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S
t
a
ff
 
app
r
aisal
Built
 
i
n
t
o
 
the
 
principle
 
of
 
e
f
f
ecti
v
e
 
Human
 
R
esou
r
ce
 
Mana
g
eme
n
t
 
is
 
the
 
idea
 
th
a
t
 
s
t
a
ff
 
should
 
be
 
r
egularly
 
app
r
aised
 
b
y
 
their
 
di
r
ect
 
line
 
mana
g
e
r
.
 
This
 
means
 
the
r
e
 
will
 
be
 
r
egular
 
me
e
tings
 
(once
 
e
v
e
r
y
 
six
 
mo
n
ths
 
or
 
on
 
an
 
annual
 
basis)
 
in
 
which
 
the
 
s
t
a
ff
 
membe
r
’
s
 
per
f
ormance
 
is
 
anal
y
sed,
 
normally
 
a
g
ain
s
t
 
per
f
ormance
 
t
a
r
g
e
ts.
 
An
 
empl
o
y
ee
 
m
a
y
 
be
 
jud
g
ed
 
on
 
a
 
r
an
g
e
 
of
 
t
as
k
s
 
c
ompl
e
t
ed:
 
f
or
 
e
x
ample,
 
number
 
of
 
c
omplai
n
ts,
 
per
f
ormance
of
 
subo
r
din
a
t
es
 
and
 
mana
g
eme
n
t
 
of
 
bud
g
e
t.
 
As
 
w
ell
 
as
 
these
 
measu
r
es
 
of
 
per
f
ormance,
 
t
r
aining
 
needs
 
a
r
e
 
discussed
 
and
 
c
a
r
eer
 
p
r
ospects
 
e
x
amined.
 
Within
 
the
 
s
t
a
ff
 
app
r
aisal
 
i
n
t
e
r
vi
e
w
 
bonus
 
earnings
 
m
a
y
 
also
 
be
 
s
e
t.
 
S
t
a
ff
 
app
r
aisal
 
is
 
som
e
times
 
r
e
f
er
r
ed
 
t
o
 
as
 
per
f
ormance
 
app
r
aisal
 
or
 
per
f
ormance
 
mana
g
eme
n
t.
S
t
a
ff
 
app
r
aisal
 
does
 
h
a
v
e
 
both
 
suppor
t
e
r
s
 
and
 
critics.
) (
The
 
suppor
t
e
r
s
 
a
r
gue
 
th
a
t
 
s
t
a
ff
 
app
r
aisal:
) (
•
•
•
•
•
•
) (
moti
v
a
t
es;
imp
r
o
v
es
 
per
f
ormance;
all
o
w
s
 
the
 
s
e
tting
 
of
 
achi
e
v
able
 
t
a
r
g
e
ts;
ide
n
tifies
 
t
r
aining
 
needs;
ide
n
tifies
 
po
t
e
n
tial;
all
o
w
s
 
those
 
who
 
unde
r
s
t
and
 
the
 
job
 
(i.e.
 
t
he
 
line
 
mana
g
e
r
s)
 
t
o
 
gi
v
e
 
a
 
v
alue
 
t
o
 
the
w
ork
 
done;
enables
 
achi
e
v
able
 
bonuses
 
t
o
 
be
 
earned.
) (
•
) (
Critics
 
a
r
gue
 
th
a
t
 
the
 
s
t
a
ff
 
app
r
aisal
 
s
y
s
t
em:
) (
•
) (
c
an
 
c
ause
 
t
ension
 
in
 
the
 
w
orkplace
 
(especially
 
in
 
r
el
a
tion
 
t
o
 
the
 
allo
c
a
tion
 
of
bonuses);
puts
 
w
or
k
e
r
s
 
under
 
t
r
emendous
 
p
r
essu
r
e
 
t
o
 
k
eep
 
imp
r
o
ving
 
per
f
ormance;
places
 
t
oo
 
much
 
p
o
w
er
 
in
 
the
 
hands
 
of
 
line
 
mana
g
e
r
s
 
who
 
m
a
y
 
be
 
ill-equipped
 
t
o
 
use
the
 
s
y
s
t
em
 
e
f
f
ecti
v
ely
 
o
r
,
 
al
t
ern
a
ti
v
el
y
,
 
abuse
 
the
 
p
o
w
er
 
the
 
s
y
s
t
em
 
gi
v
es
 
them.
) (
•
•
) (
Also
 
mana
g
e
r
s
 
c
an
 
h
a
v
e
 
c
o
n
flicting
 
r
oles.
 
A
t
 
one
 
time
 
a
 
suppor
t
er
 
and
 
d
e
v
eloper
 
of
 
s
t
a
f
f
,
 
a
t
other
 
times
 
r
esponsible
 
f
or
 
r
eprimanding
 
and
 
disciplining
 
s
t
a
f
f
.
) (
The
 
success
 
of
 
s
t
a
ff
 
app
r
aisal
 
in
 
the
 
w
orkplace
 
also
 
depends
 
on
 
acting
 
upon
 
s
t
a
ff
p
r
oblems
 
which
 
a
r
e
 
highlig
h
t
ed
 
–
 
if
 
p
r
oblems
 
a
r
e
 
not
 
f
oll
o
w
ed
 
up,
 
and
 
f
eedback
 
p
r
o
vided,
demoti
v
a
tion
 
c
an
 
quickly
 
occu
r
.
 
T
o
 
be
 
succes
s
ful,
 
app
r
aisal
 
s
y
s
t
ems
 
mu
s
t
 
be
 
based
 
on
 
clear
cri
t
eria
 
f
or
 
app
r
aisal
 
(s
e
t,
 
ag
r
eed
 
and
 
unde
r
s
t
ood
 
t
a
r
g
e
ts)
 
and
 
mana
g
e
r
s
 
mu
s
t
 
be
 
t
r
ained
 
t
o
sol
v
e
 
p
r
oblems
 
th
a
t
 
c
an
 
arise
 
as
 
a
 
r
esult
 
of
 
a
n
y
 
poor
 
per
f
ormance
 
indi
c
a
t
ed
 
in
 
app
r
aisals.
)
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Empl
o
y
ees
 
mu
s
t
 
be
 
en
c
ou
r
a
g
ed
 
t
o
 
fully
 
particip
a
t
e
 
in
 
the
 
s
y
s
t
em
 
b
y
 
t
alking
 
about
 
their
p
r
oblems,
 
their
 
o
wn
 
f
ailings
 
and
 
adop
ting
 
m
e
thods
 
of
 
r
esolving
 
p
r
oblems
 
and
 
imp
r
o
ving
per
f
ormance.
) (
Self
 
and
 
peer
 
assessme
n
t
) (
Sel
f
-assessme
n
t
 
is
 
the
 
p
r
ocess
 
of
 
h
a
ving
 
the
 
empl
o
y
ee:
) (
•
•
•
) (
criti
c
ally
 
r
e
flecting
 
upon
 
their
 
o
wn
 
per
f
ormance;
r
e
c
o
r
ding
 
their
 
p
r
og
r
ess;
su
g
g
e
s
ting
 
t
a
r
g
e
ts
 
f
or
 
the
 
futu
r
e.
) (
P
erha
p
s
 
the
 
mo
s
t
 
impor
t
a
n
t
 
ben
e
fit
 
of
 
sel
f
-assessme
n
t
 
is
 
th
a
t
 
the
 
p
r
ocess
 
en
c
ou
r
a
g
es
 
sel
f
-
r
e
flection:
 
‘
Am
 
I
 
doing
 
the
 
be
s
t
 
job
 
I
 
c
an
 
and
 
h
o
w
 
c
ould
 
I
 
imp
r
o
v
e
?
’
) (
P
eer
 
assessme
n
t
 
r
e
f
e
r
s
 
t
o
 
the
 
p
r
ocess
 
of
 
h
a
ving
 
empl
o
y
ees
 
of
 
a
 
similar
 
l
e
v
el
 
of
 
r
esponsibil
i
ty
criti
c
ally
 
c
omme
n
t
 
upon
 
the
 
per
f
ormance
 
of
 
a
 
c
o-
w
or
k
er
 
and
 
perha
p
s
 
su
g
g
e
s
t
 
m
e
thods
of
 
imp
r
o
v
eme
n
t.
 
This
 
m
e
thod
 
hel
p
s
 
empl
o
y
ees
 
learn
 
f
r
om
 
each
 
other
 
and
 
it
 
m
a
y
 
be
less
 
criti
c
al
 
(sof
t
er)
 
than
 
app
r
aisal
 
b
y
 
mana
g
e
r
s.
 
This
 
is
 
us
e
ful
 
when
 
la
r
g
e
 
g
r
ou
p
s
 
r
equi
r
e
app
r
aisal
 
and
 
m
a
y
 
be
 
hel
p
ful
 
as
 
w
or
k
e
r
s
 
n
a
tu
r
ally
 
c
ompa
r
e
 
their
 
per
f
ormance
 
with
 
th
a
t
 
of
their
 
c
o-
w
or
k
e
r
s.
) (
360
 
deg
r
ee
 
app
r
aisal
) (
360
 
deg
r
ee
 
app
r
aisals
 
i
n
v
ol
v
e
 
the
 
app
r
aised
 
s
t
a
ff
 
member
 
r
eceiving
 
f
eedback
 
f
r
om
 
people
(named
 
or
 
ano
n
ymous)
 
whose
 
vi
e
w
s
 
a
r
e
 
c
onside
r
ed
 
hel
p
ful
 
and
 
r
el
e
v
a
n
t.
 
This
 
c
ould
 
c
ome
f
r
om
 
s
t
a
ff
 
or
 
other
 
s
t
a
k
eholde
r
s
 
who
 
a
r
e
 
in
 
a
 
position
 
t
o
 
ma
k
e
 
jud
g
eme
n
ts
 
on
 
per
f
ormance
–
 
f
ell
o
w
 
w
or
k
e
r
s,
 
line
 
mana
g
e
r
s,
 
junior
 
s
t
a
f
f
,
 
t
eam
 
membe
r
s,
 
cu
s
t
ome
r
s
 
and
 
supplie
r
s.
It
 
c
ould
 
also
 
include
 
sel
f
-assessme
n
t
 
t
o
 
gi
v
e
 
a
 
c
ompl
e
t
e
 
app
r
aisal
 
of
 
the
 
individual.
 
The
m
e
thod
 
should
 
p
r
o
vide
 
a
 
full
 
(360
 
deg
r
ee)
 
pictu
r
e
 
of
 
per
f
ormance
 
and
 
m
a
y
 
help
 
a
 
business
when
 
making
 
decisions
 
r
el
a
t
ed
 
t
o
 
the
 
p
r
omotion
 
of
 
individuals.
) (
Discussion
 
themes
) (
‘
The
 
be
s
t
 
pe
r
son
 
t
o
 
app
r
aise
 
an
 
empl
o
y
ee
 
is
 
the
 
empl
o
y
ee
’
s
 
line
 
mana
g
e
r
.
’
 
T
o
 
wh
a
t
 
e
x
t
e
n
t
 
do
 
y
ou
 
ag
r
ee
 
with
 
this
 
s
t
a
t
eme
n
t?
) (
H
o
w
 
c
an
 
per
f
ormance
 
app
r
aisal
 
help
 
the
 
empl
o
y
ee
 
in
 
their
 
job?
) (
Wh
a
t
 
a
r
e
 
the
 
possible
 
dan
g
e
r
s
 
t
o
 
a
 
business
 
of
 
ope
r
a
ting
 
an
 
app
r
aisal
 
s
y
s
t
em?
)
