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Judgmental and mechanical scores 
Overall performance without weights
	Competency 
	Item rating 
	Max. rating 
	Decimal values 

	Productivity 
	2
	5
	0.4

	Quality work 
	4
	5
	0.8

	Dependency and adherence to values 
	5
	5
	1

	Contribution to the effectiveness of others
	2
	5
	0.4

	Total decimal score 	
	2.6

	Scoring rating calculation

	
	
	
	

	Total decimal score 
	Total decimal score 
	Max. rating 
	Section rating 

	2.6
	4
	5
	3.25


Overall performance with weights
	Competency 
	Item rating 
	Max. rating 
	decimal values 
	weights 
	weighted score

	Productivity 
	2
	5
	0.4
	15
	6

	Quality work 
	4
	5
	0.8
	50
	40

	Dependency and adherence to values 
	5
	5
	1
	25
	25

	Contribution to the effectiveness of others
	2
	5
	0.4
	10
	4

	Total of the weighted scored
	75

	
	
	
	
	
	

	Section rating calculation

	Weighted score
	Total max. weighted score 
	Max. numeric rating 
	Rating section 
	
	

	75
	100
	5
	3.75
	
	



The difference between the two scores is 0.5, that is,
3.75-3.25= 0.5
With a rating of 3.25 and 3.75, which translates to 65% and 75% of ratings, the employee is working hard to meet the expectation; thus, he/she is performing above average and the minimum expectation for the employees. This is a qualified employee, and therefore, the supervisor can perfect his/her skills to meet all company expectations. Enabling the employee to further his/her skills will be an added value to the employee and the company. As such, the company and the supervisor can depend on the employee to boost the company and acquire great success. He/she can be used as a role model to the underperforming employees and thus motivate the employees to do better. This increases competition within the company, and thus, quality services and products are produced. Although the employee is not perfect, through assistance from the company and fellow employees, he/she can perfect the skills and thus improve his/her skills. As such, the employee should give more emphasis on production and assistance to others to boost rating. He/she has low productivity and should be given priority to ensure better results when mixed with the quality of work produced. This rating is a bit lower for the employee and has to set higher targets and work extra hard to achieve better results. He should engage other employees so that they can help him boost his production and much his quality. High production can be achieved alone but with the aid of others and thus the need to engage them (Alvarado-Valencia et al., 2017). 

The judgmental approach evaluates the abilities and strengths of employees. It measures the ability of employees to meet the job requirements and description as he/she performs duties as given. It is not based on objectives but more on the performance as determined by the manager. This gives a better evaluation of the employees as it evaluates the qualities of the employee. As such, both the company and the employee can use the information acquired to boost performance and thus elevate the company's production. This evaluation method is essential as it engages several people to evaluate the employee and thus gives detailed information about the employee. As such, the biasness of the supervisor or manager is eliminated in evaluating the employee. Also, it can be used to measure aspects that cannot be measured by numbers and thus make it more applicable in evaluation. Because it employees manager-employee relationship, the judgmental method can be applied even in smaller companies where there is direct interaction between the employee and the manager. Thus, better results are assured (Aguinis 2019).
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