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In the contemporary competitive global market, performance appraisal is increasingly critical particularly based on how it enhances outcomes and efficacy in organizations.  The main goal of a performance appraisal system is to improve performance in both employees and the organization.  As such, managers should understand about conducting an effective employee performance appraisal in order to evaluate organizational outcomes, objectives and goals.
One important caveat managers should understand about conducting an effective employee performance appraisal is performance planning. Managers should review with employees their performance prospects, their expected behaviors and their expected results during the upcoming assessment cycle. Thus, these results and behavioral expectations should have a direct and obvious link to the organization’s strategic roadmap and business objective (Mohrman & Lawler, 2017).
Consequently, managers should ensure that the performance appraisal process is not reflected as merely a form-filling exercise by offering an effective training to enable proficient provision and reception of feedback about day-to-day accomplishments. Training programs make managers confident in their ability to address concerns and to manage the complex circumstances in day-to-day manager-employee interactions during the performance appraisal period (Iqbal, Akbar & Budhwar, 2015). Subsequently, managers should understand about conducting an effective employee performance appraisal by facilitating employee input. This action will enhance ownership and acceptance, thereby recording fewer disconnects between the employees and the managers’ assessments regarding the employees’ contributions (Mone & London, 2018).
 Moreover, during performance evaluation, managers should employ competency models particularly those that advocate the awareness, skills, capabilities and other elements that are considered significant for realizing positive organizational outcomes.  Some performance analysis approaches that could be used to recognize fundamental competencies and allied work behaviors include job observations, surveys, interviews and focus groups. For instance, with performance standards, managers can communicate key expectations especially by showing distinctions in effectiveness levels for explaining why an employee was appraised in a specific manner (Deepa, Palaniswamy & Kuppusamy, 2014).
Lastly, several caveats certainly need to be taken into consideration in order to enhance the efficiency of an organization’s performance appraisal. However, managers need to ensure the performance appraisal process is associated with and supports the organization’s performance.  Also, both managers and employees should use the performance appraisal system in a method that conveys transparent, value-added benefits in the domains of performance planning, performance development, feedback and achieving results.
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