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Abstract. In modern enterprise management, performance appraisal is a crucial tool for measuring
employee performance, motivating personal capability improvement, and facilitating the
achievement of corporate strategic goals. This paper reviews the theoretical foundation, key
influencing factors, and main methods of performance appraisal, analyses the current status of
domestic and international research in this field, and discusses future development trends. The
paper first defines the concept of performance and emphasizes the central role of performance
appraisal in corporate human resource management. It then explores individual and organizational
factors affecting employee performance, as well as two core performance appraisal methods: the
Balanced Scorecard and Key Performance Indicator (KPI) method. The paper notes that foreign
performance management theory and practice are more mature, while domestic research is
developing rapidly. Finally, it looks forward to how big data and artificial intelligence technologies will
make performance appraisal more intelligent and personalized, and how future appraisal will tend
towards continuous feedback and multi-dimensional evaluation.
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1. Introduction

In today's complex and dynamic business environment, performance management, as a key
determinant of organizational success, has garnered increasing attention from business managers and
academic researchers [(Tripathi et al., 2021). Performance appraisal, as the core component of
performance management, not only directly impacts employee motivation and career development
but also serves as a vital guarantee for the realization of corporate strategic goals!?! (Ezenwakwelu &
Etukokwu, 2021). Therefore, in-depth exploration of the theoretical basis, implementation principles,
influencing factors, and effectiveness of different appraisal methods holds significant theoretical and
practical value for optimizing enterprise human resource management and enhancing organizational
performance.

The purpose of this paper is to propose a comprehensive performance appraisal framework and
explore its application and effectiveness across different cultural and organizational contexts through
a systematic analysis of domestic and international performance appraisal theories and practices. The
paper first defines the concept of performance, distinguishes between performance outcome theory
and performance behavior theory, and discusses the link between organizational and individual
performance. It then elaborates on the definition, purpose, and importance of performance appraisal,
as well as the basic principles that should guide its implementation, including openness and
transparency, guantitative assessment, institutionalization and sustainability, and consistency and
feasibility.

Regarding factors influencing employee performance, this paper conducts in-depth analysis at both
the individual employee and company levels. Individual factors include personal qualities, interests,
and job fit, while company factors encompass the work environment and team motivation.
Comprehensive consideration of these factors is essential for constructing a scientific and reasonable
performance appraisal system[®] (Chahar, 2020).

The paper further examines two major performance appraisal methods: the Balanced Scorecard and
KPI method. The Balanced Scorecard evaluates employee performance comprehensively through
four dimensions—financial, customer, internal process, and learning and growth!*! (Camilleri,
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2021)—while the KPI1 method focuses on quantitative indicators to measure employee contributions
to corporate strategic goalst®! (Osemeke, 2021). These methods each have their strengths and
limitations, and enterprises should select appropriate assessment tools based on their own
characteristics and strategic needs.

In terms of domestic and international research status, this paper compares the progress of
performance management research in mature foreign markets with the development of performance
appraisal research in China. Foreign research is more advanced in theoretical depth, methodology,
and empirical investigation(®! (Sardi et al., 2020), while domestic research, despite a late start, has
made significant strides in recent years, particularly in integrating performance appraisal practice
with China's national conditions and corporate culture.

Finally, this paper looks forward to the future development trends of performance appraisal, pointing
out that with the advancement of emerging technologies such as big data and artificial intelligence,
performance appraisal will become more intelligent and personalized!! (Kadak & Laitinen, 2021). At
the same time, performance appraisal will place greater emphasis on multi-dimensional evaluation,
continuous feedback, real-time assessment, and the appraisal of management and leadership
performance.

This paper aims to provide enterprises with a scientific and systematic performance appraisal
framework to help them motivate employees and improve organizational performance more
effectively, while also offering a theoretical foundation and research direction for further academic
exploration.

2. Theoretical Foundation

2.1. Concepts and Principles Related to Performance Appraisal
2.1.1. Concept of Performance

Performance, as a management concept and a frequently used term in human resource management,
refers to the comprehensive expression of employees' work excellence and final results under specific
objective conditions. Organizations and corporate appraisal departments typically use performance
to measure and feedback employees' goal achievement rates, work performance, and personal
development over a certain period® (Fechete & Nedelcu, 2019). In academia, the nature of
performance is generally categorized into two perspectives: some scholars argue that performance is
the result of task completion (performance outcome theory), while others contend that performance
IS a continuous, progressive behavior (performance behavior theory). Other scholars integrate both
perspectives, defining performance as a combination of task completion and a series of trackable and
evaluable behaviors aimed at goal achievement.

In practice, appraisal departments divide performance into organizational and individual performance
to obtain more efficient evaluation results. From the perspective of corporate strategic deployment,
the company decomposes its expected goals into departmental organizational performance;
subsequently, it assigns employee-level performance, assesses, measures, and summarizes
employees' performance through a series of indicators and processes. Ultimately, through the dual
assessment of organizational and personal performance, a win-win situation for both the enterprise
and individual employees is achieved.

2.1.2. Concept of Performance Appraisal

Performance appraisal refers to the process by which the appraisal subject evaluates employees'
completion of work tasks, fulfillment of work responsibilities, and personal development against
work objectives and performance standards using scientific appraisal methods, and feeds back the
assessment results to employees® (Risher, 2015). Efficient performance appraisal can maximize
employees' subjective initiative, give full play to the company's talent resources, and enhance the
company's core competitiveness. As a key internal management tool and one of the company's most
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effective incentives, performance appraisal closely links the organization and employees, establishing
objective and efficient communication channels to facilitate the effective implementation of corporate
strategic deployment. Regular performance appraisal can provide managers with an objective
overview of employees' recent performance, offering data support for personnel management and
training; at the same time, employees can identify their strengths and weaknesses in comprehensive
quality based on their phased performance and formulate personal career plans.

2.1.3. Principles of Performance Appraisal

An efficient performance appraisal program must be built on several established basic principles,
which managers must strictly adhere to during implementation. These principles are an important part
of the entire appraisal system and a key theoretical basis for its execution. (1) Openness and
transparency principle: When formulating the appraisal system, managers should reach a consensus
with employees on various appraisal indicators, ensuring the appraisal process aligns with reality and
is highly operable. During the appraisal, assessment objectives, methods, indicators, and subsequent
reward and punishment schemes must be fully disclosed. (2) Quantitative assessment principle:
Scientific quantitative assessment standards can encourage employees to cooperate more actively
with performance appraisal, minimizing negative psychological and behavioral fluctuations caused
by the assessment. The development of quantitative standards requires in-depth research across all
levels of the company, based on corporate strategic deployment and combined with employees'
overall quality, to create a practical appraisal system; during the appraisal process, appraisers and
company managers must uphold pragmatism and objectivity, strictly implementing the quantitative
assessment principle without personal biases. (3) Institutionalization and long-term principle:
Performance appraisal is a continuous management process that must be regularized and
institutionalized. It not only evaluates employees' current performance but also provides an objective
data reflection of their future potential. As a management system for corporate strategic deployment,
long-term and regular performance appraisal enables continuous monitoring of employee
development, benefiting both employees and the company. (4) Consistency and feasibility principle:
The implementation of performance appraisal should maintain consistency in assessment indicators,
processes, and subsequent reward and punishment schemes across different employees, ensuring the
appraisal fulfills its maximum role and fully reflects employees' actual workplace performance.
Meanwhile, the appraisal department should design an easy-to-implement, operable performance
program based on correct assessment indicators and processes, fully considering factors such as time,
location, and personnel required for the appraisal.

2.2. Factors Affecting Employee Performance

Numerous factors influence the quality of employee performance, each exerting a certain impact on
the overall outcome. These factors also affect the company's human resource management level and
strategic deployment direction. They can be summarized into two levels: individual employee factors
and company factors.

2.2.1. Employee Personal Factors

(1) Personal quality: Personal quality has a direct effect on work-related behaviors and employee
performance (Chahar, 2020). Employee quality includes basic quality (education, language
expression, logical thinking, and physical health), professional quality (job competence, professional
skills, and interpersonal skills within the company), and political quality (ideological awareness and
professional ethics). Employees’ personal quality can be continuously enhanced through training after
joining the company. An important significance of performance appraisal is to identify gaps in
employees' personal quality through phased inspections, then design targeted training programs to
achieve overall improvement in staff quality.

(2) Personal interests: Due to differences in personal experiences and preferences, employees have
varying interests in their work. A wealth of evidence shows that when employees engage in work
they are interested in, they display greater enthusiasm and dedication towards tasks assigned by
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superiors, achieving a multiplier effect that ultimately impacts performance. Therefore, the human
resources department should reasonably assign employees to positions that align with their personal
interests based on performance appraisal results, avoiding the waste of human resources.

(3) Job fit: Each employee has unique personality traits, and different job roles have distinct
requirements. Allocating positions that match employees' qualities, professional capabilities, and
personal strengths enables employees to exert greater subjective initiative, stimulating sustained work
interest and ultimately maximizing enterprise benefits.

2.2.2. Corporate Factors

(1) Work environment: Much of a company's high efficiency stems from its corporate environment,
and the work environment, as the core component of the corporate environment, is closely related to
employees' work efficiency. The work environment includes internal and external, tangible and
intangible factors that subtly influence employees. A positive work environment can ensure
employees' physical and psychological safety, enhance their sense of corporate identity, and increase
workplace embeddedness. Employees will be more actively engaged in their work, focus on
improving their own qualities, and take the joint realization of personal and company value as their
ultimate goal (Baird et al., 2020).

(2) Team motivation: The company's incentives for employees can help achieve strategic goals related
to production operations, capital operations, and value creation* (Lotfi, 2020). Team motivation
often reinforces desired behaviors, increasing the likelihood of consistent positive outcomes. When
employees excel in completing work tasks, timely and appropriate team incentives not only fully
recognize their previous performance but also provide emotional value that motivates employees to
invest more in their roles, continuously prompting them to enhance their professional value. Team
motivation is not limited to material rewards but can also take forms such as job promotion, team
building, and goal setting, promoting the performance of the entire team while realizing personal
motivation.

2.3. Performance Appraisal Methods
2.3.1. Balanced Scorecard

The Balanced Scorecard method, first proposed by Robert Kaplan and David Norton of Harvard
University in 1992, is based on numerous management theories and has been widely adopted by major
companies worldwide. It transforms the single-dimensional approach of evaluating corporate
performance through financial indicators, instead evaluating employees from three additional
perspectives: customers, internal operations, and learning and growth.

The Balanced Scorecard assesses employee performance from the following four
dimensions:Financial perspective: The ultimate goal of a profitable enterprise is to achieve higher
financial indicators, and the financial perspective provides the most intuitive assessment of an
enterprise's operating conditions and viability. Common financial indicators include turnover,
profitability, and cash flow.Customer perspective: Assessing the enterprise from the customer's
viewpoint helps determine the target market's recognition of the enterprise's product and service
quality, as well as its management level. Customer-oriented assessment can assist enterprises in
formulating more market-driven strategic deployments. Indicators from the customer perspective
typically include customer satisfaction, signed contract volume, and repurchase rate.Internal process
perspective: Managers' comprehensive understanding of the company's key business processes is
essential for effectively managing operations and providing customers with more valuable services.
The internal process perspective is usually assessed using indicators such as work completion rate,
employee attendance rate, and equipment integrity rate.Learning and growth perspective: An
enterprise's ability to learn and grow determines its long-term sustainability. Continuously enhancing
employees' personal qualities and professional skills ultimately helps enterprises build core
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competitiveness and gain greater benefits. This paper uses employee training, career planning, and
job satisfaction as the three key indicators for assessing the learning and growth perspective.

With the introduction of the Balanced Scorecard, employee performance appraisal is no longer solely
determined by financial indicators; instead, performance management is elevated from a simple
appraisal tool to an effective weapon for companies to achieve their strategic goals . By applying the
Balanced Scorecard for performance management, company management can gain a more
comprehensive understanding of the company's strategic development, personnel status, workflow,
and business execution, considering both long-term and short-term strategies as well as internal and
external environments to provide strong support for the company's sound and sustainable
development.

However, the Balanced Scorecard also faces certain operational challenges that limit its use. It places
high requirements on the setting of performance indicators, requiring enterprise managers to closely
align corporate strategic objectives with assessment indicators to achieve expected results.
Additionally, the design cycle of the Balanced Scorecard is lengthy, often taking six months to a year
to design and repeatedly adjust the performance appraisal system, increasing the labor and time costs
of performance appraisal.

2.3.2. Key Performance Indicator (KPI) Method

As the most commonly used performance appraisal method, the KPI method is based on the
company's development strategy. It decomposes the company's annual objectives layer by layer into
highly feasible strategic goals, which are then further transformed into the work tasks of each
department. Department heads, based on employees' job responsibilities, ultimately break down
departmental tasks into individual assessment indicators and evaluate employees from multiple
perspectives.

Drawing on the Pareto Principle (80/20 rule) as its theoretical foundation, the KP1 method posits that
20% of the company's core talent can create 80% of the company's core value. Therefore, the KPI
method focuses on assessing key employees who have made outstanding contributions, conducting
in-depth research and tracking on these 20% of employees to design long-term training and promotion
programs that maximize their value to the company. The KPI method first decomposes the enterprise's
overall strategic objectives layer by layer, then breaks down refined task objectives one by one to
ultimately achieve the company's overall strategic goals. Meanwhile, the quantitative assessment of
indicators greatly ensures the objectivity and fairness of performance appraisal, reflecting the key
driving factors that most effectively influence corporate value creation, thereby achieving a win-win
situation for both the company and employees.

In addition, the KPI method fully considers customer needs, incorporating the satisfaction of external
customers into the indicator system, which fully reflects the enterprise's market-oriented development
philosophy. The implementation of the KPI method relies on a large number of quantitative indicators,
requiring the enterprise's human resources department to identify key quantitative indicators that
significantly impact performance and use professional assessment tools and methods for evaluation.
The enterprise’s internal management level poses a major obstacle to the effective implementation of
the KPI method. Excessively quantitative assessment can easily trap both appraisers and appraisees
in a fixed mindset, accustomed to mechanical assessment and perfunctory responses, ignoring many
flexible human factors and causing performance appraisal to lose its original meaning. Furthermore,
the KPI method is not applicable to all positions; some roles inherently possess strong flexibility and
mobility, making them difficult to evaluate using fixed quantitative indicators.
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3. The Current Situation of Foreign Performance Appraisal Research

3.1. Research on the Concept of Performance Management

Foreign academia mainly defines performance from two perspectives: one regards it as the result of
human activities, emphasizing its close connection with organizational strategic objectives, customer
satisfaction and invested capital; the other views it as a continuous behavioral process. Scholars have
pointed out that performance is a prerequisite for an organization's market survival, which can be
achieved through optimal resource management to ensure both short-term and long-term
effectiveness, sharing common foundations with sustainability. The formative steps of performance
management include setting performance objectives, constructing indicator systems and criteria,
conducting comprehensive appraisals, and providing result feedback. It is also defined as a cyclical
process starting with annual performance planning and ending with year-end appraisal. Additionally,
performance management is considered a process of integrating various elements, aligning
organizational and individual goals to build an efficient workforce, and is divided into three phases:
performance planning and development, monitoring and review, and performance reward.

3.2. Research on Factors Influencing Performance Appraisal

Scholars have confirmed that the talent management process plays a key role in organizational
performance. Four quality dimensions—trust, clarity, communication and fairness—have a positive
correlation with performance appraisal results. Rater competence and the possibility of challenging
unfair or inaccurate appraisals significantly affect employees' perceptions of appraisal accuracy,
while clear standards, effective communication and responses to final ratings also have a moderate
impact. Moreover, performance appraisal systems directly affect employee performance, and this
effect is regulated by employee motivation.

3.3. Research on Performance Appraisal Methods

Researchers have adopted inductive methods and employee-centered perspectives to investigate
employees' perceptions and satisfaction with improved performance management systems in
multinational IT enterprises. The Balanced Scorecard (BSC) is widely used to assess institutional
performance and employee productivity through financial and non-financial indicators, though its
application and implementation require overhauling existing control systems and incur high costs.
Other research methods include using semi-closed questionnaires combined with snowball sampling
to collect data, and integrating Soft Systems Methodology (SSM) with Importance Performance
Analysis (IPA) to explore employee performance appraisal systems in national libraries.

3.4. Research on Performance Appraisal Improvement Measures

Studies have identified that misaligned performance management systems can lead to reduced
employee motivation, dissatisfaction and declining organizational performance. For enterprises with
important strategic goals, performance management systems should emphasize strategic orientation;
for those lacking clear strategies, investing in information construction of performance management
helps obtain improvement insights. Focusing on employees' psychological needs (competence,
autonomy and relatedness) in performance management practices can enhance their sense of work
meaning, and integrating positive psychology concepts can achieve positive welfare and performance
outcomes. Organizational culture, management styles and information systems play an increasingly
important role in the evolution of performance management, with online communication tools and
social media also having practical relevance. Additionally, implementing total quality management
can improve employee satisfaction and corporate performance, and employee engagement can
enhance performance levels through the mediating role of organizational support and affective
commitment.

Overall, foreign performance management research has a long history and wide coverage, with
mature achievements in concepts, methodologies and structures. It shows a trend of increasing
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specialization, featuring sufficient research samples, close integration of theory and practice, specific
research models and quantitative indicator breakdown.

4. Current Situation of Domestic Performance Appraisal Research

At the end of the 20th century, Chinese scholars began conducting research on performance appraisal,
initially drawing on relatively mature foreign research results and literature. Following the reform
and opening-up policy, China's market economy developed by leaps and bounds, and domestic
enterprises of various types began adopting modern management models. The healthy and positive
market environment provided favorable conditions for performance appraisal research, prompting
more Chinese scholars to integrate foreign theories with performance appraisal practices in domestic
enterprises across various industries, elevating practical experience into theoretical frameworks to
further guide corporate management.

4.1. Research on the Concept of Performance Appraisal

Performance mainly refers to employees' behavioral performance and work achievements related to
their positions, technologies, and abilities, reflecting individuals' contributions to enterprise
development. Performance management systems play a significant role in enterprise growth—
scientific and comprehensive performance management systems can effectively enhance enterprises'
overall competitiveness and serve as a strong driving force for enterprises to implement major
strategic deployments.Performance appraisal is the process of evaluating the processes and results of
enterprise management influenced by social, corporate environmental and other factors, based on the
construction of a harmonious society and good governance principles.Performance appraisal is the
process by which the appraisal subject, in accordance with performance standards or work objectives,
uses scientific and effective methods to assess employees' work completion, fulfillment of
responsibilities, and personal development, and provides feedback on the overall assessment results
to employees. It is an important component of performance management, and its implementation
effect directly affects the effectiveness of performance management.Performance appraisal is a
process of communication and consultation between the enterprise appraisal subject and employees.
Both parties reach a consensus on work objectives or performance standards, conduct a summary
assessment of the completion of previous work tasks, fulfillment of responsibilities, and personal
development, and finally feedback the assessment results.

4.2. Research on Factors Affecting Performance Appraisal

Factors influencing corporate performance management can be analyzed from three aspects:
conceptual factors, strategic factors, and link factors. An empirical approach has identified
correlations between the work environment, emotional commitment, organizational citizenship
behaviors, and performance management. The fairness of enterprise compensation management has
a direct impact on employee performance, and a higher level of compensation management can better
promote performance management and leverage its role in driving enterprise development. Research
has explored the relationship between time cognition, time leadership, and performance appraisal,
revealing that inconsistent time cognition inhibits employee performance, while time leadership can
mitigate this negative impact. Based on meta-analysis evidence, organizational unlearning—defined
as a special learning mode aimed at discarding outdated knowledge or technologies—makes a
significant contribution to performance.

4.3. Research on Performance Appraisal Methods

A study was conducted across 478 enterprises to investigate the impact of employee performance
appraisal methods on organizational performance, using SPSS15.0 software and hierarchical
regression analysis. Appraisal methods were classified into three categories—trait-based, behavioral,
and outcome-based—and the results indicated a descending order of validity among these three
types.Several common performance appraisal methods have been listed and analyzed, including the
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analytical hierarchy process, key indicator method, balanced scorecard, management by objectives,
and 360-degree appraisal method, with the characteristics of each detailed thoroughly.The balanced
scorecard method has been applied to construct the performance appraisal system of a specific
company, involving the development of a strategy map divided into two dimensions—departmental
performance and individual performance—and the establishment of a comprehensive performance
appraisal system.Based on a developed strategy map, a company's balanced scorecard strategic
performance evaluation index system has been designed, using a hierarchical structure model and
judgment matrix to determine weights, which enhances the scientific nature of the performance
appraisal system.It has been pointed out that the 360-degree appraisal system mainly consists of four
appraisal dimensions—superiors, subordinates, peers, and self—and mathematical functions have
been used to propose a method for determining the weights of others' appraisals and self-
appraisals.Although some Chinese enterprises have adopted the 360-degree performance appraisal
method, many have failed to integrate it with their actual situations, resulting in unsatisfactory
outcomes. For improvement, various safeguards have been suggested, such as anonymizing the
appraisal process to avoid personal emotional factors, facilitating two-way feedback between
enterprises and employees, linking performance appraisal results to remuneration levels, and
optimizing the entire performance appraisal process.

4.4. Research on Performance Appraisal Improvement Measures

Countermeasures and suggestions for improving performance management practices have been put
forward from four aspects: preparation for performance appraisal implementation, communication,
assessment and evaluation, and performance feedback.The important role of small and medium-sized
enterprises (SMEs) in economic development has been affirmed, while issues such as information
asymmetry and misunderstandings in the performance management process have been noted,
emphasizing the need to improve the performance management system to promote SME growth.It
has been suggested that enhancing the sense of compensation fairness can improve employee
performance management.It has been proposed that performance appraisal can only be continuously
improved through practical work, and guiding employees ideologically is conducive to the smooth
conduct of performance appraisal.lt has been argued that strengthening quality cost management can
enhance enterprise performance management to a certain extent.The concept of organizational
performance management accountability has been proposed, involving the establishment of systems
and norms to control and constrain the implementation of performance management, as well as
clarifying and improving responsibility standards, implementation, supervision, and incentives.It has
been pointed out that there is a need to strengthen communication and feedback in the performance
management process, improve communication channels, provide employees with channels to appeal
against performance management decisions, and encourage active communication.Domestic research
on performance management is extensive but mostly remains at the theoretical level, lacking data
support and specific insights, which requires more in-depth exploration. Studies on performance
management in port enterprises are limited, with few references available.

5. Review of Domestic and Foreign Research

Foreign performance management research started earlier and has yielded richer results, with
employers tending to complete the construction of performance appraisal systems. Foreign scholars
excel at using mathematical models for data analysis and combining questionnaire methods to
investigate performance appraisal-related issues from multiple perspectives*? (Asfia et al., 2021).
However, due to significant differences between domestic and foreign contexts, foreign research
literature has limited relevance for China's performance appraisal practices. China's performance
appraisal research is relatively backward, but since the 1990s, Chinese scholars have conducted
research on performance appraisal in domestic enterprises at various levels. Currently, domestic
research on performance management mostly remains in the theoretical stage, with relatively scarce
use of data analysis and modeling methods, and a relatively narrow research focus. Some state-owned
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enterprises in China have recognized problems in their existing performance management systems
and begun optimization and upgrading, promoting progress in state-owned enterprise performance
management to a certain extent. However, in a competitive environment involving enterprises of
various ownership types, state-owned enterprises still need to explore scientific, efficient, and feasible
performance management systems suitable for their specific needs through long-term practice.
Meanwhile, attention should be paid to the psychological fluctuations that performance appraisal
reforms may bring to employees, requiring supporting measures to ensure the effective
implementation of the performance appraisal system.

6. Future Prospects

Existing performance management theories are mostly based on Western management practices, with
insufficient research on their applicability to the cultural contexts and business practices of Eastern
countries such as China Many studies remain superficial, lacking exploration of deeper influences on
performance management, such as employees' psychological states and organizational politics. Most
studies rely on questionnaire surveys or internal corporate data, lacking diverse data sources such as
social media data and economic indicators. Cross-sectional surveys are predominantly used, with a
lack of longitudinal studies to observe the evolution and effectiveness of performance management
strategies over time. Existing research mostly focuses on financial performance, while non-financial
performance (e.g., employee satisfaction, corporate culture) is not sufficiently considered.

With the rapid development of technologies such as big data, artificial intelligence, and machine
learning, performance appraisal will become more intelligent and data-driven. By collecting and
analyzing large volumes of data, companies can more accurately assess employee performance,
identify performance issues, and predict future performance trends. This not only improves the
objectivity and fairness of performance appraisals but also provides more targeted feedback and
improvement suggestions. Future research could focus more on technology-driven performance
appraisals.

Performance appraisal standards will vary across different positions and employees to better reflect
individual job characteristics and contributions. Through personalized performance appraisal,
companies can more effectively motivate employees and improve overall performance, with future
appraisal tending towards greater personalization and customization.

While traditional performance appraisals are often conducted annually or semi-annually, future
appraisals will shift towards continuous feedback and real-time assessment. Through regular and
immediate feedback, employees can stay updated on their performance and make timely
improvements, avoiding the accumulation of problems. This approach also helps enhance employee
engagement and motivation.

Future performance appraisal will place greater emphasis on multi-dimensional evaluation, focusing
not only on work results but also on work processes, teamwork, innovation, and career development.
Through multi-dimensional appraisal, enterprises can fully understand employees' comprehensive
qualities and potential, facilitating better talent management and training.

As corporate culture and values gain increasing importance in enterprise management, future
performance appraisals will pay more attention to employees' performance in terms of cultural
alignment and value adherence. By incorporating culture and values into performance appraisal
standards, companies can guide employee behavior and enhance corporate cohesion and centripetal
force.

Future performance appraisals will not be limited to ordinary employees but will also focus more on
the performance of management and leaders. Through comprehensive appraisal of management and
leaders, enterprises can improve management levels, enhance leadership capabilities, and thereby
promote overall performance improvement.
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