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Performance evaluation is a technical process of determining employee capability to accomplish assigned responsibilities in accordance with the job description and also undertaking the official duties as dictated. According to Aguinis (2013), there are different methods of performance evaluation and each uses different evaluation procedures to investigate employee's performance, discipline and the capability to cover stipulated goals and objectives. 
The judgmental approach of rating performance of an individual is subjective, and it entails quantifying the work done. In other words, the judgmental evaluation technique is applicable in quantifying employee's performance in technical areas which are too complex to assess the ideal performance (Aguinis, 2013). Under this technique, employee's performance is measured quantitatively to comprehend the overall performance. An excellent example of this evaluation is when an employer wants to assess the job performance of sales personnel. In this way, he could only rely on the outstanding sales figures as the only approach to determine the extent to which the employee has to achieve the set goals and objectives. A judgmental method is also applicable in examining performances in intangible capacities. For instance in art production, it is tough to determine the performance; however, this subjective method is deemed effective.
On the other hand, mechanical method of performance rating is independent and entails a thoughtful examination of all intangible qualities of an employee. In this method, the job performance is not quantified and therefore, the ratings are grounded on the assessor's observation and opinions. For instance, the acute evaluation of David Kuhn in the case study is focused on his supervisor's observations and conclusions. 
Accordingly, each of these performance ratings has technical implications and efficiencies in the entire evaluation (Aguinis, 2013). Concerning mechanical methods, there are multiple considerations which are essential. Among these are; the quality, productivity as well as the overall contributions to efficiency per unit. With the effective understanding of these factors, there is an implication that this approach is profoundly attached to evaluation flaws such as biases and stereotyping. In essence, whenever the job performance is not quantifiable, there are higher chances for halo and horn effects which are contrary to each other. With halo effect, the supervisor has a tendency of grading an employee to a higher level than the actual status. Horns effect, on the other hand, shows the aspect of underrating employee. As evident in the case study, David Kuhn is rated five because of attending to firm's values and policies objectively (Aguinis, 2013). Thoughtfully, this is a halo effect since it shows adorable quality performance. Any rating below this could be a horn effect. In addition to this, mechanical evaluation method is profoundly attached to the employee's personality and relation with the supervisor. As such, one may end up being underrated because the supervisor is not pleased with the employee's character. However, this method does not encourage average rating, and hence leniency of numerical errors is significantly suppressed.
Concerning judgmental approach, the supervisor focuses on the job performance objectives. He makes use of numerical to rank the employee and hence actual efforts are required. This technique is only applicable in areas where the supervisor can generate precise feedback and attached criticism on employees. Its importance is that it seeks to determine areas of betterment. It also gives recommendations on areas where change is deemed necessary.
From the performance point of view, many evaluation methods and procedures are integrated with intangible measurements. With this understanding, the mechanical performance evaluation method is considered more superior as compared to judgmental methods.
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