safeguards	and	quality	controls.	Performance	management	software	and	systematic	evaluation	processes	help	minimize	these	risks	while	ensuring	fair	and	accurate	assessment	outcomes.	Integration	with	performance	management	technology	enables	more	consistent	application	of	BARS	criteria	while	providing	data
analysis	and	trend	identification	that	support	continuous	improvement	in	evaluation	processes	and	outcomes.	This	technological	support	helps	realize	the	full	benefits	of	BARS	methodology	while	reducing	administrative	burden	and	potential	for	human	error.	Regular	calibration	and	bias	training	for	evaluators	help	maintain	evaluation	quality	while
building	awareness	of	potential	bias	sources	and	mitigation	strategies.	This	ongoing	development	ensures	that	BARS	evaluations	remain	fair,	accurate,	and	supportive	of	employee	development	and	organizational	success.	Assessment	Center	Method:	Comprehensive	Skills	and	Competency	Evaluation	The	assessment	center	method,	with	origins	dating
back	to	the	1930s,	has	evolved	into	a	sophisticated	and	highly	effective	approach	to	performance	appraisal	that	provides	comprehensive	insights	into	employee	capabilities,	potential,	and	development	needs.	This	method	offers	significant	advantages	for	modern	organizations	by	providing	clear,	objective	assessment	of	current	performance	while	also
predicting	future	performance	potential	and	career	development	possibilities.	The	assessment	center	approach	involves	employees	participating	in	multiple	evaluation	exercises	and	activities	designed	to	reveal	different	aspects	of	their	skills,	competencies,	personality	traits,	and	performance	capabilities	in	various	situations	and	contexts.	These
assessments	can	include	role-playing	scenarios,	fact-finding	exercises,	group	discussions,	decision-making	simulations,	and	other	activities	that	mirror	real	workplace	challenges	and	responsibilities.	Comprehensive	Assessment	Framework:	Assessment	center	methodology	provides	detailed	insights	into	employee	performance	across	multiple
dimensions	and	competencies	through	carefully	designed	exercises	that	simulate	real	workplace	challenges	and	responsibilities.	These	multi-faceted	assessments	reveal	capabilities	and	potential	that	may	not	be	apparent	through	traditional	evaluation	methods	or	routine	job	performance	observation.	The	variety	of	assessment	activities	ensures	that
different	personality	types,	skill	sets,	and	performance	styles	are	fairly	evaluated	while	providing	comprehensive	understanding	of	individual	strengths,	development	areas,	and	career	potential.	This	inclusive	approach	helps	identify	talent	and	potential	that	might	be	overlooked	through	other	evaluation	methods.	Customization	capabilities	allow
assessment	center	methods	to	be	tailored	to	specific	roles,	career	levels,	and	organizational	contexts	while	maintaining	consistency	and	objectivity	in	evaluation	outcomes.	This	flexibility	ensures	that	assessments	remain	relevant	and	accurate	while	providing	meaningful	insights	for	different	positions	and	career	development	paths.	Performance
Prediction	and	Career	Development:	One	of	the	most	significant	advantages	of	the	assessment	center	method	is	its	ability	to	provide	insights	into	future	performance	potential	and	career	development	possibilities,	making	it	particularly	valuable	for	succession	planning	and	talent	development	initiatives.	These	predictive	capabilities	help	organizations
make	informed	decisions	about	promotion,	development,	and	career	planning	that	benefit	both	individuals	and	organizational	success.	Assessment	results	help	identify	employees	who	may	be	ready	for	advancement	or	increased	responsibilities	while	revealing	development	needs	that	should	be	addressed	before	career	progression	occurs.	This
information	supports	strategic	talent	management	and	succession	planning	while	ensuring	that	advancement	decisions	are	based	on	comprehensive	capability	assessment	rather	than	limited	performance	observations.	Career	development	planning	becomes	more	accurate	and	effective	when	based	on	comprehensive	assessment	center	results	that
reveal	individual	strengths,	development	needs,	and	potential	for	success	in	different	roles	or	responsibilities.	This	information	helps	create	targeted	development	plans	that	prepare	employees	for	career	advancement	while	building	organizational	capability	and	leadership	pipeline.	Implementation	Considerations	and	Resource	Requirements:
Assessment	center	implementation	requires	significant	time	and	resource	investment	to	design,	conduct,	and	analyze	evaluation	activities	while	ensuring	that	assessment	outcomes	are	accurate,	relevant,	and	actionable	for	performance	improvement	and	career	development.	Organizations	must	carefully	consider	these	resource	requirements	when
deciding	whether	to	implement	assessment	center	approaches.	Professional	expertise	may	be	required	for	assessment	design,	administration,	and	results	interpretation	to	ensure	that	evaluation	outcomes	are	valid,	reliable,	and	legally	defensible.	This	expertise	requirement	may	involve	internal	capability	development	or	external	consultant
engagement,	depending	on	organizational	resources	and	assessment	complexity.	Cost-benefit	analysis	helps	organizations	determine	whether	assessment	center	investments	are	justified	by	the	benefits	achieved	through	improved	talent	identification,	development,	and	career	planning.	While	assessment	centers	can	be	expensive	and	time-consuming,
they	often	provide	valuable	insights	and	outcomes	that	justify	the	investment	for	strategic	talent	management	initiatives.	Psychological	Performance	Appraisal:	Understanding	Human	Potential	The	psychological	performance	appraisal	method	addresses	one	of	the	most	significant	limitations	of	traditional	evaluation	approaches:	the	failure	to
adequately	assess	and	understand	the	human	elements	of	performance	that	significantly	impact	individual	effectiveness	and	organizational	success.	This	specialized	approach	focuses	on	psychological	factors,	personality	traits,	and	cognitive	capabilities	that	influence	performance	outcomes	while	providing	insights	into	individual	potential	and
development	possibilities.	Psychological	appraisals	are	particularly	valuable	for	determining	employee	potential	and	career	development	possibilities,	making	them	essential	tools	for	strategic	talent	management,	succession	planning,	and	career	development	initiatives	that	require	deep	understanding	of	individual	capabilities	and	growth	potential
beyond	current	performance	levels.	Comprehensive	Psychological	Assessment	Framework:	Psychological	performance	appraisal	requires	qualified	psychological	professionals	who	can	design,	administer,	and	interpret	various	assessment	instruments	and	evaluation	methods	that	measure	psychological	factors	influencing	performance	effectiveness.
These	assessments	may	include	cognitive	capability	testing,	personality	assessment,	emotional	intelligence	evaluation,	leadership	potential	analysis,	and	interpersonal	skills	assessment	that	provide	comprehensive	understanding	of	individual	psychological	profiles.	Multiple	assessment	methods	ensure	comprehensive	evaluation	while	accommodating
different	personality	types	and	individual	preferences	that	may	impact	assessment	outcomes.	These	methods	can	include	structured	interviews,	group	discussions,	psychological	testing	instruments,	role-playing	exercises,	and	other	evaluation	approaches	that	reveal	different	aspects	of	psychological	functioning	and	performance	potential.	Professional
interpretation	and	analysis	of	assessment	results	ensure	that	psychological	insights	are	accurately	understood	and	appropriately	applied	to	performance	improvement	and	career	development	planning.	This	professional	expertise	is	essential	for	realizing	the	benefits	of	psychological	assessment	while	avoiding	misinterpretation	or	inappropriate
application	of	assessment	results.	Strategic	Applications	and	Benefits:	Psychological	appraisal	provides	unique	insights	into	employee	potential	that	extend	beyond	current	performance	levels	to	encompass	future	development	possibilities	and	career	advancement	potential.	This	forward-looking	perspective	is	particularly	valuable	for	succession
planning	and	talent	development	initiatives	that	require	understanding	of	individual	growth	potential	and	leadership	capability.	Integration	with	other	performance	appraisal	methods	creates	comprehensive	evaluation	systems	that	address	both	current	performance	outcomes	and	underlying	psychological	factors	that	influence	performance
effectiveness.	This	combined	approach	provides	complete	performance	assessment	while	supporting	targeted	development	planning	that	addresses	both	skill	gaps	and	psychological	development	needs.	Career	planning	and	development	become	more	effective	when	informed	by	psychological	assessment	results	that	reveal	individual	strengths,
preferences,	and	potential	for	success	in	different	roles	or	career	paths.	This	information	helps	create	development	plans	that	align	with	individual	psychological	profiles	while	supporting	organizational	succession	planning	and	talent	pipeline	development.	Introvert-friendly	assessment	approaches	ensure	that	psychological	appraisal	methods
accommodate	different	personality	types	and	communication	styles	that	may	not	be	fairly	represented	in	other	evaluation	methods.	This	inclusivity	helps	identify	talent	and	potential	that	might	be	overlooked	through	traditional	performance	assessment	approaches.	Implementation	Requirements	and	Considerations:	Professional	expertise
requirements	mean	that	psychological	performance	appraisal	typically	requires	qualified	psychologists	or	trained	professionals	who	can	competently	administer	assessments	and	interpret	results	accurately.	This	expertise	requirement	may	limit	the	accessibility	and	frequency	of	psychological	assessment	for	some	organizations.	Time	and	resource
investment	for	psychological	assessment	can	be	significant,	particularly	for	comprehensive	evaluations	that	include	multiple	assessment	methods	and	detailed	results	analysis.	Organizations	must	carefully	consider	these	requirements	when	deciding	how	to	incorporate	psychological	appraisal	into	their	performance	management	systems.	Integration
planning	helps	organizations	determine	how	psychological	assessment	results	will	be	combined	with	other	performance	evaluation	methods	and	applied	to	performance	improvement	and	career	development	initiatives.	This	planning	ensures	that	psychological	insights	are	effectively	utilized	while	maintaining	comprehensive	and	balanced	performance
assessment	approaches.	Selecting	and	Implementing	the	Right	Performance	Appraisal	Method	The	diverse	range	of	modern	performance	appraisal	methods	offers	organizations	numerous	options	for	improving	employee	evaluation	and	development,	but	this	variety	also	creates	challenges	in	selecting	and	implementing	approaches	that	best	serve
specific	organizational	needs,	cultures,	and	strategic	objectives.	No	single	performance	appraisal	method	is	universally	superior;	instead,	effectiveness	depends	on	careful	matching	of	evaluation	approaches	with	organizational	context,	employee	populations,	and	performance	improvement	goals.	Many	organizations	discover	that	combining	multiple
performance	appraisal	methods	creates	more	comprehensive	and	effective	evaluation	systems	than	relying	on	any	single	approach.	This	integrated	methodology	can	address	different	aspects	of	performance	while	accommodating	diverse	employee	needs,	role	requirements,	and	organizational	objectives	that	require	varied	assessment	approaches	and
development	strategies.	Strategic	Selection	Framework	and	Decision	Criteria	Organizational	Context	and	Culture	Assessment:	Successful	performance	appraisal	method	selection	begins	with	thorough	assessment	of	organizational	culture,	management	philosophy,	and	employee	expectations	that	will	influence	the	acceptance	and	effectiveness	of
different	evaluation	approaches.	Organizations	with	collaborative	cultures	may	benefit	most	from	360-degree	feedback	and	MBO	approaches,	while	those	with	more	hierarchical	structures	might	prefer	BARS	or	assessment	center	methods	that	provide	clear	performance	standards	and	objective	evaluation	criteria.	Company	size	and	resources
significantly	impact	the	feasibility	and	effectiveness	of	different	performance	appraisal	methods,	with	smaller	organizations	often	benefiting	from	simpler,	more	streamlined	approaches	while	larger	enterprises	may	have	the	resources	and	complexity	that	justify	more	sophisticated	and	comprehensive	evaluation	systems.	Resource	availability	for
training,	technology,	and	ongoing	program	management	must	be	carefully	considered	when	selecting	evaluation	methods.	Industry	requirements	and	regulatory	considerations	may	influence	performance	appraisal	method	selection,	particularly	in	highly	regulated	industries	where	specific	competencies,	certifications,	or	performance	standards	must
be	systematically	evaluated	and	documented.	These	requirements	may	favor	certain	evaluation	approaches	while	limiting	the	applicability	of	others.	Employee	Population	and	Role	Considerations:	Different	employee	populations	and	role	types	may	benefit	from	different	performance	appraisal	approaches	based	on	their	responsibilities,	career	stages,
and	development	needs.	Technical	roles	may	benefit	from	competency-based	assessment	methods,	while	leadership	positions	might	require	360-degree	feedback	and	psychological	assessment	to	evaluate	complex	interpersonal	and	strategic	capabilities.	Career	development	needs	and	advancement	potential	vary	significantly	across	different	employee
populations,	requiring	evaluation	methods	that	can	accurately	assess	both	current	performance	and	future	potential	while	providing	actionable	development	guidance.	High-potential	employees	may	benefit	from	more	comprehensive	assessment	approaches,	while	others	may	need	simpler,	more	focused	evaluation	methods.	Cultural	diversity	and
individual	differences	within	employee	populations	require	consideration	of	how	different	evaluation	methods	accommodate	various	communication	styles,	cultural	backgrounds,	and	individual	preferences	that	may	impact	assessment	accuracy	and	effectiveness.	Inclusive	evaluation	approaches	help	ensure	fair	and	accurate	assessment	across	diverse
workforce	populations.	Performance	Objectives	and	Strategic	Alignment:	Performance	improvement	goals	and	organizational	strategic	objectives	should	drive	selection	of	evaluation	methods	that	most	effectively	support	desired	outcomes	while	providing	appropriate	measurement	and	development	guidance.	Organizations	focused	on	innovation	and
creativity	may	prefer	evaluation	methods	that	assess	and	develop	these	capabilities,	while	those	emphasizing	operational	efficiency	might	choose	approaches	that	focus	on	productivity	and	quality	metrics.	Talent	development	priorities	and	succession	planning	needs	influence	the	selection	of	evaluation	methods	that	provide	appropriate	insights	into
employee	potential	and	career	development	possibilities.	Organizations	with	significant	succession	planning	needs	may	benefit	from	assessment	center	methods	and	psychological	evaluation,	while	those	focused	on	current	performance	improvement	might	prefer	MBO	and	360-degree	feedback	approaches.	Business	performance	requirements	and
competitive	positioning	objectives	should	align	with	selected	performance	appraisal	methods	to	ensure	that	individual	evaluation	and	development	activities	support	broader	organizational	success	and	market	positioning	goals.	Implementation	Strategy	and	Best	Practices	Comprehensive	Planning	and	Preparation:	Successful	performance	appraisal
implementation	requires	thorough	planning	that	addresses	system	design,	technology	requirements,	training	needs,	and	change	management	considerations	while	establishing	clear	timelines	and	success	metrics	that	guide	implementation	progress	and	effectiveness	measurement.	This	planning	process	should	involve	key	stakeholders	across	the
organization	to	ensure	buy-in	and	support	for	new	evaluation	approaches.	Technology	platform	selection	and	integration	ensure	that	chosen	performance	appraisal	methods	are	supported	by	appropriate	software	and	systems	that	facilitate	efficient	administration,	data	collection,	and	results	analysis	while	providing	user-friendly	interfaces	that
encourage	participation	and	engagement.	Modern	performance	management	platforms	can	significantly	enhance	the	effectiveness	and	efficiency	of	various	appraisal	methods.	Training	and	development	programs	for	managers	and	employees	help	ensure	successful	adoption	and	effective	utilization	of	new	performance	appraisal	methods	while
building	capabilities	that	support	ongoing	performance	improvement	and	development	activities.	Comprehensive	training	addresses	both	technical	aspects	of	evaluation	methods	and	soft	skills	required	for	effective	performance	conversations	and	development	planning.	Change	Management	and	Communication:	Clear	communication	about	the
benefits,	expectations,	and	processes	associated	with	new	performance	appraisal	methods	helps	build	understanding	and	support	while	addressing	concerns	and	resistance	that	may	impede	successful	implementation.	This	communication	should	emphasize	how	new	evaluation	approaches	will	benefit	both	employees	and	the	organization	while
addressing	potential	concerns	about	fairness,	workload,	and	performance	expectations.	Change	champion	identification	and	development	create	internal	advocacy	and	support	networks	that	facilitate	adoption	while	providing	peer-to-peer	assistance	and	encouragement	during	implementation	and	ongoing	utilization.	These	champions	can	help	address
concerns	and	provide	practical	guidance	based	on	their	own	positive	experiences	with	new	evaluation	methods.	Feedback	collection	and	continuous	improvement	processes	ensure	that	performance	appraisal	implementation	remains	responsive	to	user	needs	and	organizational	requirements	while	identifying	opportunities	for	refinement	and
enhancement	that	improve	effectiveness	and	user	satisfaction	over	time.	Quality	Assurance	and	Continuous	Improvement:	Regular	evaluation	of	appraisal	method	effectiveness	helps	organizations	understand	whether	chosen	approaches	are	achieving	desired	outcomes	while	identifying	areas	for	improvement	or	modification	that	enhance	performance
improvement	and	development	results.	This	evaluation	should	include	both	quantitative	metrics	and	qualitative	feedback	from	users	and	stakeholders.	Calibration	and	consistency	monitoring	ensure	that	performance	appraisal	methods	are	applied	fairly	and	accurately	across	different	managers,	departments,	and	time	periods	while	maintaining	the
integrity	and	credibility	of	evaluation	processes.	This	monitoring	helps	identify	and	address	potential	bias	or	inconsistency	issues	that	could	compromise	evaluation	effectiveness.	Integration	with	organizational	performance	management	systems	ensures	that	individual	appraisal	results	connect	with	broader	talent	management,	succession	planning,
and	organizational	development	initiatives	while	providing	data	and	insights	that	inform	strategic	decision-making	about	human	capital	investments	and	priorities.	Technology	Integration	and	Modern	Performance	Appraisal	Platforms	The	effectiveness	of	modern	performance	appraisal	methods	depends	significantly	on	appropriate	technology	support
that	facilitates	efficient	administration,	comprehensive	data	collection,	accurate	analysis,	and	meaningful	reporting	while	providing	user-friendly	experiences	that	encourage	participation	and	engagement	across	all	organizational	levels.	Advanced	performance	management	platforms	have	become	essential	enablers	of	sophisticated	appraisal
approaches	that	would	be	impractical	or	impossible	to	implement	effectively	using	manual	processes.	Technology	integration	transforms	performance	appraisal	from	administrative	burden	to	strategic	capability	by	automating	routine	tasks,	reducing	bias	and	subjectivity,	providing	real-time	insights	and	analytics,	and	enabling	sophisticated	evaluation
methods	that	drive	meaningful	performance	improvement	and	development	outcomes.	Organizations	that	leverage	appropriate	technology	solutions	realize	significantly	greater	benefits	from	their	performance	appraisal	investments	while	reducing	administrative	costs	and	improving	user	satisfaction.	Advanced	Platform	Capabilities	and	Features
Multi-Method	Integration	and	Flexibility:	Modern	performance	management	platforms	support	multiple	appraisal	methods	within	integrated	systems	that	allow	organizations	to	combine	different	evaluation	approaches	based	on	role	requirements,	employee	needs,	and	organizational	objectives	while	maintaining	data	consistency	and	comprehensive
reporting	capabilities.	This	flexibility	enables	sophisticated	evaluation	strategies	that	address	diverse	performance	improvement	and	development	needs.	Customizable	evaluation	frameworks	accommodate	different	appraisal	methods	while	providing	consistent	user	interfaces	and	data	structures	that	simplify	administration	and	reduce	training
requirements	for	managers	and	employees.	These	frameworks	can	be	tailored	to	specific	organizational	contexts	while	maintaining	scalability	and	consistency	across	different	departments	and	locations.	Workflow	automation	and	process	management	ensure	that	complex	multi-method	appraisal	processes	are	executed	efficiently	and	consistently
while	providing	appropriate	notifications,	reminders,	and	escalation	procedures	that	maintain	evaluation	timeliness	and	quality.	This	automation	reduces	administrative	burden	while	ensuring	that	important	evaluation	activities	are	completed	according	to	established	schedules.	Analytics	and	Insights	Generation:	Advanced	analytics	capabilities
transform	appraisal	data	into	actionable	insights	that	inform	performance	improvement,	development	planning,	and	strategic	talent	management	decisions	while	providing	comprehensive	reporting	that	demonstrates	the	impact	and	effectiveness	of	evaluation	activities.	These	analytics	help	organizations	understand	performance	patterns	and	trends
while	identifying	opportunities	for	improvement	and	development.	Predictive	modeling	and	trend	analysis	help	organizations	anticipate	future	performance	outcomes	and	development	needs	while	identifying	high-potential	employees	and	performance	risks	that	require	attention	and	intervention.	This	forward-looking	analysis	supports	proactive	talent
management	and	succession	planning	while	enabling	early	identification	of	development	opportunities.	Comparative	analysis	and	benchmarking	capabilities	enable	organizations	to	evaluate	performance	across	different	groups,	departments,	time	periods,	and	evaluation	methods	while	identifying	best	practices	and	improvement	opportunities	that	can
be	scaled	across	the	organization.	This	analysis	supports	continuous	improvement	while	providing	context	for	individual	performance	assessment	and	development	planning.	User	Experience	and	Engagement:	Intuitive	user	interfaces	and	streamlined	workflows	encourage	participation	and	engagement	in	performance	appraisal	processes	while
reducing	friction	and	resistance	that	can	compromise	evaluation	effectiveness	and	user	satisfaction.	Modern	platforms	prioritize	user	experience	to	ensure	that	evaluation	activities	are	perceived	as	valuable	and	supportive	rather	than	burdensome	and	administrative.	Mobile	accessibility	and	flexible	access	options	accommodate	diverse	work
arrangements	and	user	preferences	while	ensuring	that	performance	appraisal	activities	can	be	completed	conveniently	and	efficiently	regardless	of	location	or	device	preferences.	This	accessibility	is	particularly	important	for	remote	and	hybrid	work	environments.	Personalized	dashboards	and	progress	tracking	help	users	understand	their
evaluation	status	and	development	progress	while	providing	motivation	and	engagement	that	support	ongoing	performance	improvement	efforts.	These	features	transform	performance	appraisal	from	periodic	events	to	ongoing	development	activities	that	maintain	focus	and	momentum.	Implementation	and	Integration	Considerations	Existing	System
Integration:	Successful	technology	implementation	requires	careful	integration	with	existing	HR	information	systems,	learning	management	platforms,	and	other	organizational	technologies	to	ensure	data	consistency	and	eliminate	duplicate	data	entry	while	providing	comprehensive	employee	information	and	development	tracking	capabilities.	This
integration	reduces	administrative	burden	while	improving	data	accuracy	and	user	experience.	Data	migration	and	quality	assurance	processes	ensure	that	historical	performance	information	and	employee	data	are	accurately	transferred	to	new	platforms	while	maintaining	data	integrity	and	accessibility	for	trend	analysis	and	development	planning.
This	historical	information	provides	valuable	context	for	performance	assessment	and	development	planning.	Security	and	compliance	considerations	ensure	that	sensitive	performance	data	is	protected	appropriately	while	meeting	organizational	and	regulatory	requirements	for	privacy	and	data	protection.	Modern	platforms	provide	comprehensive
security	features	while	maintaining	usability	and	accessibility	for	authorized	users.	Training	and	Change	Management:	Comprehensive	training	programs	help	managers	and	employees	effectively	utilize	new	technology	platforms	while	building	capabilities	that	support	successful	performance	appraisal	implementation	and	ongoing	effectiveness.	This
training	should	address	both	technical	platform	usage	and	performance	management	best	practices	that	drive	meaningful	results.	Change	management	and	communication	strategies	help	organizations	successfully	transition	to	new	technology-enabled	appraisal	methods	while	addressing	concerns	and	resistance	that	may	impede	adoption	and
effectiveness.	Clear	communication	about	benefits	and	expectations	helps	build	support	while	providing	realistic	timelines	and	success	metrics.	Ongoing	support	and	continuous	improvement	processes	ensure	that	technology	platforms	continue	to	meet	organizational	needs	while	adapting	to	changing	requirements	and	user	feedback	that	enhance
effectiveness	and	user	satisfaction	over	time.	Legal	Considerations	and	Compliance	Requirements	Modern	performance	appraisal	methods	must	comply	with	various	legal	requirements	and	regulatory	standards	that	protect	employee	rights	while	ensuring	fair	and	equitable	treatment	across	all	organizational	levels	and	employee	populations.
Understanding	and	addressing	these	legal	considerations	is	essential	for	implementing	effective	appraisal	systems	that	achieve	performance	improvement	objectives	while	minimizing	legal	risks	and	maintaining	organizational	credibility	and	reputation.	Performance	appraisal	systems	that	fail	to	address	legal	requirements	and	compliance	standards
may	expose	organizations	to	discrimination	claims,	wrongful	termination	lawsuits,	and	other	legal	challenges	that	can	be	both	costly	and	damaging	to	organizational	reputation	and	employee	relations.	Proactive	attention	to	legal	considerations	helps	ensure	that	appraisal	methods	support	both	performance	improvement	and	legal	compliance
objectives.	Equal	Employment	Opportunity	and	Anti-Discrimination	Requirements	Fair	and	Consistent	Application:	Performance	appraisal	methods	must	be	applied	consistently	across	all	employee	groups	and	populations	while	avoiding	disparate	impact	on	protected	classes	or	individuals	based	on	characteristics	such	as	race,	gender,	age,	religion,
disability	status,	or	other	protected	categories.	Consistent	application	requirements	extend	to	evaluation	criteria,	processes,	timing,	and	outcomes	to	ensure	equitable	treatment	and	legal	compliance.	Documentation	and	record-keeping	requirements	mandate	comprehensive	documentation	of	performance	appraisal	processes,	criteria,	and	outcomes
to	provide	evidence	of	fair	and	consistent	treatment	while	supporting	organizational	decisions	about	promotion,	development,	and	employment	actions.	This	documentation	is	essential	for	defending	against	potential	discrimination	claims	while	demonstrating	commitment	to	equitable	treatment.	Bias	reduction	and	objectivity	measures	help	ensure
that	performance	appraisal	outcomes	reflect	actual	performance	and	potential	rather	than	subjective	preferences	or	unconscious	bias	that	may	compromise	fairness	and	legal	compliance.	Training	and	technology	solutions	can	help	minimize	bias	while	improving	evaluation	accuracy	and	consistency.	Accommodation	and	Accessibility:	Reasonable
accommodation	requirements	mandate	that	performance	appraisal	methods	accommodate	employees	with	disabilities	while	maintaining	essential	performance	standards	and	evaluation	criteria.	These	accommodations	may	include	modified	evaluation	formats,	alternative	assessment	methods,	or	adjusted	timelines	that	enable	fair	evaluation	while
meeting	legal	requirements.	Accessibility	standards	ensure	that	technology	platforms	and	evaluation	processes	are	accessible	to	employees	with	various	disabilities	while	providing	equal	opportunity	for	participation	and	success	in	performance	appraisal	activities.	This	accessibility	extends	to	both	technical	platform	features	and	evaluation	process
design.	Cultural	sensitivity	and	language	considerations	help	ensure	that	performance	appraisal	methods	accommodate	diverse	cultural	backgrounds	and	language	capabilities	while	maintaining	fair	and	accurate	evaluation	outcomes	for	all	employees	regardless	of	cultural	or	linguistic	differences.	Documentation	and	Record-Keeping	Standards
Comprehensive	Documentation	Requirements:	Legal	compliance	requires	comprehensive	documentation	of	performance	appraisal	processes,	criteria,	and	outcomes	that	provide	clear	evidence	of	fair	and	consistent	treatment	while	supporting	organizational	decisions	about	employment	actions.	This	documentation	must	be	detailed	enough	to
demonstrate	compliance	with	legal	requirements	while	remaining	practical	for	ongoing	organizational	use.	Retention	and	storage	requirements	mandate	appropriate	retention	periods	and	storage	methods	for	performance	appraisal	documentation	while	ensuring	accessibility	for	legal	proceedings	and	compliance	audits.	Organizations	must	establish
clear	policies	and	procedures	for	managing	performance	appraisal	records	while	balancing	legal	requirements	with	practical	storage	and	access	considerations.	Confidentiality	and	privacy	protections	ensure	that	sensitive	performance	information	is	appropriately	protected	while	meeting	legal	requirements	for	employee	privacy	and	data	protection.
These	protections	must	balance	transparency	and	fairness	requirements	with	confidentiality	needs	and	legal	privacy	obligations.	Quality	Assurance	and	Audit	Readiness:	Regular	audit	and	review	processes	help	ensure	ongoing	compliance	with	legal	requirements	while	identifying	potential	issues	or	improvements	that	enhance	both	legal	compliance
and	appraisal	effectiveness.	These	audits	should	examine	both	process	compliance	and	outcome	patterns	that	may	indicate	potential	legal	risks.	Legal	review	and	consultation	ensure	that	performance	appraisal	methods	and	practices	comply	with	current	legal	requirements	while	staying	current	with	evolving	legal	standards	and	regulatory	changes
that	may	impact	appraisal	processes	and	outcomes.	Training	and	awareness	programs	help	managers	and	HR	personnel	understand	legal	requirements	and	compliance	standards	while	building	capabilities	that	support	both	effective	performance	management	and	legal	compliance	objectives.	Frequently	Asked	Questions:	Expert	Insights	and
Comprehensive	Guidance	Why	are	old	performance	appraisal	methods	being	phased	out?	Traditional	performance	appraisal	methods	are	being	systematically	replaced	because	they	fail	to	achieve	their	fundamental	objectives	of	improving	employee	performance	and	supporting	professional	development	while	often	creating	negative	side	effects	that
undermine	organizational	culture	and	employee	engagement.	The	most	significant	problems	with	outdated	approaches	stem	from	their	backward-looking	focus,	infrequent	timing,	and	punitive	orientation	that	create	adversarial	rather	than	collaborative	relationships	between	managers	and	employees.	Fundamental	Ineffectiveness	Issues:	The
backward-facing	nature	of	traditional	appraisal	methods	means	that	evaluation	discussions	focus	on	events	and	behaviors	that	occurred	weeks	or	months	previously,	making	it	difficult	for	employees	to	connect	feedback	with	specific	situations	or	to	implement	meaningful	changes	in	their	current	work	routines.	By	the	time	annual	or	semi-annual
reviews	occur,	the	specific	circumstances	that	led	to	performance	outcomes	may	have	changed	significantly,	reducing	the	relevance	and	impact	of	evaluation	feedback	on	future	performance	improvement.	This	historical	focus	also	provides	limited	value	for	decision-making	about	future	assignments,	development	opportunities,	or	career	advancement
because	it	emphasizes	past	performance	rather	than	future	potential	and	capability	development.	Organizations	need	forward-looking	assessment	approaches	that	help	identify	development	opportunities	and	career	potential	rather	than	simply	documenting	historical	performance	outcomes.	Timing	and	Relevance	Problems:	Infrequent	evaluation
cycles	create	significant	gaps	between	performance	observation	and	feedback	delivery,	reducing	the	effectiveness	of	evaluation	insights	while	missing	critical	opportunities	for	real-time	course	correction	and	improvement.	When	performance	issues	persist	for	months	before	being	addressed,	they	become	more	difficult	to	correct	while	potentially
impacting	team	dynamics	and	business	results.	The	high-stakes	nature	of	infrequent	evaluations	creates	anxiety	and	defensiveness	rather	than	productive	dialogue	about	development	and	improvement	opportunities.	Employees	may	become	surprised	by	performance	assessments	that	don’t	align	with	their	self-perception	or	understanding	of
expectations,	leading	to	conflict	and	resistance	rather	than	improvement	and	development.	Cultural	and	Engagement	Impact:	Traditional	appraisal	methods	often	emphasize	evaluation	and	judgment	rather	than	development	and	improvement,	creating	adversarial	relationships	between	managers	and	employees	rather	than	collaborative	partnerships
focused	on	mutual	success.	This	punitive	approach	focuses	on	identifying	deficiencies	and	assigning	ratings	rather	than	building	capability	and	supporting	professional	growth	that	benefits	both	individuals	and	organizations.	The	competitive	dynamics	created	by	traditional	rating	systems	can	undermine	teamwork	and	collaboration	while	discouraging
risk-taking	and	innovation	that	organizations	need	for	competitive	success.	When	employees	compete	against	each	other	for	limited	high	ratings,	they	may	withhold	knowledge	sharing	and	collaboration	that	could	benefit	overall	organizational	performance.	Modern	Alternatives	and	Benefits:	Contemporary	performance	appraisal	methods	address
these	fundamental	problems	by	emphasizing	continuous	feedback,	collaborative	goal-setting,	development-focused	conversations,	and	multi-source	evaluation	that	provide	comprehensive	and	actionable	insights	for	performance	improvement.	These	modern	approaches	create	positive	employee	experiences	while	driving	measurable	business	results
through	effective	talent	development	and	engagement.	Organizations	implementing	modern	appraisal	methods	report	improved	employee	engagement,	better	retention	of	high-potential	talent,	more	effective	performance	improvement,	and	stronger	alignment	between	individual	performance	and	organizational	objectives.	These	benefits	justify	the
investment	in	updating	performance	appraisal	approaches	while	building	competitive	advantage	through	superior	talent	management.	What’s	the	best	performance	appraisal	method?	There	is	no	universally	“best”	performance	appraisal	method	because	effectiveness	depends	on	numerous	organizational	factors	including	culture,	size,	industry,
employee	populations,	strategic	objectives,	and	available	resources	that	vary	significantly	across	different	organizations	and	contexts.	The	most	effective	approach	for	any	specific	organization	depends	on	careful	assessment	of	these	factors	while	considering	the	benefits	and	limitations	of	different	evaluation	methods.	Organizational	Context
Considerations:	Company	culture	and	management	philosophy	significantly	influence	which	appraisal	methods	will	be	most	effective	and	well-received	by	employees	and	managers.	Organizations	with	collaborative	cultures	may	benefit	most	from	360-degree	feedback	and	MBO	approaches	that	emphasize	participation	and	shared	responsibility,	while
those	with	more	structured	environments	might	prefer	BARS	or	assessment	center	methods	that	provide	clear	standards	and	objective	evaluation	criteria.	Industry	requirements	and	regulatory	considerations	also	impact	method	selection,	particularly	in	highly	regulated	industries	where	specific	competencies	must	be	systematically	evaluated	and
documented.	Healthcare	organizations	may	require	different	approaches	than	technology	companies,	while	manufacturing	environments	may	have	different	needs	than	service	organizations.	Multi-Method	Integration	Strategies:	Many	organizations	discover	that	combining	multiple	performance	appraisal	methods	creates	more	comprehensive	and
effective	evaluation	systems	than	relying	on	any	single	approach.	The	360-degree	feedback	method	often	serves	as	an	excellent	foundation	because	it	provides	comprehensive	perspective	while	reducing	bias	and	subjectivity	that	can	compromise	evaluation	accuracy	and	fairness.	Additional	methods	can	be	integrated	based	on	specific	organizational
needs	and	objectives.	For	example,	organizations	focused	on	career	development	might	add	psychological	assessment	or	assessment	center	methods,	while	those	emphasizing	goal	achievement	might	incorporate	MBO	approaches.	This	integrated	strategy	addresses	different	aspects	of	performance	while	accommodating	diverse	employee	needs	and
role	requirements.	Selection	and	Implementation	Guidance:	Successful	method	selection	requires	thorough	assessment	of	organizational	goals,	employee	populations,	management	capabilities,	and	available	resources	while	considering	implementation	requirements	and	ongoing	maintenance	needs.	Organizations	should	pilot	different	approaches	with
small	groups	before	full-scale	implementation	to	understand	effectiveness	and	identify	potential	challenges	or	improvements.	Professional	consultation	and	expert	guidance	can	help	organizations	navigate	method	selection	while	avoiding	common	implementation	pitfalls	and	maximizing	the	benefits	of	chosen	approaches.	This	expertise	is	particularly
valuable	for	organizations	implementing	sophisticated	methods	or	making	significant	changes	to	existing	appraisal	systems.	Are	manual	performance	appraisals	better	than	automated	options?	Manual	performance	appraisals	are	significantly	less	effective	than	technology-supported	approaches	because	they	are	more	time-consuming,	prone	to	bias
and	errors,	inconsistent	across	different	managers	and	time	periods,	and	limited	in	their	ability	to	provide	comprehensive	analysis	and	insights	that	drive	meaningful	performance	improvement	and	development	outcomes.	Manual	Process	Limitations:	Time	consumption	represents	one	of	the	most	significant	drawbacks	of	manual	performance
appraisals,	with	managers	and	HR	personnel	spending	excessive	amounts	of	time	on	administrative	tasks	rather	than	focusing	on	performance	improvement	and	employee	development	activities	that	create	real	value	for	individuals	and	organizations.	Manual	processes	often	consume	60-80%	more	time	than	technology-supported	approaches	while
providing	less	comprehensive	and	actionable	results.	Accuracy	and	bias	issues	compromise	the	effectiveness	of	manual	appraisals	because	they	rely	heavily	on	individual	manager	memory,	perception,	and	judgment	that	can	be	influenced	by	recent	events,	personal	preferences,	and	unconscious	bias.	Even	managers	with	the	best	intentions	may
struggle	to	maintain	objectivity	and	accuracy	when	conducting	evaluations	manually	without	systematic	data	collection	and	analysis	support.	Inconsistency	across	different	managers,	departments,	and	time	periods	undermines	the	fairness	and	credibility	of	manual	appraisal	systems	while	making	it	difficult	to	compare	performance	or	make	strategic
decisions	about	talent	management	and	development.	This	inconsistency	can	create	legal	risks	while	damaging	employee	trust	and	organizational	culture.	Technology-Enhanced	Benefits:	Advanced	performance	management	software	addresses	these	limitations	by	providing	systematic	data	collection,	bias	reduction	tools,	comprehensive	analytics,	and
consistent	processes	that	improve	evaluation	accuracy	while	reducing	administrative	burden	and	enhancing	user	experience.	Technology	platforms	can	automate	routine	tasks	while	providing	insights	and	guidance	that	help	managers	conduct	more	effective	performance	conversations	and	development	planning.	Objective	data	analysis	and	reporting
capabilities	enable	organizations	to	identify	patterns	and	trends	that	inform	strategic	talent	management	decisions	while	providing	comprehensive	documentation	that	supports	legal	compliance	and	organizational	decision-making.	This	analytical	capability	is	impossible	to	achieve	through	manual	processes	alone.	Integrated	Approach	Advantages:
The	most	effective	performance	appraisal	systems	combine	technology	capabilities	with	human	expertise	and	judgment	to	create	comprehensive	evaluation	processes	that	leverage	the	benefits	of	both	approaches	while	minimizing	their	individual	limitations.	Technology	provides	data	collection,	analysis,	and	process	management	support	while
managers	contribute	contextual	understanding,	relationship	building,	and	development	planning	expertise.	This	integrated	approach	ensures	that	performance	appraisals	remain	human-centered	and	relationship-focused	while	benefiting	from	technology-enabled	accuracy,	consistency,	and	efficiency	improvements	that	enhance	rather	than	replace	the
essential	human	elements	of	performance	management	and	employee	development.	Is	performance	management	more	important	than	learning	and	development?	Performance	management	and	learning	and	development	are	fundamentally	interconnected	and	mutually	dependent	components	of	effective	talent	management	that	cannot	be	successfully
separated	or	prioritized	independently.	These	functions	represent	two	essential	aspects	of	the	same	strategic	objective:	building	organizational	capability	while	supporting	individual	professional	growth	and	career	advancement	that	benefits	both	employees	and	organizational	success.	Interdependent	Relationship:	Performance	management	without
learning	and	development	support	fails	to	provide	employees	with	the	resources	and	opportunities	they	need	to	improve	their	performance	and	advance	their	careers,	resulting	in	evaluation	processes	that	identify	gaps	without	enabling	improvement.	This	approach	often	leads	to	employee	frustration	and	disengagement	while	failing	to	realize	the
performance	improvement	potential	that	effective	development	programs	can	provide.	Conversely,	learning	and	development	programs	without	systematic	performance	management	lack	clear	direction	and	prioritization	that	ensure	development	activities	align	with	performance	needs	and	organizational	objectives.	Without	performance	assessment
and	feedback,	development	efforts	may	not	address	the	most	critical	skill	gaps	or	career	development	needs	that	drive	individual	and	organizational	success.	Strategic	Integration	Benefits:	Integrated	performance	management	and	learning	development	approaches	create	synergistic	effects	that	amplify	the	benefits	of	both	functions	while	providing
comprehensive	talent	management	systems	that	support	both	individual	growth	and	organizational	capability	building.	When	performance	evaluation	directly	informs	development	planning	and	learning	activities,	organizations	can	ensure	efficient	use	of	development	resources	while	maximizing	performance	improvement	outcomes.	This	integration
also	enables	career	development	planning	that	aligns	individual	aspirations	with	organizational	needs	while	providing	clear	pathways	for	advancement	that	retain	high-potential	talent.	Employees	who	see	clear	connections	between	performance	evaluation,	development	opportunities,	and	career	advancement	are	more	engaged	and	committed	to
organizational	success.	Implementation	Considerations:	Successful	integration	requires	performance	management	systems	that	directly	connect	evaluation	outcomes	with	development	opportunities	and	resources	while	providing	clear	guidance	for	creating	development	plans	that	address	identified	performance	gaps	and	career	objectives.	This
connection	ensures	that	performance	discussions	lead	to	actionable	development	activities	rather	than	simply	documenting	performance	outcomes.	Learning	and	development	programs	must	be	designed	to	address	performance	improvement	needs	while	supporting	career	advancement	objectives	that	align	with	organizational	succession	planning	and
talent	management	strategies.	This	alignment	ensures	that	development	investments	drive	measurable	performance	improvement	while	building	organizational	capability	and	leadership	pipeline.	Organizational	Culture	Impact:	Organizations	that	successfully	integrate	performance	management	and	learning	development	create	cultures	of	continuous
improvement	and	growth	that	attract	and	retain	high-potential	talent	while	building	competitive	advantage	through	superior	human	capital	development.	These	cultures	encourage	risk-taking	and	innovation	while	providing	support	for	learning	from	mistakes	and	developing	new	capabilities.	The	integrated	approach	also	demonstrates	organizational
commitment	to	employee	development	and	career	advancement	that	builds	loyalty	and	engagement	while	reducing	turnover	costs	and	maintaining	organizational	knowledge	and	capability.	This	commitment	becomes	a	significant	competitive	advantage	in	attracting	and	retaining	top	talent	in	competitive	job	markets.	What	are	the	most	important
metrics	to	measure	in	performance	appraisals?	Effective	performance	appraisals	should	measure	multiple	dimensions	of	employee	contribution	and	potential	to	provide	comprehensive	assessment	that	supports	both	performance	improvement	and	career	development	while	aligning	individual	performance	with	organizational	objectives	and	strategic
priorities.	The	most	important	metrics	extend	beyond	simple	performance	outcomes	to	encompass	behavioral	competencies,	development	potential,	cultural	alignment,	and	strategic	contribution	that	drive	long-term	individual	and	organizational	success.	Performance	Outcomes	and	Achievement:	Quantitative	performance	metrics	provide	objective
measures	of	goal	achievement,	productivity,	quality,	and	business	contribution	that	demonstrate	individual	impact	on	organizational	success	while	providing	clear	benchmarks	for	improvement	and	development.	These	metrics	should	include	both	individual	achievement	and	contribution	to	team	and	organizational	objectives	that	reflect	the
collaborative	nature	of	modern	work	environments.	Quality	indicators	measure	the	accuracy,	excellence,	and	customer	satisfaction	associated	with	individual	work	output	while	providing	insights	into	attention	to	detail,	professional	standards,	and	commitment	to	excellence	that	drive	organizational	reputation	and	competitive	advantage.	Quality
metrics	should	reflect	both	internal	standards	and	external	customer	or	stakeholder	satisfaction	with	individual	contributions.	Efficiency	and	productivity	measures	assess	individual	capability	to	achieve	results	while	managing	time,	resources,	and	priorities	effectively	in	ways	that	support	both	individual	success	and	organizational	efficiency.	These
metrics	should	consider	both	output	volume	and	resource	utilization	while	recognizing	the	complexity	and	challenge	level	of	different	assignments	and	responsibilities.	Behavioral	Competencies	and	Skills:	Interpersonal	and	communication	skills	assessment	evaluates	individual	ability	to	collaborate	effectively,	build	relationships,	and	communicate
clearly	with	colleagues,	customers,	and	stakeholders	while	contributing	to	positive	organizational	culture	and	team	effectiveness.	These	competencies	are	essential	for	success	in	most	modern	work	environments	and	significantly	impact	both	individual	and	team	performance	outcomes.	Leadership	and	influence	capabilities	measure	individual
potential	for	advancement	and	increased	responsibility	while	assessing	current	contribution	to	team	development,	mentoring,	and	organizational	improvement	initiatives.	These	capabilities	are	essential	for	succession	planning	and	career	development	while	indicating	readiness	for	promotion	and	expanded	responsibilities.	Problem-solving	and
innovation	assessment	evaluates	individual	ability	to	identify	challenges,	develop	creative	solutions,	and	contribute	to	organizational	improvement	and	competitive	advantage.	These	capabilities	are	increasingly	important	for	organizational	success	while	indicating	individual	potential	for	career	advancement	and	strategic	contribution.	Development
Potential	and	Learning	Agility:	Learning	agility	and	adaptability	measures	assess	individual	capacity	for	acquiring	new	skills,	adapting	to	changing	requirements,	and	growing	with	organizational	needs	while	indicating	potential	for	career	advancement	and	success	in	evolving	roles.	These	capabilities	are	essential	for	long-term	career	success	while
supporting	organizational	agility	and	competitive	advantage.	Growth	mindset	and	development	orientation	evaluation	measures	individual	commitment	to	continuous	improvement,	professional	development,	and	skill	building	while	assessing	receptiveness	to	feedback	and	coaching	that	support	ongoing	performance	enhancement.	This	orientation	is
essential	for	sustained	high	performance	while	indicating	career	development	potential.	Career	potential	and	advancement	readiness	assessment	evaluates	individual	preparation	for	increased	responsibilities	and	leadership	roles	while	identifying	development	needs	that	should	be	addressed	before	advancement	occurs.	This	assessment	supports
succession	planning	while	ensuring	that	advancement	decisions	are	based	on	comprehensive	capability	evaluation	rather	than	limited	performance	observations.	Cultural	Alignment	and	Values	Integration:	Organizational	culture	and	values	alignment	measures	assess	individual	demonstration	of	desired	behaviors	and	commitment	to	organizational
mission	while	evaluating	contribution	to	positive	workplace	culture	and	team	dynamics.	This	alignment	is	essential	for	long-term	success	while	indicating	fit	with	organizational	culture	and	advancement	potential.	Ethical	behavior	and	integrity	evaluation	assesses	individual	adherence	to	professional	and	organizational	standards	while	measuring
trustworthiness	and	reliability	that	are	essential	for	leadership	roles	and	organizational	success.	These	factors	significantly	impact	career	advancement	potential	while	indicating	cultural	fit	and	values	alignment.	Team	collaboration	and	support	measures	evaluate	individual	contribution	to	team	success	while	assessing	willingness	to	share	knowledge,
support	colleagues,	and	prioritize	collective	achievement	over	individual	recognition.	These	behaviors	are	essential	for	organizational	success	while	indicating	leadership	potential	and	cultural	alignment.	Conclusion:	Transforming	Performance	Appraisal	for	Strategic	Organizational	Success	Performance	appraisal	represents	one	of	the	most	critical
opportunities	for	organizations	to	drive	individual	development,	align	employee	performance	with	strategic	objectives,	and	build	competitive	advantage	through	effective	talent	management	that	supports	both	employee	satisfaction	and	business	success.	The	transformation	from	traditional	evaluation	methods	to	modern,	development-focused
approaches	represents	a	fundamental	shift	in	how	organizations	think	about	human	capital	development	while	creating	opportunities	for	sustainable	competitive	advantage	through	superior	talent	management.	The	evolution	of	performance	appraisal	methods	reflects	broader	changes	in	organizational	culture,	employee	expectations,	and	business
requirements	that	demand	more	sophisticated,	responsive,	and	development-focused	approaches	to	talent	management.	Organizations	that	successfully	implement	modern	appraisal	methods	create	positive	employee	experiences	while	driving	measurable	business	results	through	improved	performance,	enhanced	retention,	and	stronger	alignment
between	individual	capabilities	and	organizational	objectives.	The	Strategic	Imperative	for	Modern	Performance	Appraisal	Organizations	that	continue	to	rely	on	outdated	performance	appraisal	methods	face	increasing	competitive	disadvantage	as	they	fail	to	engage	talent	effectively,	miss	opportunities	for	performance	improvement,	and	struggle	to
retain	high-potential	employees	who	expect	meaningful	development	support	and	career	advancement	opportunities.	The	cost	of	ineffective	performance	management	extends	beyond	individual	employee	satisfaction	to	impact	organizational	culture,	business	performance,	and	competitive	positioning	in	talent	markets.	Modern	performance	appraisal
methods	address	these	challenges	by	creating	positive	employee	experiences	that	drive	engagement	while	providing	comprehensive	assessment	and	development	planning	that	supports	both	individual	career	advancement	and	organizational	capability	building.	These	approaches	transform	performance	evaluation	from	administrative	burden	to
strategic	capability	that	drives	competitive	advantage	through	superior	talent	management.	The	Employee	Experience	Transformation	Effective	modern	performance	appraisal	methods	fundamentally	transform	the	employee	experience	by	replacing	anxiety-provoking	evaluation	processes	with	supportive	development	conversations	that	build
relationships	while	driving	performance	improvement	and	career	advancement.	This	transformation	creates	positive	associations	with	performance	management	while	building	trust	and	engagement	that	support	long-term	retention	and	organizational	commitment.	Employees	who	experience	effective	performance	appraisal	processes	report	higher
job	satisfaction,	clearer	career	direction,	stronger	relationships	with	managers,	and	greater	confidence	in	their	ability	to	advance	within	the	organization.	These	positive	experiences	translate	into	improved	performance,	enhanced	retention,	and	stronger	organizational	culture	that	attracts	top	talent	while	building	competitive	advantage.	Your
Strategic	Path	Forward	The	choice	facing	organizations	today	is	not	whether	to	improve	their	performance	appraisal	methods,	but	how	quickly	they	can	implement	comprehensive	approaches	that	drive	meaningful	results	while	building	sustainable	competitive	advantages	through	superior	talent	management	and	employee	development.	Every	day	of
delay	represents	missed	opportunities	for	employee	development,	performance	improvement,	and	competitive	advantage	creation.	Organizations	that	proactively	transform	their	performance	appraisal	methods	gain	significant	advantages	in	talent	attraction,	employee	engagement,	performance	improvement,	and	retention	while	building
organizational	cultures	that	support	innovation,	collaboration,	and	excellence.	These	advantages	compound	over	time	to	create	sustainable	competitive	differentiation	that	drives	long-term	business	success.	Transform	Your	Performance	Appraisal	Process	Today:	Start	Your	Free	30-Day	Trial	of	eLeaP’s	Performance	Management	Platform	and
experience	how	modern	appraisal	methods	can	revolutionize	your	talent	management	and	organizational	performance.	Contact	Our	Performance	Management	Experts	for	personalized	consultation	about	implementing	effective	performance	appraisal	methods	that	drive	both	individual	development	and	organizational	success.	Download	“The	Skeptic’s
Guide	to	Performance	Management“	for	comprehensive	insights	and	proven	strategies	for	transforming	performance	appraisal	processes.	The	future	of	organizational	success	depends	on	effective	talent	management	that	begins	with	comprehensive,	development-focused	performance	appraisal	methods	that	create	positive	employee	experiences	while
driving	measurable	business	results.	Transform	your	approach	to	performance	appraisal	and	unlock	the	full	potential	of	your	organization’s	most	valuable	asset—your	people.	Don’t	let	outdated	performance	appraisal	methods	limit	your	organization’s	potential.	Embrace	modern	approaches	that	drive	both	individual	success	and	organizational
excellence.	Start	your	transformation	today.	Definition	A	performance	appraisal	is	a	regular	meeting	where	management	discusses	the	value	of	an	employee's	work	and	opportunities	for	improvement.	The	term	“performance	appraisal”	refers	to	the	regular	review	of	an	employee’s	job	performance	and	overall	contribution	to	a	company.	Also	known	as
an	annual	review,	employee	appraisal,	performance	review,	or	evaluation,	a	performance	appraisal	evaluates	an	employee’s	skills,	achievements,	and	growth,	or	lack	thereof.	Companies	use	performance	appraisals	to	give	employees	big-picture	feedback	on	their	work	and	to	justify	pay	increases	and	bonuses,	as	well	as	termination	decisions.	They	can
be	conducted	at	any	given	time	but	tend	to	be	annual,	semiannual,	or	quarterly.	A	performance	appraisal	is	a	regular	review	of	an	employee’s	job	performance	and	contribution	to	a	company.Performance	appraisals	are	also	called	annual	reviews,	performance	reviews	or	evaluations,	or	employee	appraisals.Companies	use	performance	appraisals	to
determine	which	employees	have	contributed	the	most	to	the	company’s	growth,	to	review	their	progress,	and	to	reward	high-achieving	workers.Although	there	are	many	different	kinds	of	performance	reviews,	the	most	common	is	a	top-down	review	in	which	a	manager	reviews	their	direct	report.Employees	who	believe	that	the	evaluation’s
construction	isn’t	reflective	of	their	company’s	culture	may	feel	dissatisfied	with	the	appraisal	process.	Performance	appraisals	are	usually	designed	by	human	resources	(HR)	departments	as	a	way	for	employees	to	develop	in	their	careers.	They	provide	individuals	with	feedback	on	their	job	performance,	ensuring	that	employees	are	managing	and
meeting	the	goals	expected	of	them	and	giving	them	guidance	on	how	to	reach	those	goals	if	they	fall	short.	Because	companies	have	a	limited	pool	of	funds	from	which	to	award	incentives,	such	as	raises	and	bonuses,	performance	appraisals	help	determine	how	to	allocate	those	funds.	They	provide	a	way	for	companies	to	determine	which	employees
have	contributed	the	most	to	the	company’s	growth	so	that	companies	can	reward	their	top-performing	employees	accordingly.	Performance	appraisals	also	help	employees	and	their	managers	create	a	plan	for	employee	development	through	additional	training	and	increased	responsibilities.	They	help	to	identify	ways	that	employees	can	improve	and
move	forward	in	their	careers.	Ideally,	the	performance	appraisal	is	not	the	only	time	during	the	year	that	managers	and	employees	communicate	about	the	employee’s	contributions.	More	frequent	conversations	help	keep	everyone	on	the	same	page,	develop	stronger	relationships	between	employees	and	managers,	and	make	annual	reviews	less
stressful.	Most	performance	appraisals	are	top-down,	meaning	that	supervisors	evaluate	their	staff	with	no	input	from	the	subject.	But	there	are	other	types:	Self-assessment:	Individuals	rate	their	job	performance	and	behavior.	Peer	assessment:	An	individual’s	workgroup	or	co-workers	rate	their	performance.	360-degree	feedback	assessment:
Includes	input	from	an	individual,	supervisor,	and	peers.	Negotiated	appraisal:	This	newer	trend	utilizes	a	mediator	and	attempts	to	moderate	the	adversarial	nature	of	performance	evaluations	by	allowing	the	subject	to	present	first.	It	also	focuses	on	what	the	individual	is	doing	right	before	any	criticism	is	given.	This	structure	tends	to	be
useful	during	conflicts	between	subordinates	and	supervisors.	There	are	many	performance	appraisal	apps	that	have	been	developed	to	help	companies	automate	the	evaluation	process.	Performance	appraisals	are	designed	to	motivate	employees	to	reach	and/or	exceed	their	goals.	But	they	do	come	with	a	lot	of	criticism.	An	issue	with	performance
appraisals	is	that	differentiating	individual	and	organizational	performance	can	be	difficult.	If	the	evaluation’s	construction	doesn’t	reflect	the	culture	of	a	company	or	organization,	it	can	be	detrimental.	Employees	may	report	general	dissatisfaction	with	their	performance	appraisal	processes.	Other	potential	issues	include:	Distrust	of	the	appraisal
can	lead	to	issues	between	subordinates	and	supervisors	or	a	situation	in	which	employees	merely	tailor	their	input	to	please	their	employer.	Performance	appraisals	can	lead	to	the	adoption	of	unreasonable	goals	that	demoralize	workers	or	incentivize	them	to	engage	in	unethical	practices.	Some	labor	experts	believe	that	the	use	of	performance
appraisals	has	led	to	lower	use	of	merit-	and	performance-based	compensation.	Performance	appraisals	may	lead	to	unfair	evaluations	in	which	employees	are	judged	not	by	their	accomplishments	but	by	their	likability.	They	can	also	lead	to	managers	giving	underperforming	staff	a	good	evaluation	to	avoid	souring	their	relationship.	Unreliable	raters
can	introduce	a	number	of	biases	that	skew	appraisal	results	toward	preferred	characteristics	or	ones	that	reflect	the	rater’s	preferences.	Performance	appraisals	that	work	well	in	one	culture	or	job	function	may	not	be	useful	in	another.	Even	if	you	never	work	in	management,	you	will	certainly	have	meetings	throughout	your	career	to	discuss	your
performance	with	an	employer.	These	can	occur	as	a	formal	evaluation	or	a	more	casual	tête-à-tête.	In	most	cases,	a	performance	appraisal	will	be	a	chance	to	highlight	your	accomplishments	to	your	employer,	as	well	as	find	opportunities	for	personal	growth.	An	effective	performance	appraisal	can	boost	morale	and	give	employees	better	direction	in
how	to	improve.	Performance	appraisals	are	used	to	review	the	job	performance	of	an	employee	over	some	period	of	time.	These	reviews	are	used	to	highlight	both	strengths	and	weaknesses	to	improve	future	performance.	When	executed	correctly,	performance	appraisals	can	pay	off	significantly.	Among	other	things,	they	are	capable	of	boosting
employee	morale	and	engagement,	clarifying	expectations,	helping	to	get	the	best	out	of	staff,	and	incentivizing	hard	work	and	dedication.It’s	not	just	companies	that	benefit,	either.	Open	lines	of	communication	make	it	easier	for	employees	to	raise	concerns,	express	themselves,	find	their	right	path,	feel	appreciated,	and	be	rewarded	when	they	do	a
good	job.	Performance	management	is	an	ongoing	process.	Throughout	the	year,	managers	are	encouraged	to	engage	with	employees	to	establish	goals,	note	progress,	and	provide	feedback.	Formal	reviews	or	appraisals	often	take	place	on	a	yearly	or	quarterly	basis.	Standard	performance	reviews	include	an	employee	and	their	manager	or
supervisor.	The	360-degree	version	also	solicits	input	from	the	employee’s	colleagues	or	co-workers.	Communication	between	employees	and	their	manager	or	supervisor	can	be	very	rewarding.	Performance	appraisals	are	capable	of	boosting	morale	and	output,	benefiting	all	parties.	That’s	assuming	they	go	well,	though.	Sadly,	many	performance
appraisals	aren’t	executed	in	the	most	effective	way.	In	many	cases,	they	may	be	rushed	or	simply	follow	a	set	framework	that	perhaps	doesn’t	always	benefit	every	type	of	industry	or	person.	Poorly	handled	appraisals	can	be	counterproductive.	Without	a	bespoke	approach	and	careful	consideration	of	how	to	structure	meetings	and	set	reasonable
targets,	the	performance	appraisal	process	can	have	its	drawbacks.	I	am	a	software	developer.	I	want	to	start	working	as	a	freelancer	along	with	my	full-time	job.	How	can	I	start	working	on	a	freelance	project?Here	is	an	article	I	wrote.	Hope	it	helps!HOW	TO	FREELANCEAre	you	tired	of	being	an	employee	experiencing	the	daily	grind?	If	your
answer	is	yes,	now	would	be	the	time	to	consider	freelancing	your	experience	and	skills.	Freelancing	is	quickly	becoming	the	profession	which	is	bringing	artists	into	the	future.	These	artists	include:·Accountants/Bookkeepers·Appraisers·Chefs·Writers·Film	Animators·Financial	Planners·Cartographers·Photographers·Computer	Programmers·Corporate
Event	Planners·Furniture	Restorers/Repairers·Web	Designers·Private	Investigators·Professional	Organizers·Set	Designers·Seamstresses·Data	Entry/Processors·Fundraisers·Interpreters/Translators·Interior	Designers·Upholsterers·Tutors·Editors/Copy	Editors·Floral	Arrangers·Graphic	Designers·Home	Inspectors·Landscapers·Telemarketers·Package
Designers·Crafters·Medical	Billers·Party	Planners·Political	Consultants·Engineers·Estheticians·Massage	Therapists·Sales	and	Marketing	Consultants·SeamstressesThis	is	just	to	name	some	of	the	talented	artists	who	are	freelancing	nowadays.	This	list	goes	on!Businesses	are	beginning	to	scale	back	on	expenses,	including	their	workforce,	and	they	are
turning	to	the	freelancing	market	for	help.	If	you’ve	got	experience	in	any	of	the	above	areas,	or	something	different,	there	is	a	great	chance	that	you	can	insert	your	expertise	into	the	freelancing	business	quite	easily.	There	are	an	amazing	amount	of	clients	out	there	looking	for	your	skills	and	willing	to	pay	good	money	to	utilize	them.FreedomAs	far
as	most	are	concerned,	“freedom”	would	be	the	biggest	perk	of	freelancing.	You	can	work	when	you	want,	and	take	the	jobs	that	you	want.	You	can	take	vacations	when	you	want,	with	no	one	to	answer	to,	for	as	long	as	you	want.However,	in	exchange	for	this	newfound	freedom	also	comes	risk.	In	freelancing	your	talents,	your	next	paycheck	is	never



guaranteed.	But	don’t	fret,	because	over	time,	given	good	work,	old	clients	will	return	and	new	clients	will	want	your	services.	Do	what	you	love	and	do	it	well.	Be	vigilant	in	your	search	for	jobs	daily	and	before	you	know	it,	they	will	be	coming	to	you,	and	at	some	point	you	will	have	to	actually	turn	work	down.ResearchBe	sure	to	research	others	who
are	offering	the	same	service	as	you	and	note	what	they	are	getting	paid.	Search	your	local	paper	and	the	internet	freelancing	sites	to	get	a	taste	for	the	market	you	are	interested	in.	Learn	how	to	bid	on	jobs	and	be	sure	to	write	your	bids	in	a	correct,	grammatically	precise	manner.	Spelling	and	punctuation	are	important.	If	you	don’t	follow	this	step,
clients	may	pass	you	by.Locate	other	freelancers	who	do	what	you	are	looking	to	do.	Talk	to	them	about	their	business	and	where	most	of	their	work	comes	from.	This	will	be	extremely	helpful	in	helping	you	to	carve	out	a	niche	and	fill	a	current	opening	in	the	market.If	there	is	a	large	market	of	freelancers	doing	what	you	do,	try	researching
“teaching”	what	you	love	instead	of	doing	the	actual	job.	Teaching	is	a	huge	up-and-coming	market	in	the	freelancing	profession.Don’t	Quit	Your	Day	Job	ImmediatelyTake	time	to	establish	yourself	in	your	field.	It	takes	time	to	build	a	clientele	and	get	good	reviews	and	return	customers.	Any	good	business	takes	work	to	build	to	its	full	potential.
However,	given	a	little	hard	work	and	determination,	freelancing	can	be	more	lucrative	then	your	9-5	job.It	would	be	in	your	best	interest	to	begin	your	freelancing	business	during	your	free	time	and	work	it	for	a	good	six	months	to	a	year,	while	putting	your	$$	away	for	unpredictable	down	time.Generating	BusinessFinding	clients	is	the	number-one
challenge	for	any	freelancer	who	is	just	starting	out.	How	do	you	attract	clients	if	you’ve	never	had	any?	Below	are	some	tips	to	help	you	with	same.1)	Develop	your	profile/portfolio	to	establish	the	scope	of	your	skills.	Initially,	if	that	requires	doing	some	work	for	low	pay,	that’s	fine.	This	will	help	you	to	build	a	return	clientele	and	also	provide	you
with	some	samples	to	display.2)	Referrals	make	up	a	huge	portion	of	your	business.	Tell	everyone	you	know	about	your	new	freelancing	career	and	be	sure	to	announce	it	on	social	media	sites.	Word-of-mouth	can	go	a	long	way.3)	Be	sure	to	list	any	degrees	or	certifications	you	possess	and	get	new	ones	if	need	be.	Join	professional	organizations	which
are	related	to	your	field.	This	is	a	great	way	to	get	referrals.4)	Volunteer	in	your	community.	This	is	a	perfect	way	to	broaden	your	network	and	gain	potential	clients.Accept	rejection.	It	comes	with	the	territory.	Learn	what	you	can	from	it	and	move	on.	But	never	stop	trying.PS	-	Go	to	VirtualSalesNetwork.com	and	check	it	out.	It	is	a	new	and
upcoming	freelancing	platform	which	will	be	very	successful.	Who	is	the	most	disgusting	person	you	have	ever	met?Well,	I	am	gonna	introduce	you	a	GREAT	personality	ever	you	could	have	heard	of.Let	us	give	him	a	name	as	HERO.	I	have	been	working	along	our	HERO	from	the	past	2.5	years	under	the	same	project	in	a	Software	company	in
Chennai.	I	am	literally	searching	for	the	words	to	describe	our	hero.In	2015	march,	We	went	to	a	beach	in	the	Chennai	on	a	weekend.	Our	hero	left	his	phone	on	the	sand	(shore)	but	had	my	phone	in	his	pocket	and	joined	with	us	playing	in	the	waters.	Unfortunately,	my	mobile	slipped	off	from	his	pocket	and	fell	down	in	the	sea.	Everybody’s	phones
were	safe	on	the	sand	(shore)	but	mine	in	the	sea	waters.	One	of	our	mutual	friend	suggested	our	HERO	to	buy	me	a	new	one.	But	I	proactively	said,	“That’s	okay	!	It	could	have	been	a	mistake.	Leave	it.	I	ll	buy	a	new	one.”	I	didn’t	see	any	sorry	on	our	HERO’s	face.	He	was	perfectly	alright.	Yes,	He	is	our	HERO.Next	day	in	the	office,	I	asked	him,
“Would	you	mind	If	I	drink	some	water	from	your	bottle?”.	He	pretended	as	he	was	busy	for	20–30	secs	and	said	OK.	I	just	had	2	sips	of	the	water	from	his	bottle.	Suddenly	he	shouted	“Go	and	get	my	water	bottled	filled	with	water”	leaving	all	the	colleagues	in	shock	as	something	unexpected	happened.	I	was	totally	pissed.	How	can	he	do	like	this?	My
friends	pacified	me	and	calmed	me	down.	Yes,	He	is	our	HERO.I	was	in	a	discussion	with	our	project	manager	regarding	my	self	appraisal.	Post	our	discussion,	we	were	talking	about	my	academics.	Then	our	HERO	intruded	into	our	discussion.	I	was	telling	to	our	manager,	“I	secured	12k	All	India	rank	in	the	GATE	examination	in	2014	from
mechanical	engineering.”	Our	HERO	intervened	in	between	and	replied	our	manager	as	“GATE	is	a	one	of	the	easiest	exam.	It	is	nothing	but	a	sample	test.	I	don’t	know	why	people	feel	it	as	difficult”.	Literally	he	tried	to	humiliated	me	before	our	manager.	Once	the	office	was	over,	our	manager	called	to	me	over	phone	and	asked	if	there	was	any
rivalry	between	me	and	our	HERO.	I	said	“I	hardly	know	him	for	3	months.	I	never	knew	what	he	is.	But	I	don’t	know	why	he	is	behaving	like	stupid”.	Later	I	found	that	he	couldn’t	qualified	in	the	GATE	exam.	Yes,	He	is	our	HERO.There	were	3	developers	in	our	project	who	are	my	best	friends	till	now.	Whenever	they	need	any	functional
clarification,testing	related	help	they	come	to	me	and	discuss	the	things.	They	never	approached	our	HERO.	But	when	our	developers	come	to	me	to	discuss,	our	HERO	intervenes	in	between	our	discussion	and	guide	them	something	which	totally	ends	up	in	a	mess.	Yes,	He	is	our	HERO.On	one	friday	,	I	bunked	the	office	and	went	to	an	Island
(Sriharikota)	with	my	friends	on	a	short	trip.	I	didn’t	add	any	of	my	colleagues	in	any	social	media	except	two	of	my	best	friends.	I	posted	a	picture	and	tagged	the	location	on	our	trip.	Our	HERO	took	the	screenshot	in	facebook	about	my	post	and	sent	email	to	our	project	manager	saying,	He	was	not	ill.	He	bunked	the	office	to	enjoy	with	his	friends”.	I
really	don’t	understand	what’s	there	to	peep	into	my	facebook	wall	and	what	gives	happiness	to	him	by	sharing	this	with	our	manager.	I	came	to	know	this	by	our	manager.	Yes,	He	is	our	HERO.When	there	is	any	clarification	needed	from	any	developer	or	tester,	they	write	a	email	mentioning	me	in	the	TO	field	and	others	in	the	CC.	But,	our	HERO
replies	to	that	email	instead	of	me.	Yes,	He	is	our	HERO.I	go	out	with	my	colleagues	to	eat	lunch.	One	day	our	HERO	called	one	of	my	colleague	and	asked	him	to	get	lunch	parcel	for	him.	My	colleague	didn’t	buy	lunch	for	our	HERO	and	said,	“Who	will	buy	for	such	asshole?”.	But	I	bought	lunch	for	him	with	my	own	money	and	given	it	to	my
colleague.	Yes,	He	is	our	HERO.One	day	I	texted	him	in	whats-app	for	a	small	piece	of	information	around	9.30	pm.	He	replied	that	he	was	sleeping	and	reply	tomorrow.	I	just	need	the	information	in	the	form	of	either	YES	OR	NO.	A	word.	Though	he	stayed	up	till	1.30	am	(from	his	last	seen	status)	he	didn’t	find	the	time	to	reply.	Yes,	He	is	our
HERO.Everybody	makes	fun	of	him	in	the	whole	office	floor.	I	tried	to	help	him	out	in	all	the	ways	to	be	a	better	human	but	unfortunately	he	started	making	fun	of	me.	Yes,	He	is	our	HERO.I	am	a	good	photographer.	Its	more	than	a	passion	to	me.	My	whole	team	praised	me	when	I	have	shown	my	pictures	collection.	My	most	of	the	photographs
includes	beaches	and	the	nature.	But	our	HERO	humiliated	me	before	the	whole	team	saying,	“Are	these	called	as	photographs?”.	But	his	current	whatsapp	dp	is	his	picture	that	I	captured	on	my	phone.	Yes,	He	is	our	HERO.I	can	type	80	WPM	on	the	keyboard.	He	was	wondering	at	me	and	the	sound	of	the	keyboard	when	I	type.	I	understood	that	he
is	very	curious	to	learn.	So	,	I	suggested	him	some	tips	and	websites	to	learn	typing	easily.	His	typing	speed	was	30	WPM.	But	he	improved	now	to	60	WPM.	Now,	he	claims	in	the	office	that	he	is	a	self	learned	typist	who	won	several	competitions	in	the	typing	tests.	Yes,	He	is	our	HERO.He	secretly	follows	me	in	the	facebook,	Linked	in	and	the	Quora
but	never	accepts	it.	Yes,	He	is	our	HERO.Still	there	are	many	!!	But	stopping	by	here,Signing	off,Forgot	to	mention,	Yes,	He	is	our	hero.Liked	him?	Message	me	if	you	would	like	to	meet	him.	How	is	the	current	state	of	gender	diversity	in	the	oil	industry?Effects	of	Diversity	on	Employee	Performance	and	Organizational	Success	of	International	Oil
CompaniesIntroductionProfitability	is	one	of	the	major	areas	of	focus	in	corporate	organizations	because	of	its	relationship	with	aspects	of	sustainability.	Organizations	aim	at	making	profits	to	ensure	positive	cash	flows	necessary	to	meet	such	obligations	as	salaries,	payments	to	suppliers	and	repayment	of	debt.Human	resources	in	any	organization
are	responsible	for	the	execution	of	organization’s	strategy	and	realization	of	many	of	its	objectives,	including	profitability.	Therefore,	effective	management	of	human	resources	in	an	organization	is	essential	to	secure	optimal	output	which	will	then	guarantee	organizational	success.The	ability	to	recruit	and	hire	and	manage	employees	from	different
cultural	backgrounds,	are	some	of	the	ways	of	ensuring	competent	human	resource	base	that	can	contribute	to	the	organization’s	success.	The	geocentric	approach	to	global	staffing	appreciates	the	need	for	organizations	to	be	diverse	and	suggests	that	employee	diversity	could	be	related	to	organizational	outcomes.High	employee	turnover	rate
creates	a	gap	left	by	the	departing	employees	even	if	the	organization	could	recruit	and	hire	professionals	to	replace	them.	Similarly,	highs	costs	of	recruitment,	hiring,	and	training	to	fill	the	gaps	left	by	departing	employees	add	to	the	time	and	cost	needed	for	organizational	synchronization	which	in	turn	would	have	negative	effects	on	incoming
cash,	partly	through	affected	operations.	This	suggests	the	need	for	effective	human	resource	management.International	oil	companies	may	rely	on	successful	and	effective	human	resource	management	to	achieve	a	competitive	edge	and	realize	organizational	goals,	financial	objectives	and	sustainability.	In	the	recent	past,	the	gender	diversity	issue	in
the	oil	companies	of	the	world	has	attracted	considerable	attention	from	interested	parties	as	women	seek	to	increase	their	representation	in	the	sector.	Important	to	note,	the	embracement	of	diversity	in	the	organizational	setting	is	identified	as	a	a	strategy	that	goes	a	long	way	in	fostering	the	performance	of	employees	and	thus,	bolster
organizational	success.	In	this	respect,	this	study	seeks	to	investigate	the	effects	of	diversity	on	employee	performance	and	organizational	success	in	international	oil	companies,	using	a	case	study	of	BP	Oil	Company.Literature	ReviewThe	geocentric	approach	to	global	staffing	that	focuses	on	the	employees’	competencies	instead	of	their	countries	of
origin	(Mathis,	et	al.,	2016)	is	one	of	the	available	options	for	international	companies.	The	global	staffing	approach	has	the	advantage	of	developing	a	pool	of	competent	and	motivated	personnel	that	can	spearhead	organizational	goals	(Mathis,	et	al.,	2016).	Diversity	of	the	workforce	is	one	of	the	outcomes	of	the	staffing	approach,	and	its	effects	can
moderate	the	competence	and	motivation	of	the	developed	workforce.	In	this	respect,	the	inclusion	of	employees	from	different	ethnic,	religious,	and	gender	backgrounds	is	integral	towards	promoting	the	development	of	the	workforce	in	a	way	that	improves	the	organization’s	competitive	edge.The	geocentric	approach	to	staffing	can	develop	a
workforce	with	culturally	competent	employees	to	ensure	cost	effectiveness	(Pride,	Hunges,	&	Kapoor,	2013).	Diversity	that	emerges	from	the	geocentric	approach	to	staffing	also	develops	a	positive	image	of	an	entity	that	can	attract,	retain,	and	motivate	competent	personnel.	A	culturally	competent	workforce,	which	the	geocentric	staffing	approach
strives	to	achieve,	also	has	the	benefits	of	flexibility,	creativity,	multi-linguistic	competencies,	and	problem-solving	abilities	(Pride,	Hunges,	&	Kapoor,	2013)	that	are	expected	to	have	positive	effects	on	an	organization’s	dynamics	and	performance.	Important	to	note	the	diversity	of	the	workforce	enhances	the	element	of	productivity	in	an	organization
and	thus,	bolster	the	effectiveness	and	efficiency	of	human	resources	management.The	advantages	of	diverse	human	resource	bases,	however,	relies	on	the	individual	competencies	of	the	employees	that	moderate	the	economic	measures	such	as	cost,	flexibility,	creativity,	and	problem-solving	abilities.	Hiring	of	experts	with	poor	cultural	competencies
is	likely	to	undermine	the	advantages.	Highly	performing	employees	who	lack	cultural	awareness	and	sensitivity,	for	example,	may	force	the	employers	to	incur	training	cost	for	competence	development.	Culture-based	conflict	that	can	spill	to	the	relationship	between	an	organization	and	its	external	stakeholder	is	another	example	of	challenges	that
can	emerge	when	an	organization	has	a	diverse	workforce	that	lacks	the	necessary	competencies	(Pride,	Hunges,	&	Kapoor,	2013).	For	instance,	the	notion	that	women	are	less	competent	than	men	in	performing	duties	and	tasks	is	a	cultural-based	conflict	that	undermines	the	realization	of	gender	diversity	in	the	organizational	settings.	Furthermore,
adaptability	challenges	in	a	diverse	workforce	may	also	undermine	employees’	output	and	motivation	(Pree,	2016).Cultural	shock	is	likely	to	occur	among	employees	with	poor	cross-cultural	competence	and	the	time	and	energy	that	such	employees	may	need	to	take	to	absorb	the	shock	is	likely	to	be	reflected	in	their	performance.	Focus	on
adjustment	is	likely	to	reduce	output	energy	and	time	into	reduced	performance	that	translates	to	organizational	output	and	profitability.	Similarly,	effects	of	cultural	differences	in	communication	are	likely	to	affect	organizational	dynamics	and	undermine	operations	(Pree,	2016).The	Resource-Based	Theory	offers	a	basis	for	understanding	the
possible	effects	of	diversity	on	a	workforce.	Organizations	that	can	attract	and	retain	scarce	but	valuable	resources,	per	the	theory,	can	realize	a	competitive	advantage	over	other	organization	and	can	experience	higher	levels	of	performance	(Gomez-Mejia,	Berrone,	&	Franco-Santos,	2014).	Importantly,	the	resource-based	theory	underlines	the	need
for	organizations	to	put	in	place	strategic	resource.	Essentially,	strategic	resources	go	a	long	way	in	enhancing	the	competitive	edge	of	an	organization.	Thus,	the	uniqueness	of	an	organization’s	human	resources	has	the	potential	of	enhancing	its	competitive	advantage	amid	the	heightening	rivalry	in	the	in	the	various	industrial	sectors.A	valuable
resource,	based	on	the	theory,	is	one	that	benefits	an	organization’s	efficiency	and	effectiveness	and	does	not	include	a	workforce	that	suffers	from	negative	effects	of	cultural	incompetency	(Gomez-Mejia,	Berrone,	&	Franco-Santos,	2014).	Consequently,	organizations	should	diversify	their	scopes	of	recruitment	for	the	identification	f	outstanding
personnel	and	the	geocentric	approach	to	staffing	is	appropriate	for	international	organizations	(Mathis,	et	al.,	2016).	The	approach	should	also	ensure	the	development	of	a	culturally	competent	human	resource	base	for	the	benefits	of	workforce	diversity	that	defines	employees’	satisfaction,	individual	output,	and	collective	output	(Pride,	Hunges,	&
Kapoor,	2013).	Diversity,	therefore	and	based	on	its	management,	can	have	positive	or	negative	effects	on	organizations’	employees	and	performance.Empirical	literature	supports	the	theoretical	relationships	among	workforce	diversity,	employees’	satisfaction,	and	organizational	performance.	Perceptions	of	effective	diversity	training,	which
indicates	developed	competencies	for	operating	in	a	diverse	environment,	has	been	associated	with	employee	satisfaction	and	organizational	commitment	that	indicates	increased	high	levels	of	organizational	performance	(Yap,	et	al.,	2010).	Effective	management	of	diversity	has	also	been	associated	with	employee	empowerment	that	is	incident	to
individual	and	organizational	performance	(Wolfson	&	Kraiger,	2011).	Tang	and	Lee	(2014)	also	identify	positive	effects	of	employee	satisfaction	on	stakeholders’	returns.Problem	Statement	Aims,	and	ObjectivesThe	theoretical	and	empirical	literature	identifies	the	need	for	diversity	in	the	workplace	and	the	benefits	of	diversity	should	it	be	managed
effectively	(Mathis,	et	al.,	2016;	Pride,	Hunges,	&	Kapoor,	2013;	Wolfson	&	Kraiger,	2011).	The	benefits	of	diversity	to	such	aspects	as	employee	satisfaction	and	organizational	performance,	therefore,	are	conditional.	Dearth	knowledge,	especially	empirical,	also	exists	on	the	relationship	between	diversity	and	its	possible	effects	on	employee
satisfaction	and	organizational	performance	in	international	oil	companies.	An	understanding	of	the	actual	effects	of	the	geocentric	approach	to	employee	satisfaction	and	organizational	performance,	therefore,	is	necessary	to	justify	the	cost	of	using	the	approach	to	develop	a	diverse	and	effective	workforce.The	study	aims	at	bridging	the	knowledge
gap	by	investigating	the	effects	of	diversity	on	employee	satisfaction	and	organizational	performance	of	international	oil	companies,	using	BP	oil	company	as	a	subject	for	the	research.	The	following	are	the	specific	objectives	of	the	study.•To	determine	the	dimensions	and	levels	of	diversity	at	BP	oil	company•To	investigate	the	relationship	between
diversity	and	employee	satisfaction	at	BP	oil	company•To	investigate	the	relationship	between	diversity	and	organizational	performance,	measured	through	revenues	and	net	profits,	at	BP	Oil	Company•To	investigate	the	relationship	between	employee	satisfaction	and	organizational	performance	at	BP	oil	companyThe	following	research	questions	will
be	explored	to	pursue	the	objectives.•What	are	the	dimensions	of	employee	diversity	at	BP?•What	is	the	level	of	diversity	at	BP?•Does	a	relationship	exist	between	diversity	and	employee	satisfaction	at	BP?•Does	a	relationship	exist	between	diversity	and	both	revenues	and	profits	of	BP?Research	MethodologyThe	study	seeks	to	investigate	the	effects
of	employee	diversity	on	employees’	performance	and	organizational	success	among	international	oil	companies	using	BP	Oil	Company.	This	chapter	will	present	the	proposed	research	methodology	and	includes	a	discussion	of	the	proposed	research	method,	design,	data	collection	tools,	and	rationale	for	their	selection.	The	proposed	data	collection
and	analysis	procedures	are	also	discussed.Research	Method	and	DesignThe	post-positivist	worldview	of	research	that	acknowledges	causal	effect	relationships	(Creswell,	2014),	therefore,	is	consistent	with	the	scope	of	the	study	and	forms	the	basis	of	the	study’s	method.	Research	problems	under	the	paradigm	focus	on	the	causes	of	observed
features	such	as	performance	at	individual	and	group	levels	with	organizations.	The	paradigm	also	involves	the	reduction	of	ideas	to	narrow	concepts	whose	frameworks	can	be	investigated	through	addressing	specific	research	questions	or	hypotheses.	The	paradigm	also	provides	for	the	reliance	on	objective	measures	that	can	be	determined	through
observations	(Creswell,	2014).	Creswell’s	association	of	the	paradigm	with	the	quantitative	research	method	informs	the	decision	to	use	the	quantitative	research	method	for	the	study	(Creswell,	2014).Strengths	of	the	quantitative	research	methods	such	as	objectivity	and	ability	(Houser,	2014)	to	infer	research	findings	to	a	population	also	informs
the	study	whose	implications	should	be	inferred	to	the	larger	population	of	the	BP	Oil	Company	as	well	as	the	population	of	oil	companies.	A	higher	level	of	control	of	the	researcher,	which	can	ensure	focus	of	a	study	and	accuracy	of	measures,	is	another	advantage	of	the	quantitative	research	method	that	justifies	its	proposed	use	in	the	study
(Houser,	2014).The	quantitative	method’s	survey	design	is	proposed	for	the	study.	The	design	involves	the	collection	of	data	in	their	natural	forms,	and	its	suitability	for	the	study	and	advantages	informs	its	selection.	The	survey	design	is	a	quantitative	design,	and	this	identifies	its	suitability	as	one	of	the	applicable	design	for	the	post-positivist
philosophy	to	the	study	(Creswell,	2014).Advantages	of	the	design	over	other	quantitative	design,	and	based	on	the	nature	of	the	proposed	study	also	informs	the	selection.	In	collecting	data	in	their	natural	forms,	due	to	its	non-experimental	scope	than	does	not	involve	treatment	of	research	participants,	the	design	is	simple	and	is	not	liable	to	legal
and	ethical	implications	of	other	quantitative	designs.	The	survey	design	is	also	fast	and	cost-cost	effective,	especially	because	of	its	ability	to	use	readily	available	data	or	to	collect	data	over	a	short	period	(Creswell,	2014).	The	limited	time	for	completing	the	proposed	research,	about	nine	weeks,	and	financial	constraints	that	require	the	use	of
readily	available	data,	therefore,	identify	the	feasibility	of	the	survey	design,	unlike	the	alternative	quantitative	research	designs.Data	Collection	ToolsExisting	data,	from,	managements’	databases	will	be	used	for	the	study.	The	databases	are	expected	to	contain	employees’	demographic	factors,	such	as	nationality,	age,	gender,	the	highest	level	of
education,	and	the	number	of	years	of	employees’	experience	in	their	respective	positions	in	the	organization.	Similarly,	the	databases	are	expected	to	contain	data	on	employees’	performance	indicators,	such	as	input	hours,	output	levels,	effectiveness,	and	efficiency.	In	addition,	the	databases	are	expected	to	have	data	on	performance	indicators,
such	as	profitability,	revenue	levels,	and	stakeholders’	satisfaction.The	use	of	readily	available	data	has	the	advantages	of	lower	cost	of	data	collection,	shorter	duration	of	data	collection,	and	less	energy	in	data	collection	because	data	can	be	obtained	upon	request.	Collecting	data,	especially	on	a	longitudinal	basis,	for	example,	requires	longer
periods,	especially	in	cases	of	longitudinal	studies.Validity	and	Reliability	of	the	Data	Collection	ToolsThe	proposed	data	that	the	targeted	institutions	will	have	collected	identifies	a	high	level	of	validity	and	reliability.	Organizations	record	information	for	managerial	and	other	purposes	and	organizational	interests	in	the	data	guarantee	accuracy.	Data
on	employee	performance,	such	as	appraisal	results,	are	generated	for	the	understanding	of	employees’	ability	to	promote	organizational	objectives	and	are,	therefore,	expected	to	be	accurate	for	informing	managerial	decisions.	Data	on	demographic	factors	are	also	observable	and	verifiable,	aspects	that	indicate	their	accuracy.	Corporate
organizations,	however,	have	legal	obligations	to	publish	their	audited	accounts,	including	revenues	and	profitability,	and	such	accounts,	unless	in	cases	of	fraud,	are	accurate.The	study	will	consider	retrospective	data.	Data,	therefore,	will	be	free	from	performance	and	measurement	bias	due	to	the	desire	to	meet	pre-empted	outcomes.	The	collected
data,	therefore,	will	represent	the	exact	measures	of	diversity	and	performance	of	the	investigated	entities	to	establish	reliability	and	replicability.Data	Collection	ProceduresThe	BP	Oil	Company	has	been	chosen	at	random	among	the	largest	global	oil	companies.	Contact	will	be	made	with	the	company’s	head	office	for	permission	to	use	the	company
for	the	study.	The	contact	will	communicate	the	scope	of	the	study	and	its	possible	implications	to	the	company,	including	the	possible	benefits	of	the	developed	knowledge	to	company’s	management.A	sample	will	be	generated	from	the	company’s	production	centres	and	communication,	on	the	need	for	participation,	will	be	made	to	the	unit	heads	of
the	sampled	units	and	the	need	to	participate	in	the	study.	The	researcher	will	make	the	communication	that	the	obtained	consent	from	the	head	office	will	support.	The	necessary	data,	including	the	time	frame	for	inclusion,	will	also	be	communicated.	Discussions	will	be	made	with	the	heads	of	the	relevant	centres	for	the	necessary	time	for
submission	of	the	data.Proposed	Data	Analysis	ApproachQuantitative	data	analysis	methods,	using	statistical	tools	and	software,	will	be	used	to	analyse	the	data.	Descriptive	statistics,	inferential	statistics	on	the	diversity	measures	across	production	centres,	and	regression	analysis	on	the	relationship	between	diversity	measures	and	both	performance
and	unit	success	will	be	used.	Data	will	be	analysed	for	each	centre	before	a	consideration	of	the	entire	data	for	the	same	descriptive	and	inferential	analyses.Sampling	(Population	Profile,	Sampling	Theories,	and	Sample	Size)Production	centres	of	the	BP	oil	company	form	the	population	of	the	study.	The	company	has	outlined	its	production	centres
all	of	which	will	be	considered	for	the	study.	Each	production	centre	is	expected	to	have	data	on	its	employees’	demographic	characteristics,	its	production	levels,	its	revenues	from	production,	and	its	net	profit	from	operations.	Productions	centres	that	will	not	have	data	on	the	variables,	for	over	a	three-year	period,	will	be	excluded	from	the
study.The	stratified	random	sampling	approach	will	be	used	for	the	study.	The	sampling	strategy	involves	the	segmentation	of	research	participants	into	homogeneous	groups	from	which	random	samples	are	generated.	Geographical	location	of	the	production	centres	will	be	the	basis	for	segmentation	and	aims	at	capturing	cultural	orientations	and
associated	cultural	diversity	within	each	geographical	area.	The	geographical	location	as	a	base	for	stratification	is	further	consistent	with	the	location	of	the	company’s	production	centres	across	different	countries.The	stratified	random	sampling	strategy	has	the	advantages	of	ensuring	a	representative	sample	because	of	its	ability	to	sample
participants	from	each	homogeneous	segment	of	the	target	population	(Houser,	2014).	The	sampling	of	centres	across	geographical	areas	ensures	representativeness	of	host	cultures	from	which	foreign	cultures	will	define	diversity.	Cultural	differences	across	countries	and	regions,	and	their	effects	on	cross	cultural	interactions	could	also	moderate
the	effects	of	diversity,	and	the	stratified	sampling	approach	will	ensure	evaluation	of	different	host	cultures.	The	random	scope	of	the	sampling	approach	also	has	the	advantage	of	representative	samples	within	production	centres,	due	to	its	ability	to	eliminate	sampling	bias	(Houser,	2014).A	sample	size	of	seven	will	be	used	for	the	study	and	the
focus	on	regions	of	location	of	production	units	informs	this.	Bop	has	about	ten	principal	areas	of	production	and	selecting	seven	from	these	identifies	a	sufficient	sample	size.AccessibilityAccessibility	of	the	targeted	data,	subject	to	the	consent	of	the	targeted	organization,	is	guaranteed.	The	study	targets	data	that	are	fundamental	to	the	operations
and	management	of	organizations	and	their	units.	Organizations	and	their	units,	therefore,	are	expected	to	collect	data	on	the	variables	and	even	consolidate	them.	Demographic	data,	data	on	employee	performance	and	data	on	stakeholder	satisfaction	are	important	to	human	resource	management	and	are	expected	to	be	updated,	continuously	for
informing	management.	Data	on	revenues	and	profitability	that	are	elements	of	financial	statements,	however,	are	also	statutory	requirements.	BP	Oil	Company,	therefore,	is	expected	to	be	developing	and	keeping	data	on	the	variables	at	its	production	centres	and	possibly	at	its	head	office.	Consent	to	the	access	of	data	on	the	variables,	which	will	be
obtained	from	the	company’s	head	office,	will	guarantee	accessibility.Ethical	IssuesAutonomy,	capacity,	beneficence,	and	anonymity	are	the	major	ethical	issues	that	are	likely	to	emerge	during	the	research	process.	The	doctrine	of	autonomy	requires	researchers	to	respect	participants’	rights	to	self-determination	(Wiles,	2012).	Participation	in	a
study	is	supposed	to	be	based	on	the	informed	consent	of	the	research	participants,	and	the	study	will	ensure	this	by	obtaining	a	written	informed	consent	form	from	the	head	office	of	BP	Oil	Company.The	responsible	officers	will	be	informed	on	the	scope	of	the	study	and	possible	implications	of	participation.	Once	consent	is	offered,	it	will	be	reduced
to	writing,	and	the	responsible	BP	officer	will	sign	the	written	consent	form.	Heads	of	the	sampled	production	centres	will	also	be	informed	of	their	right	and	authority	to	decide	on	the	delivery	of	the	required	data	from	their	centre.	The	right	to	the	authority	over	the	data,	however,	will	cease	once	the	researcher	receives	the	data	unless	the	informed
consent	is	withdrawn	from	the	company’s	head	office.	Research	participants	should	also	have	the	capacity	to	make	legally	binding	decisions	(Wiles,	2012)	and	the	nature	of	BP	as	an	incorporated	company	and	the	assumed	capacity	of	its	managers	indicates	its	capacity	to	participate	in	the	study.The	ethical	concept	of	beneficence	requires	the
consideration	of	the	welfare	of	research	participants	(Wiles,	2012)	and	the	possible	benefits	that	BP	could	derive	from	the	results	and	recommendations	of	the	study	establish	morality.	BP	will	have	access	to	the	outcomes	of	the	study	whose	implications	could	inform	the	company’s	strategic	approach	to	human	resource	management	through	diversity.
Ethical	research	also	requires	anonymity,	an	ethical	doctrine	that	prohibits	non-disclosure	of	personally	identifiable	information	on	research	participants	(Wiles,	2012).	The	identity	of	the	studies	company	is	important	to	the	authenticity	of	the	study’s	findings,	and	consultations	will	be	made	with	relevant	stakeholders,	including	BP	Oil	Company	for	the
possibility	of	disclosing	the	company’s	identity.SignificanceThe	Study	is	significant	to	the	management	of	BP	Oil	Company	who	may	find	the	results	and	recommendations	important	to	their	staffing	approach.	The	quantitative	scope	of	the	study	and	the	established	levels	of	validity	and	reliability	that	develop	confidence	in	the	generalizability	of	the
study’s	findings	and	recommendations	for	practice	also	establish	the	significance	of	the	study	to	other	international	oil	companies.	The	study	also	seeks	to	improve	literature	on	the	relationship	between	diversity	and	employee’s	performance	and	organizational	success	and	this	identifies	its	significance	to	academicians	and	researchers	in	the	field	of
management.DeliverablesA	written	report,	is	the	deliverable	of	the	study.	The	report	will	include	the	analysed	data,	a	discussion	of	the	analysis	results,	possible	limitations	of	the	study,	recommendations	for	practice,	and	recommendations	for	future	research.	The	data	that	will	be	used	for	the	study	will	also	be	delivered	separately	and	will	include	a
copy	of	data	set	for	each	production	centre	and	a	copy	of	the	integrated	data	for	all	of	the	sampled	production	centre.	All	data	analysis	results,	as	developed	during	the	data	analysis	stage,	will	also	be	included	in	a	separate	document	for	authentication	of	the	data	analysis	process.Required	ResourcesThe	study	requires	readily	available	resources	and
is	likely	to	induce	limited	financial	cost.	Financial	cost	for	communicating	with	the	management	of	the	BP	Oil	Company,	at	both	the	head	office	and	the	production	centre	levels,	is	the	major	resource	needed	for	the	data	collection	stage.	The	resource,	however,	is	likely	to	limit	if	the	communication	is	achieved	through	telephone	or	email
communication	channels.	A	computerized	device	and	software	for	data	analysis	are	the	other	major	resources	for	the	study,	required	for	the	data	analysis	stage,	and	their	availability	means	that	no	cost	will	be	incurred.	Human	resource	for	documentation	and	editing,	and	printing	papers	for	publication	are	other	resources	that	will	be	required,	but
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What's	NewExplore	how	consumers	want	to	see	climate	stories	told	today,	and	what	that	means	for	your	visuals.Download	Our	Latest	VisualGPS	ReportData-backed	trends.	Generative	AI	demos.	Answers	to	your	usage	rights	questions.	Our	original	video	podcast	covers	it	all—now	on	demand.Watch	Now	Performance	reviews	bring	more	anxiety	than
joy.	Especially	during	a	self-appraisal	process.	An	employee’s	mind	is	full	of	things	like:	Should	I	only	talk	about	achievements?	Am	I	bragging	too	much?	Am	I	being	self-critical?	and	more…	It’s	difficult	to	know	what	exactly	you	should	write	in	your	assessment	about	your	work.	In	this	guide,	you	will	see	why	self-evaluation	is	important	for	your	career
growth.	What	comments	for	self-appraisal	you	can	use,	and	how	you	can	write	a	review	during	your	self-appraisal	process.	Automate	Your	Employee	Self-Appraisal	Process	What	is	Self-Appraisal?Love	it	or	hate	it,	we	are	always	at	the	receiving	end	of	some	form	of	judgment.	At	work,	our	boss	and	colleagues	provide	their	fair	share	of	feedback.
However,	sometimes	we	do	not	agree	with	that	feedback	and	want	to	put	forward	our	side	of	the	story.	It	is	where	self-appraisal	meaning	comes	into	play.	It	is	the	process	where	the	employees	review	their	performance.	Organizations	want	to	listen	to	the	employees.	They	even	want	to	reflect	on	their	productivity	from	the	past	performance	cycle.	It
helps	in	figuring	out	the	areas	of	improvement	and	what	results	can	actually	be	used	during	the	appraisal	process.	Purpose	of	Self-AppraisalAre	most	employees	scared	of	the	process?		,	at	least	according	to	this	study.	While	the	process	may	be	considered	dreadful,	the	process	can	do	so	much	good	if	implemented	in	the	right	way.	Here	are	a	few
reasons	why	the	self-appraisal	process	is	important	and	why	your	organization	should	have	it	too.1.	Promotes	AccountabilityIt	helps	employees	take	ownership	of	work.	Now,	the	employees	can’t	leave	the	assessment	part	to	only	their	bosses.	They	have	to	actively	track	the	impact	of	their	work	and	show	it	during	the	self-appraisal	cycle	conversations.
Plus,	their	opinions	are	valued.	2.	Better	Work	RelationshipsWhen	all	parties	are	involved,	it	leads	to	stronger	relationships	in	the	workplace.	Self-appraisals	are	a	platform	to	engage	in	continuous	conversation	between	employees	and	managers.	As	employees	have	their	voices,	it	reduces	the	chances	of	bias	and	conflict.3.	Two-way
CommunicationTwo-way	communication	involves	active	listening.	Generally,	managers	talk	during	the	appraisal	process	and	do	that	a	lot.	However,	self-evaluation	meaning	normalizes	the	interaction	for	every	employee.	They	can	talk	about	strengths	and	weaknesses.	They	have	done	the	work	themselves,	so	they	highlight	their	outputs	better	than
anyone	else.	It	provides	deeper	insights	and	a	clear	picture	of	what	happened	during	the	performance	cycle.	Rewards	go	to	those	who	deserve	them.4.	Motivated	WorkforceEmployees	feel	empowered	when	they	are	offered	trust.	Self-assessment	is	a	way	of	telling	an	employee	that	‘we	trust	your	judgment	on	your	work.’	Each	employee	participates
actively	in	the	process.	It	is	a	time	to	identify	motivated	employees	according	to	the	quality	of	goals	they	set	and	how	they	were	met	and	assessed.	Eventually,	it	leads	to	better	output	and	more	employee	engagement.5.	Career	GrowthWhen	employees	assess	themselves,	they	get	a	clear	understanding	of	their	strengths	and	shortcomings.	All
employees	have	career	aspirations.	To	reach	a	certain	path,	they	need	improvements	and	the	ability	to	learn	new	things.	Training	needs	are	identified	along	with	future	preferences.	Self-appraisal	is	a	time	where	employees	can	tell	their	bosses	about	what	they	want	going	forward.		How	Does	Self	Appraisal	Work?	Employees	can	use	self-appraisal	to
assess	their	performance,	which	can	then	be	compared	to	the	views	of	managers	and	peers.	Individuals	are	usually	given	a	form	divided	into	different	categories	or	skills.	Some	frequent	assessment	elements	include,	for	example,	performance,	communication,	and	organization.Many	people	ask	how	to	write	favorable	feedback	without	coming	across
as	arrogant.	You	should	not	be	afraid	to	remind	your	manager	of	your	positive	attributes	or	important	organizational	achievements.	At	the	same	time,	it	is	critical	to	achieve	a	balance	between	recognizing	one’s	inadequacies.	You	are	more	likely	to	be	offered	appropriate	further	training	chances	to	help	enhance	your	capabilities	if	you	are	forthright
and	open.Let	us	see	how	to	write	a	self	appraisal.	How	to	write	Self	Appraisal	There	is	no	specific	format	for	self-appraisal.	This	part	is	specifically	for	employees	who	will	assess	themselves	during	the	process.	Focus	on	positives	and	keeping	the	process	straightforward	for	all	stakeholders.	The	STAR	method	is	effective	when	writing	self-appraisal.	It
involves	situation	(S),	task	(T),	the	action	(A)	you	took,	and	the	results	(R)	you	achieved.	Before	you	start	working	on	your	self-appraisal,	do	consider	the	below	suggestionsIf	you	don’t	advocate	for	yourself,	no	one	else	will.	State	everything	objectively	and	clearly.	Do	not,	but	focus	on	the	results	you	achieved.	Talk	about	where	you	need	improvement.
No	employee	does	everything	right.	Be	humble	and	specific	about	areas	of	development.	Talk	about	what	you’ve	learned	during	the	journey	and	how	that’s	helped	your	career.	If	you’re	talking	about	weaknesses,	please	add	solutions	to	show	that	you	feel	responsible	and	want	to	solve	challenges.	Pick	your	words	wisely.	Include	numbers,	measurable
objectives,	and	show	results.	Nobody	wants	to	listen	about	responsibilities.	People	want	to	see	outputs.		Self	Appraisal	ExamplesLet	us	provide	you	with	a	self-appraisal	example	for	your	team	members.	Here	is	an	example:Three	years	in	a	row,	Roshan	Singh*,	a	senior	marketer	at	an	MNC,	didn’t	achieve	the	goals	he	set	for	himself.	“I	was	optimistic
and	set	challenging	goals	for	myself,”	he	says.	His	performance	evaluation	took	place	against	the	goals	he	set,	and	he	struggled.	“Most	people	just	talk	about	their	achievements,	but	I	wanted	to	talk	about	the	shortcomings	too,”	he	adds.	After	evaluation,	he	listed	out	each	goal,	explaining	which	ones	weren’t	met	along	with	the	reason.	Roshan	also
added	goals	that	were	achieved	and	extra	work	that	he	did	during	the	year.	It	was	risky	but	integrity	mattered	more	to	the	guy	than	anything	else.		His	boss	and	department	head	reviewed	the	self-appraisal	form	and	felt	surprised.	“They	were	happy	that	I	mentioned	my	failures	along	with	an	improvement	plan.	Plus,	I	had	a	decent	list	of	achievements
as	well,”	he	explains.		Roshan’s	calculated	yet	truthful	approach	paid	off	and	left	a	good	impression	on	the	stakeholders.	110	Performance	–	driven	Self-Appraisal	Comments	We	have	a	list	of	self-appraisal	comments	to	help	you	out.	These	self-appraisal	samples	can	be	tweaked	as	per	requirements.	I	communicate	my	expectations	clearly	to	all
stakeholders.	I	maintain	contact	with	department	heads	and	stay	an	active	part	of	team	meetings.I	provide	constructive	feedback	and	focus	on	solving	challenges	with	communication.	I	present	my	ideas	in	a	skillful,	effective,	and	professional	manner.	I	share	relevant	information	with	my	team	members,	so	everyone	stays	on	the	same	page.I
proactively	communicate	changes	with	stakeholders	the	moment	they	happen.I	provide	appreciation	publicly	for	the	awesome	work	my	team	members	do.	I	love	my	job	and	value	performing	well	every	day.I	frequently	work	on	solving	problems	that	are	not	included	in	job	responsibilities	but	are	affecting	the	team.I	focus	on	promoting	teamwork.I	have
exceeded	my	performance	goal	(mention	goal)	by	(mention	a	number	in	percentage).I	work	without	bias.I	work	on	improving	my	performance	every	day.I	am	always	open	to	questions	and	helping	out	my	peers.	Reliability	Self	Appraisal	CommentsI	don’t	commit	more	than	I	can	handle	at	work.	And	I	follow	through	on	whatever	I	commit	to	others.I
have	met	all	my	major	deadlines	with	tremendous	results.I	prioritize	my	work	and	focus	on	the	important	tasks	first.I	keep	a	check	on	my	team	and	customers’	needs	and	plan	my	schedule	accordingly.I’m	punctual	and	stay	active	during	work	hours.I	take	guidance	whenever	necessary	to	solve	problems.I	keep	prompt	communication	involving
customers	and	peers.	Customer	Success	Self	Appraisal	CommentsI	effectively	handle	customer	queries.I	use	the	‘listen	first,	suggest	later’	approach	to	better	understand	our	customer’s	pain	points.I	go	above	and	beyond	to	help	customers	get	the	information	or	solution	they’re	looking	for.	(mention	a	number)	%	customers	have	given	a	maximum
rating	on	my	customer	satisfaction	survey.	I	continuously	strive	hard	to	improve	our	customers’	experiences.I	always	try	to	understand	our	customers’	perspectives	and	give	solutions	that	suit	their	needs.	Innovation	and	Creativity	Self	Appraisal	Comments	I	regularly	try	to	find	ways	to	improve	our	work	processes.I	can	quickly	adapt	to	newer
situations	and	surroundings.I	approach	each	challenge	with	a	‘get	this	solved’	thinking.I	love	to	collaborate	with	others	for	ideas.I	focus	on	solutions.I	keep	myself	in	others’	shoes	and	try	to	find	a	solution	that	suits	everyone	in	the	team.I	seek	out	opportunities	to	connect	and	learn	from	everyone	around	me.	Growth	and	Development	Self	Appraisal
CommentsI	set	goals	that	help	me	grow	professionally	and	personally.I	take	care	of	my	development	path	by	upgrading	my	skills.I	am	a	self-learner	and	pick	up	new	skills	from	people	around	me.I	find	opportunities	to	connect	and	learn	from	other	amazing	folks	in	my	field.I	have	a	clear	vision	for	my	career	and	take	steps	to	achieve	it.I	learn	quickly,
and	that’s	why	I	adapt	to	change	without	any	trouble.I	love	learning	new	things.	Recently	I	learned	(mention	details).	Performance	Improvement	Self	Appraisal	Comments	I	have	realized	that	I	need	to	be	more	transparent	with	my	team	members	going	forward.I’m	good	at	customer	support,	but	I	can	improve	during	follow-ups.I	shy	away	from	difficult
conversations	as	I	try	to	be	positive	all	the	time.My	communication	with	larger	groups	or	projects	which	involved	multiple	departments	needs	improvement.I	follow	traditional	methods	am	not	always	open	to	new	ways	of	thinking.I	don’t	always	share	ideas	during	conversations,	and	it	leads	to	more	passive	team	talks.I	do	focus	on	my	teams’	needs.
However,	I	sometimes	take	leave	without	informing	others	on	time.It’s	hard	to	approach	me	during	work	hours.I	don’t	always	ask	for	help.	It	sometimes	leads	to	more	problems	than	before.Although	I	finish	projects	on	time,	I	don’t	update	my	skills.	Upgrading	my	knowledge	is	something	I	need	to	do.I	enjoy	engaging	in	tasks	and	projects	beyond	my
Key	Result	Areas	(KRAs)	scope.I	have	taken	responsibility	for	at	least	40%	of	the	new	projects	assigned	to	our	team.I	am	the	team’s	pioneer	in	expressing	interest	in	something	fresh.15-20%	of	my	time	is	spent	on	projects	I	manage	from	beginning	to	end.Last	quarter,	after	taking	ownership	of	the	largest	client,	I	increased	sales	by	10%.I	avoid	taking
responsibility	and	ownership	of	projects	frequently.I	prefer	to	contribute	to	projects	rather	than	take	responsibility	for	managing	them.I	aim	to	assume	responsibility	for	at	least	one	new	project	over	the	next	quarter.I	need	help	to	engage	in	activities	outside	my	designated	responsibilities.I	plan	to	approach	my	manager	for	assistance	overcoming	my
fear	of	not	performing	up	to	expectations	when	entrusted	with	responsibility.Consistently,	I	am	punctual	in	arriving	at	the	office.I	attend	all	scheduled	meetings;	if	I	cannot	attend,	I	inform	the	appropriate	individuals	beforehand.One	of	my	core	values	is	considering	others’	schedules,	and	I	prioritize	beginning	and	concluding	all	my	meetings
punctually.I	schedule	my	time	off	in	advance	and	communicate	it	to	my	team	members.I	refrain	from	taking	any	breaks	that	are	not	necessary	during	my	working	hours.I	aspire	to	maintain	continuous	employment	and	fill	in	any	temporary	gaps	that	may	currently	exist	in	my	work	history.I	intend	to	plan	my	vacation	days	ahead	of	time.To	avoid
meetings	lasting	longer	than	necessary,	I	will	plan	them	ahead	of	time	with	a	well-defined	agenda.I	will	follow	my	break	schedule	and	avoid	getting	too	caught	up	during	my	breaks.I	will	consider	various	factors	and	depart	from	my	house	earlier	to	ensure	I	arrive	punctually	at	my	office.	I	try	to	ensure	that	my	team	members	perform	at	their	highest
potential.I	make	a	point	to	solicit	input	from	all	team	members	for	each	project.I	am	an	active	participant	in	team	discussions	and	brainstorming	sessions.I	suggest	that	the	other	team	members	express	their	viewpoints.I	have	a	good	rapport	with	almost	everyone	on	the	team.I	am	struggling	to	get	to	know	all	the	team	members.I	aim	to	improve	my
confidence	to	feel	more	comfortable	expressing	my	ideas	to	my	team.I	am	working	on	improving	my	tendency	to	overlook	the	ideas	that	are	shared	by	others.My	goal	is	to	optimize	the	impact	of	delegated	tasks	by	ensuring	they	are	assigned	effectively.I	commit	to	being	present	at	most	team	meetings	and	actively	engaging	in	discussions.I	reviewed
my	work	thoroughly	three	times	before	handing	it	in.I	have	a	comprehensive	list	of	tasks	to	ensure	nothing	is	forgotten	or	overlooked.The	majority	of	the	work	I	submit	contains	minimal	mistakes.I	am	highly	committed	to	ensuring	that	every	project	I	undertake	is	delivered	with	the	utmost	attention	to	detail	and	quality.My	track	record	demonstrates	a
commitment	to	maintaining	a	high	standard	of	work,	with	at	least	90%	of	projects	consistently	meeting	that	level	of	quality.When	juggling	multiple	projects,	I	often	overlook	important	details.When	pressed	for	time,	I	may	unintentionally	neglect	small	mistakes.At	times,	I	find	myself	lacking	in	proofreading	my	work.I	struggle	with	prioritizing	my	work
effectively,	sometimes	resulting	in	errors	or	mistakes.I	aim	to	improve	my	organizational	skills	in	the	coming	days	to	ensure	I	attend	to	all	the	necessary	tasks	and	responsibilities.I	have	a	concise	comprehension	of	my	responsibilities	and	duties	within	my	position.I	comprehend	the	significance	of	the	contribution	that	my	work	can	make	towards	the
achievement	of	the	organization’s	overall	success.In	the	previous	quarter,	I	achieved	80%	of	my	OKRs.I	keep	myself	informed	about	the	most	recent	developments	and	knowledge	in	my	area	of	expertise.I	train	and	upskill	every	three	months	to	remain	current	and	competent.As	my	job	involves	multiple	responsibilities,	I	sometimes	struggle	to
comprehend	the	specific	requirements	expected	of	me.I	sometimes	find	it	challenging	to	articulate	to	others	the	nature	of	my	occupation	or	area	of	expertise.I	am	unsure	how	to	make	a	meaningful	difference	within	the	organization.My	goal	for	the	next	quarter	is	to	achieve	a	minimum	of	70%	of	my	OKRs	to	exceed	my	job	expectations.At	times,	I	lack
the	necessary	skills	for	a	particular	role,	and	I	intend	to	enroll	in	courses	to	address	this	gap	in	my	knowledge.Even	though	I’m	honest,	my	team	doesn’t	think	I’m	honest,	so	I’ll	keep	working	on	it.I’m	good	at	customer	service	but	must	follow	up	with	people	more	often.	I’m	working	on	this	all	the	time.Even	if	I	only	look	on	the	bright	side,	some	people
think	it’s	hard	to	talk	to	me,	and	I	want	to	dispel	this	idea.I’m	good	at	talking	to	people,	but	I	need	to	improve	my	public	speaking	because	it’s	sometimes	hard	to	talk	to	a	big	group.I	sometimes	get	stuck	doing	just	one	task.	I	need	to	improve	at	doing	more	than	one	thing	at	a	time.I	have	a	lot	of	ideas	to	share,	but	sometimes	I’m	too	shy	to	say	them
all.I	am	aware	of	my	team’s	needs,	yet	I	do	not	always	adhere	to	the	work	schedule.Although	cheerful,	people	continue	to	mistake	me	for	being	arrogant	and	nasty.	Even	though	I	respect	my	peers,	I	might	occasionally	appear	inaccessible.Sometimes	I	forget	to	investigate	and	ask	for	advice,	and	I	continue	to	work	alone;	I	must	improve	and	become
more	proactive.Role-Based	and	Industry-Based	Self-Appraisal	Comments	These	role-specific	self-appraisal	comments	will	help	you	effectively	reflect	on	your	performance:		Over	the	past	6	months,	I	successfully	coordinated	multiple	inter-department	meetings	to	ensure	timely	project	delivery	with	minimal	errors	and	process	disruptions.	I	hold	monthly
one-on-one	meetings	with	stakeholders	to	share	project	status,	while	maintaining	regular	contact	with	my	team	members	to	avoid	potential	conflicts.	By	identifying	potential	bottlenecks	early,	I	mitigated	risks	before	they	escalated,	demonstrating	my	strength	in	proactive	risk	management.	I	consistently	deliver	superior-quality	projects	within	the
allocated	time,	budget,	and	resources.	I	always	ensure	my	code	is	clean,	efficient,	and	documented,	resulting	in	fewer	bugs	and	smoother	deployment.	Staying	updated	on	the	latest	trends,	I	continuously	learn	and	apply	new	techniques	to	enhance	my	work	quality.	My	attention	to	detail	helped	identify	and	resolve	bugs	before	deployment	during
multiple	projects.	My	contributions	to	system	updates	have	reduced	downtime	by	30%	in	the	past	7	months.	My	kind	nature,	empathetic	outlook,	and	caring	personality	have	created	lasting	relationships,	resulting	in	consistently	high	ratings.	I	use	data	to	identify	profitable	leads	and	follow	up	on	them	to	ensure	high	conversion	rates.	Over	the	past
quarter,	my	customer	retention	rate	has	grown	by	20%,	reflecting	my	ability	to	nurture	long-term	relationships.	My	adaptability	and	quick	learning	allow	me	to	continuously	evolve	my	sales	strategies	based	on	market	trends	and	client	needs.	This	quarter,	I	implemented	a	new	ATS	tool	that	helped	reduce	the	average	time	to	hire	by	50%.	By
conducting	regular	check-ins,	pulse	surveys,	and	training	programs,	I’ve	increased	our	employee	engagement	rate	to	72%.	My	recent	workshop	and	manager	training	programs	have	reduced	our	annual	turnover	rates	by	20%.	I	have	held	effective	conflict	resolution	sessions	that	improved	inter-department	communication	and	collaboration.	I
consistently	meet	deadlines	while	delivering	high-quality,	engaging,	and	conversion-centric	content	pieces.	The	content	I	deliver	resonates	with	the	brand	guidelines	and	the	target	audience	across	various	platforms.	I	conduct	regular	check-ins	with	every	organ	of	the	marketing	department	to	keep	them	updated	on	the	multiple	projects	and	align
everyone’s	efforts	with	overall	goals.	I	always	stay	updated	on	the	latest	happenings	in	the	content	marketing	industry	and	update	my	strategies	accordingly.Now,	let’s	move	on	to	industry-specific	self-appraisal	comments	for	employees.		I	always	prioritize	patient	well-being	by	ensuring	comfort	and	clearly	communicating	their	treatment	plans.	I
consistently	adhere	to	the	hospital	protocols,	minimizing	instances	of	any	potential	errors	or	risks.	I	regularly	attend	medical	seminars	to	build	connections	within	the	medical	fraternity	and	enhance	my	knowledge	and	skill	set.	My	calm	demeanor,	optimism,	and	commitment	to	patient	care	have	earned	me	an	excellent	reputation	among	patients.	I
maintain	high	ratings	by	proactively	managing	customer	feedback.	I	ensure	the	inventory	is	well-organized	and	fully	stocked	to	provide	a	seamless	shopping	experience	for	our	customers.	I	maintain	a	friendly	demeanor	and	polite	attitude	while	handling	customer	requests,	resulting	in	better	service	and	higher	retention	rates.	My	branding	strategies
have	improved	our	market	visibility,	boosting	overall	sales	rates	by	20%	in	the	last	quarter.	My	disciplined	approach	and	commitment	to	deadlines	helped	me	excel	during	tax	season,	even	under	high-pressure	circumstances.	I	conduct	thorough	market	surveys	and	risk	assessments,	contributing	to	sound	financial	decision-making.	My	structured
thought	process	and	keen	eye	for	detail	help	make	my	financial	reports	error-free.	Last	quarter,	I	successfully	managed	multiple	accounts,	maintaining	a	high	client	satisfaction	rating.	I	developed	innovative	campaigns	that	exceeded	my	KPIs	and	helped	the	team	achieve	their	targets.	By	closely	monitoring	our	competitors	and	market	trends,	I
continuously	refine	my	strategies	for	maximum	impact.	My	digital	marketing	strategies	have	boosted	web	traffic	by	60%	and	lead	conversions	by	30%.	I	maintain	constant	communication	with	other	departments	to	meet	overall	organizational	goals.	I	ensure	all	the	production	processes	and	tools	are	equipped	with	marketing	standards	to	meet
efficiency	benchmarks.	I	adhere	to	all	safety	protocols	and	ensure	that	my	team	maintains	their	safety	regulations.	I	have	met	all	my	KPIs	for	the	last	quarter,	contributing	to	increased	profitability.	I	implemented	innovative	waste	management	practices,	reducing	our	overall	wastage	by	20%	during	the	last	quarter.Let’s	discuss	the	process	of	creating
effective	self-appraisal	comments	in	the	next	section.	How	do	I	write	a	self-appraisal	comment?	Writing	self-appraisal	comments	enhances	self-accountability,	resulting	in	higher	productivity,	better	collaboration,	and	overall	work	quality.	Here	is	the	process	to	help	you	write	effective	self-appraisal	comments:	Define	KPIs	and	KRAs:	Start	by	clearly
defining	your	key	performance	indicators	(KPIs)	and	key	results	areas	(KRAs)	to	focus	on	your	most	important	goals.	Reflect	Achieved	Objectives:	Reflect	on	how	many	of	your	objectives	and	performance	expectations	you	met	during	the	assessment	period.	Highlight	Accomplishments:	Identify	your	key	accomplishments,	focusing	on	those	that	align
with	your	organization’s	objectives.	Use	Action	Verbs:	Use	strong	action	verbs	to	describe	your	key	achievements.	Describe	Results:	Describe	the	results	of	your	accomplishments.	Impact	Statement:	Describe	how	your	achievements	contributed	to	the	team’s	or	organization’s	goals	and	mission.	Challenges	Faced:	Specify	the	key	challenges	you
encountered	during	your	journey,	along	with	a	plan	to	overcome	them.	Be	Concise	and	Specific:	Be	concise	and	specific	–	focus	on	noting	your	key	achievements	rather	than	routine	tasks.	Self-appraisal	TemplateHere	is	an	example	of	a	template:	Over	the	past	year	(or	mention	any	other	period),	I	have	been	able	to	accomplish	the	following	goals
(Mention	numbers	and	results).	These	achievements	have	impacted	my	work	in	the	following	way	[provide	details).	Lastly,	there	is	always	scope	for	improvement	(mentions	areas	of	improvement	and	some	solutions	you	have	in	mind).Here	are	a	few	of	the	best	practices	to	ensure	your	self-appraisal	comments	are	effective	and	aid	in	your	personal
growth	and	development:	Use	clear	and	concise	statements	written	in	the	first	person	and	in	an	active	voice	to	make	the	statements	more	actionable.	Avoid	using	passive	voice	as	it	extends	the	sentence	instead	of	adding	value.	Avoid	general	terms	and	bureaucratic	buzzwords;	mention	the	exact	person	or	instance	you	want	to	highlight.	Use	words
that	highlight	your	key	achievements	and	how	you	contributed	to	the	team’s	or	the	organization’s	success.	Avoid	words	that	downplay	other’s	accomplishments	or	describe	your	personal	beliefs	or	philosophies.	Quantify	and	provide	examples	of	your	achievements.	Include	any	recent	course/training	that	helped	you	grow	your	skills.	Include	any	special
assignments	you	have	undertaken	and	their	impact.	Common	Mistakes	to	Avoid	in	Self-Appraisal	Here	are	a	few	common	mistakes	that	you	should	avoid	while	writing	your	self-appraisal:	Being	overly	modest:	Don’t	underplay	your	achievements.	Confidently	showcase	your	successes	and	the	value	you	bring	to	the	table.	Being	vague:	Instead	of	saying,
“I	increased	sales,”	provide	specific	details	like,	“I	increased	sales	by	15%	in	Q1.”	Sticking	only	to	your	job	description:	Highlight	the	initiatives	you	have	taken	beyond	your	role	and	job	description.	Focusing	only	on	strengths:	Keep	your	self-appraisal	comments	balanced	by	focusing	on	both	strengths,	weaknesses,	and	areas	of	improvement.Using
buzzwords:	Avoid	using	industry	jargon	and	highlighting	your	personal	beliefs	in	the	comments.	Neglecting	to	provide	context:	Ensure	you	provide	relevant	background	to	your	achievements.	Failing	to	align	with	company	goals:	Demonstrate	how	your	achievements	contribute	to	broader	organizational	goals.	Overlooking	soft	skills:	Don’t	forget	to
highlight	improvements	in	your	soft	skills,	like	communication,	teamwork,	and	leadership.	By	proactively	addressing	these	challenges,	you	can	create	impactful	self-appraisal	comments	that	reflect	your	contributions.	Wrapping	It	Up	Writing	self-evaluations	can	be	difficult,	but	the	right	tools	and	a	thoughtful	approach	can	make	it	simpler.	Being
honest,	clear,	and	communicating	your	success,	challenges,	and	growth	areas	effectively	helps	in	creating	strong	self-appraisal	comments.	With	Keka’s	Performance	Management	System	(PMS),	you	can	simplify	this	process.	By	using	OKR	software,	employees	can	set	and	track	their	own	goals,	enhancing	self-accountability	and	boosting	organizational
performance.	Ready	to	streamline	your	performance	management?	Schedule	your	Keka	demo	today!Frequently	Asked	Questions	(FAQs)1.	What	do	I	write	in	self	appraisal?You	should	fill	in	your	self-appraisal	with	an	honest	and	comprehensive	evaluation	of	your	performance,	highlighting	your	strengths	and	areas	for	improvement	and	providing
specific	examples	to	support	your	assessment.	You	can	use	our	self	appraisal	comments	to	start	self-appraisal.2.	What	do	you	write	in	a	self-review?In	a	self-review,	write	about	your	accomplishments,	areas	for	improvement,	and	goals	for	the	future.3.	How	do	I	write	a	self	appraisal	comment	for	myself?To	write	a	self-appraisal	comment	for	yourself,
focus	on	highlighting	your	achievements,	areas	of	improvement,	and	goals	for	the	future.	Be	honest,	specific,	and	concise	in	your	self-assessment.4.What	is	positive	self-appraisal?Positive	self-appraisal	means	positively	evaluating	oneself	by	recognizing	and	appreciating	one’s	strengths	and	accomplishments.	It	can	boost	self-esteem	and	motivation	but
it	should	be	balanced	and	realistic.	©	Simbline.com,	2024.	All	Rights	Reserved.	Share	—	copy	and	redistribute	the	material	in	any	medium	or	format	for	any	purpose,	even	commercially.	Adapt	—	remix,	transform,	and	build	upon	the	material	for	any	purpose,	even	commercially.	The	licensor	cannot	revoke	these	freedoms	as	long	as	you	follow	the
license	terms.	Attribution	—	You	must	give	appropriate	credit	,	provide	a	link	to	the	license,	and	indicate	if	changes	were	made	.	You	may	do	so	in	any	reasonable	manner,	but	not	in	any	way	that	suggests	the	licensor	endorses	you	or	your	use.	ShareAlike	—	If	you	remix,	transform,	or	build	upon	the	material,	you	must	distribute	your	contributions
under	the	same	license	as	the	original.	No	additional	restrictions	—	You	may	not	apply	legal	terms	or	technological	measures	that	legally	restrict	others	from	doing	anything	the	license	permits.	You	do	not	have	to	comply	with	the	license	for	elements	of	the	material	in	the	public	domain	or	where	your	use	is	permitted	by	an	applicable	exception	or
limitation	.	No	warranties	are	given.	The	license	may	not	give	you	all	of	the	permissions	necessary	for	your	intended	use.	For	example,	other	rights	such	as	publicity,	privacy,	or	moral	rights	may	limit	how	you	use	the	material.	Watch	this	article	as	a	short	video	on	my	YouTube	channel.	Are	you	a	manager?	Read	my	advice	on	how	managers	can	write
fair	performance	reviews	for	their	directs.Performance	reviews	are	coming	up.	I've	always	found	this	period	nerve	wracking,	despite	having	gone	through	it	so	many	times,	both	as	an	engineer,	and	later	as	an	engineering	manager.	Will	my	manager	give	me	fair	feedback?	Or	will	I	be	in	for	some	unexpected	surprises?The	best	way	to	not	have	a
surprise	on	your	review	is	to	prepare	your	own	self-review,	and	send	it	to	your	manager,	ahead	of	time.	Why	is	this	a	good	idea?	Managers	will	try	to	gather	as	much	information	as	they	can	on	your	work,	when	writing	your	performance	review:	this	is	how	I	do	performance	reviews	for	engineers	on	my	team.	However,	managers	will	not	know	about
everything	you	do.	They	will	also	often	fall	victim	of	the	recency	bias:	weighing	recent	work	more	than	that	in	the	past.If	you	put	in	the	work	to	write	your	own	appraisal	or	self-review,	you	not	only	make	your	manager's	job	easier:	you'll	also	set	yourself	up	for	a	more	fair	review.A	possible	structure	for	your	self-reviewIf	your	company	has	an
evaluation	or	self-review	template,	it's	a	good	idea	to	use	that	one.	For	other	cases,	I've	put	a	template	and	an	example	performance	self-review	together	for	inspiration.	Here's	the	structure	I'd	suggest.1.	State	the	goals/expectations	for	the	periodInstead	of	jumping	in	to	your	achievements,	set	the	stage.	In	your	interpretation,	what	expectations	or
goals	did	you	set	out	to	achieve?	If	your	role	has	expectations	defined,	those	might	well	be	the	expectations.	If	you	had	previously	set	goals	with	your	manager,	list	those.If	you	have	neither	of	them,	summarize	your	understanding	of	your	expectation.	It's	already	a	problem	if	expectations	are	not	clear:	after	the	review,	it	might	be	worth	having	a
follow-up	with	your	manager	to	clarify	what	baseline	expectations	mean	for	you,	and	for	them.Here's	this	section	in	the	example	performance	review	-	one	of	the	goals	was	to	be	more	involved	in	the	engineering	planning	/	RFC	process:Goal	setting	in	a	performance	review	example2.	List	your	accomplishmentsList	out	your	main	results,	and	larger
work	efforts.	Try	to	do	this	in	priority	order.	Use	numbers	to	make	things	more	specifics,	where	you	can	-	and	where	they	add	more	context.Numbers	could	be	things	related	to	the	code	the	code	(number	of	changes,	number	of	languages	worked	with,	number	of	services	worked	on	and	so	on),	to	people	(number	of	people	collaborated	with,	number	of
teams,	number	of	stakeholders),	to	business	impact	(revenue	impact,	reliability	improvements,	efficiency	changes	and	others).	The	self-review	is	an	opportunity	to	put	your	work	in	context:	not	just	the	effort,	but	the	result	of	this	work.For	work	that	has	not	yet	been	shipped,	using	the	estimated	impact	should	work	just	as	well.	For	example,	assuming
you	are	playing	a	key	role	for	an	in-progress	project,	you	could	say	“On	track	to	save	$500,000/year	by	shipping	Project	Pluto,	where	I	am	owning	the	Luna	and	Titan	components	end-to-end.”Link	to	specifics	where	it	makes	sense,	but	don't	go	overboard.	The	specifics	might	be	design	documents,	notable	code	changes	or	code	reviews,	or	other
artefacts.	Linking	these	could	give	additional	context	to	your	manager,	and	an	opportunity	for	them	to	spot	check	some	of	your	most	impactful	work.If	you	have	a	"work	log	document",	add	a	link	to	it	at	the	bottom	-	here's	an	example	and	template	for	this.	It's	a	helpful	practice	to	keep	a	document	where	you	keep	track	of	the	work	you	do	week-on-
week.	Julia	Evans	calls	this	a	brag	document:it	has	other	benefits	on	having	your	work	recognized,	like	you	having	a	better	grip	on	all	the	work	you	do.	If	you	started	doing	this	beforehand,	it	also	makes	creating	your	self-review	much	faster!Here's	an	example	of	listing	out	accomplishments	using	the	above	principles	in	this	example:Accomplishments
list	in	a	performance	review	example3.	Talk	about	the	"how"Most	people	would	stop	by	listing	their	accomplishments.	I	suggest	adding	another	section	where	you	can	list	more	of	the	qualitative	details	on	your	work:	things	that	might	have	not	had	huge	business	impact,	but	show	the	small,	but	important	things.	Things	like	teamwork,	collaboration	and
helping	others.List	examples	of	you	helping	people	within	and	outside	the	team.	This	is	a	great	place	to	mention	thank	yous	you've	gotten	from	people	-	even	quoting	chat	messages	or	emails	you've	received.	Mention	names	of	people	and	teams	who	you	have	helped,	or	whom	you've	gotten	positive	feedback	from.This	section	is	important,	as	your
manager	probably	doesn't	see	even	half	of	the	positive	interactions	you've	had	with	people.	Show	it	to	them.	From		the	example	review:The	qualitative	work	in	the	performance	review	example4.	Reflect	on	levels	and	competenciesYour	manager	will	need	to	give	you	some	kind	of	rating	against	expectations	and	competencies.	Get	ahead	of	this,	and
make	their	job	easier,	while	giving	indication	of	what	you	think	about	your	own	rating.List	expectations	and	competencies,	and	give	examples	on	the	work	that	reflects	these	competencies.If	you	have	good	trust	with	your	manager,	you	could	provide	self-ratings	for	competencies	or	expectations.	If	you	have	less	of	this,	you	could	just	mention	areas	you
have	paid	special	attention	to:	areas	of	focus.	This	is	what	is	shown	in	this	example:Reflecting	on	competencies	in	the	performance	review	exampleTime	well	worth	spendingBefore	every	performance	review	period,	I'd	ask	my	directs	to	spend	time	on	their	self-review.	Many	people	would	leave	it	until	last	minute,	prioritizing	other	work,	including	peer
reviews	ahead	of	this	one.	Some	didn't	even	do	a	self-review.Be	sure	to	spend	time	on	your	self	review,	ahead	of	the	performance	review	process	kicking	off.	If	you	don't	spend	time	here,	you'll	have	little	reason	to	complain	if	your	manager	is	unaware	of	some	of	your	key	achievements,	and	your	feedback	is	more	negative	than	it	would	have	been	-	had
you	put	in	the	work.	You	are	also	missing	an	opportunity	to	reflect	on	all	the	things	you've	done.Of	all	the	"admin"	work	you	do,	this	one	will	have	an	outsized	impact	on	your	career.	So	put	in	the	work.	Subscribe	to	my	weekly	newsletter	to	get	articles	like	this	in	your	inbox.	It's	a	pretty	good	read	-	and	the	#1	tech	newsletter	on	Substack.	International
business	travel	is	common	these	days.	But	staying	connected	abroad?	That	can	come	with	some	hidden	costs.	Roaming	charges	can	slowly	eat	into	your…	Read	more	»	When	I	first	started	working	with	marketing	teams,	one	thing	became	clear	fast:	without	the	right	tools,	even	the	most	creative	ideas	can	fall	flat….	Read	more	»	With	thousands	of
digital	assets	operating	on	separate	blockchains,	users	often	need	to	move	tokens	like	USDT	between	Ethereum	and	TRON	or	swap	coins	across…	Read	more	»	A	409A	valuation	is	a	crucial	tool	for	privately	held	companies	issuing	stock	as	part	of	their	compensation	packages.	A	qualified	independent	appraiser	conducts	the…	Read	more	»	SellerAmp
is	currently	offering	an	exclusive	discount	coupon	for	your	first	annual	subscription.	If	you’re	involved	in	online	arbitrage,	retail	arbitrage,	or	wholesale	selling	on	Amazon,…	Read	more	»	Visual	storytelling	is	a	winner	across	diverse	niches,	from	the	entertainment	industry	to	brand-building.	The	logic	is	simple:	videos	are	easy	to	consume,	and	they…
Read	more	»	Running	an	online	business	has	limitless	potential,	but	there	are	also	a	lot	of	cybersecurity	risks	involved.	You’re	handling	customer	data,	managing	remote	teams,	and…	Read	more	»	Selling	on	Amazon	has	become	one	of	the	most	popular	ways	to	start	in	e-commerce.	However,	competition	is	fierce,	and	standing	out	in	this	market…
Read	more	»	Looking	for	a	simple	way	to	boost	your	social	media	visibility	without	overspending?	With	the	Views4You	promo	code,	you	can	get	10%	off	all	their…	Read	more	»	Topstep	is	one	of	the	most	well-known	proprietary	trading	firms	in	the	futures	trading	world.	Its	model	is	based	on	evaluating	traders	through	a	simulated…	Read	more	»
Modern	banking	is	rapidly	evolving,	and	Big	Data	has	emerged	as	a	powerful	tool	for	developing	unique	banking	services	that	target	individual	clients.	Financial	institutions…	Read	more	»	AMZScout	stands	out	as	one	of	the	most	effective	tools	available	for	Amazon	sellers.	Whether	you’re	just	starting	out	or	you’re	already	experienced,	the
AMZScout…	Read	more	»	Sellerboard	is	an	advanced	profit	analytics	and	automation	tool	tailored	for	Amazon	sellers.	If	you’re	looking	for	a	precise	and	efficient	way	to	manage	your…	Read	more	»	Currently,	Helium	10	offers	a	35%	discount	on	any	monthly	plan	for	6	Months.	This	makes	the	coupon	offer	more	attractive	to	those	who	prefer	the
flexibility…	Read	more	»	Let’s	face	it	–	Semrush	is	powerful,	but	that	$140/month	starting	price	hurts,	especially	when	you	only	use	a	fraction	of	its	features.	After	hearing…	Read	more	»	Optimize	team	management	in	minutes	with	ManageBetter.	Start	your	free	trial	now	and	join	Uber	and	Microsoft	in	boosting	performance,	gathering	insights,	and
generating	reviews—all	AI-powered,	no	writing	required.Have	you	been	asked	to	do	a	self-appraisal	at	work?	This	can	be	a	challenging	task,	and	many	people	in	more	technical	roles	struggle	to	come	up	with	ways	to	describe	themselves	accurately.	Self-appraisals	are	a	key	component	in	displaying	real	contributions	to	your	organization	as	a	software
engineer.	So	don’t	get	caught	without	solid	statements	to	evaluate	and	back	up	your	accomplishments.Remember,	self-appraisals	aren’t	all	about	capturing	your	best	qualities.	Your	manager	likely	wants	to	see	how	self	aware	you	are	when	it	comes	to	weaknesses	or	areas	for	improvement.	Below	are	31	specific	phrases	software	engineers	can	use	in
self-appraisals,	divided	into	five	relevant	skills	and	categories.Coding	/	Code	ReviewWrites	clean	codeIterates	on	code,	based	on	feedback.Can	defend	technical	decisions	in	code	review	feedback.Mentors	others	on	the	code	base,	processes,	and	other	best	practices.Takes	initiative	to	reduce	complexity.Code	is	difficult	to	read	or	follow.Disregards	the
team's	technical	processes.DesignDesigns	for	scale	and	reliability	with	the	future	in	mind.	Can	do	critical	R&D.Can	lay	out	a	path	across	many	versions,	given	long	term	strategic	goals.Independently	scopes	and	implements	solutions	for	their	project/team.Systematically	thinks	through	potential	design	impacts	on	other	teams	and	the
company.Constantly	veers	into	irrelevant	design	issues.Assumes	it's	someone	else's	job	to	design	a	system.Engineering	ManagementTakes	responsibility	for	their	team	and	product.Balances	strategic	and	tactical	goals.Works	well	with	their	team,	other	engineering	teams,	and	the	company	at	large.Knows	the	entire	product,	how	customers	use	it,	what
they	want,	and	where	it	should	go.Inefficiently	prioritizes	tasks	and	projects.Does	not	participate	in	or	support	initiatives	outside	main	area	of	responsibility.EstimationProvides	reasonable	timeline	estimates.Never	surprises	the	team	with	delayed	features.Keeps	team	updated	with	changes	to	timeline.Strong	awareness	of	the	state	of	the	product	and
team	at	all	times.Overpromises	on	deadlines,	leading	to	unnecessary	overtime	and	burnout.Consistently	underestimates	timelines.Technical	knowledgeHas	a	deep	understanding	of	full-stack	encompassing	their	domain.	Can	navigate	and	make	legacy	code	maintainable.Maintains	awareness	of	industry	trends	and	tools.Go-to	expert	in	an	area,	with	an
increasingly	strategic	mindset.Doesn't	follow	new	technologies	or	industry	trends.Spends	too	much	time	chasing	new	technology	fads.Need	more	self-appraisal	comments?	We	have	an	exclusive	ReviewBetter	software	engineer	phrase	pack,	for	tailored	self-evaluation	comments	and	phrases.	Sharpen	Your	Leadership	Edge:	Join	3,000+	executives
receiving	weekly,	actionable	insights	from	industry	experts.	Subscribe	free	to	The	Thoughtful	Leader	and	elevate	your	team's	performance.	International	business	travel	is	common	these	days.	But	staying	connected	abroad?	That	can	come	with	some	hidden	costs.	Roaming	charges	can	slowly	eat	into	your…	Read	more	»	When	I	first	started	working
with	marketing	teams,	one	thing	became	clear	fast:	without	the	right	tools,	even	the	most	creative	ideas	can	fall	flat….	Read	more	»	With	thousands	of	digital	assets	operating	on	separate	blockchains,	users	often	need	to	move	tokens	like	USDT	between	Ethereum	and	TRON	or	swap	coins	across…	Read	more	»	A	409A	valuation	is	a	crucial	tool	for
privately	held	companies	issuing	stock	as	part	of	their	compensation	packages.	A	qualified	independent	appraiser	conducts	the…	Read	more	»	SellerAmp	is	currently	offering	an	exclusive	discount	coupon	for	your	first	annual	subscription.	If	you’re	involved	in	online	arbitrage,	retail	arbitrage,	or	wholesale	selling	on	Amazon,…	Read	more	»	Visual
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