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Performance appraisals are critical to every company's management. They are a systematic way of assessing an individual’s ability to perform his or her job and also their competence to improve. There are various types of performance appraisal methods which include psychological appraisals, 360-degree feedback technique and management by objectives.  Psychological evaluations aim at the staff’s ability for future performance rather than the past. 360-degree feedback is a method where data on the performance of an employee is collected systematically from colleagues, customers, peers and supervisors. Lastly, management by objective is a technique whereby the performance is rated depending on the goals achieved as set by the administration (Tapamoy, 2008 p.112).
Strategies for conducting an appraisal interview are fundamental to the success of an organisation. First of all, it is good to ensure that the evaluation is directly related to the employee’s job. Managers ought to be involved when developing the process.  Then, it is very crucial to engage the employee by giving them a form to fill about self-evaluation. Also, the best way to assess the staff is by using many methods.  Besides, give feedback assessment throughout not just when reviewing performance. Being biased in an organisation can bring a lot of conflicts among employees or between the staff and the management. This may lead to failure of the whole company. Therefore, it is necessary to avoid that by standardising performance assessments systems for every job. On the other hand, it is good to ensure that the goals of the appraisal are in line with the company’s goals.  With all these strategies, the company cannot go wrong in its development. 

The reliability of an appraisal system is the key thing to the whole process. It must be consistent and measure the performance of an employee objectively for it to be reliable. However, most appraisals face a lot of resistance in various companies. The performance appraisal must be run in a way that the staffs buy it. Otherwise, if they reject the system, it cannot accomplish its goals of developing employees’ performance and also motivating them. 

Criterion deficiency and contamination issues are also a challenge in the performance appraisal systems. These issues can arise due to several reasons. For example, criterion contamination can be due to poor reliability, cheating, rater bias and other constant irrelevant influences. An example of criterion deficiency is a case where the component of a job of a pharmacist is dispensing drugs to patients, but no assessment is done on performing the dispensing role at the pharmacy. So, in this case, the pharmacist ability to perform his or her duties is not measured. That means that the hospital cannot work towards developing the employee. 

Rater errors are mistakes that happen in management where a manager systemically judges their employees (Belcourt, Bohlander, Snell, Singh, & Morris, 2016.p.314). They include several errors like leniency error which occurs when a rater decides to either rate all the staffs positively or negatively. The other one is the central tendency error where the manager avoids making final judgments on employees, thus, ends up being neutral about their performance altogether. With this kind of rating, it becomes tough to evaluate the performance of employees. That, in turn, prevents any development among members and the organisation at large. Therefore, it is essential to come up with a means to minimize these errors in the appraisal systems to bring success to the organisation involved.
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